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[bookmark: _Toc211378572]1.0 Introduction
This study critically investigates the profound influence of technological advancements, demographic shifts, and geopolitical tensions on contemporary labour markets. It analyses the subsequent challenges and strategic imperatives for Human Resource Management (HRM) and International Human Resource Management (IHRM), from tackling widespread talent gaps to managing moral quandaries in an increasingly automated global economy. The analysis ends with a self-assessment of cultivating the international skills necessary for success in this fluid and connected commercial landscape, thus connecting large-scale economic shifts to personal professional growth.
[bookmark: _Toc211378573]1.1 The Influence of Technological Advancements on Labour Markets and HRM/IHRM Strategies
[bookmark: _Toc211378574]1.1.1 The Reshaping of Global Labour Markets by Technology
Technological advancements are having a dual impact on labour markets: creating new roles while rendering others obsolete. Automation and AI are primarily affecting routine, manual, and cognitive tasks. A discussion on the impacts of automation technologies suggests that up to 30% of tasks in 60% of occupations could be automated, fundamentally altering job structures across sectors (Guznajeva et al., 2022). This trend is global but manifests differently across regions.
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[bookmark: _Toc211378596]Figure 1 Share of jobs at high risk of automation by occupation (averaged across OECD countries)
Source: OECD (2021)
In the United Kingdom, the automation revolution is well underway. It is estimated that up to 10 million workers are in roles that are at high risk of being automated, raising significant ethical and practical concerns for the workforce (HR News, 2024). This has created a pressing skills gap, where the demand for digital competencies outpaces the current supply.
In the United States and other Western economies, the integration of AI is transforming service and knowledge industries. For instance, the adoption of Robotic Process Automation (RPA) is streamlining back-office functions in finance and accounting, leading to a redefinition of roles rather than purely job displacement (Al Zarooni and El Khatib, 2023). The focus is shifting towards human-AI collaboration.
In Asia, the manufacturing sector is at the forefront of this change. In the United Arab Emirates (UAE), for example, technological capabilities are seen as critical for enhancing the competitiveness of Small and Medium-sized Enterprises (SMEs) (Alshurideh et al., 2023). Similarly, research in the Asian context confirms that information technology competencies are directly impacting operational efficiency and service delivery, forcing a re-evaluation of the workforce's skill set (Al Kurdi et al., 2023; Akour et al., 2022).
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[bookmark: _Toc211378597]Figure 2 Innovation and labour market effects
Source: Vivarelli (2015)
[bookmark: _Toc211378575]1.1.2 Implications for HRM and IHRM Strategies
The shift in the labour markets requires the essential change in HRM and IHRM strategies. These functions need to be shifted towards strategic partners capable of creating organisational adaptability and talent management in a digital era.
[bookmark: _Toc211378576]1.1.2.1 Talent Management and Skills Redevelopment
A primary implication is the urgent need for large-scale reskilling and upskilling. The HRM strategies should focus on continuous learning in order to fill the skills gap that is increasingly widening. When manual work is replaced by automation, human skills that require critical thinking, creativity, and solving complex problems will gain an added value (Budhwar et al., 2023). Indicatively, companies such as Siemens in Germany have long been investing in massive apprenticeship and ongoing vocational training programmes so that their employees can be transformed by technological change. On the UK scale, HR has to be at the forefront in the process of identifying the skills gaps and introducing specific development programmes to reduce the risks posed by the process of automation (HR News, 2024).
[bookmark: _Toc211378577]1.1.2.2 Data-Driven HRM and Ethical Considerations
AI has been integrated into HR processes with various names, such as HR Analytics or People Analytics, since it enables making decisions based more on data, particularly in recruitment, performance management, and retention of employees. As an example, multinational corporations such as IBM can analyse data on the workforce with the help of AI to forecast turnover and implement preventive measures. This, however, brings up critical moral issues of privacy of data, algorithmic bias, and fairness (Budhwar et al., 2023). HRM should also implement sound ethical systems and governance systems to see to it that AI is used in transparent and fair manner.
[bookmark: _Toc211378578]1.1.2.3 Strategic IHRM in a Digital World
For multinational enterprises (MNEs), the implications are even more complex. IHRM must navigate varying rates of technological adoption, different regulatory landscapes, and diverse cultural attitudes towards automation and data privacy across countries (Budhwar et al., 2023). A standardised global HR policy may be ineffective. For example, while an MNE might implement a single AI-based recruitment platform globally, the IHRM function must adapt its application to comply with the EU's General Data Protection Regulation (GDPR), address different labour laws in the US, and consider the specific skill availability in its Asian subsidiaries. Furthermore, IHRM is responsible for fostering a global culture of learning and knowledge sharing to facilitate the transfer of digital best practices across the organization (Akour et al., 2022b).
[bookmark: _Toc211378579]2. Key Demographic and Geopolitical Factors Influencing Employment Markets and Consequent HR Challenges
The contemporary global employment market is a complex tapestry woven from powerful demographic shifts and volatile geopolitical undercurrents (CIPM Nigeria, 2025). For Human Resource (HR) professionals, navigating this landscape requires a sophisticated understanding of how these macro-environmental forces constrain and redefine talent strategy. This analysis critically examines the dual pressures of demographic change and geopolitical instability, elucidating the profound challenges they pose for HRM on a global scale.
[bookmark: _Toc211378580]2.1 The Demographic Imperative: Ageing Populations and Skill Mismatches
A primary demographic trend reshaping labour markets is population ageing, a phenomenon acutely felt across Europe and parts of Asia. According to the International Labour Organization (United Nations, 2022), the global share of older persons (aged 65+) is projected to rise from 10% in 2022 to 16% by 2050, directly shrinking the prime-age workforce. In the United Kingdom, this is manifested in a significant rise in economic inactivity due to long-term sickness amongst older workers, exacerbating talent shortages (CIPD, 2024). Concurrently, the World Economic Forum (2025) identifies a pervasive skills gap, with over a quarter of all core skills expected to change in the next five years, creating a critical mismatch between the supply of labour and the demands of a modern, digital economy. This demographic double-bind—a shrinking workforce and an inadequately skilled one—forces HR into a relentless competition for a smaller pool of qualified talent (Baird & McGrath-Champ, 1999). The strategic response necessitates heavy investment in robust reskilling and upskilling programmes, alongside innovative policies to retain older, experienced workers and attract younger generations with divergent workplace expectations (Heijltjes & Witteloostuijn, 2003).
[bookmark: _Toc211378581]2.2 Geopolitical Volatility: Disruption and Regulatory Complexity
Geopolitical factors introduce a layer of profound uncertainty that severely complicates international HRM (IHRM). The war in Ukraine and persistent Sino-American trade tensions have triggered widespread supply chain disruptions, compelling multinational corporations to reconfigure their global footprints and, consequently, their international workforce (World Economic Forum, 2025). For the UK, the enduring impact of Brexit serves as a quintessential example of geopolitical shock, creating significant labour shortages in sectors like hospitality and logistics that were historically reliant on EU nationals (ManpowerGroup, 2024). This necessitates a fundamental rethinking of talent sourcing strategies, forcing HR to look domestically or to new international labour markets, each with its own complex visa and regulatory hurdles (IndeedFlex, 2025). Furthermore, the fragmentation of the global economy into competing blocs forces HR to navigate a labyrinth of divergent employment laws, data protection regulations, and ethical standards, making standardised HR policies nearly impossible to implement and increasing compliance risks exponentially.
[bookmark: _Toc211378582]2.3 Challenges for HR Professionals
The convergence of these demographic and geopolitical forces creates a multifaceted set of challenges for HR. Firstly, talent acquisition and retention have become intensely competitive and expensive, requiring sophisticated employer branding and total rewards strategies to attract candidates with in-demand digital skills (Liimatta, S., 2025). Secondly, HR must lead organisational agility, developing workforce plans that are resilient to both sudden geopolitical shocks and gradual demographic declines (Belcourt & McBey, 2010). Finally, there is an increased burden of compliance and ethical governance, as HR must ensure that practices from global mobility to algorithmic recruitment adhere to a complex and often contradictory web of international and national regulations. In essence, the HR function is transformed from an administrative partner into a strategic architect, responsible for building an adaptable, skilled, and globally compliant workforce in an era of unprecedented turbulence.
[bookmark: _Toc211378583]3. Strategic HRM Responses to Persistent Skills and Talent Shortages
Persistent skills gaps and talent shortages in critical sectors such as technology, healthcare, and hospitality represent a significant drag on national economic competitiveness and organisational performance (OECD, 2024). In the United Kingdom, these challenges are particularly acute, with over 80% of firms in the hospitality sector reporting severe difficulties in recruiting skilled staff (Moore Kingston Smith, 2024). Strategic Human Resource Management (HRM) moves beyond reactive recruitment to implement a holistic, long-term approach focused on building, buying, and borrowing talent to bridge these critical gaps effectively (CIPD, 2023).
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[bookmark: _Toc211378598]Figure 3  UK productivity growth has been weak since the Financial Crisis
[bookmark: _Toc211378584]3.1 Upskilling and Reskilling: Building Talent from Within
A primary strategic response is the aggressive investment in internal talent development through upskilling and reskilling initiatives. This approach recognises that the required skills are often scarce in the external labour market and must be cultivated internally. Globally, 87% of companies report facing or anticipating skills shortages, prompting a shift towards reskilling programmes (McKinsey & Company, 2023). For instance, the multinational technology giant Amazon has committed over $1.2 billion to upskill 300,000 of its employees in the United States by 2025, focusing on data mapping and AWS cloud competencies (McKinsey & Company, 2023). Within the UK's National Health Service (NHS), strategic workforce planning emphasizes expanding apprenticeship routes and clinical training programmes to mitigate a projected shortfall of over 100,000 full-time equivalent staff, thereby building a sustainable pipeline of home-grown talent. This "build" strategy enhances retention and ensures skills are precisely aligned with organizational needs.
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[bookmark: _Toc211378599]Figure 4 The UK workforce contains several skills mismatches
Source: Graduate Labour Market Statistics, 2023



[bookmark: _Toc211378585]3.2 Strategic Talent Acquisition and Partnerships: Buying and Borrowing Capability
When internal development is insufficient, organisations must innovate their talent acquisition strategies. This involves both "buying" talent through targeted recruitment and "borrowing" it through strategic partnerships. In the competitive UK tech sector, where skill shortages are rampant, companies are leveraging data analytics to refine their hiring, focusing on potential and adaptability rather than solely on formal qualifications (LinkedIn, 2024). Furthermore, forming alliances with educational institutions is a critical strategy; for example, Siemens in Germany has long been celebrated for its dual education system, which seamlessly integrates academic learning with practical apprenticeships, creating a direct pipeline of industry-ready engineers (OECD, 2024). Similarly, in the hospitality sector, UK firms are increasingly "borrowing" talent through partnerships with overseas educational providers to secure a flow of international students, thereby addressing immediate staffing crises while fostering a diverse workforce (Moore Kingston Smith, 2024).
[bookmark: _Toc211378586]3.3 Enhancing Sector Attractiveness and Retention
Strategic HRM must also address the root causes of talent shortages by enhancing the overall attractiveness of critical sectors. In hospitality, characterised by high turnover, this involves re-evaluating total reward packages, offering clear career progression pathways, and improving work-life balance (ILO, 2021). A report on the UK hospitality industry advocates for promoting sector-specific apprenticeships and improving the industry's image to make it a career of choice, not just a temporary job (Moore Kingston Smith, 2024). In Nigeria, strategic HRM responses to talent shortages include emphasizing employer branding and offering non-wage incentives like flexible working arrangements to attract and retain scarce skilled professionals  (Lolo Teddy Adias and Aziba-anyam Gift Raimi, 2025). By strategically managing the entire employee value proposition, organizations can reduce attrition and become employers of choice in tight labour markets.


[bookmark: _Toc211378587]4. Reflective Report on International Capabilities
[bookmark: _Toc211378588]4.1 Introduction
In the context of a global energy leader like Shell, operating across more than 70 countries, the ability to perform effectively in an international environment is not an optional competency but a fundamental requirement for driving innovation and maintaining competitive advantage (Shell, 2023). This report provides a critical self-reflection on my current capabilities within the international context of my role at Shell, focusing on the interrelated areas of technology, communication, teamwork, leadership, and self-directed learning. Drawing on evidence from recent projects, this analysis will identify key strengths and weaknesses and propose a structured plan for continuous professional development.
[bookmark: _Toc211378589]4.2 Analysis of Current Capabilities
[bookmark: _Toc211378590]4.2.1 Technology and Self-Directed Learning
My strength lies in a proactive approach to technological adoption and self-directed learning. In my recent involvement with Shell’s "Digital Twin" initiative for a new LNG facility, I independently undertook to master the data visualization software, Tableau, to better interpret real-time operational data. This was achieved through a combination of Shell’s internal learning platform, Shell Step, and external MOOCs, allowing me to contribute meaningfully to data-driven decision-making sessions (Shell Learning, 2024). However, a weakness is my tendency to focus on immediate, task-specific technologies rather than strategically forecasting broader technological trends, such as the full potential of AI in subsurface engineering, which could limit my future strategic impact.
[bookmark: _Toc211378591]4.2.2 Communication and Teamwork
Working within a project team comprising Dutch, Malaysian, and Brazilian colleagues has honed my strength in cross-cultural communication. I have developed a conscious competence in adjusting my communication style, moving from direct, task-oriented language to a more relationship-based approach when collaborating with our Southeast Asian partners, aligning with research on high-context cultures (Hofstede, 2023). This was evidenced in our successful negotiation of a project timeline, where I facilitated a compromise that respected both the European need for pace and the Asian emphasis on consensus. A persisting weakness, however, is my limited proficiency in a second language. While English is the corporate lingua franca, my inability to converse in Dutch or Portuguese creates a subtle barrier to building deeper rapport and fully understanding local nuances during site visits or informal meetings.
[bookmark: _Toc211378592]4.2.3 Leadership
I have demonstrated emergent leadership in fostering an inclusive team environment. During a virtual project review, I noticed that junior team members from different regions were hesitant to voice dissenting opinions. I subsequently championed the use of a anonymous digital polling tool to gather feedback, which surfaced a critical safety concern that had been overlooked. This action aligns with the concept of creating "psychological safety" in global teams, a cornerstone of effective modern leadership (Edmondson, 2018). My area for development is in formal leadership and influence beyond my immediate team. I have yet to leverage Shell’s global matrix structure to build a robust network of sponsors and allies across different business functions and regions, which is crucial for championing larger-scale initiatives.
[bookmark: _Toc211378593]4.2.4 Development Plan
To leverage my strengths and address my weaknesses, I have formulated the following actionable plan:
1. To Address the Technological Forecasting Gap: I will enrol in Shell’s curated online programme on "AI for Business" offered by a leading business school within the next quarter. Furthermore, I will proactively seek a mentorship role within the Digital Twin project to solidify my learning and force a more strategic perspective.
2. To Improve Language and Deep Cultural Fluency: I commit to beginning introductory Dutch lessons via Shell’s corporate language programme by the end of this term. I will also volunteer to lead the onboarding of the next intern from our Netherlands office to practice in a safe, structured environment.
3. To Build Strategic Influence and Leadership: I will set a target to connect with at least two senior leaders from different functional lines (e.g., Projects & Technology and Commercial) each month, seeking their perspectives on cross-regional challenges. I will also put myself forward to present the findings of the Digital Twin project at a regional forum, increasing my visibility and demonstrating thought leadership.
5. [bookmark: _Toc211378594]Conclusion 
This study concludes that global labour markets are fundamentally being reshaped by an interconnected triad of technological, demographic, and geopolitical forces. In response, the HRM and IHRM function must evolve from an administrative support role to a strategic, proactive architect of organisational resilience. This necessitates a paradigm shift towards building talent through upskilling, designing agile and ethical people strategies, and navigating complex international regulations. Ultimately, success in this new era is contingent upon both organisational agility in strategic human resource planning and the individual's commitment to continuous, self-directed learning and global competency development.
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