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Executive summary
This report aims to examine the impacts of national and international labour markets on HRM and HRM practices. Section 1 has shown that technological advancements, especially automation, are significantly transforming labour practices by creating new job opportunities and human employee replacements through technology. Similarly, automation and the occurrence of multiple digital platforms are disrupting HRM and IHRM strategies. Section 2 has portrayed that different demographic factors (population, gender equality, Gen-Z) and geopolitical factors (trade barriers, Ukraine war) are influencing HRs to redefine strategies. In section 3, strategies of the tech, hospitality and healthcare sectors for mitigating skill gaps and labour shortages have been analysed. Section 4 has depicted personal experience, learnings, identification of strengths and weaknesses through the application of Kolb’s Reflective Cycle. Therefore, to conclude the discussion a SMART model has been applied to develop an action plan for improving the identified poor skills. 

Table of Contents
Introduction	3
Analysing the impact of technological advancements in reshaping labour markets	3
Impact of tech-advancement in the national labour market and HRM	3
Impact of tech-advancement in the international labour market and IHRM	4
Evaluating the key demographics and geopolitical factors that influence the employment market and its challenges	5
In the context of the national labour market	5
In the context of the international labour market	5
Examining the organisational strategies to address persistent skill gaps and talent shortage in critical sectors	6
In the UK tech sector	6
In the UK hospitality sector	7
In the UK healthcare sector	8
Reflective report on current capabilities, including strengths and weaknesses	9
Personal reflection by applying Kolb’s Learning Cycle	9
Conclusion	11
References	12



[bookmark: _heading=h.q7zh9qbtk58z]Introduction
The report aims to explore the influence of national and international labour markets on the transformation of HRM and IHRM practices, using real-life case examples and relevant theories. The national labour market has a strong influence on shaping HRM strategies across various sectors in a country by its emerging trends and demands. Workers can face uncertainty, unemployment, underemployment and job insecurity due to the national labour market conditions regarding globalisation (Jones et al. 2025). On the other hand, IHRM practices revolve around cross-cultural management, strong communication, occupational health and safety strategies to align with the international labour market standards (Sukanti et al. 2021). Hence, the key trends, technological integration, organisational strategies and market environment analysis will be conducted to meet the profundities of the topic. 
[bookmark: _heading=h.tv4m21enk6zz]Analysing the impact of technological advancements in reshaping labour markets
[bookmark: _heading=h.4szssbbaa6ix]Impact of tech-advancement in the national labour market and HRM
The national labour market is transforming with the technological advancements that have accelerated the growth of different sectors such as manufacturing, logistics, retail and healthcare. Automation and AI are expanding rapidly and capturing the labour market trends to enhance speed and efficiency across the labour market. The UK companies are integrating such advanced technologies to address the labour shortages and reduce operational costs (Automate UK, 2024). An Automate UK industry survey in 2024 has shown that 77% of the respondents have asserted the effectiveness of automation in the manufacturing operations. The International Federation of Robotics declared a record of 3,830 robotic solution installations in the country (Automate UK, 2024). Thus, the robust transformation in the labour market has compelled HRs to redefine strategies like skill development, relevant employee training, recruitment and managing the human-automated workforce. 
Apart from automation, numerous digital platforms like social media (Facebook, Instagram, WhatsApp), team management platforms (Microsoft Teams), E-commerce platforms (Amazon) and service-oriented platforms (Uber, Fiverr and Deliveroo) are influencing the UK labour market. In the last decades, the concept of Gig economy has been popularised in the UK, which embeds flexible, especially short-term jobs in the digital service platforms and enhances HR-employee relationships by the application of Ulrich’s model (Sarvaiya et al. 2021). According to a survey, the gig economy covers only 1.4% of the total 32.5 million workforces in the UK. Over 50000 people work as private hire drivers and food delivery drivers on Uber, Deliveroo, Just Eat, and others (CIPD, 2023). Flexible working policies have been enacted by the HRs as a part of the UK Employment Act 1996 to meet the employee needs and encourage productivity, which aligns with the concept of the gig economy (gov.uk, 2025). AI is transforming the traditional HRM by optimising recruitment, hiring and employee performance monitoring by optimising resume review, interview and selection process with intelligence and automation (Ferrazzi, 2025). Hence, the rise of digital service platforms, supported by the gig economy, has influenced the HRM system to comply with legal standards and improvise strategies for talent management in the new employment mechanism.
[bookmark: _heading=h.hbrakii0873h]Impact of tech-advancement in the international labour market and IHRM
In the global context, automation is also capturing the labour market and IHRM by imposing job opportunities, workforce development and operational optimisation. AI-automation is expected to create 69 million new jobs across the globe by 2028 and contribute $13 trillion to the global economy by 2030, consequently increasing the demand for freelancing and work-from-home jobs (International Economic Development Council, 2025). This creates opportunities for skill development, productivity enhancement and empowers HRs in adopting strategic talent management practices and informed decision-making. On the other hand, the emergence of technology is increasing job uncertainty across various sectors by altering human employees with tech-employees. For instance, Uber has integrated robotics by partnering with Mitsubishi Electric to build autonomous robo-delivery partners for Uber Eats in Japan (Uber, 2025). Thus, automating delivery services has reduced the importance of human employees for delivering food and inspired HRs to adopt new skills to manage the automated systems for customer services. 
The International Labour Organisation has set an international labour standard for promoting equal growth opportunities for employees irrespective of gender by maintaining inclusivity, equity and ensuring job security (ILO, 2025). Instead of this, integration of AI automation has several negative impacts, such as ethical concerns and biases, skill polarisation that affects brand image and customer engagements (International Economic Development Council, 2025). For instance, Amazon’s automated hiring operations show gender biases while hiring employees from submitted applications. Although the automated recruitment project was stopped, it has affected Amazon's AI-based hiring with a preference for male employees (BBC, 2018). Therefore, international HRs can mitigate such unwanted negative impacts of AI-automation by developing a strong IT team, monitoring performances and maintaining regulatory compliance to leverage the tech power to optimise the labour market.  
[bookmark: _heading=h.vzpzvvnww8y]Evaluating the key demographics and geopolitical factors that influence the employment market and its challenges
[bookmark: _heading=h.q477et1h9w0o]In the context of the national labour market
Demographic factors: The UK’s population is growing continuously and was expected to reach 69.3 million in 2024 with an increase of 1.1% from 2023 (ONS, 2025). According to the ONS UK Labour Force Survey, 16.37 million women aged 16+ were employed in 2024, which was an increase of 71.8% (UK Parliament, 2025). Several UK companies are prioritising equality and inclusivity in their workforce and have focused on increasing women’s recruitment in the past few years. Sainsbury’s has focused on minimising gender inequality, which is visible in the 42% positions in the senior leadership and management held by women (Sainsbury’s, 2025). Hence, intensified war for talent is forcing HRs of such companies to extend employees’ working lives by continuous support. HRs are facing challenges from employees from the stereotypical and traditional workplace system, which requires more strategic HRM practices such as work-life balance, pay gap minimisation and educating employees about inclusivity. 
Geopolitical factors: Application of PESTLE analysis has shown that Brexit left footprints across the UK by imposing trade barriers and challenges for the national labour market. A decreasing number of EU-born workers from Q1 2016 to Q1 2017 to Q1 2017 and Q1 2018 by 95% has led to an intense labour shortage. Consequently, the gaps are imposing recruitment pressure on HRs as the number of applicants is less and the suitable applicants (CIPD, 2018). Hence, employers are getting low-skilled applicants for vacant designations, which is creating difficulty for national HRM practices by tightening the labour availability. 
[bookmark: _heading=h.823xiyu0y4cj]In the context of the international labour market
Demographic factors: The international labour market is ever evolving, and the concept of a multigenerational workforce is shaping the future of work. Among these generations, Gen-Z is driving hope for meeting the full potential of completely tech-enabled business structures by incorporating innovation (Truncale, 2025). Despite this, 1 out of 10 employers, especially in the US, has shown unwillingness in hiring Gen-Z employees due to the increasing cases of ghosting and disrupted communications, making IHRM practices more challenging (Sareen, 2025). Alongside, the number of international migrants has increased from 221 million (in 2010) to 281 million (in 2020) due to economic hardship, climate change and political instabilities (World Economic Forum, 2022). Increasing migrations have affected the global labour market by imposing labour shortages and difficulty in labour supply. Therefore, the international HRs require upskilling existing employees and providing personalised training to enhance retention. 
Geopolitical factors: Unemployment rate and inequality are both expected to rise due to the tumultuous impacts of the Ukraine war in economic and political contexts. Raising the inflation rate has made the wage system challenging in several countries, which has interrupted the IHRM practices (ILO, 2022). International HRs are facing difficulties in managing employees due to increased employment pressures and failure to meet wage demands. Hence, the HRs need to focus on cost management strategies and transparent communication that can help in employee retention. 
[bookmark: _heading=h.u2puioze46o7]Examining the organisational strategies to address persistent skill gaps and talent shortage in critical sectors
[bookmark: _heading=h.2pyl4g7ewk7o]In the UK tech sector
As observed in previous segments, Brexit has imposed workforce shortages and skill gaps across the UK labour market. According to a survey conducted among 500 business leaders, 93% have claimed that UK markets are facing an IT skill shortage, and 41% of this challenge is caused by insufficient training scopes and skill development (Thornhill and Pratt, 2023).  HR-employee relationship is considered to have both organisational and societal values, and the Harvard model evaluates HRM practices like reward system, employee retention and management (Chukwunonso, 2022). HRs’ role is to maintain and manage organisational activities, including skill gap detection and talent shortage minimisation by performing employment practices from recruitment, selection, training, to performance monitoring and rewarding. Precisely, the Harvard Model is applied to enhance HR policies to meet the stakeholders’ interests by addressing skill gaps and a limited skilled workforce. For example, Vodafone has planned to hire 7000 software engineers by 2025 to expand its services with more facilities and innovation (Prause, 2023). It has focused on doubling the upskilling and reskilling process, followed by AI-driven hiring and talent management strategies to develop a strong and efficient workforce that increases competitive advantage by applying strategic HRM. 
[bookmark: _heading=h.xmq9vyauti99]In the UK hospitality sector
In the post-Brexit era, different UK sectors, including hospitality, have been suffering due to the lack of a skilled and trained workforce, as immigration policies created burdens. The UK hospitality sector has seen 77% skilled labour shortages as a consequence of Brexit (Statista, 2025). HR landscapes in the national labour market require a sophisticated blend of expertise, like critical thinking, analytical skills, interpersonal competencies and morality (Rachmad, 2024). Hence, a HR leader can follow ethical labour practices that enhances employee engagement in the organisation.  
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Figure 1: Labour shortage in the UK hospitality sector
(Source: Statista, 2025)
The UK hospitality sector is encompassing the concept of Hard HRM across its operations as the leaders prioritise hiring and retaining more employees for better organisational growth and revenue generation (Walker and Nickson, 2025). Parallely, the hospitality sector is considered the third largest contributor to the UK employment market, but 21% of the companies in this sector have complained about their labourforce constraints (Classeq, 2025). The sector can focus on embedding strategic HRM practices for regaining and rebuilding the skilled workforce through investing more in training schemes and apprenticeship programmes, technology adoption and staff retention strategies. For example, Whitbread PLC has faced intense labour shortage during the post-Brexit and pandemic period, which it is trying to minimise by offering industry-leading training and apprenticeship opportunities (Whitbread, 2025). Thus, the hospitality sector is trying to redefine strategic HRM for minimising the skill gaps and labour shortages.    
[bookmark: _heading=h.ndjebc7yxx4v]In the UK healthcare sector
The UK healthcare sector has been suffering from intense labour constraints due to the excessive demands and the COVID-19 pandemic, which obstructed medical services in emergencies. This has focused on hiring medical staff and nurses from such countries that fail to spare them. For example, a report showed that over 1200 nurses left Ghana to join roles in the UK healthcare companies in 2022 (Hignett, 2023). Integration of Soft-HRM strategies can be effective for the healthcare sector for meeting a lack of skilled labour force by redefining hiring and training programmes and talent management (Oskarsson and Vik, 2024). For example, the NHS leaders offer apprenticeships, traineeships and cadet schemes for e-learning healthcare and clinical academics (NHS, 2025). Hence, the UK healthcare sector is trying to minimise the skill gaps and build a strong medical workforce to offer better services. 
[bookmark: _heading=h.mx4usjd6umgk]Reflective report on current capabilities, including strengths and weaknesses
[bookmark: _heading=h.qwbys2d7xfoo]Personal reflection by applying Kolb’s Learning Cycle
[image: ]
Figure 2: Kolb’s Learning Cycle
(Source: Wijnen-Meijer et al. 2022)
Kolb’s Learning Cycle is a 4-staged reflective model that represents people’s learning, experiences, and feelings gained through work, by recognising one's strengths and weaknesses (Wijnen-Meijer et al. 2022).
Concrete experience
I have prepared a business report on the influence of national and international labour markets in shaping and redefining the strategies of HRM and IHRM. Collecting data from authentic sources, such as different company websites, e-news, and journals, was a time-consuming task for me. Alongside, I faced obstacles while analysing the data for writing interpretation and deriving conclusions. Initial time consumption in data collection has created time management issues in preparing the complete report. Hence, from the experiences, I could identify my current strengths and weaknesses that imposed ease and difficulties in different phases of the work and in future. 
Reflective observation
I was having difficulty at the initial stage where I had to collect relevant and current data about the national and international labour market, including the trends, challenges, skill gaps, labour shortage and technological advancements. This will create challenges in my international career growth by lacking the depth of critical thinking and decision-making. When I was feeling confused about data collection methods, I tried to identify the reasons that were hindering me. To resolve the issue, I immediately consulted with my tutor, who guided me on how to collect data and also suggested some authentic databases where I can find accurate information. From this experience, I have gained team management capabilities that will enhance my future growth. Whereas I tried to complete the tasks within a limited time, which helped me submit the report on time. Alongside, my technological skills eased the way of preparing the report. 
Abstract conceptualisation
During my performance in the report preparation, I could identify my weakness in research skill that created difficulty and confusion at the beginning of the work. Improved research skills help in increasing self-efficacy and interest to learn more about the given topic, which consequently enriches knowledge (Vieno et al. 2022). Whereas my communication skills helped me to consult with the tutor and classmates to gain ideas and learn procedures to complete tasks. Time management capabilities and technical skills, which I developed will help me acquire promptness and efficiency that can improve competencies for getting promoted in my future job in an international organisation. My learnings and experiences from the assessment have helped me to identify my capabilities and weaknesses that will influence my future international career. Therefore, self-assessment will provide opportunities for expanding international careers with more enhanced skills and expertise. 
I have also realised the importance of analytical skills to make better decisions and enhance professional efficiency. Thus, I have decided to make an action plan to improve more analytical and technical skills that can be effective in my career development as an MNC employee. 
Active experimentation 
Specific: I will develop strong research and analytical skills that can enrich my professional capability to think more critically and make informed decisions. Also, I will try to improve problem-solving skills, as it will help me to enhance my leadership capabilities in my future career (Cote, 2024). 
Measurable: Through Performance analysis and aptitude tests I can measure analytical skill. Whereas, workplace management, including resolving conflict, and meeting employee needs, will help me to measure the quality of problem-solving skills.  
Achievable: Analytical skills can be achieved through increased reading, questioning, participating in real-life technical projects and online courses. On the other hand, problem-solving skills will be developed through brainstorming, playing puzzle games and online workshops. 
Relevant: Analytical skills need to be developed as AI, cloud, and big data integration will optimise technological efficiency and better decision-making for better growth opportunities in the digitalisation era (Kommisetty and Dileep, 2022). On the other hand, problem-solving skills will be effective in interacting with the team members for the identification of issues, understanding employee opinions and decision-making through the evaluation.


Time-bound
It is expected that my analytical skills will be improved within 8-9 months, whereas communication and decision-making skills will be achieved within 6-8 months with continued practice. 
[bookmark: _heading=h.stl5jplmrx2g]Conclusion
The report has covered how HRM and IHRM practices are influenced by the national and international labour market conditions and needs. Consequences of tech advancement, especially automation, have transformed HRM and IHRM systems across different sectors like healthcare, hospitality and tech, by imposing both scopes and challenges. Analysis of different demographic and geopolitical factors has shown how the labour market is being affected by those. Additionally, potential strategies for the HR team of the critical sectors to mitigate the skill gap and labour shortage issues have been evaluated. To conclude the report, a reflective analysis of development of current skills of mine has been conducted to idealise international competencies. Therefore, the report has been presented as a complete portrayal that dives into the depths of the HRM and IHRM systems. 
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