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ABSTRACT
This research looks at Al-related job displacement with case studies of Oracle, Microsoft and
Anthropic. It will look at task substitution, job redesign and labor market effects. Artificial
Intelligence (Al) is rapidly changing the nature of organizations, markets and jobs. Automation
has traditionally focused on blue-collar jobs, but new developments in generative Al and agent
technologies are increasingly affecting white-collar jobs. This study critically investigates
whether Al is actually displacing jobs, or whether companies are using Al as a cover-up to
restructure. Through case studies of Oracle, Microsoft and Anthropic, as well as emerging
research and industry evidence, we examine the scale, nature and consequences of Al-related
job displacement. The study concludes that while Al is not yet completely replacing jobs, it is
accelerating job restructuring, decreasing staff numbers in routine cognitive jobs, and changing
skill requirements. The paper offers policy and corporate insights to manage innovation and
workforce needs.
Keywords: Corporate Case, Anthropic, Organizations, Anthropic, Displacement, investigates,
cognitive
Introduction
Artificial Intelligence (Al) is transforming jobs through cognitive automation. In this paper, we
explore whether Al displaces jobs or augments them. Technology has always impacted jobs. In
the past, technology has created and destroyed jobs, from the Industrial Revolution to the
digital revolution. But with the emergence of Al, especially generative Al and agents, things are
changing. Al now completes tasks that have traditionally been the exclusive domain of humans.
Opportunity and risk have been established with recent advancements suggesting a looming
guestion, does Al steal jobs rather than enhance them? Notable job cuts at companies like
Oracle and Microsoft, and research outputs from Al startups like Anthropic, point to a shift in
the job landscape.
Conceptual Framework
The Human-—Al Substitution Model includes four stages: Task Automation, Role Restructuring,
Workforce Reduction, and Skill Shift (Falk & Tsoukalas, 2026). This study proposes a Human Al
Substitution Model:

i.  Task Automation

ii.  Role Restructuring

iii.  Workforce Reduction

iv.  Skill Shift
Figure 1

590 |Page



https://assajournal.com/
https://portal.issn.org/resource/ISSN/3006-2497
https://portal.issn.org/resource/ISSN/3006-2500
https://assajournal.com/index.php/36/about/aboutThisPublishingSystem
mailto:dogar.s@northeastern.edu
mailto:Maria.ier@pu.edu.pk

Vol. 05 No. 02. April-June 2026 Advance Soctal Science Archive Journal

Human—-Al Substitution Model illustrating the progression from task automation to skill shift.

Task Automation — Role Restructuring — Workforce Reduction — Skill Shift

Literature Review

The transformation of workforce structures in the age of artificial intelligence cannot be fully
understood without examining the pivotal role of education, skills development, and training
systems. Previous studies indicate that vocational education, particularly in science and
technology, has long been a key driver of economic and social progress. In this context, teacher
preparation and STEM-based learning emerge as two key mechanisms for shaping workforce
readiness and adaptability (Dogar, 2020).

Science, technology, engineering, and mathematics (STEM) education is defined as an
integrated, multidimensional educational approach that combines science, technology,
engineering, and mathematics to foster critical thinking, creativity, and problem-solving skills.
These competencies align closely with the demands of modern labor markets, which are
increasingly influenced by automation and artificial intelligence technologies. Focusing on
practical, problem-solving learning within STEM frameworks not only prepares individuals for
technical roles, but also for dynamic environments where continuous adaptation is essential.
(Dogar, 2020). This suggests that workforce displacement caused by Al is not merely a
technological issue but also a reflection of gaps in skill development and training systems
(Dogar & Khan, 2025).

Studies also indicate that traditional educational models, particularly in developing countries
like Pakistan, struggle to keep pace with global technological advancements. Outdated
curricula, limited access to modern tools, and inadequate vocational training have resulted in a
workforce often ill-equipped to handle rapid technological changes (Dogar, 2020: Dogar, 2024).
This disparity is particularly important when analyzing job displacement due to artificial
intelligence, as workers lacking advanced cognitive and technical skills are more susceptible to
automation (Singh,2024). Therefore, companies' adoption of Al technologies does not occur in
isolation, but rather intersects with systemic training deficiencies that affect workforce
flexibility. In the context of Al integration, employees require continuous upskilling to remain
relevant. Organizations that fail to invest in human capital development may accelerate
displacement rather than transition their workforce into new roles. This reinforces the
argument that Al-driven job loss is partly a failure of institutional adaptation rather than an
inevitable technological outcome (George,2024).

Furthermore, the integration of technology into education systems has been identified as a
catalyst for innovation and economic competitiveness. STEM-based approaches encourage
interdisciplinary thinking and real-world problem solving, which are essential in Al-driven
industries (Dogar, 2020). However, the literature also reveals that the absence of such
approaches in mainstream education limits the ability of workers to transition into emerging
roles. As corporations adopt Al to optimize efficiency, tasks that are routine and predictable are
increasingly automated, leaving a demand for higher-order cognitive skills that many workers
have not been trained to develop (Singh,2024).

These studies also underscore the importance of experiential learning in adult education.
Workers possess prior knowledge and experience that inform their ability to acquire new skills
(Dogar & Shah, 2024). In the context of Al adoption, this suggests that new skills development
initiatives should build upon existing competencies, rather than imposing entirely new
educational frameworks. However, many corporate training programs fail to implement this
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principle, resulting in ineffective skills upgrading efforts and constant workforce turnover
(Appiah,2025).

Another aspect of adult education is the focus on motivation and self-direction (Dogar et.al.
2025). Adult learners are more likely to engage in learning when they understand the
connection between learning and their personal and professional goals (Merriam, 2001).

In Al-driven work environments, where job roles are rapidly evolving, organizations must
establish clear career paths to encourage employees to develop their skills. Without such
incentives, workers may resist technological change, widening the gap between organizational
needs and workforce capabilities (George,2024).

Studies also acknowledge certain limitations in adult education, particularly its lack of empirical
depth and its diversity across cultural contexts (Dogar, 2020: Dogar & Shah, 2023). This is
especially important when analyzing workforce displacement in global corporate environments,
where cultural, educational, and economic differences influence how employees respond to Al
adoption. A one-size-fits-all approach to employee retraining is unlikely to succeed, and
organizations will need to adapt their strategies to the diverse needs of their workforce.

Al and Labor Market Disruption

The effects of artificial intelligence are concentrated at the task level, not the job level. The
impact of revolutionary Al technologies is most pronounced in cognitive or analytical roles,
such as those found in knowledge-based and technology-driven industries (Kim et al., 2025).
The Anthropic report "Labor Market Impacts of Al" indicates that Al technologies can already
undertake many tasks across various jobs, albeit this is not being fully adopted (Anthropic,
2026).

The “Al Layoff Trap”

Falk and Tsoukalas (2026) suggest companies may engage in an "automation arms race,"
replacing workers with Al technologies because it is economically profitable for them, but it
harms the economy as a whole. This will lead to decreased demand and long-term economic
instability.

Human vs Al Complementarity

Contrary to some extreme narratives, other studies suggest that artificial intelligence (Al) will
largely replace routine and repetitive tasks and enhance human decision-making in complex
jobs. Ultimately, these studies conclude that workforce displacement is not simply a
consequence of technological advancement, but also a reflection of structural gaps in
education, training, and organizational strategy. While Al has the potential to replace some
jobs (Woodruff et al., 2023). It also creates new opportunities that require advanced skills and
adaptive learning abilities. The extent to which workers benefit from or are displaced by Al will
depend heavily on the effectiveness of companies' training systems and frameworks in
preparing them for this shift.

Methodology

Method Data Source Purpose

Case Study Corporate Reports Analyze layoffs
Literature Review Academic Papers Understand trends
Comparative Analysis Industry Data Compare impacts

Case Studies

Oracle: “Fire Humans, Build Al” Strategy

The 2026 Oracle layoffs provide a vivid example of the transition to the Al-based infrastructure
investment. It has been reported that the company has laid off thousands of workers as it has
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shifted billions of investments to Al data centers and cloud services. This case is important in
that:

1. There were layoffs even though the financial performance was good.

2. The reduction of the workforce was directly connected to the priorities of Al

investments.

3. The capital-intensive Al infrastructure substituted human labor.
This is a wider pattern of treating labor as a variable cost that is to be optimized by automation.
Microsoft: Al as a Replacement for White-Collar Work
Microsoft has experienced several waves of layoffs and is at the same time increasing Al
capacities. Its Al leadership has gone on record to make bold claims that Al would be capable of
handling most professional work in 12-18 months. The key observations:
1. Moving towards replacing traditional software roles with Al-based services.
2. Divestiture in non-Al divisions.
3. Knowledge work done by artificial capable intelligence.
This is an indication of a transition between Al as an aid and Al as a replacement of human
cognition.
Anthropic: Research-Driven Narrative of Job Displacement
Anthropic is one of such rare instances, in which the company not merely constructs Al, but
analyzes its effects on the labor market publicly. Its research suggests:

1. A large difference between the capabilities of Al and its actual functi ons.
2. The possibility of massive displacement of white-collar positions.
3. Potential white-collar recession situation should there be a faster adoption.

Also, CEO Dario Amodei has cautioned that as much as 50 percent of the entry-level white-
collar jobs may be eliminated in five years.
Emerging Trends Across Cases
Al as a Justification vs Reality
Although Al is often used as a justification to lay off workers, other analysts believe that firms
are undertaking so-called Al-washing, which might justify the reduction of employees as a
result of Al, whereas the true reasons are actually cost-reduction and excessive hiring.
Shift from Labor to Capital
Organizations are redistributing resources:
1. From salaries = Al infrastructure
2. From human teams - autonomous systems
Decline of Entry-Level Roles
The entry-level jobs are especially susceptible as they may offer:
1. Routine analysis
2. Documentation
3. Administrative coordination
These are exactly the tasks that Al excels in.
Comparative Metrics

Company Layoffs Al Investment Impact

Oracle High High Workforce reduction

Microsoft Moderate Very High White-collar shift

Anthropic Low Research Focus Predictive insights
Findings
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Al is the most significant replacement of tasks, not occupations, and speeds up restructuring
and decreases entry-level jobs (Anthropic, 2026). On the analysis, the following main findings
are obtained:
Al is Not Fully Replacing Careers Yet
Although it is narratively intensive, Al is now not replacing careers but jobs.
Workforce Restructuring is Real
Companies are aggressively downsizing jobs that:
1. Are repetitive
2. Can be standardized
3. Require low contextual judgment
Strategic Framing of Al
In some cases, Al can be employed as a strategic narrative to legitimize layoffs even in cases
where productivity gains were not achieved in full.
White-Collar Jobs Are Increasingly Vulnerable
The impact of Al on: Unlike earlier technological changes, Al has a disproportionate impact on:

1. Software development
2. Finance

3. Legal analysis

4. Marketing

Long-Term Economic Risk

Massive displacement may decrease consumer demand and economic stability, which is a point
that the Al Layoff Trap theory emphasizes.

Case Study Summary Table

Company \ Action \ Al Role \ Impact

Oracle \ Layoffs \ Cloud Al \ Reduced workforce
Microsoft \ Restructuring \ Generative Al \ White-collar impact
Anthropic \ Research \ Al models \ Predicts job loss
Discussion

The impact of artificial intelligence on employment is best understood not only from the
perspective of job losses, but also from the perspective of structural change in labor markets
that challenges existing human capital formation and institutional arrangements. Within the
framework of human capital theory, labor markets function efficiently when individuals invest
in skills that are subsequently rewarded through employment opportunities (Becker, 1964).
However, Al disrupts this equilibrium by weakening the link between skill acquisition and labor
market absorption, particularly at the entry level.

There is a significant imbalance between the company's interests and its remarkable social
stability. This company is made for you in a beautiful and colorful way. It is not easy to use a
new car and use a different design. For example, Amazon has a mechanical repair system and
an in-house system built into a self-made car. It has a storage unit that can be used to control
any operation so that it can be used at any time and use it. The routine has stopped. In a similar
manner, the IBM system is manufactured by Watson to purchase services and perform
analytical work on the device. It's too late, as the company's surface has changed, there are
changes from a logical economic point of view, and with a view to modern economic
development. Yet, from a macroeconomic and institutional standpoint, these efficiency gains
generate unintended consequences. The replacement of routine and semi-skilled jobs
contributes to labor market polarization and exacerbates income inequality (Autor et al., 2003).
Acemoglu and Restrepo (2020) claim that when automation replaces labor at a faster rate than
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new tasks are created, employment and wage growth may stall. This reflects a fundamental
paradox in institutional theory: market-driven technological change outpaces the adaptive
capacity of social institutions, such as education systems, labor laws, and welfare structures. In
this sense, firms operate in institutional environments ill-equipped to absorb the shocks of
rapid automation (Dogar, 2020).

This paradox becomes even more apparent when considering the decline of entry-level jobs,
which form the foundation of human capital development. Entry-level jobs are not simply
ordinary jobs; they are structured learning environments where individuals acquire tacit
knowledge, professional standards, and practical skills. The automation of these jobs is altering
the traditional career progression path. For example, JPMorgan Chase has used artificial
intelligence tools such as the Contract Information System (COIN) to perform tasks previously
carried out by entry-level legal and financial analysts, significantly reducing the need to hire
entry-level staff for these roles. While this increases efficiency, it also limits opportunities for
skills development and career advancement.

This phenomenon can be further interpreted through human capital theory, which assumes
that education and training translate into productivity gains and career advancement.
However, as highlighted by Dogar (2020), the effectiveness of educational reforms, particularly
STEM-based curricula that emphasize critical thinking and problem-solving, depends on the
availability of environments that allow for the practice and development of these skills. As
artificial intelligence replaces entry-level jobs, it eliminates the practical platforms needed to
translate theoretical knowledge into applied skills. Consequently, a structural mismatch
emerges between educational outcomes and labor market demands. Corporate practices in the
service sector are fueling this concern. Teleperformance and similar companies have intensified
their integration of Al-powered chatbots and automated customer interaction systems,
reducing the demand for young customer service representatives. While these technologies
improve response times and lower costs, they also eliminate jobs that traditionally served as
stepping stones to management and supervisory positions. Over time, this leads to a "qualified
workforce shortage," with organizations facing a lack of experienced staff capable of assuming
senior responsibilities (Bessen, 2019).

From an institutional perspective, this erosion of career paths reflects a breakdown in
coordination between education systems, labor markets, and organizational structures.
Institutions that historically facilitated a smooth transition from school to the job market are
becoming increasingly out of step with technological realities. Dogar (2020) emphasizes the
importance of adaptive, interdisciplinary learning frameworks in preparing individuals for
complex environments. However, without corresponding institutional reforms in employment
structures, such educational innovations risk becoming underutilized.

Moreover, the broader economic repercussions of these changes extend beyond employment
to include their impact on demand. With fewer opportunities to enter the labor market, young
people may experience delays in income generation and reduced purchasing power, which in
turn could slow economic growth. This underscores the paradox that increased productivity at
the firm level does not necessarily translate into overall well-being for the economic system as
a whole. Institutional economists argue that resolving these contradictions requires
coordinated interventions, including labor market policies, job creation incentives, and
mechanisms to support continuous skills development.

In short, Al-powered automation represents a radical shift that challenges the fundamental
assumptions of human capital theory and existing organizational arrangements. While
companies logically seek productivity gains through automation, the cumulative effects include
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job losses, career path erosion, and organizational disruption. Addressing these challenges
requires not only technological adaptation but also a conscious effort to redefine the
relationship between education, employment, and career advancement. Without this
alignment, the sustainability of economic growth and the development of long-term
organizational leadership remain uncertain.
Recommendations
Organizations are advised to employ reskilling; governments ought to control Al and individuals
ought to acquire non-automatable skills.
For Governments

a) Implement Al taxation or regulation measures.

b) Invest in reskilling programs.

c) Enhance social safety nets.
For Organizations

a) Embrace human-Al collaboration models.

b) Avoid early retirement of the workforce.

c) Investin employee training instead of layoffs.
For Individuals

1. Specialize in areas Al cannot handle:
a. Critical thinking b. Creativity c. Emotional intelligence

2. Move to interdisciplinary knowledge.
Conclusion
Al does not mean that it is eliminating careers; it is transforming them. The examples of Oracle,
Microsoft, and Anthropic show a shift period during which organizations are testing Al
motivated models as they work through economic and strategic stresses.
The issue with Al lies not in its actual risk, but in its implementation. Unless a keen policy
intervention and organizational accountability are implemented, Al-driven efficiency can be
associated with workforce stability and economic equilibrium.
Recommendation
This study draws on detailed document analysis to propose a framework linking Al adoption,
human capital disruption, and institutional lag. Grounded in Gary Becker’s human capital
theory (1964) and institutional theory, the framework explains how firm-level changes scale
into broader macro-level outcomes.

Al Adoption (Automation, ML, Robotics)

Firm-Level Efficiency Gains
(Productivity 1, Costs |)

Human Capital Disruption
(Job displacement; Entry-level erosion; Skill mismatch)
(Becker, 1964; Autor et al., 2003)

Institutional Lag (Education-employment gap; Policy delay)
(Dogar, 2020)
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Macro-Level Consequences (Inequality; Reduced mobility;
Demand weakening) (Acemoglu & Restrepo, 2020)

Feedback Loop — Institutional Reforms (Partial Adjustment
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