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Technological advancements such as artificial intelligence (AI), automation, robotics and digital platforms are changing in way in which people work and organisations manage their employees (Vrontis, et al., 2023). These technologies have made work faster, more efficient and more data-driven but they have also changed the types of jobs available and the skills required in the labour market. Across different industries, technology is influencing both national and international labour trends which makes it necessary for Human Resource Management (HRM) and International Human Resource Management (IHRM) to adopt new strategies (Dickmann, 2021). AI and automation have replaced many repetitive and routine tasks that were before done by humans. In sectors such as manufacturing, administration and retail, machines and software now complete tasks such as data entry, production or order processing with high accuracy which has increased productivity and reduced labour costs (Pal, 2020). 
However, it has also caused job displacement for workers whose roles have been automated (Howcroft and Taylor, 2023). At the same time, technology has created new jobs that require specialised digital skills such as data analysis, software development and machine learning. As a result, organisations face a growing “skills gap” where the demand for digital talent exceeds the supply of skilled workers. HR managers are now focusing more on reskilling and upskilling programs to prepare employees for new technology-based roles. Moreover, digital platforms are also reshaping how people find and perform work (Idowu and Elbanna, 2022). Online job portals, social media networks and freelancing platforms have expanded access to global employment opportunities. Many individuals now work as freelancers or on short-term contracts which is known as the gig economy. This change allows organisations to hire talent from different parts of the world which increases flexibility and reduces costs (Bresciani, et al., 2021). However, it also presents challenges such as ensuring fair working conditions, consistent performance standards and legal compliance across different countries. HR professionals must design policies that protect workers’ rights while allowing flexibility in global hiring practices (Ezeafulukwe, et al., 2024).
Technology has also transformed the way HR departments operate. Many organisations now use digital systems for recruitment, performance management and employee communication (Wiblen and Marler, 2021). AI-based recruitment tools can display applications quickly and identify the most suitable candidates. Cloud-based HR platforms help companies manage employee data securely and support virtual collaboration between teams across different countries. In IHRM, these systems make it easier to monitor international employees, manage expatriate assignments and ensure alignment between headquarters and overseas branches (Sahakiants and Dorner, 2021). Virtual learning technologies have also changed the way in which training and development are delivered. Online courses, webinars and simulation-based learning allow employees to acquire new skills without needing to attend in-person sessions (Peisachovich, et al., 2021). Although technology brings many advantages, it also creates new challenges for HRM and IHRM. Data protection, cybersecurity and the ethical use of AI are becoming critical concerns. HR professionals must ensure that employee information is handled responsibly and technology enhances human relationships at work instead of replacing them (Parry and Battista, 2023).
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Figure 1: Demographic and geopolitical factors 
(Source: By Author)
· Ageing Populations: In many developed countries such as Japan, Germany and the United Kingdom, populations are ageing because people are living longer and birth rates are low (Robine, 2021). This results in fewer young workers entering the workforce and more older employees continuing to work. HR professionals face challenges such as planning retirements, managing health and wellness needs and updating older workers’ skills. Organisations are introducing flexible working hours, retraining and lifelong learning programs to keep older employees productive. For example, Toyota provides skill development programs in different countries for staff to help them adapt to new technologies and remain effective (Toyota, 2025).
· Youth Unemployment and Emerging Workforces: Countries such as India and Nigeria have a large number of young people entering the labour market every year (Olubusoye, et al., 2023). While this can be a source of energy and innovation, high youth unemployment and skill mismatches remain major challenges. HR professionals are pressurised to focus on training programs, mentorship and employment opportunities to make the workforce productive. Multinational companies invest in initiatives to prepare young workers for modern jobs. For instance, Google’s “Digital Skills for Africa” project teaches young people digital skills, entrepreneurship and problem-solving to match market demands which helps both the youth and organisations access skilled talent (Grow with Google, 2025).
· Migration and Workforce Mobility: People are increasingly moving across countries to find better jobs or escape conflict and poverty. Migrant workers play a key role in sectors such as healthcare, agriculture and construction (Zhang, et al., 2022). HR professionals are forced to manage legal compliance, cultural differences, language barriers and fair pay for migrant employees. Supporting integration and creating inclusive workplaces is essential. For example, the UK’s National Health Service relies on workers from Asia and Africa (Campbell, 2025). HR teams provide support programs, language training and cultural awareness initiatives to help migrant employees adapt to their new work environment and contribute effectively to the organisation.
· Geopolitical Conflicts and Instability: Political instability, wars and conflicts have disrupted labour markets, employee mobility and supply chains (Ulate, et al., 2025). For example, the ongoing war in Ukraine has displaced millions of workers and affected businesses across Europe including energy costs and production (Adolfsen, et al., 2022). HR professionals face challenges in maintaining workforce stability, supporting employees affected by crises and planning for recruitment interruptions. Companies must consider employee safety, emergency planning, remote work and humanitarian support in affected regions. Effective HR strategies during geopolitical crises ensure business continuity while protecting staff well-being, morale and productivity under uncertain circumstances (Edvardsson and Durst, 2021).
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Figure 2: Products imported by the U.S. from China
(Source: Council on Foreign Relations, 2025)
· Globalisation and International Trade Policies: Globalisation connects countries through trade and business, but it also increases vulnerability to policy changes, trade restrictions and economic shocks (Cuervo‐Cazurra, et al., 2020). Events such as Brexit have reduced the UK’s access to skilled European workers which has majorly affected sectors such as hospitality and logistics (Aerssen and Spital, 2023). Similarly, trade tensions between the US and China have influenced workforce planning and import or export of products in multinational firms (Council on Foreign Relations, 2025). HR professionals are stressed to overcome the issues by recruiting local talent, providing new training programs and offering flexible working arrangements to manage labour shortages. Understanding international laws, trade policies and workforce trends is essential for HR teams to maintain a competitive and resilient workforce in a globalised economy.
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Skills gaps and talent shortages have become serious challenges for organisations in many industries, especially in technology, hospitality and healthcare (Kwok, 2022). These gaps occur when the skills employees have do not match the skills employers need. Factors such as rapid technological change, ageing populations and limited access to training have made it difficult for organisations to find qualified workers. Strategic Human Resource Management (HRM) plays a key role in helping organisations overcome these shortages by developing long-term approaches to recruitment, training and employee development (Sepahvand and Bagherzadeh Khodashahri, 2021). In the technology sector, digital transformation has created a strong demand for employees skilled in areas such as artificial intelligence, data analysis, cybersecurity and software development. However, many workers lack these advanced technical skills. To address this, organisations can adopt strategic reskilling and upskilling programs. For example, Amazon launched its “Upskilling 2025” program in which it invests millions of dollars to train employees in cloud computing and machine learning (About Amazon, 2025). 
Strategic HRM can ensure that such programs align with business goals by identifying future skill needs and designing relevant learning opportunities. Partnerships between companies and educational institutions can also be effective (Gribkova, et al., 2020). Many tech firms can collaborate with universities to create internship programs and personalised courses that prepare students for future roles. In the hospitality industry, skills shortages are generally connected with high staff turnover, seasonal demand and perception of limited career growth. Strategic HRM can address these challenges by focusing on employee engagement, career development and employer branding (Mishra, 2024). Providing clear career paths, mentoring opportunities and flexible working arrangements can help attract and retain talent. Digital training platforms can also allow hospitality workers to improve their customer service and management skills, even in remote locations. Organisations such as Marriott International invest heavily in staff training and global leadership programs to build long-term loyalty among employees (Marriott, 2025). 
In the healthcare sector, the demand for skilled workers such as nurses, doctors and care assistants continues to exceed supply, especially after the COVID-19 pandemic. Strategic HRM can help healthcare organisations attract talent through international recruitment and workforce planning (Owolabi, et al., 2024). For instance, the United Kingdom’s National Health Service (NHS) actively recruits nurses and medical professionals from countries such as India and the Philippines to fill shortages (The Times of India, 2022). However, HR teams need to ensure that international recruitment follows ethical guidelines and provides proper support for relocation and cultural adjustment. In addition to hiring, HR managers in healthcare can focus on continuous professional development and emotional support programs to prevent burnout and improve job satisfaction (Farahmand, et al., 2022).
Across all industries, strategic HRM can use workforce analytics to predict future skill shortages and design proactive solutions. By collecting data on employee performance, training outcomes and turnover trends, HR professionals can make informed decisions about talent management (Rishiraj and Shukla, 2023). Promoting diversity and inclusion can also help in addressing skills gaps as it allows organisations to access a wider range of ideas and perspectives. Through strategic HRM, organisations can move beyond short-term hiring solutions and build a sustainable talent group. By investing in learning, development and inclusive workforce planning, employers can respond more effectively to ongoing changes in technology and the global labour market (Ezeafulukwe, et al., 2024).
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Strengths and Weakness Identification
Working in a globalised environment requires employees to have adaptability, cultural awareness and digital competence (Huu, 2023). It also demands effective communication, teamwork, leadership and the ability to take responsibility for continuous learning. Mentioned below are some skills I possess.

Figure 3: Employability skills in international context
(Source: By Author)
Technology Skills: Technology is important in modern workplaces, especially in international environments where teams collaborate across countries and time zones (Jackowska and Lauring, 2021). One of my key capabilities is effectively using digital tools for communication, project coordination and independent learning. During this academic term, I used Microsoft Teams, Zoom and Google Workspace to work with classmates from diverse cultural backgrounds that has improved my ability to share information and coordinate tasks efficiently. My strengths lie in quickly adapting to new applications, directing online platforms and maintaining productivity in virtual environments. However, my technical knowledge is limited in terms of advanced digital tools including data analytics software, artificial intelligence applications or project management systems such as Asana which reduces efficiency in highly technical or data-intensive work environments.
Communication Skills: Communication is essential for effective collaboration in diverse, international teams (Karlsen and Nazar, 2024). I consider myself a clear, respectful and attentive communicator who is able to summarise ideas and facilitate discussions so all team members feel valued. In group projects, I often contribute by organising conversations, clarifying points and supporting decision-making processes. My written communication is a strength, particularly in academic writing and professional emails which enable clear and structured interactions. Despite these strengths, I sometimes experience difficulties with verbal communication, especially in presentations or large meetings. I sometimes find it difficult to express ideas due to concerns about language differences or being misunderstood which affects the flow of discussions. 
Teamwork Skills: Teamwork is a crucial capability in international work environments as collaboration fosters creativity, problem-solving and productivity (Nwabufo and Obodozie, 2025). My strengths include reliability, organisation and maintaining a positive attitude which help me contribute effectively to group tasks. In recent assignments, I coordinated task allocation, monitored deadlines and communicated progress to ensure smooth execution. I actively support team members by resolving misunderstandings and maintaining unity among individuals from diverse cultural and professional backgrounds. My ability to create an inclusive and cooperative atmosphere strengthens overall team performance. However, I sometimes take on excessive responsibility to ensure project success which causes personal stress and limits opportunities for others to contribute fully. This highlights a weakness in balancing workload distribution and delegating effectively which is critical for maintaining efficiency and agreement in multicultural and complex team projects.
Leadership Skills: Leadership in international contexts requires adaptability, emotional intelligence and cultural awareness (Jugdev, 2022). I have emerging leadership capabilities, particularly in planning, organising and motivating team members. In academic projects, I often take the initiative to clarify objectives, schedule meetings and maintain focus that promotes group efficiency. Leading by example through punctuality, discipline and encouragement strengthens team morale and unity (Oloba and Govender, 2025). I value fairness, inclusion and collaboration which are essential for guiding diverse teams. Despite these strengths, I sometimes struggle to express my opinions in challenging situations, remaining neutral to avoid conflict. This approach causes a delay in decision-making and reduces team confidence in leadership direction.  
Self-Directed Learning: Self-directed learning is one of my strongest capabilities which reflects curiosity, motivation and responsibility for personal growth (Gous, 2022). I actively seek knowledge, connect theory to practice and adapt to new information. During this term, I completed online courses on digital communication and time management while engaging with case studies and academic articles on human resource management. These activities strengthened my critical thinking and independent problem-solving abilities. My strengths include intrinsic motivation, curiosity and the ability to manage independent study effectively. However, I sometimes take too many learning goals at the same time which reduces focus and creates stress. Balancing multiple tasks at once sometimes affects efficiency which demonstrates a limitation in managing workload and prioritising learning objectives. 
SMART Action Plan
	Skill Area
	Specific 
	Measurable 
	Achievable 
	Relevant 
	Time-bound 

	Technology
	Enrol in an online course on data analytics and digital HR tools.
	Completion certificate and improved technical skills (Fussell and Truong, 2022).
	Spend 3 hours per week learning through LinkedIn Learning or Coursera.
	Enhance my ability to use technology effectively in international HR roles.
	6 months

	Communication
	Build confidence in cross-cultural communication and presentation skills.
	I will deliver two successful presentations and actively contribute to class discussions.
	I seek to attend a communication workshop, practise English speaking and seek feedback.
	This will strengthen clarity, confidence and adaptability in global interactions.
	4 months

	Teamwork
	Improve collaboration and delegation in group projects.
	Positive peer feedback and successful completion of team assignments.
	I will share responsibilities fairly and organise weekly virtual meetings for updates.
	The goal can promote cooperation, inclusiveness and productivity in diverse teams.
	4 months

	Leadership
	Lead a university or volunteer project with a multicultural team.
	I will measure this through the achievement of project goals and peer recognition.
	Apply leadership and conflict management techniques learned in class.
	Develops initiative, accountability and problem-solving ability (Saha and Sharma, 2020).
	6 months

	Self-directed Learning
	Create and maintain a reflective learning journal.
	I will perform ten journal entries analysing progress and lessons learned.
	Set weekly learning targets and review them monthly.
	This can build consistent learning habits and long-term career growth.
	1 year
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