
[image: Prifysgol Cymru Y Drindod Dewi Sant | University of Wales Trinity Saint  David - NPLD]

Student Name:- Hetviben Pravinbhai Paradiya
Student ID:- 2505236
Module Name:- Human Capital Management
Module Code:- LCMB7023
Lecturer Name:- Hoang Dang Nguyen
[bookmark: _GoBack]Word Count:- 2643
Term 1








Title- The Influence of National and International Labour Markets on HRM and IHRM Strategies
Table of Contents
Introduction	3
Technological Advancements and Labour Market Transformation	3
Overview of Technological Trends	3
Implications for HRM Strategies	4
Implications for IHRM Strategies	4
Critical Discussion	5
Demographic and Geopolitical Influences on Employment Markets	6
Demographic Influences	6
Geopolitical Influences	6
HRM Challenges	7
Addressing Skills Gaps and Talent Shortages through Strategic HRM	7
Nature of Current Skill Shortages	7
Strategic HR Responses	8
Partnerships & Policy Engagement	9
Measurement and Evaluation	9
Reflective Report: Personal Capabilities in a Globalised and Technological Workplace	9
Reflection Framework	9
Current Capabilities	10
Strengths and Weaknesses	11
Development Plan	11
Summary of Reflection	12
Conclusion	12
References	13

[bookmark: _Toc213241795]Introduction
Employment markets allow workers sell their skills. Affects industry and national talent distribution. Education, law, economy, and society impact them. Businesses utilise labour markets to recruit, manage, and educate people, making HRM essential to workforce optimisation (Heder et al., 2018). IHRM extends beyond domestic Labour Law and Organisation. Global mobility, workforce planning, cross-cultural teams, and several legal systems are involved. Work has evolved in recent decades. Globalisation streamlines personnel transfers and cross-border operations by expanding talent pools. Artificial intelligence, automation, and digital platforms have made routine tasks obsolete and valued skill. These developments require organisations to invest more in learning and skill development. Migration, ageing, and lower birth rates in industrialised regions may influence worker supply (Docquier et al., 2019). Employers must provide flexible work hours, friendly workspaces, and targeted advancement to attract talent. Corporate longevity and performance need smart personnel management. Competitive governments and companies must adapt to shifting worker expectations.
IHRM and HRM handle advanced personnel issues. Digitalisation, geopolitics, and demographics affect global labour markets and HRM. This study answers four questions. It first examines how AI, automation, and digital labour platforms affect HRM/IHRM strategy and worker engagement. Second, demographic and geopolitical problems shaping job markets and testing HR professionals. Third, the study addresses healthcare, hospitality, and technology skills shortages with strategic personnel management. It concludes by assessing communication, leadership, digital literacy, teamwork, and self-directed learning for globalised, technologically dynamic workplaces. The research reveals that changing labour market circumstances require creative HR strategies and resilient workers.
[bookmark: _Toc213241796]Technological Advancements and Labour Market Transformation
[bookmark: _Toc213241797]Overview of Technological Trends
AI, automation, robotics, and digital platforms have changed global employment. AI is used in medical diagnosis, financial analysis, and legal draughting. Digital, analytical, and creative abilities are in demand as low-skilled repetitive work diminishes (Giwa & Ngepah, 2024). In manufacturing, transportation, and healthcare, cobots improve productivity and reduce workplace risks. Upwork, Fiverr, Uber, and Amazon Mechanical Turk allow companies to hire freelancers and individuals for short-term projects. 
COVID-19-accelerated remote work has disrupted workplace traditions, requiring organisations to reconsider regional talent restrictions. By facilitating asynchronous, globally distributed labour, Zoom, Teams, and Slack offer “borderless” labour markets. This transition is strengthened by digital nomadism, where professionals work remotely and travel. Portugal and Indonesia provide digital nomad visas to attract knowledge workers, reinventing mobility (Bahri, 2024). 
[bookmark: _Toc213241798]Implications for HRM Strategies
AI and the internet are transforming how domestic organisations hire, manage, and retain people. HRM must adapt for workforce agility, well-being, and success.
· Digital Recruitment and Talent Sourcing- AI is being used to scan CVs, match people to openings, and anticipate job fit in talent acquisition. Online portfolios, gamified tasks, and virtual assessment centres boost candidate reach and save recruiting time. HR must ethically avoid algorithmic prejudice (Chen, 2023).
· Performance Management in Hybrid Environments- Digital dashboards, output-focused performance evaluations, and frequent feedback are needed for remote and hybrid work. HR must assist managers evaluate performance transparently and fairly without monitoring (Faozen & Sandy, 2024).
· Employee Engagement and Digital Experience- Engagement employs digital recognition, social cooperation, and well-being platforms. For preventive, pulse checks, internet questionnaires, and mobile applications provide real-time employee attitude data.
· HR Analytics and AI-Driven Decision-Making- HR predicts skills, turnover, and talent investments via data analytics. Better strategic decision-making requires HR to balance efficiency, ethical data security, and algorithmic biases in AI-driven workforce planning (Maley et al., 2024).
[bookmark: _Toc213241799]Implications for IHRM Strategies
Technology increases global worker participation but requires international culture, regulation, and digital skills. IHRM must accommodate diverse, scattered workers and cultural and regulatory variances.
	IHRM Focus Area
	Technological Implication
	Strategic Response

	Global Virtual Teams
	Increased reliance on digital collaboration tools
	Build cross-cultural communication training; implement shared digital workflows (Anglani et al., 2023)

	Digital Expatriation
	Remote global assignments without relocation
	Develop virtual expatriate policies; foster global leadership skills

	Cross-Border Data Privacy
	Data collected across jurisdictions
	Comply with GDPR/local laws; implement secure data systems

	Digital Competency Development
	Uneven digital skills globally
	Cross-border upskilling; e-learning platforms; micro-credentials

	Global Talent Mobility
	Global sourcing beyond physical borders
	Adopt global talent platforms; redefine mobility strategies (Sahadevan & Sumangala, 2021).



[bookmark: _Toc213241800]Critical Discussion
Companies and workers benefit from technology. High productivity and minimal operating expenses boost firm growth. Artificial intelligence improves talent planning, while digital platforms offer professional flexibility. Workers have greater freedom, shorter commuting, and worldwide career options with remote and hybrid models (Morris et al., 2025). Workers in the gig economy choose projects that fit their skills and interests. Technology has its own set of challenges. Regular, low-skilled workers migrate more. Underdeveloped nations risk delayed digital adoption, yet wealthy nations attract tech-savvy workers (Liu et al., 2024). Remote workers may become “hidden expatriates” with uncertain tax, legal, and social protections, making IHRM compliance challenging. Industries change both ways. Amazon's warehouse robotics boosts productivity but reduces labour (Dresser, 2025). AI-assisted diagnostics improve patient care and increase healthcare technician opportunities. Infosys and Accenture demonstrate how remote project work improves cross-border collaboration but encourages global labour markets to compete. 
[bookmark: _Toc213241801]Demographic and Geopolitical Influences on Employment Markets
[bookmark: _Toc213241802]Demographic Influences
Global labour markets and talent availability are shifting due to demographics. Organisations must adjust personnel strategies and development to ageing, mobility, and social expectations.
· Ageing Populations- Advanced economies like Japan, Germany, and Italy are rapidly ageing their workforces due to higher life expectancies and decreasing birth rates (Edmond & North, 2023). The workforce pool shrinks, competition for younger workers rises, and pension and healthcare costs rise. Flexible working, later-life career advancement, and rethinking jobs for older persons are needed.
· Migration Flows- Migration is a major labour shortage solution, but politics and regulations are altering it. Skilled migrants advance research, healthcare, and engineering, while seasonal migrants help agriculture and services (Rodríguez-Guerrero et al., 2024). Tight immigration regulations and rising nationalism limit talent mobility and global labour redistribution.
· Gen-Z Workforce Expectations- Flexibility, fast career growth, digital-first cultures, and values-based employment are Gen-Z expectations. Gen-Z, who prioritises mental health, inclusive workplaces, and meaningful work, receives comprehensive employee value propositions (EVPs), mentorship, and tailored growth pathways from HR.
· Diversity and Inclusion Implications- Socio-cultural diversity requires inclusive workplaces that eradicate bias and encourage belonging. HR must encourage inclusive leadership, targeted hiring, anti-bias training, and equality (Villanueva-Gómez et al., 2023). Diverse strategies boost innovation, market understanding, and employer reputation.
· Geopolitical Influences- Geopolitics impact global labour, migration, and supply networks. Political instability, conflict, and regulation effect talent, economic confidence, and operational risk.
[bookmark: _Toc213241803]Geopolitical Influences
Geopolitical factors are impacting talent migration, cross-border activities, and global supply chains in international labour markets. Political upheaval, violence, and changing rules disrupt employment flows and need HR managers to design agile talent deployment plans (Claus, 2019). Nationalist sentiment and government action have strengthened immigration and trade surveillance, limited cross-border employment and relied on domestic talent. This has strained healthcare, engineering, and technology staff. Companies have reorganised supply chains, encouraged reshoring or nearshoring, and decreased expatriate postings due to trade worries between major economies like the US and China. War and violence in Ukraine and the Middle East need millions of refugees to reskill, receive humanitarian help, and integrate into the workforce. National immigration, data governance, and labour rights laws complicate and cost transnational enterprises. HR and IHRM strategies must highlight organisational resilience through varied talent streams, compliance planning, and flexible workforce models due to geopolitical uncertainty and labour market volatility (Ramachandaran et al., 2024).
[bookmark: _Toc213241804]HRM Challenges
HR professionals need adaptable and robust personnel systems to address demographic and geopolitical changes.
· Talent Mobility- Travel restrictions, protectionism, and conflict hinder global talent deployment. Human resources must create hybrid mobility models that integrate remote and travel work and meet immigration and tax obligations (Yu et al., 2022).
· Retention- Due to competition for younger, tech-savvy labour, retention demands rise. For worker stability, HR requires engagement, career advancement, well-being, and competitive pay.
· Cultural Organization- Diversity in work needs intercultural skills. Diversification of human resources is recommended. Collective leadership demands cross-cultural training.
· Policy Responses- HR and government should discuss skilled migration and employee rights. Ethics, crises, and geopolitics must shift in companies (Komm et al., 2021).
[bookmark: _Toc213241805]Addressing Skills Gaps and Talent Shortages through Strategic HRM
[bookmark: _Toc213241806]Nature of Current Skill Shortages
Ageing workforces, new labour demands, and quick technology innovation produce skills shortages across sectors. These shortages threaten productivity, economic development, and national competitiveness; thus, HR must act immediately.
· Technology Sector- IT lacks AI, cybersecurity, data science, and cloud engineering. Digitalisation and skill gaps boost demand. The global salary gap increases competition for organisations that hire internationally and remotely (Tee et al., 2024).
· Healthcare Sector- Global healthcare systems struggle to hire and retain doctors, nurses, carers, and mental health professionals. Causes include burnout, ageing, and diminished training. The WHO warns that millions of empty positions undermine healthcare quality and continuity.
· Hospitality Sector- Chefs, hotel personnel, and event managers are in limited supply. High turnover, seasonal demand, and difficult working circumstances cause gaps. Post-pandemic reluctance to return to duty has increased recruiting pressures, prompting companies to improve working conditions and career development (Ogunbukola, 2024).
[bookmark: _Toc213241807]Strategic HR Responses
Long-term investments in people pipelines and organisational capacity solve skills shortages are as follows-
· Learning & Development (L&D)- HR must boost continuous learning to update personnel capabilities. Micro-credentials, blended learning, and customised development pathways improve technical and soft skills (Bruguera et al., 2024). L&D spending shows long-term commitment to employee growth, which promotes retention.
· Reskilling & Upskilling- Reskilling prepares job seekers (e.g., administrative staff to data support) whereas upskilling improves skills. Coding bootcamps, apprenticeships, and subsidised education increase internal mobility and reduce recruitment. Successful examples include Amazon's Career Choice and Infosys' digital skills academies.
· Workforce Planning- Workforce planning aligns skills with business goals. HR uses analytics to forecast talent shortages, plan succession, and prioritise work (Falletta & Combs, 2020). Scenario planning lets firms modify hiring, training, and outsourcing for disruptions.
· Employer Branding- To attract scarce talent, strong firm branding promotes enjoyable work experiences, culture, and future potential. Mobile professionals and Gen-Z value purpose, diversity, flexibility, and development transparency. In tight labour markets, digital storytelling, employee advocacy, and competitive rewards shine (Thelen, 2020).
[bookmark: _Toc213241808]Partnerships & Policy Engagement
External stakeholders assist companies develop talent. Universities and vocational institutions create internships and graduate programs for exceptional students. Government immigration reform, financing incentives, and labour legislation boost skills. Sector-based apprenticeships and industrial consortia reduce training costs and improve quality. Healthcare and hospitality benefit from these programs when demand exceeds supply and training is needed (Santana et al., 2021).
[bookmark: _Toc213241809]Measurement and Evaluation
HR evaluation fosters accountability and progress. Business success, competence, and shortage eradication are measured (Thuy & Trinh, 2020) . KPIs should measure personnel acquisition, retention, learning, and internal mobility.
	Focus Area
	Key Metrics for Evaluation

	Talent Acquisition
	Time-to-hire; quality of hire; candidate-to-hire ratio

	Learning & Development
	Training completion; competency improvements; certification rates (Cayrat & Boxall, 2023).

	Reskilling/Upskilling
	Internal mobility; redeployment rates; skill gap reduction

	Retention
	Turnover rate; tenure; employee engagement

	Workforce Planning
	Predictive accuracy; succession coverage; critical role fulfilment



Internal development, proactive workforce planning, and collaboration are needed to address skills shortages and build future-ready workforces. Continuous learning boosts performance and retains employees. Workforce planning forecasts needs and drives hiring, reskilling, and restructuring for strategic alignment. Universities, training providers, and governments work to boost talent pipelines and skill access (Cäker et al., 2021). These strategies improve resilience, cut recruitment costs, and keep up with fast-changing labour markets.
[bookmark: _Toc213241810]Reflective Report: Personal Capabilities in a Globalised and Technological Workplace
[bookmark: _Toc213241811]Reflection Framework
In six stages description, feelings, assessment, analysis, conclusion, and action planning Gibbs' Reflective Cycle helps evaluate personal capacities. As it promotes continual learning and improvement, the model helps professionals recognise strengths, limitations, and growth possibilities. As to IHRM standards, it promotes self-awareness, adaptation, and lifelong learning in global workplaces (Smerek et al., 2021).
[bookmark: _Toc213241812]Current Capabilities
Professional and educational experiences have prepared me for multicultural, tech-driven organisations. Some important skills are below- 
· Technology Proficiency- My skills include MS Office, Teams, Zoom, and Google Workspace. Recent coursework has improved my HRIS platform and data-driven decision-making tool expertise and digital readiness (Yasar, 2023).
· Communication- Active listening and concise language enable me communicate across cultures. Presentations, group projects, and cross-cultural debates have enhanced my writing and speaking. I explain issues, give critical criticism, and adapt to different groups. I now comprehend cultures, communicate better, and interact in academia and the workplace.
· Teamwork- Multiple cultures have enlarged my view and work approach, boosting teamwork. I can gently discuss positions, tasks, and difficulties. This experience taught me to listen, embrace variety, and communicate to succeed. I have become more inclusive and adaptive to group demands. Effective, culturally cognisant teams benefit from my talents (Jones et al., 2020).
· Leadership- My leadership skills include coordinating group events, assigning duties by talent, and motivating peers. Prioritisation, discussion, and decision-making advance development. The experiences improved my task organisation and direction-giving. I am still learning to manage issues, influence stakeholders, and stay motivated. Complex group dynamics and experience will improve my leadership, intercultural, and professional skills.
· Self-Directed Learning- Online courses, professional readings, and criticisms teach me continually. I seek learning materials actively. Webinars, digital platforms, and peer exchanges teach new approaches. My academic, confidence, and job readiness have improved with this proactive approach (Patil et al., 2024). This helped me develop a growth mindset for new learning and job situations.
[bookmark: _Toc213241813]Strengths and Weaknesses
Being ready for digital work, collaborating with people, and studying alone are my strengths. Facilitate global leaders' communication and conflict resolution.
	Capability
	Strength/Weakness
	Evidence
	Implication for IHRM

	Technology proficiency
	Strength
	HRIS and digital assignments
	Enables remote/global collaboration

	Communication
	Strength
	Seminar presentations, reports
	Supports cross-cultural interaction

	Teamwork
	Strength
	Group projects (Stahl & Maznevski, 2021).
	Facilitates global team effectiveness

	Leadership
	Weakness
	Limited experience influencing peers
	Limit’s ability to lead global teams

	Self-directed learning
	Strength
	Online upskilling courses
	Promotes continuous improvement



[bookmark: _Toc213241814]Development Plan
I must work hard to advance professionally to compete globally. SMART objectives improve clarity and tracking. I can improve virtual team leadership and cultural understanding.
	Timeframe
	Goal (SMART)
	Actions / Skills Acquisition Plan

	Short-term (0–6 months)
	Improve digital HR capability
	Complete HR analytics and HRIS courses; apply learning in coursework

	Medium-term (6–18 months)
	Gain global leadership skills.
	Attend leadership classes, coach peers, lead group initiatives.

	Long-term (18+ months)
	Internationalise the workplace.
	Join global HR networks, pursue international internships, and seek cross-cultural project opportunities (Bahri, 2024).



[bookmark: _Toc213241815]Summary of Reflection
Global employability and IHRM-aligned digital literacy, communication, and collaboration are shown. My organisation can handle worldwide disagreements with structured learning and cultural exposure. I can lead remote teams, interact across cultures, and achieve global business goals with these talents (Cayrat & Boxall, 2023). I handle job market changes by being proactive, self-directed, and focused. Aiding large companies in worldwide workforce transfers.
[bookmark: _Toc213241816]Conclusion
Globalisation, technology, and demography are transforming corporate and individual employment markets. The shifting employment market requires HRM and IHRM to handle talent shortages, leverage digital technologies, and create flexible, inclusive workplaces. Working across industries, managing staff, and preparing ahead make individuals more adaptable. Reflective evaluation shows that global skills including communication, leadership, teamwork, and self-directed learning are in demand. HR must be agile, data-driven, and culturally sensitive to fill talent pipelines and compete in shifting job markets. Because of AI, green jobs, and global mobility, the future job market will need international HRM and IHRM initiatives.
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