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[bookmark: _Toc101999040][bookmark: _Toc211436888]Introduction 
The HRM and IHRM evolve due to the changes in the labour markets in the world. The current companies are struggling with numerous issues as a result of emerging technologies, population shifts, political unpredictability, and the continuing lack of skills. These are problems that require the HR professionals to develop flexible strategies that address the domestic labour requirements and those of the international competition. This report critically examines four critical spheres which have an impact on HRM and IHRM. First section examines the transformation of labour market and HR strategy by use of artificial intelligence, automation and online platforms (Ogedengbe et al., 2024). The second section is a reflection of the impact of population and political shifts on employment and Hr issues. The third section explains why firms should address the talent issues and skill gaps using intelligent HR practices. Lastly, a personal reflection applies the model of Kolb to test the skills of working in an international context.



[bookmark: _Toc211436889]Task 1
[bookmark: _Toc211436890]Nature of Technological Advancements
Rapid technological developments such as artificial intelligence (AI), automation, robotics, machine learning and digital platforms are turning the way labour markets work on its head. AI-powered tools are now taking over the role of data-driven decision making, prediction, and customer interaction, as replacements or additions to human tasks (Farndale et al., 2025). Automation and the use of robots are increasing in the manufacturing and service sectors, which reduces the demand for manual labour on a more repetitive basis. 
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Figure 1: AI in HR
Source: (Hassanein and Özgit, 2022)
Digital labour platforms such as Upwork and Fiverr ensure remote and freelance work whereby organisations can source talent from across the world (Vrontis et al., 2023). In addition, the dynamics of the workplace are not limited by geographical locations as digital collaboration tools and cloud computing promote virtual teams and decentralized operations. Together these innovations have changed the roles of work, the skills required and the structure of work.
[bookmark: _Toc211436891]Impact of Technological Advantage on Labour Markets
Technology has fundamentally changed the structures of the labour market by changing demand from low-skilled, routine jobs to high-skilled, knowledge-intensive work. Reliance on manual labor in manufacturing, logistics, and retail industries has been replaced by automation, and this has resulted in the displacement of jobs in certain sectors (Kakepota and Atif, 2024). On the other hand, digital transformation has given rise to new jobs in data science, cybersecurity, digital marketing, software development, etc. The expansion of gig and platform type work has also led to the emergence of more flexible but less secure labour market processes. Remote work has become mainstream, with the geographical constraints minimize and global competition among the candidates has reached its peak (Pandey et al., 2023). These are structural change and workers have to continuously upskill or reskill to retain employability and governments and organisations adapt to new models of employment.
[bookmark: _Toc211436892]Impact of Technological Advantage on HRM
The digital candidates are becoming an important area of work for HR professionals, who use AI-powered recruitment tools to evaluate their candidates and application filters. Rather than traditional performance management, Human Resources analytics are moving toward continuous feedback and monitoring systems that are data driven (Horwitz and Lee Cooke, 2022). Thus, HRM needs to focus on reskilling and upskilling programs that adapt employees to new technical and hybrid jobs to mitigate the risk of job displacement. In addition, there are ethical and regulatory issues relating to data privacy, employee surveillance, and intensification of labor that are associated with increased automation. Flexible work arrangements, including remote and hybrid models, need new engagement, well-being and productivity management policies (Malik et al., 2020). Overall, HRM strategies should link the adoption of technology with employee planning that is inclusive and sustainable in the long term.
[bookmark: _Toc211436893]Impact of Technological Advantage for IHRM
In international settings, IHRM has to deal with diverse global workforces which are technology-enabled and work across borders. Digital platforms enable multinational companies to source talent from various countries, which may increase the cultural diversity within the organization, but may also necessitate consideration of local employment laws and practices (Pulami and Nepal, 2024). Inter-national teams rely on digital communication and collaboration tools extensively, therefore it is the responsibility of IHRM to implement virtual leadership, cross-cultural training and technology assisted performance systems. Different countries have different levels of automation and AI adoption, and IHRM will need to manage the workforce transition accordingly. Digital mobility is also impacting the management of global talent - it is possible now to send virtual flights rather than physical relocations. Furthermore, multinational organisations require a uniformity of policies in terms of cybersecurity, data protection and the digital rights of employees across jurisdictions (Strielkowski et al., 2021). Therefore, IHRM must combine technology and culturally competent people management and strategic workforce planning.
[bookmark: _Toc211436894]Task 2
[bookmark: _Toc211436895]Demographic Factors Influencing Employment Markets
The world is experiencing a transformation in the job markets due to changes in population, such as the aging of the population, reduction in the number of births, and diversity in the workers. In the affluent nations, the number of workers is aging leaving shortages in employment and employment opportunities such as health care, teaching, and engineering (Rekunenko et al., 2024). Gen Z and millennials prefer to have more flexibility in their working hours and their use of technology and opportunity to switch jobs and this is the reason why companies adjust their regulations in order to keep their employees satisfied. Migration also alters the labor force because skilled and unskilled labor force migrate towards the locations where there are better job opportunities. Female employees who are more in the workforce, demand equal working environments have altered the regulations on HR concerning fair work, parental leaves, and time flexibility (Benabed, 2024). In the poor states, a number of the young individuals carry opportunities to embrace new ideas as well as issues with the lack of enough employment. 
[bookmark: _Toc211436896]Geopolitical Factors Influencing Employment Markets
World politics such as wars, trade conflict, sanctions, and alliances are significant influencers of employment. The supply chains have been disrupted by political issues in various regions such as the Middle East, Eastern Europe, and parts of Africa that have caused the workforce to move out. Trade wars between the large nations such as the US and China have an impact on the employment of these countries in the factories, shipping and technologies. Policies regarding immigrations and visas alter the ease with which employees travel, including skilled and unskilled labor. The minimum wages, rights and conditions of the workers are established by organizations such as international labour organization (Pareekh, 2025). Protectionism and economic nationalism complicates the employment of other nations, forcing them to employ the nationally or resort to increased use of machines. The HR leaders should monitor these threats and reformulate their employee strategies to ensure that business operates and does as per the regulations.
[bookmark: _Toc211436897]Resulting Challenges for HR
The shifting population and politics present numerous difficult challenges to HR staff who not only have to deal with recruiting, retention, law and other regulations but also face risks. A greying workforce will require the HR to have a sound retirement strategy, knowledge transfer to the novice workers, and flexible working arrangements. Simultaneously, younger employees desire an opportunity to develop at the workplace, juggle work and life, as well as apply digital technology, and the HR needs a revamp of its rewards and employee engagement strategies (Adias and Raimi, 2025). The lack of skilled workers may be prompted by political issues and migration restrictions: in this case, HR support will allow local workers to acquire new skills. 
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Figure 2: Demographic factors and HR Challenges
Source: (Budhwar et al., 2022)
When there is a large number of diverse backgrounds concerning the workforce, the HR is required to develop equitable policies that accommodate gender, ethnicities, disabilities, and cultures. Unstable politics is also an indication that companies may have to schedule the relocation of workers, work via distance, or offshoring. In most places, HR needs to remain abreast with the shifting work regulations, sanctions and visa policies to remain legal (Hassanein and Özgit, 2022). In difficult markets, retaining talented employees is more challenging, and the HR needs to concentrate on the development of a good company image, attention to the welfare of the employees, and flexible work. Altogether, HR has to develop malleable, equitable and progressive strategies in mitigating these enormous challenges.
[bookmark: _Toc211436898]Task 3
[bookmark: _Toc211436899]Nature of Skills Gaps
As the pace of innovation in technology has increased, workers with specific skills in artificial intelligence, computer security, cloud computing, and data mining have become increasingly scarce, as a greater number of workers is needed than are available to fill that role (Jooss et al., 2024). However, the hotel industry is also experiencing consistent shortages of qualified workers, particularly in customer service, culinary and hotel management, due to high turnover rates and lack of career advancement. The healthcare industry is suffering from critical shortages of doctors, nurses and allied health professionals due to aging population and the after-effects of international health scourges like COVID-19. These shortages have been aggravated by demographic factors, migration barriers and mismatches between the education systems and the needs of industry (Ogedengbe et al., 2024). Consequently, organisations find it difficult to attract, retain, and develop the right talent, which is a clear indication of the dire need for more strategic interventions in HR itself, in order to align workforce capabilities with the demands of the organisation and the industry.
[bookmark: _Toc211436900]Strategic HRM Respondents
Some recommended strategies that organizations can use to address shortage of skills is by being proactive and innovative in designing and implementing their HRM strategies. One of these is to invest in ongoing learning and development programs to empower employees to reskill and upskill to adapt to changing business needs. Talent analytics and workforce planning are also necessary, so that HR managers can anticipate skills shortages and develop strategic recruitment pipelines (Porkodi et al., 2025). Flexible recruitment strategies, such as drawing on underutilised labour markets such as older workers, international talent pools or those returning from career breaks, can help to fill shortages. Furthermore, employer branding and employee value propositions are important to attract the best talent, especially for younger generations who look for their 'why' in work and career mobility. By embedding diversity, equity and inclusion initiatives organisations can broaden their talent base whilst creating innovative workplaces (Wijnen-Meijer et al., 2022). Overall, HRM needs to be strategic and not reactive in nature, thereby ensuring long-term sustainability of the organisation by meeting the twin objectives of alignment between talent management and organisational growth, and alignment between talent management and labour market conditions.
[bookmark: _Toc211436901]Sector Specific Considerations
Sector-specific problems demand specific HRM solutions. In technology, educational institution and apprenticeship programme partnerships can help to cultivate talent pipelines as well as innovation (Farndale et al., 2025). The hospitality industry benefits from the approach of improving the engagement of their employees through career development, competitive rewards, and better working conditions to reduce a high rate of turnover. In healthcare investment in continual professional training, international recruitment, and helpful working environments can help maintain staff and manage burnout. Additionally, in some of these critical sectors there is a need for government co-operation and public-private partnerships to fill systemic labour shortages. For example, national healthcare systems may require coordinated workforce planning whilst tourism boards may be able to provide support for hospitality training schemes (Vrontis et al., 2023). Ultimately, strategic HRM needs to tailor its approach to the specific dynamics of every sector, using models like talent management models and the human capital theory to ensure resilience in the face of future workforce disruptions.
[bookmark: _Toc211436902]Task 4 
Using Kolb’s experimental learning cycle, in following a reflective analysis is provided on my current capabilities in working within an international context.
[bookmark: _Toc211436903]Concrete Experience
I have encountered several situations which challenged my skills in terms of technology, communication, collaborative learning, leadership and self-determined learning. For instance, I participated in a big international group project where we used the digital platforms to work together online. While I was productive in delivering towards the research and presentation, I also found it challenging to get used to working styles, time zones and cultural perspectives. Like advanced analysis tools for data which seemed at first daunting (Malik et al., 2020). Moreover, I found myself enjoying the services that I had led in organising several tasks by maintaining exact deadlines. However, during this time, I faced difficulties in maintaining cross-cultural interactions. 
[bookmark: _Toc211436904]Reflective Observation
Reflecting on the case, I have realized that I had excelled in aspects like being disciplined, completing tasks on schedule and inspiring my colleagues. The group appreciated my ability to organize and take the initiative and I felt a good leader at one point. Nonetheless, in certain cases the communication was not clear due to cultural factors and my lack of confidence in conducting delicate cross-cultural conversations. In terms of technology, I utilized digital resources in teamwork and have not studied more in data analysis and sophisticated software. This even caused me some dependence on others. On the whole, I understood that I am a good team-player who can adjust to the situation, though I should work on my digital competencies and multi-cultural communication skills.
[bookmark: _Toc211436905]Abstract Conceptualisation
I focus more on inspiring my peers and those who work with me. I always try to engage with people that goes with the transformational leadership type. I remain consistent with style while maintaining organisational behaviour. However, I realized the importance of Hofstede's cultural dimensions theory that explains how culture affects communication and collaboration through values such as individualism or collectivism when I struggled to communicate cross-culturally. Similarly, my dependence on others for technical work showed how critically important digital literacy is in today's workplaces as mentioned in human capital theory. These findings highlight the need for practitioners to enable a complex mix between technical, interpersonal and leadership competencies in order to be successful in international settings (Pandey et al., 2023). The life-long learning theories also highlight the need for lifelong self-development to be able to stay competitive in changing labour markets. Thus, my experiences reaffirm the need to have a balance between strengths and continuous development in the area of technology and intercultural competences.	
[bookmark: _Toc211436906]Active Experimentation
I want to maintain my strengths and work on my weaknesses in the upcoming days. To further develop my leadership and teamwork abilities, I will remain active in offering my services to project coordination panels to make sure that I improve my capacity to motivate and steer groups that are dissimilar. Networking and career development: I will also pursue online courses in data analytics, digital HR tools, and other emerging technologies relevant to my career path to improve my technical skills. In respect of communication I will look for opportunities to work with people from diverse cultural backgrounds both in academic and professional contexts and develop active listening skills, and cultural sensitivity. Self-directed learning will continue as the concept of setting personal goals, monitoring progress and reflecting often on outcomes. 


[bookmark: _Toc101999047][bookmark: _Toc211436907]Conclusion 
The research revealed that the labor markets are experiencing gigantic transformations, and mainly due to access to technology, demographics, and political occurrences. These trends harbor their own challenges and opportunities in the HRM and IHRM. emerging technologies have altered job description and staff structure and require proper planning of the workforce and frequent learning refreshers. Such shifts as aging and unemployment among the youths coupled with political instabilities place the burden on the HR personnel in their talent management, legislation and movement of workers. The further lack of skills in certain areas makes it more significant to have new HR plans prepared among specific industries (Budhwar et al., 2022). The personal reflection demonstrated the relevance of enhancing personal competencies to the needs made in the global workforce in the future. Teamwork and leadership are strengths that can ensure a foundation to grow, and the enhancement of digital skills and cultural communication will make it possible to work in diverse, technologically oriented locations.
[bookmark: _Toc211436908]
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