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[bookmark: _Toc213627960]Question-1 
The ways technological advancement is reshaping labour markets 
The UK, and the world at large, is witnessing the transformation of the way people work with new technologies such as artificial intelligence (AI), automation, and digital work platforms. The rate of increase in the number of jobs using AI in the UK is far higher than in other forms of jobs. Productivity is also increasing faster in companies that employ AI, nearly five times that of companies that do not. As reported by the Office for National Statistics (ONS) in 2023, the UK has only 9% of its companies utilizing AI, yet this figure rapidly increases (ONS, 2025). According to Jung and Desikan (2024), the Institute of Public Policy Research (IPPR), it is possible that in the coming years, there will be as many as 8 million jobs in the UK that are changed or replaced by AI, since now most daily tasks can be undertaken by machines.
[bookmark: _Hlk213619507]Uber, Fiverr, and Upwork are some of the digital platforms around the world that provide more people with opportunities to make money online (Whalley, Stocker and Lutz, 2024). According to the International Labour Organization (2023), these platforms enable individuals to operate anywhere, and most of the workers have no employment or benefits. It was also revealed by the World Economic Forum (2025) that approximately 86 % of enterprises anticipate the forthcoming changes in the way they conduct business by 2030 due to AI and emerging technology. This indicates that technology is transforming employment all over.
The implications of technological advancement for Human Resource Management (HRM)
To the HR managers, technology translates to tremendous transformation in hiring, training and management of people. Training and learning have become extremely significant since many workers require new digital and AI skills. The studies in the UK indicate that approximately half of the workers will require certain retraining due to the practice of automation. The HR departments can no longer afford to invest more in recruiting new individuals but rather in enabling employees to acquire new skills and develop with the technology (Alaghbari et al., 2024).
Recruitment is also evolving. Individuals with AI or digital capabilities usually receive 10 to 15 % more than other people, and therefore, HR must compete to recruit and retain such talent. The roles are also changing as machines can also perform a normal job, and thus more human workers are concentrating on creative, social and problem-solving skills (Hartanto, 2023). HR must also address flexible work, remote employment, and gig work in an equal and equitable manner so that every employee feels valued and appreciated.
The implications of technological advancement for International Human Resource Management (IHRM)
In the case of global companies, technology enables one to hire employees anywhere around the world. Nonetheless, it comes with new problems of dealing with employees in other nations, time zones, and legal frameworks. Technology has helped global companies to employ workers located anywhere around the globe (Prasad et al., 2024). Revolut, as an example, has employees in more than 30 countries, and Microsoft has international teams that operate online using Microsoft Teams and Zoom. Nonetheless, that brings about difficulties in the form of time zones, labour regulations, and data protection regulations, including the GDPR of the EU (Kim, Wang and Boon, 2021). Those who are freelancers on sites like Upwork or Fiverr also require fair contracts and payment. There is also inequality in technology among the workers, such as supermarket chains such as Tesco, that use self-checkout machines, decreasing the number of cashiers (Vrontis et al., 2023). To show fairness, international HR managers ought to foster equality of training, good remuneration, and diversity so that all employees can adjust to technological change.


[bookmark: _Toc213627961]Question-2 
These are the main demographic and geopolitical factors influencing employment markets nowadays. These two factors also pose challenges for HR professionals.  These issues are described below.
Demographic factors
The ageing population in most developed nations is one of the significant demographic changes. To illustrate, the proportion of individuals above 65 years old in the UK is expected to increase by approximately 19.6% to 25.1% in 2024 and 2050, respectively (Barton, Sturge and Harker, 2024). This implies that there are fewer young employees made available in the job market and more aged employees remaining or re-entering the job market. The other is a decreasing birth rate. In England and Wales, the fertility rate had dropped to 1.49 children per woman in 2022, the lowest recorded since the 1930s (GOV.UK, 2025). This puts more pressure on the future workforce with a smaller number of young people emerging.
To HR professionals, these trends suggest factors such as that it is harder to plan the smaller talent pool, working with multi-generational workforces (young and older working together), and creating jobs and benefits that are preferred by older workers (e.g. flexible working hours, health benefits) (Ziyadullayevich and Qizi, 2021). They will also be required to promote lifelong learning, as such employees older than 45 years might require retraining.
Geopolitical factors
Employment markets are also getting affected by global politics and economics. The World Economic Forum (2025) sees that nearly 34% of organizations predict that geopolitical tensions and fragmentation (trade wars, restrictions on investment) will significantly change their operations within five years. As an example, the International Labour Organization (ILO) has reduced its jobs outlook in the world by 2025 to 53 million new jobs (a cut of 7 million of the previously projected jobs) due to slower growth and trade shock. The import restrictions are increasing is almost ten % of the world's imports in 2024 (ILO, 2025). The implication to HR professionals is uncertainty in workforce planning and hiring (due to a shift in supply chains or trade), remote and global working (different countries have different rules), and compliance with new and evolving laws (immigration, trade, labour rights) (Hatmaja and Fuddin, 2023). They should also consider risk management of talent supply, since geopolitical disruption can decrease accessibility of some talent or sources of labour.
[bookmark: _Toc213627962]Question 3
Strategic HRM in dealing with skills gaps and talent shortages.
In numerous organizations, skills gaps and shortages in talent persistently exist, particularly in areas that are considered critical as technology, hospitality, and healthcare. These loopholes are created when employees lack the appropriate skills required for the job. Strategic Human Resource Management (HRM) contributes significantly to this problem by balancing the people’s strategies with the business objectives and has the right talent at the right time (Boon et al., 2018).
Workforce Planning and Forecasting: The initial action involves knowing what skills are required in the present and planning for the future by the organization. Workforce planning enables HR to understand the areas that do not have skilled workers and anticipate future requirements in terms of talent. As an example, a hospital may find that it requires a shortage of qualified nurses within the next five years (Boselie and van der Heijden, 2024). The HR can then begin to prepare recruitment and training programs early enough to man those positions before the shortage becomes a critical situation.
Training and Development: Investing in the training of employees is one of the best methods of bridging skills gaps. Continuous learning can be provided in the form of workshops, online courses or mentorship programs by organizations. As an example, a technology firm can offer an upskilling experience in the form of coding boot camps or data analytics certifications to its staff. This not only addresses the existing skills gap but also raises employee satisfaction and retention.
Strategic Recruitment and Employer Branding: Recruitment needs to be intelligent, and an employer brand is needed to attract talented employees. Through social media, professional networks and university relationships, companies may access a broader pool of talent. Indicatively, hospitality enterprises with a shortage of staff in hotel industry posts can cooperate with hospitality educational institutions to provide internship programs, which can subsequently become permanent employment (Taylor, Doherty and Kerwin, 2024). The organization is also more attractive to potential candidates through good benefits and a positive working culture.
Career Development and Retention of Talent: Retaining talented employees is crucial as recruiting them. The HR can use career development plans, performance rewards and flexible working schemes to encourage employees (Prasad et al., 2024). In the medical profession, such as in the case of nurses, providing nurses with a career opportunity as senior practitioners or managers will ease turnover and enhance job satisfaction.
Technology and Data Analytics: The implementation of technology within modern HR departments is utilized to monitor the performance of employees, identify skills gaps, and design development programs. Artificial Intelligence can be used to evaluate the information, creating a forecast of what kind of skills will be required and assisting the HR in creating specific strategies (Alaghbari et al., 2024).
Strategic HRM assists organizations in bridging the skills gap and coping with the talent shortage by planning in advance, nurturing the existing talent, recruiting new talent, and providing favorable working conditions. The businesses will be able to develop a highly qualified workforce that can handle emerging challenges in the future through these undertakings.


[bookmark: _Toc213627963]Question 4
Reflective Report on Working Effectively in an International Context
[bookmark: _Toc213627964]The current globalized and changing world requires employees to be able to work across borders, adjust to technological changes, and update their skills on a regular basis. The new world of work requires innovation, flexibility and teamwork to be successful in the global world. This reflective report assesses my present skills in five major domains, which include technology, communication, teamwork, leadership, and self-directed learning. I shall examine my strengths and weaknesses in each aspect and explain how I intend to leverage my strengths and work on my weaknesses. The reflection is based on my new learning experience this term and my former work experience in a multicultural environment.
[bookmark: _Toc213627965]Technology
[bookmark: _Toc213627966]Technology has ensued to be a key component of nearly all work undertakings, and I find myself quite capable of utilizing digital technologies and systems. In this term, I have utilized different online platforms like Microsoft Teams, Google Drive, and Zoom to do group work. Canva and PowerPoint were also used to create visual presentations. These experiences have boosted my level of confidence in employing technology in communication and collaboration. The main strength I have is that I learn new technologies quickly. An example is how our group had to use Trello in project management; I did research on the tutorial and later mentored my groupmates on its usage.
[bookmark: _Toc213627967]But I can also understand that my technical expertise remains primitive in accordance with the requirements of most contemporary workplaces. I am not very familiar with modern technologies such as data analytics software, artificial intelligence implementation, or code-writing. This is an area that I need to improve on since most industries have shifted towards using data in their decision-making. My intended remedies to this weakness include online learning of online courses in digital literacy and data analytics through online platforms like Coursera or LinkedIn Learning. I will also train the application of new tools in academic projects to enhance my digital confidence.

[bookmark: _Toc213627968]Communication
[bookmark: _Toc213627969]My multicultural work experience has provided me with an understanding of the necessity of effective and respectful communication. This semester, I was able to engage in several group discussions with other students who have different cultural and linguistic backgrounds. I am primarily a good listener and empathetic to others as they may present their ideas. I also ensure that all people feel listened to, and this will create a good working environment.
[bookmark: _Toc213627970]Simultaneously, there are moments when I cannot articulate the complicated concepts, particularly when writing online. I talk too fast or use colloquial terminology, and this may result in misinterpretation. To become better at it, I am going to train in the skills of public speaking publicly and making presentations using university workshops or a student society. I will also consult my classmates and lecturers after every presentation to know where I am failing as far as clarity and confidence are concerned. Moreover, by reading professional articles and listening to podcasts in the English language, I will be able to form a more professional and polished style of communication in an international environment.
[bookmark: _Toc213627971]Teamwork
[bookmark: _Toc213627972]A global workplace involves teamwork because, in most instances, collaboration may take place across various time zones and cultures. I like collaborating with people and regard myself as an understanding and trustworthy team player. During one of our new group projects, I assisted in the organization of our meetings, deadlines, and made sure that each task was evenly distributed. I also attempted to encourage the team when faced with difficulties like slow responses to communication or opposing ideas. These experiences revealed that I am strong in terms of being cooperative, adaptable, and solution oriented.
[bookmark: _Toc213627973]Nonetheless, indecisiveness to disagree or argue with others, particularly when team colleagues are more knowledgeable or assertive in their views, is one of my weaknesses. I am even concerned that my proposals may not be welcomed. To solve this, I will strive to gain more confidence in expressing my opinions by preparing well-argued arguments to reinforce my thoughts. Debates and peer discussions will also make me more assertive in a respectful manner. Next time, I will be able to be more active in decision-making processes across the team, particularly in the international environment, when various perspectives result in improved outcomes.
[bookmark: _Toc213627974]Leadership
[bookmark: _Toc213627975]Managing people of different backgrounds involves the capacity to influence, mentor, and encourage them, which is essential in leadership in a global workplace. I have also had a few chances to oversee small project groups, and this has enabled me to know my strengths and weaknesses. My primary factor is enhancing inclusivity and making everyone feel appreciated. Here is an example of when I was given a group presentation task, one of my teammates showed shyness in speaking English. I urged them to play a significant but lesser role in the presentation and to support them with the practice sessions. This experience made me understand the role of empathy as a leader.
[bookmark: _Toc213627976]Nevertheless, I also tend to overcome tasks instead of assigning tasks to other people. I also have a tendency to fear that other people will fail to deliver their work on time, and that elevates my stress levels. I will also become a better leader by engaging in more delegation and giving clear instructions to improve this aspect. I will also read about various leadership styles, transformational and situational leadership, to know how to change my approach based on both the team and the situation.
[bookmark: _Toc213627977]Self-Directed Learning
[bookmark: _Toc213627978]My greatest strength is that I am a self-motivated learner. I like to create personal goals, research resources on my own, and keep track of my development. I established a goal related to my academic writing skills, and, therefore, I participated in writing workshops, examined materials on the internet, and asked my lecturer to comment on them. This is an active approach, which has assisted me in excelling in my studies.
[bookmark: _Toc213627979]Nevertheless, I find myself effective in time management at times in solving many tasks. I procrastinate at times, which impacts my productivity. To solve this, I will apply time management applications like Google Calendar and Trello to give priority to activities and come up with achievable deadlines. I will also embrace the Pomodoro technique, which will help me stay focused when studying. My self-directed learning will be efficient and balanced by the enhancement of my time management.
[bookmark: _Toc213627980]Conclusion
[bookmark: _Toc213627981]Overall, my reflection indicates that I have multiple major strength areas, such as flexibility in technology, compassionate communication, and collaboration in a team, participatory leadership, and personal drive in the learning process. These attributes make me fit well to work in an international setting. Nevertheless, I also realize what areas need to be improved, especially with high-level technical abilities, ability to assert in teamwork, effective communication, and time management. Online Cour practice and seeking, leadership practice, and improved organizational tools are the areas that I am planning on improving.
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