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Introduction
Hi my name is Harry Hillier-Rees, I am currently a Maintenance Improvement Team Lead within a medical device organisation called Quidelortho where we make blood test kits for medical laboratories and hospitals. As part of an MBA qualification I have been asked to respond to a request from management of Quidelortho to make a case for evolving HR strategies in talent management. 
It has been requested to focus on why changes or innovation is needed within talent management, discuss how AI could improve talent management, highlight any areas that already use innovative HR practices, finally produce recommendations and an evidenced case of why these should be considered by senior management.

Why changes or innovations in talent management are urgently needed at your organisation and how advancements like AI could be leveraged for better talent management.

Training within Quidelortho
From feedback within multiple departments training is always asked about and we have been made aware that employees believe they are not offered the correct level of training they need to carry out their job to the best of their ability. Anderson (2020) shows that training could be improved and tailored with the use of AI. Blanket training is used across the organisation when gaps are identified but with the use of AI as Anderson (2020) mention the skills gaps can be identified easily and training applied to only the areas that’s needed which could reduce costs. Adaptive AI can also be used as mentioned by Clark (2020) whereas the use goes through a learning journey the adaptive AI can guide them through the learning experience. 

Compensation within Quidelortho
Quidelortho have reviewed the pay across the board but multiple changes in the market are made and observed before action is taken so this has already made an impact before change occurs. As  (www.shrm.org, n.d.) mention through use of AI compensation could be given by analysing the skills an individual has, the goals and metrics they meet within the organisation and the level of pay offered within the labour market. This could improve employee retention by always paying individuals fairly and up to date with the market average. This could lower the risk of employees looking elsewhere for higher paid work.

Recruitment within Quidelortho
 The recruitment process is exceptionally long which uses many human hours to process, the process can also carry a human bias even without knowingly doing so. This could be improved and streamlined by using AI as (www.ashfords.co.uk, n.d.) shows and can contribute to a quicker hiring process and removing any potential of human bias. This could potentially improve the diversity and inclusivity of the organisation too. As (Javed and Brishti, 2020) show that the use of AI in the recruitment strategies can allow you to measure candidates on more than what a traditional resume would show and the organisation could also recover hidden talents from the current workforce which may have not been noticeable.

HR information and help
HR professionals are extremely helpful and informative but there are many occasions where they do not have the answers and need to go away source information and return which takes many hours which are not value added to the organisation. The culture within the organisation thanks to new strategies is becoming more positive about change and therefore this could be the time to introduce AI chatbots to help with situations like this. As (Taule, Følstad and Fostervold, 2022) show chatbots can help with issues such as answering employees frequently asked questions as well as a range of other beneficial tasks.

Quidelortho and change
Quidelortho as an organisation and team of enthusiasts are open to change and embrace the challenges that come with change. As Brown (2022) shows that by finding and exposing the small oddities and creating dissatisfaction can prove to produce a beneficial basis for change. These current issues raised could be the start of a movement towards an improved HR strategy within Quidelortho. As  (Okpala, 2021) shows change should be seen as a strategic opportunity for growth.

Innovative HR practices already in place at Quidelortho
Currently within our organisation we use an online training platform called “Grow” this takes our job area and creates a list of mandatory training required for the role and area that an individual works within, in addition the manager then manually adds the training that he deems relevant for each report. This could be advanced through AI and big data to allow training to be personal and relevant to individuals goals and as (Baltrip, 2023) shows personalized learning is becoming increasingly important with the rise in digital learning. (Kiu, Chun and Tung, 2023) mentions training is one of HR’s most essential functions and can be used to create a positive learning culture and increase motivation.

Within Quidelortho we use workday as our all-inclusive human resource management software systems. This makes a lot of information easily accessible including compensation, pay, holiday, sickness, job profile and skills. As (www.workday.com n.d) mention they have AI built in at the core of the systems and can provide intelligent predications, limit errors, maximise individuals potential while being trustworthy and ethical. The use of workday is important and is used across the business as an everyday tool. Workday offer more than what we currently use, can offer insights to individual teams, pair with other cloud applications to offer further enhancements to the experience and automate many tasks that are not currently automated as (www.workday.com n.d) shows. Although we use workday as an organisation, we do not use it to its full potential and could utilise this platform to increase employee engagement throughout the business. 

Ethical complexities and the importance of considering diversity and equality when integrating new technologies like AI into the HR framework at Quidelortho.

As an organisation Quidelortho make sure that diversity, equality and inclusivity is an important part of the organisation’s goals. As previously mentioned, there are many positives linked to the use of AI and many areas that could be improved with AI. Although, consideration has to be used around the importance of diversity, equality and inclusivity when integrating such technologies. As (Zhang et al., 2019) shows AI can remove unintentional bias created by humans which is a positive outcome for all businesses. (Zhang et al., 2019) also mentions because the machine learning, algorithms and what data to use can be created by humans there can still be human bias built into the system. This is why great care needs to be taken when introducing modern technologies like this. As (Zhang et al., 2019) recommends systems like this should be tested regularly with specific data sets to ensure bias is not present within the process. (Rifat Ara Shams, Didar Zowghi and Bano, 2023) also show this as a concern and think that this bias could be eliminated by the addition of diversity and inclusion principles into the AI framework and algorithms.  


actionable, future-facing recommendations that Quidelortho could implement to enhance HR and talent management strategies. 
Like all organisations and businesses, it’s clear that Quidelortho can make vast improvements within many areas of there HR strategies. The first recommendation is to introduce the collecting, deciphering, and actioning of big data. As (www.shrm.org, n.d.) mention that big data can be used on many data sets to predict the probability of an outcome which could provide the organisation with key insights around employee turnover, promotion, and productivity. (Zang and Ye 2015) also mention that big data can have a positive impact on identifying personal career paths for individuals which could lead to promotion and low employee turnover rates, this could potentially lower hiring cost too if promotions to more senior roles come from within the organisations. Although, great care has to be taken when introducing to make sure that all data is managed correctly as Kumar (2018) mention that one of the biggest concerns of big data is privacy and that in some cases it has even been reported as discriminatory. The second recommendation is to introduce individual training plans based on data and feedback collected from stakeholders, employees, work environment, field of expertise and managers to ensure that personalised training is carried out to develop individuals and seek out committed high performers within the organisation. As IBM (2021) mention that analysis has shown that people with a willingness to learn can have a better overall performance. Thirdly, another recommendation is to form an AI system to monitor , evaluate, and provide recommendations for changes within the organisations compensation system. It was shown by (Votto et al., 2021) that individuals within an organisation should be paid by the skills, job role and competence to ensure equality and regardless of age, race and sex. Another recommendation to introduce within Quidelortho is the addition of AI chatbots that are available to potential hires, new hires and existing employees which can answer questions to individuals around pay, benefits, policies, training, development and even personal issues that arise. This will allow individuals to gain answers 24 hours 7 days a week. This would be a significant improvement and allow better employee engagement with individuals that work shifts and are unable to pop into the HR office to gain information. It also allows individuals to gain information without having to go and search for it. Routine and administrative tasks could be taken by chatbots, and this allows HR professionals to focus time on strategic and critical thinking tasks to further enhance the HRM as (Danylevych et al., 2021) shows. IBM (2021) also mention that using career coaching with an AI chatbot where employees can ask career focused questions can improve the succession planning within the organisation. AI Chatbots can have a positive impact on recruitment, freeing up valuable time from recruiters and allowing them to sustain a competitive advantage as shown from the study across 120 companies that (Anitha and Shanthi, 2021) investigated.  
If the senior management leaders of Quidelortho were to take these recommendations on board Quidelortho could see many benefits within the HRM.
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