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[bookmark: _Toc213995948]1.0 Overall Introduction 
The report is a critical reflection of the dynamic relationship between technological, demographic and geopolitical forces that define modern labour markets and what they portend to HRM and IHRM strategies. It also discusses how strategic HR practices can solve global skills shortage and speculates on my professional competences that I need to execute efficiently within the international hospitality industry.
[bookmark: _Toc213995949]2.0 Q1. Technological Advancements in Reshaping Labour Markets and Their Implications for HRM and IHRM 
[bookmark: _Toc213995950]2.1 Introduction
The world of artificial intelligence (AI), the Internet of Things (IoT), and automation have transformed the world labour markets immensely. These technologies are transforming organizational frameworks, inventing novel employment titles, and requiring new competencies and replacing monotonous jobs (World Economic Forum [WEF], 2025).
[bookmark: _Toc213995951]2.2 Tech Markets through AI, IoT, and Automation
Industries have been revolutionized by AI and automation, which has increased efficiency, predictive analytics, and decisions (Budhwar et al., 2022). As an example, AI-based diagnostics in the healthcare sector have made the handling of patients easier, whereas hospitality automation has created self-service check-ins, chatbots, and eliminated manual labour requirements (Marriott International, 2023). This transformation not only influences monetary systems by enhancing productivity, but also it generates wage inequality between the skilled and non-skilled employees (International Labour Organization [ILO], 2024).
The emergence of digital nomads, which are employees that work remotely and use digital technology, has made the world talent pool larger. The existence of such platforms as Upwork or Fiverr has facilitated cross-border freelancing, which facilitates the ideas of a flexible employment model (Statista, 2025). This increases the flexibility of labour mobility but questions the national labour regulations and taxation systems (Aust et al., 2024).
[bookmark: _Toc213995952]2.3 HRM and IHRM Strategies Implications
To address the technological change, HRM needs to introduce the reskilling and upskilling initiatives that will target the digital, data, and cooperation with AI literacy (Korn Ferry, 2025). In 2024, almost 60 percent of organisations in the UK had digital skills gaps, which forced HR departments to implement specific development programs (Statista, 2025). 
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Figure 1: Digital Skills Gap in the Organisations (Statista, 2025)
Moreover, the healthcare sector has also attempted to use e learning systems to teach personnel about digital patient record systems that have led to a 30 percent increase in data accuracy and flexibility (National Health Service [NHS], 2024). On international scale, IHRM has to deal with remote workforce, information security, and fair chances. Multinational companies employ AI based HR analytics to obtain global talent in favour of diversity and inclusion (Budhwar et al., 2022).
Thus, HR leaders should establish ethical AI systems, which would focus on transparency and fairness across the borders (Negt & Haunschild, 2025).
[bookmark: _Toc213995953]2.4 Conclusion
The global labour markets have been re-evaluated due to technological advances that have affected the employment structures as well as the HRM practices. The current HRM and IHRM strategies should be aimed at creating tech-resilient, inclusive, and flexible workforces by means of lifelong learning and ethical technology usage. 
[bookmark: _Toc213995954]3.0 Q2. Demographic and Geopolitical Factors Influencing Employment Markets and Their Challenges 
[bookmark: _Toc213995955]3.1 Introduction
Human Resource Management (HRM) entails the recruitment, development, and retention of employees in such a manner that they fit the organisational strategy (Aust et al., 2024). The presence of demographic and geopolitical factors is of critical importance to the contemporary employment markets due to their influence on labour supply, labour composition, and strategic HR planning.
[bookmark: _Toc213995956]3..2 Demographic Key Factors
Demographic factors are population traits, which impact on the availability of the workforce, including age, gender, education, and migration (United Nations [UN], 2024). The details are as follows:

Figure 2: Key Demographic Factors (Aust et al., 2024)
Aging population: Ageing labour forces in Europe and Japan lead to talent scarcity and increase dependency ratio. The UK experiences the problem of acute shortage of nurses in clinical positions as a result of retirees (NHS, 2024).
Increased labour force of the youth: Younger economies such as India have a young workforce, which offers a global outsourcing opportunity (WEF, 2024).
Migration and mobility: Migration increases the diversity of skills, but may cause brain drain in the developing countries (ILO, 2024).
Gender diversity: women leadership inclusion promotes organisational performance and innovation (Aust et al., 2024).
[bookmark: _Toc213995957]3.3 Geopolitical Key Factors
The geopolitical factors that influence the workforce trends in the world have been discussed below: 
Political stability/conflict: Instability and conflict interfere with the migration of labour and raise business expenditure (UN, 2024).
Immigration policy: UK post Brexit immigration regulations have impacted the recruitment of healthcare personnel and hospitality (Office for National Statistics [ONS], 2024).
Trade relations and economic matters: The world trade agreements affect the outsourcing and offshoring choices, altering the ways of job distribution all over the world (Bureau of Labor Statistics [BLS], 2024).
Technological competition: The countries that are competing in the field of AI, including the United States and China, influence talent mobility and the innovation centers (Budhwar et al., 2022).
[bookmark: _Toc213995958]3.4 How the factors create Challenges for HR Professionals
HR professionals experience the problem of a lack of skills, wage disparity, and retention. The hospitality industry in the UK has over 30 percent of staff turnover per year because of the uncertain visa policies and poor wages (BLS, 2024). On the same note, demographic pressures pose a problem of burnout and shortages of workforce in healthcare (NHS, 2024). HR specialists are forced to operate in multicultural spaces with a lot of complexity and ensure that local compliance is aligned with the international standards. They need the global HR systems to track labour trends, create retention plans, and improve remote working. Equity is currently an important factor that is sustained through diversity management and flexible working models (Negt and Haunschild, 2025).
[bookmark: _Toc213995959]3.6 Conclusion
The employment markets are redefined due to the combined influence of demographic and geopolitical factors. The HR professionals need to keep up with global talent management, inclusive leadership and alignment of policies. Companies, which are aware of these demographic and geopolitical facts, can be more stable in their workforce and maintain a competitive edge.
[bookmark: _Toc213995960]4.0 Q3. Addressing Skills Gaps and Talent Shortages through Strategic HRM (470 words)
[bookmark: _Toc213995961]4.1 Introduction
Shortage of skills has been a concern in many parts of the world especially in the fields of technology, healthcare and hospitality. This discussion provides the key factors leading to talent shortage, analyzes strategic HR reaction, and points out the successful practices in the healthcare industry as a case study.
[bookmark: _Toc213995962]4.2 Analysis of the Problem
According to the World Economic Forum (WEF, 2024), automation, artificial intelligence, and digital restructuring have made it hard to find workers who have the right skills since approximately 60 percent of organisations have problems recruiting people based on the right skills. The situation is critical in the healthcare sector because the nurse, care assistants, and clinician shortages are becoming more severe because older professionals are retiring, and their younger talent shifts to other non-clinical or private jobs (National Health Service [NHS], 2024). On the same note, the hotel industry has been struggling with chronic shortages of staff after the pandemic, which can be explained by low job appeal, unreliable working hours, and increased living expenses (Marriott International, 2023).
These gaps can be traced to the fact that the education systems are mismatched with the industry needs, there is little investment in the development of employees, and migration policies are restrictive (United Nations [UN], 2024). Automation has killed manual jobs in most developed economies and increased the demand of sophisticated digital and analytical employment (Budhwar et al., 2022). Together, these causes unequal distribution of skills in the world markets putting pressure on the productivity and wage balance.
[bookmark: _Toc213995963]4.3 Strategic HR Response
There is an ethical and efficient method of using Cappelli 4B Model of talent aquisition to solve global skills shortages in current labour markets which are as follows: 
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Figure 3: Cappelli 4B Model of talent acquisition (Aust et al., 2024)
Build: Organisations are investing more in reskilling programmes and online learning paths to build internal sources of talent, so that employees can deliver in AI-driven and industry-specific skills. Collaborations with universities contribute to the alignment of curricula to the requirements of the labour market (Korn Ferry, 2025).
Buy: In cases of imminent digital or clinical competency shortages, companies outsource, and fair and analytics-based selection mechanisms are employed to reduce bias (Chen, 2025).
Borrow: Agile talent such as freelancers and short-term experts can be used to be agile in new areas, such as technology and design; nevertheless, it is crucial to avoid unethical contracting to maintain decent working conditions (Aust et al., 2024).
Bind: Retention strategies are based on the employer brand, meaningful work, inclusion, and hybrid work arrangements that attract younger and diverse labour markets (Negt & Haunschild, 2025).
Overall, the above practices have the effect of creating a sustainable and learning-based workforce that limits turnover and builds long-term organisational capacity.
[bookmark: _Toc213995964]4.4 Sector Example: Healthcare
The UK healthcare sector is an example of how the 4B Model can solve the long-term shortage of skills by using ethical and systematic HR practices. Examples of build initiatives involve NHS investing in digital reskilling systems and virtual simulation training, which do not interfere with patient care but have the benefit of enhancing internal clinical capabilities (NHS, 2024). To Acquire rare talent, the NHS has ongoing targeted recruitment campaigns and international recruitment partnerships to hire emergency staff in key areas (WEF, 2025). Using Borrow, partnerships with foreign nursing schools and temporary experts increase the workforce during the periods of maximum shortage. Lastly, Bind will be supported by flexible working patterns and data-based staffing planning that enhance retention and provide equitable distribution of staffing (NHS, 2024; WEF, 2025). Collectively, these practices depict how the healthcare industry uses the 4B framework to prevent shortages using proactive, ethical and analytics-driven HRM.
[bookmark: _Toc213995965]4.5 Conclusion
The solution to global HR needs to be strategic, collaborative, and technology-based to manage global skills shortages. HR professionals can decrease the labour demand-supply gap by addressing the problem of education-employment alignment, reskilling, and international collaboration. 
[bookmark: _Toc213995966]5.0 Reflective Analysis on Professional Capabilities and Learning
[bookmark: _Toc213995967]5.1 Introduction
[bookmark: _Hlk213993520]In a highly globalised hospitality industry, efficient human resource management (HRM) involves the capacity to be flexible to the changing technological, cultural, and organisational environments. The accelerated digitalization, multi-cultured workforce, and cross-border cooperation are the forces that drive global labour market (ILO, 2024). This reflection is the discussion of my professional potential as an HR practitioner in the international hospitality industry in terms of technology, communication, teamwork, and leadership using the Gibbs Reflective Cycle.
[bookmark: _Toc213995968]5.2 My Competencies in the International Labour Market

Figure 4: My Current capabilities (self-Prepared)
The employment in the HR department of a global hospitality company requires flexibility and the ability to understand intercultural nuances since in the given sector the employees are multinational and travel across the locations based on seasons (Marriott International, 2023). According to the World Economic Forum (2025), hospitality is experiencing the significant skills deficit, specifically, in the areas of digital HR, employee wellbeing, and sustainability management. My work experience has provided me with the experience in employee relations, performance management, and team supervision, but I am aware that the global labour markets have started demanding more sophisticated skills in data-driven HR analytics, cross-cultural leadership, and digital tools of collaboration. Looking back at my personal career development, my interpersonal skills and ability to mentor are high, and I need to improve my technological sophisticated and strategic flexibility to be able to compete across the globe.
[bookmark: _Toc213995969]5.3 Current Capability Analysis
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Figure 6: Gibbs Reflective Cycle (BudhwaChen, 2025)
Description and Feelings
In my career life, I have led multicultural teams, recruited and implemented HR policies to promote fairness and compliance. These experiences have improved my communication and team work skills. Nevertheless, I used to be uncomfortable with sophisticated HR software or AI-recruitment (Budhwar et al., 2022; Chen, 2025). I have also felt that, even though my human-focused HR capability was good, my digital flexibility was not as fast as the innovation.
Evaluation
It was a situation that offered not only difficulties but also learning. On the one hand, I have good communication and interpersonal skills that enabled me to create an inclusive team environment across cultures. Conversely, lack of confidence in the new HR technologies minimized my success in data-driven decision-making. Hospitality industry is another field where AI-supported workforce planning and digital employee engagement systems become more and more important (BLS, 2024). In that way, creating digital literacy and technology flexibility has emerged as a key to remaining competitive in terms of international HR-related work.
Analysis
The global HRM has been greatly transformed by the technological disruption and the workforce trends due to the post-pandemic conditions. The World Economic Forum (2024) also opines that in the next five years, automation and AI will disrupt the skills of 44% of workers. This will require HR professionals in the hospitality industry to use digital tools in recruitment of talents, performance analytics, and diversity management. Common-good HRM, as Aust et al. (2024) imply, puts the technology in line with the ethical and sustainable practice, but human wellbeing remains the priority. The self-reflection I made shows that I am quite successful in terms of interpersonal interaction but should enhance my analytical and technological fluency to work in an efficient data-driven hospitality industry.
Conclusion
On the whole, my reflection indicates a moderate set of competencies: high people-oriented and communication skills and poor digital and strategic ones. In order to succeed in the global hospitality HR market, I will have to upgrade my technology application in the workforce planning, learn to lead cross-culturally, and ensure I develop the habit of continuous learning.
[bookmark: _Toc213995970]Action Plan
	Capability Area
	Development Goal
	Actions to be Taken
	Timeframe
	Success Indicator

	Technology
	Strengthen proficiency in HR analytics, AI recruitment tools, and digital HR systems.
	Complete certified courses on HR technology (e.g., CIPD Digital HR, LinkedIn Learning); apply HRIS tools in simulations.
	6 months
	Confident use of digital HR dashboards; ability to interpret workforce analytics reports.

	Communication
	Enhance intercultural and virtual communication for international collaboration.
	Attend cross-cultural communication workshops; practice virtual meeting facilitation across time zones.
	3 months
	Improved feedback from multicultural team interactions and online communication assessments.

	Teamwork
	Improve collaboration within hybrid and cross-functional global teams.
	Join international HR forums; engage in group projects with peers from diverse backgrounds.
	4 months
	Evidence of productive collaboration and conflict resolution in multicultural settings.

	Leadership
	Develop adaptive, inclusive leadership for a global hospitality workforce.
	Undertake leadership coaching; apply transformational leadership techniques in professional roles.
	6–9 months
	Feedback from mentors and colleagues demonstrating improved team motivation and inclusivity.



[bookmark: _Toc213995971]5.4 My Strengths and Weaknesses
Using the model by Gibbs has helped to gain a more in-depth insight into my competencies and gaps.
Strengths
Effective communication is one of my strengths. I am able to establish a connection, inspire personnel, and resolve interpersonal issues in multicultural teams. This is in line with the concept of inclusive communication that Marriott International focuses on to achieve service excellence (Marriott International, 2023). I also have good teamwork and mentoring skills which indicate the collaborative culture of global hospitality. My management of staff diversity is emphatic, patient, and problem solving. Moreover, my leadership potential is also evident in terms of coordination and supervision position revealing my capacity to develop collaboration and accountability.
Weaknesses
Nevertheless, the technological flexibility and HR decision-making based on the data still have some weaknesses. I also tend to use manual procedures rather than automated analytics. Budhwar et al. (2022) and the WEF (2024) emphasise that AI and data literacy are critical to HRM transformation in particular, in global labour markets. Furthermore, I should improve my strategic vision so as to ensure that HR policies are in tandem with the trends in the sustainability and global workforce (Aust et al., 2024). There is also a lack of professional development that is required due to my limited experience with blockchain or predictive HR analytics tools (Chen, 2025).
[bookmark: _Toc213995972]5.5 Summary
Hospitality industry is moving towards digitalisation and sustainability; thus, acquisition of such competencies will make me work effectively in the international HR position and make a positive contribution to the development of the global workforce.
[bookmark: _Toc213995973]6.0 Overall Conclusion 
Finally, the world labour markets keep being redefined through technological innovation, demographic changes, and geopolitical complexities, and the HR professionals are forced to consider adaptive, ethical, and inclusive approaches. The contemporary digital and globalised employment landscape requires strategic HRMs and continuous professional growth to remain competitive, implement resilience in the labour force, and responsible leadership.
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