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

1. [bookmark: _Toc213911118]How are technological advancements (e.g., AI, automation, digital platforms) reshaping labour markets, and what implications does this have for HRM and IHRM strategies?

Technological advancements, particularly artificial intelligence (AI), automation, and digital platforms, are fundamentally transforming labour markets and creating profound implications for Human Resource Management (HRM) and International Human Resource Management (IHRM) strategies. The Fourth Industrial Revolution has accelerated the pace of technological disruption, necessitating strategic responses from HR professionals to manage the changing nature of work (Schwab, 2017).
AI and automation are reshaping labour markets by displacing routine and manual jobs whilst simultaneously creating demand for new roles requiring advanced digital competencies (Brynjolfsson and McAfee, 2014). The World Economic Forum (2020) estimates that by 2025, 85 million jobs may be displaced by automation, whilst 97 million new roles could emerge that are better adapted to the new division of labour between humans, machines and algorithms. This polarisation of labour markets challenges HRM strategies to navigate workforce restructuring whilst maintaining employee engagement and organisational performance. HR professionals must develop strategies for reskilling and upskilling existing employees, ensuring that workforce capabilities align with technological demands (Becker and Huselid, 2006).
The proliferation of digital platforms has catalysed the growth of the gig economy, fundamentally altering traditional employment relationships (Friedman, 2014). Platforms such as Uber, Upwork and Deliveroo have created contingent workforce models that offer flexibility but challenge conventional HRM practices around employee benefits, job security and career development (Kalleberg and Dunn, 2016). IHRM strategies must address the complexities of managing geographically dispersed, digitally connected workers across multiple jurisdictions with varying employment regulations (Brewster et al., 2016). This necessitates reimagining talent management frameworks to accommodate hybrid workforce models combining permanent, contract and gig workers.
From an IHRM perspective, technological advancements enable organisations to access global talent pools through remote working capabilities, transcending geographical boundaries (Collings et al., 2019). However, this creates challenges around maintaining organisational culture, ensuring effective communication across time zones and managing performance in virtual environments. HR strategies must incorporate sophisticated digital tools for recruitment, onboarding and performance management whilst addressing concerns around data privacy and algorithmic bias in AI-driven HR systems (Tambe et al., 2019).
Furthermore, technological change demands that HRM strategies prioritise continuous learning and development. The concept of 'learning agility' has become critical, requiring organisations to foster cultures of adaptability and innovation (Armstrong and Taylor, 2020). HR professionals must design training programmes that develop both technical skills and transferable competencies such as critical thinking, creativity and emotional intelligence—capabilities that remain distinctly human despite technological advances (Deloitte, 2019).
The implications extend to workforce planning and talent acquisition strategies. Predictive analytics and AI-enabled tools allow HR professionals to make data-driven decisions about recruitment, retention and succession planning (Davenport and Harris, 2017). However, this technological capability must be balanced with ethical considerations around employee surveillance, privacy and the potential for algorithmic discrimination (Cappelli et al., 2020). IHRM strategies must navigate diverse regulatory environments regarding data protection, exemplified by the European Union's General Data Protection Regulation (GDPR), whilst leveraging technological capabilities for competitive advantage.
[bookmark: _Toc213911119]2. What are the key demographic and geopolitical factors influencing employment markets today, and how do they create challenges for HR professionals?
Contemporary employment markets are significantly influenced by demographic and geopolitical factors that create multifaceted challenges for HR professionals managing both national and international workforces. Understanding these factors is essential for developing effective HRM and IHRM strategies that respond to shifting labour market dynamics (Sparrow et al., 2016).
Demographic changes represent a primary influence on employment markets globally. The ageing population in developed economies, particularly in Europe and Japan, is creating workforce shortages and increased dependency ratios (United Nations, 2019). By 2050, the proportion of the population aged 60 years or over is projected to reach 35 per cent in Europe, creating significant challenges for talent acquisition and succession planning (Schultz, 2019). HR professionals must develop age-inclusive strategies that retain older workers, transfer knowledge effectively and redesign work to accommodate varying physical capabilities (Kooij et al., 2014). Simultaneously, organisations face the challenge of managing multigenerational workforces, where Baby Boomers, Generation X, Millennials and Generation Z coexist with differing values, work preferences and expectations regarding career progression and work-life balance (Lyons and Kuron, 2014).
Conversely, many developing nations experience youth bulges, creating different labour market pressures. Countries in Sub-Saharan Africa and South Asia have youthful populations seeking employment opportunities, yet face challenges of underemployment and skills mismatches (International Labour Organization, 2020). For multinational organisations, IHRM strategies must balance these contrasting demographic realities, designing differentiated talent management approaches that recognise regional variations in labour supply and demand (Dowling et al., 2017).
Migration patterns significantly influence employment markets, creating both opportunities and challenges for HR professionals. The movement of workers across borders can address skills shortages and bring diverse perspectives to organisations (Cerdin and Brewster, 2014). However, geopolitical factors increasingly constrain migration flows. Brexit, for example, has created substantial challenges for UK employers who previously relied on European Union workers, particularly in sectors such as hospitality, healthcare and agriculture (Portes, 2019). HR professionals must navigate complex immigration policies, visa requirements and work permit systems whilst managing the integration and inclusion of international workers within organisational cultures (Stahl et al., 2020).
Geopolitical instability and conflicts generate forced migration and refugee populations, presenting both humanitarian and operational challenges for organisations. HR professionals face ethical considerations around employing refugees and displaced persons whilst managing practical challenges related to credential recognition, language barriers and trauma-informed management practices (Phillips and Hardy, 2018). Progressive organisations are recognising refugees as untapped talent pools, developing inclusive recruitment strategies that address these challenges whilst fulfilling corporate social responsibility objectives (Brewster et al., 2016).
Trade tensions and protectionist policies represent additional geopolitical factors reshaping employment markets. The US-China trade war and increasing economic nationalism have disrupted global supply chains, forcing organisations to reconsider their international footprints and workforce deployment strategies (Edwards and Rees, 2016). HR professionals must manage redundancies, relocations and restructuring whilst maintaining employee morale and organisational performance during periods of geopolitical uncertainty.
Political instability in regions such as the Middle East and parts of Latin America creates challenges for IHRM, including duty of care considerations for expatriate workers, business continuity planning and evacuation protocols (Harvey et al., 2019). HR professionals must balance business imperatives with employee safety, implementing robust risk assessment frameworks and providing adequate support for employees working in volatile environments.
Furthermore, changing political ideologies around employment rights, minimum wages and working conditions create compliance challenges for HR professionals operating across multiple jurisdictions (Collings et al., 2019). The divergence in labour market regulations requires sophisticated IHRM capabilities to ensure legal compliance whilst maintaining consistent organisational values and employee experiences across borders.
[bookmark: _Toc213911120]3. How can organisations address persistent skills gaps and talent shortages in critical sectors (e.g., tech, hospitality, healthcare) through strategic HRM?
Persistent skills gaps and talent shortages in critical sectors represent significant challenges for organisations and economies globally, requiring strategic HRM interventions that go beyond traditional recruitment approaches. The technology, hospitality and healthcare sectors exemplify industries facing acute talent constraints that demand innovative workforce solutions (Cappelli, 2015).
The technology sector experiences particularly severe skills shortages, with demand for software developers, cybersecurity specialists and data scientists substantially exceeding supply (McKinsey Global Institute, 2018). Strategic HRM responses must incorporate comprehensive talent development strategies that emphasise internal capability building. Organisations such as Google and IBM have developed extensive learning and development programmes that continuously upskill employees in emerging technologies, recognising that technical skills have increasingly short half-lives in rapidly evolving fields (Armstrong and Taylor, 2020). This approach aligns with the 'make versus buy' talent strategy, where organisations invest in developing existing employees rather than solely relying on external recruitment (Becker and Huselid, 2006).
Apprenticeship programmes and partnerships with educational institutions represent another strategic HRM approach to addressing skills gaps. Tech companies are increasingly collaborating with universities and coding academies to shape curricula that align with industry needs whilst creating talent pipelines through internship and graduate recruitment schemes (Schuler and Jackson, 2014). This proactive engagement with the education system allows organisations to influence skills development from earlier stages, reducing the mismatch between educational outputs and labour market demands.
For the hospitality sector, talent shortages have been exacerbated by poor employment branding, low pay and challenging working conditions that make the sector less attractive to potential workers (Deery and Jago, 2015). Strategic HRM must address these fundamental issues through improved employment value propositions (EVPs) that emphasise career development opportunities, work-life balance initiatives and enhanced compensation packages (Tanwar and Prasad, 2016). Organisations such as Marriott International have implemented comprehensive talent management strategies that focus on employee engagement, leadership development and internal promotions, significantly improving retention rates and employer attractiveness (Michaels et al., 2001).
The healthcare sector faces critical talent shortages driven by ageing workforces, increasing demand for services and challenging working conditions highlighted during the COVID-19 pandemic (Buchan et al., 2019). Strategic HRM responses must include workforce planning that anticipates future demand, succession planning for senior clinical roles and retention strategies that address burnout and job satisfaction. The UK's National Health Service has implemented international recruitment campaigns targeting nurses and doctors from countries with surplus healthcare professionals, demonstrating how IHRM strategies can address domestic talent shortages through global mobility programmes (Kline, 2014).
Technology-enabled HRM solutions can facilitate skills gap reduction through more effective talent identification and development. Learning management systems, online training platforms and AI-powered skills assessments allow organisations to identify skill deficiencies and provide personalised development pathways for employees (Davenport and Harris, 2017). This approach supports continuous learning cultures where employees take ownership of their professional development, aligned with organisational strategic objectives.
Flexible working arrangements and alternative workforce models represent additional strategic responses to talent shortages. By embracing remote working, organisations can access geographically dispersed talent pools, increasing the available candidate base substantially (Collings et al., 2019). The use of contingent workers, including freelancers and contractors, allows organisations to access specialist skills on a project basis, providing flexibility in resource allocation whilst addressing immediate capability gaps (Cappelli and Keller, 2013).
Diversity and inclusion initiatives can expand talent pools by removing barriers that prevent underrepresented groups from accessing opportunities in critical sectors (Nishii and Özbilgin, 2007). Women, ethnic minorities and individuals with disabilities remain underrepresented in technology, whilst migrants face challenges accessing healthcare and hospitality roles commensurate with their qualifications. Strategic HRM must address systemic biases in recruitment, selection and progression processes, implementing inclusive practices that attract and retain diverse talent (Özbilgin and Tatli, 2011).
Employer branding and talent marketing have become critical HRM capabilities in competitive labour markets. Organisations must articulate compelling narratives about their purpose, culture and opportunities to attract talent in sectors experiencing shortages (Backhaus and Tikoo, 2004). This requires sophisticated understanding of candidate motivations and preferences, tailoring recruitment messaging to different demographic segments and utilising digital platforms and social media to reach potential candidates.

[bookmark: _Toc213911121]4. Reflective Report on International Workplace Capabilities
Introduction
In Working effectively in international settings now demands a mix of technological fluency, strong communication, teamwork, leadership potential and the ability to keep learning independently. This reflective report reviews my current capabilities in these areas, based on my experience at KM Support and Services Limited, a student recruitment company that supports international students applying to UK universities. Using Gibbs’ (1988) reflective cycle as a guide, I identify what I do well, where I fall short and how I plan to develop further.
Description
In my role at KM Support and Services Limited, I work in an international student recruitment environment, supporting applicants from countries such as India, Nigeria, Bangladesh, Pakistan and China to access UK universities. Day to day, I use CRM systems, university portals and online communication tools, coordinate with colleagues and students across time zones, and balance work with my MBA studies. This context has allowed me to observe and reflect on my capabilities in technology, communication, teamwork, leadership and self-directed learning.
Feelings
At the start, I felt reasonably confident about my basic skills, especially communication and teamwork. I enjoyed interacting with students and colleagues and felt proud that I could support them through stressful application processes. However, I also felt a sense of pressure and sometimes insecurity when dealing with data-related tasks, formal presentations or leadership expectations. Seeing how quickly technology and international practices are evolving made me both motivated to grow and slightly anxious about keeping up.
Evaluation
There are clear positives in my current practice. I communicate well with culturally diverse students, adapt my style to their English level and show empathy. I am a reliable team member who completes tasks on time and supports others. I also show strong commitment to learning by studying alongside full-time work. On the negative side, my technology use is mostly operational rather than strategic; I rely on existing systems rather than driving data-informed improvements. My written business communication and presentation skills are not yet at the level I want. In teams, I tend to focus on execution rather than contributing strategic ideas. My leadership experience is mostly informal and limited in scope.
Analysis
Using Gibbs’ cycle helps me understand why these patterns exist. My strengths in communication and teamwork are linked to constant exposure to multicultural interactions and student-facing tasks, which have naturally trained my cultural awareness and interpersonal skills. In contrast, I have had fewer opportunities or expectations to work with advanced analytics, automation or AI tools, so my development there is slower. Similarly, my preference for structure and clear instructions leads me to focus on implementation rather than challenging assumptions or proposing new strategies. The pressure of combining full-time work with study means I sometimes prioritise short-term task completion over deeper reflection or experimentation, which can limit leadership growth and self-directed learning beyond formal requirements.
Conclusion
Overall, I am functioning effectively in an international environment, but at a “contributor” level rather than a strategic influencer. My strongest capabilities lie in intercultural communication, collaboration and commitment to learning. My weaker areas—advanced technology use, strategic contribution, formal leadership and professional-level writing and presenting—are not fixed weaknesses, but underdeveloped skills that require deliberate, structured development. Recognising these gaps is an important step towards becoming a more rounded professional.
Action Plan
First, I will build my data and technology capability by completing online courses in advanced Excel, followed by Power BI or Tableau, and by exploring introductory material on AI in recruitment. Second, I will improve written and presentation skills by volunteering to draft internal reports, actively seeking feedback, and joining a public speaking or presentation skills group. Third, I will push myself to contribute at least one idea or question in each team meeting and seek involvement in cross-functional or project-based work (Senge, P.M. 2006). Fourth, I will create small leadership opportunities, such as coordinating a mini-campaign or mentoring new colleagues or student groups. Finally, I will set personal learning goals beyond my MBA, keep a brief learning journal and review my progress monthly to ensure that my development remains intentional and aligned with my long-term career in international education and management.
[bookmark: _Toc213911122]Conclusion
This reflection shows that I already have a solid foundation for working in international environments, especially in communication, teamwork, technology use and self-directed learning. At the same time, it highlights clear development needs in advanced digital skills, strategic input, formal leadership and higher-level professional communication. By following the action plan I have outlined—combining further study, practical experience and ongoing reflection—I aim to move from being a reliable contributor to a more strategic, influential professional. Continuous learning and regular self-review will be essential to staying effective in an international workplace that is constantly changing.
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