P Prifysgol Cymru
% Y Drindod Dewi Sant

" University of Wales
Trinity Saint David

Student name: Umair Ali

Student ID Number: 2438321

Programme: Master of Business Administration

Module: Human Capital Management

Module code: LCMB7023

Lecturer: Ejike Udeogu (Birmingham)

Assignment Title: Assessment component 1: Individual report

Submission date: 17/10/2025

Word count: 2690 Without References and intext citations.



Table of Contents

N [0 oY LT3 1T o P 3
2 Impact of Technology & Digitalisation on Labour Markets..................ccoovviiinnnnnnn. 3
2.1 Changing labour market dynamicCs.............ooovvvuiiiiieiiiieecee e, 3
2.2  Implications for HRM...........coooiiiiiii e 4
2.3 Implications for IHRM...........cooormmimiii e 4
3 Demographic & Geopolitical Forces Influencing HRM ...........cccccceiiiiiiiiiinnnn. 5
3.1 Demographic dynamics reshaping labour supply........ccccciiiiiiiiiniiiiiiiinnn. 5
3.2  Geopolitical forces altering the environment .................cc 6
3.3  Implications for HRM..........ccoo i 6
4  Strategic Approaches to Addressing SKills Gaps ..........ccoouvieiiiiieeiiiiiiiiceee e 7
4.1 Diagnosing and prioritising sKill gaps .......ccoovvviiiiiiiii e 7
4.2  Build vs buy: internal development vs external hiring ............cccccoeevviiiienns 8
4.3 Key levers: learning, mobility, partnerships, and technology...........cc........... 8
4.4 Case examples and critical reflection...............cccooiiiiiiiiii 9
5 Personal Reflective RepOrt .........coooiiiiiiiii e 9
5.1 DTS o3 o] (T o PSRRI 10
5.2 FEelNGS oo 10
5.3  Evaluation (Strengths & Weaknesses).........cooovveviiiiiiiiiiie 10
5.4 ANAIYSIS. ..o 1"
5.5 Conclusion (of reflection) .............uueiiiiiiiiiiice e 12
5.6  Action Plan (SMART Development Plan).........ccccooooiiiiiiiiiiiiiieecieein, 12
B CONCIUSION ... nnnnnnn 13

7 BiblOGraphy ... 15



1 Introduction

In today’s hyper-connected and rapidly evolving global economy, Human Capital
Management (HCM) plays a critical strategic role in enabling organisations to adapt,
compete and innovate. The aim of this report is to explore how transformational shifts
in technology, demography, geopolitics and labour markets are reshaping the
demands placed on HRM (domestic) and IHRM (international) practices. It will further
propose how organisations may respond by closing skills gaps, and finally include a
personal reflective assessment of my readiness to engage in international professional

contexts.

2 Impact of Technology & Digitalisation on Labour Markets

The rapid advancement of artificial intelligence (Al), automation, robotics and digital
platforms is deeply transforming labour markets around the world (and within national
contexts) creating both opportunity and disruption. In this section | examine how these
shifts affect employment patterns, and then analyse what they imply for HRM

(domestic) and IHRM (international) practice.

2.1 Changing labour market dynamics

First, Al and automation tend to substitute routine, low-skill tasks while complementing
more complex, cognitive work. Empirical evidence suggests that occupations with high
“task exposure” to Al show declines in demand, while non-automatable tasks receive
more emphasis (Hampole et al., 2025). However, the net effect on employment is often
modest, because productivity gains and business expansion can offset job losses
(Georgieff and Hyee, 2022).

Moreover, generative Al (e.g. content generation, predictive analytics) is expanding
the frontier: some roles will vanish, others transform, and entirely new functions
(prompt engineering, Al ethics officers) are emerging (Salari et al., 2025).
One of the structural changes is the polarisation of skills: the high-skill positions are
demanded, and the middle and low levels are reduced, leaving the pyramid of

occupations hollowed (Wang, Chen and Chen, 2024).



2.2

Implications for HRM

From an HRM standpoint, these trends force a rethinking of traditional practices:

2.3

Workforce planning & job redesign: HR must continuously audit jobs for task
automation risk and redesign roles so human + machine collaborate (i.e.

augmentation).

Reskilling and upskilling: Investment in continuous learning is essential. HR
ought to build pathways for employees to shift into roles that complement Al

(e.g. data analysis, critical thinking, digital ethics).

Recruitment & selection: Hiring shifts from credentials to skills, particularly
digital literacy, adaptability, and learning agility. Many employers are
increasingly practising skill-based hiring rather than degree requirements
(Bone, Ehlinger and Stephany, 2025).

Performance management & monitoring: Digitally enhanced systems
(analytics, real-time feedback, Al tools) can optimise productivity, but raise

issues of surveillance, algorithmic fairness and employee trust.

Change management & communication: Resistance is inevitable. HR must
lead transparent change journeys, explain Al adoption policies, and safeguard

employee morale.

Implications for IHRM

When operations cross borders, digital disruption adds extra complexity:

Distributed virtual teams: IHRM must manage cross-cultural, remote,
asynchronous teams, often supported by digital collaboration tools. Challenges
include maintaining cohesion, inclusion, and ensuring equitable access to

technology.

Data privacy & regulation: Different jurisdictions have varying data protection
laws (e.g. GDPR in Europe) that affect how employee data, Al systems, and
HR analytics are handled across borders.



« Global talent sourcing: Digital platforms enable organisations to recruit
globally. IHRM must coordinate cross-border contracting, taxation, visa

compliance, and onboarding across regulatory environments.

o Standardisation vs localisation: Decisions are needed on whether to
standardise HR/AI tools globally or adapt them to local cultures, languages, and

labour laws.

« Technology transfer and alignment: In multinational enterprises, IHRM must
ensure that subsidiary HR systems are compatible with central digital platforms,
and manage training/acceptance across different maturity levels (Strandt,
2025).

3 Demographic & Geopolitical Forces Influencing HRM

Demographic trends and geopolitical shifts are exerting powerful pressure on labour
markets and thereby forcing HRM (and especially IHRM) to rethink strategy, policy and
practice. In this section, | first explore the major demographic forces, then outline the

geopolitical dynamics, and then analyse their implications for HR.

3.1 Demographic dynamics reshaping labour supply
One of the most pervasive trends is population ageing. In many advanced economies,

fertility rates have fallen well below replacement levels, while life expectancy has risen,
meaning a larger proportion of older dependents relative to the working age population
(15-64).Some analyses indicate that in OECD countries, the ratio of older people
(65+) to working age is projected to reach historically high levels in coming decades
(DIGIT, no date). In Europe, for example, the old-age dependency ratio is climbing and
workforce contraction is expected despite immigration (Seabrooke, Tsingou and
Willers, 2020).

Another similar phenomenon is the declining working population group. In the
McKinsey report, McKinsey notes that in most middle- and high-income nations, the
ratio of 1564 years old is already at its highest or at least on a downward trend, and

that decreases the wig of youthful entrants to the labour force (Chui et al., 2023).

The importance of generational change is also present: Gen Z and Millennials come
with new demands of purpose, flexibility, learning, and inclusion. According to a study



conducted by ADP, the percentage of Gen Z managers increased more than twofold

during 2019 and 2023, indicating a change in the employee career advancement.

3.2 Geopolitical forces altering the environment

Another force that is changing the landscape of HR is geopolitical turbulence.
Protectionism, trade wars, and the fragmentation of the supply chain whereby firms
now seek to bring their sourcing and manufacturing closer to the home location has
led to the proximity of sourcing and manufacturing being substituted further away

(reshoring) altering demographics of the skills and labor mobile in the regions served.

Internationally, legal guidelines touching on entry and visa requirements have also
been bolstered, especially in the aftermath of the pandemic and because of country
wide security problems. As a result, there may be little international working mobility,
which forces IHRM to behave similarly. Political instability and competition for sources
are different problems that result in boundaries. The ongoing conflicts in East Asia and
Eastern Europe, as an instance, as well as the complexity of global energy geopolitics,
all make contributions to the disruption of understanding pipelines and preparedness,

which is increasingly becoming a reality within the modern technology.

3.3 Implications for HRM

These demographic and geopolitical forces translate into several strategic challenges
for HR:

o Talent scarcity & competition: With fewer domestic entrants, HR must
compete more aggressively for high-potential talent, including internationally.

Succession planning becomes more difficult in aging workforces.

o Diverse workforce inclusion: Older, younger, migrant, multi-cultural
employees must be integrated via inclusive policies, flexible work, reverse

mentoring and diversity strategies.

« Mobility & flexibility: HR needs new mobility frameworks (shorter
assignments, remote cross-border roles, “talent tours”) to leverage global

labour while respecting legal/regulatory constraints.



« Risk management and compliance: HR must monitor geopolitical risk,
regulatory changes (e.g. data laws, immigration), and design responsive

policies (e.g. backup staffing, repatriation, local compliance).

« Learning and re-skilling strategies tuned to demographics: Given the aging
workforce, HR must enable lifelong learning and phased retirement, enabling

employees who wish to stay active longer.

o Strategic use of migration and diaspora: Organisations might target
diaspora talent in origin countries or leverage immigration incentives

strategically, provided HR can manage legal, cultural, and tax implications.

In short, HR leaders today must become geopolitical and demographic strategists

aligning people policies with national trends and global uncertainties.

4 Strategic Approaches to Addressing Skills Gaps

Skill shortages are now widely recognised as one of the most significant barriers to
organisational growth and transformation. According to the Future of Jobs Report
2025, 63% of global employers identify skills gaps as a major obstacle to business
change, and 85% intend to prioritise upskilling over the coming years (Leopold et al.,
2025). At the same time, global talent shortage rates remain high: 74% of employers
report difficulty in finding suitable talent in 2025. In light of this, | explore strategic HR

practices organisations can adopt to close these gaps.
4.1 Diagnosing and prioritising skill gaps
Any effective strategy must start with a skills gap analysis: mapping between current
employee capabilities and future business needs. This requires:
« Developing a skills inventory or taxonomy across roles (technical and soft).

e Using assessments, manager ratings, performance reviews, and self-

evaluations to benchmark current levels.

o Comparing against desired skills for strategic roles and future trends (e.g. Al,

data literacy, emotional intelligence).



« Prioritising gaps that most significantly impact business objectives not every

gap is equally urgent.

Measurement is key: setting clear metrics (e.g. training hours, assessment

improvements, role transitions) ensures progress isn’t vague.

4.2 Build vs buy: internal development vs external hiring

Organisations face a strategic choice:

o Upskilling / reskilling internal workforce: This emphasises internal mobility,

learning pathways and reuse of internal talent.

o Hiring externally: Attract talent with niche or emerging skills that are hard to

build internally.

« Blended approach: Most leading firms take a hybrid route, combining external

hiring with internal development to balance speed and retention.

4.3 Key levers: learning, mobility, partnerships, and technology

To drive upskilling and close gaps, HR must mobilise a range of integrated levers:

e Learning & Development (L&D): Deploy modular, micro-learning, just-in-time
training and blended formats. According to Deloitte research, L&D is among the

top HR processes most in need of reinvention in the face of Al disruption’.

« Internal mobility and job rotations: Allow employees to shift into new roles or

gain exposure to new functions, thus smoothing transition paths.

« Mentoring, coaching and peer learning: Senior staff guide newer ones;

reverse mentoring (younger to older) helps align digital capabilities.

« External partnerships: Collaborate with universities, vocational colleges,
bootcamps, or private training firms to co-design curricula and ensure alignment

with evolving market needs.

« Talent marketplaces: Use internal digital platforms that match employees to
short-term projects, stretch assignments, or micro-tasks aligned with emerging

skills demands.



Use of Al / learning analytics: Leverage analytics and Al to personalise

learning paths, predict skill needs, and recommend content.

Credentialing & micro-credentials: Recognise small-scale certifications,

badging, or credentials that validate skill acquisition outside traditional degrees.

4.4 Case examples and critical reflection

Amazon’s “Career Choice” programme: It allows employees to gain skills
and move into higher roles and has reportedly supported thousands of

transitions.

NHS apprenticeship and continuous development schemes in the UK:
These integrate training, practical experience and accreditation to address

shortages in healthcare roles.

However, such strategies are not without risks or challenges:
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Misalignment or irrelevance: Training that doesn’t map to real business needs

may waste resources.

Resistance to change: Employees may resist learning new skills or role shifts.

Change management is critical.

Measurement difficulties: Quantifying skill advancement and linking it to

business outcomes is complex.

Equity concerns: Not all employees can access training equally (time,

resources, digital access).

Personal Reflective Report

| will use Gibbs’ Reflective Cycle (Description — Feelings — Evaluation — Analysis —

Conclusion — Action Plan) to structure my reflection on readiness to function in

international, technology-rich environments. | will assess myself across five

dimensions: technology readiness, communication, teamwork, leadership, and self-

directed learning.



5.1 Description

Over this term, our class engaged in several group projects, online simulations, cross-
cultural discussions, and use of digital tools (e.g. MS Teams, simulation softwares,
shared documents). In one particular module task, | was assigned to lead a mini team
(members from different countries) to develop a proposed HR strategy for a
multinational firm entering a new market. | also presented a critique of a recent HR
report to peers and participated in peer-review sessions. Outside classes, | did some
consultancy work (part-time) advising small educational institutes on digital systems

adoption.

5.2 Feelings

At first, | felt confident in my conceptual knowledge (I've read many HR and strategy
theories). But | was somewhat anxious when dealing with asynchronous
communication across time zones, ensuring everyone’s voice was heard, and
resolving disagreements. Sometimes | hesitated to propose radical digital ideas for
fear of being judged. After feedback rounds, | felt gratified when peers appreciated my
clarity, though I also noted gaps in my own digital fluency and confidence in adapting

to uncertain change.

5.3 Evaluation (Strengths & Weaknesses)

Dimension Strengths Weaknesses / Challenges

Less confident with advanced tools
(Al, HRIS custom modules, data
analytics). The speed of change
sometimes overwhelms me.

Comfortable with standard
digital tools (Teams, Excel,
Word, shared drives).

Technology
readiness

Clear written style; able to In virtual meetings, sometimes |
summarise complex ideas; ||defer too much; cross-cultural
willing to ask clarifying nuance or language barriers
questions. occasionally limit me.

Communication

. Occasionally | take on too much,
Teamwork ' .tend to mediate or avoid confronting
disagreements, ensure tasks|ynderperformance directly.




Dimension Strengths Weaknesses / Challenges

are evenly distributed, and
motivate quieter members.

Leadership allocate roles, and guide

| need more experience in
dynamic decision-making under
pressure and adapting strategy
mid-project.

| can set vision, organise,

discussions.

Self-directed HR/tech research, follow learning goals, or maintain
learning webinars, and try to apply consistency (drop off after initial

| proactively read the latest ||| sometimes struggle to prioritise

ideas to class assignments. |lenthusiasm).

5.4 Analysis

In reflecting, a few patterns and insights emerge:

Technological competence is no longer optional: even non-tech roles
demand fluency with Al, analytics, and adaptive tools. McKinsey calls this
“‘everyone is a techie now,” indicating organisations expect digital literacy

across functions (Marr, 2022).

Soft skills remain critical: feedback, emotional intelligence, communication
and cultural sensitivity are increasingly important as machines take over
technical tasks. The Future of Jobs suggests that nearly 44% of core skills will

change in coming years due to Al and big data (Highland, 2025).

Self-learning agility is the leverage point: those who can rapidly learn, pivot,
and self-manage will have advantage. Traditional credentialing is giving way to
continuous micro-credentials and modular learning pathways (as seen in

reports on skill trends) (Kuderbayeva, 2025).

Leadership in complexity: Leading across cultures and ambiguity demands
humility, curiosity, and adaptability; the ability to adjust strategy in real time
rather than rely purely on planned scripts.



« Balance of strengths and weaknesses: My communication and team
mediation skills are assets, but they need to be matched by stronger tech

fluency and more assertive conflict resolution.

From this analysis, | conclude that | have a solid foundation, but to truly be effective in
an international HR environment | must deliberately strengthen certain areas, not just

rely on incremental exposure.

5.5 Conclusion (of reflection)

Overall, | believe | am reasonably prepared to engage in cross-border, tech-enabled
HR work, but with room to grow. My strengths in communication, teamwork, and
initiative provide a base; nevertheless, to stay relevant and perform strongly in
multinational settings, | must address technological confidence, assertiveness in
virtual collaboration, and discipline in self-driven learning. A targeted development plan

is necessary to close these gaps and convert them into competitive advantages.

5.6 Action Plan (SMART Development Plan)

Below is a SMART (Specific, Measurable, Achievable, Relevant, Timebound) plan for

each dimension:

Skill area Objective Actions Timeline / Metrics
.. .. |[Enrolin a short Cgmplete cours.e
Become proficient in . within 3 months;
) certified course (e.g. )
HR analytics tool and . . apply tool in 2
Technology HR analytics, Al in : )
readiness one Al tool (e.g. HRY): apply tool in assignments;
ChatGPT for HR T : measure
class simulation or ||
tasks) improvement (pre
consultancy work
vs post)
Volunteer to facilitate || Do this within next
Virtual Lead one fully virtual |a team meeting with |team project;
communication / |cross-country time zone partners; ||collect peer
cross-cultural session confidently |solicit feedback on |feedback (score =
clarity, inclusion 4/5)
i ision- In simulation or case
- .. |lmaking in uncertain |WOrK, intentionally ivots i -
under ambiguity . It t pIvots In upcoming
environments propose alternate . _
. : assignments;
scenarios, lead pivot




Skill area Objective Actions Timeline / Metrics
discussions when reflect on decision
data shifts outcomes
In group work,

il

resolution / underperforming g group ’

assertiveness

members sooner

conversations when
tasks lag; set clear

capture lessons
learned in reflection

expectations early

Block 2 hours each
week for reading,
MOOQOCs, webinars;
track progress in a
journal

Maintain this for 12
weeks; reflect
monthly on gains &
adjustments

Consistency in
learning

Maintain weekly habit
of upskilling

| will track the metrics (performance in the assignments, peer assessments, self-
assessments) and make changes to the plan by the end of the term.

6 Conclusion

With the world economy and tech changing super fast, Human Capital Management
(HCM) is changing a lot too. Automation, Al, and the internet are changing how we

work, so HR needs to think about how to handle these changes everywhere.

Things like aging populations and people moving around are changing who's available
to work and what they know how to do. To handle this, companies should find out what
skills they're missing and fix it with good HR. This could mean planning ahead, helping
workers learn new skills, hiring based on talent, and working with schools. If
companies do this, they can be more flexible, handle problems, stay competitive, and

do well in today's world. It can also help them improve from the start.

Finally, the reflective section demonstrated that readiness for the future world of work
is as much a personal challenge as an organisational one. Developing technological
competence, cross-cultural communication, leadership agility, and lifelong learning
habits is essential to succeed in international contexts. The proposed SMART plan

sets out a practical framework for continuous improvement.



In conclusion, Human Capital Management today extends far beyond administrative
HR. It is a strategic discipline focused on cultivating people as dynamic assets who
drive innovation, inclusivity, and long-term sustainability. Both organisations and
individuals must commit to learning, adaptability, and ethical use of technology if they

are to flourish in an increasingly global, digital, and unpredictable labour market.
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