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The influence of national and international labour markets on HRM and IHRM strategies

[bookmark: _Toc210589666]1. Introduction
Human Resource Management (HRM) and International Human Resource Management (IHRM) play pivotal roles in navigating the complexities of national and international labour markets. HRM focuses on managing people within an organization to maximize performance, while IHRM extends this to managing employees across multiple countries, addressing global workforce challenges. In today’s rapidly evolving landscape, driven by technological advancements, demographic shifts, and geopolitical changes, the strategies employed by HRM and IHRM must adapt to meet the dynamic needs of a diverse and geographically dispersed workforce. The national labour market influences HRM practices, while the international context adds layers of complexity, including cultural differences, legal frameworks, and cross-border talent mobility. This report critically examines the influence of technological changes, demographic and geopolitical factors, and skills shortages on HRM and IHRM strategies. Additionally, it includes a reflective analysis of my preparedness to enter the global labour market, focusing on my strengths and areas for improvement.

[bookmark: _Toc210589667]2. Technological Advancements and Their Impact on Labor Markets
Technological advancements, particularly in AI, automation, and digital platforms, have dramatically reshaped global labour markets. These innovations are redefining job roles, skills, and the way organizations approach workforce management. AI is automating routine tasks, making data-driven decisions, and enhancing productivity across sectors. Automation, particularly in manufacturing and logistics, has increased efficiency but also raised concerns about job displacement. Meanwhile, digital platforms, such as those used for freelancing or remote work, have transformed the distribution of work, enabled a global workforce, and created new opportunities, while also intensifying competition.

The impact of these advancements on HRM and IHRM strategies is profound. In HRM, organizations must rethink their recruitment, training, and employee engagement strategies to address both the opportunities and challenges posed by automation and AI. For example, HR professionals are increasingly focusing on reskilling and upskilling employees to equip them with the digital and cognitive skills needed in an AI-driven environment. In IHRM, the global nature of digital platforms requires a nuanced understanding of cross-cultural and legal considerations when managing a dispersed workforce. These platforms necessitate flexible HR policies that can accommodate diverse work styles and geographic disparities while fostering collaboration and inclusivity.

The rise of AI and automation also calls for a shift in performance management strategies. Instead of traditional metrics, HRM and IHRM must adopt new ways to measure productivity and employee contribution, considering the potential for machines to perform tasks that humans previously did. AI-powered tools are being utilized to enhance talent acquisition, improve employee development programs, and streamline administrative tasks, thereby enabling HR professionals to focus on more strategic initiatives.

A case study that exemplifies the impact of technology on HRM is the introduction of AI-based recruitment tools by companies like Unilever. Unilever has implemented AI and machine learning tools to assess applicants' potential through video interviews and psychometric testing, thereby eliminating bias and streamlining the hiring process. Similarly, automation in companies like Amazon has led to the creation of a highly efficient logistics system, but has also spurred debates on the working conditions of warehouse employees (Bastida, et al., 2025).

Another significant example is IBM, which has adopted AI and automation to manage its global workforce. IBM has deployed AI tools to assist with employee career development, matching employees to roles based on their skills, preferences, and career aspirations, which has increased employee engagement and retention (Brynjolfsson & McAfee, 2014).



Table 2. 1: Technological Advancements in HRM and IHRM – Case Studies
	Company
	Technological Advancement
	Impact on HRM/IHRM Strategies
	Source

	Unilever
	AI-based recruitment tools
	Streamlined recruitment, reduced bias
	(Bastida, et al., (2025)

	Amazon
	Warehouse automation
	Increased efficiency, workforce displacement
	(Bastida, et al., (2025)

	IBM
	AI for career development
	Enhanced employee engagement and retention
	Brynjolfsson, E., & McAfee, A. (2014).



As seen in these case studies, the introduction of AI and automation in HRM practices offers both advantages, such as improved efficiency and reduced bias, and challenges, particularly in managing displaced workers and addressing evolving skill requirements. HRM strategies must adapt to ensure that employees are not only prepared for technological change but also supported through retraining initiatives and leadership that fosters a growth mindset.

The implications for IHRM strategies are even more pronounced, as organizations with a global workforce must consider local regulations, cultural norms, and the varying technological capabilities of different countries. In some countries, the integration of automation may be embraced, while in others, the shift may face resistance due to socio-economic concerns. Therefore, IHRM professionals must implement tailored strategies that account for these diverse needs and foster an inclusive and adaptive culture that promotes collaboration and innovation across borders.

[bookmark: _Toc210589668]3. Demographic and Geopolitical Factors Shaping Employment Markets
Demographic and geopolitical factors have a significant impact on employment markets and HRM strategies. Key demographic trends, such as aging populations, urbanization, and shifting workforce compositions, have profound implications for labour markets. In many developed countries, the aging population is leading to a shrinking workforce, with fewer young people entering the labour market. This has increased the demand for older workers and created challenges in maintaining workforce productivity. Additionally, the aging demographic often necessitates a shift in HR strategies, focusing on flexible working conditions, health benefits, and workforce development to accommodate older employees (Bloom, et al., 2008). In contrast, in emerging economies with a younger demographic, there is a growing demand for skilled workers, particularly in sectors such as technology and healthcare, creating a distinct set of challenges for HR professionals (World Bank, 2020).

Urbanization is another significant trend, as more people move from rural areas to cities, creating densely packed labour markets. This shift increases competition for jobs, potentially leading to higher unemployment rates in metropolitan areas. However, it also creates opportunities for HR departments to tap into a larger and more diverse talent pool. As cities grow, companies must adapt their recruitment and retention strategies to cater to a more diverse workforce, often involving more focus on inclusive policies and digital skills training (World Bank, 2020).

Geopolitical factors also play a crucial role in shaping labour markets. Trade policies, economic sanctions, and political stability impact cross-border labour mobility and employment opportunities. Global labour movements, driven by factors such as globalization and changes in trade relationships, have led to the migration of workers from low-wage to high-wage countries. These movements often shift the supply and demand dynamics in various regions, resulting in shortages of skilled labour in some areas and oversupply in others. Geopolitical tensions, such as Brexit, have also influenced migration flows and, consequently, the supply of talent in different countries. For instance, the UK's exit from the European Union created a significant reduction in the flow of EU workers into the UK, particularly in industries like healthcare and agriculture, leading to workforce shortages (Dustmann, et al., 2013) (Sargent, 2023).

These demographic and geopolitical factors present a range of challenges for HR professionals. The shrinking workforce in aging populations forces HR to adopt strategies for attracting and retaining older employees, including offering more flexible work arrangements and tailored professional development opportunities. In areas with youth-driven labour markets, HR must address the challenge of engaging younger workers, ensuring that they are adequately skilled and motivated to remain in the workforce. Furthermore, HR professionals must navigate the complexities of managing a diverse, often multinational, workforce, balancing local labour laws, cultural differences, and varying skill levels across regions. The increasing complexity of managing global talent necessitates HR departments to invest in technology that supports international recruitment, training, and performance management systems.

Table 3. 1: Demographic and Geopolitical Factors Impacting Labour Markets
	Factor
	Impact on Labour Markets

	Aging Population
	Shrinking workforce, increased demand for older workers

	Urbanization
	Higher competition in cities, a more diverse talent pool

	Global Labour Movements
	Shifting supply and demand of workers across borders

	Brexit
	Reduced EU migration to the UK, and labour shortages


Source: Data based on general trends observed in labor markets and demographic studies (Bloom & Canning, 2008; World Bank, 2020; Dustmann et al., 2019).

[bookmark: _Toc210589669]4. Addressing Skills Gaps and Talent Shortages in Critical Sectors
Talent shortages in critical sectors such as technology, healthcare, and hospitality have become pressing challenges for HR professionals. The rapid pace of technological change, an aging population, and evolving societal needs have exacerbated these gaps. In the technology sector, the demand for skilled professionals in fields such as artificial intelligence (AI), data science, and cybersecurity has outpaced the supply of qualified workers. This shortage is particularly acute in countries where technological advancement is central to economic growth (Brynjolfsson & McAfee, 2014) (Deloitte, 2020). The healthcare sector is also facing significant shortages, particularly in nursing, specialized medical professionals, and elderly care. The aging population in many developed nations has driven up the demand for healthcare services, intensifying the need for qualified staff (World Health Organization, 2020) (International Labour Organization, 2020). Similarly, the hospitality sector is grappling with a shortage of skilled workers, exacerbated by factors such as low wages, seasonal work, and the effects of the COVID-19 pandemic, which led to large-scale layoffs and a shift in employee expectations (International Labour Organization, 2020) (Liu-Lastres, et al., 2023).

To mitigate these skills gaps, strategic HRM solutions must focus on attracting, developing, and retaining talent. One of the most effective strategies is investing in workforce development through reskilling and upskilling programs. By offering continuous learning opportunities, companies can enhance the skill set of their current workforce and reduce reliance on external hiring (Bersin, 2019). Partnerships with educational institutions to create specialized training programs tailored to industry needs can also bridge these gaps (Cappelli, 2015). Additionally, promoting diversity and inclusion in recruitment efforts can expand the talent pool, ensuring that underrepresented groups are not overlooked (Catalyst, 2020). In the technology sector, companies like Google have implemented apprenticeship programs for individuals without formal computer science degrees, offering opportunities to gain skills through hands-on experience (Google, 2020). In healthcare, organizations are increasingly investing in nurse training programs to ensure an adequate supply of qualified staff in response to growing demand (World Health Organization, 2020).

Case studies from leading organizations demonstrate best practices in talent management. For instance, IBM has adopted a "New Collar" approach, focusing on skills rather than formal degrees. This strategy has been successful in filling critical roles in technology by training individuals with the necessary skills rather than requiring them to have traditional qualifications (Brynjolfsson & McAfee, 2014) (IBM, 2019). In healthcare, the Mayo Clinic has implemented workforce development programs aimed at training employees to meet the specific needs of their patients, which has proven effective in addressing staff shortages while ensuring high-quality care (Mayo Clinic, 2021). Similarly, Marriott International in the hospitality sector has introduced comprehensive training programs aimed at developing both hard and soft skills among its employees, ensuring that they are prepared to handle the fast-paced, customer-centric demands of the industry (Marriott International, 2020).

As these case studies demonstrate, strategic HRM solutions must be tailored to the specific needs of each sector, while also prioritizing long-term workforce sustainability and resilience. By proactively addressing skill shortages, organizations can enhance their competitiveness in the global marketplace, improve employee satisfaction, and ensure sustained growth.


Table 4. 1: Talent Shortages in Critical Sectors and HRM Solutions
	Sector
	Impact of Talent Shortages
	HRM Solutions
	Example

	Technology
	High demand for AI, cybersecurity, and data science experts
	Reskilling programs, partnerships with educational institutes
	Google's apprenticeship program

	Healthcare
	Shortages in nursing and specialized medical roles
	Nurse training programs, investment in continuing education
	Mayo Clinic workforce development

	Hospitality
	Lack of skilled workers, especially post-COVID-19
	Employee training programs, offering career progression
	Marriott International training


Source: Data from ILO (2020), Brynjolfsson & McAfee (2014), Deloitte (2020), Google (2020), IBM (2019), Mayo Clinic (2021), Marriott International (2020).

[bookmark: _Toc210589670]5. Reflective Report on My Preparedness for the Labor Market
In today’s globalized workplace, employees must be equipped to work effectively in diverse, dynamic environments. Reflecting on my capabilities, particularly through my experience at Ginlong Technologies in China, I can assess my strengths and areas for improvement in technology, communication, teamwork, leadership, and self-directed learning.

I have built a strong foundation in technology, particularly through my involvement with automation systems and renewable energy solutions at Ginlong Technologies. I worked with SCADA systems and industry-specific software, troubleshooting technical issues and optimizing operations. While I am confident in my technical abilities, I recognize the need to stay up-to-date on emerging trends, such as AI and data analytics. I plan to pursue courses and certifications in these areas to remain competitive.

Communication has been another strength, particularly in translating complex technical information for cross-functional teams. Working with diverse teams at Ginlong, I’ve learned to communicate clearly with both technical and non-technical stakeholders. However, challenges in multicultural communication persist, mainly due to language barriers. I intend to improve this by participating in intercultural training and learning additional languages.

Teamwork is crucial in my work experience, where I collaborated with engineers and product managers. My strength lies in active listening and facilitating cooperation. However, I occasionally take on too much responsibility, which can lead to feeling overwhelmed. To improve, I will focus on delegating tasks and refining my project management skills.

In leadership, I led small teams on technical projects, ensuring deadlines were met and guiding team members through challenges. However, I need to improve in providing constructive feedback and empowering my team. I plan to attend leadership development programs to strengthen this skill.

Finally, in self-directed learning, I continuously seek new knowledge through online courses and industry resources. However, I recognize the need for a more focused approach, aligning my learning with career goals. By creating a structured learning plan, I aim to enhance my leadership and technical expertise.

In conclusion, by leveraging my strengths and addressing areas for improvement, I aim to thrive in a global, technology-driven environment.

[bookmark: _Toc210589671]6. Conclusion
In conclusion, this report has highlighted the significant impact of technological advancements, demographic shifts, and geopolitical factors on HRM and IHRM strategies. Key findings emphasize the growing demand for upskilling, diversity, and cross-cultural communication in response to global challenges. HRM must adapt by fostering continuous learning, promoting inclusive recruitment practices, and leveraging technology to optimize talent management. IHRM strategies must remain flexible to accommodate diverse global workforces, navigating legal, cultural, and technological barriers. Ultimately, organizations must prioritize workforce development to stay competitive in an increasingly interconnected and rapidly evolving global labour market.
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