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Human Resource Management (HRM) is increasingly recognised as a strategic and integrative discipline that aligns human capital with organisational goals to enhance performance and sustainability. As Afiouni (2013) notes, HRM is no longer just a rebranded version of traditional personnel management but a dynamic field that intersects with strategic human resource management (SHRM) and knowledge management (KM). This evolution is further reflected in the rise of sustainable HRM, which integrates social, environmental, and economic objectives to foster long-term value creation (Bratton et al., 2025).
Technological advancements such as electronic HRM (e-HRM) and predictive analytics are also reshaping HR’s role, positioning it as a strategic partner in organisational decision-making (Poysat and Mey, 2017; Marler and Boudreau, 2017). However, as Renkema et al. (2016) argue, HRM must be embedded within broader organisational strategies to effectively manage human capital in today’s complex global environment.
Given the growing interdependence of national and international labour markets, this report explores how external forces, technological, demographic, and geopolitical, are influencing HRM and IHRM strategies. It also reflects on personal capabilities required to thrive in a globalised, tech-driven workplace.
This report argues that while global technological and demographic changes create complexity in HRM, strategic integration of digital innovation and inclusive workforce planning can enhance resilience and competitiveness.

[bookmark: _Toc211589025]1.How are technological advancements (e.g., AI, automation, digital platforms) reshaping labour markets, and what implications does this have to HRM and IHRM strategies? 

Technological advancements such as artificial intelligence (AI), automation, and digital platforms are fundamentally reshaping global labour markets and redefining how organisations manage people. Using the technological dimension of the PESTLE framework, these innovations can be seen as both disruptive forces and strategic opportunities that require new HRM and IHRM responses.

AI and automation are replacing routine and repetitive tasks while simultaneously generating new, knowledge-intensive roles that demand creativity, problem-solving, and emotional intelligence (Autor, 2022). This process of “job polarisation” creates skill imbalances within national and international labour markets (OECD, 2023). HRM must therefore move beyond administrative functions towards strategic workforce planning and continuous reskilling initiatives (Sivathanu and Pillai, 2020). For instance, Unilever has integrated AI-based recruitment systems that use natural language processing to evaluate candidate potential, improving efficiency but also raising ethical concerns regarding algorithmic bias and transparency (Strohmeier, 2022). This example illustrates how technology enhances HR effectiveness yet simultaneously challenges fairness and inclusivity principles in IHRM practice.
Automation also transforms employment models by encouraging the rise of the gig and platform economy, supported by digital labour platforms such as Upwork, Deliveroo, and Uber. While these platforms offer flexibility and global access to work, they also create precarious employment conditions and blur the boundaries of worker protection (ILO, 2021). IHRM professionals managing international teams must navigate diverse legal and cultural contexts to ensure fair labour standards. As Srivastava, Bajaj and Dev (2020) note, effective governance of Human Resource Information Systems (HRIS) is essential for balancing efficiency with ethical accountability in digital labour management.
Moreover, the integration of predictive analytics and e-HRM systems is transforming HR decision-making by enabling evidence-based talent management. These tools help predict turnover, optimise recruitment, and promote data-driven diversity initiatives (Marler and Boudreau, 2017). However, reliance on algorithmic data can marginalise human judgment and create risks of digital bias (Bondarouk and Brewster, 2016). Therefore, HRM must combine data intelligence with human insight, maintaining transparency and accountability in decision processes.
From an international perspective, the uneven adoption of technology across countries reinforces the global digital divide, which affects talent mobility and competitiveness (World Economic Forum, 2023). For example, multinational corporations such as Amazon are investing heavily in AI-driven logistics and workforce management, giving them a competitive edge that many smaller firms in emerging markets cannot replicate. Consequently, IHRM must adopt context-sensitive strategies, tailoring technology integration to local infrastructure, cultural norms, and regulatory frameworks (Tayeb, 2004).
In conclusion, technological advancements are reshaping global labour markets by redefining skill requirements, employment models, and HR responsibilities. To remain competitive, HRM and IHRM must integrate technology strategically, leveraging AI and analytics to enhance performance while embedding ethical, inclusive, and globally adaptive practices that sustain human capital development.

[bookmark: _Toc211589026]2. What are the key demographic and geopolitical factors influencing employment markets today, and how do they create challenges for HR professionals?

Demographic and geopolitical forces are exerting a profound influence on contemporary labour markets, shaping workforce availability, mobility, and the strategic role of HRM and IHRM. These forces interact dynamically, compelling organisations to adopt adaptive, inclusive, and forward-looking human capital strategies.
[bookmark: _GoBack]One of the most significant demographic trends is population ageing, particularly across Europe and East Asia. The United Nations (2023) forecasts that by 2050, more than 25 percent of Europe’s population will be aged 65 or above, contributing to persistent labour shortages. This creates mounting pressure on health and social care systems. The United Kingdom’s NHS Long Term Workforce Plan (2023), for example, projects a shortage of over 150,000 clinicians unless major recruitment and retention reforms are implemented. HR professionals must therefore prioritise age-diverse and flexible work policies, continuous learning, and ergonomic job redesign to extend employability (Börsch-Supan, 2022). Such strategies move beyond compliance towards strategic talent sustainability, aligning demographic realities with organisational capability.

In contrast, youth unemployment remains acute in parts of Africa and the Middle East, where more than 40 percent of young people are under-employed (ILO, 2023). While this youthful demographic represents untapped potential, limited access to quality jobs fuels migration and contributes to global labour imbalances. IHRM professionals managing international recruitment must navigate ethical and legal complexities to ensure fair labour mobility and prevent exploitation. Reiche, Harzing and ten Brummelhuis (2022) caution that overly aggressive global sourcing can deplete talent in developing nations, underscoring the need for balanced and sustainable migration policies.
Geopolitical instability adds another layer of complexity. Events such as Brexit and the Russia–Ukraine conflict have disrupted supply chains, triggered inflation, and intensified regional skills shortages (World Bank, 2023). Organisations with European operations face tighter immigration controls and shifting trade relations, prompting HRM to develop agile workforce strategies including hybrid work models, cross-training, and scenario-based contingency planning (Mellahi and Collings, 2019). For instance, logistics companies operating in the UK have increasingly relied on remote coordination hubs in Poland and Spain to maintain service continuity, a vivid example of IHRM adaptation under geopolitical stress.
Globalisation and technological connectivity have simultaneously expanded and constrained talent mobility. Although virtual collaboration allows geographically dispersed teams to work efficiently, restrictive visa policies and protectionist labour laws limit physical movement (EY, 2024). The outcome is intensified competition for high-skilled workers in sectors such as technology and healthcare. HRM must therefore enhance employer branding and cross-border talent pipelines, supported by global reskilling initiatives (Tung, 2023). Companies like Siemens and Microsoft are investing in international digital academies to overcome regional talent shortages and promote knowledge sharing.
Demographic diversity also extends to gender and cultural inclusion, which remain critical determinants of labour-market equity. Despite progress, women continue to represent less than 30 percent of senior leadership roles globally (Catalyst, 2022). Inclusive HRM practices, such as bias-free recruitment, flexible parental leave, and diversity analytics, are vital to address systemic barriers. As Ng and Tung (2021) argue, culturally responsive HR policies not only enhance equity but also strengthen global team performance through innovation and creativity.
In summary, demographic shifts and geopolitical turbulence are transforming employment markets in ways that demand both strategic foresight and ethical sensitivity. HRM and IHRM must integrate demographic analytics, inclusive leadership, and geopolitical risk management into their frameworks to sustain workforce resilience and global competitiveness.
[bookmark: _Toc211589027]3. How can organisations address persistent skills gaps and talent shortages in critical sectors (e.g., tech, hospitality, healthcare) through strategic HRM?

Persistent skills gaps and talent shortages continue to challenge global labour markets, particularly in technology, healthcare, and hospitality. Rapid innovation, demographic changes, and evolving job demands have widened the mismatch between available skills and organisational needs. Strategic Human Resource Management (SHRM) provides the tools to address these challenges through workforce planning, learning investment, and inclusive talent management.
In the technology sector, digital transformation has increased demand for data analysts, cybersecurity experts, and AI specialists (OECD, 2023). Yet, talent supply has not kept pace. The Talent Management Cycle, which includes attraction, development, retention, and engagement, offers a structured approach to narrowing this gap. Companies such as Google and IBM use data analytics to forecast skills needs and provide targeted micro-learning opportunities, helping employees reskill continuously. This approach not only addresses immediate shortages but also strengthens long-term capability. However, as Sivathanu and Pillai (2020) note, without a supportive learning culture, digital training alone cannot close the gap, highlighting the need for leadership commitment and performance alignment.
In healthcare, shortages of nurses, doctors, and care workers stem from ageing populations and post-pandemic burnout (WHO, 2023). Strategic HRM solutions include international recruitment, domestic apprenticeship schemes, and wellbeing initiatives to reduce attrition. The NHS Workforce Plan (2023) exemplifies this by combining overseas recruitment with expanded local training pathways. However, reliance on migrant workers can create ethical and sustainability concerns if source countries experience workforce depletion (Buchan, Dhillon and Campbell, 2022). Therefore, HR strategies must balance global mobility with national workforce development to achieve resilience.
The hospitality industry faces distinct challenges linked to low pay, high turnover, and limited career progression (PwC, 2023). Employers increasingly adopt commitment-based HRM, focusing on employee experience and internal mobility rather than transactional practices. Flexible scheduling, digital scheduling apps, and leadership training programmes are improving retention in firms such as Marriott International. Nevertheless, long-term success depends on improving working conditions and public perceptions of the sector (Kim and Shin, 2019).
Across all industries, SHRM must leverage evidence-based planning using HR analytics to identify gaps, design reskilling programmes, and monitor outcomes. Collaboration with universities, vocational institutions, and government agencies can also align education with industry demand (CIPD, 2023). Inclusive recruitment of underrepresented groups, such as older workers or individuals with disabilities, expands the available talent pool while enhancing corporate social responsibility.
In summary, organisations can mitigate talent shortages by embedding strategic workforce planning and lifelong learning into their HRM systems. The integration of analytics, inclusive policies, and continuous development creates a sustainable talent pipeline that supports competitiveness in an evolving global economy.

[bookmark: _Toc211589028]4. Reflect on your current ability to work in an international environment, focusing on technology, communication, teamwork, leadership, and self-directed learning. What are your strengths and weaknesses, and how will you improve?

In today’s globalised and technology-driven environment, professionals must demonstrate adaptability, cross-cultural awareness, and digital competence. Reflecting on my professional and academic development using Gibbs’ (1988) Reflective Cycle, I have evaluated my current capabilities in technology, communication, teamwork, leadership, and self-directed learning, identifying strengths and areas for improvement that will guide my future career in international HRM.
Technology:
My experience in logistics and retail has enhanced my ability to use digital systems such as warehouse management software and Microsoft Office tools efficiently. However, as HR becomes increasingly data-driven, I recognise the need to strengthen my proficiency in HR analytics and HRIS platforms. To address this, I plan to complete a CIPD microcredential in People Analytics by mid-2026 to enhance my data interpretation and strategic decision-making skills.
Communication:
Working in multicultural environments has improved my clarity and empathy in communication. As a Job Instructor Trainer, I learned to adapt my style to accommodate employees with different cultural and linguistic backgrounds. Yet, I aim to further develop my negotiation and public-speaking confidence, especially for virtual and cross-border meetings. Joining Toastmasters International and engaging in presentation-based MBA modules will help me practise persuasive communication in diverse settings.
Teamwork:
My collaborative experience across international teams has strengthened my interpersonal and problem-solving skills. During my MBA, group projects highlighted the value of diversity and emotional intelligence in achieving consensus (Stahl et al., 2010). However, I sometimes assume too much responsibility. To improve delegation, I intend to apply Belbin’s Team Roles to future projects to balance team strengths and encourage shared accountability.
Leadership:
I have developed a collaborative and transformational leadership style grounded in trust and inclusion (Northouse, 2021). To enhance this further, I will seek mentorship opportunities and participate in reflective peer feedback sessions to refine situational awareness and adaptability.

Self-Directed Learning:
Balancing work, study, and family has strengthened my resilience and time management. Consistent with Knowles’ (1975) theory of adult learning, I have embraced autonomy in my professional growth. My goal is to continue lifelong learning through CPD and targeted HR qualifications.
In conclusion, I possess strong foundations in communication, teamwork, and adaptability, but will focus on building data literacy, negotiation, and leadership versatility. These improvements will prepare me to contribute effectively to globally integrated HRM environments.
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