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INTRODUCTION
The disruption of the new face of Human Resource Management (HRM) is experiencing remarkable failure through converging vectors of failure of leadership, mass knowledge democratisation and low-lying genocide of organisations within changing markets in a rapid pace. These redescriptions normalise the structuring of the work done and minimise loss of resources contextualised by adaptive systemic capabilities in dynamically changing globalised spaces where these transformative forces demand, and in some cases demand, fundamental reimagination of; development of leaders, mobilisation of collective intelligences and formation of adaptive capacity of continuous change. I observe these phenomena through the lens of the dynamism of emerging economies and advanced market sophistication as a postgraduate student of Bangladesh, who is studying at a university in Britain in Human Resource Management. The successful succession, hoarding of knowledge, and resistance to change paradigms that were once considered as being successful in the past has been a thing of the past in an era that requires distributed leadership, learning, and constant change. The three significant currents covered by this special issue are the redefinition of the boundary activities of HRM practice: the transformation of a hierarchical leadership pipeline to a distributed leadership ecosystem; the transformation of information repositories into dynamic learning networks; and a systematic change in the approach to change management, to continuous organisational adaptation. The developments place a challenge on the domestic HRM and IHRM level to ensure the creation of superior structures, competencies and mindsets. The evaluation concludes with a comprehensive self-evaluation of personal strengths necessary to survive in this shaken frontier, mashing my cross-cultural experience between the South Asian collectivism and Western individualism success.

1. DISTRIBUTED LEADERSHIP ECOSYSTEMS: BEYOND TRADITIONAL SUCCESSION PLANNING
The conventional method of leadership development: hierarchical succession planning has not succeeded in preparing the firms to respond to the challenges of the present organisational complexity and more rapid changes of leadership. Day and Thornton (2018) have observed that the conventional approaches of leadership pipeline fail to develop the adaptive and collaborative skills required of networked organisations. The shift towards distributed leadership ecosystems recognises that leadership is not an individual, but an organisational, competence, and therefore requires a radical reorganisation of how organisations recognise, nurture and utilise their leadership talent.
Rather than the linear succession charts, progressive organisations are choosing to use organic leadership networks which help cultivate a large number of leaders at a variety of levels within the organisation. In a breakthrough that has seen it create over 4,000 micro-enterprises with independent heads, the appliance manufacturer, Haier, has been able to maintain innovation and responsiveness to the market, thanks to platform-based model of leadership (Fischer and Lago, 2020). Similarly, W.L. Gore & Associates, Inc. operates as autonomous teams where executives are born with respect to subject matter knowledge or character, instead of leadership position as examples of how distributed leadership may provide innovation and engagement (Carsten and Uhl-Bien, 2019). Such methods require much more subtle and complex talent assessment techniques which focus on other aspects like collaborative influencing, nimbleness of learning and systems thinking over [image: A diagram of a company
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The IHRM implication of distributed leadership is specifically complicated because of the cultural difference in terms of power distance and the legitimacy of leadership. The example of Gelfand et al. (2017) is when they state that tight cultures that have more rigid hierarchical norms are less susceptible to the influence of distributed leadership models and require more sophisticated form of adaptation strategies. These strains were further heightened by the fact that not only was I moving out of Bangladesh, a very high power distance nation where power is based on the leadership role and seniority, but also to a very egalitarian UK. Contrastingly, English organisations encourage challenge and suggestion irrespective of rank (Chowdhury and Mahmood, 2019) and in Bangladesh, it means elaborated formal steps of making suggestions to senior leaders and an indirect communication. A global leadership development framework must, in actual sense, be capable of absorbing the local leadership norms, as well as assist in building the ability to operate beyond the cultural boundaries and as such it must be flexible enough to take in these cultural paradoxes. Moreover, legal and governance regulations in different jurisdictions also change structures of leadership, in at least some countries where distributed models may be limited by the need to have some kind of board composition or by demands on some kind of leadership qualification (Brewster and Mayrhofer, 2018).

2. KNOWLEDGE MANAGEMENT AS COMPETITIVE ADVANTAGE: FROM REPOSITORIES TO LIVING NETWORKS
The fast rates of organosatal knowledge development with the same tempos of obsolescence have transformed the role of knowledge management into an administrative task to a strategic necessity. The new framework focused on dynamic knowledge creation, and not on static management of the knowledge, and also redefined HRM as an ecosystem custodian of organizational learning By Nonaka and Takeuchi, 2019 This transformation makes it clear that the competitive advantages are not ensured by merely having knowledge, but the continuous flow of knowledge that requires new mechanisms that will facilitate constant learning and innovation.
Agile organisations have now gone beyond a formal learning platform and established more customised ecosystem of platforms and knowledge sharing networks. An example of organisations that established its holistic Learning Campus is Siemens, which has incorporated artificial intelligence-based content curation, peer-to-peer learning networks and other external university collaborations that attracted more than 3 million learning hours annually (Schwuchow andGutmann, 2020). As an example, the McKinsey and Company has an internal knowledge marketplace, in which its consultants exchange their insights, methods, and learnings with clients to create a self-reinforcing network of knowledge creation and knowledge utilization with a valuation of more than half a billion dollars in intellectual capital (Davenport and Prusak, 2020). This demands new learning experience design competencies, knowledge analytics and community facilitation competencies in HRM and new cultures that have knowledge sharing as the reward rather than knowledge hoarding.
This introduces additional degrees of complexity concerning latent functions of language barriers + cross border tech infrastructure + intellectual property protection. Szulanski and Jensen (2016) single out cultural distance, absorptive capacity and institutional voids as examples of these "stickiness factors" influencing the cross-border transfer of knowledge. My experience as an undergrad in my home country of Bangladesh was an eye-opener to the consequences of Western management theories in terms of the fact that knowledge transfer is only enabled with a reasonable degree of contextualisation upon which it can be applied in local context primarily due to the prevalence of relationship-based business. Conversely, linguistic barriers and the belief in the hierarchy of the source of knowledge often do not allow harnessing much of the indigenous knowledge in emerging markets (Michailova and Mustaffa, 2018). Internationalized knowledge sharing can act effectively only when sophisticated translation machinery is applied not only on the language front, but also on ideas, with each region retaining its specific contextuality and arriving at a shared agreement where cross-pollination of ideas is made possible. Third, when working in a cross-border context of R&D, knowledge should be revisited because of variations in data protection regulations and intellectual property systems, and special governance systems should be implemented (Crane and Matten, 2019).

3. ORGANISATIONAL RESILIENCE THROUGH CONTINUOUS ADAPTATION
Regular disruption - in the shape of technological displacement, pandemic disruption and geopolitical conflict - has shifted organisational resilience as one of several risk management considerations to a strategic priority. Organisational resilience is concerning the anticipation, adapting and responding to the unexpected and remaining capable of accomplishing core purpose (Duchek, 2020), which is a radical shift in how organisations have handled change (Duchek, 2020). This development extends beyond the change strategies that are episodic change to provision of capabilities within the organization to enable constant adaptability.
In this regard, resilient organisations are building up high-order sensing, responsive structures and regenerative culture in order to react promptly to a disruption, at the same time keeping the government wheels moving. An example of this way is the Swedish bank Handelsbanken that in a radically decentralised organisation allows its local divisions to respond swiftly to market shifts, yet can be highly culturally integrated, has weathered numerous crises in the financial industry and still makes a lot of money (Kronstrom 2021). Day 1 mentality creates organisational tolerance to calcification with a willingness to err and focus on customers by institutionalising constant experimentation and learning attitude (Rossman, 2019). These must be maintained in equilibrium at the same time based on their use in situations making them paradoxical in nature, therefore HRM must create paradoxical abilities: consistency in high culture and when structural fluidity is required, and experimentation when structural fluidity is required, and global coherency when local adaptation is required to enable this simultaneous presence of oppositations (Kariapper, 2020).
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In fact, building resilience in global operations turns out to be significantly more challenging by an order of magnitude as organizations are exposed to more complex regional risk environments, diverse policy settings and dissimilar cultural frameworks that dictate approaches to uncertainty. Taleb and Blyth (2011) demonstrate that the resilience strategies that are successful in stable institutional settings can be rather weak in volatile emerging markets and use alternative strategies. The practical experiences that my family went through navigating the political turmoil in Bangladesh throughout the generations made me understand that organisations in instability settings appear to develop special resilience abilities, namely maintaining a backup plan, building up redundant systems and networks, and fostering informal networks (Khan and Rahman, 2020). These strategies can not be ignored by the Western world, as organisations are increasingly experiencing a heightened volatility, Nonetheless, with the introduction of common global resilience frames, that are also sensitive to local risk characteristics, a sophisticated governance system is required to balance the standardization and flexibility (Hillmann and Guenther, 2021).

4. PERSONAL COMPETENCY REFLECTION: PREPARING FOR DISRUPTED FUTURES
Being experienced and having an opportunity to learn about Human Resource Management in Bangladesh with the anticipation of working in some other country in the future, I realize that the future of work would require digital, cultural and adaptability skills. In this reflection of mine, I will critically evaluate my readiness to be in five out of eight primary competency domains.

Systems Thinking and Strategic Integration
My engineering qualification in Bangladesh and management in UK has helped me to acquire the analytical skill in problem solving to learn a complex system. As a result of a recent consulting assignment, I could plot the relationships between HR processes and business outcomes and the key levers/depth of strategic intervention. The way I can accelerate organization values is through my personal experience of how it is like to live in a collectivist and an individualist society. Quite to the contrary, I have at times issues with ambiguity, and would rather see a clearer framework than an emergent strategy. My thinking is quite mechanistic, which is the result of my training as an engineer, and I tend to overlook human dynamics and political subtlety. With the previous experience in the relationship-based business culture in Bangladesh, I also have a tendency of underestimating the role of formal structures in organisational outcomes. To this effect, I will enroll into the MIT Sloan certificate of Systems Thinking to Sustainability, and immerse myself into the art of strategic scenario planning into developing the human instinct to uncertainty.

Digital Innovation and Technology Leadership
I have an intuitive nature as a digital native to learn how to embrace technology. As one of the recent change management efforts, I have introduced a digital collaboration platform to the Bangladeshi Student Association with adoption rate of 90. The technical architecture that I have will enable me to actually talk with the people in the IT department regarding the functionality of the HR technology. The areas I must work on are the lack of exposure to enterprise scale HR systems and not having practiced work with such transformative technologies like AI in HR. The third one is a digital equity blind spot, which I values but do not always think about thoroughly, particularly when it comes to matters concerning the digital divide that Bangladesh is experiencing. The goal of my plan of action is to strive to achieve Microsoft certification on their Microsoft AI Business School in HR but on the other side volunteer in a digital inclusion charity to possess the technical ability on one side and on the other hand the understanding of the social consequences. I will also learn the implementation of the HR technology in a developing nation to fill in the gap between theory and practice.


Cultural Intelligence and Global Mindset
This bi-cultural exposure has resulted in an individual subtle view of cultural multiplicity. It was not that effortless because we possess different styles of communication and decision-making, and I could mediate a project between students representing 6 countries. Although I converse in several languages, Bengali, Hindi, Urdu and of course English, this makes me build trust across cultural boundaries. Nonetheless, I will mostly be interacting with South Asian and British environments, which will introduce possible blind spots. Simultaneously, having the Bengali harmony values imprinted on me I am also more prone to avoid confrontation, which may turn counterproductive to healthy confrontations of more confrontational cultures. Indicatively, I will be engaged in a virtual global internship with Latin American and African teams to expand my thinking, and to acquire models of traveling in unfamiliar cultural space, and will be undertaking the CQ certification with the Cultural Intelligence Center.

Change Leadership and Influence
Travelling in these various learning systems has definitely helped me to develop my own personal resilience and adaptability in going through the transitions. My ability to overcome resistance and transform the university International Student Support Group into a professional development platform came as a result of a stakeholder engagement process. The most significant area of improvement to me is almost absence of formal change management plan since as a rule of thumb I make decisions based on intuition. Such a reliance on consensus obviously makes the decision in a crisis slow. Identified direction to build upon positive qualities: complete Prosci Change Management certification in how to lead an initiative in a local non-profit and shadow senior change executives via a professional mentoring programme.

Learning Agility and Knowledge Creation
The cross-cultural experience has sharpened my meta-learning skills. I maintain a digital library containing condensed lessons learned based on research literature and case studies in the industry, and share curated content with my colleagues. It is also my greatest weaknesses, as I am far more consumptive than generative in my learning, I can absorb a lot of information, and I like the consumption process of knowledge, but I cannot generate the generative thought, or walk away with a structure of how to transmit the knowledge to another person. And to make it even more, my perfectionism does not allow me to experiment and learn to make mistakes. I will compose monthly LinkedIn posts that will help me establish thought leadership and develop a workshop on adapting to the British work culture to ensure that I could transform lived experience to transferable knowledge.



CONCLUSION
The way businesses generate value has radically changed and the HRM evolving into strategic source of organisational resilience is an indication of this change. Combined with the internationalization of business, this development demands that pratitioners not only survive in the complexity but also lean towards the human nature of things, which is only complicated by an international environment with its multicolored systems and tradition inspired behaviors. I am used to a hierarchical culture in Bangladesh, and there have been instances of slight tensions between personality traits in Britain and overconfidence that I exhibited in some points. The new HR executives will be forced to blend technology with a human touch and systems thinking with cultural intelligence. The cross-cultural experiences that we have as international students are strengths to us, unless we strategize in developing digital innovation and change leadership, these strengths become worthless. Our vision is to make organizations flexible, inclusive and healthy. In a meaningfully disrupted world, presence of effective and sustainable operation on a more complex cultural environment to facilitate strategic change should be considered as a survival and success requirement rather than a competitive advantage.
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