Al in HR Benefits

A Framework for Use Cases
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Shaping benefit policies
before they shape you.
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About ERIC

The ERISA Industry Committee (ERIC) is a national nonprofit organization exclusively
representing the largest employers in the United States in their capacity as sponsors of
health, retirement, and compensation benefit plans for their nationwide workforces.

Americans engage with an ERIC member company many times a day, such as when they
drive a car or fill it with gas, use a cell phone or a computer, watch TV, dine out or at
home, enjoy a beverage or snack, use cosmetics, fly on an airplane, visit a bank or hotel,
benefit from our national defense, receive or send a package, or go shopping.

With member companies that are leaders in every economic sector, ERIC is the voice of
large employer plan sponsors on federal, state, and local public policies impacting their
ability to sponsor benefit plans and to lawfully operate under ERISA’s protection from a
patchwork of different and conflicting laws.

About Kanter Strategies

Kanter Strategies is an innovative federal government affairs consulting firm that drives and
advances our clients’ workforce and technology priorities in Washington, DC.

We listen closely, think creatively, and reimagine solutions—bringing bold ideas with
precision to policy areas where consensus or progress has remained out of reach.
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Foreword

In an era defined by rapid technological transformation, the intersection of artificial
intelligence (Al) and human resources (HR) demands thoughtful, coordinated leadership.

That’s why experts in benefits design and administration, HR, legal, compliance, and
government relations at two dozen ERIC member companies launched the Al in HR Task
Force to meet this moment. This Task Force is working to highlight how companies are
using Al to help workers access employee benefits and improve their delivery.

The Task Force is committed to unlocking the promise of Al by advancing policies that avoid
costly compliance burdens and protect employers’ ability to offer generous, uniform
benefits to their employees and families nationwide.

This report is a foundation for ongoing dialogue, grounded in expertise and shaped by the
diverse perspectives of ERIC’s membership. We invite policymakers, stakeholders, and
industry leaders to engage with this work—and to join us in shaping a future where
innovation and integrity go hand in hand with creating uniform public policy.

ERIC is a trusted voice on Al in HR benefits policy because it is driven by and for large
employer plan sponsors who manage complex benefit programs across jurisdictions
and at scale. With a track record of preserving ERISA’s national uniformity and
reconciling conflicting state laws in other HR-related policy areas, ERIC is positioned to
lead where compliance, benefit design, and technological advancement converge.
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Executive Summary

ERIC members are among the nation’s largest employers, typically with over 10,000
employees. This report provides a framework for understanding how they are using Al in HR
benefits.

As nationwide sponsors of expansive benefits, ERIC launched the Al in HR Task Force to
leverage its legal and benefits expertise to help shape how federal policymakers engage
with this issue. While ERISA ensures national uniformity in health and retirement plans,
federal policy must also preserve employers’ ability to offer consistent benefits across
workforces and jurisdictions as Al tools become increasingly integrated into HR
administration. By zeroing in on HR benefits, this report cuts through the broader fog
surrounding the expanding Al landscape.

The Al in HR benefits ecosystem includes developers, deployers, HR professionals, and
compliance experts, all of whom impact how Al tools are built and used responsibly. The
report distills Al-driven HR benefits use cases into a three-factor framework—each
functioning as a dial, adjustable to the specific application and context.

e Factor 1-Core Employee Lifecycle Stages (“when”)
e Factor 2 - Key Benefit Categories (“what”)
e Factor 3 -Users and Roles (“who”)

Threaded together, these factors offer a structured way to present a dozen representative
examples. Its breadth reflects both current practice and the accelerating trajectory of
employer adoption of Al in HR benefits, especially through personalized support that
improves a worker’s ability to access and navigate benefit programs.

At the same time, the policy environment is becoming more fragmented and unpredictable.
That growing patchwork is creating a complex web of conflicting Al-related rules and
requirements that create challenges for companies and their workers. As federal
policymakers determine where Al policy is headed with respect to HR benefits, the report
lays out key questions related to risk, liability, coordination, and best practices.

ERIC will continue to use its voice to inform federal policy looking ahead.
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Introduction: Al in HR Benefits Ecosystem

ERIC members provide robust employee benefits and are increasingly leveraging artificial
intelligence to augment human decision-making, expand accessibility, and improve
administration.’

Companies vary in how extensively they use Al in human resources benefits. Some are in
the early stages, piloting narrow applications, while others are advanced implementers
integrating Al across HR and broader business functions.

The Al ecosystem includes developers, who build the underlying models and data
infrastructure, and deployers, who apply these tools within their own systems.? In some
cases, companies play both roles, shaping not only how Al is used but also how it’s built.
The distinction between developers and deployers will also depend on the specific use
case, the role the technology plays, and the degree to which it is off-the-shelf or
customized. Compliance is also a critical pillar of the Al ecosystem, ensuring that
innovation adheres to legal guardrails and remains grounded in responsible practices.

All of this underscores the need for a flexible, comparative framework to highlight Al in HR
use cases.
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"The ERISA Industry Committee. Policy Priorities. https://www.eric.org/about-eric/policy-priorities/.
2BSA, The Software Alliance. Al Developers and Deployers: An Important Distinction. Position Paper, March
16, 2023. https://www.bsa.org/policy-filings/ai-developers-and-deployers-an-important-distinction.
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To evaluate Al in HR benefits, a three-factor framework provides structural clarity:
e Factor1-Core Employee Lifecycle Stages
o Factor 2 - Key Benefit Categories

e Factor 3-Users and Roles
Each factor functions as a dial, adjustable based on the specific application and context.

This framework enables consistent analysis across use cases by anchoring evaluation in
the when, what, and who of an employee’s benefit experience. It offers a lens for mapping
complexity, clarifying Al’s role, and informing responsible Al adoption.

Employee Users & S bl
: proy Categories Benefits
Lifecycle Roles

Use Cases
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Factor 1 - Core Employee Lifecycle Stages

The first factor, Core Employee Lifecycle

Stages, offers a snapshot of the employee
journey, beginning with onboarding, then

transitioning to growth, retention, and

employee experience, and endingin

offboarding. Offboarding

These three stages are not intended to Growth,
capture every variation, but to provide a Retention, &
simple way to demonstrate the “when” of Al EOTEE
in HR use cases—that is, the specific
points in the employee journey where Al is
used to support benefits-related
navigation, processes, and timeliness.

Experience

Factor 2 - Key Benefit Categories

The second factor, Key Benefit Categories, provides a
w Health Admin.  representative view of the types of HR benefits where Al is

currently being deployed. These five categories—health

administration, retirement, leave, payroll, and learning—are
@6 Retirement not exhaustive but offer a practical way to evaluate the
“what” of each use case.

..
¢ L
eave . . o
ﬁ These categories also reveal functional similarities across
public- and private-sector uses. For instance, businesses
Eé Payroll may use Al to improve leave coordination or personalize
employees’ navigation of health plan benefits, while state
.':I agencies may also apply similar technologies to help social
. Learning insurance program claimants answer questions, receive
ahah e

timely benefits, and strengthen program oversight.?

m Although the systems and stakeholders differ, the functions

often align across these categorical distinctions.

3Sun Wo Kim and Andrew Stettner, “Can Al Improve America’s Unemployment Safety Net?” The Century
Foundation, August 13, 2025. https://tcf.org/content/commentary/can-ai-improve-americas-unemployment-
safety-net-2/.




—_—
- R , ‘ Al in HR Benefits: A Framework for Use Cases
—

Factor 3 - Users and Roles

The third factor, Users and Roles, explores the “who” of Al use and the function it serves
within benefit systems. This factor is presented in a two-dimensional rubric, with two user
types across the top and two role types down the side. Al may be used directly by
employees, positioning them as front-end users. It may also be used by internal HR or
administrative staff, making them back-end users. This distinction clarifies not only who
interacts with the technology, but also how its role shifts depending on the point of
engagement within the HR ecosystem.

User interaction also reflects either a supportive or proactive role. In a supportive role, Al is
prompted by the user to assist with a task, such as answering employee questions or
helping HR staff streamline routine processes. In a proactive role, Al augments the user’s
experience by anticipating needs or surfacing insights. This could include nudges and
notifications for employees, or analytics that inform benefits strategy and design for HR
teams.

This factor speaks to the evolving ways Al shapes benefit administration and employee
experience. Who uses the technology also introduces key governance and accountability
implications—whether related to transparency, oversight, or the impact on users. This is
why Al governance and ethics must be treated as core principles of any Al system, shaping
not only how technology is deployed, but also how to ensure trust and accountability
across benefit systems.

Employee Facing Internal HR/Admin.
(Front-End User) (Back-End User)

Al that assists employees by | Al that improves efficiency

Supportive

Role answering questions and by streamlining routine

responding to requests. tasks and workflows.

Al that anticipates employee | Al that informs benefits
needs by initiating nudges strategy and design by
and notifications. enriching analysis.

Proactive
Role
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Al in HR Benefits Use Cases

The multi-ring pie chart (on page 10) maps Al in HR benefits use cases across the
framework’s three factors.

e Theinnerring anchors the Core Employee Lifecycle Stages (Factor 1).

¢ Inthe outerring, the Key Benefit Categories (Factor 2) are labeled at the top of
each slice, while Users and Roles (Factor 3) are delineated through shading and
color, as indicated in the key.

More broadly, across their respective options, the three factors combine to form a total of
60 possible configurations. For simplicity, we’ve concentrated on a smaller subset to allow
for clearer mapping. That’s why, in all, the multi-ring pie chart illustrates a dozen distinct Al
in HR benefits use cases.

These twelve illustrated use cases represent a cross-section of the overall framework. They
offer concrete examples of how ERIC member companies deploy Al in HR benefits to assist
employees and internal HR or administrative staff. They each reflect people-centered
approaches to HR benefit programs that boost access, improve navigation, and strengthen
back-end administrative operations.

Although not all companies deploy Al—and those that do may engage in some or many of
these use cases across different lifecycle stages—this breadth of examples is not
exhaustive; it speaks as much to current practice as it does to the evolving trajectory of Al
adoption in HR benefits.
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Al Use Cases

Leave

Al reviews unused
leave benefits
and helps HR
determine eligible
payouts or
carryover items.

Al helps retiring
employees navigate
401(k) and pension
rollover options.

Payroll

Al tracks separation
dates and final pay
dates, helping HR

identify delays or wage
compliance risks.

Al nudges
employees who
begin learning
opportunities such
as webinars or
online tutorials to
complete them.

Health Admin.

Al supports
departing
employees with
guidance on
health plan
termination and
COBRA.

Leave

Al answers

employee questions

about leave
benefits, helping
them understand
accruals, usage

rules, and eligibility.

Growth, Retention, &
Employee Experience

Health Admin.

Al in HR Benefits: A Framework for Use Cases

Al prompts new
employees to
designate a
retirement plan
beneficiary to
ensure smooth
enrollment.

Health Admin.

Al assists new
employees in
choosing a health
plan by answering
questions and
explaining
options.

Payroll

Al checks new payroll
setup for missing
direct deposit or tax
forms.

Al helps new
employees understand
tuition assistance and
other educational
benefits.

Payroll

Al assists HR in
recognizing and
celebrating employee
milestones to inform
outreach and
strengthen benefit
engagement.

Al helps HR
identify patterns
in healthcare
benefit usage to
inform plan
improvements
and better meet
employee needs.

g 80

(Front-End User)

Employee Facing

Employee Facing
(Front-End User)

Supportive
Role

Proactive
Role

Internal HR/Admin. Supportive

(Back-End User) Role
Internal HR/Admin.  Proactive
(Back-End User) Role
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Key Recent Al Regulatory Policy Developments

Al in HR Benefits: A Framework for Use Cases

As companies increasingly deploy Al to support HR benefits, the policy environment is

becoming more fragmented and unpredictable.

e The Trump Administration has focused on unleashing American Al innovation
through a series of executive orders (EOs) and a national Al Action Plan.

e States and localities—including New York City, Colorado, California, and Virginia—
are advancing proposals to regulate Al, including in workplace contexts.

e (Congress has released several bipartisan reports and proposals on Al, and multiple
bills have been introduced with differing national approaches—and a proposed 10-
year moratorium on state Al laws was dropped from the budget reconciliation bill.

Key Recent

Al Regulatory Policy
Developments

States

CO SB 205 - landmark comprehensive Al
framework (law eff. Jun. 30, 2026)

CA Privacy Protection Agency - regulations
governing the use of automated decision-making
technology (reg. eff. Jan. 1, 2026)

CA SB 7 - Governor Newsom vetoed bill on
employer use of Al in the workplace including
employment decisions (Oct. 13, 2025)

CA Civil Rights Council - regulations prohibiting
employment discrimination by Al tools (reg. eff.
Oct. 1, 2025)

VA HB 2094 - Governor Youngkin vetoed
comprehensive Al regulation (Mar. 24, 2025)
NYC Local Law 144 - automated employment
decision tools (law eff. Jul. 5, 2023)

Trump Administration

* Al Action Plan with EO 14320, EO 14319, and EO 14318 (Jul. 2025)

* Issued EO 14179 on “Removing Barriers to American Leadership
in Al” calling for Al Action Plan within 180-days (Jan. 2025)

Congress

L]

L]

S. 2750 - proposes to establish a
federal Al regulatory sandbox program
(Senator Cruz, R-TX, Chair Senate
Commerce, intro Sept. 2025)

Al for America roadmap (Senator Kelly,
D-AZ, released Sept. 2025)

10-year moratorium on state Al laws
stripped from recon. bill (Jul. 2025)

S. 2081 - proposes to provide Al
developers with conditional liability
protection for a transparency mandate
(Senator Lummis, R-WY, intro Jun. 2025)
Report released by the Bipartisan
House Task Force on Al (Dec. 2024)
Roadmap released by the Bipartisan
Senate Al Working Group (May 2024)

11
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Shaping the Next Phase: What Federal Policymakers Should Consider

For HR professionals, the growing patchwork of state and federal Al regulatory activity
raises operational risks, compliance burdens, and strategic uncertainty. It also impacts
employees by fostering a complex web of differing rules and eligibility requirements,
undermining the simplicity of benefit plans and making it difficult to untangle.

Preserving an employer’s ability to provide a consistent set of benefits across workforces
and jurisdictions is always essential, particularly now as policymakers navigate where Al
policy is headed next.

The following are among the key questions for federal policymakers to consider:

e What are the connections and distinctions between employer use cases in HR
benefits and comparable state or federal applications of Al?

e How can arisk-based approach enable companies to continue deploying low-risk Al
tools in HR benefits like the ones illustrated in this report?

e How can Al help workers better understand complex HR benefits information by
empowering their informed choices?

e How should liability be allocated between Al developers and deployers, especially
in the context of fiduciary and other responsibilities within employer-sponsored
benefit plans?

e How can federal and state policymakers coordinate to prevent conflicting
compliance burdens for employers operating across jurisdictions?

e What practices can help ensure that Al tools used in HR benefits are developed and
deployed ethically and thoughtfully, including in the use of training data, the data
being analyzed, and the resulting outputs?

e How can principles of fairness and transparency be upheld in HR benefit Al tools
across workforces that vary in size and industry?

ERIC will continue to lead on how Al shapes HR benefits by informing employers of key
developments and helping policymakers understand their impact on employers and
workers. ERIC’s Al in HR Task Force will be instrumental in voicing challenges, shaping
priorities, and guiding policy engagement.
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