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[bookmark: _Toc213927008]1. Technological Advancements and Their Impact on Labour Markets
[bookmark: _Toc213927009]1.1 Transformation of Labour Markets through Technology
Labour markets are being redesigned both at the international and national levels through technological innovation. As an example, approximately 25% of all jobs worldwide are at risk of being replaced by the GenAI and that, in high-income economies, it is approximately 34% (ILO, 2025). It is an indication of a high possibility of massive transformation in employment establishments and job content. In the 45 economies and 673 million employees, the number of new jobs is projected to be about 69 million in five years (Saadia Zahidi, 2023). Nevertheless, up to 83 million jobs can be displaced or destroyed, which will lead to a net loss of approximately 14 million jobs (Saadia Zahidi, 2023). The report also focuses on the fact that the system of routine and repetitive work is especially susceptible to automation. As an example, clerks and administrative checkers have jobs that up to 81% may be automated. Furthermore, companies cite that there will be change in more than 85% of organisations due to the frontier technologies and digital access (Saadia Zahidi, 2023).
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Figure 1: Macrotrends Driving Business Transformation
(Source: Saadia Zahidi, 2023)
These trends signify the change from the replacement of simple tasks to a bigger task transformation. Most of the jobs will not be completely disappearing but transforming and incorporating new competencies and human-mechanical models of working. As an illustration, only 2.3% of jobs are at high risk of complete automation through GenAI, and much higher numbers are being augmented (Berg, 2024). Altogether, technology is transforming the labour market in three key ways. These foreign policies are the rate of job displacement through automation, the formation of new types of jobs through new technologies and the transformation of the existing jobs, where the tasks and the skills needed are transformed drastically.
[bookmark: _Toc213927010]1.2 Implications for HRM and IHRM Strategies
The consequences of the change to the digital and hybrid forms of working in the UK organisations have great implications on the HRM and the IHRM policy. For example, the percentage of remote jobs within the UK labour market has increased to 4.3% in 2023 compared to only 0.44% in 2019 (Vacancysoft, 2023). At the same time, it is found that 80.4 percent of organisations in the UK have a high likelihood of implementing AI tools in talent acquisition, and the amount of funds invested in HR technologies is already huge (Industry Press, 2024).
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Figure 2: Annual Totals of Remote Vacancies in 2019-2023
(Source: Vacancy Soft, 2023) 
According to the RBV theory, the HR functions are viewed as critical strategic resources, which can provide a long-term competitive advantage in cases when they are valuable, rare, inimitable and non-substitutable (Nayak et al. 2023). Under this lens, the HR teams in the UK are now required to go beyond administrative custodians to strategic allies by incorporating digital HR analytics, AI recruiting solutions and global virtual workforce management. The finding that only 46% of the UK HR professionals had conducted a significant review of their people functions demonstrates the absence of a gap in transformation (Webber, 2023). In practice, HRM in the UK will need to train internal HR representatives in data literacy and taking up technologies. It also needs to revamp an approach to workforce planning which considers hybrid and global mobility and yet remains ethical and culturally sensitive to cross-border digitally enabled teams. In the case of IHRM, it also implies the alignment of global HR technology infrastructure, management of virtual expatriate networks and utilising the HR functionality as a strategic tool in several national environments.
[bookmark: _Toc213927011]2. Demographic and Geopolitical Factors Influencing Employment Markets
[bookmark: _Toc213927012]2.1 Demographic Shifts and Their Impact on Employment Patterns
Changes in demographics are greatly transforming the form and nature of the UK labour market while creating both challenges and opportunities in human capital investment. Specifically, the growing trend that is the percentage of older employees is changing the direction in employment. The UK population aged 50–64 had an employment rate of 71.3% in 2023, slightly higher than the figure of 70.7% of 2022 (GOV, 2023a). This is a sign of a progressive reduction in the employment gap between those of younger cohorts. In the meantime, the median exit age among women and men increased to 64.5 and 65.7 years, respectively (GOV, 2024a). Meanwhile, new generations are associated with different expectations and working habits. As an illustration, UK Generation Z workers would leave a job that demands full-time on-site employment, at 77% versus 71% of millennials (Deloitte, 2023).
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Figure 3: Employment Rates of People Based on Age in the UK
(Source: GOV, 2023a)
Through the Human Capital Theory, the organisations are required to consider the workforce as a strategic asset whose value lies in the investments in skills, health and experience (Hung and Ramsden, 2021). With an ageing workforce in the UK, employers should start modifying training, career-path design and retention practices in order to increase the productive years of older employees. Meanwhile, they must be able to reach younger employees in the most efficient way by satisfying their demand to be more flexible. The ageing population will be associated with increased investment towards lifelong learning and health management, and the tastes of younger generations imply increased investment towards digital skills and flexible working facilities (Lim et al. 2024). Thus, the companies increase the value, rarity and inimitability of their human capital.
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Figure 4: Human Capital Theory
(Source: Ahmed et al. 2017)
[bookmark: _Toc213927013]2.2 Geopolitical Dynamics and Challenges for HR Professionals
The UK labour market and hence the HR strategies, is under a heavy influence from the geopolitical events taking place. After Brexit, the employees on UK payrolls among the EU member countries were reduced by approximately 9% (Strain-Fajth and Sumption, 2025). This number had reached about 2.4 million by the end of 2023 which is a drastic change in the trend of labour mobility. In the meantime, some studies estimate that Brexit led to an unemployment rate of approximately 330,000 employees in the UK economy, and the shortage partially relates to the loss of EU-origin labour (CER, 2024). These changes are very serious challenges to HR professionals. Termination of free movement also implies that companies will no longer have access to the EU labour influx to staff positions in all fields, particularly in the logistics, hospitality and retail sectors.
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Figure 5: UK Payrolls as of 2023
(Source: Strain-Fajth and Sumption, 2025)
HRM should hence redesign their talent acquisition and retention systems to overcome new visa systems, escalated regulation and higher mobility expenses. From the PESTLE perspective, the Political and Legal adjustments will require HR compliance and strategic planning of the workforce (Christodoulou and Cullinane, 2019). The Economic climate offers sustained shortages and increased wage pressure and the Social one requires the retention of employee involvement in all more diverse and mobile populations. In the case of international HRM, organisations that cross borders have to consider volatile visa policies, geopolitical risk and flexible deployment models. In such a way, the HR functions become central to avoiding a risk and building mobility structures and organisational resilience in a turbulent geopolitical environment.
[bookmark: _Toc213927014]3. Analysis of Tactics for Addressing Skill Gaps and Shortages of Talent
Skill shortfall and talent deficiency in the UK labour market have been a thorny problem in the organisational expansion and strategic HRM. The information from the 2024 Employer Skills Survey (ESS) showed that 12 out of 100 employers indicated that they had at least one employee who was not completely proficient (GOV, 2024b). This corresponds to about 1.26 million workers, translating to 4.0 percent of the total employees. Meanwhile, skills-shortage vacancies (SSVs), which were reported as difficult to staff due to a supposed lack of required skills, experience, or qualifications in applicants, were at 250,500 in 2024 (GOV, 2024b). This amount was reduced compared to 531,200 in 2022 but still high in comparison to 226,500 in 2017. In their study (2022), they found that more than 36% of organisations had vacancies that were difficult to fill because of skills shortages in 2022. This was in the trend observed in England, Scotland, and Wales, as well as in Northern Ireland. At the same time, regarding cybersecurity, the 2024 government report revealed that 44 percent of organisations in all sectors of the economy experience skills shortages in low-technical skills (GOV, 2024c). On top of that, the number of incident-management skills deficits has grown significantly, as it went up to 27% in 2020 before being nearly 48% in 2024.
There are serious performance implications. Organisations have reported that there are more workloads for the available staff, delays in developing products or services, lack of innovation, and in other situations, they have lost business competitiveness. Indicatively, the 2023 survey of the space sector reported 72% of companies indicating skills gaps due to workload increment and 47% discerning diminished productivity in skills gaps (GOV, 2023b). Strategically speaking, addressing skills gaps and shortages of talents needs a complex approach to address them. The first one requires organisations to make proactive efforts in their workforce planning and development of talent pipelines, predicting future skills needs, and revising recruitment in accordance. Second, as the pace of change in technology increases, the mismatch between the present skills and the future ones needed is increased. Third, there is an increasing role of employer branding and truth-tale hiring. The talent pool is very tight and it makes the recruitment strategies inflexible. To provide an example, the Hays report “Workforce of the Future” states that the UK is one of the leading countries with a lack of talent in the technological sector, engineering, life sciences and BFSI (Hays, 2023). Overall, there might be a marginal decrease in the headline numbers of skills gaps but the structural makeup of the talent deficit is still present in major sectors and areas of skill shortages in the UK.
[bookmark: _Toc213927015]4. Reflective Report
In the contemporary, global and technology-based society of work, people should be in a position to adjust to various cultural, digital and organisational environments. The reflection is a critical self-assessment of my technological, communicative, teamwork, leadership, and self-directed learning competencies. It is based on the Reflective Cycle of Gibbs that includes description, feelings, evaluation, analysis, conclusion, and an action plan (Adeani et al. 2020). It is aimed at determining my present strengths and weaknesses as well as describing the plans of the ongoing professional development that will help me become more employable in the global context.
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Figure 6: Gibb’s Reflective Cycle
(Source: McLeod, 2025)
Description
In this semester, I was involved in a number of international group projects, such as online case studies, cross-cultural group discussions, and simulation management assignments. These experiences dealt with students in other areas and professions, thus giving me experience in different working styles and communication preferences. As a means of controlling the coordination of group work, I applied digital applications, including Microsoft teams, Google workspace, and Trello. I used to attend meetings and allocation of tasks as well as meeting project deadlines. Adaptive and cognitive flexibility in working global environments is improved through the use of experiential learning and multicultural collaboration (Fuchs et al. 2023). Furthermore, I have participated in leadership and career-building workshops which the university organises, which were about working remotely and making decisions as well as digital collaboration. These sessions provided me with good exposure to real-life issues of HRM and I was able to put theoretical issues into practice.
Feelings
First, I was a motivated and uncertain person. I felt comfortable using verbal communication and problem-solving skills but I feared that I would not handle people with totally different cultural and linguistic backgrounds. There are cases when I was not good at deciphering the tone and non-verbal communication during online meetings, which resulted in some minor misunderstandings. I was also uncomfortable initially with the use of new digital platforms like Miro and Slack. Emotional intelligence is critical in the control of cross-culture and teamwork over the internet (Kai Liao et al. 2021). I also felt stressed balancing activities in different time zones because asynchronous communication usually slows the project. Nevertheless, over time, I gained patience and empathy and grew more tolerant of different cultures. Slowly, I started perceiving things as learning opportunities as opposed to obstacles.
Evaluation
Strengths
I have good written communication skills and active listening abilities, which enabled the team to state what we wanted to deliver in written form. I also fit in teamwork. I facilitated quieter members to contribute and this promoted the growth of more attentive opinions and results. As the leader, I had to schedule weekly check-ins, have shared goals and keep us accountable; it enabled us to achieve work earlier than scheduled.
Weaknesses
Through new analytics dashboards and work tools that are asynchronous team collaborations, my digital fluency was challenged greater than I had wanted. Initially, I found it hard and this hampered the process of making decisions. It became difficult to use cultural flexibility and cross-cultural coordination. I also did not properly evaluate the influence of the local working hours and communication habits of colleagues and at times I had overlapping tasks or conflicting expectations. My leadership style felt more at home face-to-face than in virtual global team settings; delegation was not even, and sometimes I ended up doing instead of leading. The level of my self-directed learning was satisfactory but I never took the initiative of getting feedback on my leadership styles with colleagues until towards the end of the project.
Analysis
This practice has shown that I have useful communication, teamwork, and leadership skills, but I will need to enhance my digital fluency, cultural flexibility, and self-directed learning in order to thrive in an international environment. Teamwork became effective as I used effective communication, but the low digital skills lowered productivity when it came to using analytical and coordination tools. In the same way, collaboration and leadership competencies had a positive effect on group cohesion, but the intercultural sensitivity sometimes prevented understanding and effectiveness. These findings align with the findings of studies indicating that in the context of hybrid working, global professionals need robust digital skills, cultural intelligence, and reflective learning to succeed (Shonfeld et al. 2021). This model developed by Gibbs has allowed me to realise that reflection is not only about describing the experiences that I have, but also turning them into learning experiences. The project highlighted that professional growth requires me to have structural and ongoing learning processes to enhance my stronger digital, intercultural and self-management capabilities.
Conclusion
Conclusively, the global virtual project has shown me an even outlook on my health and malady. I have a good command of my communication capabilities and flexibility in forming teams. I have potential in leadership but have to be adjusted to global digital environments. My self-directed learning disposition is positive yet needs to be approached with more formality and initiative. The level of my technology fluency and cultural flexibility needs much improvement in case I am to operate outside the country and I have to work in the hybrid work environment as well. By implementing the cycle of Gibbs, I realise that reflection should be followed by actual activity. I will have to increase my tech competency, improve my skills in leading a global team, enhance my cultural awareness and entrench my regular routines of self-study. This will empower me to achieve my potential of human capital into long-term global competence.


Action Plan
	Areas of Improvement
	Action to be Taken
	Timeline

	Digital Fluency
	Certify in an online programme on Microsoft project and tableau to improve on data visualisation and remote coordination. Application of these tools in scholarly work.
	3 months

	Cultural Adaptability
	Attend most of two intercultural communication workshops and a networking session with international students in the university. Distance Self-Reflection Reading.
	4 months

	Global Leadership
	Find a faculty alumnus who has worked in international management and seek his or her advice; guide a multicultural team project through organised delegation and 360 feedback.
	5 months

	Time-zone Coordination
	Install timekeeping software like World Time Buddy; create asynchronous work streams that have definite deadlines and joint calendars.
	2 months

	Self-Directed Learning
	Give one hour a week to the reflection cycle proposed by Gibbs; record the learning outcomes; have quarterly development objectives.
	Ongoing


Table 1: Action Plan for Self-improvement
(Self-developed)
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