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Slide 1: 
Efficient human resource management is a key competitive advantage across organizations as it helps in on-boarding and retaining top talent in the industry to achieve desired organizational goals (Destriani et al., 2024). This is a key reason that global organizations such as Bosch is focussed on conducting regular analysis of its HRM strategies and practices to identify key issues and implement suitable recommendations for improvement. This presentation identifies and analyses advancement and emerging technology issues impacting the human resource management domain at Bosch. 
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The current HRM and IHRM operations are facing major disruptions in the form of technology and AI leading to a variety of emerging issues. Key aspects such as people analytics, employee relations management and learning and development are extensively impacted by the evolving use of technology (Prasad et al., 2024).  
Slide 3: 
The various aspects like people analytics and employee relations management have been witnessing emerging issues which is an important challenge for businesses. The key issues include, data protection and privacy concern, selection of right tool, managing ethical compliance structure, growing need for skill upgrades to implement technologically advance HRM tools (Chukwuka and Dibie, 2024). 
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Similarly, maintaining transparency and fairness, integrating HR tools across key HR operations such as recruitment and performance management and increasing economic constraints due to technology upgrades are also some potential issues in HRM. These issues have emerged as a result of continuously evolving HR technology (Vrontis et al., 2023). 
Slide 5: 
In case of Bosch, technology and AI implementation is linked to some key issues. For instance, technology implementation has created large volume of employee data and ensuring security and privacy across data management system has emerged as a key issue at Bosch. Similarly, ensuing sufficiency of technology tools in HRM is also a key issue at Bosch as different technology tools offer different focus area, efficiency and costing benefits (Aldulaimi et al., 2021). 
Slide 6: 
Bosch is also facing compliance issues across ethical considerations management in key HRM domains such recruitment and promotion considering the increased use of artificial intelligence and data driven decision making. Moreover, leveraging technology tools and processes require additional skills and knowledge upgrade for workforce which is another key issue for the organization (Arslan et al., 2022). Similarly, technologies used across remote workforce management and AI based hiring often lead to misconception among workforce as maintaining fairness and transparency is an important challenge at Bosch’s HRM system.  
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Furthermore, implementation of advance technologies across HRM lacks integrated operations across key HR operations such as recruitment and performance management. Thus, establishing relevance between tools to integrate key HR operations is an important issue at Bosch. Similarly, increased demand of economic resources to facilitate regular technology upgrades across HR operations has been impacting operational efficiency at Bosch and thus is a key issue in HR technology implementation across this organization (Ayanponle et al., 2024). 
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AI and technology plays a crucial role in developing strategic plans and aims for an organization considering its ability to collect and utilize insights on performance, time management and efficiency improvement (Kshetri, 2021). Additionally, technologies are also suitable for elevating organization’s decision making and communication strategy in an organizational context.  
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Technology application across an organization is also suitable for developing realistic expectations in terms of plan cost and timeframe. Thus it improves the strategic planning process and ensures attainment of strategic aims efficiently (Budhwar et al., 2023). Moreover, technological tools also provide regular monitoring possibilities which is crucial for collecting real-time data and keeping a check on strategic aim attainment process. 
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AI and technology tools benefit every dimension of organization and thus improve its competitive edge in respective industry. In case of Bosch, AI and technology usage can facilitate streamlined and integrated operations by sharing real time insights and improve competitive edge (Charlwood and Guenole, 2022). The company can make data-driven decisions in areas such as recruitment and reward management to recruit and retain quality workforce. Thus improving its competitive edge in the industry.
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AI and technology solutions can promote efficient data collection and predictive analysis across strategic decision making and thus improve competitive edge. Use of AI tools offers other benefits such as automation and zero error operations which are crucial for cost and time-effective strategic outcomes (Vahdat, 2022). Thus, improving the competitive edge at Bosch.  
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At Bosch, technologies are extensively used to develop interrelated operations, improve talent management and elevate employee performance and experience. It uses time and resource management technologies for automating leave application disbursal and employee attendance management (Bosch, 2022). Similarly, technologies like skills intelligence module are used across talent management to help employees identify and develop their desired skills to remain updated. Bosch also uses predictive analysis tools to collect and analyse performance data for individual employees and guide them towards high performance activities.
Slide 13: 
Based on the analysis, some key recommendations for Bosch include: 
· Identification and analysis of areas which have highest potential in terms of AI and technology implementation. 
· Preparing existing workforce with suitable training programs to accommodate AI and technology tools across organizational operations (Pan and Froese, 2023). 
· Using employee survey reports to assess the impacts and usefulness of applied AI and technology tools and making changes based on employee feedback.
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· Establishing strong relationship between AI and technology usage strategy and core organizational values at Bosch. 
· Identification and analysis of the drawbacks linked to AI and technology implementation in different HR functions such as recruitment, performance management and employee retention management (Abrokwah-Larbi and Awuku-Larbi, 2024). 
These recommendations target different HR areas along with the operational functions at Bosch and thus implementation of these recommendations can help the company in managing emerging issues in AI and technology adaptation process. 
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