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 Introduction
This report provides a critical analysis of how national and international labour markets impact strategies in Human Resource Management (HRM) and International Human Resource Management (IHRM). It brings together current research, real-world data, and business case studies to explore four main themes such as how technological progress affects labour markets, the influence of demographic and geopolitical factors, approaches to overcoming skills shortages in vital industries, and a personal evaluation of my preparedness to work globally in a technology driven setting. 
1. Technological Advancements Reshaping Labour Markets and Implications for HRM/IHRM
Technological changes specifically artificial intelligence (AI), automation, and digital platforms are changing the nature, content and location of work. The Organisation for Economic Co-operation and Development and World Economic Forum recent reports identify that AI and machine learning are widening the set of cognitive tasks that can be automated, both creating a risk and a potential opportunity for work (OECD, 2024; WEF, 2023). The ILO and World Bank point out that while total unemployment in recent years has been very low, technological change renders skill mismatches and job polarisation more entrenched (ILO, 2024; World Bank, 2024). From the HRM perspective, the short-term consequences are re-designing the job, recruitment and performance management systems. Recruitment technology powered by AI increases screening efficiency but raises questions of bias and transparency that require HR to reconsider governance, fairness audits and vendor management (HBR, 2023). Automation of routine tasks compels HR to rethink career trajectories, early careers increasingly blend technical and soft skills and organisations must consider task reskilling rather than role reduction (WEF, 2023; OECD, 2024).For IHRM, technology accelerates globally dispersed workforces and virtual mobility. Virtual platforms facilitate international talent pooling but also pose complex cross border regulatory, data protection and tax issues (World Bank, 2024). IHRM must therefore adapt policies to virtual global teams, maintain compliance with heterogeneous labour laws, and develop global mobility plans considering digital nomadism and flexible assignments (McKinsey, 2025). Strategically, HR leaders should adopt a two-pronged approach, invest in continuous upskilling and reskilling and also have ethical AI governance. Initiatives like Singapore's SkillsFuture demonstrate national level co-investment in skills that can be replicated a level by firms such as HR through provision of learning stipends, micro-credentialing within companies and partnerships with training providers (SkillsFuture, 2025). Moreover, AI-driven HR analytics is able to predict attrition and skill shortages, enabling preemptive talent pipelines, however, algorithmic reliance demands transparency and human oversight to avoid reinforcing existing biases (HBR, 2023; OECD, 2025). Human resources play a crucial role in ensuring that the deployment of AI is in line with organisational values and complies with regulatory standards. This requires the establishment of ethical frameworks for AI that specifically tackle issues such as algorithmic bias in areas like recruitment, performance assessment, and employee monitoring systems. 
A study published in the Harvard Business Review highlights that 78% of HR leaders feel uncertain about their organisation’s capacity to manage AI bias, illustrating significant gaps in governance capabilities (Tamayo et al., 2023). Effective governance of AI demands collaboration across various functions such as HR, IT, legal, and operational units to create oversight mechanisms. These mechanisms may include assessments of algorithmic impacts, protocols for auditing bias, and involving employees in the design of AI systems. Forward-thinking organisations often create AI ethics boards that include employee representatives, acknowledging that trust in the workforce and the legitimacy of the organisation rely on inclusive governance of technology. Ultimately, the findings indicate that while technology presents challenges of potential job displacement, it also offers opportunities for transformation. With effective management and strategic investment in human capital, organisations can enhance productivity and generate new job opportunities. Human Resource Management (HRM) and International Human Resource Management (IHRM) initiatives must strike a balance between automation and the development of human skills. This balance should ensure that workforce planning integrates scenario modelling, ethical guidelines for AI, and frameworks for managing global talent, all of which contribute to maintaining organisational resilience.
2. Demographic and Geopolitical Factors Influencing Employment Markets and HR Challenges
Demographic and geopolitical forces are big structural drivers of labour markets. Ageing populations in the majority of advanced economies cause labour shortages in the labour intensive sectors and pension strains, on the other hand, youth bulges in some parts of Africa and South Asia drive other demands for job creation and vocational training (World Bank, 2024; ILO, 2024). Mobility and migration respond to these population trends but also pose HR issues. Host country integration, qualification recognition abroad, and cross-cultural management are realistic HR concerns. Geopolitics dictates migration policy, sudden changes can reverse talent supply for industries dependent on international labour, healthcare and hospitality (Reuters, 2025).Geopolitical tensions such as trade wars, sanctions, and shifting supply chains create uncertainty in multinational operations. IHRM must manage contingency workforce redeployment planning, sanctions compliance, and local HR strategies when international mobility is restricted (McKinsey, 2025). The spread of COVID-19 and supply-chain reorientations have further enhanced the necessity for agile workforce models and redundancy planning. Labour market participation is also influenced by shifting social expectations and gender dynamics. Despite increases in women's labour-force participation across most domains, women remain underrepresented in the STEM fields and are contributing to tech-sector shortages (OECD, 2023). HR must design inclusive recruitment and retention practices, eliminating obstacles such as caregiving responsibilities through flexible work and targeted development initiatives.
Political economy factors such as wage policy, minimum wages, collective bargaining and employment protection legislation have a direct influence on HR practices. For instance, raising minimum wages or better collective bargaining in some European countries demands changes in compensation strategy and labour cost projections (OECD Employment Outlook, 2023). In addition, environmental, social and governance pressures encourage HR to incorporate social sustainability issues into employment policies, influencing recruitment brand and employee relations. Critically, these geopolitical and demographic drivers pose three pragmatic challenges to HR practitioners such as forecasting the talent supply in conditions of high uncertainty, reconciling legal and ethical compliance across borders, developing inclusive, resilient workforce designs that respond to social and political change. Working with them requires HR practitioners to develop improved data literacy, geopolitical risk awareness, and cross-cultural capacity, along with responsive reward schemes and collaborative working arrangements with governments and schools.
The effects of AI on labor markets are experienced unevenly, influenced by geographic areas and demographic groups. According to the OECD (2023), older individuals, racial minorities, and those in remote regions are especially at risk due to limited access to reskilling opportunities. Women find themselves in a mixed situation; while they may face job losses in administrative positions, there are new opportunities emerging in the healthcare and education sectors. Developing countries encounter unique challenges, as their reliance on manufacturing for economic development could be disrupted by automation of routine tasks before they have sufficient income levels. Reveals striking statistics 57% of jobs in OECD countries face a high automation risk, while this figure escalates to 69% in India and 77% in China. This suggests that, without intentional policy intervention, technological developments could widen the gap in global income levels (The World Bank, 2024).
3. Addressing Skills Gaps and Talent Shortages in Critical Sectors Through Strategic HRM
The swift evolution of the labour market driven by AI is causing significant discrepancies between worker skills and the demands of new job roles. Predicts that around 1.1 billion jobs globally will experience major transformations within the next decade, and roughly 50% of the workforce will require extensive reskilling (OECD, 2024). This rapid turnover of necessary skills challenges conventional education and training frameworks that are based on fixed occupational categories. Furthermore, findings from a survey indicates that by 2025, 44% of employees will face disruptions in their core skill sets, with key competencies like analytical thinking, creativity, and technological proficiency emerging as essential for future success. Only 42% of employers feel equipped to provide the necessary reskilling for employees transitioning into AI-enhanced positions (Di Battista et al, 2023). This highlights substantial limitations within organisations to effectively navigate workforce transitions, underscoring an urgent need to enhance reskilling initiatives and strategies. 
Long-term skill shortages are common in technology, hospitality and healthcare sectors. Structural imbalance between occupations, changing technical requirements and suitably qualified applicants exists according to McKinsey and OECD analysis, 87% of firms report facing skills shortages or expecting to do so in the near term (McKinsey; OECD, 2024). Strategic HRM responses must be multi-dimensional. First, employer-led training and expanded apprenticeships bridge short-term shortages. Firms like Amazon and Siemens have intensified in-house career credential programs to upskill workers into needed roles (HBR, 2023; McKinsey, 2025). Second, partnerships with vocational schools and government initiatives such as Singapore's SkillsFuture are stepping stones to mid-skilled roles, critical to hospitality and healthcare (McKinsey Health Institute, 2025). Targeted talent-sourcing practices can widen the talent pool, diverse hiring practices, return to work programmes for carers, and international recruitment of scarce occupations. Strategic IHRM planning for relocation assistance, credential recognition and retention bonuses to avert churn, international recruitment does (World Bank, 2024).HR needs to implement learning architecture with micro-credentials, modular streams of learning and on-the-job experiential learning as priorities. There is evidence that firms which integrate continuous learning into career ladders improve retention and resilience (OECD Skills Outlook, 2023). HR measurement must shift away from fixed qualifications to competency-based assessment of demonstrable capability and learning agility. Strategic deployment of contingent labour and technology can bridge gaps while long term pipelines are constructed. For instance, telemedicine platforms partly offset shortages of physicians in rural areas but require HR policies for distant clinical governance and cross-jurisdictional licensure (McKinsey Health Institute, 2025). Inhospitality, digital tools increase workforce flexibility but must be balanced against job quality and schedule equity. Finally, practices to retain talent are also important, competitive total reward packages, clear career progression, and leadership support delay turnover in high-stress sectors like healthcare. Success must be tracked by HR. Linking training investments to business KPIs such as patient outcomes, customer satisfaction, strengthens the business case for continued investment. Overall, it takes systemic collaboration between governments, employers and education providers together with firm-level strategic HRM interventions ranging from competency based hiring and modular training to inclusive sourcing and retention initiatives. HR leaders who are adopting evidence-based workforce planning and adaptive talent designs are best placed to attract high-priority talent into high-priority industries.
4. PESTLE Analysis: External Factors Shaping Labour Markets
	PESTLE Factor
	Implication for HR/IHRM

	Political
	Immigration policy, labour law, trade restrictions, requires compliance, flexible mobility policies and contingency planning (ILO, 2024).

	Economic
	Wage pressure, inflation, unemployment trends, Influences compensation strategy and workforce planning (OECD, 2023).

	Social
	Demographic ageing, gender participation, changing worker expectations, need for diversity, inclusion, flexible work and caregiving support (World Bank, 2024).

	Technological
	AI, automation, digital platforms reshape job content and skills needs, mandates reskilling and AI governance (OECD, 2024; HBR, 2023).

	Legal
	Data protection, cross-border employment law, health and safety, require robust IHRM compliance frameworks and local expertise (World Bank, 2024).

	Environmental
	Green transition affects skills and job creation, HR must plan for green reskilling and ESG-aligned workforce policies (OECD Skills Outlook, 2023).




5. Reflective Report On International and Technological Workplace
As an MBA student currently engaged in the International Human Resource Management module, I've taken the opportunity to assess my skills across several vital areas: technology, communication, collaboration, leadership, and independent learning. This reflection is informed by my past educational experiences, group projects, and interactions with international peers during the previous term. I have developed a solid intermediate level of digital literacy, particularly in relation to HR analytics and online collaboration platforms. I feel confident in my abilities to interpret data, perform basic modeling, and use virtual meeting tools effectively for communication. These competencies have enabled me to make valuable contributions to group assignments and to interact with a variety of viewpoints. Nonetheless, I recognize that I have areas for improvement, especially regarding AI governance and advanced analytical skills. Given the rapid pace of technological advancements in HRM, it is essential that I continue to learn and grow in these domains. Understanding AI governance will be increasingly important as organisations rely on AI tools for various HR functions, such as recruitment and performance evaluation. Looking ahead, I am dedicated to bridging these skill gaps through focused learning and hands-on experiences. By actively pursuing professional development opportunities, I plan to enhance my technological skills and increase my overall effectiveness in a global, tech-driven workplace. The combination of my existing skills and a commitment to ongoing learning will prepare me to tackle future challenges and seize opportunities in the HRM field. To address this, I plan to undertake special short courses in AI ethics and HR analytics (OECD, 2025; HBR, 2023). Multicultural seminar groups that I worked with during the term exposed me to diverse communication styles. I've improved my ability to explain sophisticated HR models in a nutshell and facilitate language translation for international peers. A noted weakness is occasional excessive use of technical terminology with generalists, I will work to express technical findings in short, reader-oriented summaries. Project work improved my team player skills, particularly coordinating virtual teams across time zones. I actively help with the assignment of tasks and conflict resolution. I can improve by delegating more and giving some ownership of deliverables to team members to generate ownership. My participative and developmental approach to leadership is to invite input and build consensus. Evidence from peer feedback indicates this engages but slows down decisive action in critical time-sensitive situations. I will use participative leadership alongside more structured decision-making processes when speed is important.I show strong intrinsic motivation for continuous learning evidenced by completing supplementary readings and participating in webinars. To benefit from this competency, I will develop a formalised personal development plan with micro-credentials and reflective practice logs to document competencies acquired. In the short term, I will particularly take online modules in AI ethics and HR analytics and practice condensing analytic results in executive summaries in presentation practices, adopt a rotating leadership style in group work to enhance delegation skills, maintain a learning portfolio according to industry frameworks. These steps align with organisational requirements to combine technological know how with intercultural and leadership capabilities (World Bank, 2024; OECD Skills Outlook, 2023).
 Conclusion
National and international labour markets are being transformed by the compounding pressures of technology, demography and geopolitics. HRM and IHRM policies that focus on reskilling, ethical AI governance, inclusive talent pipelines and adaptive mobility arrangements can mitigate threats and seize opportunities. Organisations must adopt evidence-based workforce planning, engage with education systems, and facilitate HR professionals' acquisition of data literacy and cross-cultural competence. Personally, I will continue to acquire technical and leadership competencies through targeted learning and reflective practice so that I am capable of functioning efficiently in worldwide, technology-enabled workplaces.






References
International Labour Organization (2024) World employment and social outlook: Trends 2024. Geneva: ILO. Available at: https://www.ilo.org/sites/default/files/wcmsp5/groups/public/%40dgreports/%40inst/documents/publication/wcms_908142.pdf (Accessed: 11 October 2025).
Green, A., 2024. Artificial intelligence and the changing demand for skills in the labour market (No. 14). OECD Publishing.
Koettl, J., Johansson de Silva, S., Kupets, O., Olefir, A. and Safir, A., 2015. Skills Gaps and the Path to Successful Skills Development: Emerging Findings from Skills Measurement Surveys in Armenia, Georgia, FYR Macedonia, and Ukraine, Report no. ACS14318. Washington, DC: World Bank.
Di Battista, A., Grayling, S., Hasselaar, E., Leopold, T., Li, R., Rayner, M. and Zahidi, S., 2023, November. Future of jobs report 2023. In World Economic Forum (pp. 978-2).
Tamayo, J., Doumi, L., Goel, S., Kovacs-Ondrejkovic, O. and Sadun, R., 2023. TALENT MANAGEMENT Reskilling in the Age of Al. Harvard Business Review, 101(9-10), pp.56-65.
Rosak-Szyrocka, J., Tripathi, S., Garcia, M.B., Festa, G. and Launer, M.A. (2025). Reskilling and Upskilling in the Age of AI. CRC Press.
OECD (2023). OECD Skills Outlook 2023 Skills for a Resilient Green and Digital Transition. OECD Publishing.
Jooss, S., Collings, D.G., McMackin, J. and Dickmann, M. (2023). A Skills‐matching Perspective on Talent management: Developing strategic agility. Human Resource Management, [online] 63(1), pp.141–157. doi:https://doi.org/10.1002/hrm.22192.
Reuters Staff (2025). Global unemployment set to hold near historical low of 5%, ILO says. Reuters. [online] 16 Jan. Available at: https://www.reuters.com/markets/global-unemployment-set-hold-near-historical-low-5-ilo-says-2025-01-16/.
OECD (2024). OECD Employment Outlook 2024 The Net-Zero Transition and the Labour Market. OECD Publishing.
Fabio Paglieri (2024). Expropriated Minds: On Some Practical Problems of Generative AI, Beyond Our Cognitive Illusions. Philosophy & technology, 37(2). doi:https://doi.org/10.1007/s13347-024-00743-x.
Harvard Business Review (2024). The Year in Tech, 2025. Harvard Business Press.
Corbin, B. (2025). The Tech Revolution. John Wiley & Sons.
Singh, P. and Bajaj, B. (2025). Exploring Factors and Challenges Influencing Employee Well-being: Insights From HR Practitioners. South Asian Journal of Human Resources Management. doi:https://doi.org/10.1177/23220937241311657.
Morris, D., Vanino, E. and Corradini, C. (2019). Effect of regional skill gaps and skill shortages on firm productivity. Environment and Planning A: Economy and Space, 52(5), p.0308518X1988963. doi:https://doi.org/10.1177/0308518x19889634.


















image1.png
Prifysgol Cymru

Y Drindod Dewi Sant
University of Wales
Trinity Saint David





