Student Name : Vijeyalashimi Gersone
Student ID : 1816441
Lecturer Name : Helen Evans
Module : BMMB7025D

Recording link:   Recording-20240628_234739.webm  

Script:

[image: ]
[image: ]

[image: ]

[image: ]
[image: ]

[image: ]

[image: ]

[image: ]

[image: ]

[image: ]


[image: ] [image: ] [image: ] [image: ]

[image: ]
image6.emf
Innovative HR Practices at IBM as a Foundation for Growth

IBM's innovative HR practices:

Utilize IBM Watson's Al in recruitment and worker engagement surveys for
Insights and efficiencies (Et. al., 2021).

Promote diversity through projects like the "Be Equal" marketing campaign,
fostering gender equality and inclusion (Onoka, 2006).

Encourage non-stop studying with applications such as the Digital Badge
Program, enhancing worker abilities and development (Zhang et al., 2024).
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Employee Well-being and Work-Life Balance

Critical Factors: Crucial for talent retention and productivity.

Al Optimization: Al can optimize work schedules based on employee preferences and
performance data.

Wellness Programs: Al-powered programs offer personalized health and wellness
recommendations.

Sentiment Analysis: Al can gauge employee stress levels and job satisfaction.

Proactive Interventions: Enables proactive measures to enhance overall well-being.
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Succession Planning and Leadership Development

e FEssential for Sustainability: Crucial for IBM's long-term sustainability and growth.
e Al-driven Talent Analytics: Identifies high-potential employees and assesses readiness for

leadership roles.
e Targeted Development Programs: Based on analysis of leadership competencies and
performance data.
Internal Succession Plans: Grooms future leaders from within the organization.
Simulation of Leadership Scenarios: Enhances decision-making skills and prepares leaders

for diverse challenges.
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Remote Talent Management and Global Collaboration

Effective Remote Talent Management: Crucial for managing a global workforce.

Al-enabled Tools: Facilitate seamless conversation and collaboration across dispersed groups.
Language Translation: Al permits correct language translation for effective verbal exchange.
Cultural Analysis: Tools analyze cultural nuances to enhance collaboration.

VR and AR Technologies: Simulate virtual meetings and education sessions, selling engagement.

Al-powered Analytics: Track team overall performance metrics globally, optimizing productivity.
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Change Management and Agile HR Practices:

Adopting Agile HR Practices: Essential for IBM to respond rapidly to organizational adjustments.
Al Support: Analyzes worker sentiment and readiness for alternate.

Predictive Analytics: Forecasts effect of changes on group of workers dynamics and capabilities.
Proactive Talent Reallocation: Al aids in reallocating expertise as per organizational desires.
Streamlined Decision-making: Agile frameworks powered via Al facilitate rapid variation.

Ensuring Organizational Resilience: Promotes agility and resilience in a dynamic enterprise
environment.










image11.emf
Data-Driven Decision Making in HR

Integral to Optimization: Data-driven decisions optimize HR processes and
enhance outcomes (Chatterjee, 2021).

Al and Machine Learning: Analyze performance metrics, recruitment trends, and
employee feedback (Pessach et al.,, 2020).

Actionable Insights: Derive insights for strategic decision making.
Predictive Modeling: Forecasts future workforce needs and talent gaps.
Proactive Workforce Planning: Guides resource allocation and skill

Development.Driving Efficiency and Innovation: Al-driven analytics enhance

efﬂciencxi 9roo|uctivit¥i and innovation in HR functions.
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Ethical Considerations

Ethical considerations in Al integration at IBM's HR:

. Mitigating bias in Al algorithms to ensure fairness for candidates and
employees.

« Ensuring transparency by clearly communicating Al usage and decision-
making criteria.

. Safeguarding employee privacy and adhering to data protection
regulations.
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Actionable Recommendations

Actionable recommendations for future HR strategies at IBM:

. Implement Al-enhanced recruitment tools to streamline sourcing, screening,
and selection.

. Investin Al-powered learning platforms for personalized employee
development and progress tracking.

. Utilize Al analytics for predictive retention models to mitigate attrition risks.

. Promote diversity and inclusion through Al to ensure fair recruitment and
development practices.

. Establish guidelines and training on ethical Al use in HR to uphold responsible
and equitable practices.
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Conclusion

BM must evolve its talent management using Al and advanced tech to remain
competitive.

These innovations help IBM attract, develop, and retain top talent effectively.
Implementing these strategies is vital for IBM to maintain leadership in technology.

Prioritizing ethical practices and diversity ensures IBM's alignment with core
values.

Management's dedication to these approaches is pivotal amid technological shifts
and market dynamics.










image15.emf
References

Chatterjee, P. (2021). Analytics in the Age of Artificial Intelligence: The Why and the How of Using Analytics to Unleash the Power of Artificial Intelligence. [online] Google Books. Atlantic Publishing Company. Available at:
https://books.google.lk/books?hl=en&lr=&id=jUs2EAA AQBAJ &oi=fnd&pg=PT6&dq=+Operating+within+the+fast-paced+technology-+and-+hospitality+sector [Accessed 15 Jun. 2024].

Et. al., S.W., (2021). How Attificial Intelligence Transforms the Experience of Employees. Turkish Journal of Computer and Mathematics Education (TURCOMAT), 12(10), pp.7116-7135. doi:https://doi.org/10.17762/turcomat.v12i10.5603.

Farinha, J. and Pina, M.F. (2024). Data Science in the Employee Recruitment Process. [online] www.igi-global.com. Available at: https://www.igi-global.com/chapter/data-science-in-the-employee-recruitment-process/339745.

Kim, Y., Williams, R., Rothwell, W.J. and Penaloza, P. (2014). A Strategic Model for Technical Talent Management: A Model Based on a Qualitative Case Study. Performance Improvement Quarterly, 26(4), pp.93—121. doi:https://doi.org/10.1002/piq.21159.
Kitsios, F. and Kamariotou, M. (2021). Artificial Intelligence and Business Strategy Towards Digital Transformation: A Research Agenda. Sustainability, 13(4), p.2025.

Onoka, J. (2006). The Role of Corporate Social Responsibility in the Achievement of the Gender Equality Goal of the Millennium Development Goals (Mdgs): a Critical Analysis. [online] erepository.uonbi.ac.ke. Available at: http://erepository.uonbi.ac.ke/handle/11295/20835
[Accessed 15 Jun. 2024].

Pessach, D., Singer, G., Avrahami, D., Chalutz Ben-Gal, H., Shmueli, E. and Ben-Gal, 1. (2020). Employees recruitment: A prescriptive analytics approach via machine learning and mathematical programming. Decision Support Systems, [online] 134(1), p.113290.
doi:https://doi.org/10.1016/j.dss.2020.113290.

Shen, J., Chanda, A., D’Netto, B. and Monga, M. (2009). Managing diversity through human resource management: an international perspective and conceptual framework. The International Journal of Human Resource Management, [online] 20(2), pp.235-251.
doi:https://doi.org/10.1080/09585190802670516.

Tambe, P., Cappelli, P. and Yakubovich, V. (2019). Artificial Intelligence in Human Resources Management: Challenges and a Path Forward. California Management Review, [online] 61(4), pp.15-42. doi:https:/doi.org/10.1177/0008125619867910.

Zehir, C., Karaboga, T. and Basar, D. (2019). The Transformation of Human Resource Management and Its Impact on Overall Business Performance: Big Data Analytics and Al Technologies in Strategic HRM. Contributions to Management Science, pp.265-279.
doi:https://doi.org/10.1007/978-3-030-29739-8 _12.

Zhang, D., Jiang, H., Qiang, M., Zhang, K. and Qiu, L. (2024). Time to Stop? An Empirical Investigation on the Consequences of Canceling Monetary Incentives on a Digital Platform. Information systems research. doi:https://doi.org/10.1287/isre.2022.0017.










image1.emf
Evolving Talent Management
Strategles at IBM

eeeeeeeeeeeeeeeeeeeeeeeeeeeeeee

Lecturer Name eeeeeeeeeee
Module : BMMB7025D











image2.emf
Content

|

Introduction - Necessity for Talent Management Evolution
The Current HR Landscape at IBM: Opportunities and Challenges
Leveraging Al for Enhanced Talent Management
Innovative HR Practices at IBM as a Foundation for Growth
Employee Well-being and Work-Life Balance

Succession Planning and Leadership Development
Remote Talent Management and Global Collaboration
Change Management and Agile HR Practices

Data-Driven Decision Making in HR

Ethical Considerations

Actionable Recommendations

Conclusion










image3.emf
Introduction - Necessity for Talent Management Evolution

IBM must evolve talent management due to rapid technological changes and high
demand for skilled talent.

Al, machine learning, and advanced tech have transformed business operations
(Kitsios and Kamariotou, 2021)

To stay competitive, IBM needs updated talent management to attract, develop,
and retain top talent.

Current HR strategies at IBM, while strong, need innovation to leverage Al and
emerging technologies effectively (Zehir, Karaboga and Basar, 2019).
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The Current HR Landscape at IBM: Opportunities and Challenges

IBM's HR framework emphasizes employee improvement, diversity, and inclusion,
but possibilities exist for development (Shen et al., 2009).

Recruitment: Al may want to decorate performance in identifying and attracting
pinnacle candidates from the global expertise pool (Farinha and Pina, 2024).

Employee Development: Integrating Al ought to personalize studying paths for
higher worker engagement (Tambe, Cappelli and Yakubovich, 2019).

Retention: Enhanced analytics may want to improve strategies for retaining top
talent, in particular among technical group of workers (Kim et al., 2014).
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Leveraging Al for Enhanced Talent Management

Al transforms expertise management at IBM by using:

Optimizing Recruitment: Al analyzes statistics to quickly perceive ideal
candidates, enhancing fine and reducing time-to-hire.

Personalizing Development: Al tailors getting to know packages to employees'
profession desires and mastering patterns for stronger talent development.

Predicting Retention: Al uses worker conduct statistics for predictive analytics,
enabling proactive techniques to keep top expertise.










