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Executive Summary
This report explores the effects brought about by changes in technology, population structure and geopolitics towards human capital personnel control and international personnel management strategies. It focuses on the effect of automation and AI on changing job markets, the problems associated with old age and immigration, as well as calling upon human resource experts to adjust by developing new skills, taking care of talents, and embracing various culturally diverse practices.
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[bookmark: _Toc213520068]Introduction
The worldwide labour market is expanded for making continuous change through national and international economic forces, advancements in technology and geopolitical transformations. There are some affected strategies of HRM and IHRM are greatly affected by these changes. In this report, the mobile workforce discusses issues with the assistance of skill gaps, technology incorporation and leadership across different cultures. In today’s world, the organizations are required to adapt their human resource (HR) practices more regularly than before in order to deal with the problems of skill deficiencies, technology adoption, and cross-cultural issues that are characteristic of the dynamic labour market. 
[bookmark: _ne763560f4o2][bookmark: _Toc213520069]Technological Advancements reshaping labour markets and its implications on HRM and IHRM strategies
Claim: According to the argument, the effectiveness of the global labour market by taking the assistance of emerging technologies such as robotics, artificial intelligence, automation, and digital platforms in relation to the aspects of HRM as well as IHRM strategies on a global platform. The various technological advancements surely changed the employee expectations and effectiveness of the performed work posing a challenge to other related processes within organizations that call for flexible HR managers.
Evidence: The usage of technology is transforming jobs through automation and AI that utilises the menial roles by making operations run smoothly. A study conducted by McKinsey & Company (2021) indicates that employment fears hinder organizational change efforts, especially in the era of robotics, given that about 375 million workers will have to move into different job families by the year 2030, according to Dalsaniya and Patel (2022). Nevertheless, such advanced machineries give rise to fresh job opportunities like data analysis personnel, AI experts, and robotics engineers. The combination of artificial intelligence (AI) and robotics is changing job roles through the automation of repetitive tasks and integration of cognitive functions into what used to be monotone applications (Ness, Shepherd, & Xuan, 2023). The availability of cheap communication platforms and cloud storage like Zoom or Slack, which broadens the pool of talented individuals from different parts that can recruit anyone around the globe by using organization.  HR professionals available, some AI-based recruitment tools through which they can easily approach candidates, take interviews, evaluate, and give them job offers quickly.
Interpretations: The effective strategies of HRM and IHRM are greatly affected by these changes in technology. Automation widens the skills gap that requires adaptive HRM strategies to address it. Thus, organizations must implement re-skilling and up-skilling programs to ensure that their employees are ready for the upcoming labour market. Currently, workers operating within highly automated environments should continuously receive support through accessible HRM systems that offer learning opportunities such as online courses, certificates, and partnerships with educational institutions so that they can stay relevant. Secondly, the evolution of technology facilitates organization’s control over virtual teams in IHRM perspective. However, there are challenges in cross-cultural communication, supervision and leadership of expatriates in today’s globalized industries. IHRM should adopt AI-based HR systems for effective performance evaluation and cross-temporal communication (Deepa et al. 2024). Be it global or affected by globalization, cross-cultural training is essential for employees to interact across cultures at work. These changes also relate to ethics, AI bias, and data privacy. Hence HRM and IHRM should promote justice and fairness in the operation of AI system and prevent any data abuse on employees especially with cross border legislations such as GDPR.
[bookmark: _emxxd884la5g][bookmark: _Toc213520070]Key demographic and geopolitical factors influencing employment markets today and challenges for HR professionals
Claim: Today’s job markets are being influenced by various factors such as an increase in certain age groups, immigration, variety, politics, and the movement of goods. Human resource managers face many challenges and prospects from these factors, which make it necessary for them to adjust the HR strategies so that the organization can efficiently sail through this turmoil.
Evidence: One of the pieces of evidence supporting this claim is the impact of an aging population, which has had a significant effect on the working age globally. First, there is an increase in migratory movement among employees who come from different economic, war-inflicted, or environmentally hazard susceptible zones worldwide. The situation is compounded by the fact that there are larger numbers of migrants than ever before entering various countries around the world today for job opportunities they believe are better than those back home. According to a recent report by the Organisation for Economic Co-operation and Development (OECD), migration has reshaped labour markets and increased the number of multi-cultural workforces, which pose challenges for effective leadership in organizations that have them. The global GDP growth is projected to stand at 2. 7% in 2023, with the OECD area accounting for 1. 4% over the 2023–2024 period (He et al. 2024). Geopolitical issues like political unrest and trade conflicts greatly affect the job sector. For instance, the ongoing Russia-Ukraine conflict has led to interruptions in the supply of certain products, hence creating a deficiency of labour in some specific markets, e. g. manufacturing, transport. These interruptions are felt worldwide, hence the need for companies to reconsider their workforce strategies on an international level. The trade tensions and protectionist stances may reduce labour mobility. The World Bank and IMF have formed an interactive partnership aimed at driving sustainable development and fostering economic resilience (Keliwaal, Stanikzai, & Jawad, 2023). As a result, organizations in sectors such as manufacturing or technology have been compelled to review their expatriate staffing levels due to these changes in the global supply chain.
Interpretations: 
The demographic and geopolitical shifts pose a great challenge to normal HRM and IHRM practices in the view of human resource managers. The major problem is an aging staff that should be managed and whose retirement should be planned. Thus, the HRM strategies should take into account some flexible retirement policies, plans of succession, and mentoring programs that will facilitate knowledge and skill transfer to younger generations. The workspace design may also need changes, while wellness programs should be introduced to take care of the health condition of elderly employees. Migration has also made people work in environments that are very diverse, HR professionals should come up with better ways of having all these people work together. In order to ensure equal treatment for employees from any cultural background or heritage, irrespective of their national origins, it is important that International Human Resource Management (IHRM) adopts culturally sensitive training programs, an all-encompassing staffing process as well as various forms of leadership training (Dwiarto et al. 2025).Human resource (HR) managers are required to take flexible and adaptive measures in their HRM plans, such as scenario planning and formulating global staff mobility policies to overcome any disruption at the worldwide level.
[bookmark: _95cl3ol8kg1r][bookmark: _Toc213520071]Addressing Skill Gaps and Talent Shortages in Critical Sectors Through HRM Strategies
Claim: Metaphorically speaking, organizations all over the world are facing a very big issue; this is because there are not enough people in some jobs who have certain abilities, or there are too many people with abilities that are not needed in some important areas, which include IT, health, and hotel industries. For this reason, HRM strategies should change in order to overcome these challenges through reskilling, talent attraction, and maintaining a viable workforce for the long term.
Evidence: The evidence presented in a study by PwC in 2024 indicates that a majority of Chief Executive Officers are concerned about the risk posed to business expansion by inadequate personnel. Data gathered from all over the world, with special focus on the construction industry employing 4,290 respondents, indicates that the sector is under increasing pressure to cut emissions and enhance energy efficiency (Nováková, 2025). Such critical areas experience massive deficits. As per a report by the World Economic Forum in 2022, there are approximately 1,5 million job vacancies for specialists in the IT area worldwide, particularly in cybersecurity and artificial intelligence. Moreover, the public health sector still lacks enough nurses, physicians, and other specialized medical personnel, many of whom are already hard to come by and whose availability has been further reduced due to the continued strain of COVID-19 on healthcare systems. Organizations face huge skill gaps within the hospitality sector, and there are few experienced employees for supervising customer services efficiently and keeping up with business tasks. According to the World Tourism Organization’s report for 2021, the lack of a qualified workforce is slowing down recovery after the pandemic in hospitality, as it remains understaffed with professionals.
Interpretations: HRM strategies should consider solving this problem, talent management, and development initiatives that are actively focused on addressing critical skills gaps and talent deficits.  First and foremost, Human Resource Management can be seen as an approach to increasing employees’ capacities. In this regard, reskilling and upskilling the current workforce remains an important arm in the organization. To illustrate, it is necessary for companies to invest in training courses focusing on digital literacy, cybersecurity, healthcare management and other related subjects. Human resource units can also introduce internal talent mobility in order to improve promotional prospects for employees who want to move around in the labour market. Partnerships of this kind could as well facilitate tailor-made training schedules occasionally. Human resource management strategies are targeted at improving recruitment practices by using specialized marketing strategies, among other ways. (Ogedengbe et al. 2024). It calls for the exploitation of the available AI-driven recruitment tools and data analytics to efficiently identify and draw in potential top talent.
[bookmark: _Toc213520072]Reflective Self-Assessment
The reflective report involves analysing my recent experience of reviewing HRM of international organisations and the highly-sought skills by the employers. Applying the “Gibbs’ Reflective Cycle”, I intend to use the specific stages to reflect on my experience and identify my strengths and areas of opportunities. According to Hashim et al. (2023), Gibbs’ model offers six stages in conducting a reflective analysis including description, feelings, evaluation, analysis, and conclusion and action plan. Hence, conducting the reflective analysis, I plan to further analyse my potential to work among the globalised workforce. 
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Figure 1: Gibbs’ reflective Cycle
(Source: Self-Developed)
Description:
My recent experience involves assessing required capabilities associated with working in international organisations. Reviewing materials and conducting external study has helped me determine the necessary skills demanded across international environments. For instance, Week 4 session has offered information regarding the way organisational culture influences employee performance. Additionally, in the learning, I have further addressed HR challenges along with the ways technology has reshaped labour markets. Thus, I can mention that the experience has been insightful in improving my knowledge related to global challenges of HR while identifying strategies taken to address skill-gaps. 
Feelings: 
My feelings while addressing HR challenges and reviewing materials on organisation culture along with performance management was quite positive. Initially, I experienced difficulties in conducting thorough research to gather evidence on technological impact and identify examples of organisations. However, use of critical thinking has been beneficial to tackle the challenge and I have further used online libraries to locate authentic references. According to Xu et al. (2023), critical thinking enables students to recognise the root cause of a problem, while questioning claims. On the other hand, working on a team during sessions activities was highly challenging which resulted in negative experience. Team-based conflicts along with my difficulties in guiding the members during the assignments have essentially caused stress during the experience. 
Evaluation:
Positive aspects regarding the experience involve my use of self-directed learning and knowledge on technology to increase critical writing within the assignment. Based on Charokar and Dulloo (2022), self-directed learning involves taking its own initiative to understand learning barriers and developing an appropriate plan to address the issue. Use of self-directed learning has influenced individual’s ability to increase employability scope and build resilience to adapt in the changing labour market. On the other hand, factors that have turned my experience negative involve my lack of ability to efficiently collaborate with team members, while guiding members during conflicts. As discussed by Mahajan et al. (2022), teamworking is one of the highly-sought employability skills, as it enables individuals to work with members from diverse backgrounds in international organisations. In this context, the barriers, my contribution in team activity has been limited resulting in higher conflicts and negative experience. 
Analysis:
My application of self-directed learning has been a key factor that turned the experience positive, as I have been able to address my issues and develop a strategic plan. Furthermore, my technological proficiency, which involves using a range of digital tools and conflicting online searches have been effective in preparing an evidence-based report. In Session 1 of Recruitment and Selection, I have identified that the hiring process is typically based on competencies, especially employee’s ability to meet job requirements. According to Kadhim (2024), technological skills are in demand, as digital knowledge is required to achieve data driven decision-making. As a result, my technological competencies along with ability to self-learn further increase my employability scope under the international context. 
Limitations in areas such as communication, leadership and teamwork, has led to the challenges as difficulties in completing the assignment. As found by Kuregyan and Khusainova (2022), highly-demanded soft-skills mainly include communication, teamwork, and problem-solving. Hence, I can mention mitigating barriers such as developing communication skills along with adoption of leadership abilities to address team-conflicts. 
Conclusion: 
Summarising the experience, I can highlight that my employability capabilities mainly involve digital proficiency along with self-directed learning which helped in making innovative plans. On the other hand, factors hampering my employability scope involve a lack of effective communication, along with leadership and teamworking abilities. Hence, gathering insights from the experience, I plan to transform my weaknesses through an action plan that offers strategies such as boosting collaboration, open-communication skills and the ability to lead team members. 
My recent encounter unveils the employability strengths and weaknesses for me in the international HRM context. I was able to overcome some very complex HR issues and arrive at certain decisions due to being very good at two things such as my ability with anything digital and the second is self-teaching. This trait enables me to have other unique ideas especially when I am sorting through information that is gathered with the help of technology. The first fact that I think analytically and act on my own also played a role in improving my grades.
The specific elements such as ineffective communication, leadership lapses, as well as poor teamwork capabilities that affected my employability potential. It was quite a task trying to solve conflicts experienced within the group, and this resulted in much pressure with little input on my part. Recognizing that HR professionals working for multinational organizations require teamwork abilities and leadership skills motivated me to change for the better in these areas. I intend to deal with the identified weaknesses through a planned course of action. I plan to take part in activities aimed at promoting teamwork and communication while also gaining experience on how to lead others better. Therefore, I hope that through these efforts, I will become well-suited to an international HRM role with time.
[bookmark: _Toc213520073]Conclusion 
The experience has increased my digital proficiency and ability to learn alone, two of the aspects critical in human resource management within the international arena. This limited my employability. The determined to overcome this by coming up with a detailed plan aimed at fostering teamwork, enhancing communication, and developing leadership. I wanted to improve my skills in order to become a proficient HR specialist ready for work in the modern globalized world.
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