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ABS  RACT

Digital is fundamentally changing the way businesses and governments operate from how
they interact with customers, citizens and suppliers, to how they enable heir employees. New
digital technologies enable not only greater integration and flexibility than ever before, but
also the ability for the employees to have greater shares of voice and ability to participate in
defending and even creating their own work experience. Digital is thus poised to radically
disrupt HR as usual and redefined the future of human resources function in the next decade.
Eventually HR and talent process and the technology that enable them with no longer
constitute their own domain or even be primarily perform by the central HR function. Rather
many aspects of HR and the talent management will become fully embedded in how works get
done throughout the organisation. Thereby, becoming an everyday part of doing business.
HR department that ignores this transformation could face obsolescence.
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Digital is fundamentally changing the way businesses and governments operate from how
they interact with customers, citizens and suppliers, to how they enable heir employees. New
digital technologies enable not only greater integration and flexibility than ever before, but
also the ability for the employees to have greater shares of voice and ability to participate in
defending and even creating their own work experience. Digital is thus poised to radically
disrupt HR as usual and redefined the future of human resources function in the next decade.
Eventually HR and talent process and the technology that enable them with no longer
constitute their own domain or even be primarily perform by the central HR function. Rather
many aspects of HR and the talent management will become fully embedded in how works
get done throughout the organization. Thereby, becoming an everyday part of doing business.
HR department that ignores this transformation could face obsolescence.
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The Role of HR in Digital Transformation

Human Resources is unquestionably about the recruitment, development and retention of
talent. Talent is a differentiator, a business builder and, given the threat from disruptors and
the increasing pace of market change led by the digitalization of business, an ever
increasingly essential driver in protecting from the decline of market share or, at the most
extreme, extinction. HR in DigitalTransformation; far more critical than many may think.

THE DIGITAL TRANSFORMATION JOURNEY:

There are a bunch of bright young things (and a handful of older ones too!) that, off the back
of a bright idea, are now empowered to leverage technology and the Internet to create a
worldwide phenomenon in a matter of months. Crack the idea, define a business case, crowd
source funding and an early audience and develop it to market by leveraging distributed talent
pools from anywhere in the world building on shared knowledge and expertise from many
that have gone before. Not to by any stretch suggest it is easy, 90% of startups fail.

Yet the entrepreneurs don’t fail with them. In the event that a startup produces a minimal
viable product, puts it to market and it doesn’t have taken up the learning’s that are acquired
allow the entrepreneur, team and people to pivot, or reinvent into their next iteration. By
sharing amongst networks and crowds of people looking to succeed and learn from each
other, a pool of talent builds that can readily become smarter, competing with more relevant
experience than you might have had without failure.

The start-up landscape is busy promoting, motivating, inspiring and acquiring digital talent
that most large companies simply cannot. It is this talent that is taking stripes of the
incumbents as they create, innovate, explore, challenge and simply don’t care too much for
the status quo.There’s also a real sense of “can do” — the entrepreneurs that 1 meet on a
regular basis in the digital and technology sectors largely without exception think they might
well be, with all confidence and vigor, the next airing, Netflix, basecamp and so on.And
bigco is sometimes sat there wondering what it all means and how to keep up. Digital talent
inspires change in the right structures where new ways of working, leveraging technology to
create and innovate and increasing speed and agility differentiates. Therefore must HR
consider and do in order to leverage more digital talent along the digital transformation
journey:

1- Create a contemporary culture
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Digital talent is looking for purpose, fun, agility, and momentum towards something
rewarding. They’re not after the gold watch and lifelong position. They are curious and
exploratory and don’t want to be stuck in a box. They also have super high expectations of
experience; don’t expect them to stay if infrastructure and governance don’t allow them to
make a difference and be heard where it matters.

2- Look wider and open up

Crowds, networks and influencers live throughout any sectors ecosystem. Provide the means
and the impetus to connect, transfer, co-develop and co-create ideas and business gain.
Furthermore, some of the best talent doesn’t want to come and work for you, sit at a desk or
for that matter spend any length of time in one place. Allow project teams to form leveraging
online platforms to manage and connect skills underneath leaders who are empowered to
resource accordingly.

3- Avoid departmental approaches

Digital is not a department. Digital is not a department any more than it is a silver bullet, or
something that should be filtered, or even worse bottle-necked through a single role such as a
chief digital officer. Develop plans for digital talent to be distributed throughout the
organization.

4- Recognize the difference between digital skills and behaviors

Training on SEO, display, analytics or similar channel orientations for digital all have a role.
Our bigger gain is collaborative behaviors, sharing, creating space for ideas and creative
thinking. Ideas and people motivated and empowered to turn them into action and business
gain is behavioral as much as it required skills to do so.

5 — Encourage resourcefulness

Train people to find out what they need to know and where to find it. Encourage
resourcefulness as many of the digital skills that can be learnt can be done so flexibly online
through personal motivation. Using platforms well is merely the start; it’s the behaviors that
using them effectively and efficiently and the empowerment they provide to connect and
network that will make the difference.

6- Empower cross functional learning
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A culture that celebrates when something goes wrong rather than persecutes is healthy when
the wrong is turned into learning. Leverage and create the means to transpose learning’s
across teams and functions. Provide a positive framework for this learning to inform people
in getting better, sharing best practice and the means to resolve issues thereby preventing
recurrence.

7- Explore reverse mentoring

Digital natives bring the rest with them through programs of reverse mentoring. The digital
immigrants will benefit from time spent coming to understand not only how the natives
behave but the digital platforms, tools, techniques and means that they utilise to connect,
network and converse.

8- Celebrate the social qualities of digital

It’s called social media for a reason; it’s about humans connecting and sharing and being
social with one another. Rather than preventing these behaviours, celebrate their ability for
people to come together for business gain. Allow people to be social using digital, to chat
informally, to arrange social meet-ups, to connect and build friendly and personable
relationships with each other and the organization’s customers.

9- Inspire rather than bore

If commas, corporate events, email, process and structures feel boring we’ll lose our digital
talent before we know it. Use their insight into what works to improve communications
across the business by giving them space and impetus to inspire change. Add a little fun,
invite feedback, use it to improve and foster more agile and iterative improvement.

10- Lead from the front

Old world HR portals, holiday booking, contract provision? Become digital leaders ourselves
to inspire the journey by becoming advocates for new and improved digital ways of working.
Introduce them from induction through to the way the c-suite communicates. Become a
digital first HR department and lead the way.

DIGITAL TRANSFORMATION AND HR CHANGING ROLES
Digital transformation is reshaping the workplace. Those that underestimate its influence will

feel a very real effect on their bottom line. Gartner predicts that by 2017, 25% of companies
will lose their market position as a result of digital business incompetence and a failure to
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respond to how employees want to work. This ‘people’ dimension is perhaps the most
challenging aspect facing today’s businesses and HR organizations.

As employees change in tandem with digital culture, HR departments must evolve how they
acquire, manage and retain talent. Today’s workforces have high expectations. Employees
don’t want to be boxed in. Employee retention and productivity is now intrinsically tied to
employees’ expectations for a digital business and the changing way they work. HR
organizations are exploring a number of new ways to embrace digital transformation for
better business.

WHY HUMAN RESOURCES NEEDS TO CHANGE THE BUSINESS MODELS
The four trends that lan highlighted were:

v' The proliferation of fast mobile broadband;

v Rapid innovation in devices that access broadband,;

v Fast changes in the applications being used on the internet, including search, social
media, peer-to-peer lending and blogging;

v And a big reduction in the cost of storing and analyzing data.

Some industries are such as Banking and Healthcare have had the most visible change in
business models. Remember the time when you had to go to the teller for most banking
transactions. Now most transactions can be done via online banking. Going to the doctors
practice may a thing in the past. Soon you will be able to consult with your doctor over
webcams.

All functions of the organization have been impacted by this change to different degrees.
Marketing is moving away from print advertisements and spending more time and money on
social media. IT are moving from a in-house resourcing model to one that sources the best
and cost effective talent from anywhere. Customer service is taking enquiries via social
media.

HR needs to revisit its own business model to adapt to changing expectations of value add
and delivery of HR service using approaches from the digital world including agile design,
crowdsourcing and social networks.

CONCLUSION

The human resources function has shouldered much of the responsibility of managing people
in largely segregated operation. Technology advances will change all this by integrating
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talent management into the fabric of everyday business. In HR IT will thus become a vital
component of organizational performance in an increasingly competitive and fast changing
world. As HR heads towards a future characteristics by big data integration, mobility, social
media, gamification and cloud computing, and the ability for organization to manage the
people will grow more flexible, agile and customized.
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www.diginomica.com
http://centricdigital.com
http://borjaburguillos.com
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