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Dear Esteemed Readers,
Warm greetings, and welcome to yet another captivating edition 
of the People Focus newsletter! 

This issue comes with a special sparkle as we celebrate the strength, 
resilience, and remarkable contributions of women in the HR profession. 
Their stories, leadership, and passion continue to shape not just 
our workplaces, but also the heart of our profession. Alongside this 
celebration, we bring you a thoughtfully curated selection of articles 
that traverse a wide range of topics—each inspired by the lived realities, 
insights, and triumphs of our vibrant community.

The year 2025 began on a rather tumultuous note. We witnessed massive job losses across sectors, a 
sobering reality that has rippled through our profession. To add to the complexity, President Trump’s 
recent Executive Order mandating an investigation into USAID activities has introduced yet another 
twist in the evolving global landscape. These developments have challenged us to reflect on our 
readiness, not just as HR practitioners, but as stewards of people in uncertain times.

Yes, we have policies—some robust, others still evolving—that speak to the protection and 
empowerment of our teams. But it is in moments like these, where ambiguity reigns and certainty is 
a luxury, that our agility, empathy, and strategic foresight are truly tested. Is it difficult? Certainly. But 
it is also an opportunity—a call to action—to rise with courage and compassion for those who rely on 
our leadership.

In this edition, we invite you to journey with us through a thought-provoking piece on how to brace 
for uncertainty. The future may be foggy, but there are practical measures we can take—individually 
and collectively—to cushion ourselves and our loved ones from the harsh winds of change. For those 
already affected, we stand with you in solidarity. Let’s remain intentional about cultivating wellness 
in ourselves and our teams, because our mental and emotional health is the foundation upon which 
sustainable performance is built.

Finally, I extend heartfelt congratulations to the newly elected committee at the Human Resource 
Fun House. Your dedication to advancing wellness within our community is both timely and inspiring. 
May your term be marked by energy, innovation, and joy as you create spaces for us all to thrive.
So, dear readers, I invite you to sit back, immerse yourself in these stories, and reflect on your own 
journey as we continue to build a resilient, future-ready HR fraternity. 

Wishing you an engaging and uplifting read.
With warm regards,

FOREWORD 
FROM THE EDITOR IN CHIEF

Waswa Moses  - Director, Public Relations and Marketing
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Dear members,
Welcome to yet another Quarter. Thank you so much for 
the opportunity you have given me and the council to lead 

you yet again. It was a great pleasure meeting you at the recently 
concluded Annual General Meeting. I thank you for continuously 
renewing your membership and welcome all the new members. Let 
us continue working together to shape the future of our profession.

Recently, I was joined by over 20 of our members for the 4th Annual 
Africa HR Professionals Strategy Bootcamp 2025. During this 
bootcamp we joined top executives, HR Leaders and technology 

innovators to explore cutting-edge strategies to enhance productivity, foster collaboration and future 
proof organisations. The key question I asked and continue to ask is, “How well are HR professionals 
prepared for technology transition?”

As HR Business partners we need to ensure that we understand the emerging technological trends 
and how to blend HR, Technology, AI and Ethics. There is a growing war for talent and a shift in roles 
so we need to step up to offer visionary leadership during major organisational shifts.

Last month, we celebrated Women globally and I wish to reiterate our strategic support through
mainstreaming gender in our activities. I invite all our members to continue supporting women to 
grow their leadership and organisational capacity. I congratulate the women in leadership for the 
great role they play in economic development and for offering a stepping stone for other women.

As an association, we shall keep ensuring our members develop future proof skills, build their career
resilience and utilise the networking opportunities from our esteemed partners. 

I welcome you back from a successful Annual General Meeting and pledge our commitment to realising
the implementation of the resolutions from the meeting. Allow me to thank each and everyone of you
for all your contributions that made 2024 a successful year. Particularly, we were able to grow 
the membership to over 1,300 and have achieved the goal of diversifying income streams for the 
association (membership accounts for only 40% of revenue compared to 80% three years ago). 
Specifically, we thank those who attended the Annual Conference and the Labour and Employment 
Law Conference last year.

In this quarter, we shall host the 4th edition of the Labour and Employment Law conference at Mestil
Hotel, Kampala from 22nd to 23rd May 2025. I invite you to be part of this important activity .

Thank you for your support.

MESSAGE
FROM THE PRESIDENT

Ronald Bbosa - President 
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COUNCIL
UPDATES 

HRMAU HOLDS ANNUAL GENERAL
MEETING

This year’s Annual General Meeting was attended by over 300 professionals both online and 
physically at Hotel Africana on 21st March 2024.

During his address the President Mr. Ronald Bbosa highlighted the five pillars on which his council 
stood as they served the members. The pillars are;
a)	 Membership Growth
b)	 Stakeholder Engagement/Partnerships
c)	 Professional Development
d)	 Enabling Law 
e)	 Governance and Operational Excellence.

MEMBERSHIP GROWTH

The membership as at December 2024 stood at 1,330 up by 8 % against a previous increment of 15%
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The council appreciated members for always renewing their membership and also welcomed the new 
members under the different categories;

1.	 Membership Classification – 3 Years

Classification 2024 2023 2022

New Professional
Membership

338(25.4%) 360(29.2%) 303(28.3%)

Associate Members	 27(2.0%) 32(2.6%) 47(4.4%)

Renewals 965(72.6%) 840(68.2%) 722(67.4%)

Total 1,330 1,232 1,072

2.	 Quarterly Membership Update 2024

Attendance of Professional Development Programs 2024

Quarter One Quarter Two Quarter Three Quarter Four Total

932 298 91 9 1,330

PROFESSIONAL DEVELOPMENT PROGRAMS

The President appreciated members for the diligence and support given to Professional development. 
He mentioned that we had a high attendance at the Labour Law conference and over 200 attendees 
at the Annual conference 2024. He encouraged members to keep up the participation and to embrace 
learning as part of their planning for the year.
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HRMAU President during the AGM

STAKEHOLDER ENGAGEMENT

We continue to appreciate our different partners that have enabled us to serve you in the past year. 
The following are some of our partners;
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DIGITAL FOOTPRINT

The President appreciated members for following our digital platforms and for specifically utilising 
our LinkedIn to share professional topics. He encouraged more members to follow our platforms.
We are on the following;
•  x:  https://x.com/hrmauofficial
•  LinkedIn: https://www.linkedin.com/company/hrmau/
•  Website: https://www.hrmau.org.ug/get-in-touch/

Our digital footprint currently stand as follows;

GOVERNANCE AND OPERATIONAL EXCELLENCE

As a council we have used the following as a guide to serve our members;
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FINANCIALS 2024

The auditor’s report indicated a Surplus of UGX133,989,139 for the year 2024 which is an improvement 
from the previous year. We also grew our income past the mark of 1 UGX billion as detailed below;

ITEM 2024 (UGX) 2023 (UGX)

1 Income 1,147,254,002 870,329,437

2 Cost 1,013,264,863 778,809,530

3 Surplus 133,989,139 92,529,907

ITEM 2024 2023

1 Income Memberships and Subscriptions 39.18% 48.43%

2 Trainings 50.89% 42.47%

3 Surplus 90.07% 90.90%

We have diversified our income streams with over 90% tagged to Training, membership fees and 
subscription.  The details are highlighted below;

10% Revenue is attributed to Sponsorships, Advertisements, Interest Income and T-shirts.

The Director of Public 
Relations gives his remarks 
at the Annual General 
Meeting
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Key Resolutions
a.	 The members agree that the organization has grown and will need to appoint a substantive CEO. 

This shall be discussed by an appointed committee. 
b.	 The members also agreed to fast track the progress of the HR Bill.
c.	 To have an Extraordinary General Meeting to focus on constitutional reforms

PRESENTATION ON THE CODE OF CONDUCT AND ETHICS AT THE AGM

The Secretary General Ms. Leticia Iguma shared the Code of 
Ethics during the Annual General Meeting. The highlights are 
shared below as they will guide how members should conduct 
themselves personally and professionally.

About the HRMAU and the Code of Conduct
The Human Resource Managers Association of Uganda 
(HRMAU) upholds the highest standards of professionalism, 
integrity and ethical conduct. The Association holds a 
fundamental obligation to pursue the interests of the Human 
Resource profession by ensuring that the Human Resource 
professionals are competent and conduct themselves in an 
honorable and ethical manner.

The Code of Conduct establishes the principles and 
expectations for all members to promote fairness, accountability and excellence among others in 
the management of Human Resources in Uganda.

All Members express their commitment to the Code and the disciplinary actions therein when they 
join HRMAU as members and they agree to accept subsequent changes to the Code which may be 
agreed from time to time at the Annual General Meeting.

The Guiding Principles of the Code of Conduct and Ethics
1.  Honest and Integrity: Conduct dealings with fairness and transparency.
2.  Confidentiality: Protect employee ad organisational information.
3.  Compliance and Laws: Follow all applicable labour and HR regulations.
4.  Professional Growth: Continuous skill development.
5.  Fair Employment Practices: Merit-based recruitment and fair treatment.
6.  Ethical Leadership: Serve as role models in HR Practices.

Personal and Professional Responsibilities
1.  Promote Human Resource profession with integrity.
2.  Maintain professional competence.
3.  Respect diversity and non-discrimination.
4.  Avoid conflicts of interest.
5.  Report ethical violations
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FUN AT THE AGM

Learn to 
Unplug and 

Unwind

Professional Responsibilities
1.	 Conduct themselves in such a way as to 

uphold and enhance the standing and 
reputation of the profession. Report breaches 
of the Code to the Secretary General of the 
Association through an email address that 
will be provided by the secretariat.

2.	 A Member shall perform their duty in a 
manner consistent with best practices and 
generally accepted standards and values of 
human resources management.

3.	 A member shall maintain and enhance their 
knowledge and skills through continuing 
professional development, mentorship 
and exposure to growth opportunities that 
arise and shall comply with all continuing 
professional development requirements of 
HRMAU.

4.	 Behave in a way which enhances the 
reputation and credibility of themselves and 
their employer and the profession.

Personal Responsibilities
1.	 Act honestly and promptly, ensuring 

clients are not misled and providing sound 
professional advice.

2.	 Build respect and credibility for the HR 
profession within organizations and 
communities.

3.	 Support organizations in achieving their 
goals through professional decision-making.

4.	 Uphold integrity, competence, and ethical 
responsibility, adding value to the workplace.

5.	 Educate and inform practitioners, 
organizations, and the public on HR 
principles.

6.	 Adhere to all laws and regulations, avoiding 
and discouraging unlawful practices.

Professional Misconduct
1. Gross negligence & unethical behavior.
2. Falsification of documents.
3. Conflict of Interest.
4. Sexual harassment & discrimination.
5. Corrupt practices and bribery.

Disciplinary Action
Level 1: Reprimand or Warning
For minor unethical practices requiring 
corrective action.
Level 2: Suspension or Mandatory Training
For negligence, unethical behaviour, or breach of 
duty.
Level 3: Termination of Membership
For severe violations that compromise the 
profession’s integrity.
Level 4: Legal Action
For criminal acts requiring legal intervention.

“

”
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HR PROFESSIONALS IN SOUTH AFRICA

The corporate landscape is steadily shifting towards CEOs with backgrounds in Human Resources 
(HR), a trend that is becoming increasingly evident across various industries and regions. 
Notable examples include KCB Bank, Clicks Group the largest retail pharmacy chain in South 

Africa, Chanel Group, and M-KOPA Uganda, where Brenda Nambalirwa Tzadok serves as General 
Manager. These appointments highlight the growing recognition of HR leaders as strategic business 
executives capable of steering organizations toward success.

However, this raises an important question: How well are HR professionals prepared for this 
transition? To step into C-suite roles effectively, HR leaders must go beyond their traditional expertise 
in people management and talent development. They need a comprehensive understanding of 
business operations, financial performance, market dynamics, and external factors that influence 
corporate strategy. Mastering these areas ensures that HR professionals can contribute meaningfully 
to business growth, drive innovation, and make data-driven decisions that align with the company’s 
long-term objectives.

As the business world evolves, HR leaders aspiring to executive roles must proactively acquire business 
acumen, financial literacy, and strategic thinking skills.

The shift is happening; are HR professionals ready to seize the opportunity? 

President HRMAU making 
his presentation about 
harnesing HR analytics at 
the event
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ABOUT THE BOOTCAMP

HRMAU Members joined other professionals for the 4th Annual Africa’s HR Professionals Strategy 
Bootcamp 2025 at Protea Hotel Fire &amp; Ice by Marriot, Cape town. It was held in South Africa 
from 26th to 28th March 2025.

The event featured the theme; People and Technology at Work: [The Centrepiece for Future Success].
The bootcamp brought together top executives, HR Leaders, technology innovators to explore 
cutting-edge strategies to enhance productivity, foster collaboration and future proof organisations. 
A number of panel discussions were held including expert-led sessions with an aim of redefining the 
workplace, optimising talent management and leveraging HR Technology for competitive advantage.

This year’s bootcamp focused on People issues and emerging Technological trends including;
a.	 The Changing Landscape of the Work Environment
b.	 The Dynamic Relationship between organizational Development and Organization Culture.
c.	 The Ever-Growing War for Talent and Competent Workforce.
d.	 The Delicate Balance between Top Notch Management and Visionary Leadership.
e.	 Trending on Complex and Conflicting Views on Diversity, Equity, Inclusion and Accessibility(DEIA),
       Sustainable Development Goals and Emergence of Social Environmental Governance (ESG) Issues
f.	 The Urgency of Blend HR, Technology, AI and Ethics
g.	 The Unfolding of HR Soft and Hard Skills from Wellness to Compliance.

We thank all the organisations that sponsored our members to attend this important event and trust
that the lessons learnt will be transferred to our workplaces.

The Ugandan delegation in South Africa during the bootcamp
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HRMAU CELEBRATES WOMEN

The HRMAU President Ronald Bbosa, alongside Vice President, Esther Nampijja appeared on 
NBS TV to discuss critical issues that are affecting the Human Resource profession in Uganda. 
Among the issues discussed were the impact of President Trump’s directive to halt USAID 

operations—causing significant job losses—to HRMAU’s role in supporting members through this 
transition, the conversation tackled urgent workforce concerns.

Women have played a strategic role as detailed below;

SNIPPETS FROM THE INTERVIEW

How have women been pivotal to HRMAU, and how has the association supported them?

Women have played a strategic Role of Women in HRMAU as detailed below;

1.	 Shaping Policy & Advocacy – Women leaders in HRMAU have driven gender-responsive workplace 
policies and influenced labor reforms.

2.	 Strengthening Leadership Pipelines – Women have led mentorship initiatives that build future 
HR leaders, ensuring sustainability and inclusivity.

3.	 Driving Organizational Transformation – Female Human Resource professionals have played a 
crucial role in fostering equity, inclusion, and high-performance cultures.

4.	 Expanding Human Resource Influence Across Sectors – Women in HRMAU have led impactful 
projects in health, education, governance, and emerging industries.
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HRMAU in turn has offered strategic support to 
its members in the following ways;

1.	 Advancing Leadership Development – 
HRMAU has launched targeted mentorship 
programs to position women in top HR roles.

2.	 Policy Advocacy for Workplace Equity – 
HRMAU collaborates with the government 
and stakeholders to improve employment 
policies for women.

3.	 Capacity Building for the Future – Training 
women in digital HR, workforce analytics, 
and executive leadership to enhance career 
growth.

4.	 Creating Networks & Economic 
Empowerment – Connecting female HR 
leaders with business opportunities beyond 
traditional employment.

What is the strategic impact of the USAID 
funding cut on Uganda’s job market?

USAID funding cut has had the following impact 
on the job market;

1.	 Major Employment Shift – The abrupt 
withdrawal has destabilized over 10,000 
jobs, particularly in the NGO and social 
impact sectors.

2.	 Private Sector Talent Influx – Skilled 
professionals moving to private sector jobs 
are reshaping employment dynamics.

3.	 Disruption of Social Services – Health, 
education, and livelihood programs relying 
on donor funding are shrinking, reducing 
service accessibility.

4.	 Acceleration of Local Sustainability Models 
– Organizations are forced to rethink funding 
strategies, focusing on local resource 
mobilization and partnerships.

How prepared are HRMAU members to handle 

this abrupt stop in work and loss of jobs?

As an association it’s important that our 
members consider the following options to 
remain relevant;

1.	 Reskilling for Market Relevance – HRMAU is 
promoting digital HR skills, business HR, and 
workforce analytics to enhance adaptability.

2.	 Expanding Career Transition Support – 
Members receive guidance on alternative 
career paths, including consultancy and 
entrepreneurship.

3.	 Engagement with the Private Sector – 
HRMAU is linking displaced professionals to 
opportunities in emerging industries.

4.	 Crisis Management Readiness – HRMAU has 
developed an HR crisis response framework 
to help organizations navigate workforce 
disruptions.

What has been the strategic effect of this 
funding cut on HRMAU’s membership?

The strategic effect of this funding cut has been 
as follows;

1.	 A Shift from Institutional to Individual 
Memberships – With budget cuts, HRMAU 
is attracting more independent HR 
professionals.

2.	 Diversification of Membership Revenue 
Streams – HRMAU is exploring new fee 
structures and corporate partnerships for 
financial sustainability.

3.	 Strategic Industry Collaboration – The 
association is engaging private sector players 
to absorb HR professionals from affected 
NGOs.

4.	 Rethinking Professional Development 
Models – HRMAU is strengthening digital 
learning and remote engagement to retain 
members.
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How should professionals prepare for such career shocks?

It’s never easy to prepare for career shocks, however with the recent impact of Covid 19 on the job 
market it’s advisable that HR Professionals consider the following options;

1.	 Develop a Future-Proof Skillset – Invest in digital skills, HR tech, and business strategy to stay 
competitive.

2.	 Build Financial Resilience – Save, invest, and diversify income streams to cushion against 
unexpected job losses.

3.	 Expand Professional Networks – Engage in industry forums and HRMAU networking events for 
career opportunities.

4.	 Have a Career Contingency Plan – Always have an alternative career path in consulting, academia, 
or entrepreneurship.

5.	 Set up investments – start small –purpose to get transferable skills, start a side hustle, buy land 
and utilize it and purpose to invest in risk free vehicles.

What impact will the HR Bill have on HRMAU and the profession?

The HR Bill will impact the profession in the following areas;

1.	 HR Practice Will Be More Regulated – The bill will set HR qualifications and ethical benchmarks, 
ensuring professional accountability.

2.	 Certification Will Become Mandatory – HR professionals must obtain certified credentials to 
practice, raising industry standards.

3.	 Stronger Enforcement of HR Compliance – Organizations must align with legal HR frameworks, 
improving fairness and workplace governance.

4.	 Elevated Professional Recognition – HR will gain recognition as a strategic business enabler 
rather than just an administrative function.

Our Vice President HRMAU Ms. Esther Nampijja celebrates women
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What is the Role of Women in Driving Workplace Productivity?

Women play a pivotal role including some of the following key areas;

1.	 Enhancing Employee Engagement, Retention, and Well-being

            Women play a critical role in fostering inclusive, collaborative, and high-morale 
work environments. Their emphasis on work-life balance, mental health, and wellness 
initiatives leads to lower employee turnover and higher productivity.

2.	 Driving Innovation, Problem-Solving, and Business Growth

	 Female leadership brings diverse perspectives that fuel creativity, balanced 
decision-making, and strategic risk management. Organizations with strong female 
representation in leadership often experience higher financial performance and 
sustained growth.

3.	 Strengthening Ethical Leadership, Diversity, and Corporate Culture

	 Women champion ethical workplace practices, diversity, and inclusion, creating 
equitable policies that unlock the full potential of teams. Their leadership in corporate 
social responsibility (CSR) enhances a company’s reputation and stakeholder trust.

4.	 Accelerating Digital Transformation, Skills Development, and Resilience

	 Women are at the forefront of digital adoption, automation, and workforce upskilling. 
Their focus on continuous learning and professional development bridges skills gaps 
and prepares organizations for future challenges.

5.	 Leading Crisis Management, Sustainable Business Practices, and Organizational 
Stability

	 Women excel in navigating workplace crises, ensuring agile and resilient business 
operations. Their emphasis on ethical sustainability, corporate governance, and long-
term stability contributes to lasting workplace productivity.
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BACKGROUND OF THE HUMAN RESOURCE FUN HOUSE

The Human Resource Fun House (HR Fun House) was established in 2018 following an initial meeting 
on Friday, November 3, 2017. This foundational meeting was attended by ten members: Martha 
Munnu Omer, Susan N. Mataka (aka Suky), Joshua Allan Mwesiga (aka Josh), Christian Lenana, 
Claude Jean Rutayisire, Benjamin Lubogo (aka Benja), Luke Kisubi, Daphne Oboth, Rachel Waligwa, 
and Henry Kibirige. The group convened at Brisk Lounge, Kololo, where they laid the groundwork for 
what would officially become the HR Fun House in 2018.

The first formal meeting of the HR Fun House took place on Thursday, January 25, 2018. Since then, 
the organization has grown significantly and is now affiliated with the Human Resource Managers 
Association of Uganda. The HR Fun House was founded to unite HR professionals from diverse sectors, 
with the primary objectives of fostering learning, promoting mental well-being, and encouraging 
a healthy work-life balance. Given the demanding nature of HR roles, the Fun House provides an 
essential support system for practitioners facing workplace challenges.

With over 360 active members, the HR Fun House organizes events throughout the year, creating 
opportunities for networking, knowledge-sharing, and personal and professional growth. Activities 
range from talent showcases, team-building exercises to health and fitness initiatives, all designed to 
enhance mental well-being. Additionally, the Fun House is committed to Corporate Social Responsibility 
(CSR) efforts, giving back to the community through various initiatives.

2025 Elections and Leadership Transition
The 2025 elections began with the formation of an electoral commission, which was announced 
to members on January 20, 2025. The commission, tasked with overseeing the election process, 
consisted of founding members Mr. Josh Allan Mwesiga, Mr. Jean Claude Rutayisire, and Daphne N. 
Oboth, alongside Judith Ashelynne Mubiru, a specialist in people management and assessments. The 
commission released election guidelines on January 22, 2025, and called for expressions of interest 
starting January 29, 2025.

Successful candidates were announced on February 4, 2025:
•  President: Joel Kafiire (unopposed, duly nominated)
•  Vice President: Winnie Busingye (unopposed, duly nominated)
•  Secretary General: Dorah Biira Baguma (unopposed, duly nominated)
•  Treasurer: Marion Violet Kusonyiwa Ndiwalana (unopposed, duly nominated)
•  PR & Resource Mobilization: Joseph Duku (unopposed, duly nominated)
•  Committee Members (2 positions): Nsamba Wilberforce and Joel Omwansu (out of three candidates, 
one candidate Brianx Senoga withdrew)

THE HUMAN RESOURCE FUN HOUSE
(HR FUN HOUSE) ELECTIONS 2025
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Candidates were required to secure 75% of the votes from paid-up members, which was verified 
through an online voting system conducted via Zoom on Tuesday, February 18, 2025. All nominated 
candidates successfully met this requirement.

The official handover to the new Executive Committee (EXCO) took place on February 22, 2025, at 
a vibrant ceremony held at Zone 7 Restaurant and Bar in Mbuya. The event was graced by Counsel 
Asiimwe Anthony, Vice President of the Uganda Law Society, who officiated the swearing-in ceremony. 
The evening was crowned with a musical performance by Elijah Kitaka.

We congratulate the new EXCO on their appointment and wish them a successful tenure. Our heartfelt 
appreciation goes to the outgoing EXCO for their dedicated service, including President Emmanuel 
Otim, Vice President Daphne N. Oboth, Secretary General Doreen Ahumuza Muwulya, Treasurer 
Esther Nampijja, PR & Resource Mobilization Officer Florence Nabbika, and Committee Members 
Joel Kafiire and Joseph Duku. Thank you for your invaluable contributions!

Compiled by Emmanuel Otim (President Emeritus 2023-2024)

HR FUNHOUSE PICTORIAL

New President swearing in; looking on is the Vice President 
Uganda Law Society Mr Anthony Asiimwe

New President after swearing in Outgoing President hands over to incoming President
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New Committee 2025-2026

Fun Moments

HR Fun house members engaging Musician Elijah Kitaka Performing

EXCO 2023-2024 with EXCO 2025-2026
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When we think about career growth, we often imagine big promotions, major job changes, or 
pursuing another degree. While these can be great, real progress often comes from small, 
consistent actions that add up over time. Here are five simple career moves that can have a 

big impact on your professional growth.

1. Build Strong Relationships
Networking isn’t just about attending events or collecting business cards. It’s about forming genuine 
connections. A simple habit like checking in on colleagues, offering help when you can, or staying in 
touch with former coworkers can open unexpected doors. The stronger your professional network, 
the more opportunities come your way.

2. Keep Learning, Even in Small Ways
There is no need to invest in expensive courses to advance your professional development. Instead, 
consider exploring a variety of accessible resources that can enhance your knowledge and skills 

NEWS FROM OUR SOCIALS

SMALL CAREER CHANGES THAT MAKE A BIG DIFFERENCE

23P E O P L E  F O C U S



without straining your budget. For instance, regularly reading industry-related articles can provide you 
with insights into the latest trends and developments in your field. Additionally, listening to relevant 
podcasts can introduce you to expert opinions and diverse viewpoints, enriching your understanding 
of key topics.

Taking advantage of free online courses is another excellent way to broaden your skill set. Many 
renowned platforms offer quality educational content at no cost, allowing you to learn at your own 
pace and on your schedule.

Ultimately, dedicating just a few minutes each day to learning something new can significantly boost 
your expertise and make you a more valuable asset in your profession. This continuous commitment 
to self-improvement can not only enhance your current skills but also open up new opportunities for 
growth in your career.

3. Speak Up in Meetings
Many individuals often feel hesitant to voice their ideas or ask questions in the workplace. This 
hesitation can stem from a fear of judgment, a concern about being perceived as inexperienced, or 
simply feeling out of place in larger discussions. However, actively making a habit of contributing, even 
in small and seemingly minor ways, can significantly enhance your visibility and reputation among 
colleagues and supervisors.
When you share your thoughts, whether in team meetings, brainstorming sessions, or casual 
conversations, you are not only showcasing your unique perspectives but also demonstrating your 
willingness to engage and collaborate. This proactive approach reflects confidence in your abilities 
and a readiness to take initiative, both of which are essential qualities for effective leadership.
Moreover, consistently participating in discussions indicates that you are invested in your work and 
committed to contributing to the team’s success. As you build the habit of sharing your ideas, you may 
also inspire others to do the same, fostering a more open and innovative workplace culture. Ultimately, 
embracing opportunities to contribute will help you stand out as a valuable team member and position 
you for future growth and leadership opportunities.

4. Document Your Wins
It’s easy to forget achievements when you’re busy. Keep track of your successes—big and small. 
Whether it’s solving a problem, leading a project, or improving a process, noting your contributions 
makes it easier to negotiate raises, apply for new jobs, or get recognized at work.

5. Show Up with a Positive Attitude
How you approach your work matters. Being reliable, showing enthusiasm, and handling challenges 
with a good attitude makes you someone people want to work with. A strong work ethic and positive 
energy can lead to new responsibilities, mentorship, and promotions.

Final Thoughts

Career growth doesn’t always require drastic changes. The small moves you make today—
building relationships, learning, speaking up, tracking wins, and maintaining a positive 
attitude—can shape your future in ways you never expected. Start with one and watch the 
difference it makes.
Have you explored the 2025 HRMAU Professional Development Calendar yet? It’s packed 
with valuable opportunities to network, learn, and accelerate your career growth. Visit our 
website to check it out.
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Cultivating Tomorrow’s Leaders: A 
Strategic Case Study of Population 
Services International’s Structured 
Mentorship for Sustainable Impact

 
Charlotte Valeria Mirembe - Head, Human 
Resource and Administration | PSI Uganda

Introduction

In today’s dynamic and fast-paced work 
environment, leadership development is 
critical for long-term organizational success. 

Population Services International’s (PSI) 
structured mentorship program—a 9-month 
initiative run annually—has emerged as a 
cornerstone in fostering leadership, enhancing 
talent retention, and strengthening succession 
planning.

To ensure consistency, accountability, and 
measurable growth, PSI’s mentorship program 
follows a structured framework:
•	 Mentor -Mentee Selection & Training: 

Mentors are drawn from executive, senior, 
and middle management, having undergone 
an intensive 9-month leadership training that 
prepares them to guide mentees effectively. 

Mentees on the other hand are nominated 
by Departmental heads and vetted for 
suitability by the Head Human Resources 
and Administration and the Executive 
Management Team.

•	 Bi-Monthly Mentorship Meetings: Regular 
mentor-mentee engagements are tracked 
in the HRIS mentorship module, ensuring 
progress is documented and interventions 
are made where necessary.

•	 Annual Graduation in November: Mentees 
officially complete the program with a 
graduation ceremony, reinforcing their 
leadership journey and recognizing their 
growth.

Driving Business Success: Key Outcomes

Now in its fifth cohort since its inception in 2021, 
the program has made a remarkable impact by 
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demonstrating measurable success in leadership 
development, talent retention, and succession 
planning. Key outcomes include:
•	 A Stronger Leadership Pipeline: With 32 

trained mentors and structured leadership 
training, PSI ensures a steady supply of future 
leaders.

•	 High Retention & Engagement: A 71.8% 
mentee retention rate indicates that 
mentorship fosters deeper organizational 
commitment.

•	 Career Progression & Promotions: 83% 
of mentees have advanced to higher 
responsibilities, showcasing the program’s 
role in leadership acceleration.

•	 Enhanced Decision-Making & Strategic 
Thinking: Mentees are equipped to use data-
driven insights for strategic planning and 
problem-solving.

•	 Improved Organizational Productivity: By 
developing leaders who can manage teams, 
projects, and crises effectively, the program 
contributes to operational efficiency and 
long-term sustainability.

Overcoming Challenges: Ensuring 
Continuity Amid Turnover

Like any leadership initiative, PSI’s mentorship 
program faces challenges, particularly mentor 
and mentee turnover. The transition of mentors 
out of the organization has created occasional 
gaps in the mentor pool, while some mentees exit 
the program before or shortly after completion.
To mitigate these challenges, PSI has 
strengthened its approach by:

•	 Expanding the mentor pool through ongoing 
leadership training and succession planning.

•	 Tracking engagement via HRIS, ensuring 
timely interventions where necessary.

•	 Fostering long-term commitment by aligning 

mentorship outcomes with career growth 
opportunities within PSI.

Key Takeaway for Organisations

PSI’s structured mentorship program is a proven 
model for organizations looking to enhance 
leadership development, talent retention, and 
succession planning. The program’s measurable 
impact—from high promotion rates to improved 
productivity—demonstrates that intentional 
investment in mentorship fosters a resilient, 
future-ready workforce.
For organizations seeking to develop strong 
leaders, drive engagement, and ensure 
continuity, the message is clear:
•	 Prioritize structured mentorship—A well-

designed program with clear objectives, 
leadership training, and progress tracking 
can accelerate career growth and boost 
retention.

•	 Integrate leadership competencies—
Equip employees with skills in strategic 
communication, business acumen, managing 
people, agility, and data-driven decision-
making to prepare them for higher 
responsibilities.

•	 Leverage technology for impact—Tracking 
mentorship progress through HR systems 
ensures accountability, consistency, and 
measurable outcomes.

•	 Commit to long-term talent sustainability—
Leadership development should be a 
continuous cycle, ensuring a strong internal 
pipeline of capable leaders to reduce reliance 
on external hiring and maintain institutional 
knowledge.

In today’s competitive landscape, mentorship 
is not just an HR initiative—it’s a strategic 
investment in the future of any organisation.
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“FROM RED CARPET
TO COLD SHOULDER” 

WHY HR & LEADERSHIP NEEDS TO 
DO BETTER AT OFFBOARDING

 
Evelyn Lwanga Ssematimba – Head, Human 
Capital at MUA Insurance (Uganda) Limited 

During both the last and first quarters of 
the year, HR professionals often see a 
surge in employee exits—whether due 

to career growth, personal adjustments, or new 
opportunities. While some turnover is inevitable 
and even healthy for an organization, the way we 
handle both onboarding and offboarding speaks 
volumes about our commitment to people, 
culture, and long-term organizational success. 
Whilst organisations put considerable effort 
into onboarding, offboarding often doesn’t get 
the same attention. Yet, how an employee’s 
exit is handled can shape a company’s culture, 
reputation, and future hiring success. In HR, we 
often talk about “induction” the vital stage that 
sets the tone for an employee’s journey in the 
company. However, despite our best onboarding 
efforts, we sometimes face challenges when it 
comes to offboarding. In my years of experience, 
I have seen that it is not uncommon for employers 
to react negatively when an employee submits 
their resignation. 

Here are a few not-so-glamorous 
scenarios that can make anyone cringe

The “You’re Dead to Us” Treatment* Employee: 
“I’ve decided to pursue another opportunity. 
HR: “Oh, so you’re leaving us, huh? Fine, don’t let 
the door hit you on the way out. We’ll just act like 
you were never here. Thanks for nothing.” 

Outcome: Suddenly, you go from the team’s 
“shining star” to a ghost. Your emails go 
unanswered. Your projects get handed off 
without even a courtesy update. They act like 
you never existed, like a fleeting apparition in the 
company’s storied history. 

The “Guilt Trip Express” Employee: “I’ve decided 
to move on to a new chapter in my career.” 
Manager: “Really? After everything we did for 
you? I can’t believe you’d just leave like this. 
Outcome: You’re now expected to feel like a 
terrible person for seeking personal growth. You 
didn’t just resign, you broke their heart. It’s like 
being guilt-tripped by an ex who still thinks you 
should get back together. Spoiler: It’s not your 
problem. 

The “One month of Torture” Employee: “I’ve 
accepted another offer and I’m giving my one 
months’ notice.” 
Boss: “Well, you can leave early if you want, we’ll 
just see how smoothly we can wrap this up.” 
Outcome: The next one month is a slow, painful, 
awkward grind. You get micromanaged like 
never before, your ideas are disregarded, and 
your “final projects” are scrutinized to the nth 
degree.

“The Micromanaging – Because we never really 
trusted you anyway” 
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Manager: “So, we’re just going to have you document every step of your work for the next 30 days… 
because you know, we need to keep tabs on things since you’re leaving soon.” 
Employee: Sighs “I’ve been doing this job fine for the past 3 years, but sure, let me just write up every 
task. I’ll get right on that.” 
Outcome: Oh, the joy of suddenly being treated like a child when you’re trying to wrap things up 
professionally. Nothing says “we trust you” like micromanaging a person who’s already handed in their 
resignation. The sudden oversight feels like a lack of respect and suggests that, despite all the hard 
work they’ve put in, they were never fully trusted to begin with. 

Here are some of the best practices to adopt during offboarding

Acknowledge Their Decision Early and Professionally: Respond to the resignation promptly and 
respectfully. Be transparent about the process and what the next steps will be. No ghosting! 

Let Them Finish Strong: Trust them to wrap up their work and give them the autonomy they’ve always 
had. Don’t micromanage — treat them as the professional they are, even as they walk out the door. 

Celebrate Their Contributions: Thank them for their time with the company, recognize their 
accomplishments, and make their departure feel like a celebration rather than a cold dismissal. Whether 
it’s a simple thank-you note or a small farewell gathering, make sure they leave feeling appreciated. 

Conduct a Thorough Exit Interview: Make sure to ask insightful questions about their experience, 
their reasons for leaving, and ways the company could improve. Use this as a chance to learn and grow. 
After all, knowledge is power. 

Well organized farewell parties/ send offs: Organize a farewell event to celebrate the employee’s 
contributions and foster positive memories. 

Support for Transition: Rather than pressuring them to stay, offer to help with their transition. 
This could include offering resources for job placement or just a kind word of encouragement. “We 
understand, but if you need anything, don’t hesitate to reach out.” 

Stay in Touch: Consider creating an alumni network to maintain relationships with former employees. 

Moral

When it comes to resignation, let’s keep it classy, shall we? Treat employees with the same respect and 
professionalism on the way out as we do when they first walk in. 

Great offboarding isn’t just about saying goodbye — it’s about ensuring that employees 
leave with respect, dignity, and appreciation. By treating them well as they exit, you not only 
enhance your company’s reputation but also foster an environment where employees feel 
valued at every stage of their journey. Let’s not forget, today’s resigning employee could be 
tomorrow’s referral, brand ambassador, or boomerang hire. So, let’s leave the drama behind 
and handle those exits with the grace they deserve.
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NAVIGATING HR, THE LAW, AND 
HUMAN CAPITAL IN UGANDA: A 

MODERN APPROACH TO
WORKFORCE MANAGEMENT

 
Faith Mirembe– Advocate & Human

Resource Professional 

In Uganda, the dynamic interplay between 
Human Resources (HR), Law, and Human 
Capital has become a pivotal focus for 

organizations aiming to thrive in a competitive 
marketplace. 

As the nation continues to grow economically, 
as HR Professionals we are increasingly tasked 
with aligning talent management strategies with 
both legal regulations and the evolving needs 
of businesses. Understanding this connection 
is crucial to ensuring the sustainable growth of 
companies, the protection of employee rights, 
and the development of a skilled workforce.

The concept of human capital is central to 
Uganda’s economic progress. In a country where 
the labor force is largely young and in need of 
upskilling, HR departments have a significant 
role to play in talent development. This 
includes training and development programs 
that improve workers’ skills, increase their 
productivity, empower them for leadership roles 
thus fostering loyalty, employee morale, and 
boost overall performance. 

The Role of HR in Uganda’s Evolving 
Workforce

More than ever, Human Resources is more than 
just a department that handles hiring, firing, 

and payroll. In Uganda, HR is increasingly seen 
as a strategic partner that helps drive business 
growth through talent acquisition, employee 
engagement, and organizational development. 
With a young and growing workforce, HR 
professionals in Uganda are expected to develop 
policies and practices that cater to the diverse 
needs of their employees while also promoting 
productivity and innovation.

Legal Considerations in HR Practices

In Uganda, a framework of labor laws and 
regulations governs the relationship between 
employer and employee. Key pieces of legislation 
such as the Constitution of the Republic of 
Uganda (1995) as amended, the Employment Act 
No. 6 of 2006 and Regulations thereunder; the 
Occupational Safety & Health Act No. 9 of 2006 
and Regulations thereunder, the Labor Unions 
Act No. 7 of 2006 and Regulations thereunder, 
the Labor Disputes (Arbitration & Settlement) 
Act, No. 8 of 2006, the Workers’ Compensation 
Act, Cap 225; the Pension Act Cap 286, the 
National Social Security Fund Act Cap 222, and 
the Equal Opportunities Commission Act No. 2 
2007  which provide guidelines on issues like 
employment contracts, wages, workplace safety, 
and dispute resolution and others. Moreover, for 
HR Professionals, understanding and adhering 
to these laws is essential to avoid costly legal 
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issues and maintain a harmonious work environment.

Moreover, Uganda’s commitment to International Labor Standards and the protection of workers’ 
rights also influences HR practices. Laws relating to gender equality, non-discrimination, and child 
labor must be carefully considered in all Human Capital Strategies.

Conclusion

As Uganda continues to evolve, are you ready as an HR Professional to remain adaptable, ensuring 
that our practices align with both the law and the needs of a rapidly changing workforce? Do you 
understand the relationship between HR, Law, and Human Capital as a way to create a balanced, legally 
compliant, and highly effective workforce that is prepared to meet the challenges and opportunities 
of the future? Are you ready us stay ahead of all legal developments – both local and International 
and embrace Human Capital Development strategies that will be key to fostering sustainable growth 
and success? If not, this is your time to raise awareness of these simple and yet dynamic twists in the 
workplace.  
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PREPARING FOR UNCERTAIN 
TIMES AMIDST LOOMING

UNEMPLOYMENT 
 

Nasser Kaaya Mayombwe– Passionate HR 
Practitioner and Farmer

The recent past has been a turbulent 
one in the employment spaces, first 
with the rationalization of government 

agencies and public expenditure (RAPEX) in the 
government’s bid to relieve itself of the financial 
drain, wasteful administration and expenditure. 
With close to 20 agencies affected, a host of 
employees were plunged into murky waters 
as job loss swung in. For those who were lucky 
enough to be absorbed into parent ministries, 
redundancy swung in and there were reports 
of unforeseen changes in job descriptions and 
departments/ministry affiliations. 

Before the dust could settle, President Donald 
Trump opened a can of worms on January 20th, 
2025, with executive order 14169 that sought 
to re-evaluate and re-align US foreign aid, calling 
for a 90 day pause on all US foreign development 
assistance programs so as to conduct a review. 
The furloughs again! Frantic calls from those 
affected made to loved ones, asking how to 
navigate the previously comfortable world that 
had now darkened to tar, the mental health 
of these employees now thrown into dis-
equilibrium. 

As employees, even with well-designed policies 
that are seemingly geared towards  protecting 
us, we continue to paddle through uncertainty; 
no one has a clear picture of what the future 

holds but some measures can be instituted to 
cushion one and their loved ones against the 
vagaries of these sudden changes. Some of the 
measures require one to;

Diversify your income streams from the get-go; 
whether it is through ploughing that piece of land 
in the village to tap into the skyrocketing coffee 
prices, rearing cows and goats, supplying beauty 
products that are in high demand, the goal is to 
have something income generating to fall back 
on in case things go hay-wire with the prized 
9-5 job. Be so intentional about income stream 
diversification that you should strike a balance 
between the office hustle and those side hustles 
without being stretched beyond limits. Strive 
to do your research and consult investment 
advisors since what may work for a colleague in 
terms of side hustle may not necessarily work 
for you. 

Secondly, be intentional on updating your skills 
so that transitioning to other spheres of work 
may not be that much of a hurdle for you. Imagine 
a trailblazing HR leader with an accounting 
certification on the side who can easily gel into 
an audit firm after a downsizing exercise at the 
previous place of employment. Remember there 
is no cardinal rule that you must do HR practice 
till kingdom come. While at it, make it known to 
all and sundry that you are a multipotentialite 
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armed with a myriad of skills. 

Remember to strengthen your social circles, starting with family, as they are the adhesive that will 
bind you together when life hits a snag. At all times, you will need people by your side and during the 
dark times, the good relationships you have harnessed over time will come in handy when life hands 
you it’s fair share of lemons; not through giving you handouts but through walking the tough journey 
with you until there is light at the end of the tunnel. The human resource funhouse, a social networking 
club for HR practitioners is big on this. HR people share information, commiserate and connect around 
common interests and strengthen the social fibre of the community through different activities.
 
As a sequel to the above, remember to network strategically. Approach other potential networks 
with something novel to offer rather than exchanging pleasantries. Be so good at what you do that 
the potential networks will want to associate with you before you make a move. For example, if you 
are a corporate MC, work on bringing your might to the event and create lasting impressions on the 
crowds effortlessly, that recommending you for other events through networks will turn out seamless, 
let your skill open doors for you into those networks you revere.  Ensure that you are not coming off as 
a burden to the circles you are trying to penetrate through. 

Save, save, save for the rainy days. Whatever portion of your earnings you may choose to save, please 
have an emergency fund for the dark times that barely signal their advent into our lives. Purpose to 
learn about and sign up to the different saving and investment schemes introduced by several financial 
and insurance institutions and make it a point to seek guidance from the gurus every step of the way 
on how you can grow your money. 

Be adaptable and willing to pivot at any point in time. Free yourself of the notion that you are strictly 
cut out for a specific vocation beyond which you are unemployable. Being adaptable will serve you 
best in times when the dagger of sudden unemployment strikes and you are willing to take on anything 
legally acceptable so as to earn a living, keeping in mind that the goal is against poverty. 

Finally, for those already affected by the unfortunate turnout of events, make it a point to take care of 
yourselves first both mentally and physically since the tough times you are navigating require a strong 
and healthy individual. As you adjust in terms of cutting down on expenditure and a new unexpected 
lifestyle, remember that the ease will come after the hardship. Godspeed. 



THE RISE OF AI-AGENTIC HR:
A GLIMPSE INTO THE FUTURE

 
Coach Andrew Hyeroba

andeh@coachandeh.com
www.coachandeh.com

Imagine it’s 2035. Sarah, the newly appointed 
Chief People Officer at a global tech firm, walks 
into her office and greets her AI assistant, 

ARIA (Artificial Intelligence for Resource and 
Integration Assistant). “Good morning, ARIA. 
What’s on our agenda today?”

ARIA’s holographic interface materializes, 
displaying a 3D organizational chart. “Good 
morning, Sarah. We have several items requiring 
attention. First, our AI recruitment system has 
identified a potential leadership candidate for 
the R&D department in our Singapore office. 
The candidate’s profile shows a 98% match with 
our culture fit algorithm and possesses a unique 
blend of quantum computing and bioinformatics 
expertise. Shall I proceed with the initial AI-led 
interview?”

Sarah nods, “Yes, please schedule it. What else?”
“Our sentiment analysis detected a 15% drop 
in employee engagement in the marketing team 
over the past week. The AI suggests it might 
be related to the recent product launch stress. 
Would you like me to initiate our AI-driven 
conflict resolution protocol or prefer a human 
touch?”

Sarah pauses, considering the delicate nature of 
team dynamics. “Let’s have a human HR business 
partner reach out first. We’ll use the AI insights 

to guide the conversation.”

“Understood,” ARIA responds. “Lastly, based on 
our predictive analytics, we’re forecasting a 7% 
increase in voluntary turnover next quarter, 
primarily in our junior software engineer roles. 
The AI recommends adjusting our compensation 
packages and initiating targeted retention 
strategies. Shall I generate a detailed action 
plan?”

Sarah leans back, marveling at how far HR has 
come. Just a decade ago, these insights would 
have taken weeks to compile and analyze. Now, 
AI handles the heavy lifting, allowing her to focus 
on strategic decisions and the human elements 
that truly drive organizational success.

“Yes, ARIA. Generate the plan, and let’s review 
it together this afternoon. And remember, while 
you’re incredibly helpful, we always need to 
balance your insights with our human judgment 
and empathy.”
“Of course, Sarah. That’s why we make such a 
great team.”

As Sarah begins her day, she reflects on the 
journey that led HR to this point – a journey 
of technological advancement, ethical 
considerations, and the continuous redefinition 
of the human role in managing human resources.
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The Evolution of AI in HR: From Automation to Autonomy

The scenario above may seem like science fiction, but it’s rapidly becoming a reality. A comprehensive 
meta-analysis of current research and expert perspectives reveals that the integration of artificial 
intelligence (AI) into human resource management (HRM) is accelerating at an unprecedented pace. 
We’re witnessing a shift from basic automation to what experts call “AI-agentic HR” – systems of 
autonomous AI “agents” capable of making decisions and acting with minimal human intervention12.

The Current Landscape

Recent studies indicate a surge in AI adoption across HR functions. A survey found that 92% of HR 
leaders plan to increase AI use in at least one HR area in the near future. However, there’s still a gap 
between AI’s potential and its current implementation in organizations.

Short-Term Outlook (Next 5 Years)

In the immediate future, AI is expected to remain a powerful assistant to human HR professionals, 
augmenting their capabilities rather than replacing them. Key areas of adoption include:
•	 Recruitment & Talent Acquisition: AI tools will streamline processes with automated resume 

screening, chatbots, and advanced analytics.
•	 Onboarding & Employee Integration: AI chatbots will function as 24/7 “onboarding buddies,” 

providing immediate guidance to new hires.
•	 Performance Management: AI analytics will help managers monitor performance in near real-time, 

offering personalized coaching suggestions.

Mid-Term Outlook (5-10 Years)

As AI agents become more sophisticated, they’re expected to handle entire processes end-to-end for 
routine HR tasks. This shift will likely redefine traditional HR roles:
•	 Recruitment: AI might autonomously source candidates, conduct initial interviews, and extend 

offers for certain roles.
•	 Onboarding: “AI orchestrated onboarding” could become the norm, with AI preparing IT accounts, 

personalizing orientation, and managing compliance tasks.
•	 Workforce Planning: AI integrated with dynamic data might autonomously plan staffing, reallocate 

training budgets, or hire short-term contractors.

Long-Term Outlook (Beyond 10 Years)

If technology, regulation, and social acceptance align, AI could autonomously manage most HR 
operational tasks. Potential developments include:
•	 Continuous Performance Evaluation: AI performing ongoing evaluations, adjusting goals and 

compensation in near-real time.
•	 Predictive Employee Relations: AI handling day-to-day minor conflicts and predicting potential 

issues before they escalate.
•	 Dynamic Workforce Management: AI orchestrating a fluid “liquid workforce,” hiring or reassigning 

staff on-demand to meet changing business needs.
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Ethical Considerations and Human Oversight

While the potential benefits of AI-agentic HR are significant, they come with important ethical and 
legal considerations:
1.	 Bias and Fairness: Ensuring AI systems don’t perpetuate or exacerbate discrimination is crucial.
2.	 Data Privacy and Security: Protecting sensitive employee data will become even more critical.
3.	 Transparency and Accountability: Explaining AI-driven decisions, especially in areas like hiring and 

performance evaluation, will be essential.
4.	 Maintaining the Human Touch: Balancing efficiency with empathy and ensuring AI doesn’t 

dehumanize the workplace.

To address these challenges, organizations must:
•	 Implement robust AI governance structures and policies.
•	 Conduct regular bias audits and maintain transparency in AI processes.
•	 Invest in AI ethics training for HR professionals.
•	 Maintain human oversight, especially for sensitive decisions.

The Future of HR Professionals

As AI takes on more operational tasks, the role of HR professionals will evolve. Future HR leaders will 
need to be:
•	 Strategic partners focused on aligning HR with business goals.
•	 Ethical stewards ensuring responsible AI use.
•	 Data interpreters translating AI insights into actionable strategies.
•	 Emotional intelligence experts handling complex interpersonal issues.

Reflections:

The transition to AI-agentic HR represents a paradigm shift that will unfold over the coming 
years. Organizations that thoughtfully integrate AI into their HR practices – balancing 
technological advancement with ethical considerations and the irreplaceable human touch – 
will be best positioned to thrive in this new era.
As we stand at this crossroads, it’s clear that the future of HR is not just about new tools, but 
about a new identity for the profession. HR is evolving into a tech-savvy, ethical, and strategic 
contributor to organizational success. The question is no longer if AI will transform HR, but 
how we can harness its power responsibly and effectively to create more dynamic, responsive, 
and human-centric workplaces.
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