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A NEW CHAPTER FOR HR IN SWISS PRIVATE
BANKING

Over the past two years, artificial intelligence
has evolved from an experimental techno-
logy into a routine workplace tool in many
organisations. Yet only a small number of
banks consider Al fully embedded within their
business strategy. Experts expect this gap

to close in a very short time.

This long-awaited transformation is now
clearly starting to reshape HR as well. While
much attention has focused on how Al will
change recruitment or talent acquisition, the
most immediate transformation is taking place
within HR Operations.

THE SEARCH FOR PRODUCTIVITY GAINS

Organisations are investing heavily in Al,
largely in anticipation of measurable produc-
tivity gains. Also, for HR Operations, the value
proposition is clear. Activities that traditionally
required substantial manual effort, such as
workforce reporting, monitoring of mandatory
training, answering employee queries, produ-
cing management dashboards, and reviewing
policy documentation can increasingly be au-
tomated or accelerated by Al-powered tools.

HR teams spend considerable time consoli-
dating data from multiple systems to support
management decision-making. Generative Al
technologies integrated into platforms such

as Microsoft Copilot, SAP SuccessFactors

and Power Bl are beginning to shorten these
processes dramatically. Rather than manually
extracting data and preparing reports, HR pro-
fessionals can increasingly query information
using natural language and focus

their efforts on interpreting results and iden-
tifying workforce risks.

WORK IS BECOMING MORE CONVERSATIONAL

One of the most significant effects of the
adoption of Al is that it does not simply en-
hance existing tools; it requires a genuine shift
in mindset. To fully leverage its potential, users
must rethink processes and ways of working
that have been deeply embedded for decades
and embrace entirely new operating models.
As a result, many of the activities we have
traditionally carried out according to well-esta-
blished practices are now being fundamentally
reimagined and transformed.

"The adoption of Al requires a genuine
shift in mindset.”

As an example, instead of manually creating
reports, downloading and interpreting them
to look for the required information, HR
professionals will ask questions directly to the
Al models: “Which mandatory compliance
trainings are overdue?”, “How has turnover
evolved compared to the previous year?”

As a result, HR professionals will spend less
time collecting data and more time validating,
interpreting and, above all, challenging Al-ge-
nerated outputs.

LEARNING & DEVELOPMENT: ANOTHER TES-
TING GROUND FOR Al

Al-powered learning platforms can recom-
mend personalised training paths, identify
skill gaps, summarise educational content,
generate learning materials, and automate
enrollment processes. Research from the

University of St. Gallen highlights that Learning

& Development functions are increasingly ex-
pected not only to support Al adoption across
the business but also to transform their own
operating models through generative Al.

A large percentage of Swiss employees have
already used Al at work during the last twelve
months. Yet only a small percentage use Al
daily, suggesting that organisations are still
navigating the transition from experimentation
to embedded workforce practices.
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For HR departments, this means that develo-
ping Al literacy will soon become as important
as managing traditional compliance or regula-
tory training programs. Moreover, Al literacy is
therefore likely to become one of the key skills
HR will assess when screening candidates,
regardless of the role they apply for.

THE ROLE OF HR AND THE WAY AHEAD

Beyond asking how Al can improve the
way we work, HR leaders must increasingly
address how to ensure its responsible use
across the organisation. This means suppor-
ting responsible adoption through training,
compliance monitoring, clear policies, and
guidance on where human judgement
remains essential.

As adoption outpaces many organisations’
control frameworks, issues such as trust and
data protection are gaining importance. In
private banking, this is particularly critical,
requiring HR to contribute to policies on
acceptable use, employee training, confiden-
tiality and content oversight.
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IMPORTANT INFORMATION - This content is being pro-
vided by Intesa Sanpaolo Wealth Management SA or/and its
affiliates (hereinafter referred to as “the Bank") solely for
information purposes and is not intended to be a solicitation or
offer, recommendation or advice to buy or sell interests in any
financial instrument mentioned in it, to effect any transaction,
or to conclude any transaction of any kind whatsoever, in
particular to any recipient who is not a qualified, accredited,
eligible professional, or institutional investor. It is intended for
the sole use of the recipient and may not be forwarded, printed,
downloaded, used, or reproduced for any other purpose. It is
not intended for distribution/offering to, or use by, natural or
legal persons that are nationals of a country or subject to a
jurisdiction of which the laws or regulations would prohibit such
distribution/offering or use. Whilst the Bank shall use reasonable
efforts to obtain information from sources which it believes to
be reliable, the Bank, its directors, officers, employees, agents,
or shareholders assume no liability regarding this content
and give no warranty as to the accuracy, completeness, or
reliability of any mentioned data and thus assume no liability
for losses arising from the use of this content. The information,
opinions, and assessments contained in the present document
shall apply at the time of publication and may be revoked or
changed without prior notice. This content is intended only for
recipients who understand and are capable of assuming all
risks involved. Before entering into any transaction, recipients
should determine if the relevant financial instrument mentioned
in the content suits particular circumstances and should ensure
that they independently assess (together with their professional
advisers) the specific risks, the legal, tax, accounting conse-
quences, and eligibility requirements of any purchase, holding,
or sale of financial instruments mentioned in the content. The
Bank, its directors, officers, employees, agents, or shareholders
may from time to time have interests and/or underwriting
commitments in the financial instruments described herein.
The Bank makes no representation as to the suitability of the
mentioned information, opinions, or securities and financial
instruments. Historical data on the performance of the financial
instruments or on the underlying assets are no indication for
future performance. The present content has been compiled by
a department of the Bank which is not an organisational unit
responsible for financial research. The Bank is subject to distinct
requlatory requirements, and certain services and/or financial
instruments may not be available in all jurisdictions or to all
recipient types. Recipients are therefore responsible to comply
with all applicable laws and regulations. There is no intention
to offer services and/or financial instruments in countries or
jurisdictions where such an offer would be unlawful under the
relevant laws and regulations.
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