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Executive Summary

This report critically examines how global trends—technological advancements,
demographic shifts, and geopolitical developments—are reshaping Human Resource
Management (HRM) and International HRM (IHRM) strategies. It highlights the
transformative role of Al, automation, and digital platforms in recruitment, training, and
employee engagement, while addressing challenges such as preserving organizational
culture and ensuring data security. Demographic factors like aging populations and
migration, alongside geopolitical events such as Brexit and COVID-19, have intensified
talent shortages and legal complexities, requiring adaptive HR policies. The report
emphasizes strategies for bridging skills gaps through reskilling, internal mobility, and
collaboration with educational institutions. Additionally, it includes a reflective analysis of
personal competencies—strengths in technology, communication, and leadership, and
areas for improvement in cultural sensitivity and self-directed learning—supported by an

actionable development plan to thrive in a globalized workforce.
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Introduction

This report is a critical explanation of how the contemporary trends in the world have
influenced the Human Resource Management (HRM) and the International Human
Resource Management (IHRM), considering the dynamic issues posed by the evolving
labour markets in the world. The purpose of this report is to talk about the causes that
technological breakthroughs, demographic changes and geopolitical influence have
redefined HR practices in organisations the world over. It is also reflective of individual
skills that one must succeed in to win in a more globalised, interlinked work culture. The
labour market is revolutionised (through technological change, with such solutions as
automation, artificial intelligence, the web, etc.). These changes are providing HRM and
IHRM with opportunities and challenges on how to manage talent and how to react to
emerging skills requirements, and also on how to achieve the engagement of the
employees in an environment that is technology-motivated. In the meantime,
demographic factors, including ageing demographics and an increase in immigration, are
changing workforce demographics and complicate HR plans further. The other source of
complexity is Brexit, trade wars and the ongoing influence of COVID-19; geopolitical
issues and organisations may be required to manoeuvre themselves to evolving political
and economic forces. The report will provide a critical analysis of such trends and
implications of all the trends for the HRM and IHRM strategies. It will adopt relevant
concepts and realistic cases to underscore how the institutions will be able to sufficiently
respond to them. It will also be mentioned in the report how the report will appear in the
personal skills needed to thrive in the global work environment; the report will also indicate
the course of action that can be adopted to enhance the skills, be flexible and succeed in

the globalised workforce.
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Technological Advancements and Their Impact on HRM and
IHRM Strategies

Introduction to Technological Advancements

Figure: Technological Advancements (Vishesh Narendra and Kumar, 2025)

The global industries are undergoing a revolution brought about by technological
innovations, especially Atrtificial Intelligence (Al), automation, and online platforms. Al is
improving decision-making by machine learning, whereas automation is simplifying
routine work, especially in manufacturing, logistics and customer service (Vishesh
Narendra and Kumar, 2025). Efficiencies in conducting business have also been
enhanced by digital platforms like cloud computing and the remote work platform, which

have allowed new opportunities in the management of human capital. The HR technology
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is rapidly changing, and HRM and IHRM must adapt to it by changing the way they recruit,
engage, and manage talent.
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Figure 1: Adoption rates of Al, automation, and cloud platforms across major industries
(Technology, Healthcare, Manufacturing, Retail, and Hospitality). The data illustrates the
dominance of technology-driven solutions in the Technology sector, while Hospitality
shows the lowest adoption levels. These trends reflect findings in recent HRM research
on digital transformation and workforce adaptation (Prasad et al., 2024; Vishesh Narendra
& Kumar, 2025).

Impact on Labour Markets

Technologies have been transforming labour markets, whereby most routine jobs are
being automated, causing jobs to be displaced in the older fields such as manufacturing
and retail. Nevertheless, new opportunities have also emerged among the skilled workers
due to the emergence of Al, data science, and cybersecurity. Consequently, the labour
markets are moving towards high-skilled jobs that are technology-oriented, creating
increased demand in those fields. Moreover, online platforms are widening talent in the
world with businesses gaining access to more talent in different countries, thus comes

with both competitive advantages and challenges (Thangararaj and Prakash, 2025).
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Figure 4: Trend of job displacement vs. job creation in tech-related fields over the last
decade, showing that while automation and Al displaced jobs, new roles in data science,
cybersecurity, and Al development outpaced losses (Prasad et al., 2024; Thangaraj &
Prakash, 2025).

Although technology has positively contributed to innovation, it has increased the rate at

which workers are being reskilled and upgrading to newer technology.
Implications for HRM and IHRM

In the case of HRM, Al and automation are improving recruitment, where Al-based
solutions are used to screen resumes, engage in preliminary interviews, and make talent
acquisition predictions. This makes human prejudice fewer and more productive, yet it
demands that HR professionals become familiar with new tools and guarantee that there
is data confidentiality and equality in decision-making (Oman, Siddiqua and Noorain,
2024). E-learning, VR platforms are becoming prominent in training, and they provide
opportunities for remote learning and skills development to employees. Digital
communication tools have changed the way of engagement between employees, allowing
them to work globally across time zones (Ghar, 2024). Nonetheless, their adoption can
be difficult when it comes to preserving the organisational culture and employee morale,

especially in remote or hybrid settings. Regarding talent management, the HR

4
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professionals would need to target not only the technical skills during hiring, but also the
flexible nature of the employees to adapt to new technologies. In the case of IHRM,
diverse globally dispersed teams create the complexities of maintaining consistency in
the adoption of technologies and meeting the differences between cultures in the use of
technology. Additionally, global HR managers should take into consideration the

international guidelines regarding Al applications, automation, and data security.

50%

20%
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Figure 2: Percentage of HR functions automated, highlighting recruitment as the most
automated process, followed by training and performance evaluation. These trends align
with research on Al-driven HR practices (Oman, Siddiqua & Noorain, 2024; Singh et al.,

2025).

To conclude, labour markets and HR strategies are transforming due to technological
innovations. Although these technologies are associated with great opportunities to work
efficiently and be innovative, HRM and IHRM have to avoid the hurdles of talent
management, skills development, and organisation culture preservation (Prasad et al.,
2024). Due to the adaptation of businesses, HR professionals need to use technology as

a tool in developing agile and adaptive workforces.
Resume Screening
Al-Driven Recruitment Process < Flowchart Depiction < Predictive Analytics

Interview Scheduling
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Figure 3: Al-driven recruitment workflow, starting from resume screening, followed by predictive
analytics, and concluding with automated interview scheduling. This process reflects modern HR
practices leveraging Al for efficiency and bias reduction (Oman, Siddiqua & Noorain, 2024; Singh
et al., 2025).

Demographic and Geopolitical Factors Influencing

Employment Markets

Key Demographic Factors
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Figure: Demographic Factors (Luca, 2025)

Employment markets are greatly influenced by demographic factors, including age,
gender and patterns of migration. Older generations, especially in developed countries,
are leading to a reduced labour force, hence challenging organisations to provide labour.
This generational change is compelling companies to redefine their talent procurement
practices and aims at retaining employees of higher age and acquiring younger talent.
The other vital element is gender diversity, where organisations seek to have higher levels
of inclusivity in the leadership and technical positions (Luca, 2025). Migration has also
been instrumental in that skilled labourers in the developing economies are travelling to

developed economies seeking improved services, in the process making a global talent
6
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pool. Nevertheless, this poses challenges pertaining to cultural assimilation, work

authorisation, and local labour laws, which the HR practitioners should pursue.
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Figure 4: Workforce age distribution in developed and developing countries. Developed

economies show a higher proportion of older workers (45—64 and 65+), while developing
countries have a younger workforce concentrated in the 15-24 and 25-44 age brackets.

These trends align with demographic studies on global labor markets (Luca, 2025).

Geopolitical Influences

Figure: Geopolitical Influences (Ibrahim Sirkeci and Gizem Karakose, 2025)
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Such occurrences as Brexit and COVID-19 dramatically affected the job markets. An
example is Brexit, where free movement within the EU changed, which impacted
recruitment strategies of companies operating in the UK to the healthcare sector,
agriculture, and hospitality, among other fields, where migrant workers were predominant
(Ibrahim Sirkeci and Gizem Karakose, 2025). Equally, the COVID-19 pandemic increased
the pace of the transition to remote work and disrupted supply chains around the world,
causing labour shortages in the most critical segments and shifting the demand toward
some skills. Change in the political environment, such as trade wars, changing
immigration laws, and increased nationalism, also affects employment markets by limiting
or facilitating cross-border movement, which restricts an organisation's ability to access
international talent. HR professionals should be flexible enough in the changing political
environment to keep operating within the current laws of the land and retain a diverse

labour force.
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Figure 5: Timeline of major geopolitical and global events impacting HR strategies,
including Brexit, trade wars, and COVID-19. These events reshaped recruitment, talent

mobility, and remote work policies (ibrahim Sirkeci & Karakdse, 2025; Ghar, 2024).
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Challenges for HR Professionals

All these demographic and geopolitical shifts present a number of challenges to HR
professionals. With the global market and the competition for talent, recruitment and
retention are becoming a challenge. Firms need to come up with measures of attracting
talented employees, especially in those sectors where skills are most scarce, such as
technology and health care (Israel, 2025). Moreover, the HR departments should deal
with diversity not only by gender but also by race, nationality, and age, so that the
workplace policies should promote inclusion and equal opportunities for all. Legal
problems are also imminent, particularly in matters about the immigration legislation,
labour authorisation, and adherence to the local regulations in other nations, which the

HR professionals have to tread to prevent legal risks (Ebrahim Aghazadeh, 2025).

Finally, the future of HRM is being determined by demographic and geopolitical influences
on the future of the employment markets. The dynamics of an ageing workforce, migration
and the political environments have necessitated HR professionals to be quick and
responsive in terms of recruitment, retention, and diversity. HRM strategies should be
tailored to those changes, so that organisations can attract and retain top talent and with

the regional laws and including diversity in the work cases.
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Addressing Skills Gaps and Talent Shortages

Overview of Critical Sectors

Due to the shortage of skilled workers and lack of talent, some industries are in large
numbers, especially the fields of technology, healthcare, and hospitality. There is an
upward trend in the number of professionals in the tech field that are specialised in
artificial intelligence, data analysis, cybersecurity and software development (Nadide
Beyza Dokur, 2023). A lack of skilled labour force, particularly nurses, doctors, and
medical technicians, is also a problem in the health sector, and it has been increased by
the elderly population and the burden of global health crises. On the same note, the
hospitality sector is having the problem of finding talented employees in positions of chefs,
managers, and customer care employees, partly caused by the COVID-19 pandemic and
its effects on the mobility of the labour force. These gaps in crucial areas necessitate an
urgent response by the HR specialists to keep businesses in a position to satisfy their

functions.
Strategies for Addressing Skills Gaps

To solve these talent gaps, the organisations need to pay attention to training and
reskilling the current staff members to suit new demands. One way to overcome these
skills gaps is through continuous learning programmes and online courses, as well as
through collaboration with educational institutions (Eric, Noel and Alice, 2025). To
elaborate, universities and tech companies can develop curricula that facilitate students
being trained on the new technologies that are coming up, and healthcare teams can
invest in up-skilling the existing staff on new medical methods or procedures. There are
also apprenticeships and internships, which are very practical for young professionals as
they assist in equipping them with skills that are very practical. The other effective
technique is internal mobility, which requires employees to be allowed to switch positions
in the firm in order to fill important vacancies. This allows not only retention but also saves
time and cost of external recruitment.
10
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Talent Management Approaches

Skills gaps are very important issues that should be addressed through talent
management. Through succession planning, organisations are guaranteed a pool of
eligible employees who will take the leadership roles following their availability. It also
provides continuity to the business during the transition periods. A second tool that
facilitates the development of skills is internal mobility, which enables employees to switch
positions and departments and acquire various experiences and skills that make them
more flexible (Carreno, 2024). Moreover, well-balanced internal and external recruitment
may offer fresh talent and also maintain the experienced workforce who are aware of the

culture in the organisation.

On afinal note, the strategies adopted by HRM must be multi-dimensional to alleviate the
level of skills mismatch and talent loss in the skills-intensive areas. Organisations can
address the problem of talent deficiency more efficiently and make sure that they end up
with a skilled and capable workforce by creating reskilling programmes, encouraging
collaboration with educational establishments, and utilising effective talent management
strategies, including succession planning and internal mobility (Kazi Enamul Hoque and
Zheng, 2024).

Skills Shortage

Healthcare Hospitality

Sector

Figure 6: Heat map illustrating the severity of skills shortages in critical sectors.
Technology faces the highest shortage, followed by healthcare and hospitality, consistent
with global HRM research on talent gaps (Nadide Beyza Dokur, 2023; Eric et al., 2025).

11
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Reflective Report on Personal Capabilities in an International

Context

Introduction to Self-Reflection

The contemporary globalised world is an environment that requires one to be adaptable
as the key to success in the profession. It is imperative to be able to effectively operate
on a workforce that cuts across cultural borders, use technological expertise, and work
together with a variety of personnel to succeed in a global environment (Yousef, 2024).
With the interconnection between industries, self-reflection allows finding out the
strengths and weaknesses, and thus self-development and personal professional
development go on. The report summarises my existing skills in key areas such as
expertise in technology, communication, leadership, and teamwork work as well as
defines my areas where | need to work on to manoeuvre the global work environment

more effectively.
Assessment of Current Strengths

My technology competencies are among my deepest strengths because | have the
knowledge of digital tools, data analytics, and applications based on Al. These are skills
that are crucial in such adaptation in a changing technological environment in
international workplaces. My ability to express complex ideas and make them clear and
concise in writing and orally is also a strength that is necessary when working with
international teams, since it forms the core of effective communication. My leadership
skills enable me to inspire and lead teams to achieve the same objectives, whereas my
teamwork skills enable me to play my part in the team, even in a cross-cultural team.
These strengths will place me in a good position to work in different international

environments.

12
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Identification of Weaknesses

Although | possess a few strengths, | am aware of possible areas of improvement. One
of them is cultural sensitivity, since | have little experience in direct work with the
representatives of different cultural backgrounds. In international teams, it is crucial to
understand culture-related peculiarities and change communication styles (Li, 2024).
Self-directed learning is another area that can be developed. On the one hand, | believe
in the necessity of learning, and on the other hand, | am not always able to adhere to the
discipline needed to learn or gain new knowledge on my own, particularly not in the

classroom.
Action Plan for Improvement

To overcome these shortcomings, | intend to take part in additional cross-cultural
education and find a way to work on diverse teams, both by means of global partnerships
and travelling. This will assist me in being more sensitive to culture. In order to enhance
my self-directed learning, | will also schedule personal learning time every week to take
online homework and read materials that relate to the industry. Moreover, | will engage

my colleagues and mentors in receiving feedback to keep on perfecting my skills.

Tech Skills

o Cultural Sensitivity Communication

Leadership

13
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Figure 7: Radar chart illustrating personal competencies in an international context.
Strong technical and communication skills contrast with lower cultural sensitivity,

highlighting areas for improvement (Yousef, 2024, Li, 2024).

Summing up, it is possible to note that my evaluation of self has revealed my strengths
and the aspects of my improvement in the field of international work. Using my strengths
of technological skills, communication, leadership, and teamwork, and aiming at
developing the areas of cultural sensitivity and self-directed learning, | am determined to

become a more flexible and successful employee in the global workforce.

14



P Prifysgol Cymru
L) Y Drindod Dewi Sant

" University of Wales
Trinity Saint David

Conclusion

This report has explained the key impacts of the HRM and IHRM strategy within a shifting
global labour market. As the current trend in the recruitment, training, and employee
engagement product is experiencing technological transformation, e.g. Al, automation,
and digital platforms, a challenge of talent management in different regions also exists.
The HR strategies are also made complex by the demographic effects, which include
ageing and migration trends, where the companies have to adjust and deliver services
according to the shifting workforce demographics. Additionally, Brexit and COVID-19 are
issues of geopolitics, which have compelled the labour relationship to be more
responsive, and the HR departments have to be receptive to the changing political and
economic climate. The highly recommended ones include reskilling, talent management,
and internal mobility to be considered to overcome the skills gaps and the shortage of
talent in the demanded fields, such as technology and health. HRM and IHRM will
inevitably be dynamic in this case to avoid the pitfalls. And, finally, in order to be
successful in any international working environment, personal learning and continuous
individual advancement must be carried out. By continually learning and self-reflecting,
the HR-experts will be able to keep up with the changes relevant to the industry and retain

an efficient and strong army of workers.

15
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Appendix

SWOT Analysis

SWOT Category Details

Strengths « Strong technological proficiency, including Al tools, data
analytics, and digital platforms.
« Effective communication and leadership skills for managing
diverse teams.
* Ability to collaborate and adapt in globalized work environments.

Weaknesses * Limited cultural sensitivity due to minimal exposure to cross-
cultural work settings.
* Inconsistent self-directed learning habits, requiring better
discipline.
* Need for improvement in advanced HR analytics and strategic
workforce planning.

Opportunities * Rapid digital transformation offers scope for leveraging Al and
automation in HR processes.
* Access to global online learning platforms for upskilling and
cultural competence.
» Growing demand for tech-savvy HR professionals in
international markets.

Threats  Continuous technological evolution may render traditional HR

roles obsolete without skill upgrades.

» Geopolitical uncertainties (Brexit, trade wars) impacting talent
mobility and compliance.

* Rising global competition for HR leadership positions requiring

adaptability and innovation.
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