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Introduction
Human Resources Management (HRM) and International Human Resources (IHRM) have been cornerstones of the business world for many years, but due to many factors, such as current advancements in technology, demographic and Geopolitical factors, they are facing many challenges. This report evaluates the impacts of these factors on reshaping labour markets as well as on HRM and IHRM strategies. This report also covers ways to address constant skill gaps and talent shortages in critical sectors like healthcare, hospitality, and tech through strategic HRM. The report will then conclude with a reflective evaluation of my own readiness for the international workplace, focusing on my capabilities in technology, communication, leadership, and regular learning.

1. Reshaping Labour Markets by Technological Advancements (AI, Automation, Digital Platforms) and their Implications on HRM and IHRM Strategies
The rapid technological advancement driven by Artificial Intelligence (AI), automation, and digital platforms is triggering seismic shifts to labour markets. It is not solely a question of job loss; it is a change of the nature of work itself, the value of specific skill sets, and the employment contract itself (Cascio and Montealegre, 2021). Perhaps the most visible of these changes is the increasing polarisation of the job market. While technology demonstrates this capacity to perform routine work, the middle ground which is primarily made up of administrative and procedural task type functions continues to shrink, with an increasing demand for skilled worker roles that require capabilities of sophisticated strategic thinking and work that is inherently creative and on the other pole, non-routine service work that requires low skill sets and extremely difficult to automate (Autor, 2022). In addition to this, a gig economy is developing to further disaggregate the workforce and while flexible work arrangements provide benefits, pose greater complexity to the notion of an organisation's human capital (Wood et al., 2022).






Figure 1: Technological Impact on Labour Market Structure
	Labour Market Segment
	Primary Activities
	Impact of Technology
	Demand Trend

	High-Skill
	Complex problem-solving, creativity, strategic management, R&D.
	Augments capabilities, increases productivity.
	Increasing

	Mid-Skill
	Routine cognitive tasks, administration, procedural roles.
	High potential for automation and replacement.
	Decreasing

	Low-Skill
	Non-routine manual services, interpersonal tasks.
	Difficult to automate, often platform-enabled.
	Stable/Increasing


Source: Adapted from Autor (2022)
In the discipline of Human Resource Management (HRM) and its international counterpart (IHRM), these changes entail a significant shift from role of being a support function administratively, to playing an integral part in strategically designing a workforce. For example, the role of human capital acquisition has to change from the well understood role of filling static job roles, to the much more complex task of finding individuals with lasting, adaptable competencies like learnability, and digital fluency (McKinsey Global Institute, 2021). This task becomes complex for IHRM, as organizations are however navigating, the legal and cultural aspects associated with having a geographically dispersed workforce contractors, while also creating an cohesive culture amongst individuals that may never meet. The essential strategic objective therefore becomes building a resilient talent ecosystem, not just addressing a rigid org chart. 



Moreover, with technical skills deteriorating more rapidly than ever, the traditional model of providing education and training on a regular (e.g., annual or semi-annual) basis, will not hold. The HRM strategic need is to build continuous learning and reskilling into the organisations culture (World Economic Forum, 2023). This also includes the need to rethink performance management entirely for a workforce that, more than ever, is in hybrid or remote environments. In the end, the greatest strategic challenge for HR professionals is to help the organisation navigate this technological change, in a human way – taking proactive measures to mitigate algorithmic bias, safeguard employee well-being in a hyper-connected environment, and ensure technology is additive to human potential, thereby securing the long-term innovation and growth capacity of the organisation. (Bissola and Imperatori, 2023)
2. Key Demographic and Geopolitical Factors Influencing Employment Markets and Challenges towards HR Professionals
Modern labour markets are increasingly being influenced by the strong and shifting influence of demographic realities and geopolitical rivalries. These factors create a complicated and uncertain era that goes well beyond traditional economic factors to represent a substantial challenge for HR practitioners. On one side, historic shifts in population structures are reconstructing the nature of talent pools; on the other, a fragmenting world order is redefining the map of labour mobility and operational risk. Managing this new environment necessitates an even more strategic and politically sophisticated human capital management context.
Organisationally, organisations are trying to address two different realities. In some developed economies, ageing population trends are creating a ‘silver tsunami,’ which results in significant succession planning and knowledge transfer deficits (PWC, 2022).  This decrease in experienced domestic talent often forces HR to move to a global talent pool for experience. In contrast, many developing countries are facing their own demographic phenomenon called a ‘youth bulge’ which can offer a large talent pool that is often digitised as well.  However, that talent pool may require more investment in training and development to operate in a globalised business (UN, 2023). In addition to this, organisations are also experiencing generational shifts in employee expectations in the workforce. Younger generations are often prioritising purpose, flexibility, and tangible commitments to diversity and inclusion (Deloitte, 2023) which have consequence for HR practice. Many are in the process of redesigning everything from the employee value proposition to the culture of the organisation.
From a geopolitical perspective, the post-war consensus favourable to free mobility of labour is visibly fracturing. Economic nationalism and welfare states in various key markets are adopting stricter immigration policies, as seen in post-Brexit policies in the UK and changes in visa rules in other countries, resulting in significant barriers to global mobility of talent (Kerr et al., 2021), thereby affecting the HR professional's ability to deploy talent across borders effectively, complicating international assignments while simultaneously disrupting the development of a globally integrated leadership pipeline. Another emerging challenge of increasing global instability, from trade wars to regional conflicts, is pushing HR into the role of geopolitical risk management, which involves safeguarding employees' physical and psychological safety in hot zones and developing "workforce resilience" strategies—approaches such as near-shoring work or developing regional talent hubs—capable of overcoming sudden interruptions to global supply chains and travel. Therefore, HR professionals face a complex generational challenge that is weaving multiple and often contradictory legal and political systems to support organisations to safeguard its most critical asset—its workers—in what is increasingly perceived to be a less certain world.
Figure 2: Key Demographic and Geopolitical Challenges for HRM
	Factor Type
	Specific Manifestation
	Primary HRM Challenge

	Demographic
	Ageing Population (Developed Nations)
	Strategic workforce planning; knowledge transfer; succession management.

	Demographic
	Youth Bulge (Developing Nations)
	Investment in L&D; global talent integration; managing expectations.

	Demographic
	Generational Value Shift
	Redesigning Employee Value Proposition (EVP) and corporate culture.

	Geopolitical
	Economic Nationalism & Immigration
	Navigating complex legal frameworks; developing local talent pipelines.

	Geopolitical
	Global Instability & Conflict
	Geopolitical risk management; ensuring employee safety; building resilience.


Source: Author's own compilation based on PWC (2022) and Kerr et al. (2021)



3. Addressing Persistent Skills Gaps, Talent Shortages in Critical Sectors (e.g-, tech hospitality, healthcare) through Strategic HRM
Organizations in critical sectors, such as technology, health and hospitality, must face a reality check; the traditional, reactive method of recruiting to address emergent or expanding skills gaps simply will not work. The nature of these and other industries is fast-paced and ever-changing, making it unreasonable and unreasonable to recruit only to satisfy present needs. To establish an effective talent pipeline, organisations must shift from a transactional approach to sustainable and strategic strategy that positions HRM as steward of the organisation’s strategically sustainable human capital capability for the future. This is an integrated strategy that is positively oriented or intentionally forward thinking in bridging talent through, proactive capability-building, strategic planning for progressive talent acquisition; complemented by a sustainable bridging.

The most impactful and sustainable strategy begins within with a radical commitment to developing talent from within. This means moving beyond predictable and/or sporadic training budgets to building a culture of embedded continuous learning and development. Leading organisations are starting to implement internal talent marketplaces (for example, platforms that connect employees to projects, mentorship opportunities, and short-term opportunities out-of-role) to organically develop new skills internally and boost retention (CIPD, 2023). This could mean, for example, in healthcare, creating clear pathways to upskill clinical assistants into specialised nursing roles in the midst of nursing shortages, or in tech, giving engineers dedicated time to learn new coding languages or AI frameworks. The "build" approach is more than retention strategy, it is at the heart of a strategy to create a more agile workforce, capable of rapidly responding to future skill requirements before it becomes a critical shortage (McKinsey & Company, 2022).
Simultaneously, the phenomenon of "buying" talent, which means procuring skills and experience from the market, is becoming increasingly complex. In contrast to prescriptive job descriptions that would deter good candidates from applying, the "buy" strategy becomes more complex when an organisation considers a more strategic effort to buy people using skills-based hiring. This is a next practice of talent acquisition. This means jobs are defined based on the needed competencies, and candidates will be assessed on real skills displayed or assessed - not necessarily traditional capabilities, in addition to a non-linear career progression academically denoted by job titles (OECD, 2022). This definitely broadens the talent pool of applicant applicants by expanding the criteria of being a successful candidate. This gives organisations a "bridge" between education and employment opportunities, in the right context and partnerships with universities, vocational colleges, and industry bodies, to enable a broad framework for increased collaboration. In hospitality, for example, this could include, but is not limited to, co-developing curriculum for management degrees, enabling new graduates to develop the right breadth of operational skills and soft skills. In tech, for example, this may mean sponsoring boot camps for certain software development skills or apprentice skills, to continue building a talent pipeline.


Figure 3: An Integrated Framework for Addressing Talent Shortages
	Strategic Pillar
	Core Concept
	Key HRM Activities
	Sector Example (Healthcare)

	BUILD (Internal)
	Proactive development of the existing workforce.
	Internal mobility platforms, upskilling/reskilling programs, mentorship, creating a learning culture.
	A defined career ladder for healthcare assistants to become registered nurses with funded training.

	BUY (External)
	Sophisticated acquisition of new talent.
	Skills-based hiring, competency-based assessments, widening the talent aperture to non-traditional candidates.
	Hiring a data analyst with strong quantitative skills from a different industry for a health informatics role.

	BRIDGE (Partnerships)
	Building external talent ecosystems.
	University collaborations, apprenticeships, co-designing educational curricula with vocational colleges.
	Partnering with a local university to sponsor a specialised geriatric care module for nursing students.


Source: Author's own compilation based on CIPD (2023) and OECD (2022)


In sum, the effectiveness of these strategies depends primarily on a strong and credible Employee Value Proposition (EVP). A company may have the best development programs and recruitment processes in the field, if the fundamental offering of the company is not attractive, it will not be able to attract and retain talent (Deloitte, 2025). This must be related to the particularities within each position. For technical talent, the EVP may be related to innovation, autonomy, and flexible working, but for health professions, it may focus on work and home life, support for mental health, and a safe working environment. Through the integration of build, buy and bridge strategies, all based on a powerful EVP, strategic HRM can transcend merely filling vacancies passively to actively form the workforce an organization requires to be successful in the future.


















4. Report on Current Capabilities and Preparedness to Enter Labour Market
The contemporary business environment is characterised by its interconnectedness, where an individual’s success and capabilities are increasingly reliant on working across cultural, technological, and geographic borders. As an MBA student, and future leader in an international context, I am aware that technical capabilities alone are not enough. The Human Capital Management module has sparked an important process of critical self-reflection, and allowed me to consider my own level of being fit for purpose in relation to the requirements of a global workplace. This report is a personal audit of my current strengths and weaknesses as they relate to the core skills of technology, communication, teamwork, leadership, and self-directed learning. Each key skill is illuminated by touchstone experiences from my recent studies. The report concludes with a meaningful action plan for my ongoing professional learning and development.
















My primary strength is my familiarity with the technologies that drive today's collaborative work. My previous career experience in project management also equipped me with a strong command of task management and communication platforms like Asana, Slack, and Microsoft Teams, which I have found effective in structuring tasks and maintaining open lines of communication in our MBA syndicate groups. An important lesson I learned during a recent group project on international market entry strategies was that my communication style, which tends to be candid in a limited, goal-oriented manner, was not always effective. During one of our open forums, I observed that one of our team members from East Asia was hesitant to share feedback about ideas. Initially, I misinterpreted this as disengagement, when in fact, it was motivated by the more indirect and harmonious communication they preferred. The stark realization was that in addition to being fluent with the technology, the technology is only an enabler that can enhance my abilities; I realized that the real value of the technology is in the subtleties of human cultural intelligence when you communicate. If I am going to move from simply talking with colleagues across the globe to connecting with them effectively, this is an important weakness I need to overcome.
This concept also connects directly to my style of teamwork and leadership. I am accountable and a hard worker, always showing up and completing my assigned work by or before the deadline. I am often a doer and reliable. However, I have typically become a more directive and prescriptive leader than I am a collaborators. I now realize that in a multi-cultural work group, this does not always translate into being inclusive and creative. For instance, while developing a case study with a project group, I found myself initially monopolizing the conversation and pushing the interactivity too fast with my own formulation of the problem. I had to consciously stop myself, and step back to a more facilitative style of role, and actively solicit input from the level of quiet group members, and synthesize their different perspectives. Initially, this seemed less productive, but the final product was eventually a much richer and more innovative product than my original thinking. Thus, the area of growth is not that I can't or should not be a leader, but that I need to be more flexible in my leadership. I need to build out a more full or wider toolkit or repertoire of the democratic leadership style, and coaching style of leadership, in order to more fully empower the diverse group.
I believe this development and truth for sense of self-directed learning is and will remain significant strength. Simply put, the fact that I got started and am entering into an MBA programme, supports my sense of ongoing development. Consequently, I have proactively engaged with the module reading and additional reading to improve my understanding. However, I have reflected on my learning so far and acknowledge that I tend to learning is overly formatted, becomes too easy affected when it is contained and limited to academics, and in sports. For my own self-directed learning to evolve to become better global leader, they should become more enterprising and experiential. For example, I put minimal effort, other than learning only few basic phrases, into learning another language. Likewise, I have not engaged webinars or networking experiences with explicit focus on the different international markets. While, I believe my learning has been quite disciplined; it has isolated learning and development, whereas more should have occurred and could have been unexpected, ongoing continuous learning and engaging, a learning opening the door for opportunities worldwide.




















A Personal Development Plan
To translate these reflections into meaningful growth, I have formulated the following action plan:
· To Leverage Strengths: I will still be acting as the "technology lead" in my syndicate groups, but I will shift my role to act more as a facilitator. I will still apply my organizational skills to carry out tasks, but now I want to create organized opportunities (e.g., anonymous feedback forms, designated brainstorming activities) for various communication styles to thrive.
· To Address Weaknesses:
1. Cross-Cultural Communication: This semester, I’m going to be part of the campus "Global Communicator" workshop. In each one, I plan to listen actively with my classmates by restating the commentary in my own words before I offer my own view on the topic to acknowledge what they said.
2. Adaptive Leadership: I will be taking charge of our next key initiative and I say this with respect to piggybacking the leadership principle of being a facilitator and not a director. Then at the end of this initiative I will solicit confidential feedback from my colleagues, so that I can measure my impact.
3. Experiential Learning: During the next three months, I have two steps to take. First, I will attend at least three outside webinars on business practices in emerging markets (i.e., Southeast Asia, LATAM, etc.). Second, I will commit to spending at least 30 minutes per day learning a language through an app to be conversational in enough Spanish.








Conclusion
To sum up, the self-assessment process has been a valuable one. It has been reaffirmed that while I will build off the solid foundation I have in technology and a continuing commitment to learning, my true potential as a global professional will only come to fruition as I adopt a greater sophistication to my communication, greater flexibility to my leadership style, and a broader approach to my own development. The plan is meant to lead me to the next step in that learning journey.
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