Prifysgol Cymru
Y Drindod Dewi Sant

University of Wales
Trinity Saint David

Student Name: Md Abdur Rahman Sayem

Student ID: 2503775

Module Name: Human Capital Management

Module Code: LCMB7023

Lecturer’'s Name:

Dr Gladius Kulothungan

Work Count: 2742

Term 1



Contents

INErOAUCTION ... 4
Technological Transformations in Labour Markets.............ccccooo 4
Critical @VAalUALION ... 4
Systematic and creative Synthesis...........oooo 5
Contradictions and JUAGEMENT ........cooi i 5
Evidence and Case SUPPOIT ......ovuueiiiie et e e e e e e e e e eeennnes 6
Demographic and Geopolitical Influences on Employment Markets ........................oo... 6
Critical appraisal of demographiC trends...........ccooooiiiiiiiiiiiiee e, 6
GeOopOlitical AYNAMICS......ccceeieeeicce et e e e e e e e 7
Creative SYNTNESIS ....u e 7
Evidence and JUdgemMENT ..o 8
Addressing Skills Gaps and Talent Shortages through Strategic HRM............................ 8
Critical review Of MOAEIS .........ooiiiiii s 8
Systematic SYNtheSIS ... 9
Evidence and JUdgmMENT ...........uuiiiiiiii e 9
Reflective Evaluation of International Capabilities...........ccoeuvviiiiiiiieiicc e, 10
Framework and APProach ..........ooeeeiiii i 10
Evidence-Based Self-RefleCtion ... 11
Technology and digital SKillS ................uuuuiiiiiiiiiii s 11
Communication and teaMWOIK...........ooiiiiiiiiiie e 11
Leadership and emotional intelligence ............coooo i, 11
Ethics and professionaliSm ... 12
Contradictions and Ciritical INSight ........ccooiiiiiii 12

A CH ON PlaN e e 13



CONCIUSION e e e e e, 14

R T OIENCE. ..o e e e 15

Figure 1: Digital HR Architecture conceptual chain. Source: Damnjanovic¢ et al. (2025). 5
Figure 2: Unilevers’ Time-to-Hire Reduction after Al. Source: Al Recruiter Lab (2025). .6
Figure 4: Gibbs Reflection Summary, Source: Own Contribution.............cccccooeeiiinneeee. 10

Figure 5: Action Plan for professional development. Source: Own Contribution. .......... 13



Introduction

The Human Capital Management (HCM) is the strategic process that involves acquiring,
developing, and optimising the human resources as a strategic asset that drives the
success of organisations. Well-managed HCM will match workforce capacity with
strategic business goals which will promote competitiveness and innovation. Ulrich (1997)
states that HR professionals should become strategic partners, who can transform
organisational vision into talent strategies, which can make the organisation more agile
and value-creating. In a time of globalisation, demographic and rapid technological
change, the capability of managing human capital on an international scale has taken

centre stage in the maintenance of competitive edge.

Technological Transformations in Labour Markets

The creation, assessment and reward of work is changing because of digitalisation,
artificial intelligence (Al) and platform-based work. In CIPD (2024) Al and the people
profession report, more than one-third of employers in the UK currently use algorithmic
tools in recruitment and performance management to improve the accuracy and efficiency
of these processes. On the other hand, the World Employment Outlook of the ILO (2024)
warns that automation continues to increase routine jobs losses and digital disparities.
These contradictory meanings of the phenomena of innovation-driven growth and

employment precarity require a critical approach to the existing research.

Critical evaluation

Numical data like Deloitte (2024) surveys measure the adoption rates, but favor big,
Western companies and the short-term outcomes, such as the cost-per-hire. Qualitative
studies like those by Daugherty and Wilson (2018) have shown that in a variety of case
studies of organisations implementing collaborative intelligence, human machine
partnerships could indeed lead to better quality of decisions and innovation, but they are
not generalisible and this relies on context. The combination of them reveals
methodological imbalances: strong statistical depth on the patterns of usage but poor

understanding of long-term effects on humanity. Any of the reported increases in



productivity should thus be considered moderated context-dependent, depending on

sector, workers skills, and regulatory controls.

Systematic and creative synthesis

In Beer et al. (1985), technological innovation falls as an external situational influence
that influences organisational and HR policy decisions. Ulrich (1997) goes further to
redefine the HR role as a strategic collaborator charged with the role of transforming such
external pressure to business value that is sustainable. Combined with the current models
of Digital HR Architecture, focused on the alignment of technology, analytics, and people

strategy, the theories result in a plausible conceptual chain:

Talent

Al adoption .

reskilling

Figure 1: Digital HR Architecture conceptual chain. Source: Damnjanovic et al. (2025).

This synthesis re-understands technology as the driver of sustained capability evolution,
a facilitator of evidenced-based recruitment, open performance management, and data-

driven learning systems that not only increase efficiency but also employee development.

Contradictions and judgement

According to McKinsey (2023), automation is expected to boost the GDP by 1.2 per cent
every year, whereas ILO (2024) associates algorithmic management with psychosocial
stress and employment insecurity (Chui et al., 2023). The contradiction highlights that not
every efficiency and well-being of employees are necessarily compatible with technology.
HRM and IHRM should thus formalise ethical Al management auditable algorithms,
transparency in data use and employee involvement to optimise productivity with fairness
(Bar-Gil et al., 2024). Without not only inclusive up- and reskilling programs, automation
potential will widen the ability and income disparities between developed and developing

economies.



Evidence and case support

BM Watson Talent implements the technology of the algorithm audit by using an ethics
board to identify bias (Montgomery and Rossi, 2023). Digital Recruiting Platform of
Unilever introduced in 50 countries reduced the time spent on hiring by 75 per cent and

complaints due to bias by 70 per cent (Pumpadu, 2024).
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Figure 2: Unilevers’ Time-to-Hire Reduction after Al. Source: Al Recruiter Lab (2025).

These demonstrations indicate that in cases where governance goes hand in hand with

innovation, Al can increase not only efficiency but also equity.

Demographic and Geopolitical Influences on Employment
Markets

Global labour-market dynamics are being radically altered by demographic and
geopolitical changes and are forcing HRM and IHRM practitioners to devise context-
based approaches (Kljuénikov et al., 2023). The ageing of populations, migration
movements, and geopolitical pressures each re-establish the notion of talent supply,

mobility and inclusion (Poutvaara, 2021).

Critical appraisal of demographic trends
The OECD (2024) Employment outlook reports that population ageing in many developed

economies is a sustained phenomenon with an increasing proportion of older employees



making up the labour force. On the other hand, there are numerous emerging economies
in the Global South that struggle with unemployment among the young generation and
underuse of skills (ILO, 2024). This polarization weakens the idea of a homogenous
demographic trend and faces the impracticality of homogenous policy prescriptions
(Worldbank.org, 2025). The gender factor also complicates the scenario: the rate of
female employees has increased, still, structural inequalities and wage disparities exist
even after legislative regulations, like the Equality Act 2010 (World Bank Group, 2023).
The impact of diversity, equity and inclusion (DEI) programmes has been inconsistent
with many being curtailed by organisational culture and local social norms (Feitosa et al.,
2022). As the evidence shows, the problem related to demographics meets cultural,
institutional and economic background, where the HR response cannot be limited to

homogenous global patterns.

Geopolitical dynamics

The combination of the Hofstede (2011) cultural dimensions and global-mobility
framework by Tarique and Schuler (2015) can be used to clarify the way in which culture
shapes the international Hr policy decisions. The high power-distance societies can prefer
centralised assignment control but the collectivist or feminine cultures will support
collaborative talent growth (Hofstede, 2011). The synthesis shows the key to successful
IHRM is found in striking a balance between universal values of fairness and competence
with the local cultural legitimacy- a glocal orientation consistent with both resource-based

and institutional approaches to competitive advantage.

Creative synthesis

Integrating Hofstede’s (2011) cultural dimensions with Tarique and Schuler (2015) global-
mobility framework explains how culture conditions international HR policy choices. High
power-distance societies may favour centralised assignment control, whereas collectivist
or feminine cultures promote collaborative talent development (Hofstede, 2011). The
synthesis demonstrates that effective IHRM lies in balancing universal principles of
fairness and competence with local cultural legitimacy—a “glocal” orientation that aligns

with resource-based and institutional perspectives on competitive advantage.



Evidence and judgement

The example of the Flex Experience programme by Unilever is an example of such glocal
adaptation: employees get to work in different geographies with one single digital platform
that takes into account the laws on labour in different countries and maintains the same
corporate culture (Unilever, 2020). On the policy level, the Expatriate Welfare and
Overseas Employment Policy (2021) in Bangladesh uses labour export as an economic
policy, investing in the pre-departure training and the remittance protection (Government
of Bangladesh, 2021). The two cases affirm that demographic and geopolitical volatility
can also be transformed into an opportunity when IHRM is encompassed by ethical
governance, mobility support and cultural sensitivity. Therefore, sustainable people
management demands a local approach to things, which entails the standard strategic
concepts applied using contextually flexible practices that maintain organizational

integrity and locality (Pratiwi et al., 2024).

Addressing Skills Gaps and Talent Shortages through
Strategic HRM

The inability to find and keep skilled workers has turned into a structural limitation to
productivity and innovation. According to the OECD (2024) Skills outlook, the deficits in
the science, technology, engineering and mathematics (STEM) areas are increasing
along with the severe shortages in healthcare and digital services. Another area of labour-
intensive industries like the hospitality and logistics industries experiences high turnover
rates because of low progression and pay compression (CIPD, 2023). These difficulties
reveal the necessity of workforce-planning and capability-building approaches as
opposed to immediate staffing reactions. Governments have started to intervene in forms
of initiatives like the UK Apprenticeship Levy (2024) and the EU Pact for Skills which
encourage employers to be involved in lifelong learning and joint reskilling.

Critical review of models

There are two prevailing views of workforce planning. Armstrong (2021) suggests a
logical HR Planning Cycle, which includes predicting the demand, supply auditing, and
resolving discrepancies by recruiting or training. Although it is empirically based on the



UK case studies, it presupposes a stable environment and underestimates volatility. On
the other hand, Cappelli (2009) defines the Agile Talent Supply Chain; it involves the
flexible acquisition of skills by firms by using networks and contingent labour force. His
evidence is a survey-based evidence and this one is responsive, yet has the danger of
disintegrating the organisational learning and loyalty. This conflict of the structured
planning and the agile responsiveness is the reflection of a broader methodological
conflict: predictive precision and adaptability. An integrated approach would thus entail
the systematic planning discipline used by Armstrong and the dynamic alignment used
by Cappelli (2009).

Systematic synthesis

The combination of the Human Capital Theory proposed by Becker (1993) and the
Training Evaluation Model proposed by Kirkpatrick (1994) puts reskilling pipeline in a
measurable format. Becker considers learning as an investment which produces
economic results, whereas Kirkpatrick presents four levels of evaluation including
reaction, learning, behaviour and results to measure the impact. In combination with
introduced digital learning analytics and performance dashboards during the training
lectures, such a framework allows HR to monitor the translation of interventions into

behavioural change and organisational outcomes (Susnjak et al., 2022).

Evidence and judgment

An example of this approach can be seen in The NHS Leadership Academy (2011): its
competency framework also connects the leadership development to the succession
planning, enhancing the retention and patient-care outcomes. Comparative data provided
by the ILO (2025) reveal that reactive ecosystems, which are employers, educators, and
policymakers, reap the greatest benefits on the investment in skills. The example of
Germany and the dual-education system illustrates how the partnerships decrease the
rate of youth unemployment and maintain pipelines of talents (Wieland, 2015). These
examples confirm that long-term workforce resiliency is based on multi-stakeholder

learning alliances.



Reflective Evaluation of International Capabilities

Framework and Approach

This reflection uses the six stages reflective cycle of Gibbs (1988) description, feelings,
evaluation, analysis, conclusion and action plan to critically appraise my international
professional competence and moral growth. It is directed through the CIPD (2023)
Professional Map, especially the core behaviours of ethical practice, inclusivity, and

professional courage and influence.

Description

» Working part-time at London Gleam while
studying in a multicultural university
environment, | collaborate with diverse
colleagues and use digital tools for
academic tasks.

Action Plan Feelings
» (Gain Al Ethics certification. » Felt confident with technology but less

* Lead a multicultural remote project.
+ Seek mentorship for strategic
communication.

Conclusion

* To perform effectively internationally, |
must balance digital strengths with
stronger leadership presence and

confident speaking up in multicultural
groups; experienced both motivation and
uncertainty in new cultural contexts.

Evaluation

« Strengths: empathy, teamwork, cultural
sensitivity, and ethical awareness in using
Al tools.

proactive communication. + Weaknesses: limited assertiveness,
hesitation in leadership roles, and
inconsistent confidence in global
communication.

Analysis

trong in empathy and
aker in self-
nce.
mfortable with reflection,
S with active
experimentation.

Figure 3: Gibbs Reflection Summary, Source: Own Contribution.

The reflection is based on my education at the University of Wales Trinity Saint David and

my work experience as a part-time worker at London Gleam, a company offering cleaning



services to universities in London. Being a Bangladeshi migrant, | am often working
together with employees of different nationalities, languages, and religions. These
everyday experiences are cross-cultural communication, inclusivity and leadership

laboratories.

Evidence-Based Self-Reflection

Technology and digital skills

My course work has often implied the use of Al-driven analytical opportunities to
summarise data, create structure, and test ideas, and they reflect the trends of digital
transformation that are presented in the current learning activities on Future of Work and
Al. At first, | perceived such tools as the convenience mechanisms, but | quickly realised
that there are ethical implications to them in terms of data ownership, transparency, and
originality. Using the CIPD (2023) behaviour of ethical practice, | was able to be
transparent when citing Al contributions and balance efficiency and integrity. This
recognition directly boosted my trust in the responsible technology use as a necessary

skill in the age of algorithmic HR decision-making (Patil, 2025).
Communication and teamwork

| have worked in very multicultural teams both at the place of work and in my university
work. My fellow employees at London Gleam are the products of South Asia, Eastern
Europe, and Africa, and they demand cultural sensitivity and patience at all times. In one
event, the misinterpretation of task rotation led to strain among the employees; through
open communication and explaining the expectations, | managed to restore respect and
trust between the employees. This experience mirrored the focus of my learning activities
on employee relations and voice and how inclusive communication and empathy can
make collaboration possible. In group work, | was a coordinator, delegated, settled any
disagreements, and kept deadlines. This training developed my conflict-management skill

and emotional control which is vital in managing cross-border teams (Adham, 2023).
Leadership and emotional intelligence

By using the Emotional Intelligence (El) Model developed by Goleman (2000), |

determined that the strengths that | possessed are empathy, adaptability, and social



awareness, whereas self-confidence and assertiveness are areas of growth. In one group
assignment, | exemplified a transformational leadership style by inspiring my colleagues
and applauding progress but | failed to oppose a domineering member whose resolutions
threatened the quality of the team. This was later reflected in reflections on this under the
Gibbs evaluation stage where professional courage is needed in leadership, a CIPD
behaviour that entails respectful and firm persuasion. This knowledge has transformed
my perception of the leadership as being cooperative in nature to being bold of

responsibility.
Ethics and professionalism

At London Gleam, moral problems sometimes emerge including the need to balance
between productivity and the well-being of the workers. The recent learning experiences
on Ethics and Professionalism have introduced me to the idea that fairness and human
dignity should always be the most important elements in organisational policy. The need
to exercise transparency, the reporting of unsafe working conditions to the supervisors
and the support of the colleagues under discrimination allowed me to demonstrate the
principle of ethical stewardship. These experiences cultivated an internalised professional
accountability that transcends compliance which is consistent with the CIPD (2023)

standards as well as my cultural background values of respect and solidarity.

Contradictions and Critical Insight

One such contradiction is that | am quite confident in technology and quick to hesitate
when making global decisions. | am not afraid to apply digital tools and analytics but tend
to be hesitant to impose my point of view on multicultural academic debates or when
working in a management environment. | am able to place myself within the Experiential
Learning Cycle proposed by Kolb (1984) to occupy mainly the two stages of the cycle,
namely reflective observation and abstract conceptualisation, i.e., | am quite comfortable
with analysing experience but am less apt to experiment and take risks. In order to
advance, | need to focus more on the active experimentation stage by actively trying to

experiment with new behaviours: leading a meeting, making cross-cultural offers.



This observation reflects the analysis stage of Gibbs, (1988), in the sense that real
learning is transformative and discomposing. It needs to embrace uncertainty and cultural
ambiguity to create international trust. | am accustomed to Western workplace norms,
where individualistic and self-centered benefits are encouraged, and the more collectivist
norms of Bangladesh, where modesty and peace are promoted. The awareness and the
ability to cross these cultural structures will improve my flexibility and maturity in

leadership.

Action Plan

To make reflection a concrete and practical professional development, | have constructed

three SMART goals, specifying them with Specific, Measurable, Achievable, Relevant,

and Time-bound features:

Earn a LinkedIn Certificate in Al Ethics within 6 months

» To deepen knowledge of responsible technology application and align
with Week 5 ethics principles

Lead a remote multicultural university project within 12

months

 To practise global collaboration, develop assertiveness, and apply
cross-cultural communication techniques.

» To enhance influence, feedback reception, and confidence in
international contexts.

Figure 4: Action Plan for professional development. Source: Own Contribution.

The objectives are in line with the lifelong-learning ethos of the CIPD and the focus on a
value-based equitable leadership approach (CIPD, 2023). They also strengthen the
professional courage, which needs active behaviour and responsibility of individual

development.



This reflection portrays the convergence of experiential learning and theoretical
understanding to create international HR capabilities. Having worked my way to London,
through manual labour to postgraduate education, Bangladesh to London, has made me
a resilient, empathetic, cross-cultural intelligent person. The application of Gibbs, Kolb,
and Goleman has allowed making self-evaluation structured and connecting academic
theory with experience. | would also strive to be an ethical leader, responsible
technologist, and culturally-inclusive individual as | advance in my academic and
professional endeavours to help create work environments that value human and

organisational potential.

Conclusion

The forces that are redefining Human Capital Management in the global economy are
interdependent because of technological advancement, demographic transformation, and
enduring skills shortages. The discussion is affirmative that to be competitive, strategic
HRM should incorporate digital innovation and inclusive, data-driven workforce planning.
But only in the event that empirical rigour is balanced with ethical, cultural and human
concerns can sustainable impact be achieved. The HR people of tomorrow should
therefore be moral custodians- they should see to it that automation, mobility and
reskilling programs do not only favor anyone, but also give him or her dignity and access
to opportunity. Uniting analytics and empathy, HRM will be able to create genuinely

inclusive and resilient global labour markets.
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