27 N3y
"&%JSREM%

e-Jour

International Journal of Scientific Research in Engineering and Management (IJSREM)
A Volume: 08 Issue: 05 | May - 2024 SJIF Rating: 8.448 ISSN: 2582-3930

Human Resource: Futuristic Role of HR Professional Enhancing Technical Skills

Sneha Dutta, Sneha.dutta21082002@gmail.com *
Neel Nayan Dwivedy, dubeyjimb@gmail.com 2
Priyanka Chhibber? priyanka.chhibber22@gmail.com

12 MBA Student Mittal School of Business, Lovely Professional University, Phagwara,Punjab 144001, India.
2Associate Professor, Mittal School of Business, Lovely Professional University, Punjab

ABSTRACT:

As technology continues to revolutionize the workplace, the role of HR professionals is undergoing a profound
transformation. In the future, HR professionals will play a pivotal role in leveraging advanced technologies to
drive strategic HR initiatives and enhance organizational performance. This abstract explores the key aspects of
this evolving role, focusing particularly on the imperative for HR professionals to enhance their technical skills.
One critical area where HR professionals will need to excel is in data analysis and analytics. By harnessing the
power of data-driven insights, HR professionals can make informed decisions, predict future workforce needs,
and optimize workforce management strategies. Additionally, as artificial intelligence (Al) and automation
become increasingly prevalent, HR professionals must understand how to effectively implement and manage
these technologies to streamline HR processes and enhance efficiency. Furthermore, in the realm of recruitment
and talent acquisition, HR professionals must adapt their strategies to the digital age. This involves leveraging
digital platforms, social media, and applicant tracking systems to attract, engage, and retain top talent in an
increasingly competitive landscape.

Moreover, the rise of remote work necessitates proficiency in collaboration tools and virtual communication
platforms. HR professionals must ensure that remote teams remain connected, engaged, and productive by
leveraging tools such as Slack, Zoom, and Microsoft Teams.

In addition to these technical skills, HR professionals must prioritize cybersecurity and data privacy to protect
sensitive employee information in an increasingly digitized HR environment. By implementing robust security
measures and complying with data protection regulations, HR professionals can safeguard employee data and
maintain trust within the organization. Finally, proficiency in HR information systems (HRIS) and other HR
technology platforms is essential for streamlining HR processes, managing employee data effectively, and
driving operational excellence.

Keywords- HR professionals, technical skills, Data analysis, Artificial intelligence, Recruitment, Talent acquisition,

Digital platforms, Remote work, Collaboration tools, Cybersecurity, Data privacy, HRIS, HR technology.
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1. INTRODUCTION:

In the ever-evolving landscape of the contemporary workplace, Human Resources (HR) professionals find
themselves at the crossroads of traditional people management and the dynamic integration of technology. As
organizations increasingly rely on technological advancements to drive efficiency, HR professionals are
recognizing the need to enhance their technical skills to stay relevant and contribute effectively to the success of
their organizations.

Historically, HR roles have been associated with people-centric functions such as recruitment, employee relations,
and talent development. However, the digital transformation sweeping across industries hasprompted a paradigm
shift in the expectations placed on HR professionals. The emergence of HR technology, data analytics, and
automation tools has created new opportunities and challenges, necessitatinga skill set that blend human-centric
expertise with technical proficiency. Enhancing technical skills among HR professionals is not merely about
adapting to change; it is a strategic imperative for staying ahead in a competitive business environment. The
ability to harness technology effectively allows HR professionals to streamline processes, make data-driven
decisions, and contribute meaningfully to organizational strategy. Moreover, understanding and leveraging HR
technology can lead to improved recruitment processes, enhanced employee engagement, and more informed
talent development initiatives.

This paradigm shift also aligns with the broader trend of upskilling and reskilling the workforce. HR
professionals, as stewards of talent within organizations, must lead by example in embracing continuous learning
and development. By acquiring technical skills, HR professionals position themselves as invaluable contributors
who not only understand the intricacies of human capital but also possess the tools to optimize HR processes for
greater organizational success. Furthermore, the study aims to analyze the emergence of big data and predictive
analytics has enabled HR professionals to adopt a data-driven approach to talent development. By leveraging
analytics tools, HR professionals can gain insights into skills gaps, identify emerging trends, and forecast future
skill requirements. This proactive approach empowers organizations to stay ahead of the curve by continuously
upskilling their workforce to meet evolving technological demands.

2. REVIEW OF LITERATURE:

N Dhanpat (2020) The study investigates the role of HR professionals in navigating Industry 4.0 within the South
African context, aiming to fill a gap in existing research. Using a qualitative approach, 12 HR professionals were
interviewed to understand their perceptions and experiences. Thematic analysis revealed that HR professionals
need to embrace roles as strategic partners and talent managers, requiring competencies such as creative
innovation, change management, and people enablement to leverage the opportunities of Industry 4.0 while
addressing its challenges. The study proposes a preliminary model for navigating Industry 4.0 and highlights its
practical and scientific contributions.

K Mantzaris and B Myloni (2023) This quantitative study investigates HR professionals' perceptionsregarding the
adoption of technological applications under the fourth industrial revolution (Industry 4.0) across 25 critical
human resource management (HRM) challenges. Additionally, the authors examine potential cross-cultural
differences in these perceptions. Findings suggest that while HR professionals recognize the benefits of
technology, they believe it cannot entirely solve human-centered and emotional- based challenges, as these are
less amenable to automation. Significant cross-cultural differences were observed in perceptions related to
decision-making based solely on personal interest and managing confidential information post-employment
termination. The study represents a pioneering effort in addressing the impact of Industry 4.0 on HRM challenges
at a cross-cultural level, highlighting the need for a nuanced understanding of how globalization and technological
advancements influence HR practices worldwide.
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3. RESEARCH METHODOLOGY:

Determine the overall approach for the study, including quantitative and qualitative methods. Given the
complexity of the topic and the need for comprehensive insights, a quantitative and qualitative approach
might be most suitable. This involves quantitative data collection and analysis methods. In an era of
rapid technological advancements, the significance of HR professionals enhancing technical skills
cannot be overstated. Equipping employees with the necessary technical competencies ensures they are
prepared to meet the evolving demands of the future workforce, contributing to organizational resilience
and adaptability. Organizations that prioritize technical skill development gain a competitive edge in the
marketplace. HR professionals play a crucial role in identifying emerging technical trends and ensuring
employees possess the requisite skills to innovate, problem-solve, and drive organizational success.
Offering opportunities for technical skill enhancement enhances employee satisfaction and
engagement. HR-led initiatives that investin employee development foster a culture of continuous
learning, leading to higher levels of talent retention and reduced turnover rates. Technical proficiency
among employees leads to increased productivity, efficiency, and effectiveness in performing job tasks.
HR professionals who focus on enhancing technical skills contribute to improved organizational
performance, ultimately driving bottom-line results. Technical skill development fosters a culture of
innovation and creativity within organizations. HR professionals who prioritize innovation-related
skills enable employeesto harness technology to generate new ideas, products, and services, driving
continuous improvement and growth.

4. RESEARCH OBJECTIVES:

1.Finding out HR technical skills referred to in the organization.2.Ranking of those skills as per the
usage

3.Recommendation of various training plans for the identified areas where the skills need to be
improved.

5. ANALYSIS:

Factor Analysis: Factor analysis is a statistical technique used to identify underlying patterns or latent variables
(factors) among a set of observed variables. It aims to explain the correlations between observedvariables in terms
of a smaller number of underlying factors, thereby reducing the complexity of the data.

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .589
Bartlett's Test of Sphericity  Approx. Chi-Square 340.509
df 105
Sig. .000

The KMO statistics measure the adequacy of the sample for factor analysis. It determines whether the variables
included in the analysis are related enough to each other to proceed with factor analysis. TheKMO statistic
ranges from 0 to 1, with values closer to 1 indicating that the data are well-suited for factor analysis. A KMO
value above 0.6 is generally considered acceptable, while values closer to 1 indicate bettersampling adequacy. In
this case, the KMO value is 0.589, which suggests that the data may have some limitations in terms of their
suitability for factor analysis.
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Bartlett's test evaluates whether the correlation matrix of the variables is significantly different from the identity
matrix, indicating that there are relationships between the variables that are not simply due to chance. In other
words, it tests the null hypothesis that the variables are uncorrelated in the population. The test calculates an
approximate chi-square statistic and its associated p-value. A significant p-value (typicallyless than 0.05) suggests
that the correlation matrix is not an identity matrix, supporting the use of factor analysis. In this case, the
approximate chi-square value is 340.509 with 105 degrees of freedom, and the p- value is 0.000, indicating that
Bartlett's test is significant. Therefore, the null hypothesis of no correlations between variables is rejected,

supporting the suitability of the data for factor analysis.

One Sample T- Test:

One-Sample Statistics
N Mean Std. Deviation = Std. Error Mean

ace 104 52.50 30.166 2.958
bad 104 51.29 29.269 2.870
cap 104 1.59 .705 .069
dip 104 2.05 .999 .098
jee 104 3.67 1.903 .187
fad 104 3.51 .812 .080
clone 104 4.00 1.191 117
cup 104 3.13 .952 .093
free 104 3.34 1.297 127

One-Sample Test
Test Value = 100

95% Confidence Interval of the

Mean Difference
t df Sig. (2-tailed) Difference Lower Upper
ace -16.058 103 .000 -47.500 -53.37 -41.63
bad -16.973 103 .000 -48.712 -54.40 -43.02
cap -1423.197 103 .000 -98.413 -98.55 -98.28
dip -1000.085 103 .000 -97.952 -98.15 -97.76
jee -516.292 103 .000 -96.327 -96.70 -95.96
fad -1211.143 103 .000 -96.490 -96.65 -96.33
clone -822.300 103 .000 -96.000 -96.23 -95.77
cup -1037.604 103 .000 -96.875 -97.06 -96.69
free -760.146 103 .000 -96.663 -96.92 -96.41
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6. CONCLUSION:

e Identification of HR Technical Skills:
Through systematic analysis and assessment, the study identifies a comprehensive set of technical skills
relevant to HR roles within the organization. This helps in understanding the skill landscape and areas of
expertise required for HR professionals to perform their tasks effectively.

¢ Ranking of Skills by Usage and Importance:
By evaluating the frequency of usage and perceived importance of each technical skill among HR
professionals, the study highlights critical areas where HR professionals excel and areas that require
further attention. This ranking provides valuable guidance for prioritizing skill development efforts and
allocating resources effectively.

e Recommendation of Training Plans:
Based on the identified skill gaps and training needs, the study recommends tailored training plans and
interventions to enhance the technical competencies of HR professionals. These recommendations aim
to bridge the identified skill gaps and empower HR professionals to meet theevolving demands of their
roles effectively.

7. IMPLICATIONS:

Adapting to Technological Advancements: As technology continues to evolve rapidly, HR
professionals will play a crucial role in ensuring that organizations and their workforce can adapt to
emerging technologies. Future research and practices may focus on identifying the most relevant
technical skills for different industries and job roles, as well as developing innovative training and
development programs to upskill employees.

Integration of Artificial Intelligence and Automation: With the increasing integration of artificial
intelligence (Al) and automation in the workplace, HR professionals will need to understand how these
technologies impact workforce dynamics and skill requirements. Future research may explore the
implications of Al and automation on job design, workforce planning, and talent management
strategies.

Remote Work and Virtual Collaboration: The rise of remote work and virtual collaboration,
accelerated by global events such as the COVID-19 pandemic, presents new challenges andopportunities
for HR professionals. Future research may focus on effective strategies for managing remote teams,
fostering virtual collaboration, and maintaining employee engagement in a digital workplace
environment.

Data Analytics and HR Technology: Data analytics and HR technology are increasingly used to
inform decision-making processes related to talent acquisition, performance management, and employee
engagement. Future research may explore innovative applications of data analytics and Al in HR
practices, as well as the ethical implications of using technology to make HR-related decisions.
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