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Expanded Speaking Notes: TED Talk Presentation on HRM & IHRM at Google
Slide 1: Title Slide
Hello everyone, my names Darius and welcome to my TED Talk-style presentation. Today, I'm going to walk you through some of the most advanced and emerging technological issues in Human Resource Management (HRM) and International Human Resource Management (IHRM), using Google as a prime example. Google, as a global tech leader, is at the forefront of integrating artificial intelligence and other advanced tools into its HR strategies. Over the next 15 minutes, we’ll explore how these technologies are transforming the way HR functions operate, how they align with strategic organisational goals, and how they offer a competitive edge. We’ll also discuss some of the ethical implications and conclude with key recommendations. Let’s begin by setting the context of HRM and IHRM.
Slide 2: Introduction
Technology is revolutionising the workplace, and HR is no exception. From AI-driven recruitment platforms to virtual reality training, these innovations are reshaping how organisations manage talent. The goal of this presentation is to systematically analyse how emerging technologies are impacting HRM and IHRM, particularly in a global organisation like Google. I will provide an overview of current technological trends, examine their impact on strategic goals and competitive advantage, and present real-world examples of how Google is leveraging these tools. This talk also includes a comparative analysis of local vs. global HR practices, identifies ongoing challenges, and outlines strategic recommendations. As technology evolves, HR must evolve with it. Let’s now differentiate HRM from IHRM to understand their distinct challenges.
Slide 3: HRM vs. IHRM
HRM, or Human Resource Management, refers to managing employees within a single country. This includes hiring, training, managing performance, and maintaining legal compliance. In contrast, IHRM, or International HRM, deals with managing employees in multiple countries. This includes addressing cultural differences, international labour laws, global talent acquisition, expatriate management, and ensuring cohesion across diverse teams. Google, with offices in over 50 countries, exemplifies both approaches. For example, while it maintains a global performance review framework, it tailors training and employee engagement programs to fit local cultures. IHRM also involves unique challenges like taxation, relocation support, and regional compensation strategies. This dual approach is essential for maintaining global consistency while respecting local differences. Now that we understand these definitions, let’s explore the technologies that are reshaping both HRM and IHRM.
Slide 4: Emerging Technologies in HRM/IHRM
The HR field is undergoing a digital transformation. Technologies like Artificial Intelligence (AI), Machine Learning (ML), data analytics, virtual reality (VR), and blockchain are playing key roles. AI automates routine tasks like resume screening and chat-based candidate interactions. ML predicts employee attrition and training needs. VR is used in immersive training programs, particularly for remote teams. Blockchain helps in secure, tamper-proof employee records and credential verification. Google employs many of these technologies. For example, it uses AI for personalised learning paths and data analytics to understand employee sentiment. These tools not only streamline HR operations but also help HR professionals focus on strategic tasks. Let’s now focus on one of the most prominent applications of AI at Google: recruitment.
Slide 5: AI in Recruitment at Google
Recruitment at Google is known for being rigorous, data-driven, and innovative. Google uses an internal tool called 'gHire', which integrates AI to screen resumes, assess candidate fit, and schedule interviews. AI algorithms help match job requirements with candidate profiles using natural language processing. This significantly reduces the time to hire and ensures more objective decision-making. Moreover, AI-powered chatbots answer candidate queries 24/7 and help applicants through the application process. According to a 2025 Reuters report, AI in administrative tasks like hiring could save over 122 hours annually per worker. By using AI, Google improves candidate experience, enhances recruiter productivity, and ensures alignment with role requirements. However, this level of automation also raises ethical questions, which we’ll address shortly.
Slide 6: AI in Performance Management
At Google, performance management is supported by data-driven systems and AI. One of the most widely used approaches is the Objectives and Key Results (OKRs) framework, which tracks performance and progress in real-time. Google also uses AI tools to analyse employee feedback, predict performance trends, and tailor development programs. For example, machine learning can detect when an employee might need support or training based on behavioural patterns and productivity data. Managers receive real-time alerts and suggestions on how to better support their teams. These AI-driven insights help ensure that performance management is continuous, personalised, and aligned with organisational goals.
Slide 7: Ethical Considerations and Data Privacy
While AI offers efficiency and insights, it also introduces risks. Algorithms trained on biased data can reinforce existing inequalities. Google addresses this through a strong ethical framework, including its AI Principles. These emphasise transparency, accountability, and fairness. For example, Google avoids black-box algorithms and insists on human oversight in key HR decisions. They also comply with data privacy laws such as GDPR. Regular internal audits of AI systems are conducted to ensure they operate ethically and without unintended bias. Privacy-by-design principles guide the development of HR tools, ensuring data protection is built into every process.
Slide 8: Global vs. Local Challenges in IHRM
International HRM requires navigating cultural and legal diversity. At Google, global standards must be adapted to local contexts. For example, performance feedback is direct in the U.S. but more nuanced in countries like Japan. Google’s HR systems are built to accommodate such differences while maintaining core values. Compliance with local labour laws, benefits regulations, and language preferences are critical. Google’s IHRM strategy emphasizes flexibility, using digital tools to customize employee experiences and policies for different regions while maintaining coherence with the company’s mission and values.
Slide 9: Aligning Technology with Strategic Aims
Google’s strategic aims in HR include fostering innovation, operational efficiency, and continuous learning. Technology plays a vital role in achieving these goals. For example, predictive analytics help anticipate workforce needs, allowing HR to proactively hire or train staff. AI tools monitor employee sentiment, identify engagement issues, and track diversity goals. Cloud-based systems enable real-time decision-making and collaboration across global teams. By aligning HR technology with strategic aims, Google ensures its people strategies support broader organisational success and adaptability.
Slide 10: Gaining Competitive Edge through Technology
Technology helps Google maintain a leading position in the global talent market. Automated hiring tools reduce time-to-fill and improve candidate experience. Personalised learning platforms help employees continuously upskill. Predictive analytics identify high-potential employees for leadership development. AI-enhanced internal mobility platforms recommend career paths and growth opportunities. All of this contributes to a more engaged, capable, and loyal workforce. Google’s tech-enabled HR practices not only improve efficiency but also support the company’s brand as an employer of choice.
Slide 11: Case Study – Google's Project Oxygen
Project Oxygen began with a simple question: do managers matter? Using data from performance reviews, surveys, and team outcomes, Google identified eight behaviours common to high-performing managers. These included coaching skills, effective communication, and supporting career development. The findings reshaped Google’s management training programs and performance evaluations. The success of Project Oxygen demonstrated the power of HR analytics in shaping culture and leadership practices. It also encouraged a culture of continuous learning and evidence-based management at Google.
Slide 12: AI in Decision-Making
AI supports faster, smarter decision-making in Google’s HR functions. For example, AI predicts turnover risks by analysing data such as engagement scores, manager feedback, and even calendar usage. This allows for timely interventions, such as changes in workload or support programs. AI also supports workforce planning by analysing project data and forecasting staffing needs. In hiring, AI identifies top candidates by scoring applications based on specific skills and experiences. These insights improve HR agility and reduce risks, helping Google respond quickly to business challenges.
Slide 13: Future Trends in HR Technology
The future of HR technology will be shaped by personalisation, immersion, and security. Google is already exploring virtual reality for training remote teams and simulating real-world challenges. Blockchain is being considered for storing tamper-proof credentials and employment records. AI will become more personalised, tailoring benefits, training, and wellness programs to each employee’s profile. As the workplace becomes more hybrid and global, technology will ensure consistency, engagement, and compliance. HR professionals must stay updated on these trends to remain effective in this evolving landscape.
Slide 14: Recommendations for Google
To stay ahead, Google should invest in AI literacy for HR professionals so they can interpret and leverage data effectively. It should enhance transparency by communicating clearly how AI influences decisions in hiring and performance management. Regular algorithm audits should become standard practice to maintain fairness and compliance. Furthermore, Google could expand the use of generative AI to automate content creation, streamline onboarding, and enhance employee communication. These steps will strengthen HR’s strategic contribution and ensure ethical, efficient use of emerging technologies.
Slide 15: Conclusion
In conclusion, Google exemplifies how advanced technology can transform HRM and IHRM. Through tools like AI, analytics, and cloud platforms, Google optimises recruitment, engagement, and performance. At the same time, the company emphasises ethics, transparency, and cultural adaptability. Organisations can learn from Google’s integrated, innovative approach to HR tech. As we move into a future shaped by constant change, the key to success will be aligning technology with human values and strategic goals.
Slide 16: 
Thank you slide. 
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