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INSTRUCTIONS TO CANDIDATES:

A clean copy of the article will have been provided three weeks prior to your exam.  Copies previously received, whether clean or annotated should not be used in the exam.

Answer the first three questions in section 1 in addition to A or B in section 1.

Answer either question A or B for each question in section 2.

You should answer a total of 8 questions, 4 in section 1 and 4 in section 2.

All questions in section 1 are worth 25 marks each and questions in section 2, 10 marks each, so you should plan your time to reflect this.





SECTION 1:

Article:
The Future of Work: The Intersection of Artificial Intelligence and Human Resources
Artificial intelligence is transforming our lives at home and at work. At home, you may be one of the 1.8 million people who use Amazon's Alexa to control the lights, unlock your car, and receive the latest stock quotes for the companies in your portfolio.  In the workplace, artificial intelligence is evolving into an intelligent assistant to help us work smarter. Artificial intelligence is not the future of the workplace, it is the present and happening today.
IBM and a number of start-ups are targeting intelligent assistants, also known as chatbots, or computer algorithms designed to simulate a human conversation, to recruit employees, answer HR questions, or personalise learning experiences. A survey of nearly 400 chief human resource officers conducted by the IBM Institute for Business Value found that half of the survey sample recognise the power of cognitive computing to transform key dimensions of HR, such as HR Operations, Talent Acquisition, and Talent Development.
Just as marketers have discovered the power of chatbots to personalise a shopping experience, HR leaders are starting to pilot chatbots to transform the employee experience.
Investment in AI has accelerated from $282 million in 2011 to $2.4 billion in 2015, a 746% increase in five years. In 2016, this continued to increase with roughly another $1.5 billion being invested in more than 200 AI-focused companies in 2016.
AI In Our Lives and In Our Workplaces
Immediacy is one reason why a host of consumer brands are building AI into their products. According to research by Desk.com, more than 22% of millennials expect a response within 10 minutes of reaching out to a consumer brand. The solution: consumer brands are increasingly turning to chatbots to offer 24x7 service, rapidly engage with consumers and answer their questions. For example, Staples now uses machine learning to automate ordering and customer service, engaging customers in real time through their Facebook Messenger app.
But it’s not just millennials who expect instant answers. All of us have become digital consumers. Expect 2017 to be the defining year for conversational experiences online. According to Gartner, nearly $2 billion in online sales were performed exclusively through mobile digital assistants in 2016.
IBM uses Watson to transform healthcare. Watson is able to treat rare forms of childhood diseases such a kidney disease in children under the age of two. Watson can read all the medical literature and quickly connect patterns to provide better ways for doctors to pinpoint treatment options.
Perhaps, that’s why Bernard J. Tyson, CEO of Kaiser Permanente, says, "I don’t think any physician today should be practicing without artificial intelligence assisting in their practice. It’s just impossible (otherwise) to pick up on patterns, to pick up on trends, to really monitor care" (Forbes, 2017).
And now, the UK is being graced by its first HR-focused chatbots. Software provider MHR says it developed its bot for clients after noticing how popular internal messaging platforms had become. It wanted a ‘playful personality’ that would appeal to millennial employees.
“Very quickly, answers to frequently asked questions – such as ‘when is the next pay day?’ and ‘how many holidays do I have left?’ – can be built into the chatbot, which means HR can get on with more important strategic tasks,” says Tim Johnson, MHR’s chief commercial officer. The bot works by accessing the existing HR self-service system rather than deploying machine learning. It will soon be able to sync with a calendar or handle an expenses claim, a not-dissimilar service to one offered by Indian firm Acuvate, which says it has an ‘HR assistant’ chatbot ready to launch in the UK.
Johnson says the bot ‘saves’ the equivalent of one HR professional per 1,500 employees. But it won’t be long before such technology is making a grab for more than just the prosaic, self-service aspects of HR. Take CoachBot, an application built by UK start-up Saberr and trialled by organisations including Unilever, the NHS and NFU Mutual. It aims to revolutionise the sort of team-building work traditionally done by an external trainer, by asking team members simple questions about their communication style, work goals and team dynamics.
Having built profiles of each employee, it begins to make suggestions about how to work smarter or handle conflict, linking to L&D content that might help. While Saberr admits a chatbot can’t help address fundamentally broken working relationships, it is confident that letting staff interact individually, at a time that suits them, is an innovative solution.
For employees, chatbots deliver an unmatched level of employee experience, from real time answers for HR questions to personalized learning and development. In addition, they are critically important to the 3.7 million workers, or 2.8% of the workforce, who work remotely at least half time and do not have easy access to an HR department.
For HR leaders, chatbots are well suited to improving talent acquisition and on-boarding processes by increasing speed and providing greater consistency in answering frequently asked HR questions, improving the talent acquisition process, and enhancing the online learning experience.
The billion-dollar question is whether such technology will ultimately enhance or displace HR professionals. Will it mean more empowered and meaningful work for employees? Or will HR follow the customer service route, where the number of roles is already being eaten away at: with an Accenture study claiming 80 per cent of customer queries can be handled by a chatbot, the future of the call centre looks bleak. If you hope to move HR up the ‘value chain’, can you possibly need anywhere near as many people when you get there? (CIPD, 2017)



All answers should be justified as far as possible using appropriate theory and evidence

Section 1
Read the attached article.  Answer all three of the following questions, taking care in each case to fully justify the arguments you make.
1. Critically evaluate to what extent AI will replace human labour in the future of work.
2. Identify and analyse the leadership challenges that will be faced by organisations as AI increases its presence in the workforce.
3. What will be the role of HR in an automated world?
Section 1 (continued)

Answer either a or b

a) To what extent will traditional models of HR be relevant in a future world of work dominated by AI?
OR

b) Which areas of HRM and HRD are most likely to be absorbed by AI? Provide justification for your selections.


Section 2 (Not based on the article)

Answer either A or B in each section.

To communicate your answers more clearly, you may use whatever methods you wish, for example diagrams, flowcharts, bullet points; you need to provide an explanation of each.

2.1

a. There is a wealth of evidence that leadership is important to organisational success, billions is being spent on developing leaders but we are far from seeing better leaders in practice. Evaluate why leadership development programmes might be failing to deliver the improvements they often promise. 
OR

b. The challenges facing learning and development executives echo those of other organisational leaders; demands for change to address threats from global competition and technology-driven upstarts; the need to engage a multigenerational workforce with a range of work styles; and the imperative to cultivate a new generation of leaders who can meet these needs and thrive. Critically evaluate the appropriateness of two styles of leadership you are familiar with in meeting these demands.

2.2

a. “There is a fundamental paradox that characterises HR professionalism: alignment with the business strategy lies at the heart of the majority of HR roles, while one of the key attributes of the profession is the ownership of the standards that not only go beyond but override, those of the organisation” (CIPD, 2017).
Discuss the possible ethical impact of HR’s alignment to the business and the focus on achievement of KPI’s rather than doing good work.
OR
a. “Enron. Wells Fargo. Volkswagen. It’s hard for good, ethical people to imagine how these meltdowns could possibly happen. We assume it’s only the Ken Lays and Bernie Madoffs of the world who will cheat people. But what about the ordinary engineers, managers, and employees who designed cars to cheat automotive pollution controls or set up bank accounts without customers’ permission? We tell ourselves that we would never do those things. And, in truth, most of us won’t cook the books, steal from customers, or take that bribe” (McLaverty and McKee, 2016).

Discuss the drivers of unethical behaviour in organisations and the HR practices that might be introduced to alleviate them. 

2.3
a. [bookmark: _GoBack]Since the 1990’s the theory that higher engagement can improve productivity has spurred over two decades of attempts to increase organisational performance by boosting employee engagement. Organisations have spent billions on annual surveys, programmes and employee perks with relatively little to show for it. 

What is ‘engagement’ and what practices are thought to facilitate engagement within organisations?

OR
b. The topic of the Millennial Generation in the workplace drives much business conversation, as members of this generation form a growing percentage of the employee base. Critically evaluate the statement that this group ‘thinks of work differently than members of the other generations’ (Stewart et al., 2017).







2.4

a. According to a study by BCG, 85% of companies have undertaken a transformation during the past decade. The same research found that nearly 75% of those transformations fail to improve business performance, either short-term or long-term. So why is transformation so difficult to achieve? 

With reference to change literature, discuss why change is so difficult to achieve. 
OR

b. With reference to at least two change models consider how your experience of a recent change might have been improved had a different approach been adopted. 
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