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SCRIPT
· Good morning and welcome to this presentation on critical analysis of HR Technologies for Hanscomb Limited. My name is Christine Akello
· This presentation will include an introduction of Hanscomb Limited organisation, explanation of chosen HR priority areas which include learning and development and employee engagement, evaluation of current business environment and how technological trends are influencing Human Resource Management practices in learning and development and employee engagement, analysis of how HR technology adoption can shape organisational approach to resourcing and talent management, impact of HR technology adoption on employee engagement, critical analysis of pitfalls and ethical consideration of HR technology and finally recommendations for leveraging HR technology in learning and development and employee engagement.
· Hanscomb Limited is a construction cost-consultancy firm providing reliable, trusted, independent advisory services in cost planning, cost control, loan monitoring and value management, ensuring investors can make informed financial decisions at every project stage. Current HR strategic priorities for the organisation include recruiting and retaining a multidisciplinary professional workforce through ongoing professional development and continuous learning, fostering a collaborative project driven culture, and ensuring stability and long-term employee engagement. 
· When it comes to the chosen HR Priority areas, this presentation focuses on learning and development and employee engagement as implementing HR technology solutions in these areas is likely to yield the most significant long‑term benefits for this organisation. This is because, according to CIPD, if learning and development is undertaken correctly, it can provide a competitive advantage for the organisation, increase the rate of retention, and assist in talent development strategies. On the other hand, employee engagement which is defined by Henderson as a concept in Human Resource Management that captures management’s efforts to motivate employees and strengthen their commitment to organisational goals can affect all components of a company including profitability, revenue, customer experience and employee retention as discussed by Butcher, therefore it is important for business leaders to assess team members’ engagement.
· After evaluating the current business environment and how technological trends are influencing Human Resource Management practices in learning and development and employee engagement, I found that technology is evolving at a rapid pace due to innovations such as Artificial Intelligence, machine learning and robotic process automation. When applied correctly in Human Resource Management functions, it can play an important role in ensuring long-term organisational efficiency as highlighted by Ramachandran. Currently Human Resource Management practices at Hanscomb Limited, for learning and development, and employee engagement are being influenced by technological trends in different ways. For example, learning and development is currently being delivered more through e-learning platforms, digital knowledge sharing systems and micro-learning which makes it possible for employees to update their skills in real time allowing them to keep up with the changes in construction technologies, regulatory requirements and cost-modelling tools. Learning analytics from learning and development programs can also enable HR professionals to identify skill gaps, create personalised development pathways and determine training effectiveness. Moreover, Albrecht and CIPD highlights how employee engagement is also being transformed by technological trends via digital collaboration platforms, continuous feedback systems and virtual communication tools that are enhancing connection in project-based teams located in different offices.
· Next, let’s talk about how HR technology adoption can shape organisational approach to resourcing and talent management. Adoption of HR technology in learning and development and employee engagement can reshape internal resourcing and talent management at Hanscomb Limited by enhancing capability development and workforce insights improvements across its Canadian offices. For example, since staff at the organisation move between different assignments such as cost-planning, loan monitoring, and value management, adoption of learning and development platforms can support consistent onboarding, upskilling and compliance training which is critical. In addition, according to several references, platform analytics can be used to identify skill gap and increase early-career developments for employees at the organisation, reducing external recruitment pressures. On the other hand, adoption of technology platforms for employee engagement at the company can add a layer of engagement through pulse surveys, real-time feedback and recognition that can help managers have visibility into employees’ morale, retention risks and team climate. This is important as according to Albrecht, HR practices that are engaged-focused are linked to stronger commitment and lower turnover, thereby able to assist the organisation to maintain a stable, motivated workforce in a project-driven environment. 
· In terms of external factors, adoption of technology in learning and development and employee engagement can help Hanscomb Limited respond to the tight Canadian construction labour market and rising client expectations. For example learning management system platforms can ensure fast, scalable upskilling in employees capabilities required in the construction consultancy sector, in areas like digital estimating, sustainability and cost modelling. On the other hand, employee engagement platforms can enhance employer brand for the organisation, since it will demonstrate a culture that is employee-centred, which is becoming more important especially for younger professionals who prioritise engagement, wellbeing and development opportunities. 
· Now let’s talk about how HR technology adoption can impact employee engagement by first looking at how it will enhance it. Technology adoption can help the organisation receive feedback, keep an eye on engagement levels, and assist support consistent communication between employees and managers. In addition, it can also strengthen recognition, onboarding and performance conversations, thereby able to build a more supportive work environment that boosts employee satisfaction and reduce the risk of disengagement. By incorporating continuous insight with significant recognition, which are two elements shown to drive long-term engagement rather than short-term boosts, according to CIPD, technology can assist the organisation to create a more motivated, resilient workforce that directly supports stronger project delivery and long-term business success. Moreover, according to Butcher, learning management systems can also enhance engagement by assisting the organisation to build learning paths that are structured, track the progress of employees in real time, and strengthen engagement through its interactive activities, like live sessions, quizzes and role-based tasks thereby enhancing not only engagement, but also knowledge retention. 
· In terms of how technology can undermine employee engagement at Hanscomb Limited, autonomy may be reduced by over-automation, which decreases employee engagement when meaningful human interactions are replaced by digital systems. Research by Žiedelis shows heavy reliance on automated tools can reduce autonomy satisfaction and engagement especially when employees face increased demands for learning or feel the pressure of adopting to new systems. In addition, when technology becomes the primary channel for recognition or feedback, employees could feel less valued or emotionally connected to leadership. Research by Valtonen also shows that increased digital monitoring and data collection can heighten employee anxiety about surveillance and job security which can reduce engagement as trust erodes due to data-privacy concerns. 
· There are pitfalls and ethical considerations when it comes to HR technology adoptions which needs to be considered carefully. Risks such as algorithmic bias, data security, change resistance and over-reliance on automation could impact learning and development and employee engagement initiatives at the organisation negatively. Concerns around bias and fairness have been raised by employees according to recent research by Majumder, Salman and Dey, when they feel like they are being monitored or evaluated by unfair algorithms, which can diminish trust and affect engagement in a negative way. In addition, inequities may unintentionally be reinforced when data or models lacks transparency or fairness. Breaches and misuse of data can also damage psychological safety and reduces digital learning and engagement initiatives participation by employees, therefore Hanscomb Limited should carefully navigate concerns around data protection, accountability and ensuring ethical use of sensitive employee information when adopting technology to enhance learning and development and employee engagement. Human-centred learning culture can also be weakened by over-reliance on automation by Hanscomb Limited as it will move decision-making away from managers and minimise interpersonal engagement opportunities which could limit technology-mediated system developmental value. Additionally, one major barrier to HR technology adoption in organisations is resistance to change, as employees may fear job displacement, lack of confidence in the new systems or AI-enabled tools mistrust. Hanscomb Limited should therefore ensure adoption of HR technology for learning and development and employee engagement genuinely enhance learning and engagement instead of alienating staff, through stakeholder engagement, strong change management and targeted upskilling.
· Finally I would like to make some recommendations for leveraging HR technology in learning and development and employee engagement at Hanscomb Limited. Implementation of HR technology for learning and development and employee engagement at the organisation should be done in a way that directly improves strategic capability, strengthens employee engagement and aid in organisational long-term sustainability. When digital tools are aligned with strategic Human Resource Management priorities for the organisation, for example talent retention, capability building and ethical governance, leveraging HR technology can enhance competitive advantage. Research by Majumder, Salman and Dey, shows efficiency and decision-making can be strengthened by AI-enabled HR systems when integrated into overall organisational strategic framework that emphasises human capital as a source of sustainable advantage. For Hanscomb Limited, this could be achieved by using people analytics for skills gaps identification, accelerate capability development by deploying adaptive learning platforms and maintaining fairness and trust through embedding ethical AI principles. This alignment makes sure that technology adoption is not operating in isolation but supports long-term strategic goals for the organisation. In terms of improving employee engagement, Hanscomb Limited can use HR technology to create a personalised, flexible, accessible and continuous learning experiences. According to Maiti, Kayal and Vujko, digital learning infrastructures such as micro-learning tools have been shown to strengthen motivation and supporting continuous development by giving employees greater control over their learning pathways. Moreover, communication can be enhanced at the organisation, a culture of growth fostered and employee sense of inclusion and involvement increased when interactive learning platforms, feedback tools and digital recognition tools are implemented at Hanscomb Limited. Engagement and participation in learning and development initiatives can increase significantly if employees perceive HR technology as supportive instead of intrusive. In terms of long-term business sustainability, Hanscomb Limited can ensure this by integrating HR technology with sustainable Human Resource Management practices such as continuous learning, employability and ethical workforce development. Research by Maiti, Kayal and Vujko, shows that digital learning platforms that enables ongoing skill renewal, support green training initiatives and preserve human capital over time can contribute to sustainable HRM strategies. Hanscomb limited can use HR technology to enhance rather than replace human expertise, support long-term workforce planning and promote environmentally responsible practices which will ensure they build resilience, maintain a future-ready workforces and a long-term competitive position that is secure. 
· And that is the end of this presentation. Thank you very much for your time. 
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