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Slide 1: Introduction
Hi, everyone. My name is Reah Edwards and today, we explore how advanced and emerging technologies are reshaping Human Resource Management and International Human Resource Management using the Bank of St. Vincent and the Grenadines as a case study.
According to Paulet and Rowley (2017), while international human resource management adds the challenges of conducting business beyond national borders, human resource management refers to managing people within the legal and cultural framework of a single nation. As Herman et al. (2024) suggest, effective HRM is at the core of organizational performance, and today, that core is increasingly digital.
At BOSVG, a leading commercial bank in the Eastern Caribbean, the journey toward digital transformation is already underway, and its HR strategy is evolving as a result.
Slide 2: Advanced & Emerging Technologies in HRM/IHRM
In the current landscape, several technologies are redefining how HR functions operate.
These days, computerized interviews and resume parsing are two ways artificial intelligence is employed in hiring.  HR staff may anticipate attrition and skills gaps with the use of predictive analytics.  Blockchain is becoming popular for safe credential verification, and cloud-based HR information systems, or HRIS, provide centralized access to personnel data.  Digital onboarding systems and other tools that facilitate distant and hybrid work are becoming essential.
Muktamar (2024) highlights that HR analytics shifts judgment from gut feeling to data, which is essential in a society where everything is connected by technology.
At BOSVG, the bank’s investment in an integrated HRIS is already showing returns through faster hiring cycles and better personnel tracking.
Slide 3: Comparative Analysis of HRM vs. IHRM Challenges 
Now let’s compare HRM and IHRM challenges.
At a domestic level, BOSVG must comply with national labor laws and data regulations. But IHRM introduces additional complexity: cross-border compliance, multi-currency payroll, and jurisdictional differences in privacy laws like the GDPR.
System integration is also far more complicated across countries. Barrachina (2019) note that IHRM requires more sophisticated coordination and flexibility.
Although BOSVG is not a multinational employer, it aligns its practices with international standards to maintain competitiveness in the CARICOM region — for example, by ensuring its HR systems are GDPR-compliant even without EU operations.
Slide 4: Strategic Influence of Technology
Let’s talk strategy.
Technology isn’t just supporting HR — it’s helping drive BOSVG’s strategic goals, especially as the bank expands its digital banking services.
AI techniques help forecast future skill needs and plan the workforce.  On-demand upskilling is made possible by learning management systems, which is essential as BOSVG prepares its staff for cybersecurity and fintech problems.
Arora, Malhotra, and Ruhil (2024) assert that strategic HRM uses technology to match people's skills with company objectives. BOSVG has effectively accomplished this using its internal e-learning platform, which was introduced in 2023.
Slide 5: Gaining Competitive Edge
Technology can also provide a powerful competitive edge.
AI increases candidate selection accuracy and expedites the hiring process.  By identifying employees who are at danger, predictive analytics helps lower turnover.  Customized employee involvement is made possible by digital platforms, such as smartphone apps that monitor performance or wellness objectives.
BOSVG has already established a merit-based and data-driven recognition culture by using performance analytics to find high-performing employees and expedite promotions.
According to Davenport, Harris, and Shapiro (2017), businesses that compete on talent analytics perform better than those that use conventional HR indicators.  One significant differentiation in the Eastern Caribbean banking market is BOSVG's use of analytics.
Slide 6: BOSVG Best Practices
So, what does this look like on the ground?
First, BOSVG has reduced absenteeism and eliminated manual errors by integrating biometric time monitoring with payroll.
Second, managers can now monitor progress in real time by visualizing KPIs on staff dashboards.
 Third, AI-powered feedback systems enable workers to get developmental feedback more frequently, replacing the antiquated yearly performance review with ongoing performance monitoring.
Husen, Wahidah and Mustajab (2024) notes that digital HRM allows for real-time, scalable human capital interventions — and BOSVG is proving that even smaller markets can benefit from global best practices.
Slide 7: Recommendations
Looking ahead, here are four evidence-based recommendations for BOSVG:
1. Expand the use of AI for talent forecasting — helping identify future leaders and skill gaps.
2. Implement Robotic Process Automation to handle repetitive administrative tasks like leave requests and document routing.
3. Deploy AI chatbots for 24/7 HR support — enhancing employee experience while reducing HR workload.
4. Use sentiment analysis tools to continuously monitor employee morale and satisfaction.
Komm et al. (2021) emphasize that the most prosperous human resources organizations will be those that adopt intelligence, productivity, and design thinking, all of which are incorporated into these suggestions.
Slide 8: Conclusion & Call to Action
To conclude:
Technology is empowering HR, not replacing it.  The development of BOSVG demonstrates that banks of all sizes may benefit from the same digital advancements as multinational corporations.
But adoption must continue. AI and analytics will become non-negotiable for HR to remain strategic and future-ready.
Lastly, as Parry and Strohmeier (2014) remind us, human interaction is still crucial in human resource management, even in a digital world.  Let's leverage technology to increase efficacy, ethics, and empathy.
Thank you for your attention. I hope this presentation has offered insight into how HR technology isn’t just a trend, but a transformative tool. The future of HR at BOSVG is not only digital — it’s human-centered and intelligent.
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