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The Influence of National and International Labour Markets on HRM and IHRM Strategies

[bookmark: _Toc210988657]1. Technological Advancements and the Reshaping of Labour Markets
One of the strongest drivers that is transforming the entire global workforce is technological innovation. Specifically, one of the terms that has been diffusing rapidly due to the artificial intelligence (AI), automation, and use of digital platforms has changed the manner in which organisations work, and how people interact with work. Such changes have substituted the traditional job models with flexible ones, including gig, hybrid, and remote work. It is noted that digital transformation has re-modeled employment relationships and moved towards agility and work-based skills, as indicated by Stone, Cox, and Gavin (2020). Although AI can improve decision-making, automation substitutes routine duties, and so, HRM and IHRM now have opportunities and challenges to face as they should focus more on strategic planning of the workforce and talent development.
The OECD (2023) points out that in advanced economies, almost 14% of jobs are highly potentially automated, and 32% will be affected significantly. As a result, HR specialists need to embrace strategic workforce planning in order to fit the human resources with the demands of technology. Stewart and Brown (2019) emphasise the need to sustain performance through the utilisation of the Ability-Motivation-Opportunity (AMO) model using upskilling employees, encouraging innovation, and creating jobs that allow employees to act autonomously and creatively.
Moreover, the emergence of online networks like LinkedIn, Upwork, and Indeed has transformed talent mobility in the world. To predict turnover, gauge engagement, and improve the accuracy of recruitment, HR functions are increasingly becoming dependent on data analytics. Bratton and Gold (2012) argue that digital HR systems provide consistency of policy globally and flexibility of practices to local labour laws. To illustrate, AI-based recruitment applications can use predictive algorithms to test cultural fit and ability, but they also bring ethical concerns about prejudice and equity, which underlines the necessity of the HR specialist to balance between efficiency and ethical management (Edenborough, 2005).
Other complexities that IHRM faces are the fact that cross-border talent competition is increased by technological innovation. MNCs must establish conducive learning settings that do not focus on geographical boundaries and cultures. Effective IHRM in the digital setting must involve the standardisation of the technological tools used and the localisation of HR practices that are sensitive to the cultural norms, as seen by Dowling, Festing, and Engle (2007). In this changing environment, the strategic role of HR is no longer limited to administration but is rather the change enabler, whose role is to develop digital resilience, flexibility, and ongoing learning within the organisation.
In the end, the two-sided effect of technology, disrupting the old employment and developing new jobs, requires the reorientation of the value proposal of HRM. HR leaders are to use AI to streamline the processes, but also allow employees to become empowered with personalised learning, hybrid collaboration, and psychological safety in an ever-more automated work environment
[bookmark: _Toc210988658]2. Demographic and Geopolitical Factors Influencing Employment Markets
Interrelated demographic and geopolitical trends determine the structure of modern labour markets. Talent availability and diversity are redefined by ageing populations, migration, and conflicts on the global level. The United Nations (2022) notes that by 2050, one out of six individuals in the world will be aged above 65, which will cause labour crises and higher pension burdens in developed economies. This change in the population requires HR professionals to use age-inclusive policies, including flexible retirement planning and lifelong learning opportunities (Armstrong, 2012).
Innovation is also an opportunity created by demographic diversity. According to Gibb (2016), the expectations of the various generations, especially Gen Z digital natives and Baby Boomers, differ and must be approached through customised engagement strategies. Young employees are more focused on flexible working hours and meaningful work, whereas older workers attach importance to stability and appreciation. HRM therefore needs to strike a balance between the needs of the multi-generational generation by conducting specialized development programs and benefits.
Migration policies, trade tension, and political instability are great determiners of labour markets geopolitically. The World Bank (2024) notes that over 281 million individuals work and reside outside their home country nowadays, which presents both opportunities and challenges to HR planning. Migration boosts cultural diversity and sharing of knowledge, but limiting immigration may slow down the intake of talent, especially in technology and the medical care field. According to Henderson (2011), IHRM should be able to adjust to changes in visa laws and political risks through establishing local alliances and investing in expatriate and host-country national development. As the recent data (see Figure 1) indicates, the migration trend has been significantly varied throughout the last decade because of the geopolitical tensions and the COVID-19 pandemic. These changes show that external shocks can directly affect workforce supply and flows of international talent.
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Figure 1. (U.S. Census Bureau et al., 2023)
The geopolitical wars, including those in Eastern Europe and the Middle East, also destabilize the global supply chain and workforce. HR managers at multinational companies are forced to consider contingency planning and employee well-being support as part of HR practices, which will guarantee business persistence at an ethical level. According to Marchington and Wilkinson (2016), the best HRM in these situations is to strike a balance between the organisational objectives and the social responsibility, especially in safeguarding the migrant and displaced employees.
An analytical framework that can be useful in this situation is the PESTLE analysis, which would enable the HR leaders to evaluate the Political, Economic, Social, Technological, Legal, and Environmental forces that can affect the talent markets. For instance, the transition to remote and digital labor eliminates the geographic aspect but introduces complexity in terms of cross-border taxation and compliance. Bratton and Gold (2012) repeat that geopolitical uncertainty increases the importance of strategic responsiveness - HR functions need to predict demographic tendencies, balance recruitment flows, and have open lines of communication with international teams.
[bookmark: _Toc210988659]3. Addressing Skills Gaps and Talent Shortages through Strategic HRM
The sustained lack of skills and talent is one of the major problems of HRM worldwide. According to the International Labour Organization (2023), the technological industry, health care, and hospitality are facing acute shortages of skilled employees. The advancement is faster than education and training systems; hence, there is a discrepancy between the skills available and the demands of employers.
Armstrong (2012) thinks that strategic HRM needs to project emerging competencies in the future and construct proactive talent management models. Talent Management Cycle, encompassing attraction, development, retention, and succession, is necessary in long-term competitiveness. Bratton and Gold (2012) also claim that the work of HR involves the development of national skill ecosystems through cooperation with governments and learning institutions.
High turnover and a shortage of skills affect the hospitality sector, in this case. Pilbeam and Corbridge (2006) suggest that training based on the competencies and structured career pathways may be used as effective resourcing strategies to improve retention. Demographic ageing and burnout are the causes of skills gaps in the healthcare industry; HR interventions should concentrate on the well-being of employees, flexible working hours, and lifelong learning. The HR is especially challenged in the field of technology as it has to find a reduced number of digital skills, alongside confronting the ethical aspects of AI-dominated recruitment. According to Cook (2016), the use of psychometric testing and AI selection tools should be done in a transparent manner that upholds fairness and trust.
Some strategic measures involve the integration of learning organisations (Senge, 2006) in the organisational culture. This practice makes lifelong learning a competency. HR executives ought to use AI-based learning solutions, internal academies, and micro-credential systems to efficiently reskill workers. According to Stewart and Brown (2019), strategic compensation systems are important in major talent retention- when pay is tied to skill building and innovation results, the engagement is strengthened and the long-term loyalty is established.
From the IHRM perspective, these skills shortages across borders need global mobility programs and knowledge transfer mechanisms. According to Dowling et al. (2007), the important tools of balancing the skills distribution among subsidiaries are expatriate assignments and virtual global teams. Nevertheless, these have to be supported by the cultural training and ethical expatriate management to prevent talent exploitation.
[bookmark: _Toc210988660]Table 1: Summary of Global Labour Market Influences on HRM/IHRM Strategies
	Factor
	Impact on the Labour Market
	Implications for HRM/IHRM
	Source

	Technological Advancements
	Automation, AI, digitalisation
	Reskilling, remote work, HR analytics
	OECD (2023); Stone et al. (2020)

	Demographic Shifts
	Ageing population, Gen Z entry
	Lifelong learning, hybrid flexibility
	UN (2022); Armstrong (2012)

	Geopolitical Instability
	Migration, trade tensions
	Talent mobility, risk management
	World Bank (2024); Henderson (2011)

	Skills Gaps
	STEM & healthcare shortages
	Talent management, L&D strategies
	ILO (2023); Bratton & Gold (2012)


Source: Developed by the author based on OECD (2023), ILO (2023), and cited academic literature.
[bookmark: _Toc210988661]4. Reflective Report: My Capabilities in a Globalised, Technological Workplace
[bookmark: _Toc210988662]Description
Over the course of my MBA studies in Human Capital Management, my understanding of the influences of globalisation, technology, and cultural diversity on current organisations has gone a notch higher. Reading the module texts and completing the module evaluation tools has enabled me to critically reflect on my developing professional skills. I have been a participant in multicultural academic teams, which in most cases are conducted over digital platforms, including Microsoft Teams, Zoom, and Canvas, which has pushed me to discover my strengths and weaknesses and work on them. I discuss my abilities in five main areas, namely the use of technology, communication, teamwork, leadership, and self-directed learning through the framework of Gibbs' Reflective Cycle (P, 2020).  
[bookmark: _Toc210988663]Feelings
My initial views on the subject at the start of the module made me confident in my interpersonal and communication skills, as I had earlier experience working with people of different cultural backgrounds. Nevertheless, I felt less confident in my skills to guide virtual teams and use HR analytics, as well as process data with some sophisticated tools like Power BI or Tableau. My early perception of technology was that it was just a support tool and not a strategic tool. With the course of the semester, I came to realize the importance of technology in transforming HRM with case studies and readings, including those by Stone, Cox, and Gavin (2020) and Stewart and Brown (2019), making me believe that technology is at the core of HRM transformation, especially in the areas of recruitment, learning, and performance analytics.
The mixed feelings during group projects were frequent: excitement when I had to contribute to the discussion about the global HR trends, and anxiety when I had to work with the new AI-based collaboration tools or when I had to deal with the opposition of opinions in a cross-cultural team.   Feeling these emotions instead of denying them, I started to take up a growth mentality, where I perceived discomfort as an unavoidable process towards betterment.
[bookmark: _Toc210988664]Evaluation
In the evaluation of my performance, several strengths and weaknesses emerged. My best competencies are cross-cultural communication, adaptability, and emotional intelligence. I can become an active listener, organizer of discussions, and can turn the different points of view into a unanimity of goals. These characteristics are the signs of what Stone et al. (2020) refer to as critical interpersonal skills that HR professionals working in a global setting require. In addition, I demonstrate the openness to feedback and the capacity to be resilient during ambiguity, which are the most important attributes of international assignments (Dowling et al., 2007). However, I have identified the weaknesses in the data-driven decision-making and technological literacy. Armstrong (2012) notes that existing HR practitioners must go beyond the administrative position to analyze the data and apply it in the evidence-based decision-making process.   
[bookmark: _Toc210988665]Analysis
To analyse my development systematically, I applied Stewart and Brown’s (2019) Ability–Motivation–Opportunity (AMO) framework.
· Ability (A): My core abilities lie in interpersonal communication, collaboration, and intercultural awareness. These align with Goleman’s (2000) concept of emotional intelligence, which enhances relationship management and trust. However, my analytical and technological capabilities are still developing.  
· Motivation (M): My motivation to learn digital and analytical tools is high. The realisation that HRM is becoming data-driven has inspired me to pursue upskilling. As Henderson (2011) suggests, motivation grounded in self-efficacy and career vision sustains lifelong learning.
· Opportunity (O): I am fortunate to study in an MBA environment that encourages reflection, collaboration, and experimentation. Group projects and online simulations offer opportunities to apply new concepts, such as the use of HR dashboards or digital onboarding strategies.
Through this framework, I recognise that employability in the global HRM context depends not only on technical knowledge but also on the willingness to learn continuously—a theme echoed by Armstrong (2012) and Marchington and Wilkinson (2016).
From a leadership standpoint, my style is primarily democratic and participatory. I prefer inclusive decision-making, valuing input from all members. While this fosters engagement and trust, it can hinder rapid action when deadlines are tight. Bratton and Gold (2012) argue that effective HR leaders must balance participation with decisiveness, adopting an adaptive leadership approach that varies with context. To develop this, I intend to practise situational leadership, as proposed by Hersey and Blanchard, adapting my approach based on team maturity and task complexity.
Technology has also influenced how I perceive leadership. Virtual teams require “e-leadership”—the ability to inspire and manage through digital communication (Stone et al., 2020). I have learned that online collaboration demands clarity, empathy, and structure to compensate for reduced physical cues.  
Self-directed learning has become one of my most qualitative experiences. Using the Experiential Learning Cycle developed by Kolb (1984), I have passed through concrete experience (teamwork), reflective observation (identifying gaps), the abstract conceptualisation (relating theory to practice), and experimentation (testing new strategies). This repeated procedure enhanced my learning skills in independence, an essential skill in handling volatile labour markets. Reflective practice helps professionals to be relevant in rapidly changing environments, as Armstrong (2012) and Gibb (2016) emphasize.
[bookmark: _Toc210988666]Action Plan
To turn the insights into action, I have created a SMART professional development plan that will focus directly on my weaknesses and expand on my strengths: 
	Goal Area
	Action
	Resources / Support
	Timeline
	Outcome Measure

	HR Analytics Skills
	Enrol in an online certification such as Google Data Analytics or CIPD HR Analytics; practise data visualisation using Power BI.
	Coursera, LinkedIn Learning, CIPD resources
	Within 3 months
	Completion certificate; ability to create HR dashboards.

	Leadership Agility
	Apply situational leadership in academic and volunteer settings; seek feedback from peers and mentors.
	Peer mentoring, leadership webinars
	Ongoing (6 months)
	Improved feedback scores and decision-making confidence.

	Cultural Competence
	Participate in cross-national virtual projects and attend global HR conferences/webinars.
	UWTSD networks, SHRM, and CIPD global events
	12 months
	Increased ability to navigate multicultural team challenges.

	Self-Directed Learning
	Maintain a reflective learning journal after each major project to track growth and lessons learned.
	Personal commitment; feedback from supervisor
	Continuous
	Consistent self-evaluation and integration of feedback.


The plan shows that it is dedicated to lifelong learning, which is consistent with Armstrong (2012) and Gibb (2016), who stress reflection and active development as a mark of professional excellence. I will also maintain research literature interaction to keep up with the trends in AI ethics, digital inclusion, and sustainable HRM.
[bookmark: _Toc210988667]Conclusion
This report has critically examined how technological, demographic, and geopolitical factors shape HRM and IHRM strategies, and how organisations can respond to persistent skills shortages through strategic talent management. It also presented a reflective evaluation of my personal capabilities within a globalised and technologically advanced labour market. The insights gained emphasise the need for HR professionals to integrate innovation, inclusivity, and lifelong learning to sustain organisational and personal success in an era of constant change.
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Figure 2.
Foreign-Born Immigration Estimates and Select Administrative Data:
2010-2022
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