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2. Script

Hello, my name is Julian Phillips and I'm presenting today the managing people and organisations module for advanced and emerging technological issues and HRM and IHRM at Amcor student number 240-8627.
So first of all, I'd like to introduce you to Amcor. They're a global leader in the packaging industry. They have a global footprint of over 200 plants and 41,000 employees, which is spread across 4 regions, Europe, Middle East and Africa, North America, Latin America, and Asia Pacific. There's an exciting time for the business with an upcoming merger with Berry Global, who are another large business in the packaging sector.  So we have 13.8 billion revenue which is going to rise to 24 billion post the merger.
It also comes with 34 thousand additional employees taking us to 75,000 overall. So alongside that, lots of HR challenges and lots of HR policy deployment that needs to be in place.

So, the advanced and emerging issues that have identified are centred around artificial intelligence, technological advances and globalisation. 3 large scale changes which are currently happening within the HR industry as we transition from the more transactional side of HR, such as personnel management into strategic HR, looking forwards into how we can leverage technology to improve our overall business.  So, with artificial intelligence.
Ethical bias is something that we need to look at, and there's a great example at Amazon where a tool was created for their recruitment process for candidate assessment.
Unfortunately, the tool came with ethical bias, as what happened was the tool. It looked at 10 year’s worth of resumes, predominantly those resumes were males. Therefore, it created a bias within the system where it was looking more for male candidates and rejecting female candidates simply because the sector at that point in time was male dominated. Obviously, Amazon had to get rid of this tool because the tool was no good for any kind of DEI aspect of the business.
Protection of data with AI is critical. The GDPR Act of 2016 gives very clear guidance on the usage and protection of data in the UK, which makes the data protection aspect of AI in terms of can external people access it? How do we store it? Which internal people can access it, ensuring that only the correct people have access to the correct data? 
With talent retention McKinsey coined the term the war for talent in 1998 and spoke about how there's a small talent pool of good talent and obviously a lot of businesses trying to get that talent. So we can leverage artificial intelligence to ensure that we have market analysis, Generational analysis, needs analysis for what we need to have in place for the talent to retain that we already have and to attract from the competition and straight from the universities into our graduate programmes.
With technological advances, the automation of tasks is something that can come alongside technology.
And a great example of this is Unilever, where they used AI in their recruitment to very good use and they created a system which would analyse people against games for competencies. Then it would check with AI against previous successful candidates. Then it would move on to a video assessment, which AI would also assess and then it would look at whether they were good against previous successful candidates, only then move into an in-person interview stage.
This saves 70,000 hours of transactional time with a hiring managers, so productivity gains come in line with automating transactional tasks. So when you look at an example of McKinsey, they leveraged engagement to ensure that they got productivity gains and when they utilised engagement data and worked with what that was telling them on a live and fast basis, they gained 7% in their productivity, but an overall 5% gain in their business organisational performance.
And that falls into live data, so this advance allows us to get data at the point of use. So, in terms of where if you go to an airport and you go to the bathroom, you'll see that there's a red face and a green face that tells you if you were happy or not with the cleanliness of that area. A very similar type of thing that we want to introduce into manufacturing utilising the technology, but we need to make sure that it's got the correct data within it because if it's just being fed with bad data, it will give us nothing to work with, so we need to ensure that we're getting good, strong engagement data at the point of use.
And then we can move fast and then globalisation. So globalisation is an issue or an opportunity for all businesses working across nations. And with that comes mobility of staff.  So it's crucial to HR policy, where globalisation is present, that talent can be moved to the point of most need. But then, alongside that cultural appreciation is critical to ensure that we integrate the talent into the new surrounding culture.
If we move somebody from the UK to China, they're going to find something very different in China to what they were used to back in the UK and vice versa across many different nations.
So the impact of Amcor, there's reasonably low levels of AI usage, so we don't have an impact in a positive way for that. But then we can have the negative impact of having generally transactional tasks which could be automated using technology, the GDPR rules that create additional controls in terms of making sure that the data is stored correctly, that it's accessed correctly and also the signage and the knowledge of what is OK and what is not OK. So, an example being we have CCTV cameras inside the factory.
We have to have signage to show people that the cameras are present, but we are not allowed to view the cameras unless there is an incident which needs to be investigated, be it safety, be it behavioural. 
We do use an algorithm for the talent system. We utilise a scoring method for above average below average and then also we use the 9 box model which is fed from the algorithm to show people who have a potential successors who have superstars are and then also who we need to have some developmental conversations with.
So in manufacturing, automation generally creates a lesser headcount requirement. I don't mean in the HR terms. I mean in terms of manufacturing automation.
So if we automate a machine then generally it will require less labour to operate that machine. Or perhaps you can operate more machines with the same labour, so that creates a productivity but then also creates from HR policy requirements for redeployment, retraining or in some cases unfortunately redundancy and then engagement data. Amcor is annual with the Pulse survey or ad hoc so it only happens if there's a coffee chat or if there's a town hall meeting. But.
At best, these will happen quarterly at Amcor.

What influence does this have on strategic aims? 
It will drive innovation and agility, innovation via using the most modern technology for use via utilising the technology that will drive us to the next level in terms of AI usage, taking away transactional tasks, allowing us to be more strategic with our employees. That also gives us agility. It means that we can move quickly because the data is readily available and presented to us by the technology.
And therefore we're not having to spend a lot of time on the transactional side of things with our employees. They are presented with the data and make fast decisions and move on.
We can enhance our diversity, equity and inclusion. We can ensure that we have an understanding of our overall demographic, be it male to female, be it different cultural aspects, be it a disability aspect and we can ensure that there's nothing that's been put in place to stop our diversity and equity and inclusion increasing across the globe, the global footprint.
It will help us win the war for talent, so utilising the tools we can have market analysis, but also generational analysis.
We have the baby boomers who are now coming towards retirement and we have Generation Z coming into the workplace with very, very different views on what a workplace should look like and what the expectations are. Good examples would be remote working, hybrid working, renumeration, 4 day working weeks, work hours to work around when people want to do the work rather than being fixed. So we need to make sure that we've got things in place to win that war for talent and bring the people into Amcor whilst retaining our talented people that we already have.
And these then will give us market competitiveness if we have the best talent, we're being agile, we're utilising innovative technology and ensuring that we have a strong DEI culture, our natural competitiveness will come through.

So the impact on our competitive edge, so predictive workforce planning, it allows the business to keep key positions filled and a talent pipeline in place, but it can also ensure that we can see for future needs what we what we're going to need to bring into the business if we can see that there's a strategic change ahead, then we can ensure that we've got people coming into the business and trained up to the level required before that change is enacted.
For employee engagement, again the McKinsey example of 7% productivity gain and alongside the 5% increase in organisational performance.
That gives a competitive edge and the financial edge with happy employees doing good work, enjoying their work environment. Then we're going to have better productivity naturally from sustainability point of view. The goals are very important to global organisations and especially to Amcor with very strong goals to ensure that packaging manufacture is recyclable. For example, is leveraging its own creative technology called asset to complete life cycle analysis on its assets globally and identify where the machinery is no longer sustainable against the current goals. That could be because of CO2, high electricity usage, it could be that the parts are no longer easily sourced and from that these assessments tell us what we should do in terms of removing the machinery, investment strategies, capital expenditure strategies and in 2024, 1827 of these assessments were completed globally.
A reduction in transactional tasks such as recruitment where CV review and induce a time consuming and therefore costly can be positively impacted by AI technology.
With automated reviews such as the Unilever example, and then also many, many more examples in the industry where we can see that people are utilising this to take out the first steps of the recruitment in terms of checking CVS, checking eligibility, checking education requirements, which is then taken away from something a person would have done in the past.

So from a recommendations point of view, for example, to develop further utilising AI and technology, we should be implementing an AI recruitment tool.
So such as what Union lever did engage with the companies such as Pymetrics, who create recruitment tools, asking candidates to use aptitude based games, followed by an AI reviewed video interview assessing these against previously successful candidates or talent in the business before being moved into the in person interview stage and again as earlier this saved Unilever 70,000 hours of transactional task time and thousands of dollars whilst Amcor doesn't operate on the same scale as Unilever
It's still a large scale advantage to gain.
Adopt predictive talent analytics, which will reduce staff attrition and predict our needs. Strategic workforce planning can be aided by adoption of those talent analytics and course. Swansea is an average age demographic of 45 years old, so we need to ensure that a pipeline is in place to cover our future needs. Also to predict when people are having more sicknesses and then future possible retirements in the business, McKinsey anticipated with strong analytics a 25% spend reduction is capable in HR whilst maintaining performance utilising the tools that they offer.
With AI requires ethics, and it's crucial alongside the stringent requirements of the GDPR, that we ensure that all data collected is stored and used correctly. Furthermore, Floridi et al. They set a guidance of five principles for AI and society beneficence, ensuring well-being and dignity in the use of AI. Non maleficence for privacy security and caution of usage 
Autonomy the power for the human to still decide justice, avoiding unfairness from bias in the system.
And Explicability enabling the previous four with an intelligibility and accountability remaining with the human. This aspect is critical as AI is a fantastic tool to provide data, but it should be data for a human to review and still make a decision on as the bias within AI doesn't really exist, it is biassed, based on what it's learned, but not only that, it will be very, very straight in the answer not to take any external considerations which humans need to do in these decisions.
So big data is going to be critical during our merger with Barry. 34,000 employees will transfer to Amcor upon the transaction closing and alongside them large swathes of data regarding talent performance and policy deployment. According to a Deloitte study, 75% of companies believe big Data analytics are important. However, only 8% believe they are actually strong at this and Amcor are in the lower end of the scale with improvement required to utilise technology with big data to complete many tasks that are still very transactional such as Engagement, talent, mobility and recruitment.
Creating a live engagement data will aid this and it will allow us to move more quickly to ensure employees needs are being met where currently there is an annual pulse survey of all employees and ad hoc events such as coffee chats with senior leaders. The process isn't fast enough, and this can breed discontent amongst employees. Given the present voice in the methods of the business will aid engagement and open the opportunities such as referred to by McKinsey, giving that increased engagement, increased productivity, and overall performance of employability, so that's the end of the presentation for me. Thank you very much for your time.
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