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Learning Objectives

ldentify and critically evaluate emerging trends that will shape the future of
HRM

Examine the effects of the gig economy, automation and Al on traditional
HR functions

Discuss how workforce demographics and digital transformation are
influencing HR strategy

Investigate the ethical, social and legal consequences of technological
disruption in HR

Propose evidence-based approaches to preparing HR for future workforce
issues and opportunities.
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Group discussion

What emerging trends do you think will
change HR the most?
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What are Emerging HRM Trends?

Emerging trends in Human Resource Management (HRM) are new or evolving developments,
practices, technologies, or shifts in the workplace that are influencing how HR functions
operate and will have a significant impact on the future of people management in businesses.
These developments are frequently driven by :

Technological advancements
Worker demographics
Economic situations

Social expectations
Regulatory frameworks

In other words, emerging trends are innovations or shifts that are not yet widely adopted but
have the potential to transform established HRM techniques and require HR professionals to
react proactively in order to remain effective and relevant.
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Key Emerging HRM Trends

Aspect Description

Fast evolution of Al, automation, and digital tools requiring agile

Rapid Technological Change -

Managing varied values and expectations across Baby Boomers,

Diverse & Multigenerational Workforce Gen X, Millennials, Gen Z

Shift toward gig economy, freelancing, remote & flexible work

Changing Work & Employment Models complicating HR processes

Cross-border operations demand cultural sensitivity and flexible

Globalization & Cultural Complexity By ——

Vast employee data enables evidence-based HR decisions but

Data Explosion & Analytics . . :
raises privacy and ethical concerns

Desire for meaningful work, flexibility, career growth, and

Evolving Empl E tati :
volving Employee Expectations wellbeing support

Navigating emerging regulations (e.g., GDPR, Al laws) while

Legal & Ethical Complexity maintaining ethical standards
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Group discussion

Why is it important to have good awareness
of emerging trends?
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Importance of Awareness of Emerging HRM Trends

Reason

Strategic Preparedness

Competitive Advantage

Risk Management

Employee Engagement & Retention

Informed Decision-Making

Compliance & Ethics

Agility & Innovation

Explanation
Aligns HR strategies with future workforce and business needs.

Enables early adoption of innovations to attract and retain top
talent.

Helps identify and mitigate legal, ethical, and operational risks in
advance.

Supports evolving employee expectations around flexibility,
wellbeing, and inclusion.

Encourages evidence-based, data-driven HR planning and
interventions.

Ensures adherence to new laws (e.g., GDPR, Al Act) and
promotes ethical practices.

Builds a culture of continuous learning and adaptability in the
face of disruption.
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Gig Economy, Automation & Al




Gig Economy
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A labor market characterized by short-term contracts, freelance work, and
platform-based jobs (e.g., Uber, Upwork, Fiverr).

Area

Talent Acquisition

Engagement & Culture

Legal & Compliance

Performance Management

Impact

Sourcing from broader, global pools but often lacking long-term
commitment.

Difficult to foster a cohesive culture or sense of belonging.

Unclear labor status (employee vs. contractor), tax, and benefits
issues.

Shift from long-term development to project-based outcomes.
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Automation

Use of technology to perform routine, rule-based tasks previously
done by humans — e.g., payroll, scheduling, onboarding.

Examples in HR:

Chatbots answering employee FAQs.

Automated resume screening and interview scheduling
Employee self-service portals.




Automation

Aspect

Efficiency

Cost Savings

Accuracy

NYer:1E111114Y;

Data Insights

Employee Experience

Benefits

Speeds up routine processes (e.g.
payroll, onboarding, scheduling)

Reduces need for manual input and
administrative labor

Minimizes human errors in data
handling and compliance

Easily supports growing or
fluctuating workforce needs

Provides fast access to analytics for
decision-making

Streamlines services (e.g., self-
service portals, faster queries)
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Challenges

Over-reliance may reduce flexibility
or responsiveness in unigue cases

Upfront investment in automation
tools and training

Errors can go unnoticed if systems
aren't properly monitored

May struggle to handle context-
specific or nuanced employee issues

Risk of data privacy breaches or
misuse of employee information

May feel impersonal or frustrating if
tech replaces human interaction
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Artificial Information (Al) in HR U

Al involves systems that can learn from data and make decisions, such as predicting attrition
or evaluating job fit.

Function Al Use Case
Recruitment Al-matching algorithms for CV screening.
Learning & Development Personalized training based on skills gaps.

Performance Management Predictive analytics for high-potential employees.
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Group discussion

What are the ethical and legal risks
associated with Al in HR?
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Ethical & Legal Risks associated with Al in HR

Category

1. Bias and Discrimination

2. Lack of Transparency (Black Box Problem)

3. Data Privacy Violations

4. Consent and Surveillance

Description

Al systems may replicate or amplify existing
human biases if trained on biased data (e.g.,
gender, race). This can result in unfair hiring,
promotion, or compensation decisions.

Al decisions are often not easily explainable. This
lack of transparency makes it hard to justify why a
candidate was rejected or rated poorly.

Al systems rely heavily on employee data, which
can include sensitive personal information.

Mishandling or over-collection of data may breach
privacy laws.

Continuous monitoring (e.g., Al tracking
productivity or sentiment) may raise concerns
about informed consent and workplace
surveillance.
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Ethical & Legal Risks associated with Al in HR

Category Description

If an Al system makes a discriminatory or incorrect
5. Accountability and Legal Liability decision, it’s unclear who is responsible — the HR team,
the vendor, or the developers?

Laws like GDPR (Europe) and Al-specific regulations (e.g.,
EU Al Act) require explainability, fairness, and data
protection in Al use — non-compliance can lead to
penalties.

6. Compliance with Laws

Over-reliance on Al can erode human judgment and
7. Dehumanization of HR Processes empathy in decisions like hiring, feedback, and conflict
resolution.
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Best Practices to Mitigate Al Risks

- Use diverse and unbiased training data

- Ensure human oversight and decision review

- Provide clear explanations for Al decisions

- Conduct Al audits and ensure legal compliance
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Changing Demographics

Trend

Aging workforce

Rise of Gen Z and Millennials

Increased workforce diversity

Global and remote teams

HR Implications

Need for flexible retirement, upskilling older employees,
managing intergenerational teams.

Demand for purpose-driven work, digital tools, career
development, and work-life balance.

Inclusion of different ethnicities, genders, identities, and
abilities requires inclusive policies and bias-free systems.

Challenges in communication, cultural integration, time zone
management, and compliance with local labor laws.
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Group Exercise

“How can HR build inclusive policies that meet the
needs of five generations in the workplace?

10 mins
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Digital Transformation

Digital transformation refers to the integration of digital technologies into all areas
of business, fundamentally changing how work is performed, delivered, and
managed.

HR Function Digital Transformation Impact

Use of Al for CV screening, online assessments, virtual

Recruitment . :
Interviews.

Shift to microlearning, e-learning platforms, VR-based

Learning & Development ..
8 P training.

Use of people analytics and dashboards to track productivity

Performance Management
and engagement.

Self-service HR platforms, digital onboarding, chatbots for

Empl E i
mployee Experience SUpport.
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Digital Transformation

Key Considerations:

- Need for digital literacy across the HR function.

- Shift from admin-focused to strategic, data-driven HR.

- Change management and employee support during tech transitions.
- Ensuring equity and access in digital tools (e.g., not everyone is
tech-savvy or connected).




Masters in

Integrating Demographics with Digital Human Resources Managment
Transformation

- Younger employees often expect digital tools, while older generations may
struggle with adoption

- A diverse and dispersed workforce requires customized digital HR strategies that
are inclusive and accessible.

- HR must balance high-tech with high-touch to avoid alienating parts of the
workforce.

Group discussion —

Discuss how HR can address the above realities to ensure
there are no disruptions in operation.
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Group Exercise

"You are the HR team of a company undergoing digital
transformation. Your task is to redesign ONE HR function (e.g.,
onboarding, training, communication, or performance reviews)
to ensure it works effectively across a multigenerational
workforce, including both tech-savvy and less digitally confident
employees.

"Your redesign should:

- Accommodate digital preferences of younger employees

- Support accessibility and ease of use for older or non-digital-native staff
- Promote inclusion and engagement across all demographic groups

- Address potential barriers (e.g., digital literacy, remote access) and how you
intend to over come them.
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Group Discussion

Can you discuss how emerging technologies in HR (e.g.,
Al, automation, digital surveillance) raise ethical, social,
and legal challenges, and how HR leaders can address

them responsibly?
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Ethical Implications

Issue

Algorithmic Bias

Lack of Transparency

Dehumanization of HR

Surveillance and Trust

Description
Al systems may replicate discrimination (e.g., in hiring, promotion) if trained

on biased data.

Al and predictive systems often operate as a "black box"—employees may not
understand how decisions are made.

Over-automation can reduce human interaction in sensitive processes like
recruitment or feedback.

Digital tracking tools (e.g., productivity monitoring) can erode employee
morale and autonomy.



Social Implications

Implication

Digital Divide
Job Displacement
Psychological Impact

Equity and Inclusion
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Description

Not all employees have equal access to or
comfort with digital tools.

Automation can lead to redundancy in routine
HR and administrative roles.

Al-driven performance tracking may cause
anxiety, burnout, or loss of autonomy.

If poorly implemented, technology can exclude
or disadvantage underrepresented groups.




Legal Implications

Concern

Data Privacy & Protection
Consent and Notification
Discrimination Laws

Right to Explanation
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Relevance to HR

Collection and use of employee data must comply with
laws like GDPR and CCPA.

Employees must be informed about how their data is
collected, stored, and used.

Biased algorithms could violate employment laws (e.g.,
Equal Opportunity laws).

Under GDPR and similar laws, employees have the right
to an explanation of algorithmic decisions.
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THANK YQU!

/.‘




	Slide 1: Human Resources Management In Context
	Slide 2: Learning Objectives
	Slide 3: Group discussion 
	Slide 4: What are Emerging HRM Trends?
	Slide 5: Key Emerging HRM Trends
	Slide 6: Group discussion 
	Slide 7: Importance of Awareness of Emerging HRM Trends
	Slide 8: Gig Economy, Automation & AI
	Slide 9: Gig Economy
	Slide 10: Automation
	Slide 11: Automation
	Slide 12: Artificial Information (AI) in HR
	Slide 13: Group discussion 
	Slide 14: Ethical & Legal Risks associated with AI in HR
	Slide 15: Ethical & Legal Risks associated with AI in HR
	Slide 16: Best Practices to Mitigate AI Risks
	Slide 17: Changing Demographics
	Slide 18: Group Exercise
	Slide 19: Digital Transformation
	Slide 20: Digital Transformation
	Slide 21: Integrating Demographics with Digital Transformation
	Slide 22: Group Exercise
	Slide 23: Group Discussion
	Slide 24: Ethical Implications
	Slide 25:    Social Implications
	Slide 26:    Legal Implications
	Slide 27

