[image: A close-up of a sign

AI-generated content may be incorrect.]



Course Title: MBA - International Business
Term 1



Student Name: Vishal Ramjibhai Bhalala
Student ID: 2509170



Module Name: Human Capital Management
Module Code: LCMB7023



Lecturer’s Name: Gladius Kulothungan (London)
Word Count: 2517/2500










The influence of national and international labour markets on HRM and IHRM strategies


[bookmark: _Toc213330788]Abstract
The national and international labour market dynamics largely impact the Human Resource Management (HRM) and International Human Resource Management (IHRM) strategies. At the domestic level, HRM practices are influenced by the local labour laws, economic situations, demographic trends and cultural expectations that dictate the recruitment, compensation and employee relations policies. International labour markets, on the other hand, bring the issues of global talent movement, skills shortage, cross-cultural management issues. The IHRM strategies should hence remedy on concerns of managing the expatriates, international staffing as well as international compliance as well as facilitating organizational unity in diverse cultural and regulatory contexts. Increased globalization of business forces organisations to incorporate dynamic and responsive human resources to match the local labour environments both at home and in the host nations. Moreover, the competition of skilled workers on the international level stimulates multinational companies to be creative in the areas of talent recruitment, retention and development. Finally, the interplay between the national and global labour markets means that HRM and IHRM policies must be strategically aligned so as to guarantee competitiveness, diversity in workforce and sustainable performance in the ever more global economy.
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[bookmark: _Toc213330789]Introduction 
The globalised economy that we now live in is experiencing a fast transformation in the labour market, national and international, because of technology innovation, population shifts and geopolitical realignment. These pressures are challenging the manner in which organisations attract, develop and maintain talent across the borders (Alparslan, 2024). With the automation, digitalisation and global mobility which the industries are exposed to, Human Resource Management (HRM) and International Human Resource Management (IHRM) plays a significant role in ensuring that the organisational objectives are aligned to the strategies in the workforce. Effective HRM practices do not only serve in responding to the emerging challenges and challenges such as the lack of skills, culture and regulatory disparities but also allow the company to exploit the emerging opportunities presented by the technological and social change. The following report is the critical analysis of how the technological change, demographic and geopolitical factors and strategic HRM interventions affect modern employment markets (Balushi and Ranyia Ateeque, 2024). It also includes reflective analysis of individual abilities in a global setting, which is technology, communication, team work, leadership, and lifelong learning, therefore, applying theory to professional practice. 
[bookmark: _Toc213330790]Task 1. Technological Advancements Reshaping Labour Markets and Their Implications for HRM and IHRM
The digital labour market is radically changing the nature of the labour market across the world, especially due to technological advancements; specifically, artificial intelligence (AI), automation, and online platforms (Basahal, Forde and MacKenzie, 2021). Such developments are transforming how work is structured, undertaken and managed and presenting opportunities as well as challenges to Human Resource Management (HRM) and International Human Resource Management (IHRM). 
Transformation of Labour Market Structures
a) Artificial Intelligence (AI)
AI is changing the labour market by making it possible to make decisions based on data and provide predictive analytics. It automates mental processes, including data interpretation, screening of recruits, and demand forecasting (Basahal, Forde and MacKenzie, 2021). Whereas AI enhances productivity and innovation, it also brings about ethical issues, including prejudice, transparency, and workforce replacement, which HR specialists must resolve using equitable human-centred AI governance policies. 
b) Automation
The automation of industries such as manufacturing, logistics, and finance is changing due to the application of automation, robotic process automation (RPA), and machine learning systems. It substitutes tedious manual operations, enhancing the efficiency of operations and minimising the labour requirements of the past (Basahal, Forde and MacKenzie, 2021). 
Implications for Human Resource Management (HRM)
Eradication of technology has forced HR managers to reconsider conventional roles, such as hiring, as well as performance management. 
Recruitment and Selection: AI is used in talent acquisition to speed up talent recruitment using predictive analytics, automated screening, and competency matching. Yet, HR will need to implement ethical use of AI by reducing the problem of algorithmic bias and safeguarding the privacy of the candidates (Chung and Sparrow, 2024). 
Training and Development: Lifelong learning has become one of the strategic priorities. To reskill workers to new digital positions, HR is incorporating e-learning systems, simulations, and micro-learning modules. 
Employee Engagement: Technologies allow conducting engagement programs based on the analysis of sentiments and virtual collaborative platforms. However, HR should strike the balance between efficiency and the well-being of employees so that it could mitigate the digital fatigue and ensure motivation (Chung and Sparrow, 2024).
Implications for International Human Resource Management (IHRM)
Technology has broken down geographical borders at international level and reshaped management of global workforce. 
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Figure: Implications for (IHRM)
Source: (Darwish et al., 2024)
Remote and Virtual Teams: Multinational corporations (MNCs) can now manage cross-border teams effectively due to the emergence of digital collaboration tools, including Microsoft Teams and Zoom (Darwish et al., 2024). IHRM should then work to promote intercultural communication, trust as well as virtual leadership skills. 
Global Talent Mobility: AI-powered workforce analytics ensure that IHR managers can reveal global talent deficiencies and place talent strategically over the regions (Darwish et al., 2024). Nonetheless, compliance and sensitivity is needed due to different laws on data protection (e.g., GDPR in Europe) and cultural principles. 
Global Standardisation and local Adaptation: Digital HR systems encourage standardised policies and subsidiaries, but successful IHRM needs localisation in accordance with regional labour laws and social expectations. 
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One of the most influential forces is building the current global labour markets is demographic changes and geopolitical forces. These forces have impacts on workforce composition, availability and mobility which have direct effects on HRM and IHRM strategies (Farndale et al., 2022). The International Labour Organization believes that talent availability, migration trends and organisational workforce planning are being redefined by demographic changes, ageing and geopolitical instability. 
Demographic Factors Influencing Employment Markets
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Figure: Demographic Factors Influencing Employment Markets
Source: (Farndale et al., 2022)
a) Ageing Populations
Ageing and dropping birth rates of many developed countries such as Japan, Germany, and the United Kingdom are experiencing a challenge with ageing workforces. This population trend decreases the labour force and dependency ratio which pushes pension systems and health care sectors. HR professionals should, in turn, pay attention to the policies that have encouraged later retirement, flexible working by older people, and inter-generational knowledge transfer (Farndale et al., 2022). 
b) Youth Unemployment and Skill Mismatch
On the other hand, emerging economies like the Sub-Saharan Africa and South Asia are rapidly increasing the number of youths. Nevertheless, such areas tend to experience low levels of employment and educational failures. This leads to the fact that youth unemployment is a long-standing problem (Horwitz, Ronnie and Kamoche, 2023). HRM should respond to this through the marketing of apprenticeship schemes, graduate employment programs as well as collaboration with learning institutions in order to align the academic programs with the industry requirements. 
Geopolitical Factors Influencing Employment Markets
a) Political Instability and Conflict
The war in Ukraine, the tensions in the Middle East, and other crises in the region interrupt the global labour supply chains and instill mass migration. These circumstances cause the displaced populations to find jobs past national boundaries, and in most cases, this cause underutilisation of skills (Horwitz, Ronnie and Kamoche, 2023). 
b) Globalisation and Migration Policies
International labour movements have become easier due to globalisation, but changing migration policies, including the immigration reform after Brexit or the visa restrictions in the U.S., have complicated the workforce planning. Such changes in policies restrict access to foreign talent and force HR managers to change the approach to recruitment (Mammadova, 2022). 
HR Challenges Emerging from Demographic and Geopolitical Trends
The interaction between the geopolitics of the situation and the demographic factor results in complex HR problems: 
Talent Shortages: Greying workforces and labour mobility limits access to skilled labour. Cultural Complexity: The cultural intelligence required to handle diverse and global teams is very high (Raczek et al., 2025).
Cultural Complexity: The cultural intelligence required to handle diverse and global teams is very high (Raczek et al., 2025).
Policy Compliance: The HR should remain abreast of laws governing the international labour and visa related laws and ethical standards of employment.
Employee Well-being: Political instability and global uncertainty: The global uncertainty and political instability may impact employee morale, as well as mental health, and the HR has to invest in the well-being programs and psychological assistance (Raczek et al., 2025).
[bookmark: _Toc213330792]Task 3. How Organisations Can Address Persistent Skills Gaps and Talent Shortages Through Strategic HRM
Skills gaps and talent shortage are currently one of the most topical challenges of organisations in the dynamic global economy. Technology, healthcare, and hospitality sector prove to be especially susceptible, as they are dependent on the expertise of specialised skills and flexible human capital (Nyiawung, Geary and Mandiefe Piabuo, 2023). 
Addressing Skills Gaps in the Technology Sector
Cybersecurity, artificial intelligence, data science and cloud computing are among the aspects in technology that are chronic shortage. This rate of innovation is usually higher than the pace at which new skills are acquired in the labour market (Nyiawung, Geary and Mandiefe Piabuo, 2023). 
a) Workforce Analytics and Forecasting
Predictive analytics enables strategic HRM to find out the new trends in technology and future skill needs. Such corporations as Microsoft and IBM apply AI-based talent mapping to predict shortages and create training based on them (Raczek et al., 2025). 
b) Continuous Learning and Reskilling
Organisations should develop a learning culture, and have the availability of e-learning platforms, coding boot camp and professional certification to the employees. As an example, the Google Grow with Google program presents employees with a continuous series of digital upskilling, matching the skills of the workforce to the strategic objectives of the organisation (Reiche, 2022). 
Addressing Skills Gaps in the Healthcare Sector
Ageing populations, high turnover, and burnout create tremendous shortages of qualified nurses, doctors and allied professionals in the healthcare sector. 
a) Strategic Workforce Planning
The healthcare organisations and hospitals use SHRM to predict future staffing demands, particularly in the ageing societies. As an illustration, the National Health Service (NHS) in the UK plans its training intake and international and domestic recruitment with the help of long-term workforce models (Reiche, 2022). 
b) Professional Development and Retention
Simulation-based training, continuous professional education, and mentoring programs can improve clinical competence and burnout (Sukanti, Harto and Pramuditha, 2021). 
Addressing Skills Gaps in the Hospitality Sector
The hospitality industry is faced with high turnover of employees, seasonal demand and lack of skilled management personnel. 
a) Employer Branding and Career Development
Strategic HRM reinforces the employer brand of the organisation through career development, training and rewarding. Developing internal talent pipelines is achieved through programs such as the global leader programs which brands such as Marriott International invest in (Sukanti, Harto and Pramuditha, 2021). 
b) Strategic Partnerships
Collaboration with school of hospitality and vocational institutions will provide compatibility between the education and industry requirements (Zahera Mega Utama and Samaad, 2025). Real world training through collaborative apprenticeships and internships enable the youthful professionals to be equipped to the challenges of the real world, alleviating the shortage of entry-level requirements. 
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Globalisation of the workplace and growth of digital technology has turned the contemporary workplace into a place of flexibility, intercultural skills, and technological expertise thus requiring employees to be elastic, interculturally competent, and technologically savvy (Zahera Mega Utama and Samaad, 2025). Due to the growing presence of organisations operating internationally, individuals should possess high communication, teamwork, leadership, and self-directed learning skills. 
Technological Competence
Technological literacy is one of the most important skills in a digital transformation era. My coursework and field experience in the recent past have helped me become competent in the usage of tools like Microsoft Teams, Zoom, and data management tools like Excel and Google Workspace (Alparslan, 2024). 
Strengths: I have proven to be flexible to new systems and that I trust the use of the emerging technologies in communication, research and coordinating projects. To illustrate this, in a recent group project, I successfully applied the use of collaborative tools, including Trello and Google Docs to coordinate workflow and deliverables (Alparslan, 2024). 
Weaknesses: Nonetheless, my knowledge about the advanced tool of digital analytics (including Power BI or Tableau) is still underdeveloped, limiting my opportunity to draw strategic conclusions regarding the large data. 
Improvement Plan: I will undertake online qualification in data analytics and application of AI in HRM via online courses like Coursera or LinkedIn Learning (Basahal, Forde and MacKenzie, 2021). 
Communication Skills
Success in a multicultural environment is based on effective communication. Academic projects have also helped me to become better at presenting ideas both in writing and orally. 
Strengths: I have high written communication skills, which are essential to compose professional reports, presentations, and academic assignments (Basahal, Forde and MacKenzie, 2021). My cross-cultural sensitivity skills like modifying the tone and style of use when interacting with peers of other backgrounds have increased the cohesion. 
Weaknesses: I also have a few problems when it comes to assertiveness when engaging a group in debate, particularly with members who are very opinionated. This at times restricts my power in decision making. 
Improvement Plan: To enhance this skill, I will take part in the workshops related to speaking in public and cross-cultural communication (Balawi and Wachira, 2021). 
Teamwork and Collaboration
Success in global organisations highly depends on teamwork where diversity helps in innovation. Academic group projects have taught me to be empathetic, flexible, and able to resolve conflicts. 
Strengths: I believe in inclusivity and personally welcome diverse views, which has helped me achieve the trust and positivity in multicultural teams (Balawi and Wachira, 2021). 
Weaknesses: I have the biggest problem relating to time management in coordinating with people in other time zones which at times causes delays in accomplishing tasks. 
Improvement Plan: To achieve greater productivity and efficiency of international teamwork, I would like to deepen my planning and delegation skills with the help of structured project management tools like Asana or Notion (Balawi and Wachira, 2021). 
Leadership Skills
A global leader must be culturally intelligent, emphatic, and capable of inspiring a team of diverse individuals. 
Strengths: I have been able to show the beginning of a leadership potential through initiative when working on team projects, facilitating discussions, and ensuring that every input of the members is listened to (Minova and Blazeski, 2024). 
Weaknesses: I sometimes fail to make fast strategic decisions when I am under pressure. This restricts my skills to be an effective leader when working in groups at a rapid pace. 
Improvement Plan: To enhance my leadership skills, I will go through a mentoring program and learn about leadership models, including transformational and situational leadership, in order to become more effective in decision-making and responsive (Minova and Blazeski, 2024).
Self-Directed Learning
Lifelong professional development is impossible without self-directed learning, particularly in the globalised environment. 
Strengths: I am ambitious to get feedback, to have my own learning objectives, and independent research (Minova and Blazeski, 2024). The desire to constantly improve is also shown in my seeking online learning opportunities and attending academic seminars. 
Weaknesses: Sometimes, I find it difficult to juggle between various learning obligations and other learning and life obligations. 
Improvement Plan: I will develop a systematic learning plan with the focus on selected areas of skills that I plan to improve, including digital leadership and cross-cultural management, to make the progress consistent.
[bookmark: _Toc213330794]Conclusion 
Finally, technological innovation, demographic shifts and geo-political changes are transforming the dynamics of national and international labour markets and necessitate organisations to take more adaptive and globally integrated approaches to HRM and IHRM. Work structures have been transformed by technology through the automation of tasks and digital platforms as well as the diversity of the workplace population and migration need the inclusion and flexibility of workforce policies. The ongoing skills gaps in key sectors such as technology, healthcare, and hospitality require tactical solutions such as reskilling, talent planning and workforce, and talent alliances in other parts of the world. Moreover, the skills of people in the field of communication, leadership, teamwork, as well as lifelong learning become the key to success on the global workplace. As I reflect on how I have attained cross-cultural competence, I consider adaptability and technological proficiency as key factors to developing cross-cultural competence. 
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