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[bookmark: _Toc211464954]Introduction 
The term Human Capital Management refers to a method of strategic management that treats workers as an organisation's most important resource and works to cultivate and maximise their potential (Lin et al., 2017). Effective recruitment and onboarding are two ways in which human capital management strategies aid firms in filling open positions with qualified candidates. The aim of this report is to analyse the influence and impact of various factors, such as technological advancements, demographic and geopolitical factors, on human capital management. This report has used various types of academic research papers and journals to find information on those topics and to find out their real impact on the modern organisation's human resources. Finally, this report has included an analysis of my own personal capabilities that will help me in working international organisational context.
[bookmark: _Toc211464955]1. The ways in which technological advancements are reshaping labour markets
Artificial intelligence (AI), automation, and digital platforms are some examples of technological innovations that are drastically changing the structure, performance, and value of employment in global labour markets. According to Schwab (2017), the Fourth Industrial Revolution has sped up the implementation of automated and computerised systems, which have resulted in work substitution and a change in occupational patterns. As a result, low-skilled workers will see their job security eroded, and the demand for highly skilled individuals with strong technical, analytical, and psychological and social abilities will rise, causing a shift in the labour market. Government policies that encourage lifelong learning and career transitions are necessary responses to the resulting job discord, pay disparity, and technological unemployment. (Autor and Salomons, 2018).
The gig economy has been fuelled by the explosive rise of digital platforms like Upwork and Uber, which have redefined conventional employment interactions. More and more employees are working on flexible, project-based projects, which gives them more freedom but often results in a loss of benefits and job security (De Stefano, 2015). Emergencies like the pandemic have hastened this technological transition, which is spawning new approaches to labour management, performance reviews, and talent matching. Global rivalry has increased as a result of this change, as digital connection enables businesses to instantly access talent across boundaries (Fleming, 2017).
Digital literacy and ongoing reskilling are also in high demand due to technological progress. According to the World Economic Forum (2020), with a focus on flexibility and lifelong learning, 50% of all workers will need reskilling by 2025. Additionally, the COVID-19 pandemic has shown how digital technologies facilitate distant and hybrid work models, dispersing labour participation and lowering geographic restrictions (Kniffin et al., 2021). As a result, conventional career trajectories and the emotional connection between employers and workers are changing as labour markets become more divided between low-wage, insecure jobs and high-skilled digital professions (Huang and Rust, 2021).
[bookmark: _Toc211464956]1.1 The implications of technological advancements for HRM and IHRM strategies
Human resource management and international human resource management are being forced to become more tech-driven and strategic as a result of the digital revolution in the workplace. Analytics and automation are revolutionising HRM processes like performance management, training, and recruiting. AI-based solutions that let people make decisions based on data make the recruitment process and planning for employees simpler and objective (Budhwar et al., 2022).  So, alongside the usual connections and strategic abilities, HR professionals now must also understand a lot about technology.
Digitalisation has an impact on the global labour market as a whole when it comes to IHRM.  Tarique and Schuler (2012) assert that global corporations need novel cross-cultural interpersonal and leadership abilities to effectively oversee dispersed teams via virtual cooperation.  To successfully manage blended and multicultural teams, IHRM must find a balance between standardising things throughout the world and making them fit in with the local culture. As the need for skilled workers is changing due to automation, HR departments are playing an increasingly important role in reskilling programs.
There are now new problems with ethics and regulations. HR rules should be put in place to ensure openness and fairness, since AI-driven systems have the potential to introduce algorithmic bias in recruiting and performance assessments (Brougham and Haar, 2018). As a result of remote work and other forms of flexible employment, human resource management must develop equitable compensation plans that take into account employees' needs in different countries. All things considered, in today's globally networked, technology-driven economy, organisations are redefining human capital acquisition, retention, and development via their incorporation of AI and automation into HRM and IHRM initiatives.
[bookmark: _Toc211464957]2. Discussion on the key demographic and geopolitical factors that influence today's employment markets
Geopolitical instability and large-scale demographic shifts are reshaping modern job marketplaces. Populations that are becoming older, shifting patterns of migration, and a mix of generations are some of the most important demographic factors. According to Bloom, Canning, and Fink (2010), developed economies like Japan, the UK, the USA, and France etc. are facing challenges related to their ageing workforces. These include a smaller pool of accessible talent, higher dependence ratios, and worsening shortages of talent in areas like healthcare, hospitality and other direct customer involved services. However, due to a long-lasting skills gap, emerging countries in Asia and Africa are dealing with a young workforce that is both unemployed and underemployed. Because of these disparities, global recruitment trends are changing, and international migration of workers is on the rise.
The dynamics of work are also altered by generational diversity. According to Ng and Parry (2016), different generations have different expectations when it comes to workplace flexibility, significance, and digital integration. 
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Figure: General needs from employment 
Source: (Hickman, 2023)
This is because Baby Boomers, Generation X, Millennials, and Generation Z all live together. Millennials and Gen Z are shaking up management with their values of work-life balance, ethical leadership, and digital flexibility. Globalisation of talent markets is being accelerated by urbanisation and digital connection, which is facilitating cross-border recruitment but also widening the gap between rural and urban regions.
However, one factor that has come to define the labour market is the ongoing geopolitical volatility. Company operations and employee mobility are impacted by conflicts, trade wars, and protectionist legislation. According to the World Bank (2023), the conflict in Ukraine caused millions of people to be displaced and disrupted energy markets. Additionally, Brexit limited the movement of workers from Europe and worsened skill shortages in UK businesses. Likewise, companies are being forced to reconsider their labour sourcing and deployment strategies as a result of the changing supply chains and investment flows caused by the intensifying US-China rivalry (Sternfels, 2025). Globalisation is being shattered by these geopolitical upheavals, which force businesses to localise their personnel plans in order to mitigate economic and political risks.
[bookmark: _Toc211464958]2.1 The challenges created by demographic and geopolitical factors for HR professionals
These demographic and geopolitical factors create intricate strategic problems for human resource experts. Policies that promote intergenerational exchange of knowledge and help older workers stay in the workforce are necessary for ageing workforces. According to Connell, Nankervis and Burgess (2015), HR interventions such as ergonomic workplace adjustments, mentorship programs, and flexible retirement plans are more important. Also, more nimble leadership and inclusive company cultures are needed to meet the demands of younger people who want employment that is purpose-driven and flexible.

Figure: The challenges created by demographic and geopolitical factors for HR professionals
Source: (Scullion, Collings, and Caligiuri, 2016)
Problems are worsened by the current state of geopolitical unrest. Scullion, Collings, and Caligiuri (2016) state that managing expatriates becomes more difficult and that access to foreign talent is limited due to political unrest, migration constraints, and trade disruptions. So, in order to safeguard personnel and keep operations running, HR experts need to build risk management systems and robust global mobility structures. In multinational circumstances, human resources have to make sure that people follow different tax regulations, data privacy guidelines, and employment legislation in each country. 
Due to changes in demographics and the volatile nature of geopolitics, human resources are moving away from tactical management and toward long-term planning.  HR professionals need to be able to detect demographic problems coming, lower political risks, and create flexible people strategies in order to be resilient, inclusive, and competitive in a global job market that is always changing.
[bookmark: _Toc211464959]3. The ways of addressing persistent skills gaps and talent shortages in organisations by SHRM
Economies throughout the world are facing challenges to their productivity and competitiveness due to ongoing shortages of workers with the right skills in vital industries, including technology, healthcare, and hospitality. Strategic Human Resource Management offers a comprehensive framework for proactively acquiring, developing, and retaining people in order to match worker competencies with organisational goals (Boxall and Purcell, 2016).
Workforce planning grounded on data analytics and labour market knowledge is a fundamental SHRM approach to talent shortages. According to Cappelli (2019), businesses may use predictive analytics to foresee when they will need certain skills in the future and spot any shortages in-house quickly. As an example, healthcare organisations may use workforce analytics to foresee when there will be a need for nursing experts, which can then inform strategic training programs or even global recruiting efforts. In a similar vein, IT companies ensure that upskilling projects are launched at the right time by using AI-driven HR systems to track developing cybersecurity and data science skills.
The key to closing the skills gap is investing in people's potential and encouraging lifelong learning. Human resources must foster a culture of learning that encourages employees to continue developing their skills throughout their careers, as the focus moves from fixed credentials to skill sets. Accelerating worker adaptation may be achieved via approaches including digital institutes, collaborations with educational institutions, and microlearning (Garavan, Carbery and Rock, 2012). Collaborating with tech businesses and colleges to co-design courses is one way to guarantee that graduates have the skills employers need. The hotel industry may benefit from competency-based apprenticeships and on-the-job training to retain younger workers and enhance service quality (Baum, 2015).
To compete for limited talent in tight job markets, companies must have strong employer brands and implement employee value proposition (EVP) initiatives. In industries with a bad reputation or high employee turnover rate, companies that foster an inclusive workplace, provide opportunities for advancement, and provide flexible work schedules may stand out (Kucherov & Zavyalova, 2012). In order to improve retention rates, human resources departments in the healthcare and hospitality industries should place a focus on employees' health, leadership that supports them, and a safe work environment.
In addition, alternative talent pools and foreign strategic sourcing may help in terms of the labour shortage issues. Organisations may get access to global capabilities without relocating entirely via managed migration programs, virtual work models, and gig-based employment (Farndale, Scullion and Sparrow, 2010). Nevertheless, human resources must adhere to ethical and legal requirements in all countries to guarantee cultural integration and fair labour practices.
More people may be considered for open positions when diversity and inclusion initiatives are implemented. To promote social sustainability, it is important to increase involvement from underrepresented groups, such as women in technology and senior healthcare professionals. Human resources must create inclusive hiring practices, including fair scheduling and return-to-work initiatives, to attract and retain a diverse workforce.
[bookmark: _Toc211464960]4. Reflective report on my current employment abilities
The capacity to quickly adjust to new innovations, as well as cultural intelligence and adaptability, are essential in today's globally linked and technologically advanced workplace. In light of those requirements, I will detail below some of the core skills that have prepared me for work on a global scale.

Figure: My employability skills
Source: Author
Technological capability: The capacity to use technology effectively is a strong attribute of myself. Digital communication software that improves worldwide connection, cloud-based teamwork platforms, and data presentation tools are all areas in which I excel. I successfully used Power BI and other AI-assisted technologies to combine data insights for an academic project that analysed HR indicators. This competency is helpful for addressing digital problems and making decisions based on evidence, both of which are in high demand in global human resources positions (Boxall and Purcell, 2016). To bolster this skill, I want to educate myself on new technology, particularly HR automation tools and predictive analytics.
Cross-cultural adaptability: The capacity to adapt to other cultures has grown as a result of working and learning with people from many walks of life. I have learnt to adapt my actions and words to fit various cultural standards by using the idea of cultural intelligence proposed by Tarique and Schuler (2012). Yet, there are instances when I find it difficult to discern nonverbal signs of cultural norms in online contexts. In order to better myself, I plan to participate in cultural immersion programs and foreign seminars that will broaden my perspective and help me adjust to other environments.
Critical thinking: My capacity for critical thinking is expanding as a result of my coursework. My ability to critically evaluate international HR issues and draw connections to their strategic consequences has improved thanks to case-based learning. However, in situations when time is of the essence, I sometimes choose expediency over thoroughness, which compromises the quality of my analysis. I want to develop this skill more to enhance my ability to make decisions in critical times. 
Emotional resilience: Emotional intelligence is another skill I have for work in an internal context. I have had to deal with ambiguity and tremendous workloads, which have required me to be emotionally strong.  I know that I am strong and can stay cheerful even when things are hard because of the psychological capital model. However, to keep up my performance in tough worldwide scenarios, I wish to improve my ability to control my emotions via mindful meditation and better time management.
[bookmark: _Toc211464961]Conclusion 
In conclusion, managing human capital is very important for a business's success as the company sees employees as significant, valuable resources that, once taken care of, increase productivity, income, and turnover rates.  Technology has changed human capital management by giving people data-driven insights that help them make better decisions, automating tasks, and making processes more efficient.  HCM is greatly affected by demographic shifts and geopolitical challenges since they affect the workforce's capacity, demand, and skill level.  Organisational leaders should make good talent management programs that assist employees learn new skills so they can compete for jobs both at home and abroad.


[bookmark: _Toc211464962]References
Autor, D., and Salomons, A. (2018) ‘Is automation labour-displacing? Productivity growth, employment, and the labour share’, (No. w24871). National Bureau of Economic Research.
Baum, T. (2015) ‘Human resources in tourism: Still waiting for change?–A 2015 reprise’, Tourism Management, 50, 204-212.
Bloom, D. E., Canning, D., and Fink, G. (2010) ‘Implications of population ageing for economic growth’, Oxford review of economic policy, 26(4), 583-612.
Boxall, P. and Purcell, J. (2016) Strategy and Human Resource Management. 4th edn. London: Palgrave Macmillan.
Brougham, D. and Haar, J. (2018) ‘Smart technology, artificial intelligence, robotics, and algorithms (STARA): Employees’ perceptions of our future workplace’, Journal of Management and Organization, 24(2), pp. 239–257.
Budhwar, P., Malik, A., De Silva, M. T., and Thevisuthan, P. (2022) ‘Artificial intelligence–challenges and opportunities for international HRM: a review and research agenda’, The InTernaTIonal Journal of human resource management, 33(6), 1065-1097.
Cappelli, P. (2019) Talent on Demand: Managing Talent in an Age of Uncertainty. Boston: Harvard Business Review Press.
Connell, J., Nankervis, A., and Burgess, J. (2015) ‘The challenges of an ageing workforce: an introduction to the workforce management issues’, Labour and Industry: a journal of the social and economic relations of work, 25(4), 257-264.
De Stefano, V. (2015) ‘The rise of the just-in-time workforce: On-demand work, crowd work, and labour protection in the gig-economy’, Comp. Lab. L. and Pol'y J., 37, 471.
Farndale, E., Scullion, H. and Sparrow, P. (2010) ‘The role of the corporate HR function in global talent management’, Journal of World Business, 45(2), pp. 161–168.
Fleming, P. (2017) The Death of Homo Economicus. London: Pluto Press.
Garavan, T.N., Carbery, R. and Rock, A. (2012) ‘Mapping talent development: Definition, scope and architecture’, European Journal of Training and Development, 36(1), pp. 5–24.
Huang, M. H., and Rust, R. T. (2021) ‘A strategic framework for artificial intelligence in marketing,’ Journal of the academy of marketing science, 49(1), 30-50.
Kniffin, K. M., Narayanan, J., Anseel, F., Antonakis, J., Ashford, S. P., Bakker, A. B., ... and Vugt, M. V. (2021) ‘COVID-19 and the workplace: Implications, issues, and insights for future research and action’, American psychologist, 76(1), 63.
Kucherov, D. and Zavyalova, E. (2012) ‘HRD practices and talent management in the companies with the employer brand’, European Journal of Training and Development, 36(1), pp. 86–104.
Lin, C., Yu-Ping Wang, C., Wang, C. Y., and Jaw, B. S. (2017) ‘The role of human capital management in organizational competitiveness’, Social Behaviour and Personality: an international journal, 45(1), 81-92.
Ng, E. and Parry, E. (2016) ‘Multigenerational research in human resource management’, Research in Personnel and Human Resources Management, 34, pp. 1–41.
Schwab, K. (2017) The Fourth Industrial Revolution. New York: Crown Business.
Scullion, H., Collings, D.G. and Caligiuri, P. (2016) Global Talent Management. London: Routledge.
Sternfels, B., Singhal, S., Levy, C., Weddle, B., Fox, Z., and Watters, M. (2025) ‘Multinationals at a crossroads: Adapting to a new geopolitical era’, The McKinsey Quarterly.
Tarique, I., and Schuler, R. (2012) Global talent management literature review. White paper: SHRM Foundation.
World Bank (2023) Global Economic Prospects: January 2023. Washington, DC: World Bank.
World Economic Forum (2020) The Future of Jobs Report 2020. Geneva: WEF.

Technological capability


Cross-cultural adaptability


Critical thinking


Emotional resilience















Aging population 


Geopolitical unrest


Different legal requirements









11

image1.png
Prifysgol Cymru
¥ Drindod Dew Sant

J University of Wales
Trinity Saint David




image2.png
WHAT EMPLOYEES WANT BY GENERATION

v
N

BABY BOOMERS
(1946-1964)

BEST WORK TRAITS

* Optimistic
* Enjoy monitoring
* Strong work ethic

GEN X
(1965-1979)

BEST WORK TRAITS

* Independant
¢ Innovative
* Strong

communication

MILLENIALS
(1980-1995)

BEST WORK TRAITS

* Tech savvy

* Collaborative

* Focused on the
greater good

GEN Z
(BORN AFTER 1996)

BEST WORK TRAITS

« Digitally fluent

* Practical

* Flourish in diverse
workplaces

WHAT THEY WANT FROM WORK

A loyal employer
Hierarchical culture
The chance to
mentor others
Respect

A trustworthy

employer

Problem solving

opportunities

* Competent
Colleagues

* Autonomy

An empathetic

employer

Meaningful work
n

* A culturally
competent employer

* Competitive wages

* Mentorship

Stability




