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WIth you [oday

During this session we will look at:

Deborah Versteeg

Director, People and
Change Advisory

@ Al’s role in the shift from transactional to strategic HR
Automation and augmentation of roles and skills

Stavros Demetriou People analytics and the future of work

Director, People and
Change Advisory

Preparing HR for the future
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Whats digial disruption?

The impact technology has on shaping and transforming organizations and the world. Automation is
expected to change every job category by at least 25%.

Humans (human labor) + Machines (digital labor) = An Empowered Workforce
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INe many faces or disruptive technolodies

Robots and Virtual Reality Natural Language

Artificial Intelligence /Augmented Processing /
(HR Chatbots, Al Assistants, Reality / 3D Sentiment Analysis
Cognitive Robots) Holograms

Autonomous Driving Advanced Machine Blockchain
Vehicles Learning /
Deep Learning

kPmG

Internet of Things

Quantum Computers
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Artificialinteligence: Danger or opportunity?
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| Efficiency/ Optimization : Global Business Services |  Enhanced Customization/
: Some Personalization i Consumerization of HR

10



4/9/2019

1NISIS what stratedic and A-empowered HR 10oks like

What work is done: Where work gets done:
Higher-value services Geography no longer matters

)

Who does the work: How work gets done:
Reshaped support structure Automation and integration
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WRICNjoD types are In Scope for automation?

Within a Potentlal_ for Future Employee Human
Function Automation Relations Labor
HR Business
c Partnering
ommon
across .
o  functions Leadership
8
<
@
3
g
5 Common
within BU
Already
Full-cycle Performance
Common
Across Automate(z:d didat recruitment management
andidate .
Organisation Payroll Sereening Onboarding

Transactional Rules Based Requires some

judgment

Highly Complex/Requires
a knowledge base

Nature

work of independent member firms affiiated with KPMG Intemational Cooperative (‘KPMG Intemational"), a Swiss entiy
jonal

2 Canadian limited ia

Source: Frey & Osborne
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How does digitalfabour impact the HR organisation?

Learning @ Reasoning

Enhanced process

Rules based automation automation

Cognitive augmentation

Helps HR to automate

. . Improves HR process Further shifts HR as cognitive
highly manual, repetitive . .
. effectiveness and quality technology can handle complex
tasks; thus allowing work on . . . .
. (e.g. Talent Acquisition candidate activities using unstructureddata
higher value areas (e.g. . . . . .
L . generation using social sourcing (e.g. Watson enablement of predictive
Recruitingand Onboarding . X . .
and selection algorithms) analytics from multiple data sources to

processes) drive improved insights to managers

and businessleaders)
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Understanding the critical skills needed for the future of HR are helping to define the future HR archetypes.

46*
41% %
38% g7w 3gx 39 —
34% 32%
27%
& Canada
@ Global

Design thinking to  Managing multiple Workforce Managing the Digital business
improve employee employee value forecasting and/or complexities of services (e.g. HR
experience propositions for shaping to deliver permanent, service delivery
multigenerational the workforce of termporary, for efficient and
workforce and/or the future contingent andfor gig  effective hire to
different types of working as a total retire processes)

employees workforce

4,

.X/é» [ﬁ]
Employee m (o}
Experience Srr:‘t)ggll?st th_awqral People Robotics
Consultant cientist Planner (':\zpabmty
anager
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BUId INSIgNES on aconsistent foundation of cata and metrics

Insights should be built on a consistent foundation of data and metrics to provide a holistic view of the organization.

Predictive .
v o
What will happen? o o ®
]
Forecasting performance ° o '
Why did it happen? o0y
. ® L
Analytics capabilities ° PR
° o
) c N ‘ v ®
boaee £ RPN Diagnostic l v °
5C’s metrics ; aNPZs
! | . - | — i}
. framework; § . @ U s
. ! o+
" ' / Prescriptive
\ ; v
oS - What should we Disruptive
/4 do about it? v
Capability — What happened? M t How do we adapt and
- Data Integration lanagemen disrupt reality?
Decisions
.\_/. Alternative realities
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HR nas Struggled to celver value fromworkforce INSIgnts

460/ 78\
Workforce analytics is a major 0 4 A

N
emerging trend in human resource
management. Yet, despite the enthusiasm, there
exists a misunderstanding of how organizations can
successfully use workforce analytics to achieve
important organizational outcomes.”

of respondents place ‘big data and analytics’
expertise as the number one skill in short supply for
four years in a row.

Source: The Harvey Nash/KPMG CIO Survey 2018: The Transformational CIO.

1 Harvard Business Review — May 2018

AR WILN TUly Iveraged analytics

HR of the Past HR of the Future

Analytics uncover actionable success
characteristics such as optimal team size, and
rewards and benefits

Link between engagement and bottom line is
not fully clear.

Review metrics to proactively assess talent
risk and burnout; create talent pool, minimal
time to backfill

Employees terminated, reactive hiring, slow
time to backfill

Analytics empower managers to identify which
employees are most likely to quit and why.

Organizations are powerless to turnover.
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(baSe Studies: How does AR [0k different now?

X yllile GELF vl
anchor  sounbcLoup ‘m CISCO.
Chatbots for Data for Apps for Predictive
Recruiting HR De(_:ision Better Analytics

Making Employ: for Retenti
Experiences
Kb
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0 the future
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Whatshould you be thinking about?

HR as usual is not an option. The biggest limitation is the imagination of

those who must deploy Al and technology for more efficient and effective HR.

What HR use cases would add

the most value to apply analytics? Where do we start?

Do we have the right skills in HR?
Which ones are missing?

How will our ways of working
need to change to adopt a
data and insight led
culture?

Are we prepared to reinvent
HR at our organization?

How much appetite do we have for automation?

How do we become more
evidence based?

What changes do we need to make to be seen as
value driving as opposed to an administrative cost?

kb =

23
Steer yourself toward your preferable future by discussing how you can overcome challenges which
come with Al and disruptive technologies in the workplace.
How can businesses profit from new i i
economic opportunities while safeguarding How do businesses capture the cost savings
the wellbeing of employees and other anfi other bt_attom-llne ben_eflts of automatlf)n
stakeholders? while releasing the potential of human capital
to do other, more valuable things?
How should organizations
manage the transition to the
workforce of the future?

What will the impact of What is the impact of intelligent automation on customer
automation be on our experience, and how can businesses ensure that they are
brand and position in prioritizing customers over cost-cutting?

society?
Kb 2
24
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® Deborah Versteeg
A Director, People and Change Advisory
M: 604-803-3342

\ \ E: dversteeg@kpmg.ca

Stavros Demetriou

Director, People and Change Advisory
M: 403-612-1167

E: sdemetriou@kpmg.ca
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