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Presentation Script

 Introduction
Hello everyone. My name is Badal Tyagi, and in this presentation, I will be exploring the topic of *Advanced and Emerging Technological Issues in Human Resource Management (HRM) and International HRM (IHRM)*. We'll be using Microsoft as a case study to see how a global technology leader is using innovations like AI, analytics, and cloud platforms to transform its HR strategies.

In recent years, the way organisations manage people has changed dramatically. Technology is no longer just a support tool—it's at the centre of how companies hire, train, monitor, and retain employees. Microsoft is a prime example of a company embracing this change. Today, I’ll cover both the opportunities and challenges involved, and how these technologies impact Microsoft’s strategic goals and competitive position.

Let’s start by exploring some of the most important advanced technologies being used in HRM and IHRM today.

---

Key Advanced Technologies in HRM & IHRM
One of the biggest changes in modern HRM is the use of *AI-powered recruitment systems*. These tools can scan thousands of CVs, assess candidate profiles, and help make more objective hiring decisions. This can save time and reduce human bias—but only if the AI is trained on fair data. If biased data is used, the system may unintentionally continue the same problems it was designed to fix (Budhwar et al., 2022).

Another key technology is the use of *analytics and Internet of Things (IoT) tools. These can collect real-time data on things like employee productivity, work habits, and even stress levels. While powerful, they raise questions about **employee privacy* and *data ethics*. Some staff may feel they’re being constantly monitored, which can harm morale.

Globally, using cloud-based HR systems like Microsoft Dynamics 365 also presents legal challenges. HR professionals must carefully balance *standardisation with local employment laws*, especially in international operations (Madanchian & Taherdoost, 2025).

Now that we’ve seen the advanced tools being used, let’s talk about the new challenges that are starting to appear with emerging technologies.

---

Key Emerging Challenges
Newer technologies like *sentiment analysis* and *emotion detection* are being tested in HR. These systems try to understand how employees feel by analysing language, tone, or facial expressions. But these tools are still developing, and they can easily misread someone’s mood or intentions.

We also have *generative AI*—which can write documents, training materials, and even generate chatbot responses for HR queries. While helpful, it brings new risks: who owns the content? Is it accurate? Is it free from bias? HR decisions based on flawed AI content could lead to legal or ethical issues.

These tools rely on *high-quality data*. If the data is incomplete or biased, the results will be too. That’s why these technologies must be used with human oversight.

So how is Microsoft dealing with all of this? Let’s take a closer look at how they apply these tools in their own organisation.

---

Microsoft’s Use of Technology in HR
Microsoft has embraced technology across its HR functions. For recruitment, it uses *algorithm-based hiring tools* to speed up candidate shortlisting. However, the company has also faced criticism for potential bias in these systems, especially in early versions. This shows how even tech-savvy companies must keep improving their systems.

Microsoft also uses a platform called *Viva Insights, which tracks employee productivity and well-being. This tool gives managers a clearer view of engagement, meeting fatigue, and collaboration patterns (Filiz, 2022). While this supports better management decisions, it also raises **concerns about employee surveillance*.

In training, Microsoft has begun using *generative AI* to create learning materials. This improves scale and personalisation—but also raises ethical questions about the quality and fairness of AI-generated content (Kjellstad, 2024).

Their global HR system, *Dynamics 365*, is a cloud-based platform that supports their worldwide operations. It simplifies HR tasks like onboarding, payroll, and benefits—but requires constant legal updates in different regions.

Let’s now explore how all these efforts connect to Microsoft’s bigger strategy.

---

 Strategic Alignment
Microsoft’s mission is to empower every person and every organisation on the planet to achieve more (Gupta & Agarwal, 2024). Its HR technology strategy directly supports this goal.

The use of *AI for recruitment* helps attract top global talent, quickly and fairly. *Cloud-based systems* provide consistent HR processes worldwide while allowing for local customisation. And tools like Viva Insights allow for faster, more informed decision-making.

By integrating these tools, Microsoft aligns its HR functions with its wider goals of *innovation, inclusion, agility, and **global reach*. These technologies not only make HR more efficient—they help shape the kind of company Microsoft wants to be.

Next, let’s look at how these tools give Microsoft a competitive advantage.

---

Competitive Advantage
Microsoft’s investment in HR technology gives it several advantages over competitors:

First, *predictive analytics* help the company fill roles faster by identifying ideal candidates earlier. This shortens the hiring cycle and improves quality of hire.

Second, Viva and other platforms help track *employee well-being and burnout risks*. This allows managers to act early, keeping productivity high and attrition low (Parry & Battista, 2023).

Third, technology allows Microsoft to *standardise HR processes* across its global offices. This means faster expansion into new markets, with less risk of compliance issues.

Finally, automation and AI free up HR staff to focus on *strategy and employee engagement*, rather than admin tasks.

Let’s now look at some real examples of the tools Microsoft uses.

---

Key Examples from Microsoft
Here are some specific technologies Microsoft uses in its HR operations:

 *LinkedIn Talent Insights*: Owned by Microsoft, this tool analyses labour market trends and helps HR teams plan talent strategies based on real-time data.

*Microsoft Viva*: An employee experience platform built into Microsoft Teams. It supports well-being, engagement, learning, and internal communications. It gives both employees and managers better visibility into workload, feedback, and career growth.

*Dynamics 365 for HR*: A central system that handles all HR processes globally—from onboarding and leave tracking to payroll and compliance. It’s powerful but must be continuously updated to fit different countries’ laws (Fourvision, 2024).

With all these systems in place, what can Microsoft do to improve even more? Let’s go through some recommendations.

---

 Recommendations
Here are several ways Microsoft can continue to lead in HR innovation and ensure long-term effectiveness:

1. Expand Predictive Analytics: Microsoft should continue developing AI tools that predict employee turnover, training needs, and engagement risks. These tools help make informed decisions, reduce attrition, and improve workforce planning. Studies show that predictive models can reduce employee turnover by up to 67% (Kambur & Yildirim, 2023).


2. Introduce Robotic Process Automation (RPA): RPA can handle repetitive tasks such as updating employee records, processing leave requests, and sending reminders. This would reduce the administrative workload and free up HR staff for more strategic roles, potentially saving up to 60% in operational costs.


3. Enhance Training with Generative AI: Microsoft can expand the use of generative AI to create tailored learning content based on individual skills, job roles, and career paths. Personalised training boosts employee engagement, speeds up skill development, and supports internal mobility.


4. Create a Global AI Ethics Board: A cross-functional team should be established to oversee AI use in HR. This team can regularly audit tools for fairness, accuracy, and legal compliance—especially in cross-border situations.


5. Strengthen Data Governance and Transparency: Microsoft should clearly communicate to employees how data is being collected and used. Establishing strict data governance protocols helps build trust and ensures compliance with global privacy regulations.


6. Improve Cross-Cultural Integration in HR Tech: While Microsoft operates globally, some technologies may not align with cultural or legal norms in all regions. Localising features and involving regional HR leaders in system design can improve adoption and compliance.


7. Promote Digital Upskilling for HR Staff: To ensure the effective use of these tools, Microsoft should offer continuous training to HR professionals. This includes developing data literacy, AI ethics awareness, and change management skills.



By implementing these recommendations, Microsoft can further strengthen its position as a leader in tech-driven, people-focused HRM.

 Conclusion
To conclude, Microsoft is a strong example of how advanced and emerging technologies can be used strategically to transform HR practices. With platforms like Dynamics 365, LinkedIn Talent Insights, and Microsoft Viva, the company has built a data-driven, employee-focused HR system that supports both local and international operations.

The recommendations I shared align closely with Microsoft’s vision of becoming a more agile, inclusive, and high-performing organisation. Expanding predictive analytics, applying RPA, enhancing AI training tools, and developing ethical oversight not only improve efficiency but also help Microsoft foster a responsible, employee-centered approach to innovation.

However, to maintain long-term success, Microsoft must continue balancing innovation with responsibility. This means protecting employee privacy, ensuring fairness in AI algorithms, and investing in the development of its HR professionals. The company must also remain culturally sensitive and legally compliant across all the regions in which it operates.

If implemented thoughtfully, these strategies will help Microsoft strengthen its employer brand, attract and retain top talent, and adapt to the evolving expectations of a global workforce.

The future of HR at Microsoft—and in the wider business world—is clearly digital. But as this presentation has shown, technology works best when it supports human values. With the right balance of innovation, ethics, and people-first thinking, Microsoft can continue leading in HRM and IHRM for years to come.

Thank you for your time and attention.

Thank you for listening.
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