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[bookmark: _Toc211593659]Introduction  
Human Resource Management (HRM) as your organization's local team captain. It's all about managing employees right here in one country, where the company is based. Their main job is to handle all the typical staff stuff—like hiring people, training them, checking their performance, and sorting out any employeissues—all within the local rules and culture. You might see a little bit of movement if someone transfers within the country, and they mainly talk in the country's main language
International Human Resource Management (IHRM) is like managing a global sports team. It takes all those same HR tasks—hiring, training, benefits, and performance—and blows them up onto the world stage. It's about dealing with the tricky parts of having operations in lots of different countries. The big difference is that IHRM involves a ton of people moving around internationally (expats, global transfers), and the staff has to be great at communicating in multiple languages to deal with a truly diverse, worldwide workforce.
While they both care about the same core things—getting good people, training them up, and keeping them happy—HRM is focused on the local game, and IHRM is focused on the global game.


[bookmark: _Toc211593660]1. How are technological advancements (e.g., AI, automation, digital platforms) reshaping labor markets, and what implications does this have for HRM and IHRM strategies?
[bookmark: _Toc211593661]1.1 How are technological advancements reshaping labor market.
The influence of technology on changing the job market dates back to the beginning of capitalism. However, the rise of new digital technologies, including AI and machine learning, has brought this topic to the forefront again. Automation and AI are creating new opportunities through the increased use of computers and robots, which directly affects the job market, as some people may lose their jobs due to automation and technological progress. For example, a warehouse previously employed two workers to lift all the heavy boxes.. The company bought a new robot to do the lifting. This robot only needs one person to run it, plus some programming. Because of this new machine, the company only needs one worker now, and the other person lost their job. So, it’s directly impact on an employer. Also, Due to Technology human are able to work easy and fast. (Self-Created) Let’s understand how many jobs are reshaping by technological advancement by this below chart.
[image: ]
  Figure 1.1.2 – (Occupation most at risk of automation) (2023). Artificial intelligence and jobs: No signs of slowing labour ... [online] www.google.com. Available at: https://share.google/images/ycbJwzCGMZLQD74nC)
[bookmark: _Toc211593662]    1.2 what implications does this have for HRM and IHRM strategies?
The Books shows that AI enhances employee instruction and growth more efficiently.
Most important, these system can store Every worker's electronic resume providing a digital workforce inventory to the company. This helps in Recognizing skill gaps or creating appropriate training programs. It also aids organizations in finding suitable candidates internally.
Additionally, employees can utilize these systems to manage their career paths. If they have skill deficiencies, these AI systems assist in pinpointing their training requirements and completing necessary courses. Furthermore, online or virtual training offers several advantages for both the organization and its employees.[image: ]
Figure 1.2.1An integrated conceptual framework of how AI-based application technologies affect outcomes at the organizational and employee levels. Note: Items indicated by asterisks and italics are those that require more testing.



- favorable results at the company level. HRM AI technologies affect business-level results in addition to employee-level results. According to the research on the implementation of AI-enabled HRM, it results in increased customer engagement and loyalty, cost savings, and operational efficiency (such as flexibility, scalability, safety, and dependability). By making the organization more cost-effective, AI can help increase returns on investment.
· Cost-effective service excellence (CESE), The other effect of AI technology on corporate productivity, describes companies that rank among the top performers in their competitive market in terms of both productivity and customer satisfaction. Singapore Airlines and Amazon, two of the biggest online retailers in the world, have both reached the CESE milestones. emerging technologies such biometrics, virtual reality, AI, big data, machine learning, mobile devices, the Internet of Things, geotagging, and speech recognition. offer a wealth of chances for comprehensive service innovations that could improve customer satisfaction, service quality, and productivity all at once.
· Negative results for each individual. Despite the literature's emphasis on the benefits of sophisticated technologies, a number of drawbacks have also been noted. For example, a high employee turnover rate may result from the inappropriate usage of such technology in HRM. Employees are seen as the most important resources in people-intensive services, despite the fact that service robots make a substantial contribution to the market. Furthermore, service robots are limited to cognitive and analytical jobs that don't require a lot of social or emotional intelligence.









[bookmark: _Toc211593663]2. What are the key demographic and geopolitical factors influencing employment markets today, and how do they create challenges for HR professionals?
[bookmark: _Toc211593664]2.1. What are the key demographic and geopolitical factors influencing employment markets today?
The recent performance of the job market has been very strong. At a 30-year low, unemployment rates are much lower than most macroeconomists thought possible without causing major inflation increases. Job growth has been strong. To connect with many young people, low-skilled workers, single mothers, and other groups that are usually underrepresented in the workforce, employers have stepped up their hiring efforts. Even wages, which used to rise slowly, have begun to increase more quickly.
· Demographic Factors 
· Age structure / population aging: -
A nation's economic growth is impacted by changes in the labor supply that occur when a population ages, birth rates fluctuate, or migration patterns shift. Changes in the population have a significant impact on how any country's labor force is shaped.(World bank blogs- article by Dorina Gergieva April 2024)
· Urban development: -
As more people live in cities than ever, urbanization is a major demographic change.  This shift affects job trends, unusually the rise of industries and services in City areas compared to rural economies that depend on farming.  Urbanization brings economic growth and new job opportunities, However, policies are also necessary to oversee the shift and guarantee fair and sustainable nonrural development.
· Cross-border movement: -
Global migration trends significantly influence population dynamics and labor markets worldwide. These trends are motivated by the present demographic
changes, Diverse economic prospects, environmental concerns, and humanitarian challenges. In 45 out of the 148 countries with available data, foreign-born individuals or foreign citizens constitute at least 10% of the labor force. The allure of better job opportunities, safety, and enhanced living conditions in their new countries often draws foreign migration.
· Family planning and gender equality: -
World Population Day's main themes include family planning and gender equality. Despite making up around half of the global population, women are less likely than males to be employed. When young children are present in the home, these gender disparities in participation become much more pronounced. According to research, women are disproportionately responsible for childcare because of gender norms. It should come as no surprise that moms of young children participate in the labor force at a considerably lower rate than women in families without young children. On the other hand, when males become fathers, their involvement rates vary considerably less. These discrepancies are a contributing factor to the startling gender differences in labor force participation, which for couples with young children reach 38 percentage points, while the gap for households without young children is only 23 points.

[image: ]
Figure 2.1.1 (Source ILO Modelled Estimates (ILOEST) database, May 2024 edition, ILOSTAT )






· Geopolitical Factors
· Political Stability: -
international politics and the economy could have a significant direct and indirect effect on the shipping industry. When a country enjoys political stability, investors feel more confident about putting money into its infrastructure, including ports and transportation networks. This leads to better-maintained and efficient shipping facilities, which can lower freight rates due to increased competition among shipping companies. Moreover, political stability often correlates with a consistent approach to trade policies and agreements.
· Trade Policies: -
Geopolitical relations between countries play a significant role in shaping trade dynamics, and they can indeed have a substantial impact on freight rates. In times of strained geopolitical relations, countries may impose trade barriers such as tariffs, quotas, or embargoes on each other's goods. These measures are often retaliatory in nature and aimed at protecting domestic industries or expressing displeasure over certain political actions.
· Environmental Regulations: -
Freight transportation is a cornerstone of global trade, facilitating the movement of goods across vast distances. However, this essential function comes with environmental costs, including carbon emissions, air and water pollution, and habitat destruction.




[bookmark: _Toc211593665]3. How can organisations address persistent skills gaps and talent shortages in critical sectors (e.g., tech, hospitality, healthcare) through strategic HRM?
The current business environment is encountering a major issue: an increasing skills gap and a continuous shortage of talent in different sectors. Businesses are struggling to locate qualified individuals who possess the essential skills needed to occupy key positions as technology evolves rapidly and job demands shift.
Methods for Resolving the Talent Shortage and Skills Gap 
· Training and developing current employees to improve or learn new skills:
One economical strategy to close the skills gap is to fund training and development initiatives for your present employees. You can adapt to your changing demands by leveraging employees' existing expertise and experience or retraining them for new responsibilities.
· Increasing Your Pool of Talent: 
Look outside conventional avenues to expand your talent hunt. Think about utilizing underrepresented populations with exceptional unrealized potential, such as women, minorities, and those with impairments.
· Employer of Record (EOR) Services Utilization:
Work together with colleges, universities, and technical institutions to create specialized training programs that meet the demands of your sector. A pool of qualified graduates prepared to join the workforce may result from this. 
· Developing Collaborations with Academic Establishments:
· Create specialized training programs in partnership with colleges, universities, and vocational institutions that meet the demands of your sector. As a result, there may be a pool of qualified graduates prepared to join the workforce.
Accepting Internships and Apprenticeships:
To give young talent practical experience and instruction, offer internships and apprenticeships. This enables you to evaluate possible candidates for future positions and can help develop a qualified team.

· Establishing a Culture of Education and Growth:
Encourage staff members to acquire new skills and knowledge by creating a workplace that values lifelong learning. Online courses, mentorship programs, and continual professional development opportunities can all help achieve this.
· Providing Competitive Benefits and Compensation: 
Offer competitive pay, benefits, and incentives that meet industry norms and your target applicants' expectations in order to draw in and keep top personnel.
· Accepting Adaptability:
To attract a broader pool of applicants and meet a variety of needs, provide flexible work arrangements, such as remote work choices, flexible hours, or even hybrid employment.



[bookmark: _Toc211593666]4. Reflective Report: Navigating the Global and Digital Workplace

The contemporary professional environment is defined by two relentless forces: globalization and technological acceleration. Succeeding today requires not just foundational knowledge, but a dynamic ability to operate across cultural boundaries and continually adapt to new digital tools. This report provides a candid self-assessment of my current capabilities across five key dimensions—technology, communication, teamwork, leadership, and self-directed learning—identifying personal strengths, recognizing areas for growth, and outlining a focused action plan to enhance my international and innovative readiness.
[bookmark: _Toc211593667]4.1. Technology
In terms of technology, I feel my greatest strength lies in applied tool proficiency and system integration. I don’t just know how to use standard office software; I focus on leveraging their advanced features for productivity. For instance, in our recent 'Global Strategy Simulation' project this term, I took the lead in setting up a shared project management board (using a tool like Trello or Notion), automating status updates, and setting up real-time document collaboration. This demonstrated an ability to quickly select and integrate tools to streamline workflows for a dispersed team.
However, my primary weakness is a relative hesitation in adopting truly cutting-edge, emerging technologies, like complex AI-driven data analysis tools or specialized cloud computing services. My comfort zone tends to be where efficiency meets reliability. To address this, I intend to leverage my proficiency strength by applying it to two new learning platforms next month, dedicating two hours weekly to guided tutorials focused exclusively on specialized data visualization software used in international markets. This way, I transition from simple application to genuine innovation capability.
[bookmark: _Toc211593668]4.2. Communication
My strength in communication is rooted in written clarity and digital etiquette, which is essential for working across time zones. My emails and reports are always structured, concise, and professional, minimizing the risk of misinterpretation—a common pitfall in intercultural digital exchanges. I saw this play out when I drafted the foundational proposal for a recent cross-cultural negotiation module; the clarity of the document ensured all non-native English speakers on the team had a unified understanding of our objectives from the start.
My significant weakness here is decoding high-context, non-verbal communication, especially during low-bandwidth video calls or in an unfamiliar cultural setting. I tend to focus too much on the literal words and less on the tone, silence, or body language nuances that convey deeper meaning. To address this, I will be proactive in seeking feedback on my communication style from peers in our diverse learning groups. More importantly, I plan to address this weakness by actively taking notes on cultural differences in non-verbal cues (e.g., proxemics, use of silence) during our weekly virtual team meetings, making a deliberate effort to look beyond the spoken word.
[bookmark: _Toc211593669]4.3. Teamwork
My strongest asset in teamwork is my process-oriented flexibility. I excel at stepping into different roles depending on the immediate need of the group and ensuring that deadlines and dependencies are clearly mapped out. For our recent term assignment involving collaboration with a team member in a different country (simulated remote team), I actively volunteered to manage the shared calendar and communication checkpoints, adapting my working hours slightly to ensure key hand-offs happened smoothly, demonstrating collaborative commitment.
A persistent weakness, though, is my reluctance to initiate constructive conflict or challenge an established—but flawed—direction, especially if it means questioning a more senior or culturally dominant voice. I sometimes prioritize harmony over rigor. To leverage my strength in process, I will use my scheduled checkpoint setting to address this weakness. I will formalize a "Red Team Review" phase in all future team projects, where challenging assumptions is a required part of the agenda, giving me a structured, low-risk environment to voice critical feedback.
[bookmark: _Toc211593670]4.4. Leadership
My approach to leadership is situational and adaptive; my strength is in leading by example and empowering others. I prefer to delegate tasks based on individual strengths rather than seniority, which fosters high engagement. During a recent leadership training exercise, where we had to guide a fictional product launch, I focused on removing logistical hurdles for the team members rather than dictating the execution steps, resulting in high morale and rapid task completion.
The weakness I must overcome is my tendency to over-delegate during periods of high personal stress or tight deadlines, sometimes dropping the necessary support structure behind the task. I trust people too much and need to follow up more rigorously. My plan is to address this by implementing a simple, daily 15-minute 'Huddle Check-in' ritual when the project is in its critical phase. This allows me to maintain accountability without micromanaging, ensuring my delegated tasks remain supported and on track.
[bookmark: _Toc211593671]4.5. Self-Directed Learning (SDL)
My SDL strength is my aptitude for curriculum design and resource gathering. When faced with a new problem, I can quickly map out the required knowledge, source the most credible training materials, and set measurable learning milestones. This term, I needed to understand a specific compliance framework for an assignment, and I designed a structured, two-week self-study plan that integrated scholarly articles, industry webinars, and legal databases.
My weakness, however, is prioritizing breadth over depth. I sometimes rush through advanced concepts to hit a self-imposed deadline, ending up with surface-level knowledge instead of mastery. Moving forward, I will leverage my strong organizational skills to address this by restructuring my learning goals. Instead of checking off five courses, I will focus on completing three, but each must be accompanied by a practical, documented application or case study that forces me to apply the knowledge in a simulated real-world scenario. This pivot will ensure genuine mastery and stronger, evidence-based learning outcomes.
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Figure 2. An integrated conceptual framework of the influence of Al-based applications
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