[image: ]
Programme: Master of Business Administration
Module: Human Capital Management
Module code: LCMB7023






The Influence of National and International Labour Markets on HRM and IHRM Strategies




Name: Dinyo Radev
ID:2129750
Words: 2692
3
Table of Contents
Introduction	3
Section 1: Technological Advancements and HRM/IHRM Implications	3
Section 2: Demographic and Geopolitical Influences	4
Section 3: Addressing Skills Gaps and Talent Shortages	5
Section 4: Reflective Analysis – Personal Readiness for the Global Labour Market	7
Conclusion	9
References	10



[bookmark: _Toc213335872]Introduction 
Technological innovation, demographic changes and geopolitical uncertainty are changing the global labour markets at a high rate. Digital platforms, advancements in artificial intelligence, automation, and redefining the way organisations appeal and retain talent is being redefined, and age and migration, and workforce diversity are transforming employment trends. Such developments exacerbate competition to skilled labour and require HR professionals to be strategic. The present report analyses the impact of these trends on the HRM and IHRM approaches with specific references to the technological change, demographic and geopolitical changes, and responses of organisations to the shortage of skills, and provides an insight into the current transformation in the global HR environment and necessity of the flexible and inclusive management of workforce.
[bookmark: _Toc213335873]Section 1: Technological Advancements and HRM/IHRM Implications
The Fourth Industrial Revolution is also known as technological transformation that is transforming labour market across the globe at an unprecedented rate. The concept of artificial intelligence, automation, robotics, and digital platforms is transforming the ways in which organisations deal with people and how they organise work. The cloud-based HR systems and predictive analytics have taken root in the workforce planning, recruitment, and performance assessment (Aldossari and Chaudhry, 2024). These technologies help the HR professionals to make data-based decisions, enhance the effectiveness of operations and personalise the experience of workers. Therefore, HRM and IHRM are becoming less administrative-oriented and more strategic, evidence-based and concerned with innovation, inclusion, and workforce flexibility.
The form and nature of the labour markets have also changed significantly due to technology. Robots have replaced a significant portion of the everyday or manual workforce, especially in production and support, and have also introduced novel positions in other branches of the economy, such as data science, computer programmer, and cybersecurity. This change has contributed to the growth of the need of digital and analytical skills making both the employer and the employee to change quickly (Basahal, Forde and MacKenzie, 2023). Also, labour markets around the world have been broadened due to the prevalence of remote and hybrid forms of work, which are facilitated by digital means of communication. Borders to talent can also be accessed by organisations and more flexibility and mobility is experienced by employees. Though, these advantages are coupled with some difficulties, such as higher job insecurity, inequality in the digital world, and dissolved work and personal life boundaries. The rise of the gig economy and work based on platforms has further disrupted the conventional employment relations, casting doubt on fairness, inclusion and long-term employment stability.
To the HR professionals, these technological disruptions will have to be countered with a proactive and strategic response. To equip the employees with the future roles, organisations need to focus on constant learning and reskilling programmes (Chung and Sparrow, 2024). It is becoming the responsibility of HRs to adopt technology with ethical considerations in place, i.e., ensuring fairness in recruitment anti-AI initiatives, safeguarding data privacy, and ensuring equitable access to digital solutions. IHRM strategies in the international environment should be sensitive to the differences between countries in terms of technological infrastructure, regulations, and digital literacy (Dickmann, 2021). Good IHRM thus means stimulating virtual working, inter-cultural communication, and inclusive digital management in the teams that are located all over the world. Remote management training, flexible work policies and global talent acquisition solutions have become crucial in ensuring competitiveness in the digitalised labour markets.
After all, technological innovation is both improving the efficiency of HR and the global connexion, as well as presents ethical and social questions. HR heads should be able to juggle technology with human sensitivity and empathy leadership (Edwards et al., 2022). The success of HRM and IHRM in the long term will rely on the effectiveness with which organisations align the digital transformation to inclusion, adaptability, and lifelong learning to make sure that people are empowered by the technology and not replaced by it.
[bookmark: _Toc213335874]Section 2: Demographic and Geopolitical Influences 
The strong demographic and geopolitical powers are reshaping the global labour markets, and have an impact on how organisations attract, retain and manage talent. The ageing population, the unemployed youth and the diversification of the work force are changing employment patterns and skills supply (Nyiawung, Geary and Piabuo, 2024). Lots of developed economies are experiencing shrinking labour force because of the decreased birth rates and the rising age of retirement, which leaves shortages in the areas of healthcare, education, and technologies. On the other hand, the emerging economies are witnessing a young workforce upsurge, which presents an excellent source of talent (skilled and flexible). The increased power of Generation Z presents its demands to the workplace, such as flexibility, meaningful work, and digital interaction. Such demographic changes are also on the rise with cultural diversity and cross-border cooperation, which forces HR professionals to become more inclusive in their management styles, which embrace multiculturalism and equity.
Simultaneously, geopolitical processes are becoming an additional complication of an international labour market. Brexit, the conflict between Russia and Ukraine, and reorienting trade relations have broken the chain of supply globally, as well as limited labour mobility (Patrick, Jha and Sharma, 2023). Elitism of the international talent pool has been inhibited by the need to tighten immigration controls in certain areas and political instability in others. Sanctions and trade conflicts cause confusion, compelling organisations to rethink the way they operate around the world and allocate workers. Climate change and environmental migration are also becoming the issues of great geopolitical concerns since people move as a result of extreme weather or lack of resources. The requirements of these conditions demand strategic agility by HR professionals who need to respond to unexpected alterations in labour availability and regulatory framework and keep an organisation in business.
To address these issues, HRM and IHRM are required to be at the forefront in creating organisational resilience. Proactive diversity, equity, and inclusion programmes can be used to establish equitable and positive work environments that are responsive to demographic facts. Multicultural teams and cross-border collaboration can only be managed through cross-cultural training and inclusive leadership development (Purwanto and Siagian, 2025). The global mobility programmes are forced to respond to latest travel limitations and hybrid work demands, and more frequently, risk management and scenario planning are employed to predict disruptions.
Finally, the demographic and geopolitical changes must make HR leaders global and act locally. Agility, ethical decision-making, and cultural intelligence are the key to successful HRM and IHRM strategies (Reiche, Harzing and Tenzer, 2022). Organisations that are ambitious enough to welcome diversity, be prepared to adapt to changes that happen in the political and economic world and invest in global talent development will be on a better position to survive in the volatile and interconnected world of work.
[bookmark: _Toc213335875]Section 3: Addressing Skills Gaps and Talent Shortages 
Constant skills deficits represent one of the most acute issues in the modern labour markets. The high rate of technological advancement has been more than workforce preparedness and so is the case of information technology, healthcare and hospitality industry. A large number of organisations struggle to identify applicants that fit well with the right mix of technical skills, soft skills and flexibility to suit dynamic business needs. The automation and the digital shift have added pressure to the need to have highly proficient professionals who can operate complex systems and make sense of data (Sukanti, Harto and Pramuditha, 2021). At the same time, industries that require the interpersonal service skills to operate, such as healthcare and hospitality, find it difficult to attract and retain employees because of the demanding working environment and the changing idea of employee expectations. The productivity, innovation and global competitiveness are lower due to these deficits and the necessity to respond to the crisis with strategic HR measures that can match the workforce capabilities against future business needs is eminent.
Strategic Human Resource Management (SHRM) offers a variety of ways of managing such imbalances in skills. Some of the strategies such as talent forecasting, workforce planning and succession management can be used to predict the future requirement of skills. The Upskilling and reskilling programmes have now become the key points of the modern HR practise where employees are able to adapt to the changes in the technological and organisational spheres. Organisations are more collaborating with the universities, the technical institutes and the online learning providers to come up with training programmes that are related to the industry. Another way of using apprenticeship and internship to the gap between theoretical knowledge and practical experience is available (Tran, Muenjohn and Montague, 2024). Moreover, they are attracting and retaining rare talents using employer branding, good employee value propositions, as they promote a good workplace culture, flexibility, and career development. The ability to develop skills has been facilitated by digital learning platforms and internal training academies and facilitated, thus, continuous professional development in dynamic labour markets.
A number of industries demonstrate successful HR-based solutions to the shortage of skills. Multinational corporations in the technology industry have created internal digital academies and mentorship programmes to hasten the learning process and facilitate mobility in the careers. International recruitment and cross-training have been used by healthcare organisations with shortages of staff to ensure service remains at the same level. In the hotel sector, the flexible scheduling, recognition of employees and specific training have made the retention higher and better services. These examples show that sustainable talent strategies rely on the ability to combine recruitment, development and retention into consistent HR strategy that ties development of people with long term organisational goals.
However, there still are huge challenges. The training programmes should be non-discriminatory so that the underrepresented groups do not have to worry about the barriers that they might encounter (Utama and Samaad, 2025). Governments, industry organisations, and higher education institutions have to work closely to ensure that the labour market policies are harmonised with the practical skill requirements. Finally, to close the international skills gap, there should be a continuous investment in individuals, creative learning products, and an HR department, which could balance a short-term operational focus with strategic thinking and long-term workforce sustainability.
[bookmark: _Toc213335876]Section 4: Reflective Analysis – Personal Readiness for the Global Labour Market 
This section is meant to critically reflect on my readiness to work in a global, technology-driven, and multicultural workplace. Within the paradigm of Gibbs Reflective Cycle (1988), I discuss the experiences associated with digital competence, communication, teamwork, leadership, and self-directed learning. This model stimulates the systematic reflections using six steps, descriptions, feelings, evaluation, analysis, conclusion, and action plan that enables a closer perspective on my learning process and development requirements in the environment of international HRM.
[image: A circular diagram showing the 6 stages of Gibbs' Reflective cycle]
Figure 1: Gibbs reflective cycle model
(Source: Gibbs, 1988)
Description
In my recent academic term, I engaged in a group assignment that was evaluating international HR practises of a multinational organisation. The project involved working interculturally and crossing the time zones relying on the digital tools like Microsoft Teams and Google Drive. Another assignment I had, which involved the use of data analysis to assess the efficiency of recruitment, was an HR analytics assignment (Gibbs, 1988). In addition to these studies, my internship at a recruitment agency exposed me to HR information systems and platforms in candidate management. All these experiences enabled me to implement theoretical HRM knowledge in practise and different environments.
Feelings
At first, I was very excited but feared taking a multicultural group project, especially how to organise online meetings and how to handle people with various communication patterns. Sometimes I was not sure whether to express my views, to be misunderstood or clash with the culture. Nonetheless, I grew to be sure about the possibility of facilitating discussions and streaming teamwork with the help of digital tools as the project went on. The analytics task was originally very daunting since my experience in the field of technology was very limited, and managing to get it done brought me a feeling of achievement and my own ambition to further enrich my technical abilities. My internship helped me to feel competent in my profession and more sensitive to the essence of adaptability in the hectic HR settings.
Evaluation
The exposure helped me to build my interpersonal and technical expertise. The experience of working online enhanced my level of digital fluency and introduced me to the difficulties of working as a virtual team. My communication skills and the use of the appropriate style with references to the cultural context also helped to build cohesiveness in the group. I was, however, aware of some of my weaknesses especially in conflict management and confidence in handling underperformance in the team. The project involving HR analytics helped me improve my analytical thinking, although it also revealed the lack of advanced knowledge in the field of AI and automation. Altogether, these experiences confirmed the significance of lifelong learning and emotional intelligence in international HR practise.
Analysis
Making retrospective with the aid of the Gibbs framework made me realise what my learning entailed in a bigger picture. The experiences go in line with the growing necessity of having HR professionals implementing technology and cultural intelligence in their profession. Successful HRM and IHRM are based not only on technical competency but also the capacity to drive a sense of inclusion and the workforce with diverse teams. My leadership approach, which focuses on teamwork and compassion, is in line with global HR principles; nevertheless, the reluctance to face difficulties suggests the need to develop in terms of assertiveness and resilience. The task in HR analytics has shown how the HR provides an organisation with the required strategy with the help of the data-based HR decision-making, which proves the necessity of the high level of the digital literacy of the modern HR profession. More so, my self-directed learning habit also demonstrates the flexibility that I need in a changing global labour market, but I have to be more organised in maintaining progress and assigning specific learning objectives.
Conclusion
This reflection has made me identify my areas of weaknesses and achievements. My digital communication, cross-cultural teamwork, and leadership skills have become solid, but I should improve my technical knowledge of HR analytics and give myself more confidence in my ability to resolve conflicts. It has taught me that global HR requires professional success based on the capacity to combine technology with the human-based leadership. Technical competence is required in addressing the challenges of digital transformation and global workforce diversity as much as emotional intelligence, adaptability, and lifelong learning.
Action Plan
It is based on these findings that I have developed a four-goal development plan. First, I will take a course in advanced HR analytics and AI applications in six months in an effort to improve my expertise in technology. Second, I will enhance my intercultural communicating and negotiation skills through taking cross-cultural management workshops and seeking leadership positions with multicultural teams. Third, I will focus on enhancing conflict management by taking short courses on leadership and emotional intelligence as well as applying it in academic or volunteering projects (Wang, 2025). Lastly, I will continuously learn throughout my life by keeping a reflective journal, networking in HR professionals’ industries, and webinars to keep abreast of new HR trends.
Generally, the application of the Reflective Cycle by Gibbs has been an organised method of assessing my personal and professional preparedness to work in the global labour market. It has enhanced my knowledge on how reflection facilitates development and flexibility in the matters of HRM and IHRM. This exercise affirms that this process will make lifelong learning, technological responsiveness, and cultural sensitivity core to the attainment of success in an international HR career in the long term.
[bookmark: _Toc213335877]Conclusion 
The report addressed the global trends in the labour market and their impact on HRM and IHRM strategies. The work is being transformed by technological innovation, demographic change and geopolitical uncertainty, so HR needs to focus on digital capability, inclusion, and adaptability. Strategic workforce planning and ongoing learning is of critical importance in addressing skills shortages. It is reflected that in the globalised, digitalised work environment, resilience and innovation relies on the integration of technical skills with cultural sensitivity, emotional intelligence, and lifelong learning to stay relevant and efficient in the changing organisational setting.
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