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Introduction

This report focuses on the national and international employment markets and their implications for Human Resource Management (HRM) and international Human Resource Management (IHRM). Human Resource Management refers to the set of policies, practices, and systems that influence employees’ behaviour, attitudes, and performance (Boxall and Purcell, 2008). HRM plays a central role in ensuring that organisation’s human capital is effectively utilised to achieve its strategic objectives. 

It is primarily concerned with the recruitment, selection, training, development, appraisal, and reward of employees, ensuring that the workforce skills and capabilities align with organisational goals. Over the past few decades, HRM has evolved significantly from traditional personnel management, which focused mainly on administrative and welfare functions, to a more strategic approach that integrates people management with business strategy. This strategic perspective recognises employee's valuable assets and sources of competitive advantage (Legge, K. 1995). 

Managing employment relationship has undergone substantial transformation in developed economies. However, as globalisation intensifies and organisations expand their operations beyond national borders, new challenges emerge that extend beyond traditional scope of domestic HRM. This shift gives rise to International Human Resource Management (IHRM), which can be defined as the set of distinct activities, functions, and processes directed at attracting, developing, and maintaining the human resources of multinational enterprises (Taylor, Beechler and Napier, 1996).

IHRM not only involves with traditional HR functional such as recruitment, training, performance management, and compensation but also incorporates additional dimensions that arise from operating across diverse national and cultural contexts. IHRM must manage the complexities associated with differing legal frameworks, cultural values, economic systems, and employment practices across countries, emphasise that changes in global economic and business conditions require HRM to adapt to both local and international contexts (Schuler, Budhwar, and Florkowski, 2002).










1. Technological Transformation in HRM

The rapid integration of Artificial Intelligence (AI) automation and digital platforms is fundamentally transforming and structuring modern labour markets and prompting both optimism and concern around the globe. These two do not act commonly they can cause displacement and create work, they both can rearrange the skill demands, disrupts traditional employment structure it can provide challenges or opportunities. Human Resource Management (HRM) and International Human Resource Management (IHRM) must adapt to evolving of technology (Sharma, P.  2024).


1.1 Impact of technological Advancements on labour Markets and HRM and IHRM strategy

One major effect is task automation and substitution. AI and robot can increasingly take over routine, and task in manufacturing, services, accounting, and customer support this reduce roles and shift of composition of work. But this is not just the demolition of job. As technology eliminates some jobs or tasks, it can also create new job roles like data analysts, AI trainer and robots' maintenance. The automaton of AI may reduce wages or opportunities in low-skilled roles, digital platforms also reshape the labour market. These changes affect labour supply, mobility, and bargaining power, labour become more dynamic, and power may shift toward firms with technological advantage.

There is an agreement that technical change, with the implied increase in factor productivity, is central to economic growth and improved living standards. With technology it not just impacts individual or industries but also apply across the economy. A major concern is share of the national income going to capital and labour and the way it is pass out across skill groups in the labour market. There is a fear of robotic adaption might cause disruption to the economy (Ross, A. McGregor, G P. Swales, Kim, J. 2024). 

Implication for HRM strategies

International human resource management has become more essential to organisation success, as globalisation force demand organisation to design and implement a global strategy. One of the most critical choices faced by IHRM is weather and when organisation should adapt to human resource policies (Lloyd, S. LL. C. Hartel, EJ.2004).








1.2 How HRM strategy evolve due to change in environment

Reskilling and continuous learning: Organizations must invest greatly in learning and development, giving training so that employee stay relevant in all aspects. HR must arrange training that aligned with technologic. 

Rebalancing HR roles: With automation handling administrative load like payroll HR can shift to more strategic like culture transformation, change management and innovation.

Data-driven decision-making: Analytics tools allow HR to use predictive models for performance, optimize workforce planning and personalize employee interventions HR must always be on the lookout for algorithmic bias and lack of transparency that may lead to unfair outcomes. 

Ethics, fairness, and transparency: HR use algorithms, HR must ensure fairness and compliance with privacy laws that maintain human trust.

Flexable work and hybrid: HR should design policies for remote working, hybrid and platform-based work models which look at performance evaluation and engagement across the team.

Talent sourcing globally: Large or international organisations IHRM strategies must tap into global talent markets.

Strategic alignment and agility: HRM must be more supporting scanning technological trends and align with workforce strategy and digital strategy.



2. Key Demographic and Geopolitical Influences on Employment Markets and Hr Challenges
The employment markets globally are undergoing significant and intensifying geopolitical dynamics. They are redefining how organisation manage and retain talent. In today’s world by swift demographic changes, the population of a country emerges as a crucial source of power and progress, shaping the future of geopolitical landscape. The demographic shifts ranging from declining populations growth, it addresses demographic challenges through strategic policies that put workforce development at the forefront (Pulami Jung, M. Nepal S. 2024).


2.1 How do they create challenges for HR professionals.
Global instability and complex social challenges in these time organisations face growing threats to employee wellbeing, geopolitical conflicts e.g. such as the Russia-Ukraine war are increasingly interesting with organisation life, it is presenting new challenges for HR and people management. HR response ranged from formal mental health support and inclusive leader-ship training disclose practices such as relocation support. A particular crises like COVID-19 enhanced HRs to prepare and increasingly shift toward more strategy (Katriina, K. 2025).

2.2 Demographic factors 
· Aging population/ Declining Working-Age Population.
· under-utilised labour pool: Women, Older Workers and youth.
· Migration and labour Mobility
· Changing Workforce Expectation
2.3 Geopolitical Factors
Trade Tensions, Protectionism, and Geoeconomics Fragmentation: The rise of trade restrictions and political protectionism is impacting global supply chains and international investments.
Regulation on Immigration & Mobility: Government are increasingly tightening visa and immigration laws across border work permissions.
Political Instability, Conflicts, and risk: Regions experiencing instability pose risks in terms of employee safety.
Economic Slowdowns Linked to Geopolitical pressure: Sure, as trade war, sanctions weakening of international organisation can slow economic growth.
2.4 Challenges for HR Professional
Talent Shortages & Skills Gaps: Aging workforces plus rapid technical change mean that certain skills are in shortage.
Retention and Employee Engagement: As older and younger have different needs, HR must know how the differentiated and offer what is required.
Diversity, Equity, Inclusion, Cultural Adaptation: HR should be competent at managing cultural diversity and globalized a more migration workforce.
Regulatory and Compliance Burden: Immigration laws, labour laws, and tax and trade regulations differ across borders.
Strategic Workforce Planning Under Uncertainty: demographic and geopolitical factors are unpredictable HR needs to be flexible.
Cost Pressure and Balancing Local &Global Practices: maintaining fairness between home and host country can be challenging. 

2.5 Implication for IHRM External Factors Shaping HR Challenges

Cross-border talent flows: A digital platform enable globally distributed workforces IHRM handle issue of visa.

Global reskilling harmonization: Helps multinational firms need to align training skills standards and learning platform around the country.

Institutional divergence: which is that different countries have vary labour protection data/ privacy regulations.

Global competitiveness for AI talent: there is a huge global competition for AI data science and robotics talent.

Cultural and ethical expectations: Attitudes toward privacy, AI, surveillance and fairness differ in country.



2.6 Diagram 1: PESTLE Analysis below shows information of some external factors influencing IHRM.
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2.7 Diagram 2: PESTLE Analysis below shows information of some external factors influencing IHRM[image: ]

3. Strategic HRM Responses to Skills Gaps and Talent Shortage focus on Technology, Hospitality and Healthcare through strategic HRM.
In today's fast changing environment, many organisations struggle with skills gaps. Talent's shortages and available capabilities are mismatch, with these problems in sectors such as technology, hospitality, and healthcare. Strategic HRM addressing them by aligning workforce capabilities to organisation goals.
The concern between public and policymakers about the current and the future staff shortages is increasing. The strengthening of Human Resource practices and adopting HR technologies such as Hman Resource Information Systems. workforce data or collected and described solution to the problem (Tursunbayeva, A. 2019).


3.1 Technology sector, the demand for AI, cybersecurity, data analytics, and software skills is rising rapidly. Some organisations report that recruiting and retaining tech talent is a struggle. Use of technology, data, and automation: HR can gather data analytics and AI to predict turnover and identify trends and gaps, personalize learning patterns, and match internal talent to roles. In technology, many organisations are creating internal programmes to train staff with a level of technical skills. With retention, engagement, and designing allows compelling work in technology they highlight that compelling pay is necessary but not sufficient and one of the greatest lose come from turnover.

3.2 Hospitality a new theoretical concepts and framework for talent management in the industry of hospitality are beginning to develop, and itis a pathway for hospitality to reach its goals and objective in a strategic way, with high staff turnover, seasonality, and the need for flexible service skills make it hard to build stable skilled teams. In hospitality, training staff to be able to do other technical roles to check robotic (Nikadimovs, O. Ivanchenko, T. 2020).
3.3 Healthcare, this industry is always having change to diverse changes and technology advancements. It is a must that the sector updates its skill set can help in complying with regulatory requirements. COVID-19 has added complexity by bringing change in the working environment, healthcare professionals and patient expectations. Technology is rapidly evolving in the healthcare and having an impact on human resource (Aggarwal, D. Chaturvedi, V.  Ramachandran, A. Singh T. 2024). 
HR offer partners with local nursing schools, offering tuition and run internship. In workforce shortages of nursing staff, and medical specialties are high.

3.4 Strategic HRM levers to close gaps and shortages.
Skill audit and future workforce planning in the organisation should look at the skills gap analysis and look at what skills will be required in the technology market. Upskilling, reskilling, and continuous learning in an organisation look externally to hire staff externally, they invest in learning and development to upskill existing staffs.
Skill-based hiring, flexible job and internal mobility within an organisation should move forward skill-based hiring. Employees can move from role to another role by getting training and the skill they gain from training help to retain that staff and reduce the need to hire externally. Strategic recruitment, employer branding, and partnerships, HR should use targeted, recruiting strategies when hiring new employees

4. Reflective Report on International Workplace capabilities (Focus on Technology, Communcation, Teamwork, Leadership, and Self-Directed Learning)
Working in an international context has increased my knowledge and understanding of how technology, communication, teamwork, leadership, and self-directed learning halve to impact professional success. Reflecting on my current abilities in these areas has allowed me to identify both my strengths in areas that need improvement. Challenges and benefits come with each one, the other is in the indication from the outcomes that with a combination that may be of organisation benefit. The evaluation of the organisation benefits of work-based learning as in the past proved challenging (Hegarty, P. M . Kelly, H. A.  Walsh, A. 2011).
4.1 One of my key strengths is in technology. Through my work experience and course work I have gained skills in using digital tools such as Microsoft Teams and Google Workspace. These platforms have allowed me to communicate effectively across different platforms, with technological supports and collaborative learning mostly in virtual international teams. The comfort I have technology has allowed me to adapt to online project (Garrison and Vaughan, 2008).
4.2 In terms of my communication and written skills I have improved but continue to work on improving my intercultural communication skills. During a group project with other staff from diverse cultural backgrounds, I realized that my direct communication style sometimes led to me being misunderstood. Cultural differences can impact collaboration. To improve I have begun to practice active listening and seek feedback.
4.3 Teamwork is another area where I have improved greatly. I now value inclusivity and collaboration, which have help me build positive relationship with team members. I sometimes hesitate to take on leadership roles, which has limited my opportunities to develop. Leadership involve being confident. To address this, I have set a goal to volunteer as a project coordinator in my next group assignment to work on my leadership and decision-making skills.
4.4 Finally, self-directed learning has become a major part of my development. I actively use online platforms to update my skills and knowledge. Self-directed learners take initiative in identifying their learning needs and implementing strategies to meet them. I plan to continue to develop my strengths by setting goals to focus on.



Conclusion 
This report look at the challenges explored on HRM and IHRM to actively drive organisational and its individual adaptability. Technological advancements are restructuring the labour market, with demands to continue and develop HRM strategies. HR professionals face the complex task of directing shifting demographic profiles and geopolitical unpredictability, globally competent and diverse workforces. 
When closing skills gaps in some sectors requires investment in strategy, with the organisation success in this dynamic environment lean on self-directing learning and international effectiveness. By putting personal strengths in technology, communication, leadership and deliberately addressing weaknesses, employee become more self-aware and help the organisation to navigate global change and challenges. The future is not just about managing people; it's about allowing talent to adapt to innovations and continue to evolve globally.
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