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How are we framing the question/problem and solution set?
What discursive formations are informing the framing of the problem/question and

the related solutions?

Changing world

as disruption or disruptive
innovation,

as fourth industrial revolution,
as shaped by exponential tech,
as digital reset or new normal,
as outsized effects of black swans,

as volatile, uncertain, complex, and
ambiguous

HR

as a function,

as an architecture,

as a value chain,

as a system,

as a structure,

as a set of professionals,
as a set of capabilities

Approach

realigning
recalibrating
re-engineering
reshaping
reinventing
reimagining
revolutionising
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macro level — fourth revolution and tech-centrism
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macro level — fourth revolution and tech-centrism

CLICK THESE HEADINGE e
T JUMP T0 SECTIONS '\;,,

FRAMING OF TECHNOLOGY

AGENCY OF TECHNOLOGY

POLICY FOCUS AND

STRATEGIC CHOICES

HR'S PLACE AND
STRATEGIC CHOICES

different frames, lines of sights and thinking, and destinations

@
Convergence

Exponential universalism,
utopianism and frontiers

Tech-basad disruption

New economies

HR disrupted

TECHAS SOCIAL

Tech as socially constructed and
embedded

ARTEFACT

Incubation, transfer and diffusion

. Mutual influence and institutional-
Context-bound and contingent
boundedness

Disruption and integration Value creation

o ) . Patterns of infrastructure, structura,
Evolving hybrid economies , ,
discourses and practices

HR it for the digital age HR value creation and citizenry for
future

SABPP Factsheet: https://www.sabpp.co.za/resource/resmgr/siphiwe 2020/fact-sheet february 2020.pdf



https://www.sabpp.co.za/resource/resmgr/siphiwe_2020/fact-sheet_february_2020.pdf

SMART CITY

@ Tech fusion and singularity

Combinatorial impact of

technologies such as cloud
computing, Al, big data, Huan bty
robotics, 3D printing,
automation, 10T Technology

Rate of Change
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Something becomes
information enabled

Physical products disappear and consolidate

Source: Singularity University

The cost of products and services decrease significantly

Record
Stores

Research
& Libraries

= . Book ) Lon
. iTunes Stores amazencom Dista ngce ém

GO Sle Classifieds Craigsljst Local Stores eb

Access is available and affordable to everyone



Software platform
Car manufacturers are
developing software
platform for vehicles
and cloud services

Digital ecosystem
Blurring the traditional
boundaries and creatin
an ecosystem that
encompasses the ‘car’
creating a seamless
user experience and
mobility services




HR'S PLACE AND

STRATEGIC CHOICES

HR disrupted

unbundling of HR function,
practices and processes
from lean, agile
organisations to commons
and decentralised,
autonomous, protocol-based

organisations
universalistic and best
practice approaches

THE REBELLIOUS FUTURE OF HR

Beyond
HR
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P
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ITs TIHETD ELOW UP

AND BUILD SOMETHING MEW.
HERE'S HOW
PAGE 53




HR'S PLACE AND
STRATEGIC CHOICES

HR disrupted

. 4

unbundling of HR function,
practices and processes
from lean, agile
organisations to commons
and decentralised,
autonomous, protocol-based

organisations
universalistic and best
practice approaches

HR as Al, RPA, and code

- examples in talent
assessment and learning



HR'S PLACE AND
STRATEGIC CHOICES

HR disrupted

. 4

unbundling of HR function,
practices and processes
from lean, agile
organisations to commons
and decentralised,
autonomous, protocol-based

organisations
universalistic and best
practice approaches

- examples in talent
assessment and learning

CHANGING TALENT
ASSESSMENT LANDSCAPE

problematic
assumptions and
theoretical grounding

biases baked into Al
and data




Strategic choices and roadmaps for HR or ‘bricolage’ by the
HR practitioner?

HR'S PLACE AND HR value creation and citizenry for
HR disrupted HR fit for the digital age !

STRATEGIC CHOICES

future

SABPP Factsheet: https://www.sabpp.co.za/resource/resmdr/siphiwe 2020/fact-sheet february 2020.pdf
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WORLD
ECQNOMIC
FORUM

COMMITTED TO
IMPROVING THE STATE
N OF THE WORLD
White Paper

HR4.0: Shaping People
Strategies in the Fourth
Industrial Revolution
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Developing Mew Leadership Embrace and explain ambiguicy * Culrural Ambassador

Capabilities foar the IR *  COMOINE operatonal Management, Iechnology *»  Dighat HA Lead
((§=ﬂ J'L k() Inegracon and pecple Management skills

L] Usa culiune 25 e New Sorsoune

. Usa analyuics as a key 1ool inthe distribuied crganizamon

Managing the Integration of * Build soramesgies for jobr reinventicn, reskilling and . Head of Work Relmeention and
Tachnaology in the Workforce regepimyment of talem Feskiling
. DRy reskIling pathways for [ELant whose work 1S beng *  Head of REL@Vanoe and Purpose

Transiormed oy auramaticn

L] DOrchesirate a combdnation of acTions o afdress he
Impact of auromation

L] Bulld 3 talent CoSySIEM encCOMpassing altemaniya work
miodels and employ Oiferent metcds of Inding nesded

SKlls
Enhancing the Employee ] Crears a human-cenric, holisoic and purposeful employee * Employes Experience Specialist
Experiance eEperience

* B0t Monior
. Rethink and invest in employee weall-being

*  Align the employee experience with the agile operacing
model

. Use technology 10 engage employess

Building an Agile and ] Foster a oulure of lifelong Learming and shared ] Culmural Ambassador
Personalized Learning responsioaity
Culture ] Engage and pro-aCiWely manage employess In 3r-rsk

jobs

. Unlock the learning mix that is right for the arganizaton

. Track and measwre skills in your organzation

Establishing Metrics for ] Use new pechinologies and data o develop new human ] Head of Insights
Waluing Human Capital caphal merrics MR D32 Sosnmst
] Use techinology and daca o drive The DusIness gecision
miaking

L] Crears external reporming on the valse of and value addad
by hurman capital

. Include all fonms of human caphal within the
organizadon’s merics

Embedding Diversity and . Froacively manage diversity in alignmentwith business " Diversity & Inclusion Oifficer
Inclusion grown

. Embed D& into concrete s1eps in culture and process

L] Use dana analytics rigorously o measure diversity and
AS5EsE InCluson

L] Engage with sizkenolgers and knowladge SOUrces beyond
ThE Drganizanon



National HRM Standards
for South Africa

Setting professional
standards for practice

' I HR MANAGEMENT SYSTEM STANDARDS MODEL SABEP

Prepare

Work- | Learning Reward

planning | lopment nition

Implement

BUSINESS STRATEGY, HR BUSINESS ALIGNMENT

Strategic Talent HR Risk

HR ARCHITECTURE

force | & Deve- & Recog- |Employee

i
SABPP"

5A BOARD FOR
PEDQPLE PRACTICES
Seiting HR stendards

OPLE FRACTICES
Setbey AV saesarty

salnualadwo] YH

Wellness

HR Service HR VALUE & HR Technology
Delivery DELIVERY PLATFORM (HRIS)

- HR METRICS -
HR Measurement System



STRATEGIC HRM STANDARD ELEMENT

Are our HR strategy, processes and systems promoting
efficiency in current operations (fit] as well as building
ﬁ ][ g a HR MANAGEMENT SYSTEM STANDARDS MODEL lgé..gz" cap.ahlltr tu nlEfm S m_d"cts. _md
o workforce to meet new competitive [and technological]
challenges as they arise? [F5 2/20, 1/21]

BUSINESS STRATEGY, HR BUSINESS ALIGNMENT
Strategic Talent HR Risk
HRM - Management - Management

HR ARCHITECTURE

in 2
= Ve ERM -
aon'r?i\, . E\; men for Wello .n ’
HR Service HR VALUE & HR Technology
Delivery DELIVERY PLATFORM (HRIS)

v
HR METRICS
[ 4

Are we actively networking within and across sectors/
industries to identify relevant innovations and potential
disruptions? [FS 2/20]

Have we reconsidered the role of HR and the relevance of
HR practices in the light of the need to consider multiple
ways for people to work forfwith our organisation? [FS
1/21]

Hawe we chosen a model for our " HRE.O' framesork?
IFs 1/20]

SABPP”

SA BOARD FOR
PEQOPLE PRACTICES

How are we viewing technology and human agency
together? [F5 1/20, &20, &20]

Have we challenged the relevance of our Employer
Value Proposition in relation to different, and changing,
segments of ourworkforce? [FS 11/20)

F..l.'ﬂ.'llu" HE standards

Have we reviewed the roles, structure and skills of
our HR practitioners for future requirements and put
in place plans to implament any changes needed? [FS
1/20]




DEVELOPMENTAL CRITICAL-REFLECTIVE
PRAGMATIC REALIST REACTIVE PRAGMATIST CUSTODIAN &EUIDE . ———

Acknowledges and works Follows the Lead of Line Avocaie for paople Mainzins professional
through the “Inner tensions managers and resolves development andwellheing crivcal distance whila
of HREM™ day-1o-day operarionzl working from within
[Caldwell, 2004, p202) Is5uas aooondingly org@nisarion

(Caldwell, 2004; Jivan, 2017)

Mindset, emotional intelligence, and experimentation

Future readiness, emplovability, and literacy

Future lifespan, career, and employee life cycle



https://cdn.ymaws.com/www.sabpp.co.za/resource/resmgr/website_files_1/publications/fact_sheets/fact_sheet_2020/fact-sheet_march_2020v002-mi.pdf
https://cdn.ymaws.com/www.sabpp.co.za/resource/resmgr/website_files_1/2021/factsheets/fact_sheet_march_2021.pdf
https://cdn.ymaws.com/www.sabpp.co.za/resource/resmgr/website_files_1/2021/factsheets/fact_sheet_april_2021.pdf
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Reskilling
revolution

WORLD
ECONOMIC
FORUM

COMMITTEDR TO
IMPROYING THE STATE
OF THE WORLD

“Current systems of learning and signalling job-fit do not

provide the agility that lifelong learners will require, and we

find ourselves at a defining moment to make skills the currency

of the labour market. Shifting to a skills-based system can not

only provide more efficient mechanisms by which employers

can identify the talent they need for business to flourish but

can also create fairer labour markets where individuals are

able to rapidly transition between roles; have greater access

to learning opportunities; and be matched to employment

TODAY, 2018 INCREASING, 2022 DECLINING, 2022

Analytical thinking and innovation

Complex problem-solving

Critical thinking and analysis

Active learning and learning strategies

Creativity, originality and initiative

Attention to detail, trustworthiness
Emotional intelligence

Reasoning, problem-solving and
ideation

Leadership and social influence

Coordination and time management

Analytical thinking and innovation

Active learning and learning strategies

Creativity, originality and initiative

Technology design and programming

Critical thinking and analysis

Complex problem-solving
Emotional intelligence

Leadership and social influence

Reasoning, problem-solving and
ideation

Systems analysis and evaluation

Manual dexterity, endurance and
precision

Memory, verbal, auditory and spatial
abilities

Management of financial, material
resources

Technology installation and
maintenance

Reading, writing, math and active
listening

Management of personnel
Quality control and safety awareness

Coordination and time management

Visual, auditory and speech abilities

Technology use, monitoring and control

Source: WEF (2019)




Reskilling
revolution

The 2020 List of
Occupations in
High Demand:
A Technical
Report

FIGURE 5: High-level view of the list of OIHD methodology

440 unit
groups at the

four-digit
OFO level

QUANTITATIVE

ANALYSIS

show signs of
high demand

=

dimensions

Unit group must

based on various

(discussed next).

=)

QUALITATIVE

ANALYSIS

Once an occupation has been

shown to be in high demand
at a four-digit level, it is then
transposed into a six-digit
occupation by being shown
to be in high demand through
validation with private and

public stakeholders.

Occupations
» at the six-digit
OFO level

INCLUSION CRITERIA

Automatic inclusion

= Occupation is
mentioned five or
more times across
literature

e Interview with industry

representative provides

strong motivation for
inclusion

Conditional inclusion based
on supporting evidence

Occupation is mentioned
two to four times across
literature, but demand
seems narrowly specified
Occupation is mentioned
one to two times across
literature, but underlying
qualitative evidence

is robust

Conditional inclusion based
on literature

A literature review

of other grey literature
or academic sources
provides evidence that
the occupation in
question is in high
demand

EXCLUSIOMN CRITERIA

.]

Automatic exclusion
= Interview with industry

representative provides

strong motivation for
exclusion

= Occupation is not
sufficiently skilled, not
sufficiently in shortage,
or not sensible (35)

Conditional exclusion based
on supporting evidence

Occupation is mentioned
one to two times, but
underlying qualitative

evidence is not robust

(i.e., principal custodians

of said occupation are
not the voices behind
including particular
occupations)




Critical requirement for national intervention:

Consensus on constructs (knowledge, skills,
abilities, aptitudes, attitudes, mindsets,
competencies, competence, capabilities, meta-)
Drawing on sound neuro, psychological,
behavioural and sociological theories and
frameworks (how constructs relate and interact)
Understanding the roles of pedagogy, andragogy,
and heutagogy

Enabling skills development landscape

Are jobs and occupations the anchor for skills
development?

Consensus on our objective — critical, reflexive,
and productive citizens? Empowering or tooling
employees? Or need to shift beyond the
traditional binaries?



Capalbilities
and future
literacy

Related to the above discussion of capabilities, the United Nations
Educational, Scientific and Cultural Organization (UNESCO) is promoting
the development of future literacy. However, we need to note the use of the
terms, capability and skill, in the description of future literacy.

UNESCO'’s promotion of ‘using-the-future’ shifts perspective from seeing
the workforce as reacting to the shifting skills demands caused by
technological changes. It is human beings (as citizens, agents, and
members of the workforce) that shape and develop technologies.
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Capalbilities,
careers, and
contexts

However, as the discussion on capabilities suggests, this may be a narrow
lens.

Future employability may be seen more broadly as the interrelation and
dynamic between capabilities, careers, and contexts. That is, the
individual’s capabilities that have been developed and can be developed
through his/her lifespan; the individual’s career drive, journey, and related
development through successive career transitions and/or portfolio of
career positions/roles held concurrently; and the labour market and broader
socio-economic and political landscapes.

The key question is: who is responsible for and funds the future
employability if there is an interrelation and dynamic between
capabilities, careers, and contexts.
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HR Management System Standards Model

SAEBPP HR MANAGEMENT SYSTEM STANDARDS MODEL

BUSINESS STRATEGY — HR BUSINESS ALIGNMENT

Strategic Talent HR Risk
HRM Management Manage ment

HR ARCHITECTURE

Learning Perfor-
o “ff::' 5 Well-
planning L0 - ess
lewgm vt EEmert
HR Service HR VALUE & HR Technology
Delivery DELIVERY PLATFORM (HRIS)

S3IINILI4dNOD HH

S+

HR MEASUREMEMNT
HR Audit: Standards & Metrics




HR Competency Model

SOUTH AFRICAN HR COMPETENCY MODEL

TALENT
SHR MANAGEMENT
CAPABILITIES

HR GOVERNANCE, RISK,
COMPLIANCE

ANALYTICS & MEASURE

HR SERVICE DELIVERY

HR & BUSINESS KNOWLEDGE

LEADERSHIP & PERSONAL CREDIBILITY

ORGANISATIONAL CAPABILITY

SOLUTIONCREATION & IMPLEMENTATION

INTERPERSONAL & COMMUNICATION

o
o
=
3
m
4
m
z
Q
m
(7]
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CITIZENSHIP FOR FUTURE: INNOVATION, TECHNOLOGY, SUSTAINABILITY

DUTY TO SOCIETY

i
SABPP" 00000

SA BOARD FOR
PEQPLE PRACTICES.

Satn i standrts SA Board For People Practices - Setting HR Standards

HOME ABOUT MEMBERSHIP PRODUCT SOLUTIONS CPD KNOWLEDGE HUB EVENTS ONLINE STORE CEO CORNER
w
Member CPD 2020 Enter search criteria..
CPD » Member CPD

Continuous Professional Development (CPD)

the HR profession through th
eir competence and professio

tion of a culture of continuous professional development (CPD) and ensuring that all registered
m.

PP CPD is a blend of input or output-based methods. concepts and practises that are aimed at assisting the HR professional to progress throughout her or



Setting HR Standards

Developing professional

standards

» Standards of good people
practices (HR Management
System Standards Model)

= Code of professional and
ethical conduct

= Professional competence —
registration and continuous
professional development

HR Voice

HR governance
R&D

Value & visibility
Optimising
alliances
Innovation & tech
CPD

Excellence

PEOPLE Factor

Positioning HR in
digital era
Excellence and
evidence-based
Online & in touch
Partnering and
promoting HR
profession
Leading on people
practices
Ethically-centred
governance




THE PEOPLE FAC .TRATEGY #HR202030

Knowledge Digital HR
and
Productivity

HR Academy Ethics

and @
Competency

Pesitioning HR
HR Standards In the digital era - HR Analytics and

and Audits E Srcilionts aad Metrics
evidence based

Responsibility

0 On-line and In touch

Employee life
Partnering and promo-
P ting the HR profession Futcuyrcel.ollnwdork

----------------- Leading on people Tesscccrnecconead

practices
. Appreciation
earning from A

L
past lessons
Leveraging on ’
opportunities
Leading organisations

Leading people forward based with good governance
on predictive analytics

Quality
Assurance

Core products and
Services
SIIALRS

pue synpotd 310)

Ethically-centred
Governance

Competence

Governance POWERED BY DIGITAL HR AND HR CITIZENRY Duty to society



HR ecosystem & pipeline
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Thank you for providing a space to share our thoughts. This Is an
Important platform to begin reflections on key questions and issues. |
am available for further engagement.

ajay@sabpp.co.za

iNn
https://za.linkedin.com/in/ajayjivan
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