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INDIVIDUAL REPORT
THE INFLUENCE OF NATIONAL AND INTERNATIONAL LABOUR MARKETS ON HRM AND IHRM STRATEGIES




Executive Summary 
This report critically views the role of the changes in labour markets caused by technological, demographic, and geopolitical factors and reformed HRM and IHRM strategies. It discusses technological shocks, diversity of the workforce and lack of skills in major sectors and provides strategic solutions for HRM. This also includes ideas concerning the creation of adaptive, inclusive, and technology-based strategies in the workforce to gain global competitiveness. Teamwork, leadership, self-directed learning are important skills for HR managers to promote engagement among employees. The lack in tech knowledge needs to improve to gain more knowledge in dealing with HRM software, AI tools and others. 
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[bookmark: _wq3pi4x736ha]Introduction
The world labour market nowadays is dynamically changing with the process of technological innovations, population movement, and geopolitical changes and significantly affects the “Human Resource Management (HRM)” and “International Human Resource Management (IHRM)” approaches. Working patterns and structure of the workforce as well as talent management practices are being redefined through “automation”, “artificial intelligence (AI)”, and “digital platforms”. At the same time, the demographic diversity and the global politics are posing new challenges to the HR professionals. This report is a critical analysis of these changes, measures towards dealing with skills shortage, and a conclusive reflection on the personal skills needed to succeed in the current workplace where technology is in place and globalisation exists.
[bookmark: _pwwi7nyc1flc]Question 1 
Technological advancements reshaping labour markets
The world is changing massively in terms of labour markets, which are radically altering due to technological innovations like “artificial intelligence (AI)”, “automation, robotics”, and “digital platforms”. “Robotic Process Automation (RPA)” is transforming the kind of work that works in “information technology, computer science, and electrical engineering” (William et al. 2023). Consequently, HRM and IHRM need to keep changing to use technologies to their advantage and mitigate the risks of the digital transformation.
With AI and automation, regular job functions have been transformed and this has caused both job displacement and new jobs with advanced digital skills. “The World Economic Forum (2023)” estimates that by 2025, there will be about 85 million jobs displaced by robots (Weforum, 2025). However, at the same time, 97 million jobs in the emerging fields such as data analysis, cybersecurity, and machine learning will need to be filled. This transformation requires the HR professionals to pay attention to reskilling and upskilling employees to equip them with technology oriented jobs. It is in this way that strategic workforce planning is essential and HRM must foresee the future requirements of skills and invest in continuous learning schemes based on the organisational objectives.
The structures of the labour market have also been altered by digital platforms and technologies of remote work that allow talent to be moved worldwide. A large proportion of the market is composed of platforms like LinkedIn, Upwork, and Glassdoor. The international freelance market is projected to reach $14.39 billion by 2030 (Grandviewresearch, 2025). This has resulted in the emergence of the gig economy and the hybrid work setups. To IHRM, the changes offer opportunities of exploiting the international talent pools, but they also present some challenges such as the cross border employment laws, cultural diversity management and equitable compensation practices. Global presence of HR strategies must now target digital inclusion, virtual leadership, and engage people in the dispersed teams.
Implications Technological advancements have for HRM and IHRM Strategies
Through technological advancements, the implications on HRM as well as IHRM strategies are huge. In the case of HRM, the digital transformation implies the transition to the data-driven approach of decision-making when the HR professionals employ the analytics and AI tools to optimize recruitment, performance assessment, and workforce planning. It has been examined that IHRM fits to the organisational life cycle stage (Patrick et al. 2023). The IHRM strategies are now required to consider cultural diversity, globalisation, employee-cybersecurity threats, and fair remuneration across the borders. Moreover, technology also boosts virtual expatriation where expatriate employees do not need to move, but they work around the world, and new strategies to leadership, communication, and building of teams are needed in multicultural virtual teams.
These two forces, HRM and IHRM, should then be transformed into an agile, inclusive, and ethical application of technology. Overall, these have the potential to manage talents on a global scale, to plan strategic workforce and improve organisational competitiveness in the rapidly evolving digital economy.
[bookmark: _tcccvb5571qx]Question 2 
Demographic Factors
Ageing Population and Workforce Shortages
 The labour shortages in the main sectors of healthcare, logistics, and education are some of the trends of this ageing. The UK’s major demographic change indicated that 18.3% of the population is aged above 65 and above which is set to increase to 24% in the year 2043 (Prb, 2025). HR professionals should target this particular group, which includes old workers as their retention strategy, introduce flexible work schedules, and invest in mentoring programmes to impart this knowledge to the young generations.
Generational Diversity
The UK labour market has become aged as it is now intergenerational whereby the Baby Boomers through the Generation Zs have diverse expectations. The CIPD determined that younger employees rank purposeful employment, hybrid employment, and lifelong learning highly (CIPD, 2025). HR departments need to establish a more inclusive talent management process that will make employees feel like working together, provide benefits to meet various needs, and engage different generations.
Gender and Migration Dynamics
Increased participation in the labour force by women in the UK has risen to 72.3%, although the gap in pay and lack of leadership still exist in the country. Also, the migration patterns after Brexit have affected the labour levels, the net migration came to 672,000 in 2023 (ONS, 2023). This stimulates the demand of the professional international labour force, especially in health and hospitality. The HR professionals will need to cope with the multicultural incorporation, adjust recruitment ways, and provide the equitable compensation and advancement.
Geopolitical Factors
PESTLE Analysis
	Factors
	Analysis

	Political
	UK trade and immigration policies after Brexit restrict labour mobility of the EU and immigration was seen by 55% of people (Statista, 2025).

	Economic
	Inflation rates in the UK 3.4% have impacts on living and wage expenses (BBC, 2025).

	Social
	The UK population ages 65 to 100 is 18.3% (Prb, 2025).

	Technological
	Digital skills are needed in 82% of the job openings (Gov, 2025).

	Legal 
	Employees in the UK have flexible work rights in the “UK Flexible Working Act 2023” (Gov, 2023).

	Environmental
	In the UK, Green job creation was developed by the Net Zero 2050 policy in the UK (Parliament, 2025).


Table 1: PESTLE Analysis
(Source: Self-Created)
Global Conflicts and Economic Uncertainty
The ripple effects of global wars like the Russia-Ukraine conflict affected energy supply and inflation rates of the UK. This resulted in increased operation costs on the part of the employer affecting the UK labour market (Cepr, 2022). The HR professionals are now under pressure to contain workforce cost pressures, offer mental health assistance to the workforce during economic times of stress and retain employees during uncertainty periods.
Brexit and Protectionism
The post-Brexit access to EU labour markets keeps redefining access to the UK labour market as immigration was 55% of the UK people (Statista, 2025). HR managers need to manoeuvre tricky visa laws, introduce international centralization schemes, and enhance internal pools of talent.
Digital Inequality and Skills Shortages
Although the UK government encourages its Digital Strategy 2030, the Department of Education suggests that 82% of the vacancies in the country now also demand digital skills (Gov, 2025). Nonetheless, staff, particularly in cybersecurity and data analytics, has not yet been sufficiently skilled in the domain of technology.
[bookmark: _r0ys0lk75f7r]Question 3 
Continuous skills deficits and lack of talent in such sectors of the economy as technology, hospitality, healthcare are key problems concerned with organisations all across the world and in the UK. “The UK Commission for Employment and Skills” reports that digital, technical, and care-related jobs are over 23% of the hard filling condition because of the lack of skills (RAND, 2023). “Strategic Human Resource Management (SHRM)” is imperative in reducing these shortages as workforce planning, learning, and development initiatives are geared to attain the organisation's long-term objectives.
Strategic Workforce Planning and Talent Forecasting
To achieve the expected outcomes, organisations need to embrace data-informed workforce planning that will enable them to determine the new skill needs, and predict the future shortages. The fast progress of AI, data analytics, and cybersecurity in the technology industry means that one should monitor their skills constantly (Sundaramurthy et al. 2022). HR professionals will be able to use predictive analytics to trace the existing capabilities to the future requirements and anticipate and recruit, train, and redeploy employees.
Reskilling and Upskilling Initiatives
The skills gap involves continuous learning and development. The CIPD emphasises the fact that 55% of employers in the UK are putting more investment on employee training due to digital and soft skills gaps (Statista, 2025). In the health care sector, this involves the upskilling of nurses in the fields of telehealth technologies, and in the hospitality industry, it involves the staff being trained in the field of customer experience and digital booking systems. The HR may collaborate with universities, online learning centres and government schemes such as the UK Apprenticeship Levy to promote lifelong learning and flexibility of skills.
Strategic Partnerships and Global Talent Mobility
The talent mobility and global recruitment strategies can assist IHRM in meeting the skills requirements. The cooperation with the external partners assists in tapping into talents pools internationally especially when sectors experience a shortage domestically such as in the case of health. International exchange programmes and sponsorship of work visas are certain to provide access to essential expertise.
Overall, strategic HRM facilitates organisations to address an issue of pervasive skills inadequacy through a blend of proactive talent planning, lifelong learning, geography-free mobile and well-built employer branding. 
[bookmark: _m9zqta9vw1ax]Question 4
Developing a reflective report on my current capabilities in working within an international considering the case of HRM 
[image: ]
Figure 1: Gibbs Reflective Model 
(Source: Self-developed)
In the international corporate environment, HRM plays an essential role for managing talents, providing them training and adding modern techs for improving performance (Anam, 2024). One requires the strategic capability of handling HRM for establishing a positive and productive workplace in the global context. This section has intended to prepare a reflective report on my current capabilities in working within an international company considering the case of HRM. Gibbs reflective cycle has been used in this section as it provides a simple way of reflecting my capabilities regarding HRM at the globalised workplace. 
Description
My current course of HRM has provided me the chance of gathering both theatrical and practical knowledge of human resources in the global context. Based on the views of Aslam et al. (2023), managing, controlling employees and developing strategic design for productivity management are the core responsibilities of the HRM department. I have recognised that a major level of leading skill is required for the HRM team to fulfil the responsibilities. My past experiences of working had created the chance of observing the activities of HR managers for the employee segment. I have observed that finding, interviewing as well as hiring the right talent for specific job roles within the organization are the core tasks of HRM. In this modern world of digitalisation, various AI tools are used for onboarding and training process (Doshi et al. 2021). The needs of technological skill have been recognised from the context of onboarding and training. From the previous workplace, I have understood the onboarding process regarding integrating new employees into a company and providing necessary training and development to further growth in their careers. The overall role and responsibilities of HR managers in the current era of digitisation have been recognised from my past working experiences and currency learning courses at the university. 
Feelings
I have felt the need for improved cognitive skills for HR managers while processing with the segment of HRM as well as the globalised workplace. The overall performance of internal members in an organisation majorly depends on the direction and guidance of HRM. Zhang and Chen (2024) have stated the importance of managing human resources through a strategic way to meet the business trends. Based on my perspective, a HR manager can guide the members for upcoming changes; it can be technological or structural change. Furthermore, adapting an effective leading style, an HR manager can motivate the members towards the right direction of growth or development. Perumal and Aithal (2023) have pointed out the improvement of HRM as well as employees performance to meet the sales trends in the operating market. For instance, the HR manager can shift towards a digital training segment that can promote the tech skill of members. I have observed the focus on tech skill development at the current business segment to maintain the leadership position. 
Evaluation
I have evaluated the context of HRM and its role in the globalised workplace that highlighted some factors such as tech integration and effective communication. Active listening is the main factor of communication, which is needed to maintain by HRM in a corporate organisation.  An active interaction between HR managers and employees can deal with potential skills, disputes in a formal way (Galanti et al. 2023). Teamwork is another important skill for HR managers to promote engagement among employees. Based on my past experiences, communication, leadership and self-directive learning can be considered as my strengths in the HRM segment. My university group assignments have created the chance of working in a group and leading diverse team members through communication and negotiation.  However, lack of technological skill has created an uncertainty in the way of being an HR manager. I need to focus on the area of improvement for dealing with the weaknesses in a systematic way. 
Analysis
Examining the past experiences in workplaces and processing with the current learning at my university, I have analysed the importance of cognitive skills for HRM. These skills include leading ability, interaction, and self-learning as well as technological skill. As per the views of Chen (2021), HR professionals clear communicating skill in order to motivate employees for promoting the productivity level. I have developed my communication and leading ability while working on group projects at university. I have identified a lack in tech knowledge that indicates the need to gain more knowledge in dealing with HRM software, AI tools and others. 
Conclusion
It can be concluded that the strategic capability of handling HRM includes establishing a positive and productive workplace in the global context. I have observed the roles of HRM regarding finding, interviewing as well as hiring the right talent for specific job roles.  I have also recognised the focus on tech skill development at the current business segment to maintain the leadership position. Leadership, self-learning and active listening are the main skills of HRM which can also be considered my strengths. My university learning and past experiences have supported me to develop these cognitive skills. On the other hand, I need to improve my tech skills and self-adaptive learning. Improving these capabilities, I can contribute to HRM in a global workplace context and ensure my future career development. 
Action plan
	Objectives 
	Actions 
	Time-bound 

	To improve technological skill for dealing with HRM practices using advanced technologies 
	Participating in technological skill development courses through online learning platforms such as LinkedIn. 
	It can be achieved within 5 to 6 weeks.

	To promote self-directed learning for gathering knowledge within a limited time 
	Define learning goals, plan with a schedule, regularly reflecting learning 
	It can be achieved within 3 to 4 weeks.



[bookmark: _9bbgj0yehzyw]Conclusion 
It can be summed from the above discussion that HRM improvement is directly linked with enhanced productivity at a global workplace. The transformation requires the HR professionals to pay attention to reskilling and upskilling employees to equip them with technology oriented jobs. The IHRM strategies are based on the fundamentals of cultural diversity, globalisation, employee-cybersecurity threats as well as fair remuneration across the borders.
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