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[bookmark: _Toc213851025]Introduction: 
[bookmark: _Hlk213752296]Human Resource Management (HRM) has evolved significantly in response to the changing nature of work and the Fourth Industrial Revolution (4IR). Traditional HR practices, once effective, are now often outdated, prompting organisations to adopt modern approaches that integrate human capital and talent management strategies. Current literature highlights a shift from conventional HR towards Human Capital Management (HCM), where organisations focus on creating and nurturing talented employees, fostering innovation, and developing an entrepreneurial workforce capable of self-management.
This transition emphasises treating employees as valuable capital, co-creating talent pools, and implementing Human Self-Management (HSM) systems that enable individuals to manage their performance, development, and career progression independently. The proposed HRM-HSM Transitioning Model outlines five practical steps for HR leaders and line managers: treat humans as capital, co-create talent pools, collaboratively design HSM systems, implement them, and sustain continuous improvement.
The adoption of these practices has wide-reaching implications for businesses, employees, and society, as self-managed, innovative employees are better equipped to perform confidently and independently in a globalised, technology-driven environment. While the model provides a strong conceptual framework, its empirical validation is yet to be undertaken, highlighting opportunities for future research on effective implementation and measurement of HSM systems.











[bookmark: _Toc213851026]Question 1
Technological Innovations & Labor Market Impacts: The Significance of HRM/IHRM Practices
Technological development has emerged as one of the most significant factors, which affect today's global labour markets. Technological advancements in areas such as artificial intelligence, automation, robotics, and digital platforms have significantly altered not only the way people 'work' today, but have also altered the skill set required in today's organisations. In this scenario, Human Resource Management, as well as International Human Resource Management, has to adapt to this emerging labour environment, collaborative working, as well as digital skills (Ulrich, et al., 2021).
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[bookmark: _Toc213851027]Transformation of Labour Markets
[bookmark: _Hlk213752359]The transformation of The result of AI and automation has brought about a phenomenon referred to as a “digital workforce” according to the World Economic Forum (2023). The report indicates that while 85 million job positions worldwide could be replaced, another 97 million would be created, focusing on the management of technology, analyzing data, as well as digital services. For example, in factories, collaborative robots, referred to as “cobots,” assist in repetitive operations, while human resources focus on programming as well as maintaining those systems. It indicates that while some job positions have become obsolete, the use of digital, analytic, as well as creative knowledge has become a requirement.

In addition, the use of digital means has given rise to the gig economy, which has transformed the way work has been done. The gig economy has enabled millions of workers to be connected to a global audience. But on the flip side, the gig economy has also introduced difficulties associated with job security, employee benefits, and workers’ protection. HR managers have had to rethink the way they recruit, retain, and engage workers within the context of a more fluid workforce environment (Kässi & Lehdonvirta, 2018).



[bookmark: _Toc213851028]Implications for HRM
In organisations too, HRM systems have to be responsive to this technological shift. First, reskilling and upskilling programs become a high priority. Since a number of workers have been taken over by automation, HR departments have to be involved in continuous training so as to equip workers with technological knowledge, particularly skills associated with problem-solving, as well as handling data (Ulrich, 2021). For example, Amazon has proposed a reskilling agenda referred to as “Career Choice” to train workers on data analytics and cloud computing.

Second, technology has enhanced recruitment and selection practices. Today, many departments of human resources use AI recruitment tools like HireVue and LinkedIn Talent Insights to scan job applications for initial screening. The use of AI recruitment tools has boosted efficiency while, on the other hand, it poses some ethical dilemmas, particularly on issues related to discrimination and privacy, as noted in the World Economic Forum report of 2023.
[bookmark: _Toc213851029]Impact on IHRM
Globally, technology development has accelerated globalisation, teleworking, and transformed the approach of IHRM. The use of technology such as Microsoft Team, Slack, Zoom, has enabled organisations to manage international teams. It has, in fact, posed a challenge in relation to time difference, cultural communications, as well as different labour legislations. For instance, an organisation based in London can oversee teams from India, Poland, and Brazil. This remains a challenge to be addressed in IHRM, namely coordination of communications, understanding, and sensitivities to cultural differences, as indicated in Tung, 2016.

In addition, IHRM has to implement online onboarding processes, collaborate with remote working software, as well as care for employees’ well-being within a remote setting. Another challenge brought about by global workforce diversification is the development of inclusive leadership training among HR managers.
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[bookmark: _Toc213851030]Strategic Outlook
For HRM as well as IHRM, the secret would be to prioritize strategic workforce planning investment, as well as investment in lifelong education. It's a fact that organizations have to develop blended systems which integrate technology-driven work with human creativity, as well as human empathy. Digital wellness policies, like restricting working hours online, are becoming a prerequisite to avoid burnout.

The organizations that undergo digital transformation while maintaining human values would achieve a long-term advantage in a competitive marketplace. The HR professionals would have to play a strategic role in digital transformation, as technology keeps impacting the workforce.
Question 2

The job market today is characterized by significant demographic and geopolitical changes that are reshaping the paradigm of attracting, managing, and maintaining the best human resources. Among the most significant demographic changes are the aging population, the ‘youth bulge’ in the developing world, the flow of human migration, and the changing expectations of human resources. The geopolitical scenario today includes the escalation of international tensions due to technological competition and economic interdependence.

Another important demographic aspect that affects the world labor market is migration. Highly qualified individuals prefer to move from less developed countries to developed countries for improved job opportunities. As HR managers, this provides both opportunities and challenges, including the ability to tap into a diverse talent pipeline but also the challenges of inclusion and adherence to the law across the entire border (Gamlen, 2019). This diversity due to immigration has been embraced in the United States and Canada but has become a concern among European countries in terms of the inclusion of immigrants (Weber & Van Mol, 2023).

Geopolitics is also influencing the job market. Wars, trade wars, and instability in the Eastern European and Middle East regions have impacted the job market due to labor displacement (Adam, 2023). Moreover, competition among world powers like the USA and China impacts the functioning of businesses internationally. This has made HRM rethink their strategy regarding the labor force management of multinational companies in geographically vulnerable areas.
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Another area where technological advancement overlaps with the other factors mentioned here is the development of AI. This has impacted the structure of the job market. There has been a reduction in the requirements for unskilled workers but a corresponding increase in the demands for tech-savvy and analytics-oriented individuals (Taagepera and Nemčok, 2023).

In addition to this, the current world health emergencies like the COVID-19 outbreak and climate change-induced migrations have underscored the significance of resilience and adaptability in manpower planning. HR practitioners today are confronted with the reality of dealing with the consequences of hybrid working patterns and the threats of geo-political upheavals. Conclusion Demographic changes and geopolitical factors are interrelated aspects that influence the job market. HRM professionals face the complexities of aging populations, unemployed youths, immigration, technological revolutions, and globalization. They must broaden their HR horizon to include adaptability, diversity, and resilience in the face of a globally interconnected and unpredictable environment.


[bookmark: _Toc213851032]Question 3

· [bookmark: _Toc213851033][bookmark: _Hlk213842576]Closing Skills and Talent Vacuums Using Strategic HRM

In today’s increasingly dynamic environment, the fact remains that there are many sectors facing the problem of an increasing lack of workers who possess the skills required to address their evolving needs effectively. Such key sectors as information technology, the hospitality trade, and healthcare are being severely impacted because of the rapid changes taking place in their dynamic environments, such as increasing innovation and the evolving needs of their key stakeholders, including their clients/customers. In these circumstances, the key for such businesses will be utilizing effective Human Resource Management.

· [bookmark: _Toc213851034]Cervical Cancer Disparity
Skills Gap
The skills gap represents the disparity between the skills workers demonstrate and the skills an organization demands from them (So, Wankar, & Peiris, 2022). In the tech sector, the high rate of development of technologies such as Artificial Intelligence, Cyber Security, and Digital Transformation increases the demand for tech skills (World Economic Forum, 2023). In the Hospitality sector, the skills gap results from labour migration, lack of job security, and the effects of the COVID-19 pandemic, which forces workers to seek other jobs for security (ILO, 2022). In the Healthcare sector, an elderly population and the exhaustion of health practitioners grow the skills gap for expert health care workers (WHO, 2023).
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· [bookmark: _Toc213851035]Strategic Workforce Planning & Forecasting
strategic
One key to unlocking this talent pipeline lies in the realm of workforce planning, which affords the organisation the ability to predict their skills requirement for the coming years based on business needs and forecasting. Using data analytical techniques, human resource managers are able to forecast talent deficiencies and create appropriate interventions, such as healthcare businesses mapping patient demographics for the prediction of their needs for say specialized nurses/caregivers based on demographics, tech companies mapping skills for the development for example in the field of AI development (CIPD, 2023).

· [bookmark: _Toc213851036]Learning, Development, and Reskilling
Another key approach could be learning and re-skilling. Rather than focusing on external recruitment, the organisation could work on upskilling their existing talent pool. Not only would the organisation’s skills deficit be addressed, but employee loyalty and turnover could be greatly improved by such an approach. For example, the tech sector usually partners with local universities and online education sites such as Coursera and LinkedIn Learning for re-skilling courses for their employees in data science, programming, and project management (Ulrich et al., 2021).


· [bookmark: _Toc213851037]Employer Branding & Talent Attraction
Talent deficits must also be addressed by having a robust employer brand. Organizations showcasing their corporate values, diversity, work-life balance, and development opportunities are likely to attract and retain high-starred employees for their motivation and passion for their work. Organizations such as healthcare and tech organizations are today focusing on their employees’ wellness, work flexibility, and diversity to attract the New Worker who values Meaning and Balance over Money (SHRM, 2022).
[image: A chart of different colored circles]
Technological Forecasting and Social Change
Volume 201, April 2024, 123206


· [bookmark: _Toc213851038]Using Technology in HRM
Technology is also an important player in the talent crisis. Artificial intelligence and analytics are some technologies used in human resource management to enhance recruitment, learning, and performance management functions. For example, recruitment automation using artificial intelligence recruiters faster than human recruiters; analytics could identify the skills deficit in a given department. In the health and tourism sector, the training statuses of staff members and staff scheduling could be optimized by human resource management technologies (World Economic Forum, 2023).

· [bookmark: _Toc213851039]Retention via Engagement & Well-being
Lastly, fixing talent deficiencies is one thing; however, talent acquisition must be complemented with talent retention as well. High turnover, especially within the service and healthcare sectors, is attributed to employee burnout, poor remuneration, and lack of recognition and appreciation. Employee well-being, remuneration, development opportunities, and support from management are the primary concerns for human resource managers today (Ulrich, et al., 2021). Building an Employee Recognition culture results in talent retention and enhances the reputation of the organisation as an ‘Employer of Choice’. Conclusion In closing, it is clear that to effectively close the skills gaps and talent deficiencies, the skills must be addressed from a holistic, strategic human resource management perspective. Organizations should forecast their skills requirements, engage in training, enhance the corporate brands, and utilize tech to recruit and retain the skills at their organizations. More than anything, human resource managers must integrate the human factor within the human resource management processes—they should realize that their organizations' key to success lies within the skills of their human resources.


[bookmark: _Toc213851040]Question  4
[bookmark: _Toc213851041]Abstract
In today’s globalized and ever-changing workplace environment, achieving success rests in one’s competence to communicate, co-operate, and adapt to technological differences across various global settings. A contemporary professional needs to possess excellent skills in decision-making, team-working, leading, or continuous learning if they want to function well in diverse settings. In reflection to answer these issues raised in the scenario, or in a practical approach to evaluate these skills that need to be improved in today’s globalized workplace environment, below is a reflection to address these skills.

[bookmark: _Toc213851042]Technological Competence

Technology is the cornerstone of my professional identity. As a design engineer, I possess considerable technical knowledge and practical expertise in using cutting-edge technology like AutoCAD, SolidWorks, and STAAD Pro to create 3D and structural models. My technical expertise has increased my self-confidence and competence to resolve complex design problems. My curiosity to learn new technology is natural to me. It fits well into Kolb’s (2014) experiential learning model based on curiosity.
[bookmark: _Toc213851043]Communication Skills
Communication skills are crucial in an international and multicultural setting. As an extroverted person, I can communicate my thoughts effectively, engage with other people easily, and use proper tones according to the context. During this semester, I had opportunities to communicate with classmates who belonged to diverse cultures. These experiences made me realize the need to be sensitive to cultures and patient in communication. According to Hofstede (2011), knowledge of individualism or power distance dimensions enhances international communication.


[bookmark: _Toc213851044]Teamwork And Multicultural Cooperation

Teamwork and collaboration are qualities that I highly appreciate, especially across cultures. As a result of working with people who come from diverse backgrounds, I have become more adaptable, tolerant, and appreciative of diversity. During a recent team assignment, for example, I added value to other team members by helping to manage team members' responsibilities, serving as a team mediating voice between team members’ differing views.

According to Belbin (2010), teamwork requires knowledge of various roles involved in a team. My personal strength lies in “being a coordinator” type because I make sure there’s equity between team members.
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[bookmark: _Toc213851045]Leadership and decision-making

Areas in which I am focusing for professional development are leadership skills and decision-making. Talking specifically about my past experience in engineering, my responsibilities included leading drafters and technicians, project timeline coordination, and quality satisfaction. My leadership approach includes being a participative leader because I am a firm believer in the fact that participation leads to increased productivity and team trust (Goleman, 2000). My composure makes me a decision-maker who tries to take well-balanced decisions.

Nevertheless, there are occasions when I find myself doubting myself in situations involving fast decision-making when complete information pertaining to the decision isn’t available. In light of this, to improve these areas, I intend to enhance my skills in situational leadership. In addition to that, I would like to engage in leadership simul.


[bookmark: _Toc213851046]Self-Directed Learning and Adaptability

As a naturally inquisitive person with an urge to learn new things, I am motivated to remain updated with the latest technology trends. My self-directed mode of learning fits well into Knowles’ (1975) model concerning adult education, which states that in adult education, people take responsibility for diagnosing their needs.

[bookmark: _Toc213851047]Adaptability

Another strength that stands out in a personal capability analysis for me is adaptability. In these situations, whether teaching a new skill or functioning in a new culture, I am adaptable. Nevertheless, an issue arising with my learning is its lack of structure. To correct this issue, what I plan to achieve will involve establishing personal objectives for learning on a semester-by-semester basis. Conclusion In conclusion, based on my personal strengths, which include awareness of other cultures, confidence, adaptability, curiosity, patience, and a high level of technical skills, I am well geared to deliver effectively in international settings. My areas for improvement are related to increasing technical skills in data-driven decision-making and project management technology in addition to optimizing my learning approach. With these strengths and areas for improvement in place, I aspire to become a well-rounded global professional who has the skills to manage diversified teams and adapt to technological and global shifts.
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[bookmark: _Toc213851048]SWOT Analysis
	Strengths
	Weaknesses

	Cultural awareness and respect for diversity
	Decision-making under pressure

	Strong communication and interpersonal skills
	Taking on too many responsibilities

	Adaptability and curiosity
	Need for structured self-learning



	Opportunities
	Threats

	Access to global learning platforms to improve cultural competence
	Rapid technological advancements may make current skills outdated

	Networking with international peers and professionals
	Potential cultural misunderstandings in global teams

	Leadership programs, workshops, and online certifications
	Highly competitive job markets require time management skills




[bookmark: _Toc213851049]Conclusion
In conclusion, based on my analysis, my areas of greatest strength—awareness of other cultures, confidence, flexibility, curiosity, patience, and a strong skill set—allow me to thrive in global settings. My areas in which I need to improve include developing skills related to data-driven decision-making technology and project management technology, as well as optimizing how I approach learning. As a globally competent individual who seeks to improve herself continually to become a well-rounded professional proficient in leading globally diverse teams and functioning effectively in rapidly changing global technological settings, we see that both self-analysis and goal setting are essential.
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