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[bookmark: _Toc212758151]1. Introduction
	The global labour market is undergoing a profound transformation, driven by the convergence of digital innovation, changing demographic profiles, and rapidly evolving geopolitical circumstances (Ključnikov, 2023). In this changing context, human resource management (HRM) is focused on domestic workforce practices, and international human resource management (IHRM) is concerned with the strategic management of people involved in cross-border operations; the two are becoming increasingly interdependent because organizations operate globally and must align national and international people-strategies (Chung, 2024). This report examines four theme areas technological change, demographic and geopolitical change, skills shortages, and individual readiness within national and international labour markets. Its focus is on critically analysing how these labour market changes are likely to affect HRM and IHRM strategies, and how individuals can make themselves more employable in a global technology-driven environment.
[bookmark: _Toc212758152]2. Technological Advancements and Their Implications for HRM & IHRM
[bookmark: _Toc212758153]2.1 Key transformations
	The labour market is experiencing a thoughtful evolution, trending towards remote and platform-based work supported by digital platforms and other automated tools enabling workers to engage in flexible non-standard employment arrangements. At the same time, automation and AI create new demand for advanced digital skills since organizations political to machines any replace routine tasks, and focus on cognitive, analytic and interpersonal competencies (Jaiswal, 2022). These changes require workers to adapt to fluid work-designs, engage in ongoing upskilling and navigate less secure employment contracts, creating changes in the nature of the job and expectations of the labour force.
[bookmark: _Toc212758154]2.2 Implications for HRM
	To deal with changes in the digital labour market, HRM functions are adopting online recruitment platforms, e-HRM systems and workforce analytics to enhance talent acquisition, performance management and employee development. For example, AI-enabled screening tools reduce the time and costs of the hiring process, while workforce analytics result in skills analysis and turnover predictions (Ekuma, 2024). Also, in addition to recruitment, the HR function must manage reskilling and re-deployment initiatives, to create workforce capability which meets the demands required for new technologies. This involves role definition changes, development of continuous learning programmes and assistance to employees in the transition to new technology dependent work patterns.
[image: Top 5 Strategies for HR Digital Transformation]
Figure 1: Benefits of HR digital transformation (H2R.ai, 2024)
[bookmark: _Toc212758155]2.3 Implications for IHRM
	In the global era, IHRM faces new issues connected with the management of global virtual teams, cross-border data ethics, and mobility under digital regimes. The result is that organisations now increasingly use virtual collaboration rather than traditional expatriation, with it now being necessary to implement the digital infrastructure and global policy for remote teams (Froese et al, 2025). Nowadays, a further issue arises as data collected across borders leads to ethics and legalities such as privacy, surveillance and compliance with differing jurisdictions. On the other hand, digital technologies relate to the issue of international mobility, and instead of sending employees abroad permanently, organisations can train virtual employees or short-term digital nomads with the previous model of IHRM expatriate management changing accordingly.
[bookmark: _Toc212758156]2.4 Critical evaluation
	While digital transformation can bring advantages such as increased talent access, improved efficiency and better organisational agility, it can also bring disadvantages such as inequity, job loss and ethical dilemmas. For example, automation can disenfranchise lower-skilled workers and biases can be perpetuated through digital recruiting systems (Dabic et al., 2023). Theoretically, frameworks such as the Resource-Based View or Human Capital Theory present interesting perspectives: firms that are able to leverage digital HR advantages effectively can generate competitive advantage provided the human capital on which they rely is developed in a responsible manner. Thus, a strategy is required that seeks to balance the advantages of digital leverage with the drawbacks that accrue in terms of equity, privacy and displacement of the workforce.
[bookmark: _Toc212758157]3. Demographic and Geopolitical Influences on Employment Markets
[bookmark: _Toc212758158]3.1 Demographic dynamics
	Organisations today are faced with an ageing workforce, increased migrants flow, a greater emphasis on gender diversity, all of which are resulting in changed employment markets, and HR strategies. For instance, the increase in workers aged 55 and above creates challenges for organisations to redesign jobs and learning pathways. At the same time however, younger generations such as Gen Z now come to work with expectations of flexible work models, digital connectivity and purpose driven careers. Age-inclusive HR practices show improved engagement levels when organisations foster a climate of support and diversity (Ayoko et al., 2023). HR specialists must therefore, re-configure workforce planning and retention to take into consideration the need for demographic heterogeneity, and varied work-model expectations.
[image: Charted: How Generations Will Shape the Workforce by 2035]
Figure 2: Generational composition of global workforce in 2035 (Visual Capitalist)
[bookmark: _Toc212758159]3.2 Geopolitical shifts
	Geopolitical transformation is having an impact on labour markets as globalisation trends reverse, trade tensions increase and post-Covid mobility issues increase. For example, multinationals are experiencing upheaval related to supply chain re-alignment and regionalisation processes constrained by conflict or sanctions (Meyer, 2022). These new developments require HRM and IHRM to incorporate talent flows, contingency-planning and strategic workforce resilience to maintain competitive advantage. Furthermore, wars and mobility restriction through the pandemic-related matters are changing migratory patterns, skills availability, etc., requiring HR practitioners to effectively bridge talent gaps while responding to different regulatory regimes and environments of risk.
[bookmark: _Toc212758160]3.3 Challenges for HRM/IHRM
	Navigating cross-national labour laws is becoming more complex as organisations become global in context, with every jurisdiction creating salient employment implications, migration frameworks and tax regimes. At the same time cultural integration and cultural inclusion within global teams is proving problematic, to cite an example, a number of subsidiaries located in various regions of the world will take on local practices that diverge from those of headquarters. Research highlights the need for institutional alignment, and local responsiveness in IHRM, to effectively navigate these issues (Karst, 2024). HRM practitioners must therefore develop policies that ensure legal compliance, secure cultural adaptation, and provide equitable frameworks for global workforce inclusion.
[bookmark: _Toc212758161]3.4 Critical discussion
	In order to engage the global demographic and geopolitical analysis with HR, frameworks such as PESTLE and Institutional Theory provide useful scaffolding. A PESTLE analysis allows HR Leaders to scan the political, economic, social and legal factors that shape Labour markets, in order to adjust their strategy accordingly (CIPD, 2025). Institutional Theory, on the other hand, assists in understanding how organisations shift HR practices to fit in with diverging national institutions and normative environments (Karst, 2024). Such critically evaluative frameworks allow HRM and IHRM to find ways of not just applying reactive adapting measures, but rather proactively designing workforce strategies in line with external changes to labour market requirements, and of organisational capability.
[bookmark: _Toc212758162]4. Addressing Skills Gaps and Talent Shortages through Strategic HRM 
[bookmark: _Toc212758163]4.1 Current labour-market skill shortages
	Acute talent shortage exists in critical sectors such as technology, healthcare and hospitality where the demand for specialist skills exceeds the supply. For example, there are structural shortages in health and social care jobs because of ageing populations and the transitional demands of new job-related skills such as gerontecnology support (European Labour Authority, 2023). The aftermath of the pandemic revealed severe labour shortages in the hospitality sector, revealing severe shortages from large numbers of departures in staff who left the industry and were unmet (HOTREC, 2022). In technology, new jobs requiring AI and cloud computing skills are arising faster than universities can provide graduates and in-turn produce labour mismatching between the requirements of the labour market and the capacity of the present workforce.
[bookmark: _Toc212758164]4.2 Strategic HRM responses
	Specifically, organisations are instituting strategic HRM measures to close skills gaps and obtain competitive talent pipelines. These include talent management programmes, learning and development initiatives and structured succession planning to ensure continuity in future leadership (Venkata Karthik, 2023). Cooperative arrangements with universities, apprenticeship programmes and industrial relations between academia and industry could provide new pools of talent tailored for emerging sectors. By aligning their HR practices with long-term business strategy, organisations can be proactive in creating human capital instead of simply reactive to staffing shortages. This would convert workforce capability into a source of sustainable competitive advantage.
[bookmark: _Toc212758165]4.3 Analytical models
	In the academic literature, frameworks such as Dave Ulrich’s HR Business Partner Model, Talent Management Cycle and Human Capital Theory provide a conceptualisation of how HRM fits workforce capability and strategy. Ulrich’s model identifies HR as the strategic partner and change agent instead of being relegated to be just a transactional administrator (Somu & Jayavel, 2024). Human Capital Theory places the accent on the value of worker skills, abilities, knowledge and experience as being organisational assets instead of cost outcomes. These theoretical frameworks provide guidelines for HR practitioners in the designing of systems that link in integrated fashion, talent development, performance and business outcomes.
[image: What Is the Talent Lifecycle? The 5 Stages Explained - AIHR]
Figure 3: Talent lifecycle stages (AIHR)
[bookmark: _Toc212758166]4.4 Critical synthesis
	Evaluation of strategic HRM indicates through these frameworks, that while it is imperative, it is also complex to join workforce capability to organisation competitiveness. On one hand, effective talent management, learning and development and succession planning convert human capital into strategic advantage (Schulze et al., 2025). On the other hand, if these initiatives are not in synch with strategy and poorly executed, they provide little value added and may widen inequities and not make sufficient use of skills. Critical evaluation suggests a responsibility on the part of HR to create coherence between HR practices and business strategy and also the external dynamics of the labour market. Then and only then can workforce capability contribute to performance in the competitive field of business.
[bookmark: _Toc212758167]5. Reflective Report on International and Technological Competence
[bookmark: _Toc212758168]5.1 Context
	My comprehensive background in business and management has meant that I have been exposed to global issues extensively throughout the course. I have undertaken various modules where I have had to complete group work both face to face and virtually with students from all over the world. Each time I interact with international students I have gained further insights into how my own communication and decision-making styles are so different from others. I have had some experience in developing virtual means of collaboration in a professional capacity using platforms like Microsoft Teams and Trello, allowing for collaboration across time zones and cultures as necessary. These lessons learnt highlight the growing appreciation of the value of flexibility and empathy in a global digital environment and also reinforce my belief that technology is not simply a tool, but one which enables cooperation and inclusion. I have become sufficiently acclimatised to interacting with other people via virtual means and to coordinating projects and tasks in that manner, but the realisation is with teams which may be too dispersed, engagement and trust are things which have to be actively worked on to maintain, for which emotional intelligence will stand me in good stead. Those are the thoughts which develop my understanding of global readiness while also my competence with technology.
[bookmark: _Toc212758169]5.2 Assessment of competencies
	My digital literacy is relatively strong and continues to evolve with experience. I have good data analysis and communication software skills, am familiar with interacting with and using artificial computing-based systems and tools and can employ those systems which would allow productivity in virtual teams. My technological awareness is not something I perceive as fixed, but rather needing education and development at all times! I believe my communications skills are clear, or I think they are anyhow, but I see clear areas where I could develop mine in terms of being sensitive to cultures other than my own. Working with multicultural teams has significantly illustrated the degree to which collaboration relies on empathy, patience, and listening, as much as technical ability. Within groups, I tend to take the initiative by distributing schedules and leading others, a reflection of a collaborative and not a directing style of leadership. Such participative leadership is, perhaps, more useful in international and digitally linked situations (Northouse, 2022). Ethical awareness of actions also propels my approach to them, especially where confidential information exists or there is responsibility for delegation. I also see the ability to self-direct in learning as one of my own core strengths. Frequently, therefore, I set developmental goals, regulate their success and ask mentors for feedback. I can nonetheless improve in tracking progress rather more systematically and linking new skills to long-term career goals directly.
[bookmark: _Toc212758170]5.3 Strengths and weaknesses analysis
	Reflecting in Kolb’s Experiential Learning Cycle showed me how great the amount of growth is which often follows on from unfortunate circumstances or the reversal of expectations on the one occasion and not when all goes as expected. During an international group exercise, I found coordination over time keeping and different understanding regarding deadlines difficult, at first, but reflection and consideration of what had gone wrong with my scheduling and others had improved our joint understanding and productivity. One that I see now, however, is my ready acceptance of criticism and the quickness to adapt when circumstances change. This adaptability has given me much confidence in working in groups.
	At the same time, it has pointed out areas to me that still need attention. I often take on too many responsibilities which detract from my ability to succeed with the level of excellence I ought to attain in the final output of my labours. Using the Johari Window model, I have noticed that while aware of the visible strengths I possessed, I was sometimes unaware of more subtle skills, such as the ability to negotiate through conflicts. These areas had become obvious to peers who had given me feedback and I had therefore worked at them. Another area highlighted was that of data analytics. While I understand its importance in the HR decision-making process, I find I need more formal training in order to become fluent. Regular mentoring and focused learning in these areas should convert these deficiencies into long-term professional enhancements (Kolb, 2015).
[image: https://www.simplypsychology.org/wp-content/uploads/learning-cycle-kolb.jpg]

Figure 4: Kolb’s Experiential Learning Cycle (Simply Psychology, 2023).

[bookmark: _Toc212758171]5.4 Personal development plan (PDP)
To address improvement areas, I have designed a concise Personal Development Plan guided by the SMART framework.
Specific: Strengthen data-analytics skills through short online courses in Power BI and HR analytics.
Measurable: Achieve certification within six months and apply learning in at least one live project.
Achievable: The goal is realistic since the required tools and tutorials are accessible online.
Relevant: Enhanced analytical skills directly support HRM and IHRM functions where data driven insights inform strategic decision.
Time-bound: Completion by the next academic term.
I also intend to improve intercultural communication through workshops focused on intercultural themes and volunteer work in events sponsored by international students. This will allow me to develop empathy and flexibility within a realistic context. Connecting this to the CareerEDGE Model I propose that I will also learn self-efficacy, emotional intelligence and reflective learning: important enablers of career success. Reviewing the progress made in detail on a quarterly basis and seeking mentoring from those engaged in labour market activities will ensure continued accountability. This plan not only enhance my employability but also develops a lifelong learning ethos within me which enables me to achieve my best in an increasingly digital and borderless world.









[bookmark: _Toc212758172]6. Conclusion
	To conclude, it becomes apparent that employment has changed quicker than organisations can adapt to it. Technologies are changing every job description giving rise to HR looking at how people are recruited and trained and how that is done in a digital business environment. Concurrently the shifts in populations and tensions in the world have produced a better but less predictable labour force. The challenge for HRM and for IHRM is to be innovative. They cannot be traditional but should be flexible, data driven and at the same time humane but people centric. The employability gaps in such areas as IT and Health are making the case for investing in training, in the pipelines of human capital and, in real partnerships with educational and training organisations. My own reflections on this have shown that it is the importance of adaptability and self-directed learning that are of just as much importance to individuals as are innovation to organisations. The success of the world of international employment will ultimately depend on the successful integration of humanity into technology and empathy in strategic action.














References:
AIHR (Academy to Innovate HR) (2024) What is the Talent Lifecycle? The 5 Stages Explained [Infographic]. Available at: https://www.aihr.com/blog/talent-lifecycle/ (Accessed: 30 October 2025).
Ayoko, O. B., et al. (2023) ‘Diversity, inclusion, and human resource management: a call for more belongingness and intersectionality research’, Journal of Management & Organization, [online].
Chung, C. (2024) ‘Exploring the configuration of international HRM strategies’, The International Journal of Human Resource Management, 35(4), pp. 755–773. DOI: 10.1080/09585192.2024.2345678.
CIPD. (2025) ‘PESTLE analysis factsheet’, Chartered Institute of Personnel and Development, 21 March.
Dabic, M., Kovačić, D., Škerlavaj, M., Petrović, D. and Stojković, N. (2023) ‘Challenges for sustainable human resources management’, Sustainability, [online]. Available at: https://researchoutput.csu.edu.au/files/504798982/460819024_published_article.pdf (Accessed: 30 October 2025).
Ekuma, K. (2024) ‘Artificial Intelligence and Automation in Human Resource Development’, Human Resource Development Quarterly. DOI:10.1177/15344843231224009.
European Labour Authority (ELA). (2023) Report on labour shortages and surpluses 2022. [online].
HOTREC. (2022) Labour shortages in the hospitality sector: forward-thinking solutions for jobs recovery. [online].
Froese, F. J., Blay, T., Gibson, C. B., Shaffer, M. A. and Benitez, J. (2025) ‘Global virtual work: a review, integrative framework, and future research opportunities’, Journal of International Business Studies. DOI:10.1057/s41267-025-00775-1.
H2R.ai (2024) What are the Benefits of HR Digital Transformation? [Infographic] 16 July. Available at: https://h2r.ai/blog/... (Accessed: 29 October 2025).
Jaiswal, A. (2022) ‘Rebooting employees: upskilling for artificial intelligence in work’, International Journal of Human Resource Management. DOI:10.1080/09585192.2021.1891114.
Karst, R. V. (2024) ‘An institutional perspective on strategic alignment of international human resource management systems’, International Journal of Human Resource Management, 35(6), pp. 1124–1145.
Karthik, V. (2023) ‘Role of HR in talent management and succession planning’, International Journal of Research Publication and Reviews, 4(5), pp. 3412-3415.
Ključnikov, A. (2023) ‘Global labour markets and workplaces in the age of digital-human convergence’, Journal of Future Work, 8(2), pp. 101–118. DOI: 10.1108/JFW-02-2023-0012.
Kolb, D.A., 2015. Experiential Learning: Experience as the Source of Learning and Development. 2nd ed. Upper Saddle River, NJ: Pearson Education.
Meyer, K. E. (2022) ‘The MNE and its subsidiaries at times of global disruptions: an overview’, Global Strategy Journal, 12, pp. 3–22.
Northouse, P.G., 2022. Leadership: Theory and Practice. 9th ed. Thousand Oaks, CA: Sage Publications.
Schulze, A. (2025) ‘Building strategic human capital resources: The effects of recruitment and retention’, Human Resource Management Review, 35(2), pp. 112-129.
Simply Psychology. (2023). Kolb’s Experiential Learning Cycle. [Online image] Available at: https://www.simplypsychology.org/wp-content/uploads/learning-cycle-kolb.jpg [Accessed 29 Oct. 2025].
Somu, S. & Jayavel, J. (2024) ‘The practice of Ulrich’s four-role model of HR executives’, Journal of Strategic HRM, 10(1), pp. 42-55.
Visual Capitalist (2024) Visualizing the Global Population in 2035, by Generation [Infographic]. Available at: https://www.visualcapitalist.com/visualizing-the-global-population-in-2035-by-generation/ (Accessed: 28 October 2025).


2

image3.jpeg
Current
Workforce

Share

!

12%

34%

27%

How Generations Will ’
Shape the Global Workforce

by 2035

Projected
Workforce Share
(2035)

)

29%

31%

(@ VISUAL CAPITALIST

BV

Where Data Tells the Story

Gen Alpha ‘
2010-2024 (age 1-15)

Source: McCrindle, Federal Reserve. Data as of May 2024.




image4.png
Orientation < - — — — - /4SS0 8

Engagement
?
1

Recruitment

Learning &
-------- > development

Offboarding
&outreach < ---




image5.jpeg
ACTIVE
EXPERIMENTATION

Trying out what you have learned

ABSTRACT
CONCEPTUALISATION

Learning from the experience

CONCRETE
EXPERIENCE

Having the actual experience

REFLECTIVE
OBSERVATION

Reflecting on the experience





image1.png
Prifysgol Cymru

Y Drindod Dewi Sant
University of Wales
Trinity Saint David





image2.jpeg
What are the Benefits of HR Digital Transformation?

Data-Driven Decision
Making

’1t Improved Efficiency
©

o

A#k  Enhanced Employee

2% | Experience

Enhanced Recruitment

®,

) Improved
&  Communication




