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INTRODUCTION
The convergent forces of energising employees, democratising organisations, and the destruction of geographical boundaries in sourcing and utilisation of talent have had radical changes to Human Resource Management (HRM) (Ulrich and Dulebohn, 2015; Collings et al., 2019). These forces of evolution, as I can observe as a student of Bangladesh pursuing further studies in the field of Human Resource Management in one of the British universities, are differently expressed in developed and developing economies but all towards one set of imperatives - adaptability, inclusivity and innovation (Brewster et al., 2016; Cooke, 2018). The networked, flowing forms that are based on agency of employees, perpetual adjustment, and cross-border collaboration have substituted the command-and-control structures of the twentieth-century organisations (Boudreau and Jesuthasan, 2018; Cascio and Boudreau, 2016). The present piece of critical analysis explores three fundamental developments that are transforming the HRM practise in the modern times the shift towards the provision of employee satisfaction, toward the creation of a comprehensive experience (Morgan, 2017; Plaskoff, 2017), the shift between the hierarchical and the supple team-based systems (Rigby et al., 2016; Cappelli and Tavis, 2018) and the last, but not the least, the transition of teams which are now increasingly solving their problems globally, on a virtual level These changes introduce unprecedented changes and opportunities within the domestic HRM and IHRM fields where the practitioners must alter their skill sets, their paradigms and mental models (Wright and McMahan, 2011; Sparrow et al., 2017).
The close segment of this analysis will conclude with a reflective assessment of the personal insights and skillsets that I have that are unique and will help me to adapt and succeed in the new normal - through the prism of my experience in negotiating between South Asian and Western managerial practices as an international student (Meyer, 2014; Hofstede and Minkov, 2013).
1. FROM EMPLOYEE SATISFACTION TO EXPERIENCE DESIGN: THE NEW FRONTIER OF ENGAGEMENT
Employee engagement has been an emergent notion that in most of its forms is simply an enhanced and holistic version of employee gratification - where we are currently creating employee experience across all the touchpoints in the employee journey. According to Plaskoff (2017), the principles of design thinking applied to the employee experience give the same value as the investments made to the customer experience, thus transforming the very notions organisations use to approach their talent practices. This shift is not just semantic shift, but it is also a manifestation of a cultural shift in how employees are viewed as the components that can be assembled to make the organizational value and culture. 
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With end-to-end journey mapping, new HRM practitioners are redefining the employee experience to determine and enhance defining moments in the employee life cycle. As an example, the Employee Experience department at Airbnb (the reinvented HR) is aimed at creating the kind of memorable experience that would emphasize the cultural principles and personal sense of mission (Morgan, 2017). Technology giant Cisco developed elaborate profiles of its employees through ethnographic studies that charted out the different groups within its workforce to customize experiences according to different requirements with an engagement score 30 higher than any other industry (Bersin, 2018). They require cross-disciplinary solutions that incorporate behavioural psychology with service design and data analytics to provide meaningful and valuable experiences that will attract more diverse workforce than they did in the past. 
The fact that experience design principles can be implemented in an IHRM background compounds the necessity to have culturally aware and localised approaches. The cultural variations do count- Sull and Sull (2018) demonstrate that populations in collectivistic cultures cherish the community and belong to the collective experience when designing employee experience, whereas individualistic cultures pay more attention to personal and professional growth, which can be vividly observed in the data gathered in 89 countries. These distinctions were further brought out as I went through my own experience of transition between the relationship-based working culture in Bangladesh to the task-based working culture in the UK. Hierarchical organisations in Bangladesh consider personal investment, family activities, and integration in society whereas British companies focus on professional development, work-life, and self-fulfilment (Ahmed and Islam, 2019). To deliver on this, the successful global organisations will need to formulate experience frameworks that are flexible enough to accommodate this distinction in cultures without compromising on cohesive employer brand propositions. Second, the disparity in laws of a single jurisdiction to another also constrains the pleasure of performance of experience design further (Brewster and Mayrhofer, 2018); in the European countries, such as minimum leave policies and protections of workers vindicate the role of minimum standards that are far apart than in Asian-Pacific markets.
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2. AGILE HR AND THE DISSOLUTION OF HIERARCHICAL STRUCTURES
The principles behind Agile, which were principally formulated in software development, have permanently transformed the character of the organisational design and HR operating models. Rigby et al. As it is stated in (2016), agile methodologies rely on self-organising teams, a cycle of iterations, and continuous feedback loops to respond to the changes in the market as rapidly as possible. It extends far beyond the project management to complete organisational architecture change, disingratiating hierarchical organisation, and rebranding HR as process guardian as process enablement catalyst.
The most progressive organisations are no longer creating functional silos and instead they are starting to create self-organising multi-disciplinary teams which focus on the customer outcome and not the internal process. A significant way this has remained evident has been what Spotify terms as a tribe model, where employees are organized into independent team, nation, chapters, and establishment to compatibility between autonomy and alignment (Kniberg and Ivarsson, 2012). In the Dutch banking organization ING, all traditional departments were moved away, and the 3,500 employees headquartered in the company transformed into agile squads, enabling product development to be faster, more satisfied customers, and employees (Barton et al, 2018). And even those structural changes require a total overhaul of HR processes, including the performance management systems based on the examination of teams over individuals, and the compensation systems that would encourage teamwork over individual achievement, learning as well as achievement, and horizontal rather than vertical promotion. 
Implementation of agile HR capabilities, how to HR agile application in global organisations, challenges and obstacles in agile HR implementation Hurdles and challenges of agile in HR fertility and capability differences cultural preparedness, regulatory constraint, enterprise and enterprise HR leadership capabilities In comparison to the principles of agile (self-organisation, distributed decision-making) the power distance dimension in Hofstede remains of high relevance as in the case of most Asian and Middle Eastern countries; the hierarchies are expected (Hofstede and Minkov, 2013). I have been exposed to both hierarchies and British flatter organisations in Bangladesh, and this has helped me realise the radical transformations that need to be made in the mindset. Agile practices should be adopted within complicated change management in a country where the power and seniority play a very significant role in the workplace dynamics, such as Bangladesh, where agile practices must be introduced in a manner that not only allows preserving dignity but also promoting participation (Khan and Panday, 2018). Additionally, labour laws in most European states like the presence of the works councils, and industry-wide collective bargaining agreements which restrict the manoeuvre space of organisations complicate agile changes (Arrowsmith and Parker 2013). Global agile transformations should be won with intricate methods that would adjust the implementation to the local context without losing the major postulates of responsiveness and empowerment.

3. GLOBAL VIRTUAL TEAMS: REDEFINING COLLABORATION ACROSS BOUNDARIES
Connected with the recently established trend of remote working which has been caused by the pandemic, the introduction of global virtual teams has transformed how organisations acquire and employ talent beyond the geographical boundaries. According to Gilson et al. (2015), virtual teams are becoming a permanent aspect of organisational life that causes new forms of leadership, new collaboration technologies and mechanisms of crossing cultures. Nevertheless, it is more than a remote work policy because it has become a multi-geo collaboration in exchange of talent and solutions with all the corners of the planet and in face of time zone, language and cultural dilemmas.
Innovative organisations are developing sophisticated models of virtual team performance that include both technological and personal dimensions of distributed cooperation. Automattic, the company that owns WordPress, has more than 1,300 employees distributed in 77 countries and proves that the complex software development can be done without having to be co-located (Mullenweg and Berkun, 2020). In a bid to overcome the so-called disrupted informal interaction caused by remote work, SAP has launched so-called virtual coffee breaks and virtual water coolers to recreate informal interaction that is essential in developing relationships and sharing tacit knowledge between teams across geographical boundaries (Neeley, 2021). This work is informed by the fact that good virtual collaboration is not a miracle but something that must be planned, and not only in terms of formal processes, but also informal intercourse which must develop trust, conceptual protection and a feeling of common identity within physical space.
The opportunity of global virtual team through IHRM implications extends beyond the technology provision to include complicated legal, cultural and operational consideration. When the team has members working in different jurisdictions, the employment law is infinitely complicated (Collings and Isischei, 2018) and the variations in working hours, data privacy, and employment rights (or not) and numerous other factors arise. The cultural difference exist affect the communications styles and decision making process and relationship building, virtual teams have to address the digital divides of technological infrastructure and digital literacy across locales, although the UK team members have access to high-speed internet and superior tools to support the collaboration process, team members in Bangladesh face constraints due to infrastructural factors where the quality of participation depends (Islam and Slack, 2016). Dealing with global virtual teams of such contrasting differences requires delicate skills that despite result in localization without jeopardizing an inclusive and fair range imperative.

4. PERSONAL COMPETENCY ASSESSMENT: NAVIGATING THE TRANSFORMED HR LANDSCAPE
As a student of Bangladeshi background, I will have to employ these competencies to be ready to the regulations of HRM Linguistic, Technological and strategic dimensions. This reflection will evaluate my current preparedness and the best development priorities in 5 essential areas.
Workforce Experience Design & Systemic Thinking
Bangladesh experience migration to the UK has fostered a sense of difference in experience. As a consultant in a university, I developed an international student journey map, which showed some difficulties not previously known to domestic students, and led to some recommendations to be implemented by the university. This was constructed out of the analytical background which was built based on my engineering background and it aided in the development of system thinking. Yet, I do not have any formal education in design thinking practices. In cases when it has to be mechanically broken down on paper, My mind stumbles and finds itself in a snowball of numbers and fictions, I ignore the emotional part, as well, having been trained in a highly hierarchical education system in Bangladesh, at times I am lost in the co-creative processes of the very fabric of experience design. To cope with it, I will complete the certification of Design Thinking of HR offered by IDEO. I will use those methods to a project that reinvents an onboarding process of international employees to alocal company. I will also conduct ethnographic research of professionals of other [image: A diagram of a human resources experience map
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Agile Leadership and Adaptive Management
Adaptability is one of my most outstanding strengths and it comes as the result of changing one educational system into another. I applied Scrum to guide an agile project on students and remained on track with the development even when the requirements were constantly changing. P1) Culture Clash: Helping Others to be First -based on my experience of feeling confused by trying to negotiate between the Bangladeshi collectivist and the British individualist culture over the years, I gained insights into the importance of appearing to yield to the team unity but being aware of how to know the thin line between the team cognizance and the individual freedom. Conversely, my style of leadership could be directive behavior with hierarchy. I find it hard to enjoy the kind of radical transparency agile demands, particularly in the context of a separation between thoughts and feelings when proposing a best solution and not being afraid of a reprisal on the part of the team when they receive the criticism. Within my action plan, I will gain a Scrum Master certification with some practice by volunteering to assist in agile transformation in a local charity. I will also be involved in a community of practices of agile coaching to listen to the experience of some experienced practitioners on the issues of scaling.

Virtual Collaboration and Digital Communication
As an international student, I am now very skillful in working online and internationally and across countries and at times. It had a cross-continental team (Asia, Europe, and North America) that worked across various continents virtually and coordinated a research project by establishing an effective communication channel. Cross language communication skills because I am a bilingual (Bengali and English) person. Still, I overemphasize the written word and am a bit too stiff in my style, a Bangladeshi business autocrat, who may be uncomfortable in the more relaxed virtual offices of the west. I will be undertaking an international virtual internship, as well as training to communicate differently to become more versatile. I shall also take LinkedIn Learning course on Leading Virtual Teams and test the new collaborative technology.

Cultural Intelligence and Global Mindset
Being a person who has traversed the South Asian and the Western cultures in life, I realize the subtlety in cultures. I have helped to solve the conflicts within heterogeneous project teams since I could identify the differences in values. That is an advantage, however, my cultural exposure is pegged on the two contexts, and it forms some possible blind spots. Similarly to them I am also attempting to make up my mind only where there is the necessity of being performative, blunt or direct and where there is not, a sense which is bred out of an innate culture grounded value and harmony. I will also undertake a global leadership exchange programme to gain broader experience in the world by seeking an organisation in either Africa or Latin America. This will also involve the Cultural Intelligence built and development programme completion to target the gap in certain capabilities.

Strategic Business Acumen
My engineering and business education provides me with good analytical skills in terms of business models because of the interdisciplinary nature of my education. When I was an intern at a UK consulting firm, I was drafting strategic HR transformation recommendations to ensure that people’s initiatives were aligned with business outcomes; I was also commented on my commercial awareness. It is also essential that I have a shallow experience with decisions taken by senior leadership; thus, leaving me little opportunity to learn about and negotiate strategic trade-offs. And being accustomed to the developing economy, I am not exposed to the mature market. To fill this gap, I intend to use a professional association to have a senior HR executive serve as my mentor. I will also undergo a business strategy simulation program to get to practice and to perfect strategic thinking under the tutelage of real-life relevant context with tangible outcome measures.
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CONCLUSION
The shifts in HRM being transformed into a staff role and then a strategic donor is reflective of a bigger organisational shift towards employee-focus, agility and global integration. The landscape of this nature demands the HR practitioners to be less of administrators and more of experienced architects and change agents who balance technology with humans. 
The transformations are very much as compared to the previous one and that the process of my migration in Bangladesh to the UK has provided me with an insight into changes. The greatest benefit of international students in a globalized job market is their cross-cultural experience. To be outstanding, one must take specific steps towards developing new skills and eliminate cultural blind spots. 
Future HR is the one that will be driven by the culturally fluent but also strategically sensitive ones. Having the advantage of our differences of thinking, as well as creating new abilities in a conscious manner, we are ready to build human-focused, nimble and agile organisations. Respect for human dignity, coupled with the ability to offer business value, is what makes this approach to a long-term success in the world that is rapidly transforming.
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Exhibit 1: Example of a Human Resources Experience Map

LIFE-CYCLE GEOGRAPHIC

5403 810.(81 0 Exccute n different phases of the corporate  Manage a global team, upgrade a team, Work in multiple geographic locations
life cycle (start-up, turnaround, etc) navigate a matrix, etc.

TALENT MANAGEMENT

Design and implement Partnerwithmajor executive  Conduct job pricingbelowthe  Conduct investigation into
performance management assignment executive level ‘potentially illegal behavior (i.e.
process Create and implement an Manage the endof yearbonus ~ accusations of theft, harassment)
Design talent review and undergraduate recruiting cycle Roll out program from
succession planning processes  program Designand roll out a sales corporate HR (talent, recruiting,
Facilitate talent review sessionat  Create and implementanMBA  incentive program compensation etc.)

senior levels recruiting program. Designandroll outanon-sales  Management engagement
Conduct an executive Design an employmentbrand ~ compensation plan survey follow up process
assessment using personalityor  and integrate into the hiring Design an expatriate Adapt corporate process to meet
cognitive tools process compensation plan Tocal unit needs

Create executive development  Conduct analysis of hiring Create an integrated executive  Develop and roll out HR policies
plans. effectiveness compensation package atlocal level

Provide executive feedbackand  Lead the designand rolloutof  Design a compensation Develop and conduct on-
coaching new sourcing technology presentation for the board of boarding program

Create and manage an directors

engagement survey process

CORE
EXPERIENCES





