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[bookmark: _heading=h.sypaf2b4plm7]1. Technological advancements reshaping labour markets, and its implications for HRM and IHRM strategies
[bookmark: _heading=h.17jc3hx2w139]1.1 Technological advancement in changing labour market
Technological advancements like artificial intelligence, automation, as well as digital platforms are changing the labour markets globally to transform the nature of work, employment structures as well as required skills. Automation as well as AI are evaluating tasks in manufacturing, administrative sectors, as well as logistics to reduce the demand for low as well as medium-skilled labourers to increase the demand for using high-skilled, digital as well as analytical roles. The report has estimated that around 2027, 44% of the skilled workers would be disrupted by using AI to create new opportunities in cybersecurity, digital transformation, as well as data analysis (World Economic Forum, 2023). Digital platforms like "gig economy intermediaries," for example, Uber and UpWork, are used to redefine the relationship of employment to change the traditional roles of workers towards freelance and on-demand work that lacks in security as well as benefits. 
[image: ]
Figure 1: Technological advancement
(Source: Peter, 2024)
This transformation is based on the dual factor in which technology could evaluate a product's ability to enable remote as well as flexible work models. It evaluates inequalities among high-skilled as well as low-skilled workers. It also evaluates technology-advanced features based on the development of economies. The demand to learn and reskill has become important for employability to prompt organisations as well as HR departments for investing in workforce, agility, as well as digital training. The emerging technologies are evaluated using geographical boundaries, which enables the competition of global talent as well as remote collaboration within international talent (ILO, 2023). Therefore, this technological change is considered as economic change and structural transformation in the transformation of the labour market based on organising and managing by using required HR as well as IRM professionals for balancing efficiency, equity, as well as adaptability in the evolving sector digitally. 
[bookmark: _heading=h.t8zmfb6hruyd]1.2 Implications for HRM and IHRM strategies
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Figure 2: Factors of IHRM
(Source: Samyukta, 2025)
The rapid expansion of technological transformation in the labour market has created different implications for "human resource management (HRM)" and "international human resource management (IHRM)". Since automation as well as AI is redefining the requirement of skills, HR functions need to change its system from traditional recruitment as well as performance management to a continuous learning method as well as strategic planning of the workforce. HR managers require for identification of future skill gaps to implement reskilling as well as upskilling initiatives for enhancing the adaptability of the workforce (Farndale et al., 2025). Learning as well as development strategies need to integrate data analytics and digital literacy for sustaining competitiveness as well as employability. 
For IHRM, the global talent source is evaluating collaboration within virtual teams. This needs new strategies in the international market based on digital leadership, cultural management, as well as development. The increase in hybrid as well as remote models, evaluate policies to address digital inclusion and balance in our life based on legal and cultural context (Ng et al., 2025). The "platform-based employment model" as well as the gig economy could challenge its HR structures that require new frameworks for performing evaluation, as well as the well-being of the workers. 



[bookmark: _heading=h.x3jtfw5zwmc9]2. Key demographic and geopolitical factors influencing employment markets today, and challenges for HR professionals
[bookmark: _heading=h.j8elff1bd5ro]2.1 Key Demographic Factors 
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Figure 3: Components of HR Strategy
(Source: Parismita, 2025)
The key demographic factors that could influence the employment market that consist of ageing population, migration trends, increased diversity in the workforce, and unemployment of youth. In the developed economies, ageing populations are decreasing as the supply of labour is increasing for healthcare as well as recruitment features. In developing regions, the growth of the population faces several challenges in skill development programs and job creation. Migration of skilled as well as unskilled labourers changes the availability of labour for introducing multicultural dynamics in the workplace. The increased participation of women as well as underrepresented groups, enhancing diversity as well as inclusion initiatives. These demographic changes could influence talent management, policy-making features, workforce planning for adapting retention, recruitment, as well as training strategies for sustaining productivity as well as inclusivity in the evolving employment sector globally. 
[bookmark: _heading=h.t3j9pxajqfb9]2.2 Geopolitical Factors 
The key geopolitical factors could influence markets of employment today that consist of global conflict, migration policies, as well as economic nationalism. The ongoing conflict in Ukraine, as well as the Middle East, and disruptions in the global supply chain, could displace its workforce that led to labour shortages for some of these reasons. Trade war as well as protectionist policies, are used to enhance manufacturing as an investment to evaluate relocation of jobs and to evaluate certain industries. Migration restrictions as well as visa regulations could affect the mobility of global talent, technology, as well as the healthcare sector (Caligiuri et al., 2022). The geopolitical uncertainty could impact foreign and direct investment, within business confidence to influence hiring as well as expansion strategies. Therefore, HRM and IHRM need to adopt dynamic and geopolitical risk to ensure resilience in the workforce, compliance, as well as agility in cross-border talent. 
[bookmark: _heading=h.kznd4mi87tfx]2.3 Challenges for HR professionals 
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Figure 4: Challenges for HR professionals
(Source: Nikita, 2025)
The geopolitical factors and demographic factors could create complex challenges for the HR professionals to disrupt stability in the workforce, talent, mobility, as well as organisational strategy. The conflict, trade, tensions, and political instability could lead to a sudden requirement for relocation and redundancies to adjust the operation of the company based on new regulatory and economic conditions. The HR managers need to manage and continue in the workforce to ensure the safety of employees and compliance within international labour laws, which need to be aligned with the business objectives (Gupta, 2025). The restriction of migration as well as limitations on visas could complicate recruitment that makes it difficult for accessing global talent. HR teams need to design flexible strategies of talent that include remote as well as hybrid work facilities to resolve these barriers. The volatility in geopolitical factors could affect morale, as engagement needs the HR team for enhancing support systems as well as crisis communication.
The cultural expectation, political ideologies, as well as labour regulation require HRM and IHRM practices for maintaining fairness as well as inclusion in the borders (Nikita, 2025). Ethical considerations like operating in a sensitive region and responding for sanctions for decision-making. HR professionals need to become risk managers to balance resilience in the business, the well-being of the employee, and legal compliance in the geopolitical environment. 

3. Organisations address persistent skills gaps and talent shortages in critical sectors through strategic HRM

The persistence skill gap shows the critical issues across hospitality and Healthcare areas. Addressing these issues required strategic planning and integration of development and recruitment to maintain the retention functions. Koi ship talent ecosystem management is essential to balance this situation. Microsoft's initiative for large-scale organisations' intervention helps to bridge the deficiencies in capability in the Technology Sector (Fleck, 2025). The initiative focuses on technology Sector individuals with the skill of artificial intelligence by the year 2025. 90% of the employers are focusing on additional artificial intelligence skills, while 78% of the workforce doesn't have those capabilities. Microsoft is trying to train its employees and create a sustainable workforce that can provide advanced technical support (Taylor, 2025). It is beneficial for both talent deficits and long-term workforce management. Beyond the Microsoft Technology Sector increasing rapidly, their hiding methodologies are being evaluated by evaluating the capabilities rather than the credentials. The recruitment process created scope even for non-traditional candidates with competencies. Organisations use skill assessments and test-based evaluations to understand the performance and accuracy. The hiding risk and showing individual development. 
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Figure 5: Talent management
(Source: Srikant, 2025)
In the hospitality sector, the Hilton company experiences a framework for higher retention, which is a strategic HRM process for retention the workforce (Kitterman, 2025). The management of the Hilton group develops this program specifically for managers and supervisors who are trained in leadership qualities and can mitigate the deficiency. The company recognise the first 90 days of employment as an integration and mentorship program and then creates communities for skill acquisition and integration of culture (Kitterman, 2025). The overall program creates career stages understanding and focuses on learning Pathways in order to address the needs of the organisation. Institutional training facilities in countries like China and Myanmar focus on strategic partnerships with different universities, which shows that organisations could shape their future workforce by building strong talent and training them as per the requirement. 
Healthcare organisations face a significant skill shortage with an aging population and a lack of new technology. Inova Health System simplified this process through the Residency programs for nurses, which transform clinical practices into structured practice (Innova, 2025). Data-driven recruitment also helps with critical methodologies in the Healthcare sector. Images focus on keeping performance indicators, such as cost for higher or recruitment method, to understand the resource allocation and acknowledge the quality of the candidate. Predictive measurement creates a workforce planning that allows them to forecast the requirements of staff for any specific unit. Strategic HRM interventions integrate mental health support programs and provide balanced provision that improves hosting and maintains talent retention.
The effectiveness ultimately depends on the integration of development and recruitment functions. The evidence shows that the context of citral sometimes creates a larger difference in regulatory requirements. Retaining the talent and training them based on the requirement is more feasible than regarding it as it maintains the talent retention.

[bookmark: _heading=h.xhgty82hsxud]4. Reflective Report
[bookmark: _heading=h.lqw3keye1w08]4.1 Capabilities in Working Within the Global Region
I acquired the knowledge of digital proficiency across different platforms, which is essential for global partnerships. I used my email management skills with Google Workspace and academic research to understand the communication across all global networks. My writing communication capabilities provide an understanding of my strengths, particularly in a professional context. While working through my work, which involves the understanding of HRM and IHRM, I developed the capacity for communication in two complex ideas and arguments, which are logically adaptive (Okolie, Omole and Yakubu, 2021). I maintain the communication tone for specific audiences, and my verbal communication for the global team to return capabilities. Engaging with colleagues and co-learners helps me understand my areas of development. 
Through the incorporation of corporate governance and stakeholder analysis for organisational management, I developed my understanding of theoretical knowledge of cultural variation. I understood the awareness that the decision-making process focuses on communication and leadership skills. My engagement with different HRM case studies while working on the course helped me to understand the leadership capabilities and structured thinking process (Okolie, Omole and Yakubu, 2021). Understanding the diverse perspectives of the decision-making process in the Global Business made me understand the capabilities to mitigate any hazardous situation beforehand. Creating ideas for quick solutions and communicating for better recommendations helped me understand cognitive capabilities. 
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Figure 6: Kolb’s reflective cycle
(Source: Gaelle, 2022)
Throughout the study, I understood my capabilities of independent learning and intellectual understanding. I independently used several resources and critically evaluated them to understand Complex information across multiple disciplines. My ability to identify the knowledge gaps and understand the learnings suggests continuous development, which is essential for international business (Do, 2025). I created my understanding of the knowledge of feedback and recognition. This mindset helps me with continuous development and adaptability in a professional environment. 
My most significant limitations are the experiences of theoretical understanding of cultural differences. I am not able to collaborate with cross-cultural teams properly. It is limiting my capabilities for competencies and creates a misunderstanding about cultural constructs. I need to focus on my emotional resilience along with different achievable solutions in order to enhance my communication and capabilities in real-time situations.
[bookmark: _heading=h.a7g12vmuyd3]4.2 Strengths and weaknesses
My core strength is the structural thinking and decision-making process. I can create complex problem synopses systematically and break them down for understanding different components. Identifying the key areas of change and understanding the root cause gives me the strength and capability for different learning. Structure my arguments with proper logic and evidence, which helps me to address specific issues. It helps me to understand my knowledge-sharing method and communication skills frequently (Perera, 2025). Capabilities for independent learning are one of the major strengths that help me to mitigate any knowledge gap. This self-learning capacity helps me in international learning and especially in understanding my knowledge about the development and adaptability of essential methods. 
My weaknesses are based on the cross-cultural relativity and how I am still working with different team members to collaborate in the decision-making process. Focusing on the different cultural context, I need to understand the different frameworks and mechanisms in order to work in a diverse what place. I also need to work on my ability towards workplace management and conflict resolution in the bigger team. Sometimes, during the decision-making process, I become very nervous, which affects my overall decision-making, quick decision, and rapid decision-making processes, as they slow down or with my understanding. It is essential for me to get an understanding of the communication skills and how different communication skills are enhancing the overall work environment.
[bookmark: _heading=h.ox0dbsr4ix5q]4.3 Address areas for improvement
My analytical capabilities need to be more structured and provide a foundation for international professions. I need to maintain structural analytical frameworks, which will help me to develop an understanding of different industries and marketplaces. Strong communication skills, along with international cross-cultural understanding, will help me to gain better strength in my projection. Creating diverse geographical regions through my understanding and self-learning capacity over the strategic planning will help to create continuous engagement with emerging transformation. The evidence-based learning will help me to understand my professional development and achieve the desired knowledge. Cross-cultural capacities, along with developing multimodal engagement, will create a deep understanding of theoretical knowledge and create practical experience for collaboration and colleagues. Verbal communication development is also important for practice. I will focus on the capabilities of emerging technology that will help me understand the practical opportunities. I will use reflective learning cycles like Kolb's reflective learning (Meijer et al., 2022), which will help me to create an observation of my reflection over a set and create conceptualisation over active experimentation.
I will make sure that my learning capability is enhanced with continuous practice of cross-cultural mechanisms. While being in a situation of cross cross-cultural team where different employees are from different areas, it is essential to make proper communication with proper technique. Without engaging in any workplace conflict, I will try to learn the areas of leadership that could be helpful for handling a bigger team. Creating an understanding of different frameworks such as Kolb's and others (Devi and Thendral, 2023), will help me to create my leadership planning accordingly. Based on strengths and weaknesses, I will create a plan that will help me to develop and change the areas where I need to focus more. Focusing on different capabilities and characteristics, I will ensure that my learning of any communication qualities will help me get future guidance. I will seek feedback from seniors and supervisors in order to get the desired outcome, and also to follow the process significantly. 
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