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Executive summary 
The analysis revealed that human resource management refers to the analysis and development of strategic plans to maximise employee engagement, and employee’s abilities for new skill development. AI and automation has been explored as two major concepts of IHRM initiatives within the modern organisational setup. Moreover, the implication of advanced automation also comes with some of the negative traits like bias decision-making during employee hiring that further reshaping the process of skill hiring practices. Gibbs reflective model is implemented in the study to evaluate strengths and weaknesses in “communication, teamwork, technology, leadership and self-directed learning”. Furthermore, learning experience from performance management and internship is evaluated in the report.
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[bookmark: _Toc213776941]Introduction: 
Technological advancements are rapidly influencing Human resource management processes. In fact. Technologies like AI and ML have considerably influenced the ways employees are been screened, recruited and management within an organization. The following study, will explain in details the ways, technological aspects and embedded within Human resource management.
[bookmark: _Toc213776942]Question 1: Analysis of the impact of technological advancement in reshaping labour markets and its implications in HRM and IHRM strategies 
Claim 
Human Resource management refers to the analysis and development of strategic plans to maximise employee engagement, and employee’s abilities for new skill development. As mentioned by Allal-Chérif et al. (2021), successful integration of Artificial Intelligence (AI) allows companies to gain rapid flexibility in employee recruitment and training management process. Moreover, a progress on selecting potential candidates in business has become possible with the integration of AI. As stated by Cramarenco et al. (2023), AI is beneficial for taking online interview of employees that further helps to analyse digital skills of individual employees. Hence, it can be said that AI plays a potential role in organisational context for making transformation in HRM practices by developing practices of IHRM. 
Evidence 
AI and automation has been explored as two major concepts of IHRM initiatives within the modern organisational setup. As opined by Bayya (2022), automation technologies like big data helps companies to implement ethical process of employee training thorough two way information transaction initiatives. Moreover, digital platforms like Zoom has been explored as beneficial for companies for maintaining employee hiring initiatives in organisational context. For example, IBM employed over 35% of its employee from 2023-2025 thorough digital interview thorough Google Meet platforms (Reuters, 2025). On the other hand, integration of AI has been explored as beneficial for large-scale companies to explore skilful employees for the required industry though digital platforms like Indeed. It further helps to explore involvement of advanced technologies like AI and automation helps companies to improve quality standards of IHRM practices. 
The implication of advanced automation also comes with some of the negative traits like bias decision-making during employee hiring that further reshaping the process of skill hiring practices. As stated by Chanana and Sangeeta (2021), online employee hiring process is unable to provide accurate result in the procedure of maintaining employee or labour engagement initiatives. As reported, 50% of the job candidates are facing struggle due to the online biases in the procedure of IHRM in international market (Schellmann, 2022). Based on this challenge companies from large-scale industries are working though the process of both online and offline interview conduction for identifying behavioural traits of candidates.
Interpretation 
The above analysis edifies that implication of digital platform based IHRM causes bias employee hiring decisions in the organisational context. Based on these issues, application of contingency theory of employee management can be proven as beneficial for maintaining standardisation program of HRM practices. As mentioned by Donnelly and Johns (2021), contingency theory is beneficial for exploring online and offline employment skills during HRM practices. Thus, the use of contingency theory has been explored as beneficial for developing effective growth of HRM initiatives for reducing biases during labour management initiatives. 
[bookmark: _Toc213776943]Question 2: key demographic and geopolitical factors influencing employment markets today and how they have created challenges for HR professionals?
Claim 
The key demographic and geopolitical factors influencing employment markets today are multigenerational workforce, global migration, political instability and trade tension. These factors have created significant challenges for the HR professionals for talent management, resource allocation and fostering inclusive learning environments towards the workplace for improving productivity. Rising migration flow, sanctions and tariffs are creating economic and social disorder that will likely persist for many years (Iclg, 2025). As per the ILO global employment growth forecast global employment growth is downgraded to 1.5% in the year 2025 due to geopolitical tension, trade tension, global immigration and structural changes along with risk of inflation within the country (Iclg, 2025). Meanwhile, key demographic factors such as the aging population, skills gap in the high income countries significantly impacted the HR professional to integrate better talent and skills in the global workforce management.
Evidence
[image: ]
Figure 1: Distribution of population by age group in 2024
(Source: Ilostat, 2024)
The above figure indicates that one fifth of the population in the high income countries are over 65 years of age and only 3% in the low income countries (Ilostat.ilo, 2024). The demographic shift poses challenges for the HR professionals for creating effective pension systems and labour force dynamics. On the other hand, urbanisation is the major demographic trends and geo political factors that have impacted the HR professionals and develops shifts in the employment patterns and creating new job opportunities. As opined by GRENČÍKOVÁ et al. (2022), the labour market has also been transformed by the smart working environment which has changed the operation of the major companies and working environments. Another major challenge faced by HR professionals is the multigenerational workforce that is baby boomers – born after WW II, generation X, generation Y, and generation Z. Each generation has different points of views and working patterns in the global companies which has created major shifts in the labour market and influences employment opportunities. On the other hand, global migration is another geopolitical factor that influences the employment market and can create a negative force in human capital growth. As for example, the share of jobs by non-UK citizens have been increased by 20% in the year 2024 (Migrationobservatory, 2025). London has the highest proportion of jobs held by non-UK citizens that is estimated at 42%.  Thus, global migration has created major difficulty for the HR professionals to manage cultural inclusion, diversity in the workforce in the country's organisational workplace. 
Interpretation
It can be interpreted that geo-political factors such as tariffs, multigenerational workforce, global migration factors are creating major challenges for the HR professional to integrate talent in the workplace by managing diverse culture, collaboration and integration of labour policy in the cross border. As opined by Ererdi et al. (2022), political circumstances, demographic and HRM practices in the country has impacted the labour source in the global employment market. Lack of implementation of breast HRM practice in the MNC has created major challenges for HR professionals to create an effective talent management strategy in the workplace.
[bookmark: _Toc213776944]Question 3: Strategy that can used by organisations to address the persistent skills gap and talent shortages in the critical sector through strategic HRM
Claim
Organisations can address the persistent skills gap and talent shortages in the critical sector such as technology, health care and hospitality through developing an effective learning management system. The SHRM intervention focused on the build versus buy talent approach can help to make strategic partnership with the global employees and reduce skills gap through performance evaluation (Kunsman, 2025). Upskilling and reskilling programs through software can help the employees to adapt with the latest technology and integrate better skills in the learning and development (Sap, 2025). The HR and talent management team in the organisation can use AI driven analytics to track workforce data regarding the skills and performance certification required. On the other hand, Borderless hiring and global mobility can help the organisations to adopt better HR strategy in supplying talented workforce and reduce chances of skills gap in the industry. For example, Marriott hotel HR professionals have developed effective leadership capability and innovation through a learning program for front line crew members to reduce the chances of skills gap (Shumway, 2021). Guiding principles and honesty along with transparency in the HR operation can help the organisations to manage the issue of skills gap.
Evidence
Strategic inhuman resource management strategies used by the organisations to manage skills gap issues are international mobility, talent acquisition and performance analysis. For example, GSK has developed an industry led manager training policy that helps to support employees and managers in talent management and skills enhancement in the global workforce (GSK, 2025). A flexible and life-friendly working environment helps employees to increase motivation for work and increase skills in the global workforce. Thus, international talent acquisition programs, training and performance analysis can help HR managers to reduce the skills gap in the global workplace. Organisations can therefore implement strategic HRM products in the way to prioritise upskilling and reskilling prospects, thereby managing an effective learning management system to support AI-driven analytics in future. A focus over strategic partnerships, followed by managing transparency towards HR practices management can be thoroughly recommended for mitigating persistent skill shortage issues.
Interpretation
HR professionals in the critical sector can use credential programs, certifications and internship programs that can help the employees to enhance skills and knowledge for managing issues of skills gap. For example, GE appliances and Unilever have award winning training programs that help the companies to manage the issue of skills gap of the employees (Paycor, 2025). An adoption of built versus buy approach in terms of talent management can help in leveraging global mobility, thereby recognising accessibility towards performance-based training implication. Additionally, the HR group can take positive amplification of relative certifications and internships, thus suggesting a supportive and flexible work environment collectively for managing business goals. Thus, aligning business goals with the SHRM can help the organisations to integrate better growth through talent management.


[bookmark: _Toc213776945]Question 4: Reflective report on my current capabilities, learning activities, and recent working experiences in working within an international context 
Claim
The current globalised workspace has helped me in interpreting my knowledge development as a business management professional, thereby recognising multicultural and global environment amplification. My communication ability has become ideal for strengthening efficient work amplification, thus ensuring possible clarity over professionalism across international teams. On the other hand, a writing approach for amplifying verbal and non-verbal communication can be thoroughly recognised by effective organisational improvement, thereby managing positive relations with customers and staff (Flores et al., 2023). I faced challenges in technology application during my internship that made me realise about importance of improving cognitive skills and self-directed learning. 
Evidence 
Performance management is one of the most important session for me that help me to realise my strengths and weaknesses required in a globalised workplace. “Flexibility, resilience, leadership, cognitive skill, creative thinking, skill awareness, collaborative work and problem solving” are core skills required in today’s workplace (World Economic Forum, 2025). I have understood that improvement in technology skills is important to manage market trends. I have to utilise my communication and teamwork skills to quickly learn about key HR technology as realised from the weekly sessions and internship. I can say that improvement in cognitive skills and self learning ability can help me in achieving my professional goal of being a business analyst. 
Interpretation
Gibbs' Reflective Cycle:
The “Gibbs' Reflective Cycle” is effective for evaluation of an individual’s learning experience throughout six stages. “Description, feelings, evaluation, analysis, conclusion and action plan” are stages of “Gibbs' Reflective Cycle” (Ocampo et al., 2025). I have learnt a lot of things from weekly sessions; however, performance management was part of session 2 of week 8. It helps me to realise my strengths and areas of improvement to achieve my career goal of business analyst in future. 
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Figure 2: Stages of Gibbs' Reflective Cycle
(Source: Inspired by Ocampo et al., 2025) 
· Description
A globalised workplace requires skilled employees to work in an international environment. However, it makes me realise my capabilities in communication, technology, teamwork, self-directed learning, leadership and cognitive skills. “Human Resource Information Systems (HRIS)” integrates key “human resource (HR)” functions such as recruitment, performance management and payroll (Ogbe and Uchechukwu, 2024). I have learnt about HRIS from a performance management session; however, it was quite difficult for me to understand technology application in the HR system. I have also learnt about key HR roles that include managers' training and monitoring outcomes. I have understood that communication and teamwork are essential in HR job roles. Hence, continuous adoption is important in a globalised workplace to achieve emerging opportunities as per my realisation from weekly sessions. 
· Feeling 
I have mixed feelings in class sessions, as initially learning a lot of new things makes me joyful and fearful. I was happy to learn about “Human Capital Management” from weekly sessions as it is one of my areas of interest. HRIS is important to manage workflow automation, enhance data accuracy and utilise a unified platform for employee data storage (Saha, 2023). I have faced challenges in understanding application of HRIS system in performance management session. It makes me realise about difficulties in understanding technology applications. However, I also faced challenges in quickly learn about technology applications during my internship experience in an international organisation. Moreover, it makes me sad due to my inadequate technological skills and quick learning ability. Apart from technology challenges, I was happy that my communication and teamwork abilities influenced me to seek help from peers and overcome challenges. 
· Evaluation
My weekly sessions of “Human Capital Management” and recent internship work experience have helped me learn a lot of things about HR systems and technology applications. Evaluation stage of Gibbs model evaluates the good or bad experience of individuals (Ahmadpour et al., 2025). My current learning activities in the module provide me good experience by knowing HR roles. I have understood that my inappropriate cognitive skills, self-directed learning ability and technology competence made it difficult for me to understand complex topics such as HRIS. My collaboration, leadership teamwork are good as realised from my previous group projects. It helps me to ask for help from the tutor and my friends to create a deep understanding of the performance management system. 
· Analysis 
I have recognised my areas for improvement or weaknesses in cognitive skills, technology competence and self-directed learning. It creates challenges for me in performance management sessions to understand the application of the HRIS system in international organisations. I also faced challenges during my internship as it was difficult to adopt technology in my work roles. In contrast, effective communication, teamwork and leadership are vital assets for business competencies, administration and knowledge-based society growth (Mercader et al., 2021). My strength in teamwork, communication and leadership skills helps me to increase understanding of HRIS system by discussing with my friends. I have learnt about technology practices in performance management class by communicating with my friends. Hence, I have to improve my cognitive skills, technology and self-directed learning to achieve my career objective of being a business analyst in “Human Capital Management” field. 
· Conclusion 
Conclusively performance management sessions and internship work experience help me to realise my strengths in teamwork, communication and leadership skills. I have to improve my cognitive skills, technology competence and self-directed learning for better career growth opportunities. It can help me to be a business analyst in future and manage continuous adaptability in a globalised workplace.
· Action plan 
	Objectives
	Actions taken
	Resources needed
	Time frame

	Improvement in technology proficiency 
	I will enrol in an online course for HRIS and join a webinar to learn HR analytics
	Online learning platform access and IT support from the University
	3-6 months 

	Improvement in cognitive skills
	I will participate in a group project and case study analysis to increase problem solving ability
	Academic textbook and journals
	6-9 months

	Self-directed learning skill development
	Structured study schedule development and feedback from lecturers 
	Planner app and academic advisory support
	9-12 months 


Table 1: Action plan 
(Source: Self-Developed)
[bookmark: _Toc213776946]Conclusion: 
Conclusively, it can be stated that technological advancements are considerably shaping the labour markets. Consequently, there are certain implications on HRM and IHRM strategies. The study had showcased the ways key demographic and geopolitical factors influence HR markets today. Additionally, strategic measures for dealing with skill gap and talent shortages have also been presented.
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