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The Influence of National and International Labour Markets on IHRM and HRM Strategy 
   
1
2
 Introduction
The report presented below is a critique evaluation of the following:
· How the advancement in technology such as AI, automation, digital platforms have changed labour markets. 
· How demographical and geopolitical factors that are influencing employment markets today creating challenges for human resource management (HRM) in a global economy. It deals on demographic and geopolitical factors such as ageing population, migration and political unrest that influence the mobility of labour force and workforce management.  
· It discusses the effect of automation, artificial intelligence and the online space that is altering the labour markets not only by displacement of jobs, but also that of job skills. 
· Besides, the report delves into how the problem of skills gaps and talent shortages in sectors like healthcare can be address through HR approaches such as build, buy, borrow, and bind strategies.
· Lastly, it entails the self-review in way of professional growth, technological adjustability and future professional development by use of the Gibbs Reflective Cycle.  It also analyses the reasons why the existing HR professionals should combine technological fluency and cross-cultural intelligence, as well as lifelong learning, is palpable and the necessity to be competitive in the ever-changing labour markets. 
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How the advancement in Technologies have changed labour market
We are in a transformational shift of businesses in the entire globe due to the influences of technology and demographic changes and geopolitical transitions. These developments have wider implications in the human resource management (HRM) practices in labour markets.  Now, it is upon organizations to bargain on the paradigms of automation, artificial intelligence and digital working arrangement without losing strategic nimbleness and workforce 
inclusivity. 
Within the transformation, this report, in a critical discussion, will attempt to 
discuss four aspects, which are related to this transformation. To begin with, it is preoccupied with causes and effects of the HR approach and technological advances. Second, it is concerned with the issue of demographic and geopolitical factors that modify international HR practices. Third, it evaluates the long-term problem of skills gap and carries out much HRM 
plans to bridge the gaps. Finally, it also critically evaluates the personal competencies that are needed to achieve success in the present HR leadership.
  
The Transforming Labour Market 
Two areas in which technology such as automation and artificial intelligence (AI) have significantly transformed the labour market. Not only has it disrupted the activities of the labour market and routine work, but also introduced other positions, like AI ethicists, specialists in automation, and data scientists (Zhukovska et al., 2021)
             
This two-fold propensity; depends on replacing jobs and establishing jobs that bring the emphasis on the intersectional relationship between the human resources strategy and technology. The increased work of machines fosters the increased demand of human workers to perform more creatively and analytically and interpersonally and promotes a new high digital competence and flexibility (Purwanto & Siagian, 2025).  
In the meantime, the shift in the trend of labour was predetermined by the gig economy that helps to embrace such digital services as Uber, Fiverr, and Upwork.  It has imbued flexibility to the possibilities of finding employment, and it has brought up concerns regarding the employment security, employee types, and social protection (Amorim et al., 2022). With the accelerated rate of automation, the duration of skills declined considerably, five-year period or less became a norm, and it leads to the self-driving momentum of digital skills and competences electronically located in the cradle of STEM (Colombo and Marcato, 2023). 




 
Implications of demographic and geopolitical factors on HRM and IHRM Strategies 

 
AI transforms recruitment through AI-based sourcing, screening, and predictive analytics; efficiency increases but bias risk exists without ethical


Rapid technological change increases the importance of microlearning, digital badges, and AI-based training.   
Supports lifelong learning and personalized development to close skill gaps and enhance engagement.

 
Workforce analytics enables evidence-based forecasting of emerging skill needs due to technological disruption.  
 
Helps HR design adaptive policies for blended workforces (gig, part-time, remote). 
 
Addresses data protection, cross-country legal compliance (e.g., GDPR), and gig-economy governance in a tech-enabled global workforce.  

 
Multinationals must align technology usage with fair, transparent, and employee-welfare-focused HR policies. 
 
Talent Acquisition: AI has helped to transform the recruitment process by using AI-based sourcing and screening along with predictive analytics that are more efficient and, in the absence of ethical 
control, can introduce bias in an algorithm (Bozkurt et al., 2024).  In this regard, the HR Professionals will have to add human judgment with technological support and applicants with the qualities of learning agility and adaptability (Patrick et al., 2023).  
Learning and Development (L&D): If the technological field continues to experience high rates of change, it is microlearning modules, digital badges, and training versions based on AI that can facilitate the principle of lifelong learning to gain greater significance in the organizational context (Utama and Samaad, 2025).  
Strategic HR Planning: Such predictions made by HR are fact based because the emerging skills requirement is challenging the technological disruption. With the implementation of the concept of workforce analytics, HR unit heads will be able to design reactive policies that will govern the blended workforces consisting of gig, part time and remote employees (Darwish et al., 2024). 
IHRM Implications: It concerns the issue of data protection, legal regulations in other countries, such as GDPR, and the way of dealing with the number of rules of the gig economy in the context of the technologically empowered and borderless workforce (Khassawneh and Abaker, 2024

Demographic Factors affecting employment market
The changes in demographics that are happening in the entire world are simply drastic and in the light of the labour markets the organisations are compelled to re-evaluate their human resource policies. The aging of the population is one of the most crucial conditions in the developed state, example Japan or whole Europe. The decline in the population employed within the labour force and the 
growth of the dependency rate has become the conditions that have led to the motivation to introduce multi-generational workforce solutions (Dickmann, 2021). The HR managers are thus creating programs that would enable knowledge transfer between older and younger workers using mentorship and reverse mentoring initiatives (Amorim et al.,  2021).  
The second essential demographic aspect is the migration. Migration flow has brought about two effects that are brain drain and brain gain. Even more developing countries may be deficient in the expertise as the professionals are leaving to other states because better offer (Tran et al., 2024).  

 Geopolitical factors affecting employment market
The shift in geopolitical environments has been affecting the employment environment and the HR practices in the world. The increased trade wars and the protectionist activities have impacted internationally on the supply chains and the changes in the geographies, organizational recruitments (Basahal, Forde & MacKenzie, 2023).
Companies are also threatened by the highly unstable international business due to the possibility of falling victim to talent acquisition due to the threat of globalization and, consequently, the company itself is drifting towards so-called global HRM solutions, which balance the hope of international orientation with a high degree of local sensitivity (Patrick, Jha & Sharma, 2023).  The sanctions and political instability also make international assignments difficult. The HR departments will be forced to protect expatriates by tightening risk analysis procedures, crisis control, and contingency prospects (Darwish et al., 2024). 

 How demographical and geopolitical factors create Problems for the HR Professionals 
The hectic world surrounding the modern HR people who face multilateral issues. The free flow of talent has already been limited by the complex visa policy and the unstable tendency of immigration policy, and the movement of the staff across the borders has been more bureaucratically daunting (Horwitz et al., 2023). Moreover, the threat management requirement is also intensified, and HR leaders need to develop the effective practice of duty of care, which would 
cover the international expatriates employed in the non-friendly countries (Bozkurt et al., 2024). 
Even compliance has become a strategic action; organisations must be motivated by an eclectic 
mosaic framework of national labour legislations and data protection guidelines and the type of work and specifically in the gig economy (Khassawneh and Abaker, 2022). It is also, however, linked to the issue related to cultural orientation, adherence to the rules of immigration and acculturation of immigrant employees in the companies of the host country (Horwitz et al.,2023).































 
The causes of Skills Gaps and how to address it
Skills gaps issue may be regarded as one of the most serious ones in the contemporary labour with the pace of technological, demographic, and structural transformations being always much higher than the rate at which the working population can keep up. First, with the constantly increasing automation, artificial intelligence markets (AI), and digital transformation which make traditional skills become redundant, but also the new opportunities have opened in the digital, analysis, and adaptability skills (Purwanto and Siagian, 2025). The failure to translate the industry demands into the educational systems has increased such that in most instances the universities are lagging in respect to the curriculum revision according to the business technological reality (Colombo and Marcato, 2023). 
Besides that, the lack of institutions (in particular, small and medium-sized enterprises) investing in the ongoing learning and development (L&D has make the workforce to be under-skill (Utama & Samaad, 2025)
   
Strategic HRM Solutions: Build, Buy, Borrow, and Bind Approaches 
The modern strategic HRM model is multi-pronged in its approach, which entails the creation of 
organisational competency gaps based on Build-Buy-Borrow-Bind model to enable the capability fill in both in the short-term and long-term sustainability of the workforce.  Plans regarding developing a concentrate should focus on developing internal talent through training them in some kind of apprenticeship programs, corporate learn academies and career learning programs. The 
integration of tailored microlearning with AI-based learning would enable the employees to acquire skills that apply to the future and do it with the help of AI proficiently and constantly 
(Darwish et al., 2024). Buy strategies on the other hand prioritize on the outside recruitment in cases where the skills are needed within a short time or even where the skills are not incalculable within the time then the outside recruitment is the way to go. When the HR leaders use data-based global talent sourcing, they can foresee the market needs and hire specialized knowledge 
(Khassawneh and Abaker, 2022). 
To make the organisations more agile, it is ever more the option to establish Borrow methods and to use the assistance of consultants, freelancers, and contract employees to meet the temporary or highly specialized demands. Gig economy offers a chance to get access to niche skills which are not linked to the long-term employment contracts (Basahal, Forde & MacKenzie, 2023). 
Lastly, bind strategies serve the objective of retaining the talented employees and enhancing their career development by offering them the chance to acquire knowledge and experience with the help of mentoring, job rotation and enhanced career opportunities that results in better involvement 
and reduced turnover rates. The positive retention will imply that the organisational value at the sustained level will be generated by the investment in the human resources (Horwitz, Ronnie and Kamoche, 2023
  
 

 
Technology Sector: Build Technology is what is known as the build strategy and had some examples in the form of in-house code schools and AI literacy classes. At the same time, the dynamics of engagement of freelance data scientists and software engineers on a project-oriented basis are implemented with the help of the strategy of borrowing (Purwanto & Siagian, 2025).  

 
Healthcare Sector:  As the lack of nurses and other specialists persists, healthcare organizations are compelled to resort to buy tactics that include hiring specialists under the cross-border mode, that is, the developing countries (Tran, Muenjohn & Montague, 2024).  

 
Hospitality Industry:  Hospital HRs are concerned with the construction methods. management apprentice schemes and pipeline training schemes. The sustainability and embracing campaigns also allow employers to create brand awareness and gain and obtain talent in the competitive markets (Aldossari and Chaudhry, 2024). 
  





















Self-assessment
As the advancement in technology has made employment labour obsolete or almost, it is apparent that there are fewer job vacancies out for many people, and for one to get employed, the person must stand out above many others, for that to happen, Gibbs’ reflective model which helps individual to analyse experience to learn from becomes very important. 
Description: In this first year of my academic term, I have been opportune to be in cross-cultural group project for Marketing management module. The team were people from different cultural backgrounds, India, Bangladesh, etc.  Our task was to develop SWOT analysis for both pioneer and follower Companies operating in one country.
Feeling: At first, I felt both excited and nervous. I was anxious to learn from my peers but there was difficulty in understanding what they were saying because of the cultural differences. I was confident in communication skills and the topic, we were doing.
Evaluation
Strength: 
Technology: I was good in the use of my computer to research on the topic we were doing and was able to as well be of help to other peers too.
 Communication: I was very good in communicating with my peers My group assessment has indicated my skill of being able to express myself in a way that i would be understood. The communication with my group of different backgrounds helped me to learn the facts of the international businesses and the importance of the culturally sensitive communication.  

Teamwork: The other area I have developed while with my peers was the experience of teamworking and collaboration. The group work activities helped me in developing skills on conflict resolution, compromise, and compromise skills, which are very important in intercultural teamwork setting.

Self-directed learning:  Finally, when it comes to learning and developing as a professional, I am self-motivated as I have discovered. I would schedule my weekly study sessions, attend optional webinars and do my own learning which was compulsory.

Weakness 
Leadership: Although I contributed ideas, but I did not want to take charge of the leadership because of the fear of cultural insensitivity.

Analysis
The experience made highlighted the importance of cultural intelligence and how to adapt while working in group of people from different backgrounds. According to Gibbs’ model, reflection helps identify the root of challenges. As in the case of my hesitation to lead come from fear of cultural insensitivity.
Conclusion
              My technological proficiency, ability to be able to work in term and self-directed   
               Capability are assets needed to perform in an international environment and I                    
               must thrive to develop in area of cultural sensitivity. 
               Action plan
               To attend more inter-cultural activities in order to know more about other 
                Cultures.
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Appendix 
Strengths  Weaknesses  Opportunities  Threats 
Strong  written  and 
verbal  communication 
skills  demonstrated 
through  presentations 
and reports. 
Limited  hands-on 
experience 
managing 
multicultural  or 
remote teams. 
Growing  demand  for 
HR  professionals 
skilled in AI, analytics, 
and  global  workforce 
management. 
Rapid  technological 
change  leading  to 
potential  skill 
obsolescence. 
High  self-directed 
learning  ability  and 
adaptability  to  new 
technologies and digital 
tools. 
Limited exposure to 
strategic  HR 
decision-making 
and  policy 
formulation. 
Expansion  of  online 
learning  and 
certification  platforms 
for  professional 
development. 
Increasing 
competition  for 
international  HRM 
and  HR  analytics 
roles. 
Effective  teamwork, 
collaboration,  and 
conflict-resolution 
skills  developed 
through group projects. 
Occasional 
overreliance  on 
structured  guidance 
rather  than 
spontaneous 
leadership. 
Rising  organizational 
emphasis on inclusion, 
sustainability,  and 
employee well-being. 
Economic  and 
geopolitical 
volatility  impacting 
global  job  mobility 
and stability. 
Strong  research, 
analytical,  and 
problem-solving 
capabilities  enabling 
evidence-based  HR 
decisions. 
Moderate 
confidence  in 
presenting  data-
driven  insights  to 
senior management. 
Opportunities  to  gain 
leadership  experience 
through  volunteering 
or  cross-functional 
projects. 
Risk of burnout from 
balancing  work, 
continuous  learning, 
and  career 
advancement. 
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