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1. [bookmark: _Toc213435762]Introduction 
Technology, demographics, and geopolitics are changing the modern world economy, and no other field is being transformed as much as labour market. New technologies have changed previous patterns of employment: automation, artificial intelligence (AI), and online portals have transformed the nature of work and the abilities required, and made collaboration across borders possible (Chen and Wang, 2024). The report is a critical analysis of the influence of technological, demographic, and geopolitical forces on HRM and IHRM strategies in various organisational settings. It includes four main themes: technological innovations, demographic and geopolitical concerns, strategic responses to skills gap, and the hindsight exploration of personal skills, all of them pertinent to work within international and digital sphere. 
2. [bookmark: _Toc213435763]Technological Advancements and Implications for HRM/IHRM 
[bookmark: _Toc213435764]2.1 Overview of Technological Disruption
The concept of technological disruption is one that is hard to define, and generalisations will most likely work in most situations as it has been impacting the automobile industry, resulting in further laboratory developments (Jacobides et al., 2023).
The global labour markets and the roles played by Human Resource Management (HRM) and International Human Resource Management (IHRM) are changing due to digitalisation and artificial intelligence (AI), automation, robotics, and other technology advancements (Vrontis et al., 2023). These inventions have changed how organisations design jobs, attract talent, and train employees. All these activities, including candidate screening, decision-making, and bias reduction, are now achieved through recruitment of AI tools. Unilever is one company that has implemented AI-powered applications, such as Hire Vue, to analyse facial expressions and voice tone during interviews, thereby increasing objectivity and efficiency in hiring (Zhaoa, 2024). Similarly, automation and robotisation, as observed in the case of the Amazon warehouse, have increased productivity while reducing the need for repetitive, low-skilled jobs, forcing HR managers to consider reskilling and redeploying people into digital and analytical roles (Gruenewald and Mueller, 2025).
[bookmark: _Toc213435765]2.2 Labour Market Reshaping
Technology influences the labour market, and it is not limited to automation. The International Labour Organisation predicts that about 40 percent of all jobs worldwide will be at risk of automation by 2030, with new roles emerging in digital fields such as data science, software engineering, and cybersecurity (Illéssy et al., 2021). Digitalisation has increased the proliferation of the gig economy and remote freelancing, and platforms like Upwork and Fiverr allow people around the world to access work opportunities, but do not provide job security or other benefits (Saxena and Sirohi, 2025). Moreover, COVID-19 spurred the adoption of hybrid and remote work, and companies such as Microsoft and Google have introduced flexible working policies and online collaboration tools (Zapata et al., 2025).
[bookmark: _Toc213435766]2.3 HRM and IHRM Implications of Strategies.
Digital transformation has also altered HR's role as a strategic partner due to technological disruption. The HRM and IHRM must use data analytics to predict labor market trends, performance, and retention in this business environment (Vidhya, 2025). For instance, IBM uses its AI application Watson to predict employee turnover risk and propose personal career-planning courses to increase motivation and reduce turnover. However, the increasing use of algorithms raises ethical questions, such as data bias, transparency, and privacy (Sanjay and Khalsa, 2025). Consequently, HR practitioners are encouraged to adopt digital models of ethics and to formulate governance policies that align with the legal frameworks governing global business operations (Onyekwelu et al., 2024). 
[bookmark: _Toc213435767]2.4 Application of resource-based view (RBV).
The Resource-Based View (RBV) provides a theoretical framework for understanding how technology alters the value-creation of the workforce. According to Barney (1991), when an organisation possesses resources that are valuable, rare, imitable, and non-substitutable, it can achieve sustained competitive advantage. These strategic assets in the digital case are technologically able and creative employees. Google and Accenture are examples of companies that have used it and invested massively in ongoing digital learning and cloud technology qualifications, making their employees' knowledge a competitive asset (Subrahmanyam, 2025). A digitally fit workforce increases innovation and resilience; aligning HRM and IHRM strategies with RBV can help organisations come up with one. Finally, technology is a disrupter and also an enabler, and it helps the creation of an agile, data-driven and globally integrated workforce needed to be successful in the digital era (Kazlauskaitė, 2025).
[bookmark: _Toc213435768]3. Demographic and Geopolitical Factors Affecting Employment Markets
[bookmark: _Toc213435769]3.1 Demographic Trends
Demographic changes are altering labour markets and shaping how organisations formulate effective Human Resource Management (HRM) and International Human Resource Management (IHRM) approaches (Reiche et al., 2022). Ageing is also one of the biggest transformations, especially in the developed world, such as Japan, Germany, and the United Kingdom, where shrinking birth rates and increased life expectancy are creating skill gaps across sectors. The grey workforce poses a challenge to HR professionals, as they are expected to create flexible retirement packages, transfer knowledge, engage the ageing workforce, and offer part-time employment or consultancy services (Hasan, 2023).  At the same time, the concept of generational diversity is expanding, and currently, Baby Boomers, Generation X, Millennials, and Generation Z are working together. The groups also share a range of values, work expectations, and digital fluency, which force HR departments to implement personalised engagement and development strategies (Kulkarni and Rai, 2023). 
[bookmark: _Toc213435770]3.2 Geopolitical Influences
Geopolitical changes have a significant impact on global labour mobility, labour patterns, and HR compliance frameworks. The Brexit aftermath has particularly affected labour supply chains in Europe, reducing access to skilled and unskilled labour, as well as to logistics, healthcare, and agriculture (Walsh et al., 2025). This has necessitated that UK-based organisations change their workforce planning and visa sponsorship policies. Equally, war in the world, like the war in Russia-Ukraine, displaced millions of workers, putting a strain on migration and forcing multinational companies to accommodate humanitarian employment practices (Yaroshenko et al., 2023). Trade tensions between the leading economies, the United States and China, as well as manufacturing and workforce reorganisation, have also restructured the manufacturing and supply chains. In addition, the increased utilisation of protectionist labour policies across various countries has restricted cross-border employment, leading to renewed interest in building local talent. Geopolitical uncertainty, therefore, poses a challenge to implementing flexible HRM/IHRM strategies that can strike a balance between workforce continuity and legal and ethical requirements (Scalera and Perri, 2024).
[bookmark: _Toc213435771]3.3 HR Challenges and Responses
HR professionals will face complex challenges related to the diversified, dispersed global workforce. Cultural intelligence, empathy, and digital fluency are the factors needed to handle cross-cultural communication in distant and hybrid locations (Shadiev et al., 2021). International HR managers are also supposed to ensure compliance with employment laws, tax systems, and data protection laws in the countries where they operate. The concepts of Inclusion, Equity, and Diversity (DEI) have also become necessary for advancing equity, imagination, and innovation (Karr and Berdejo, 2024). For example, Google and Microsoft have introduced international DEI programs focused on inclusive leadership, unconscious bias training, and equitable career development opportunities (Hassan, 2025). 
[bookmark: _Toc213435772]3.4 PESTLE Analysis Theoretical Framework.
The PESTLE framework (Political, Economic, Social, Technological, Legal, and Environmental) is a systematic approach to evaluating the impact of macro-environmental factors on HRM and IHRM strategies (Vivek, 2022). 
	PESTLE Factor
	Key Influences on HRM and IHRM Strategies

	Political
	Immigration policies, trade policies, and unrest in the geopolitical sphere are direct consequences that affect labour mobility and the availability of the workforce. For example, Brexit disrupted the movement of European talent, forcing organisations in the United Kingdom to update their recruitment and visa policies (Mezzadra and Neilson, 2021).

	Economic
	Global inflation, recessions, and currency fluctuations influence wage structures, hiring capacity, and employment stability. Companies such as Tesco and Shell have adjusted pay and benefits frameworks to respond to cost-of-living crises (Lapavitsas et al., 2023).

	Social
	Ageing populations, gender diversity, and generational diversity are redefining the changing employee expectations and engagement strategies. Diversity, inclusion, and cross-generational leadership are the areas that Unilever and Accenture focus on (Gutterman, 2022).

	Technological
	Jobs are redesigned, remote work is introduced, and skills are reshaped through automation, AI, and digital platforms. IBM is applying AI-based HR analytics to improve learning, retention, and performance forecasting (Samuel et al., 2025).

	Legal
	In multinational situations, compliance is governed by labour legislation, data protection legislation (e.g., GDPR), and equality legislation. HRM and IHRM should be able to guarantee equity and uniformity in the policies applied across different jurisdictions (Cervi, 2022).

	Environmental
	The increasing sustainability requirements and ESG environmental standards promote the implementation of green HRM. Firms like IKEA and Patagonia encourage environmentally friendly programs and human consciousness to encourage environmental responsibility (Lin and Lin, 2025).



[bookmark: _Toc213435773]4. Addressing Skills Gaps and Talent Shortages Through Strategic HRM
[bookmark: _Toc213435774]4.1 Nature of Skills Shortages
Skills gaps have become a significant challenge in developed and emerging economies, impacting the productivity and competitiveness of organisations (Mer and Virdi, 2024). Technology, healthcare, manufacturing, and hospitality are the most urgent industries that are most likely to be rapidly innovated, demographic, and consumer needs shifted. The shortage of data scientists, cybersecurity professionals, and software engineers has become endemic across the technological space due to the rapid pace of digitalisation and AI implementation (Agarwal et al., 2024). The UK and Japanese populations are ageing, which has led to a high demand for nurses, care workers, and medical technologists in the healthcare industry post-COVID-19. Seasonal hiring, low pay, and post-Brexit labour migration remain the main issues the hospitality industry faces in the recruitment process (Tuitert et al., 2024).  The magnitude and type of these shortages worldwide vary. Developed economies lack high-skilled digital talent, and developing countries face underemployment and a lack of technical training centers. The mismatch between education systems and labour market needs highlights the importance of aligning national policies with organisational HRM strategies to ensure the long-term sustainability of employability and talent (Strietska-Ilina and Chun, 2021).
[bookmark: _Toc213435775]4.2 Strategic HRM Solutions
Organisations should consider HRM strategies that emphasise proactive workforce planning and continuous learning to help reduce chronic skills gaps. Adequate workforce planning also assists the firm in anticipating future skills needs, planning recruitment, and identifying the skills the organisation possesses and those it needs to acquire (Emma, 2024). The upskilling and reskilling program is important in providing the staff with new functions in relation to the digital transformation. For example, Siemens has already established global online training academies to develop its employees' skills in automation and artificial intelligence, keeping them up to date with technological innovations (Franco et al., 2023).
Relationships with learning institutions and government are also critical. One way to bridge the gap between education and employment is to work with universities and apprenticeship programmes to provide them with industry-specific experience. Moreover, it can facilitate personalised, scalable skill development through online learning platforms such as LinkedIn Learning or Coursera (Sachdeva, 2024). 
[bookmark: _Toc213435776]4.3 HRM Strategy as a Global Extension.
IHRM practices at the institutional level must help overcome the global talent shortage by promoting international mobility, global recruitment, and expatriate management. Multinational corporations also transfer knowledge by relocating the best performers to developing markets to build local capacity. The Unilever global mobility programme is reflective, which enhances cultural flexibility and talent retention (Sousa et al., 2024). 
Besides, a powerful Employer Brand and interesting Employee Value Proposition should be created to capture talent around the world. The areas of focus of companies such as Google and Microsoft in their EVPs include flexibility in working arrangements, inclusiveness, and innovation and play a role in their competitiveness in the global labour markets (Ferreira, 2016).
[bookmark: _Toc213435777]4.4 Application of Frameworks
The Ulrich Model (1997) identifies four main HR functions, including Strategic Partner, Change Agent, Administrative Expert, and Employee Champion, on which HRM can operate to address skills gaps and talent deficits. The following table demonstrates the relevance of each role to strategic workforce development.
	Ulrich HR Role
	Application to Address Skills Gaps and Talent Shortages

	Strategic Partner
	Aligns HR strategy with organisational goals by forecasting future skill requirements and investing in digital reskilling initiatives, such as Google's continuous AI learning programmes (Samuel et al., 2025).

	Change Agent
	Drives organisational transformation by promoting a culture of adaptability and continuous learning through leadership development and innovation (Ahsan, 2025).

	Administrative Expert
	Enhances HR efficiency through technology-driven solutions such as HR analytics to track skill gaps, training impact, and workforce productivity (Tasleem, 2025).

	Employee Champion
	Focuses on employee well-being, engagement, and career progression by supporting inclusion, mentorship, and professional growth opportunities, as demonstrated by Unilever's Future Leaders Programme (Safa, 2023).




[bookmark: _Toc213435778]5. Reflective Report on International and Technological Competence
[bookmark: _Toc213435779]5.1 Introduction to Reflection
Reflection enables most people to assess how they have grown professionally and critically, and through their learning experiences. This is one of the requirements I have had to consider as part of my MBA journey to understand the competencies that would enable me to succeed in an ever-more globalised, technologically advanced business environment. The reflection is based on the Reflective Cycle developed by Gibbs (1988), which consists of six steps: description, feelings, evaluation, analysis, conclusion, and action plan. The process aims to evaluate my strengths and weaknesses in technology, communication, teamwork, leadership, and self-directed learning, and to create a realistic improvement plan for my future profession in international HR management.
[bookmark: _Toc213435780]5.2 Gibbs Reflective Cycle
Description:
I participated in various group projects with international colleagues, conducted fact-based research, and engaged in virtual teamwork. Such experiences have opened me up to cross-cultural communication difficulties, digital flexibility, and hybrid-based leadership.
Feelings:
Initially, I did not know how to work with culturally diverse teams because of their work and communication patterns. However, I have gained confidence as I have grown more digitally literate and have come to appreciate the idea of international cooperation.
Evaluation:
Exposure to technological tools such as Microsoft Teams, Zoom, and AI-based research tools helped me strengthen my flexibility and effectiveness. Nevertheless, I have come to understand that there are flaws in advanced data analysis and giving convincing presentations at stressful conferences. These are the flaws that at one point reduced my contribution in the strategic decision-making process.
Analysis:
Agility and distance leadership are the two HRM skills in the modern world that I am proficient in, thanks to my digital platform use and project management skills. According to CIPD (2023), HR professionals who integrate data analytics with cross-cultural awareness are better positioned to manage global teams. Nevertheless, I was not analytical or a negotiator, which shows that I still need to develop professionally.
Conclusion:
MBA experience has enhanced my global perspective and confidence in technology, and I am yet to work harder to develop my analytical, negotiation, and presentation skills. Talking about these areas will enhance my employability and leadership opportunities in the international HR profession.
[bookmark: _Toc213435781]5.3 SMART Action Plan for Improvement


	Goal Area
	Specific Action
	Measurable Outcome
	Achievable Method
	Relevant Justification
	Time-bound Deadline

	Cross-Cultural Negotiation
	Enrol in an online course on global communication and negotiation.
	Certificate and improved teamwork feedback.
	Weekly modules and role-play activities.
	Builds intercultural competence for global HRM.
	Within 3 months

	Advanced Data Analytics
	Complete Google Data Analytics certification.
	Certification and applied insights in projects.
	Study 5 hours per week using online materials.
	Strengthens data-driven HR decisions.
	Within 6 months

	Public Speaking
	Join Toastmasters or an online forum.
	Deliver 3 evaluated speeches with feedback.
	Practise regularly and self-review recordings.
	Improves stakeholder communication confidence.
	Within 4 months

	Leadership Development
	Lead an MBA team project.
	Positive peer reviews and project success.
	Apply motivation and delegation techniques.
	Enhances leadership and coordination skills.
	Next academic term

	CPD
	Keep a reflective journal and attend webinars.
	Two webinars and journal entries per quarter.
	Apply insights to a professional plan.
	Promotes lifelong learning and adaptability.
	Ongoing



[bookmark: _Toc213435782]6. Conclusion
Lastly, the report has also critically evaluated the changes that technological, demographic, and geopolitical forces are bringing to global labor markets and how these forces have affected HRM and IHRM strategies. The latest advances in technology AIs and automation are changing the workforce system and demographic change and political instability throughout the world continue to be driving forces of labor mobility and global policies. These problems in organizations should be overcome by strategic HRM practices which include digital transformation, workforce reskilling and inclusive talent management. Utilizing the theories of Resource-Based View, the PESTLE analysis, and the HR Model created by Ulrich, it should be stressed that people strategies must be adjusted to the dynamic business situations to be regarded as having a competitive advantage. Moreover, the reflective analysis shows that one should acquire such qualities as constant learning, self-awareness, and adaptability in order to be a global HR leader. 
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