Report by Curie Deep Research

The Execution Premium: How Al Has Redefined Professional Value Across Six Knowledge Work

Functions

A Draup Market Intelligence White Paper | July 2026

Abstract: Across six major professional functions — Data Analysis, Software Engineering, Product
Management, Financial Analysis, HR Business Partnering, and Supply Chain Analysis — a single
structural shift is underway. Al has absorbed the mechanical execution layer that once defined
professional value. What remains, and what now commands the premium, is a cluster of capabilities
that Al cannot replicate: narrative construction, statistical interpretation, data integrity judgment,
cross-functional influence, and the ability to challenge the question itself. This paper makes that
case with live market data drawn from Draup's global talent intelligence platform, covering millions
of professional profiles and hundreds of thousands of active job postings as of July 2026.

Part | — The Structural Shift: Why the Old Bargain Is Broken

The Mechanical Layer Has Been Automated — and the Market Has Already Priced
It

Every knowledge work profession was built on a simple value proposition: the professional could do
something most people in the organisation could not. The data analyst could query a database. The
software engineer could write code. The financial analyst could build a model. The product
manager could write a PRD. The HRBP could navigate the policy handbook. The supply chain
analyst could run the demand plan.

That exclusivity is gone. Al tools — GitHub Copilot, Claude, Gemini, Dataiku's Expert-to-Agent,
Collate Al Analytics, RelationalAl's conversational decision intelligence — now perform the
mechanical execution layer of every one of these functions faster, cheaper, and at greater scale
than any human. The question is no longer whether Al can do the task. The question is what
remains after it does.

The answer, visible in Draup's global talent data across millions of profiles and hundreds of
thousands of active job postings, is consistent across all six functions: what remains is judgment,
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narrative, and the ability to detect when the machine is wrong. These are the capabilities that Al
cannot replicate — and the market is beginning to price them accordingly.

The evidence is structural, not anecdotal. In every role examined, the skills that once defined
professional value are now the most saturated in the talent pool. The skills that define the post-Al
premium are classified as emerging — growing in job description demand faster than they appear in
candidate profiles. The gap between what employers now want and what the existing talent pool
carries is the white paper's central finding.

The Talent HDI Tells the Story of a Balanced Market About to Bifurcate

Before examining each role, one cross-cutting data point frames the entire analysis. The Talent HDI
(Hiring Difficulty Index) for all six roles in the United States sits in a narrow band between 4.7 and
5.9 (on a 010 scale), indicating balanced markets — not critical scarcity. Supply is abundant. The
question is not whether you can find a Data Analyst, a Software Engineer, or a Financial Analyst.
The question is whether you can find one who is actually good.

US HDI . Median
Role Market Interpretation .
(x10) Experience

Balanced — abundant supply, but
Data Analyst 5.9 o . 7 years
quality bifurcating

Software Development Balanced — large pool, but Al-adjacent
. 5.9 . 8 years
Engineer skills scarce

Balanced — senior PM talent
Product Manager 5.9 . . 14 years
increasingly contested

. . Balanced — execution skills
Financial Analyst 5.8 . 10 years
commoditised

Human Resources Business . .
Part 5.9 Balanced — strategic HRBP talent thin 14 years
artner

. Slightly loose — but resilience skills
Supply Chain Analyst 4.7 N 10 years
critically scarce

Source: Draup Talent HDI, United States, July 2026. All HDI values multiplied by 10 for display.

The HDI scores are deceptive. A score of 5.9 means the market is balanced in aggregate. But within
each role, the market is bifurcating: the mechanical-execution segment is oversupplied and
commoditised; the judgment-and-narrative segment is undersupplied and commanding a growing
premium. The HDI does not yet fully capture this bifurcation — but the skill taxonomy data does.
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Part Il — The Data Analyst: Where the Inversion Is Most Visible

SQL Is Not a Differentiator. It Is the Floor.

The Data Analyst role is where the post-Al inversion is most starkly visible, because the role's pre-
Al value proposition was almost entirely technical execution. The analyst who could query a
database, clean data, and build a Tableau dashboard was the analyst who had value.

Draup's supply-side data across the global Data Analyst talent pool reveals what that value
proposition looks like today:

Skill Profiles Carrying It
Structured Query Language (SQL) 316,011

Data Analysis 285,862

Python (Programming Language) 269,967

Power BI 240,158

Microsoft Excel 224,913

Tableau 139,170

Machine Learning 108,232

Source: Draup supply-side profile data, Data Analyst role, July 2026.

SQL appears in 316,011 analyst profiles — the single most common skill in the entire pool. Python
is in 269,967. These are not differentiators; they are entry requirements. An analyst who lists SQL
as a headline skill in 2026 is the equivalent of a driver listing "can operate a steering wheel" on their
CV.

The demand-side data confirms the shift. Data Analyst job postings have maintained consistent
volume — 27,248 postings in March 2026 alone, with sustained monthly volumes of 19,000—
23,000 throughout the prior 12 months. Demand is not declining. But what employers are asking for
within those postings has changed fundamentally.

The Emerging Skill List Is the Thesis, Confirmed

Draup's emerging skill classification for Data Analyst — skills growing in JD demand faster than
they appear in candidate profiles — reads as a direct validation of the post-Al premium thesis:

Emerging Skill Signal

Data Storytelling Growing in JDs, underrepresented in profiles
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Emerging Skill Signal

Exploratory Data Analysis (EDA) Rising demand for hypothesis-driven investigation
Advanced Analytics Beyond descriptive — predictive and prescriptive
DataOps Practices Data pipeline governance and reliability

Use Case Identification Translating business problems into analytical questions
Operational Efficiency Connecting analysis to business outcomes

Performance Analysis Measuring what actually changed, not just what happened
Generative Model Development Working with Al, not being replaced by it

Data Architecture Understanding where data lives and how it flows
Microsoft Fabric Next-generation data platform fluency

Source: Draup Emerging Skill taxonomy, Data Analyst role, July 2026.

Meanwhile, the declining skills are precisely the mechanical layer Al is absorbing: MySQL, SSIS,
SSRS, QlikView, Visio, Scala, Information Gathering. The market is telling you, in real-time, what it
no longer needs from a human.

The supply-side soft skill data from the analyst pool reinforces the direction: Storytelling appears in
15,093 analyst profiles — a number that sounds large until you compare it to the 316,011 who carry
SQL. The ratio is 1:21. For every analyst who can tell a story with data, there are 21 who can query it.
That ratio is the premium.

The Compensation Spread Confirms the Bifurcation

The US Data Analyst market shows a P10-P50-P90 pay band of $63,390 > $88,140 > $146,029
(moderate-confidence benchmark, based on 461,734 reported salaries). The spread is wide —
P90 is 2.3x P10. That is not a commodity market. That is a bifurcated market where the top quartile
commands a substantial premium over the median.

The pay-by-experience curve is instructive: pay is essentially flat from 0-4 years ($63,390), then
accelerates sharply from years 5-10 (reaching $114,516 by year 9), before plateauing in the
$130,000-$140,000 range from year 15 onward. The acceleration at years 5-10 is not driven by
more SQL experience — it is driven by the accumulation of judgment, domain knowledge, and the
interpretive capabilities that Al cannot replicate. The plateau after year 15 suggests that pure
seniority without differentiated capability stops commanding a premium.
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The Five Post-Al Capabilities That Define the Elite Analyst

The data points to five specific capabilities that separate the premium analyst from the
commoditised one:

1. Narrative Construction. Data Storytelling is an emerging skill — growing in JD demand but
underrepresented in profiles. The analyst who can take a set of numbers and construct a coherent
story that makes a room of non-analysts act on what they found is doing something no query can
do.

2. Statistical Depth. Statistical Data Analysis appears in 51,737 profiles, but the more sophisticated
capabilities — Exploratory Data Analysis (30,536), Statistical Modeling (19,356), Predictive
Modeling (17,905), Hypothesis Testing (6,603) — appear in far fewer. The gap between "can run a
regression" and "can interpret what the regression is actually telling you, including its failure modes"
is where elite analysts live.

3. Data Inconsistency Detection. Data Quality Assurance appears in 53,105 profiles; Data Quality
Management in 31,810; Data Integrity in 33,085. These are now classified as emerging skills —
growing in demand before the supply has caught up. Al generates answers from the data it is given.
It cannot tell you the data is wrong. The analyst who can is the last line of defence against
confident, Al-generated errors.

4. Data Lineage Tracing. Metadata Management appears in 7134 profiles; Data Architecture in
7,656. These are the skills that let you trace a wrong number to its source — three systems
upstream, through three transformations, to the corrupted feed that started it all. An Al that ingests
a corrupted upstream feed will produce a beautifully formatted wrong answer. The analyst who can
trace the lineage catches it before the CFO presents it to the board.

5. Question Challenging. Use Case Identification is an emerging skill — the ability to reframe the
business question before answering the wrong one. The analyst who can walk into a meeting and
say "you're asking the wrong question — here's what you should be asking" is doing something
that requires domain knowledge, business acumen, and the confidence to challenge authority. Al
cannot do any of those things.

Part lll — The Software Development Engineer: When Writing Code
Becomes the Commodity

Java in 1.8 Million Profiles Is Not a Differentiator

The Software Development Engineer role presents the most dramatic version of the saturation
story. The pre-Al SDE's value was syntactic: they could write code in languages most people could
not. That exclusivity has been eliminated.

© 2026 Draup. All rights reserved



Report by Curie Deep Research

Skill Profiles Carrying It
Java (Programming Language) 1,805,761
JavaScript 1,613,254

Python (Programming Language) 1,443,345
Structured Query Language (SQL) 1,434,551

Software Development 1,234,863

Docker 571,705
Kubernetes 345,568

Source: Draup supply-side profile data, Software Development Engineer role, July 2026.

Java alone appears in 1,805,761 SDE profiles. GitHub Copilot — the Al tool that writes Java —
appears in 50,576 profiles. The engineer who can write a React component is now competing with
an Al that can write it in seconds. The market has already registered this shift.

The demand-side data confirms the direction. The top skills in SDE job postings are Python
(384,376 JD mentions), Java (319,766), and Software Development (293,222) — but the emerging
skills tell the real story: GitHub Copilot (28,576 JD mentions), LangChain (12,570), Retrieval-
Augmented Generation (RAG) (6,408), Prompt Engineering (13,445), Cursor (17,754). The market
is not asking for better Java. It is asking for engineers who can direct Al tools, evaluate their output,
and integrate them into production systems.

The Four Post-Al SDE Capabilities

1. Systems Thinking and Architecture Judgment. Systems Design appears in 147,706 SDE profiles;
Software Architecture in 104,136; Distributed Systems in 201,810. These are the skills that determine
whether a system works at scale — not whether the individual function compiles. An Al can write
the function; it cannot decide whether the function should exist, where it sits in the architecture, or
what happens when it fails under load. In the demand-side data, Systems Design appears in 93,751
JD mentions — one of the highest-volume emerging signals in the entire SDE posting universe.

2. Security Reasoning. Cybersecurity appears in 122,732 SDE profiles — and is classified as an
emerging skill in the demand taxonomy. As Al-generated code proliferates, the engineer who can
audit it for vulnerabilities — who can read Al output and find the injection vector — becomes
exponentially more valuable. Secure Coding (18,274 JD mentions) and Security Testing (5,379 JD
mentions) are both growing in JD demand.

3. Al Orchestration and Prompt Engineering. Prompt Engineering appears in 52,932 SDE profiles
— a skill that did not exist five years ago and is now in the top 100 most common skills in the pool.
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The post-Al SDE is not someone who competes with Al — they are someone who wields it.
LangChain (39,473 JD mentions), RAG (38,334 JD mentions), and Al-Assisted Development (11,655
JD mentions) are all classified as emerging in the demand taxonomy.

4. Cross-Functional Translation. The top soft skill in the SDE pool is Collaboration (793,330),
followed by Conversational Proficiency (652,579) and Improvisation (611,027). Technical
Leadership appears in 62,384 SDE profiles — the engineer who can lead, communicate, and
architect is the engineer who multiplies their own output. Storytelling appears in 7149 SDE profiles
— a number that will grow as the role shifts from execution to direction.

The US compensation data confirms the premium: P10 $96,366 - P50 $135,650 - P90 $200,692
(moderate-confidence benchmark, based on 6,220,932 reported salaries — the largest evidence
base of any role in this paper). The P90 engineer earns 2.1x the P10 engineer. That spread is not
driven by years of Java experience. It is driven by the judgment, architecture, and Al-orchestration
capabilities that sit above the code.

Part IV — The Product Manager: When Roadmaps Become the
Commodity

Product Management in 279,000 Profiles Is the New Baseline

The Product Manager role has always been harder to automate than pure technical roles — but the
mechanical layer is now being absorbed. Al tools generate user stories, draft PRDs, synthesise
customer feedback, and produce competitive analyses faster than any human. The documentation
and coordination layer of product management is being automated.

Skill Profiles Carrying It
Product Management 279,308

Project Management 251,913

Product Development 230,070

Product Strategy 122,223

Agile Methodologies 95,360

A/B Testing 24,932
Data-Driven Decision Making 25,242

Source: Draup supply-side profile data, Product Manager role, July 2026.
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The soft skill distribution reveals what the market is already selecting for: Strategic Thinking
(317,132) is the #1 soft skill in the PM pool — above Leadership (307,376) and Collaboration
(221,085). Storytelling appears in 12,903 PM profiles — the highest of any role examined in this
paper. The PM who can construct a narrative that makes a board approve a roadmap, makes an
engineering team believe in a vision, and makes a customer understand why this product exists is
irreplaceable. The PM who can only write a PRD is not.

The demand-side data confirms the shift. The top skills in PM job postings are Product
Management (144,068 JD mentions), Product Strategy (74,639), and Product Vision (45,849). The
emerging skills are revealing: Al Product Development (4,894 JD mentions), Competitive
Positioning Strategy (3,121), Product Execution Management (3,015), Customer Discovery
(3,478). The market is not asking for better backlog management. It is asking for PMs who can
identify which problem is worth solving — the question Al cannot answer.

The Four Post-Al PM Capabilities

1. Stakeholder Management and Influence Without Authority. Stakeholder Management appears
in 55,764 PM profiles as a soft skill — and in 32,321 JD mentions in the demand data. The PM role
is structurally one of the few roles where you are accountable for outcomes you do not control. Al
can generate the analysis; it cannot walk into a room of engineers, designers, and executives with
competing priorities and align them on a direction.

2. Go-to-Market Strategy. Go-to-Market (GTM) Strategy appears in 37,516 PM profiles as a core
skill. This is the capability that connects product decisions to commercial outcomes. Al can model
scenarios; it cannot make the judgment call on positioning, pricing, and timing. In the demand data,
GTM Strategy appears in 1,355 JD mentions — a number that understates its importance because
it is often embedded in broader strategic requirements.

3. Pain Point Identification and Customer Empathy. Pain Point Analysis appears in 17,566 profiles
and 12,755 JD mentions; Voice of the Customer in 10,070 profiles and 9,307 JD mentions; User
Personas in 9,465 profiles. The PM who can sit with a customer and understand not just what they
say they want but what they actually need — and then translate that into a product decision — is
doing something Al cannot replicate from a dataset.

4. Storytelling as a Strategic Weapon. With 12,903 supply-side profiles and Storytelling as the
highest-represented narrative skill of any role in this paper, the PM function has already begun
selecting for this capability. The uncomfortable truth for PM hiring managers: A/B Testing (24,932
profiles) and Data-Driven Decision Making (25,242 profiles) are now table stakes, not
differentiators. The PM who leads with "I'm data-driven" is describing the floor, not the ceiling.

The US compensation data: P10 $95,600 - P50 $130,834 > P90 $198,500 (moderate-
confidence benchmark, based on 430,678 reported salaries). Pay is flat from 0-7 years ($95,600),
then accelerates sharply from years 8-15 (reaching $162,111 by year 15). The acceleration point is

© 2026 Draup. All rights reserved



Report by Curie Deep Research

later than for Data Analysts — reflecting the longer runway required to accumulate the domain
knowledge and stakeholder credibility that defines the senior PM premium.

Part V — The Financial Analyst: When Excel Models Become the
Commodity

Microsoft Excel in 218,000 Profiles Is the New Baseline

The Financial Analyst role built its value proposition on a specific technical skill: the ability to build
financial models in Excel. That skill is now the most common in the entire Financial Analyst talent

pool.
Skill Profiles Carrying It
Microsoft Excel 218,599
Financial Analysis 164,407
Financial Reporting 106,827
Financial Modeling 55,647
Variance Analysis 44,365
Business Partnering 5145
Statistical Modeling 1,869

Source: Draup supply-side profile data, Financial Analyst role, July 2026.

Al financial tools — Bloomberg's Al layer, Alteryx, Anaplan, and a wave of FP&A-specific Al products
— now build models, run scenarios, and generate variance commentary faster than any junior
analyst. The mechanical layer of financial analysis is being automated. What remains is the layer
that requires judgment about what the numbers mean and what to do about them.

The demand-side data confirms the shift. The top skills in Financial Analyst job postings are
Financial Analysis (79,250 JD mentions), Power Bl (51,346), and Financial Reporting (48,424). The
emerging skills are revealing: Business Partnering (8,732 JD mentions), Data Integrity (8,751 JD
mentions), Long-Range Planning (7,318 JD mentions), Scenario Analysis (5,882 JD mentions),
Cost Driver Analysis (2,803 JD mentions). The market is not asking for better Excel. It is asking for
analysts who can partner with the business, challenge assumptions, and trace errors to their
source.
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The Four Post-Al Financial Analyst Capabilities

1. Narrative Construction from Financial Data. Storytelling appears in 2,926 Financial Analyst soft
skill profiles — a number that will grow rapidly as Al absorbs the modelling layer and the human
value shifts entirely to interpretation. The analyst who can take a set of numbers and construct a
coherent story about what they mean for the business — and present that story to a CFO or board
— is doing something no model can do.

2. Scenario Judgment and Assumption Challenging. Financial Modeling appears in 55,647
profiles, but the skill that matters post-Al is not building the model — it is knowing which
assumptions are wrong. Al will build a beautiful DCF on whatever inputs you give it. The analyst
who can look at the output and say "this growth assumption is inconsistent with the competitive
dynamics in this market" is the analyst who prevents the board from making a $500M mistake.
Scenario Analysis is classified as an emerging skill — growing in JD demand before the supply has
caught up.

3. Business Partnering. Business Partnering appears in 5,145 Financial Analyst profiles and 8,732
JD mentions — a skill that barely existed in the role taxonomy a decade ago. The post-Al financial
analyst is not a back-office function; they are a strategic partner to business leaders, translating
financial signals into operational decisions. This requires relationship skills, business acumen, and
the ability to communicate in the language of the business unit, not just the language of accounting.

4. Data Quality and Integrity Judgment. Data Quality Management appears in 6,987 profiles and
5,397 JD mentions; Data Integrity in 7,811 profiles and 8,751 JD mentions — both classified as
emerging. As Al generates financial outputs at scale, the analyst who can detect when the
underlying data is wrong — who can trace a revenue discrepancy to its source — becomes the last
line of defence against confident, Al-generated errors. This is the financial equivalent of data
lineage for the Data Analyst.

The US compensation data: P10 $68,563 - P50 $97,668 - P90 $136,970 (moderate-confidence
benchmark, based on 341,751 reported salaries). The spread is narrower than for Data Analysts or
SDEs — reflecting a more commoditised market at the median. But the P90 analyst earns 2.0x the
P10 analyst, and the pay-by-experience curve accelerates sharply from years 5-10 (reaching

$108,923 by year 9). The premium is real; it is just concentrated in a thinner slice of the population.

Part VI — The HR Business Partner: When Policy Administration
Becomes the Commodity

HR Business Partnership in 182,000 Profiles Is the New Baseline

The HRBP role never had a strong technical moat — which means the administrative layer that Al is
now absorbing was the primary value proposition for many HRBPs. The ones who survive are the
ones who were always doing the strategic work.
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Skill Profiles Carrying It
HR Business Partnership 182,498
Recruitment 160,242
Performance Management 91,865

Talent Acquisition 71,970

HR Policies 59,704

People Analytics 9,654

Courageous Conversations 1,260

Source: Draup supply-side profile data, Human Resources Business Partner role, July 2026.

Al HR tools — Workday's Al layer, SAP SuccessFactors, and a wave of people analytics platforms —
now automate policy administration, generate performance review templates, flag attrition risk, and
surface compensation benchmarks. The administrative layer of the HRBP role is being absorbed.

The demand-side data confirms the shift. The top skills in HRBP job postings are Performance
Management (52,612 JD mentions), Workforce Planning (31,992), and Succession Planning
(26,596). The emerging skills are revealing: People Analytics (2,652 JD mentions), Workforce
Analytics (1,412 JD mentions), Internal Mobility (2,283 JD mentions), Capability Development
(1,397 JD mentions), Data Storytelling (101 JD mentions — a new entrant to the HRBP taxonomy).
The market is not asking for better policy administration. It is asking for HRBPs who can diagnose
organisational health, design interventions, and manage the human side of transformation.

The Four Post-Al HRBP Capabilities

1. Organisational Diagnosis. People Analytics appears in 9,654 HRBP profiles and 2,652 JD
mentions — both classified as emerging. The skill that matters is not running the analytics; it is
interpreting what the data says about the health of the organisation and knowing what to do about
it. Al can flag that attrition in the engineering team is 34%. The HRBP who can diagnose why —
whether it is a manager problem, a compensation problem, a culture problem, or a career
development problem — and design an intervention is doing something irreplaceable.

2. Courageous Conversations. Courageous Conversations appears in 1,260 HRBP soft skill
profiles — the highest proportion of any role in this paper relative to pool size. The HRBP who can
have the difficult conversation with a senior leader about their management style, or with an
employee about performance, or with a CEO about a toxic culture — that HRBP is doing the work
that no Al will ever do. This is the core of the role in the post-Al era.
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3. Change Management and Organisational Design. Organisational Development appears in
42,516 profiles; Organisational Design in 16,871 profiles and 15,523 JD mentions; HR
Transformation in 10,000 profiles. As companies restructure around Al-augmented workflows, the
HRBP who can design the new organisation — who can manage the human side of transformation
— is the most strategically valuable person in the HR function.

4. Workforce Strategy and Talent Intelligence. Workforce Planning appears in 37176 profiles and
31,992 JD mentions; Talent Strategy in 8,408 profiles and 3,516 JD mentions; People Strategy in
11,866 profiles and 4,889 JD mentions. The post-Al HRBP is not a policy administrator — they are
a workforce strategist who can look at the talent market, the company's strategic direction, and the
current workforce composition, and design a plan that closes the gap.

The soft skill distribution is the most distinctive of any role in this paper: Leadership (119,593),
Strategic Thinking (106,777), Coaching (84,825), Conversational Proficiency (76,498), and Team
Engagement (76,044) are the top five. Team Engagement ranks fifth — a soft skill that barely
appears in the top 10 for any other role examined here. The HRBP who can build genuine
engagement in a workforce is doing something no Al can replicate.

The US compensation data: P10 $80,346 - P50 $111,421 > P90 $161,527 (high-confidence
benchmark, based on 241,430 reported salaries). Pay is flat from 0-7 years ($80,346), then
accelerates sharply from years 8-15 (reaching $128,824 by year 15). The late acceleration reflects
the long runway required to accumulate the organisational credibility and relationship capital that
defines the senior HRBP premium.

Part VIl — The Supply Chain Analyst: When Tracking Becomes the
Commodity

Supply Chain Management in 88,000 Profiles Is the New Baseline

The Supply Chain Analyst role built its value on operational execution: tracking inventory, running
demand plans, navigating ERP systems. Al supply chain tools — Kinaxis, SAP IBP, and a wave of Al-
native planning platforms — now automate demand forecasting, inventory optimisation, and
supplier risk monitoring.

Skill Profiles Carrying It
Supply Chain Management (SCM) 88,838

Microsoft Excel 25,580

SAP ERP 7734

Demand Planning 7634
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Skill Profiles Carrying It
Supply Chain Resilience 302

Supplier Relationship Management 1,900

Root Cause Analysis 2,731

Source: Draup supply-side profile data, Supply Chain Analyst role, July 2026.

The contrast between Supply Chain Management (88,838 profiles) and Supply Chain Resilience
(302 profiles) is the most dramatic ratio in this paper — a 294:1 gap between the commodity skill
and the premium capability. The market has not yet fully priced this gap, but the emerging skill
taxonomy signals where it is heading.

The demand-side data confirms the shift. The top skills in Supply Chain Analyst job postings are
Supply Chain Management (29,894 JD mentions), Continuous Improvement Strategies (9,211), and
Power Bl (8,989). The emerging skills are revealing: Supply Chain Analytics (1,100 JD mentions),
Supply Chain Disruption System (368 JD mentions), Advanced Analytics (476 JD mentions), Cost
Driver Analysis (403 JD mentions), Supply Chain Resilience (174 JD mentions — growing from a
near-zero base). The market is not asking for better SAP navigation. It is asking for analysts who
can anticipate disruption, trace root causes, and design resilient systems.

The Four Post-Al Supply Chain Analyst Capabilities

1. Disruption Judgment and Scenario Planning. Supply Chain Resilience appears in 302 profiles —
a number that will grow rapidly as the market prices the lesson of the last five years. The analyst
who can look at a geopolitical signal, a weather event, or a supplier financial filing and translate it
into a supply chain risk scenario — and then design the mitigation — is doing something no
optimisation algorithm can do. Supply Chain Disruption System is classified as an emerging skill in
the demand taxonomy.

2. Supplier Relationship Intelligence. Supplier Relationship Management appears in 1,900 profiles;
Supplier Development in 959 profiles; Supplier Evaluation in 1143 profiles. The analyst who has
built genuine relationships with key suppliers — who can pick up the phone and get priority
allocation when everyone else is on allocation — is providing value that no Al can replicate. Supply
chains run on trust and relationships as much as they run on data.

3. Root Cause Analysis and End-to-End Visibility. Root Cause Analysis appears in 2,731 profiles
and 2,202 JD mentions. As Al-generated supply chain recommendations proliferate, the analyst
who can trace a stockout or a cost overrun to its actual source — three tiers deep in the supply
chain — is the analyst who prevents the same problem from recurring. This is the supply chain
equivalent of data lineage: the ability to trace the problem to its origin rather than just react to its
symptoms.
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4. Cross-Functional Negotiation. Negotiation is the #9 soft skill in the Supply Chain Analyst pool at
15,340 profiles. The analyst who can negotiate with a supplier on price, lead time, and quality
simultaneously — while managing the internal stakeholders who have competing priorities — is
doing something that requires human judgment and relationship intelligence.

The US compensation data: P10 $61,776 - P50 $82,887 - P90 $138,504 (high-confidence
benchmark, based on 724,651 reported salaries). The spread is wide — P90 is 2.2x P10 — but the
median is the lowest of any role in this paper, reflecting the relative commoditisation of the
execution layer. The pay-by-experience curve accelerates from years 5-10 (reaching $99,411 by
year 9), then continues rising more gradually. The premium is real but concentrated in the
resilience, analytics, and relationship capabilities that the existing pool largely does not carry.

Part VIl — The Universal Pattern: A Structural Law of the Al Era

The Six-Role Comparison: One Pattern, Six Proofs

The data across all six roles reveals a single structural pattern. In every case, the mechanical
execution skill is held by hundreds of thousands of professionals. The judgment, communication,
and interpretive capability that Al cannot replicate is held by a fraction of that pool.

Saturated "Old Era" . Post-Al Premium . .
Role . Profiles . Profiles Ratio
Skill Capability
Data Analyst SQL 316,01 Data Storytelling 15,093 211
Software Dev .
. Java 1,805,761 Systems Architecture 147706 121
Engineer
Stakeholder Management
Product Manager Product Management 279,308 (soft) 55,764 51
o)
Financial Analyst Microsoft Excel 218,599 Business Partnering 5145 421
HR Business HR Business .
] 182,498  Courageous Conversations 1,260 1451
Partner Partnership
Supply Chain Supply Chain
PPy PPy 88,838 Supply Chain Resilience 302 2941
Analyst Management

Source: Draup supply-side profile data, all roles, July 2026.

The ratios are not random. They reflect the degree to which each role's pre-Al value proposition
was concentrated in mechanical execution. The HRBP and Supply Chain Analyst roles — where the
execution layer was most dominant — show the most extreme ratios. The Product Manager role —
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where judgment was always more central — shows the most compressed ratio. But the direction is
identical across all six.

The Compensation Evidence: Six Roles, One Story

Role P10 (USD) P50 (USD) P90 (USD) P90/P10 Ratio Evidence Base
Data Analyst $63,390 $88,140 $146,029 2.3x 461,734 salaries
Software Dev Engineer  $96,366 $135,650 $200,692 2.1x 6,220,932 salaries
Product Manager $95,600 $130,834 $198,500 2.1x 430,678 salaries
Financial Analyst $68,563 $97.668 $136,970 2.0x 341,751 salaries
HR Business Partner $80,346 $1M,421 $161,527 2.0x 241,430 salaries
Supply Chain Analyst $61,776 $82,887 $138,504 2.2% 724,651 salaries

Source: Draup compensation data, United States, July 2026. All figures moderate-to-high
confidence.

Every role shows a P90/P10 ratio of 2.0-2.3x. This is not a commodity market. This is a bifurcated
market where the top quartile commands a substantial premium over the median — and where that
premium is driven not by years of experience in the mechanical execution layer, but by the
accumulation of judgment, narrative, and interpretive capabilities that Al cannot replicate.

The pay-by-experience curves tell the same story across all six roles: pay is flat in the early years
(0-4 or 0-7 years depending on the role), then accelerates sharply in the mid-career years (5-15),
then plateaus. The acceleration point is not driven by more SQL, more Java, or more Excel. It is
driven by the accumulation of the capabilities on the right side of the table above.

Part IX — Implications for Three Audiences

For Hiring Managers: Stop Screening for the Floor

The most common hiring mistake in the post-Al era is screening for the mechanical execution skills
that Al has commoditised. A job description that leads with "5+ years of SQL experience" or
"proficiency in Excel" is screening for the floor, not the ceiling.

The data suggests three specific changes to hiring practice:

Screen for the premium capabilities directly. Give candidates a dataset with a deliberate error and
ask them to find it. Ask them to explain a complex finding to a non-technical stakeholder in the
room. Ask them to challenge the premise of a business question. These are the capabilities that
matter — and they cannot be assessed by reviewing a CV.
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Reweight the interview process toward judgment and communication. The technical screen
should be a threshold, not a differentiator. The differentiating interview is the one that assesses
whether the candidate can construct a narrative, challenge an assumption, and communicate under
pressure.

Look for the emerging skill signals. Candidates who carry Data Storytelling, Business Partnering,
Courageous Conversations, Supply Chain Resilience, or Systems Architecture are carrying the
premium capabilities. These are the signals that predict P90 performance, not P50.

For L&D Functions: The Emerging Skill List Is Your Curriculum

The emerging skill taxonomy across all six roles is not a prediction — it is a real-time signal from the
market about what employers are beginning to require before the supply has caught up. That gap is
the L&D function's mandate.

The curriculum priorities, by role:

- Data Analyst: Data Storytelling, Exploratory Data Analysis, DataOps Practices, Data Architecture,
Use Case Identification

- Software Dev Engineer: Systems Design, Secure Coding, Prompt Engineering, LangChain/RAG,
Al-Assisted Development

- Product Manager: Al Product Development, Customer Discovery, Competitive Positioning
Strategy, Product Execution Management

- Financial Analyst: Business Partnering, Scenario Analysis, Data Integrity, Cost Driver Analysis,
Long-Range Planning

- HR Business Partner: People Analytics, Workforce Analytics, Capability Development, Internal
Mobility, Courageous Conversations
- Supply Chain Analyst: Supply Chain Analytics, Supply Chain Resilience, Advanced Analytics,

Cost Modeling, Disruption Scenario Planning

The common thread across all six: the curriculum is not more tools. It is deeper domain knowledge,
statistical literacy beyond the textbook, and the communication skills to make a room of non-
specialists act on what you found.

For Professionals: The Learning Path Is Not More Tools

The most important career insight from this data is also the most counterintuitive: the professionals
who will command the P90 premium in the post-Al era are not the ones who learn the most tools.
They are the ones who develop the deepest judgment about when the tools are wrong.

The three-horizon learning path for any professional in these six roles:

Horizon 1 (0-6 months): Identify the one emerging skill in your role taxonomy that you do not
currently carry. Build it deliberately. For a Data Analyst, that is Data Storytelling. For an SDE, that is
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Systems Design or Secure Coding. For a Financial Analyst, that is Business Partnering. For an
HRBP, that is People Analytics. For a Supply Chain Analyst, that is Supply Chain Resilience.

Horizon 2 (6-18 months): Develop domain depth in the industry you serve. The premium analyst,
engineer, PM, or HRBP is not a generalist — they are a specialist in the domain their employer
operates in. Domain knowledge is the moat that Al cannot cross, because Al does not know what it
does not know about your specific business context.

Horizon 3 (18-36 months): Build the communication and influence capabilities that translate
technical judgment into organisational action. The analyst who finds the error but cannot convince
the CFO it matters has not added value. The engineer who designs the right architecture but cannot
align the team around it has not shipped. The HRBP who diagnoses the culture problem but cannot
have the courageous conversation has not solved it.

Conclusion: The Execution Premium Is Real, Measurable, and Growing

The post-Al professional value proposition is not complicated. It is visible in the data, consistent
across six functions, and confirmed by compensation spreads, emerging skill taxonomies, and the
ratio of saturated to premium capabilities in every talent pool examined.

The professionals who will thrive are not the ones who resist Al — they are the ones who
understand what Al cannot do, and who have invested in the capabilities that sit above the
automation layer. Those capabilities are not soft or vague. They are specific, learnable, and
measurable: narrative construction, statistical interpretation, data integrity judgment, cross-
functional influence, disruption scenario planning, and the courage to challenge the question itself.

The market has already begun pricing this bifurcation. The P90/P10 compensation ratios of 2.0-
2.3x across all six roles are not random — they are the market's best current estimate of the
premium for judgment over execution. As Al absorbs more of the execution layer, that ratio will
widen.

The window to build the premium capabilities is open. It will not stay open indefinitely.

The One Thing: The single most powerful action any organisation can take in the next 30 days is to
audit its job descriptions across these six functions and remove the mechanical execution skills
from the screening criteria — replacing them with explicit assessments of narrative construction,
data integrity judgment, and cross-functional influence. Every day those JDs screen for SQL depth
instead of storytelling depth, the organisation is selecting for the floor of the post-Al talent market,
not the ceiling.

Data sourced from Draup's global talent intelligence platform. Supply-side data reflects active
professional profiles as of July 2026. Demand-side data reflects job postings from the 12-month
period ending July 2026. Compensation data reflects reported salaries with confidence levels and
evidence bases as noted. All HDI values displayed at 10x scale per Draup platform convention.
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