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Introduction
The employment market influences the growth of the organisation through productivity, high demand for the job, wages and many more. It is essential to adopt necessary strategies for talent retention and workforce management to manage organisational performance in favourable as well as challenging employment conditions (Urme, 2023). This report aims to analyse the impact of technological advancements on the labour market and identify geopolitical and demographic factors that influence the employment market. Furthermore, it has explored the strategies to address talent shortages in critical sectors like hospitality, technology, healthcare and many more. A set of four questions helps to know the impact of the employment market on HRM (“Human Resource Management”) strategies, along with identifying the necessary factors required to enter the labour market. 
Ways Technological advancements reshape labour markets and implications on HRM and IHRM 
Technological advancement in terms of AI, digital platforms and automation has restructured the global labour market. It has revolutionised the ways of organising, managing and performing the work. Besides that, technological growth creates new opportunities like enhancing organisational productivity, meeting the latest trends and reducing errors (Naim, 2023). Adoption of automation and AI significantly reshape the nature of work through automating repetitive tasks, reducing human errors and many more. According to Rai et al. (2021), industries like manufacturing, customer service, logistics and many more use digital tools and machine learning to increase productivity. This transition creates the growing demand for analytical and digital skills. On the other hand, digital platforms like Upwork, Uber, and others accelerated the growth of the gig economy. 
It can be stated that technological advancements have reshaped the labour market by enhancing efficiency. For example, automation, AI and digital platforms streamline operations and create digital roles, which lead to job insecurity (Kampermann et al., 2021). On the other hand, algorithm bias during recruitment also raises ethical questions about transparency and fairness. Hence, the HR strategies should embrace innovation and focus on ethical integrity. They also need to prioritise the requirements of the workers and ensure to provide job security rather than replacing human capability.

In the context of HRM, the technological transformation is based on shifting the strategic priority. For instance, talent management becomes future-oriented, which builds on the development of digital competencies. Hence, it has created potential advantages to develop agility to adapt to technological changes. Continuous reskilling programs are essential, which are further supported by “Learning Management Systems” (LMS) (Thangavel, 2023). At the same time, AI-based analytics provide personalised development pathways, which can analyse the performance of the workers and support them with their needs. For example, companies like IBM have integrated AI-driven career development tools for anticipating the needs of the workers and providing necessary support (Downie and Hayes, 2024). Consequently, HRM functions are improved by adopting the latest tools in recruiting and hiring workers. For example, AI-powered recruitment tools are used by HR to streamline talent acquisition through automating resume screening, improving efficiency and many more. 
Digital HR problems also enhance employee engagement through real-time feedback. It can assess the performance of the workers and provide necessary feedback to them, which will help to increase their productivity. However, this technological advancement has also introduced some new challenges for HR, including worker classification, contingent workforce, continuous learning, adaptability issues and many more (Urme, 2023). The workforce planning needs to incorporate technological forecasting, which can predict future skill demands, and HR managers should take data-driven decisions. 
IHRM (“International Human Resource Management”) faced complexities due to managing cultural differences, regulatory issues and many more. The digital technologies enable companies to work with geographically dispersed teams, which is facilitated by a cloud-based collaboration tool. However, they need to focus on developing robust security in the digital communication platform to reduce the chances of cyber threats (Mızrak, 2024). Besides that, managing a virtual team requires intercultural competence, and IHRM should implement a flexible staffing model to manage the talents. Variations in data protection laws also create issues in handling employee data. Hence, focusing on these areas can ensure skill availability for the organisation and improve overall performance. 
Key demographic and geopolitical factors influence the employment market.
Technological changes have interacted with the demographic shifts in terms of reshaping the labour supply. The global population is one of the most consequential macro trends, where it is projected that the number of people in the age group of 60 and above will be 2.1 billion by 2050 (World Health Organisation, 2025). Hence, an increased number of aged people can shrink the talent pools. This will reduce the growth of primary labour in the advanced economies and also raise the demand for young workers. On the other hand, the youth labour market dynamics are also critical. Standing at 13 per cent in 2023, the global youth unemployment rate does not just reflect a full recovery from the COVID-19 peak; it is also at its lowest level in the past 15 years. (ILO, 2024). High unemployment rate is due to a mismatch of skills, particularly in technological skills, and a lack of workplace readiness. The HR should focus on investing in apprenticeships and providing targeted onboarding, which can reduce these gaps. 
Furthermore, the migration and cross-border mobility increase complexity in the employment market. For instance, the United Nations estimates approximately 300 million international migrants in 2024, which has increased the labour market heterogeneity (United Nations, n.d.). It also offers companies access to a diverse talent pool, but at the same time, HR needs to focus on complying with the integration issues. Gender shifts also influence the labour market, where the female labour force participation has increased in many regions. Only 47% of women are active in global labour markets compared to 72% of men, according to the IMF report. It points out that emerging and developing economies have the most to gain by closing the gap in economic participation between men and women. (World Economic Forum, 2023).  However, the women are overrepresented in lower-paid roles. The HR needs to design equitable recruitment and flexible working opportunities for all the workers, regardless of their gender, and boost the retention that will help to retain the top talent. 
The geopolitical factors like regional conflict and fragmentation can directly influence the employment market by disrupting workforce continuity, raising input costs and many more. The World Trade Organisation analyses the slower trade growth from 2.8% to 0.5% in 2026, which could reduce GDP and trade volumes (World Trade Organisation, 2025). In the meantime, the HR needs to translate the shifting hiring footprints by developing contingency talent plans and reskilling the workers. Climate change and resource-related geopolitics have an impact on the labour markets. For instance, the extreme weather ecosystem changes heat exposure and many more can disproportionately influence sectors like agriculture, construction and others. Here, the HR should identify the risk and ensure the delivery of concrete management practices. For example, they can protect vulnerable workers like older adults, provide necessary safeguards and manage the climate impact. 
Rapid occupational change requires continuous reskilling, and HR needs to reconfigure the talent requirements for delivering the best services to the organisation. Redesigning the HR strategies to provide benefits to older workers, such as flexible timing, financial security, can boost their performance (Zhang and Li, 2025). IHRM can develop the policies for the credential recognition, hybrid global staffing and even the culturally sensitive onboarding for managing the migrant talent. It is essential to provide necessary support to the workers to increase their skills that are required for the company to manage future needs. Hence, the HR Professionals should focus on strategic foresight by integrating the demographic and geopolitical scenario, invest in global reskilling and build flexible mobility. This will help to ensure success within the employment market and provide advantages to hire and retain the best talent. 
Addressing skills gaps and talent shortages
Talent shortages and persistent skill gaps are the critical challenges in various sectors like technology, healthcare and others due to the rapid growth in demand and technological disruption. Strategic HRM plays an important role in developing long-term solutions by aligning organisational goals with the labour market. Before the development of strategies, it is required to identify the nature of skill gaps. For instance, in technology, digital transformation outpaced the training systems, which creates shortages in data analytics, cybersecurity and many more. The “World Economic Forum” estimated that 44% of workers’ skills can be disrupted within the next five years, which requires continuous reskilling (World Economic Forum, 2023). On the other hand, the “World Health Organisation” projected the shortfall of approximately 10 million healthcare professionals by 2030 (WHO, n.d.). Hence, the hospitality industry can face a workforce crisis, which should be managed by developing a strategic framework.
Using the Contingency theory, HR focuses on workforce planning, which enables companies to identify future skill needs. This theory states that no single best way can manage human resources, and HR strategies should align with the internal and external business environment (Opara and Waheduzzaman, 2024). HRM needs to strengthen the employer brand by improving the working conditions, transparency, developing the career progression pathways, and many more in the hospitality sector (Parasa, 2023). In contrast, the healthcare organisations ensure a continuous professional development program to keep the clinicians updated with the medical technologies, patient data management systems, telehealth practices and many more. However, the limitation lies in implementation complexity, where continuous monitoring and necessary resources are essential. The inconsistent HR practices can also affect to management of the skills gap issues. 
The HR department requires collaboration with the educational institution to ensure that the activities are aligned with the industrial requirements. Talent shortage can negatively influence the growth of the organisation (Naim, 2023). Modern AI systems embedded in platforms such as SAP SuccessFactors aim to create intelligent partnerships between humans and algorithms. These systems not only enhance decision accuracy but also democratize access to career guidance, allowing employees at all levels to visualize potential paths that were previously invisible or inaccessible. (Parasa, 2023). The reskilling and Upskilling initiative is an effective response to manage skill shortage. The HRM needs to emphasise creating a learning culture supported by the technology, career mobility, mentorship and many more. For example, IBM adopted the “skills academy model”, where it offers digital badges to equip the workers for emerging technologies like AI and cloud computing (IBM, 2025). Consequently, the hospitals can use predictive analytics for anticipating nursing shortages and design the targeted hiring process with attractive incentives, reduced workload pressure and others.
Providing a supportive working environment, a mental health and recognition program can increase employee engagement. Companies having a strong employee value proposition observe 69% lower turnover (Evans et al., 2025). Therefore, it is required that HR needs to enhance employee retention by understanding their requirements and providing the best support to them. The hiring strategies should be based on recruiting global talent, promoting virtual mobility and providing equal opportunities to the workers. For instance, the healthcare system in the UK relies on the international recruitment drivers for nurses. Hence, the HR should ensure ethical recruitment practices and provide necessary training to avoid exploitation.
Reflection on capabilities to work in an international Context
The 21st century is filled with diversity, due to the ‘global world’ we live in, which is enhanced by numerous ways of technology-driven communication and collaboration,
and a variety of different religions, genders, and cultures, with different beliefs, ways
of thinking, abilities, and ways of communicating. (Kampermann et al., 2021). Reflecting on my background, like having a bachelor's degree in business administration and an MBA in international business, I have developed the valuable competencies that can support my international career aspiration. This reflection can evaluate my current capabilities and also identify my strengths and weaknesses, which is essential to take further strategies for improving the weak areas to become competent professionally. 
Technology is the central part of the international business operation that can enable data-driven decisions, remote collaboration, digital marketing and many more. I have acquired the technological proficiency in CRM software, Microsoft, and social media analytics when I worked as a sales executive. This helped me manage my communication by using technology and strengthened my confidence in digital interactions with customers. However, at the same time, I need to focus on learning the new technologies and acquire skills that will provide competitive advantages to me for getting a successful position in the international market. I have a strength in understanding the ways technology can drive consumer engagement, and using technology, I can also analyse consumer behaviour. However, there is a lack of in-depth knowledge of emerging technologies like big data analytics, automation, AI and many more (Thayyib et al., 2023). I need to improve my skills in data visualisation tools such as Power BI, Tableau and others. 
On the other hand, effective communication is essential for achieving success in international business, where having verbal and written communication skills is very important to make connections with diverse workers. I have a strength in communication and am also capable of tailoring my message according to the needs of the situation. But despite this strength, I recognise there is a need for improving the specific intercultural communication. For example, I faced challenges in understanding the non-verbal cues in a multicultural setting when I worked on a project in my MBA course. Therefore, it is essential to evaluate the different needs of my colleagues who are from various backgrounds, which can streamline the international teamwork. 
While I have focused on my teamwork and collaboration, I found that I have the strength to adopt a diverse perspective and am capable of managing conflicts between my team members. Throughout my MBA experience, I participated in various group projects that have created advantages in working with the cross-functional team. But at the same time, I noticed that the underrepresentation of my viewpoint can negatively influence the quality of work. I also have the leadership capability in terms of understanding the vision and requirements of my team members. The leadership strengths include motivational capacity, and I am also able to lead my team successfully. But I need to improve my strategic leadership skills and strengthen my ability to lead ambiguity. 
In the digital age, directed learning is essential for continuously engaging different learning practices. My educational journey has supported creating a reflective journey, and I proactively seek knowledge from various sources like industry reports, academic journals, professional networks and many more. I have developed an action plan to address my weak areas and also leverage my strengths, which is discussed below.

	Skills 
	Way to Achieve
	Timeline

	Technological Expertise 
	Enrol in professional development courses in AI, data analytics 
	6 months- 1 year

	Communication 
	Attend a communication workshop with an international peer and seek feedback from colleagues 
	3-6 months 

	Teamwork and collaboration 
	Using a collaboration tool for improving coordination efficiency 
	6-10 months 

	Leadership capability 
	Participate in leadership development programs and lead an international project
	1-2 years 



I believe that managing and improving the weak areas, like understanding communication and technological adoption, can help me to leverage my strengths. Reflecting on my current capabilities revealed that I have strong foundational skills in motivation, teamwork, and communication. But in the global business environment, continuous learning is essential, particularly focusing on technological adaptability and strategic leadership. Hence, I believe that actively pursuing these learning opportunities can enhance my communication skills and also address the technical limitations. This will help me to position myself as a globally competent worker, and my long-term goal is to become a strategic leader who will be capable of managing the multicultural team's knowledge in digital innovation that can positively contribute to the international business.
Conclusion 
It is concluded that technological advancements, geopolitical shifts and demographic transformations reshape the global label market. Technologies like AI Automation also redefined the job structure, and HRM should evolve into the strategic enablers for managing the workforce activities. They need to focus on investing in workforce planning, reskilling the strategies for aged workers, employer branding, ethical HR practices and others. This will help to cultivate digital fluency and strive for success in the business. The growth of the modern labour market depends on the performance of the HR practices, and here the organisation should focus on reskilling the employees and retaining the top talent that is essential to get competitive advantages in the rapidly evolving environment.
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