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[bookmark: _Toc214022244]Executive Summary
This report examines how national and international labour market dynamics shape Human Resource Management (HRM) and International Human Resource Management (IHRM) strategies in modern organisations. Rapid technological advances, demographic transitions, and geopolitical disruptions are redefining workforce structures and HR responsibilities globally. The analysis highlights how AI, automation, digital platforms, and algorithmic decision-making transform recruitment, performance management, and global mobility while also presenting risks related to fairness, skills inequality, and workforce polarisation. Demographic imbalances—such as ageing populations in developed economies and youth-heavy labour markets in countries like India—further influence talent availability, migration flows, and skills mismatches.
The report also evaluates how HR professionals must respond to acute skills shortages across technology, healthcare, and hospitality sectors through strategic workforce planning, reskilling initiatives, national policy alignment, and sustainable talent pipelines. Models such as the Resource-Based View, AMO Theory, and succession-planning frameworks provide practical approaches for strengthening organisational capability in volatile environments.
Finally, the report incorporates a reflective assessment of my own competencies for working in international contexts. Using frameworks like emotional intelligence, Belbin’s Team Roles, transformational leadership, and Kolb’s learning cycle, I identify my strengths in collaboration, adaptability, and responsibility, alongside development needs such as improving data literacy, assertiveness, and analytical confidence. Overall, the report argues that HR professionals must balance technological innovation with ethical responsibility while developing inclusive, flexible, and future-ready global workforce strategies
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[bookmark: _Toc214022245]The Influence of National and International Labor Markets on HRM and IHRM Strategies
Individual Report – Human Capital Management for MBA

[bookmark: _Toc214022246]1. Introduction
Human resource management is being reshaped by a combination of powerful global forces that influence how organisations attract, develop, and retain talent. Modern HRM and IHRM strategies no longer operate in isolation; instead, they evolve within a complex environment defined by technological disruption, demographic change, geopolitical uncertainty, and shifting skills demands. As I explored this topic in depth throughout the Human Capital Management module, I realised how interconnected global labour market trends are with organisational decision-making, and how significantly they affect employee experiences and long-term workforce planning.
Before engaging with this module, I understood HR primarily as an administrative function responsible for hiring, training, and compliance. However, my learning broadened my appreciation of HR as a strategic and globally integrated discipline that must respond proactively to economic, technological, and cultural pressures. Advances in AI, automation, and digital platforms have fundamentally changed how organisations source talent and manage people, while demographic inequalities and geopolitical events continue to reshape labour mobility, workforce shortages, and employee expectations.
This report critically analyses these external influences on HRM and IHRM through four interconnected sections. The first examines how technology transforms job design, recruitment, and global collaboration. The second explores demographic shifts and geopolitical tensions that influence talent availability and create new challenges for HR professionals. The third analyses persistent skills gaps in key sectors and evaluates how strategic HRM frameworks can help organisations build sustainable talent pipelines. The final section provides a reflective account of my own competencies for working globally, drawing on personal experiences from the module.
In doing so, this report integrates theoretical insights, contemporary labour market evidence, and personal reflections to demonstrate how HRM must evolve ethically, strategically, and inclusively within an increasingly dynamic global environment
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Technological progress is changing the job market in ways that are both helpful and harmful. AI, automation, digital talent platforms, and algorithmic management are growing quickly, and they have changed how companies find, hire, and manage people all over the world. Technology makes things run more smoothly, but it also changes the way people work, the skills they need, and how they interact with each other at work (ILO, 2022). As an MBA student learning about these changes, I have come to understand how much technology now affects HR functions, often forcing HR professionals to change processes that have been in place for a long time.

FIGURE 1 – Technology → HRM/IHRM Impact Framework
[image: ]

Source: Adapted from ILO, 2022; Acemoglu & Restrepo, 2021

AI-driven automation keeps taking over jobs that involve doing the same thing over and over again, like in manufacturing, operations, and administration (Acemoglu & Restrepo, 2021). Companies in India, where labor costs are still relatively low, are using robotic process automation to make payroll, paperwork, and customer service processes more efficient (Sengupta, 2023). The future of work that seemed so far away is now a part of everyday business. Companies like TCS, Infosys, and Accenture have already moved thousands of workers from their regular jobs to more digital or analytical ones. These changes affect not only how jobs are designed, but also how HRM and IHRM manage their human capital.

Digital labor platforms like Fiverr, Upwork, and Toptal make competition between countries even stronger by letting businesses hire workers from all over the world at very low rates. These platforms give freelancers more chances to work, but they also make people worry about their rights at work, algorithmic control, and income instability (Kässi & Lehdonvirta, 2018). More and more, HR professionals are in charge of hybrid workforces that include full-time employees, contractors, and gig workers. This calls for new systems of governance that protect data, hold people accountable for their performance, and make sure everyone is treated fairly, all without limiting flexibility.

AI is changing how we hire people and how we manage their performance. Predictive analytics help businesses find employees with a lot of potential, guess how many people will leave, and tailor training programs to each employee (Stone et al., 2020). Unilever's use of AI-enabled digital interviews and gamified assessments shows how data-driven hiring can save money and make the workforce more diverse (Upadhyay & Khandelwal, 2019). But researchers say that algorithmic decisions could repeat past biases if they aren't carefully checked (Raghavan et al., 2020). So, HR managers need to know more about technology so they can figure out how algorithms affect job outcomes and fairness.

Technology is also changing how people move around the world. Virtual assignments, digital project teams that work across borders, and tools for remote collaboration make it less necessary to move physically. More and more, multinational companies use "virtual expatriation" to make their global operations more flexible (Shaffer et al., 2020). But the level of technological readiness is very different from country to country, which makes IHRM strategies more difficult. Strategies effective in technologically advanced areas such as Singapore or the UK may not be suitable for economies with inferior digital infrastructure or varying cultural receptivity (Budhwar & Mellahi, 2021).

From a critical standpoint, technology increases agility while exacerbating labor market polarization. Employees who are good with computers have more power in negotiations, while workers in routine jobs may lose their jobs or be in danger of losing them (ILO, 2023). HR leaders must prioritise reskilling, ethical AI governance and inclusive digital transformation to avoid widening inequalities (WEF, 2023).  If we don't have these kinds of protections, technological change could make global inequalities worse.

From what I've learned, technology opens up new and exciting possibilities, but it also requires us to keep learning new things. The digital tools I use in college, like analytics dashboards, collaboration platforms, and AI research tools, are similar to what I would expect to use at work. These experiences helped me understand why HR professionals need to find a balance between new ideas and the effects that new technology has on people.
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Changes in demographics and geopolitics have become the most important factors affecting labor markets in the US and around the world. These factors have a big impact on how available talent is, how often they move around, and how hard it is for HR to make decisions in global situations (OECD, 2023). The module taught me that HRM needs to know more about socio-economic trends in order to keep strategic workforce planning going.

In places like Western Europe and Japan, populations are getting older, which has led to long-term shortages of workers in healthcare, logistics, and manufacturing (ILO, 2023). Companies respond by hiring people from other countries or automating tasks that take a lot of time. This raises moral questions about how much we rely on migrant workers and how fair global recruitment flows are. The NHS in the UK still depends a lot on nurses from India and the Philippines. This shows how countries depend on each other, but it also brings up the issue of brain drain from developing countries (Connel & Walton-Roberts, 2022). HR professionals must therefore engage with responsible recruitment frameworks to ensure ethical talent mobility.
FIGURE 2 – Ageing vs Young Economies: Demographic Pressures
[image: ]
Source: OECD, 2023; ILO, 2023; NASSCOM, 2022.


On the other hand, many developing economies have a lot of young people entering the workforce, which means there aren't enough jobs for them. India has one of the world's youngest labor markets, but many people are underemployed because their skills don't match what businesses need in areas like cybersecurity, AI, and advanced manufacturing (NASSCOM, 2022). HR professionals need to work more closely with schools, training providers, and government agencies to create pathways to employment and skill pipelines for the future that are in line with growth in the industry.

Geopolitical instability makes the job market even more unstable. Brexit made it harder for European workers to move around, which led to a lack of workers in the UK hospitality, agriculture, and transportation sectors (Portes, 2022). The Russia–Ukraine conflict messed up global supply chains, drove up energy prices, and changed the way companies in globally connected industries hire people (World Bank, 2023). To deal with these kinds of shocks, HRM and IHRM teams in multinational companies need to come up with flexible workforce strategies, like hiring people from different backgrounds, using flexible staffing, and hiring people from the area.

Figure 3. Geopolitical disruptions and HRM response mechanism
[image: ]

Source: Portes, 2022; World Bank, 2023

Immigration laws also have an effect on the job market. Some countries, like Canada and Australia, are actively expanding programs for skilled immigrants, while others are making it harder for people to cross their borders. HR departments need to know about different immigration systems and make sure they follow the law. Remote work makes this even harder because employees might work in different places, which raises questions about taxes, data protection, and workers' rights. Digital-nomad visas are a sign of new ways people are moving around, but HR has to make sure that everyone follows the rules in all of these different legal systems (McDonnell et al., 2020).

As global teams get bigger, cultural diversity becomes more and more important. Hofstede's cultural dimensions framework elucidates the influence of values such as individualism and uncertainty avoidance on workplace behavior (Hofstede et al., 2010). Nevertheless, modern scholars contend that culture is fluid rather than static (Minkov, 2018). So, HR professionals need culturally smart leadership styles that go beyond stereotypes and focus on making teams that everyone can be a part of.

I have come to value cross-cultural communication more since I have been studying in a multicultural academic setting. Group activities taught me that people have different ways of communicating, different expectations, and different ways of working together. These experiences helped me understand why cultural intelligence, empathy, and adaptability are important skills for HR professionals who manage teams from different countries.
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Due to changes in the job market, demographic trends, and changing skill needs, there are still skill gaps and a lack of talent in the technology, healthcare, and hospitality industries. During the module, I noticed that strategic HRM works best when companies can predict what skills they will need in the future and make sure their workforce plans fit with their long-term business goals.

According to the World Economic Forum (WEF), there aren't enough AI engineers, cloud architects, data scientists, and cybersecurity experts to meet the demand in the tech industry. Companies like Google, IBM, and Infosys are competing around the world for a small number of skilled digital workers, which is driving up wages. Strategic HRM models, such as the Resource-Based View (Barney, 1991) and strategic workforce planning, stress the importance of building up your own skills as a long-term advantage. Infosys' "Reskill and Restart" program retrains workers who are at risk of being replaced by machines and moves them to new jobs, which makes it easier for employees to move around within the company (Infosys, 2022).

Healthcare systems around the world are short on staff because of an aging population and a lack of training facilities. Countries like the UK and Germany use international recruitment as a short-term fix, but long-term fixes need to be made to improve the training pipelines, working conditions, and health of workers in their own countries (WHO, 2023). The pandemic showed how fragile healthcare job markets are and how important it is for HRM to focus on resilience, workload management, and mental health (Sharma et al., 2021).

It can be hard to commit to a long-term job in hospitality because of high turnover, low pay, and slow career advancement. The industry relies heavily on migrant workers and is at risk of geopolitical shocks like Brexit. To keep employees, strategic HRM needs to improve employer branding, reward systems, and leadership skills. The Ritz-Carlton's service culture shows that giving employees power and building strong company values can help keep employees even in industries with low profit margins (D'Annunzio-Green, 2018).

Companies are using more and more frameworks like the Talent Pipeline Model, the AMO Theory (Ability–Motivation–Opportunity), and the 9-Box Grid for succession planning to fill skills gaps in a systematic way. Companies are moving from requiring degrees to using competency-based assessments to hire people based on their skills (LinkedIn, 2023). By getting rid of strict degree requirements, IBM was able to hire more people and make its workforce more diverse. This shows how this approach can be useful in real life.



FIGURE 4 – Strategic HRM Skills Pipeline (AMO, 9-Box, Reskilling)
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Source: Barney, 1991; LinkedIn, 2023; Infosys, 2022

National skills policies also affect how many people are available for jobs. Germany and Singapore are two examples of countries that have created integrated ecosystems where the government, businesses, and universities work together on apprenticeships and vocational pathways. To get the most out of these national frameworks, HR leaders need to make sure that their internal workforce strategies are in line with them.

India is a good example of a developing economy that is using national programs to fill skill gaps. Skill India, NAPS, and Digital India are all programs that try to close the gap between what schools teach and what businesses need by expanding vocational training, subsidizing apprenticeships, and improving digital literacy (MSDE, 2023). Companies like Infosys and Tata Motors work with these programs to create scalable learning ecosystems, even though there are problems like uneven training quality and low employer participation. This shows that in developing countries, HRM strategies need to work with national policies to help the workforce stay strong over time.




FIGURE 5 – India’s Skills Ecosystem (Skill India, NAPS, Digital India)

[image: ]

Source: MSDE, 2023; NASSCOM, 2022


Thinking about it, I realized that improving my skills takes a lot of work. This module helped me get better at research and analysis, but I still need to get better at using digital HR tools and understanding data. I now understand that having a mindset of lifelong learning is important in a job market that changes quickly.

[bookmark: _Toc214022250]5. A Reflective Report on My Skills for Working in an International Setting

FIGURE 6 – Capability Radar Chart
[image: ]
Source: Author’s own reflection using Goleman, 1998; Belbin, 2012; Kolb, 2015


To work in a world that is becoming more global and technologically advanced, you need a mix of technical, social, and self-leadership skills. This term has helped me think critically about my own strengths and weaknesses in communication, working with others, leading, using technology, and learning on my own.

I am comfortable using digital tools for research, collaboration, and basic analytics. I use Microsoft Teams, Google Workspace, and AI-assisted apps every day. But I realized that I need to improve my advanced HR analytics skills, especially predictive modeling and understanding dashboards (Marler & Boudreau, 2017). I relied on classmates who were better at math during group seminars, which helped me see where I need to improve.

In multicultural settings, my ability to talk to people has improved a lot. At first, I was too formal and careful, but working with people from Europe, Africa, and Asia helped me get used to different ways of talking to people. I learned how important it is to be clear, patient, and understanding, which are all traits that are very similar to Goleman's emotional intelligence skills (Goleman, 1998). These skills were very useful when working with people from different backgrounds on group projects.

When I work with others, I often take the lead and naturally take on coordinating roles. This can be helpful, but it can also make other people feel like they're not as important. Belbin's Team Roles framework and feedback from my peers helped me see how important it is to share ownership and give people jobs based on their strengths (Belbin, 2012). I want to encourage more people to make decisions together in the future.

My way of leading is changing. I am dedicated and responsible, but I sometimes don't want to go against the grain. I learned to value constructive dissent through conversations where my ideas were different from most people's. Transformational leadership theory supports the idea that good leaders give others power by trusting them and having a clear vision (Bass & Riggio, 2006). I want to boost my confidence while still respecting other people's points of view.

One of my strengths is that I can learn on my own, but sometimes I have trouble with perfectionism, which slows me down. Kolb's Learning Cycle made me think about how important it is to balance deep study with hands-on learning and experimentation (Kolb, 2015). To keep up my progress, I plan to change the way I learn to be more flexible.

In general, working in international settings is both hard and rewarding. I think my strengths are being flexible, responsible, and open to different points of view. I need to work on my analytical confidence, assertiveness, and comfort with uncertainty. I intend to tackle these issues by enrolling in brief courses on HR analytics, engaging in debates, and attending cross-cultural leadership workshops to enhance my global competence and technological proficiency as a professional.
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