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Slide 2: Introduction – HR Tech as Strategic Driver
Hello everyone, respected faculty and audience. The presentation focuses on the advanced technological issues in Human Resource Management, which centres its analysis on British Petroleum—familiarly known as BP.
The worldwide energy serving organisation BP maintains operations in more than 70 countries while employing more than 67,600 staff members (BP Annual Report, 2024). BP needs to accelerate the development of its human resource management systems because the world is progressing towards sustainable energy solutions. The environmental changes link directly with modern technological advancements. The duty of change leadership now falls upon Human Resource Management instead of merely backing organisational transformation.
Artificial Intelligence and digital learning, along with hybrid work implementation and Diversity Equity and Inclusion, as well as DEI, represent BP's main strategic Human Resources goals. The achievement of organisational agility heavily depends on these domains, according to Barney and Wright.
As BP targets the 2050 net-zero carbon objective, it needs to transform its workforce competencies through workforce restructuring of its HR policy framework (Barney and Wright, 2021). Human resource management has emerged as a critical organisational force which leads organisational change processes. Organisational achievements depend directly on the level at which technology aligns with employee management systems. The strategic utilisation of HR technology throughout the recruitment process and student development has become mandatory for organisations to survive and thrive in the future.


Slide 3: Advanced Technological Issues in BP’s HRM and IHRM
Various advanced technologies have been implemented by British Petroleum within their Human Resource Management and International Human Resource Management operations. The leading AI recruitment tools include HireVue and Pymetrics as examples. The recruitment times at BP have decreased by 30% (Taylor, Beechler and Napier, 2024). Through machine learning, these technological tools enhance their speed and precision in candidate evaluation. Predictive analytics helps BP to predict upcoming skill deficits and necessary employee skill development needs. The ability to make advanced plans regarding workforce transitions becomes vital for HR departments because BP plans to transition from fossil fuels to renewable energy.
BP established the Future Skills Academy through which it delivers essential digital and green energy training to more than 10,000 members of staff (BP Annual Report, 2024). The company makes learning directly connect with sustainability targets through its programs. BP established a DEI initiative to achieve 30% women leadership representation by 2025 (BP Annual Report, 2024). The company maintains internal tracking systems which monitor progress toward achieving inclusivity goals.
The current systems exist independently without any connection to each other. The strategic connection between personnel training methods and workforce recruitment programs and employee progression planning remains incomplete throughout the company operations. Lack of integration between the systems renders this technology less impactful on strategic human resource management practices.


Slide 4: Emerging Technological Issues in BP’s HRM and IHRM
BP has adopted innovative HRM and IHRM tools, yet multiple upcoming problems persist with its operational practices. The primary problem within the organisation centres around the lack of AI-powered adaptive learning software. BP delivers its training programmes without considering individual employee performance levels or professional roles. The preference for personalized learning paths among 74% of employees poses a significant concern because it is documented in the BP Annual Report 2024 (BP Annual Report, 2024). The organisation has yet to establish a policy that covers AI ethics within its internal structure. The lack of transparency regarding recruitment decisions made by AI tools raises doubts about their fair operation. Employees tend to lose faith in the system when their organisation lacks a defined policy. Hybrid work is another challenge. The hybrid work approach at BP depends on different policies implemented throughout its regional locations (Marler and Parry, 2022). This scarce policy maintains a negative impact on workforce engagement, together with overall organisational experience. The implementation of inconsistent workplace rules, according to Marler and Parry, creates feelings of isolation among employees working in the organisation. BP fails to maintain real-time digital systems that monitor employee ratings together with psychological wellness and workplace commitment. Digital platforms such as CultureAmp and Officevibe would make noticeable improvements to how people work together (Nagendra and Deshpande, 2024). According to Nagendra and Deshpande, an organisation needs to track employee sentiment instantly when dealing with global staff. BP will experience decreased effectiveness in employee experience management if it fails to implement these assessment tools.

Slide 5: Comparative Insights – BP vs Industry Leaders
BP's HR technology is compared to industry leaders Shell and ExxonMobil.  The comparative study helps BP assess its position and opportunities for improvement. In its learning technologies, BP does not use adaptive AI (Arora et al., 2023).  Shell learns quicker and better with AI-based personalised training.  ExxonMobil trains employees for diverse regions' digital needs.
BP's DEI integration methodology tracks objectives without leader evaluation or performance-based rewards (Sadiq et al., 2022).  Shell links DEI performance to bonuses and performance reviews, creating responsibility.  DEI is given more weight in ExxonMobil's leadership evaluation system. The unstructured hybrid work paradigm at BP does not leverage digital channels for employee assistance (Budhwar et al., 2023).  Shell has a hybrid work style worldwide that includes technology, whereas ExxonMobil uses a unified hybrid arrangement with wellness platforms. The firm has no AI ethics standards.  Shell has explicit AI governance, whereas ExxonMobil incorporates ethics into their HR technology (Singh, 2020). BP lacks real-time feedback mechanisms.  Shell used sentiment monitoring for management, and ExxonMobil used AI-based wellness services for workers.  BP must upgrade its HR technologies to compete globally.



Slide 6: Tech’s Influence on BP’s Strategic Aims
BP has established becoming net-zero carbon emitter as its strategic mission, which it aims to accomplish by 2050 (Chang, Wilkinson and Mellahi, 2020). The company requires massive workforce training in artificial intelligence, combined with digital tools and carbon technology, to reach its strategic goal. The workforce reskilling project represents an essential and mandatory requirement according to Chang, Wilkinson, and Mellahi.AI serves BP by assisting employees in workforce planning. Through AI analysis, the organisation can foresee its upcoming talent requirements and detect employee skill deficiencies. But there is a weakness (Lepak and Snell, 2019). An inadequacy exists in the execution monitoring process of the system. Planning at the organisation relies on data for development, yet follow-up execution steps remain unmonitored for proper optimisation.
The Future Skills Academy functions to provide ordinary workforce development training. The learning system does not adapt to individual learners or customise for their personal needs. The system fails to adapt its teaching procedures according to the speed or training requirements of its users. The organisation lacks an AI-based system which joins DEI with workforce development and performance KPI analytics (Lepak and Snell, 2019). The communication barriers prevent HR professionals from working together with strategy teams for maximal collaboration.
BP fails to achieve its complete potential from HR technology due to existing gaps in its system. The lack of system coherence prevents effective communication, along with improper support of strategic planning goals.

Slide 7: AI & Tech for Competitive Advantage
In HRM, sophisticated technology and artificial intelligence have become quite effective competitive instruments.  AI at BP helps to increase hiring effectiveness. It minimizes unconscious prejudice in applicant selection and cuts the time and expenses of recruiting.  This adds speed and fairness to the process. Still another useful field is predictive analytics.  It identifies the correct people for future jobs, therefore supporting wiser internal mobility. This raises employee happiness and helps to save on outside recruiting expenses.
Advanced HR technology users have exhibited 21% more productivity than their rivals (Sivathanu and Pillai, 2021).  This shows that actual performance advantages may be brought about by technology. Already, ExxonMobil and Shell are using HR technology in really innovative ways.  They provide online solutions meant to enhance employee retention and mental wellness.  For instance, sentiment monitoring dashboards and wellness systems based on artificial intelligence help to increase involvement. By comparison, BP's HR tech systems remain disjointed.  Various instruments are applied in various departments and areas (Paauwe, 2023).  This compromises the general employer brand and generates inconsistency.  To remain competitive and appealing to the worldwide talent pool, a multinational corporation like BP has to unite its HR and IT architecture.


Slide 8: BP’s Strategic Use of HR Technology
British Petroleum has improved recruiting and learning processes by integrating HR technologies.  Over 30 countries use AI recruiting methods.  Uniform hiring practices allow the recruiting system to raise employment assessment and applicant evaluation standards. Future Skills Academy is a major step forward.  The platform provides low-carbon projects and renewable energy job-specific training and certification (BP Annual Report , 2024).  The company shows that HR follows the business strategy. BP has an online system to monitor Diversity, Equity and Inclusion.  The performance evaluation system does not use these measures for assessment or review.  DEI remains a performance objective despite leaders' intent to make it a core value.
According to BP's 2024 study, technology HR efforts increased recruiting efficiency by 12%.  Despite limitations, the organisation accomplished remarkable outcomes. The absence of digital technology has to be addressed (BP Annual report, 2024).  BP uses real-time feedback technologies less than Shell.  No AI-driven enterprise systems measure workplace culture or monitor employee happiness. The company's operations are improving.  The company's strategic human resources objectives demand deeper integration, greater digital system use, and better digital technology application.

Slide 9: Evidence-Based Recommendations for BP
BP should engage in five main ways to bridge the gaps in present HR technologies.  The organisation has to first use adaptive learning AI technologies such as EdCast and Degreed.  These systems customise instruction depending on individual performance and the speed of each employee.  It will enable quicker, smarter, more relevant learning. Second, BP need to draft AI ethical guidelines.  This guarantees openness and equity throughout hiring procedures.  Companies without AI ethics run legal and biased risks (Moran, 2019). Third, BP has to implement a consistent worldwide hybrid working policy.  Policies differ now depending on the nation, therefore compromising uniformity.  Including digital wellness tools can help BP boost mental health and output all around. Fourth, DEI measures have to be closely linked with bonus systems and leadership success.  This drives managers to give inclusiveness top priority and take responsibility.  Well-defined KPIs enhance behavioural results (Voermans and Van Veldhoven, 2019). At last, real-time employee engagement instruments have to be used.  Systems like CultureAmp track staff attitude and inclusiveness.  This information may assist in creating stronger teams, lowering turnover, and promoting improved culture (Tarique and Schuler, 2019). 
These actions taken together will make BP's HRM more modern and increase its worldwide competitiveness.


Slide 10: Conclusion – From Fragmentation to Integration
Finally, BP has to go from depending on HR technology in parts to creating a fully integrated HR system. HR cannot help corporate strategy unless artificial intelligence, adaptive learning, and DEI data are linked. Long-term success depends on such kind of integration (Fombrun, Tichy and Devanna, 2015).
Using complete, tech-enabled HRM models, Shell and ExxonMobil are now surpassing BP. They are funding AI technologies that advance well-being, inclusivity, and education. Haines and Lafleur (2024) find that these companies exhibit improved staff retention and leadership development.
BP has to regard HRM not as a mere administrative tool. It should develop into a transformation partner helping with cultural, environmental, and digital changes. Decision-making, talent planning, and creativity should all center HR.
At last, smart, ethical, linked technologies will determine BP's future preparedness. As Lado and Wilson put it, inclusive tech-driven HRM results in increased adaptation and performance.
Invest in tailored learning, unite systems, use data to support DEI, and offer staff members a voice—that is the obvious road map (Lado and Wilson, 2020). Should BP implement these initiatives, HR will not only assist in achieving the goal but also guide the path towards sustained success.
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