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[bookmark: _Toc211478879]Introduction
There are numerous domestic and global employment environments influence HRM and IHRM practices. Globalisation, technology, demographics, and international politics are affecting the process by which individuals seek out and find employment (Makela and Stephany, 2024). UK enterprises seeking to recruit, educate, and retain competent personnel encounter both possibilities and problems. Constraints on labour mobility, rapidly evolving technologies, and shifting workforce demographics is the new scenario post-Brexit. Human resources professionals must adjust their strategic objectives in accordance with the evolving job market (Ojakorotu, 2024). This study analyses the impact of technology, demographics, politics, and skill deficiencies on human resource management in the UK and worldwide. In a technology-driven global economy, the process involves self-evaluation of individual skills and talents to achieve success. The market demands identifying strengths and areas for improvement that align with current human capital demands.
1. [bookmark: _Toc211478880]Technological Advancements and Their Implications for HRM and IHRM Strategies
Technological advancement such as AI, automation and digital platforms has drastically changed workforce planning.  The COVID-19 pandemic has transformed recruitment process, skill acquisition, and human resource management in the UK. According to the ONS (2019), automation will cause 7.4% reduction in employment in the UK by 2024. Administrative and manufacturing positions are among primarily impacted segment. There will be rise in employment need in the data analytics, cybersecurity, and digital services. Organisations must reevaluate their recruitment, training, and, most importantly, digital worker retention according to these changing dynamics (Patrick, Jha and Sharma, 2022).
The Human Capital Theory and the Resource-Based View elucidate the significance of human resources and organisational assets in achieving competitive advantage. Employee digital competencies confer a competitive advantage to firms. Human Resource experts ought to diligently educate staff about technology (Gerhart and Feng, 2021). Tesco plc, the largest private employer in the UK with 260,000 personnel, is restructuring its logistics and retail operations through the implementation of digital technologies. Tesco inaugurated its Digital Learning Hub in 2023 to equip employees for digital roles and mitigate job displacement (CIPD, 2024). The centre instructs in robotics and data literacy. Human Resource Management must reconcile technological integration with employee inclusion.
Technology also transforms human resource methods. AI recruitment assistants, HR data science tools, and digital performance management software support organisations in managing diverse and extensive workforces (Okatta, Ajayi and Olawale, 2024). UK enterprises can integrate human resources using Workday Cloud. International human resource management collaboration employs AI automation. Nonetheless, emerging technologies pose ethical and regulatory challenges. Data privacy, algorithmic bias, and employee surveillance are key concerns. Consequently, UK HR professionals must guarantee that automated solutions are transparent and adhere to the Data Protection Act (2018) as well as GDPR privacy and equality standards (Sharma, Sharma and Bansal, 2023). CIPD (2024) recommends that HR professionals employ technology in an ethical manner.
Technology has made outside identification for the workplace more difficult. UK corporations like Unilever and HSBC are using digital collaboration to manage their international personnel. IHRM strategies should boost virtual leadership, cross-cultural collaboration and global success. Digitization encourages worldwide HR practices and requires adaptation to local institutions according to the Convergence-Divergence model. Unilever's "U-Work" concept offers flexible, digital contracts ensuring worldwide consistency and compliance to local HR regulations (Cox, 2021). 
Automation and artificial intelligence have been revolutionary for individual and organizations. Individuals are no longer expecting stable jobs. Their objectives are to learn and adjust themselves to changes on the sector. The NHS and Barclays Bank have improved Continuing Professional Development to improve digital resilience. This change requires HRM to promote lifetime learning and independent career development according to the technological changes. 
Nonetheless, technological advancements may cause employment polarization and digital isolation. The objectives of diversity and inclusion in HRM policy must address these issues to offer equitable digital skills training. The "Skills for Jobs" White Paper (2021) highlights the need for corporations and the state to retrain their employees and educate them to alleviate the issue of technological unemployment (Davies, 2022). 
Ultimately, technology is changing the UK labor market and human resource management (HRM) and international human resource management (IHRM) policies. Human Resources professional should be proactive change agents and leverage digital technologies to maintain ethical standards, and ensuring the health and safety of employees (Ojakorotu, 2024). Tesco has proven that successful adaptation goes beyond operational efficiency. It also requires focused investments in the human resource base and even technological advancements in a just manner. A balanced approach of innovation and accountability must be implemented in HRM and International Human Resource Management. Equitable and sustainable employment goal can be achieved in a technology-driven era.
2. [bookmark: _Toc211478881]Demographic and Geopolitical Factors Influencing Employment Markets and the Challenges for HR Professionals
The demographics of the UK labour market and geopolitical factors influence the roles of HR professionals. Government actions and geopolitical events such as Brexit, global conflicts, and economic developments will exacerbate the impacts of ageing, workforce transitions, and migration on labour market demand and supply. 
The increasing elderly population in the UK constitute a demographic challenge. The ONS forecasts that 25% of UK citizens will be aged 65 or older by 2040. This will diminish the population of working-age individuals. This complicates the recruitment of qualified individuals in construction, engineering, healthcare, and social services. The NHS highlights our issue. If the NHS Long Term Manpower Plan (2023) persists, a workforce shortfall will arise by 2037 (NHS England, 2024). 360,000 NHS personnel are unemployed as a result of inadequate patient interaction. Human Resources experts must provide the workforce with developmental programs, flexible work arrangements, and deferred retirement to retain senior employees and facilitate the transfer of their knowledge. 
Brexit complicated visa acquisition and abolished the free movement of individuals inside the EU. Non-EU migrants are progressively employed in the healthcare and IT sectors within the EU (Faulkner 2024). Human resource managers must modify their recruitment strategies for a reduced labour pool, provide internal training programs, and navigate increasingly intricate immigration regulations (Brunetto and Beattie 2019). UK Visa Sponsorship programs and skilled migration visas have revolutionised how the hotel business, which relies heavily on EU workforce, treats its workers.
This escalates administrative costs and prolongs recruitment duration. 
Geopolitical challenges such as the Russia-Ukraine conflict and energy crises have impacted global supply chains. Due to these variables increasing living costs in the UK, individuals seek pay and employment stability (Ratten, 2022). Moreover, HR specialists face challenges in reconciling business profitability with employee wellbeing. In 2023, Rolls-Royce Holdings plc underwent a restructuring to mitigate rising expenses and supply chain challenges. Rolls-Royce boosted its graduate and apprenticeship initiatives to enhance domestic capability. Human Resources ought to assist terminated employees and enhance morale and retention (Jooss, Burbach, and Ruel, 2021). The challenge was between short-term change and long-term talent management.
There are expectations by the global community and demographics on employment after the pandemic. Flexible and hybrid employment practices are in existence; however, some industries cannot support it (Mahajan et al., 2024). HR professionals are faced with delivering the adaptive balance of work and life, inclusivity, and digital collaboration while maintaining health, safety and equality standards (CIPD, 2024). Competition for talent has been increased by globalization and by remote jobs. Human Resources: Incentive programs and improving workplace branding for a mobile workforce. 
Changes in demographics and geopolitics such as ageing populations, migration reform and global insecurity shape the UK labour market. Human resources professionals need to have flexibility and apply data in managing these forces (Jooss, Burbach and Ruel, 2021). The NHS and Rolls-Royce provide examples of how demographic patterns, skills shortages and global disruptions require HR managers to integrate strategic workforce planning with equitable and sustainable recruitment practices. Therefore, future HRM and IHRM policies should be proactive, clear, and knowledgeable about global issues to keep organizations fluid in a constantly changing environment of human relations and political changes.
3. [bookmark: _Toc211478882]Addressing Persistent Skills Gaps and Talent Shortages through Strategic HRM
There are deficiencies in HRM skills and talents in the UK, particularly in the technology, healthcare, and tourism industries.  36% of job vacancies are attributed to skill deficits according to The UK Employer Skill Survey (ESS) (IFF Research, 2024).  To successfully plan workforce, nurture talent, and facilitate ongoing learning throughout careers to maintain relevance. Strategic human resource management can ensure that.
[bookmark: _Toc211478883]Theoretical and Conceptual Frameworks
Coordinating human resources with an organization's strategy to enhance future competitiveness is goal of the Strategic HRM (Wright & McMahan, 2011). The Resource-Based View (RBV) and the Ability–Motivation–Opportunity framework is important to achieve organizational goals. Unique and exceptional human qualities confer a competitive advantage to a company is described by the Resource-Based View (RBV) concept. The AMO model suggests that employee performance is enhanced when individuals possess the requisite skills, motivation, and opportunities (Boxall and Purcell, 2022). Long-term skill deficiencies can be solved through strategic recruitment, training, and retention policy which will eventually increase competencies and engagement of the workforce.
[bookmark: _Toc211478884]Sectoral Analysis: Technology and Healthcare
Technology and healthcare industry in the UK are facing long term skill deficiencies. There is a shortage of skilled individuals for roles in cybersecurity, software engineering, and data analytics in the IT sector. BT Group is one of the premier telecommunications companies in the UK. The company has initiated its Digital Skills for Tomorrow initiative. Which includes coding workshops, apprenticeships, and skill development for students both within and outside the corporation (BT Group, 2024). This approach demonstrates how strategic human resource management may enhance employee quality. This also enables the company to fulfil its role as a responsible corporate citizen by aligning profitable performance with national digital objectives. 
Recruiting and retaining healthcare professionals is a major challenge for the NHS. Intense global competition for talent and rising elderly population has worsen this situation significantly. HR analytics and digital learning is implemented in the NHS Long Term Workforce Plan (2023) to ascertain the workforce necessities of the UK and increase training (NHS England, 2024). Dependence on foreign talents raises ethical considerations regarding the international workforce. Both sectors illustrate the significance of strategic HRM approaches. These sectors should resolve immediate operational demands with long-term capacity development, continuous training, and ethical clarity to uphold a proficient workforce.
[bookmark: _Toc211478885]Strategic HRM Responses and Tools
To alleviate talent shortages, organisations employ strategic HRM techniques such as PESTLE analysis to anticipate shifts macroeconomic environment. Online program, mentorship, and internal academies are some tools used by numerous. The Future Skills Academy offers structured upskilling courses pertinent to career advancement, ensuring employee engagement and retention (BT Group, 2024). Diversity and inclusion (D&I) initiatives aim to recruit women in STEM, older employees, and under-represented demographics for employment opportunities. Human Resource Management opportunities encompass the recruitment of diverse individuals and the facilitation of remote work, as stated by the CIPD (2023).
[bookmark: _Toc211478886]Cognitive and Ethical Aspects
Mitigating skill shortages requires fair development of talent and crucial, evidence-based choices, both of which are intellectual and behavioural in nature. Human resource professionals are tasked with mitigating recruitment bias, promoting equitable training, and ensuring transparent communication in workforce planning. Organisations that integrate cognitive adaptability with ethical intelligence are more proficient in cultivating trust, inclusion, and enduring resilience in today's highly competitive global labour markets.
To address the skills discrepancies in the UK some measures should be taken. Knowledge-based human resource management, inclusive recruitment practices, and ongoing education are essential. Efficient strategies for workforce management aligning with business objectives enhances adaptability and preparation for the future.
4. [bookmark: _Toc211478887]Reflective Report: Capabilities for Working in an International Context
[bookmark: _Hlk211477661]I acquired strategic HR competencies for organisations in Human Capital Management. Kolb's Learning Cycle (1984) motivated me to enhance my technological proficiency, communication skills, collaborative abilities, leadership qualities, and self-directed learning. CareerEDGE (Dacre Pool and Sewell, 2007), Self-leadership (Manz, 1986), and Cultural Intelligence (Earley and Ang, 2003) helped us identify international HR's strengths, limitations, and possible changes.
1. [bookmark: _Toc211478888]HRM Foundations and Strategic Understanding
After taking the Human Capital Management course, my view of human resources changed from one of compliance to one of strategic effect. Ulrich (1997) says that HR is a corporate partner that drives performance. It is vital to create a balance between employee happiness and production, as evidenced by the comparison between hard and soft HRM. It took me a long time to figure out how to combine theory and practice. However, I have found that Kolb's (1984) experience cycle is helpful when I need to answer HR-related enquiries at work.
[bookmark: _Toc211478889]Communication and Cultural Intelligence
Team simulations and conversations regarding Tuckman's stages of growth and Belbin's team responsibilities in International Team Management demonstrated the impact of cultural variations on communication. My direct communication style, prevalent in low-context cultures, originally hindered collaboration among diverse racial groups. According to Earley and Ang's (2003) Cultural Intelligence (CQ) model, my cognitive CQ was elevated (I possessed substantial knowledge of several cultures), however my metacognitive CQ was diminished (I readily altered my perspective). I engaged in Kolb's "active experimentation" utilising feedback loops and active listening. This enhanced my interpersonal relationships.
[bookmark: _Toc211478890]Teamwork and Organisation Design
In the Understanding the Nature of Work and Organisation Design class, I gained insights into the interplay between structure and human elements. The Hawthorne Experiments and Taylor's Scientific Management demonstrated that efficiency requires a balance between intrinsic drive and social cohesion. I identified the factors contributing to my reluctance to lead and my proficiency in coordination through the use of Tuckman's stages of group development and Belbin's team roles. I aim to enhance adaptability by integrating organisational design with competitive advantage in experiential activities.
[bookmark: _Toc211478891]Leadership and Ethical Practice
The redundancy tasks in the Contemporary HR Issues class showed how subjective and ethical HR decisions can be. I had a hard time communicating with authority and I understood that. I found my self-management was weak and social awareness was strong while I examined myself through Goleman's (2001) model of emotional intelligence. I employed Manz (1986)'s self-leadership techniques of self-reflection and self-goal-setting to deal with stress and boost my confidence. CareerEDGE suggests that being able to understand your own emotions and reflect on them are important traits for the job market (Dacre Pool and Sewell, 2007).
[bookmark: _Toc211478892]Recruitment, Training, and Development
At first, I thought of Recruitment and Performance Management success as a way to measure progress in an organisation rather than a way to make it happen. After reading the AMO model (Appelbaum et al., 2000), I learnt about intrinsic motivation, acquired talents, and luck. Kolb's learning theory suggested experiential learning as superior to didactic training in Training and Development. I want to make it easier to evaluate how well training works and connect development of skills with international talent initiatives.
[bookmark: _Toc211478893]Strategic HR Planning and Self-Directed Learning
Human Resource Planning and Strategy instructed me on aligning workforce planning with organisational objectives. I found short-term forecasting to be more straightforward than long-term forecasting during my practice. I aspire to go from an operational executor to a strategic partner by employing Ulrich's (1997) HR job paradigm. I maintain a reflective portfolio and utilise the self-leadership concepts of Kolb (1984) and Manz (1986). I intend to enhance my global HR and strategic planning competencies quarterly. 
This academic experience has elevated my ethics, cultivated my strategic thinking, and equipped me to collaborate with international individuals. It said that I must enhance my emotional regulation and strategic planning. Global HR training and coaching should rapidly enhance my analytical and intercultural communication skills. I aspire to pursue a career in Human Resources to integrate empathy, evidence-based methodologies, and technology on a worldwide scale. Upon examining self-leadership, Kolb's experiential learning, and CareerEDGE, I contend that the progression of global human resource management entails an ongoing cycle of reflection and action.
[bookmark: _Toc211478894]Conclusion
This research analysed UK human resource management and international human resource management methodologies. This study examined how organisations employ strategic human resource management to mitigate talent shortages and the impact of demographic, technological, and political changes on these practices. We analysed UK theories and case studies, including the Resource-Based View, sustainable HRM, the AMO framework, as well as Tesco, BT Group, Rolls-Royce, and the NHS. You evaluated your skills in technology, communication, leadership, teamwork, and self-directed learning throughout the reflection phase, utilising knowledge from the Human Capital Management module. The study demonstrated the need of implementing strong HRM strategies and continuous employee betterment programs to be competitive in the global labour market.
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