



[image: ]
LCMB7023: Human Capital Management
Assessment Component 1: Individual Report
Student name : Aniket Rajvansh
Student ID : 2505472
Lecture’s  Name : Ejike Udeogu
Word count : 2462

Table of Contents
Q1. Technological Advancements and Implications for HRM / IHRM	3
1.1 Overview of Technological Transformation in Labour Markets	4
1.2 Theoretical Foundation	4
1.3 Impacts on HR Functions	4
1.4 Challenges and Opportunities for IHRM	5
1.5 Critical Analysis of Adaptation Strategies	6
Q2. Demographic and Geopolitical Factors Affecting Employment Markets	7
2.1 Demographic Shifts: Aging, Generational Change & Migration	7
2.2 Geopolitical Influences: Conflicts, Trade Shifts & Mobility Barriers	8
2.3 Theoretical Grounding	8
Q3. Implications for HRM / IHRM	9
 3.1Real-World Case: UK Hospitality & Post-Brexit Recruitment	9
3.2 Critical Discussion & Balance	10
Q4. Reflective Section: Personal Capabilities for the Global and Digital Workplace	10
 References	13



[bookmark: _Toc211443938]Q 1. Technological Advancements and Implications for HRM / IHRM
In an era defined by globalisation, rapid technological disruption, and demographic transformation, labour markets worldwide are undergoing profound shifts. The International Labour Organization reports that global unemployment is expected to hold near a historic low of about 5 % in 2025, even as forecasts for job creation have been revised downward by up to 7 million positions amid economic uncertainty (ILO, 2025). Meanwhile, the world labour force is estimated at around 3.63 billion people as of 2023, with labour force growth at 2.1 % annually (World Employment Confederation, 2024). Such macro shifts underscore how global supply of, and demand for, labour are being recalibrated.
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Figure 1 Employment Stats
(Source: World Employment Confederation, 2024)
These labour-market upheavals carry deep implications for HRM (Human Resource Management) and IHRM (International Human Resource Management). Organisations must respond to skill mismatches, a rising war for talent, the integration of AI and digital tools into HR processes, and mobility constraints across borders. Analysing how national and international labour markets influence HRM/IHRM strategies is crucial for future‐ready decision making, aligning with module learning outcomes on strategy, adaptation, and critical analysis.
This report proceeds in four analytical sections. First, technological advancements and their implications for HRM/IHRM; second, demographic and geopolitical factors shaping employment markets; third, strategies to address skills gaps and talent shortages via strategic HRM; and fourth, a reflective self-assessment of capabilities in a global, digital workplace. Throughout, a research-informed and critical lens will be applied: drawing on academic theory, empirical data, and real-world examples to evaluate both opportunities and challenges.
[bookmark: _Toc211443939]1.1 Overview of Technological Transformation in Labour Markets
The rise of automation, artificial intelligence (AI), robotics, and digital platforms is reshaping the nature of work, tasks, and required skills. Manyika (2018), estimated that by 2030, between 400 million and 800 million workers globally may be displaced or need to transition to new roles due to automation’s effects on tasks and occupations. Some forecasts predict that between 75 and 375 million jobs might be lost to automation across industries by 2030, although new jobs will also emerge (Tina, 2021).  In parallel, 44 % of workers are expected to require reskilling or upskilling within five years to meet changing task demands (Guan, 2025). A recent analysis by MIT Sloan (2025), observec that automation may “replace experts in some occupations while augmenting expertise in others,” emphasizing that technology shifts are uneven across tasks and skills. 
Thus, technological transformation is not just about displacement; it also reframes how organisations extract value, augment human capability, and rethink HR strategy.
[bookmark: _Toc211443940]1.2 Theoretical Foundation
A useful lens is socio-technical systems theory, which posits that effective organizational design must align social (people, culture, structure) and technical (tools, processes) subsystems. In HR contexts, it means technology adoption cannot be isolated from people, job design, and work systems (Sony and Naik, 2020). Coupled with this is the digital HR transformation framework, which suggests stages of maturity: from digitalizing HR processes, automating transactional tasks, to finally re-imagining HR strategy (predictive analytics, AI) as a strategic partner.
Also relevant is the task-based model of labour economics: technologies substitute for or augment specific tasks rather than entire jobs. In a recent study by Marguerit (2025), “automation AI” had negative effects on employment and wages in low-skill occupations, while “augmentation AI” fostered new job creation and wage growth in high-skill roles. These theories help explain the differentiated impact of technology across skills, sectors, and roles.
[bookmark: _Toc211443941]1.3 Impacts on HR Functions
Recruitment & Selection
AI and machine learning tools are increasingly used to screen resumes, perform candidate matching, and even conduct video interview analytics (assessing tone, word usage). For example, Amazon employs AI/ML tools to guide applicants and filter candidates in early recruiting stages (Amazon , 2023). Unilever uses an AI-powered recruitment tool to assess video interviews, leading to a 25 % reduction in recruiter workload and improvements in candidate handling (Hendrickson, 2024). However, such systems have been criticized: Amazon’s earlier AI recruiting tool developed gender bias because it was trained on historical data skewed toward male candidates (Parsani, 2024). 
Performance Management & Predictive Analytics
AI can analyze performance data, flag risk of turnover, and support personalized development. A study on AI-driven predictive analytics shows that organizations can forecast turnover risk and implement targeted interventions, improving retention and reducing cost (Basnet, 2024). 
Training & Learning
Digital platforms, microlearning, virtual reality (VR), and adaptive learning systems allow on-demand, personalized upskilling. AI can recommend content based on learner gaps. Such systems can address dynamic skill needs created by technological change.
Remote Work & Employee Experience
Chatbots and AI assistants (e.g. generative AI) can handle routine HR queries, scheduling, and service requests, enhancing responsiveness. AWS notes that generative AI assistants reshape employee experience by reducing response time and streamlining processes (Amazon, 2023). HR departments reportedly can save up to 40 % of administrative time via AI systems (O’Sullivan, 2024). 
[bookmark: _Toc211443942]1.4 Challenges and Opportunities for IHRM
Global Digital Workforce & Distributed Teams
Technology enables geographically dispersed teams, remote work, and cross-border virtual collaboration. IHRM must manage digital infrastructure, virtual leadership, cultural adaptation, and global performance systems.
Ethics, Bias & Transparency
Automated decision systems risk replicating historical biases. The Amazon case is a cautionary tale. Ensuring transparency, fairness, and explainability of AI decisions is critical, especially across diverse cultural and regulatory contexts (Johnson, 2019).
Reskilling and Talent Pipeline Management
IHRM must orchestrate global reskilling and continuous learning, aligning with local education systems and regulations. Talent mobility will likely focus less on physical relocation and more on skills and virtual mobility.
Data Governance & Privacy
Cross-border data flows, employee privacy, and compliance (GDPR, local laws) pose challenges in IHRM technology deployment.
Case Example: IBM’s HR AI Transformation
IBM’s HR function was an early adopter of AI in HR. Its digital AI agent now handles 11 million interactions annually with a 94 % resolution rate, allowing HR professionals to focus on high-value work such as strategy, coaching, and leadership development (Berkeley, 2025).  The adoption of AI has reportedly boosted employee satisfaction and process efficiency (Guenole and Feinzig, 2019). 
IBM documents a “business case for AI in HR,” showcasing reductions in cycle times for recruiting, onboarding, and HR service delivery (Guenole and Feinzig, 2019). The AI implementation aligns with the socio-technical approach: they have invested in change management, user training, governance, and alignment of HR and technical systems.
[bookmark: _Toc211443943]1.5 Critical Analysis of Adaptation Strategies
While AI-enabled HR offers immense potential, adaptation is not guaranteed to succeed. Some pitfalls include:
· Overreliance on automation: treating technology as a silver bullet can neglect human judgement, nuance, and context.
· Resistance and trust issues: employees may resist “black box” systems if they perceive bias, unfairness, or lack of control. Employee well-being concerns and transparency are crucial. A study on AI and employee well-being notes that perceptions of fairness, clarity, and inclusion influence acceptance (Sadeghi, 2024).
· Uneven distribution of benefits: low-skill workers may suffer displacement, whereas high-skill roles benefit – increasing wage and inequality gaps.
·  Capability gap: HR functions may lack the technical skills or data literacy to design, govern, and interpret AI systems (Marguerit, 2025).
Thus, adaptation strategies should be incremental and phased — start with piloting smart tools in transactional HR, build data capabilities, embed ethics & governance, and gradually shift toward predictive HR and business partnering.
[bookmark: _Toc211443944]Q 2. Demographic and Geopolitical Factors Affecting Employment Markets
[bookmark: _Toc211443945]2.1 Demographic Shifts: Aging, Generational Change & Migration
Global populations are aging rapidly. By 2030, 1 in 6 people globally will be aged 60 or over, up from about 1.1 billion in 2023 to 1.4 billion (World Health Organization, 2025). In many advanced economies, the working-age population is shrinking, placing pressure on labour supply and public finances. The IMF describes this “silver economy” effect: while aging presents burdens, healthier older populations offer opportunities if they remain economically active (Gölçek, 2024). In the U.S., the employment of workers aged 65+ has more than doubled over 20 years, with full-time roles becoming more common (CDC, 2024). Further, among those age 75 or older, labour force participation is projected to grow by nearly 96.5 % by 2030 in the U.S (BLS, 2021). 
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Figure 2 labor force is expected to grow 96.5 percent by 2030
(Source: BLS, 2021)

This aging trend coexists with generational transformations: Gen Z and Millennials have different work expectations—flexibility, purpose, digital fluency, constant learning—compared to older cohorts. HR must manage a multigenerational workforce with divergent priorities (e.g. stability vs experimentation).
Migration and labour mobility are also reshaping national labour markets. As fertility rates decline in many developed countries and aging accelerates, migration becomes a critical lever to replenish the workforce. Some regions with net outflows see “brain drain” challenges; in others, immigration policies, refugee flows, and bilateral agreements dynamically affect available talent pools.
[bookmark: _Toc211443946]2.2 Geopolitical Influences: Conflicts, Trade Shifts & Mobility Barriers
Geopolitical events—wars, trade wars, sanctions, regional instability—create disruptions in labour flows and economic relationships. For instance, the Russia–Ukraine war has displaced millions, altering labour availability and creating migrant labour pressures in neighbouring EU states. Similarly, supply-chain shocks from trade tensions (U.S.–China, Brexit) shift where industries locate and thus where jobs emerge.
A prominent example is Brexit. The UK’s exit from the EU ended free movement, reducing access to EU labour. McKinsey (2019), noted net migration from the EU to the UK has fallen significantly, exacerbating talent shortages in key sectors. The decline in EU workers has raised concerns of labour scarcity, especially in health, logistics, agriculture, hospitality, and social care (IES, 2019). Employers now must engage with skilled visa routes, immigration compliance, and more rigorous selection criteria (ADP, 2024). In academia, some studies like Marini (2024), suggested post-Brexit recruitment has drawn more from non-EU, lower-reputation sources, altering the quality composition of hires. 
[bookmark: _Toc211443947]2.3 Theoretical Grounding
Labour Market Segmentation Theory helps explain how demographic and geopolitical forces contribute to dual or segmented labour markets—core vs peripheral, stable vs precarious. Older workers may cluster in stable senior roles, while migrants or younger cohorts take more peripheral, flexible jobs (Rubbers, 2019).
Hofstede’s Cultural Dimensions (e.g., uncertainty avoidance, individualism vs collectivism) become salient when integrating migrant or international employees, requiring HR to manage cross-cultural alignment, training, and inclusion (Liu et al., 2021).
Global Talent Mobility Frameworks (e.g. the IHRM model of global staffing modes: ethnocentric, polycentric, regiocentric, geocentric) are influenced by geopolitical constraints and demographic supply. The choice of staffing approach must adapt to mobility barriers, visa regimes, and demographic realities.
[bookmark: _Toc211443948]Q 3. Implications for HRM / IHRM
Workforce diversity & inclusion: Demographic change invites more age diversity, gender balance, and cultural mix. HR must ensure inclusive practices, knowledge transfer across cohorts, mentorship, and mitigate age biases.
· Talent shortages: Shrinking local labour supply can force reliance on international recruitment, contract labour, gig workers, or remote work. HR must plan pipelines, build employer branding in global talent markets, and cultivate flexible employment models (Kirton, 2020)
· Flexible policies & work design: To accommodate older workers or multi-generational needs, HR may offer part-time roles, phased retirement, job sharing, ergonomics, reskilling programs, and lifelong learning support.
· Mobility compliance & localization: In IHRM, navigating visa, regulatory, tax and relocation challenges is critical. HR must develop global mobility policies aligned with demographic and geopolitical constraints, balancing global standardization with local adaptation (Kirton, 2020).
[bookmark: _Toc211443949]3.1 Real-World Case: UK Hospitality & Post-Brexit Recruitment
The UK hospitality sector illustrates demographic and geopolitical pressure. Post-Brexit, many EU nationals left the UK workforce, reducing the labour pool in hotels, restaurants, and catering. Recruitment difficulties ensued, with rising wage demands, staff shortages, and increased turnover. Employers shifted to recruiting from non-EU countries, tightening visa sponsorship, raising wages, and automating roles (self-service kiosks) (Talent CRM, 2024). HR had to redesign attraction strategies, invest in training of new recruits unfamiliar with UK standards, and negotiate immigration compliance.
While such strategies help, they bring risks: increased costs, regulatory burden, cultural integration, and dependence on external mobility.
[bookmark: _Toc211443950]3.2 Critical Discussion & Balance
Although demographic aging is often framed as a burden, it also holds potential value. Older workers bring institutional memory, reliability, and mentorship capacity. With healthy aging and appropriate policies, many can contribute productively beyond traditional retirement ages (as the IMF suggests) (Reuters , 2025). 
Yet, the volatility of geopolitics means HR must operate in uncertainty—long visa delays, shifting bilateral relations, and sudden mobility bans (e.g. pandemic responses) make global HR planning precarious. The segmentation of labour markets means some groups (e.g. migrants, contract workers) may remain excluded from core roles and benefits, exacerbating inequality.
In sum, demographic shifts and geopolitics irrevocably alter national and international labour supply dynamics. HRM and IHRM must develop agility, inclusivity, and context-sensitive strategies that balance risks and opportunities across age, cultural, and mobility divides.
[bookmark: _Toc211443951]Q 4. Reflective Section: Personal Capabilities for the Global and Digital Workplace
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Figure 3 Gibbs Reflective Cycle
(Source: Adeani, Febriani and Syafryadin, 2020)

Description
Throughout my MBA studies and group projects, I have engaged in international teamwork, used digital collaboration tools, and participated in strategy simulations. These experiences exposed me to diverse perspectives and the growing importance of technology and adaptability in global business.
Feelings
Initially, I felt confident in learning new technologies but less assured in leading diverse teams across cultures. Working remotely often made it difficult to gauge others’ engagement or manage collaboration effectively.
Evaluation
My key strengths include technological competence, communication, and teamwork. I quickly adapt to tools such as Teams, Excel, and Miro, and communicate ideas clearly. However, I recognise weaknesses in strategic leadership and limited experience in data-driven decision-making and AI ethics, which are increasingly critical for HR and management roles.
Analysis
This reflection revealed that global and digital workplaces require both technical fluency and cross-cultural intelligence. Success depends not only on mastering technology but also on emotional intelligence, inclusivity, and ethical awareness. Applying Kolb’s Experiential Learning Model, I see that learning from action, reflection, and experimentation can help bridge my leadership and analytical skill gaps.
Conclusion
I am well-prepared for collaborative, technology-enhanced environments but must enhance my leadership confidence and data literacy to manage future global challenges effectively.
Action Plan
	Goal
	Specific
	Measurable
	Achievable
	Relevant
	Time-bound

	1. Develop data science skills
	Complete a data science specialization with projects
	2 projects completed, certificate obtained
	Feasible with current time/resources
	Relevant for digital transformation roles
	Within 9 months

	2. Gain experience in leading multicultural teams
	Volunteer or join international/multi-locational projects
	At least 2 experiences
	Accessible via MBA network/online
	Relevant for IHRM leadership
	Within 6 months

	3. Improve tech ethics & global regulation knowledge
	Take short courses/seminars in AI ethics, GDPR, webinars
	Complete 1 course + reflection report
	Many online options
	Critical for international HR roles
	Within 4 months

	4. Strengthen cross-cultural public speaking
	Present in international webinars or varied audience settings
	2 presentations with feedback
	Feasible via university/club activities
	Key for global digital workplace
	Within 5 months
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