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

[bookmark: _Toc210589666]1. Introduction
Human Resource Management (HRM) and International Human Resource Management (IHRM) play pivotal roles in navigating the complexities of national and international labour markets. HRM focuses on managing people within an organization to maximize performance, while IHRM extends this to managing employees across multiple countries, addressing global workforce challenges. In today’s rapidly evolving landscape, driven by technological advancements, demographic shifts, and geopolitical changes, the strategies employed by HRM and IHRM must adapt to meet the dynamic needs of a diverse and geographically dispersed workforce. The national labour market influences HRM practices, while the international context adds layers of complexity, including cultural differences, legal frameworks, and cross-border talent mobility. This report critically examines the influence of technological changes, demographic and geopolitical factors, and skills shortages on HRM and IHRM strategies. Additionally, it includes a reflective analysis of my preparedness to enter the global labour market, focusing on my strengths and areas for improvement.

[bookmark: _Toc210589667]2. Technological Advancements and Their Impact on Labor Markets
Technological advancements, particularly in AI, automation, and digital platforms, have reshaped global labour markets, presenting both opportunities and challenges for Human Resource Management (HRM) and International Human Resource Management (IHRM) strategies. While AI and automation are driving productivity and efficiency across sectors, they also raise critical concerns regarding workforce displacement, algorithmic bias, and socio-economic disparities.

AI’s role in automating routine tasks and making data-driven decisions is transforming recruitment processes and employee management. However, these innovations are not without their risks. For instance, AI-based recruitment tools, such as those used by Unilever, have been praised for improving efficiency and reducing human bias in hiring. Yet, studies show that AI systems can perpetuate existing biases if not properly managed, exceptionally when algorithms are trained on biased historical data (Binns, 2020). This raises concerns about perpetuating gender, racial, and socio-economic inequalities in the recruitment process, despite the technology’s promise of objectivity.

Similarly, while automation in manufacturing, logistics, and other sectors has resulted in significant efficiency gains, it has also spurred fears of job displacement. This concern is particularly pronounced in sectors like retail and warehousing, where companies like Amazon have been criticized for creating highly efficient but demanding working conditions that exploit low-wage employees (Vallas & Schor, 2020). The introduction of automated technologies in these environments highlights the need for HRM strategies to balance efficiency with employee well-being, ensuring that workers are not merely seen as replaceable cogs in a machine.

In HRM, the adoption of AI and automation requires a shift in performance management strategies. Traditional productivity metrics, which often focus on output, need to be adapted to account for the increased reliance on machines and technology. AI-powered tools are streamlining administrative tasks, enabling HR professionals to focus on more strategic roles. However, performance evaluation systems must evolve to assess both human and machine contributions, ensuring fairness and transparency in how employees are evaluated(Brynjolfsson & McAfee, 2014).

The challenges of implementing AI and automation are even more complex in the context of IHRM, where global diversity introduces additional layers of complexity. Different countries have varying levels of technological readiness, and some may resist the widespread adoption of automation due to socio-economic factors. For example, the cultural and legal frameworks surrounding data privacy in Europe, as seen with GDPR, require IHRM professionals to tailor strategies that respect local norms while leveraging global technologies (Wirtz et al., 2021).

Moreover, digital platforms, which have enabled the rise of a global workforce, also intensify competition and can lead to precarious work conditions, particularly for remote workers in developing countries. This necessitates HR policies that are not only flexible but also inclusive, addressing issues like fair compensation, work-life balance, and access to career development opportunities, while considering the socio-economic realities of different regions (Boudreau et al., 2020).

Table 2. 1: Technological Advancements in HRM and IHRM – Case Studies
	Company
	Technological Advancement
	Impact on HRM/IHRM Strategies
	Source

	Unilever
	AI-based recruitment tools
	Streamlined recruitment, reduced bias
	(Bastida, et al., (2025)

	Amazon
	Warehouse automation
	Increased efficiency, workforce displacement
	(Bastida, et al., (2025)

	IBM
	AI for career development
	Enhanced employee engagement and retention
	Brynjolfsson, E., & McAfee, A. (2014).



As these case studies show, the introduction of AI and automation into HRM practices brings both benefits and challenges. While these technologies can enhance efficiency and reduce bias, they also require critical oversight to ensure that they do not exacerbate existing inequalities or undermine worker rights. HRM and IHRM strategies must, therefore, evolve to address the ethical, cultural, and legal implications of these innovations, ensuring that employees are adequately prepared for technological change and supported through retraining initiatives (Cappelli, 2018).

In conclusion, while AI and automation hold significant potential for improving HRM practices, their successful integration depends on a careful balancing act that considers not only technological advancements but also the socio-cultural and ethical dimensions of the workforce. IHRM strategies must be adaptive, inclusive, and mindful of local differences, fostering an environment where both technological progress and employee well-being are prioritized.

[bookmark: _Toc210589668]3. Demographic and Geopolitical Factors Shaping Employment Markets
Demographic and geopolitical factors significantly shape employment markets and HRM strategies. Key demographic trends, such as aging populations, urbanization, and shifting workforce compositions, have profound implications for labour markets. In many developed countries, the aging population is leading to a shrinking workforce, creating increased demand for older workers. This trend challenges HRM to adopt flexible working conditions, health benefits, and development opportunities tailored to older employees (Bloom et al., 2008). The AMO model highlights how HR strategies must address ability (e.g., skill development), motivation (e.g., workplace flexibility), and opportunity (e.g., career progression) to ensure older workers remain productive and engaged.

In contrast, emerging economies with younger populations face a growing demand for skilled workers in sectors like technology and healthcare. This demographic shift creates a distinct challenge for HR professionals, as the need for talent often outpaces supply. Strategic workforce planning becomes essential in these regions, where HR departments must focus on ability development through education and training, while also fostering motivation by offering competitive salaries and career progression opportunities (World Bank, 2020). The psychological contract theory can help understand these dynamics, as younger workers expect career growth and development, which HR must deliver to avoid turnover and dissatisfaction.

Urbanization further complicates these demographic shifts. As populations move from rural to urban areas, cities become more crowded, increasing competition for jobs and potentially raising unemployment in metropolitan regions. However, this trend also provides HR departments with access to a larger, more diverse talent pool. To tap into this resource, HR must adapt recruitment and retention strategies, focusing on inclusivity and digital skills training to cater to the growing demand for tech-savvy workers (World Bank, 2020). The AMO model is also relevant here, as urbanized workforces may need specific ability development, such as digital literacy, to succeed in modern job markets.

Geopolitical factors add another layer of complexity, particularly through trade policies, economic sanctions, and political stability, which affect cross-border labour mobility. Global labour movements, driven by globalization, have led to significant migration flows, shifting supply and demand for skilled workers across regions. A prime example is Brexit, which significantly reduced the number of EU workers entering the UK, especially in sectors like healthcare and agriculture, leading to talent shortages (Dustmann et al., 2013; Sargent, 2023). While this may suggest that limiting migration can reduce labour competition, contradictory evidence shows that migrant workers often fill crucial gaps in high-wage economies, contributing to economic growth. Therefore, HRM must adapt to this contradictory reality by creating strategies that retain existing workers and attract skilled talent through flexible migration policies or alternative labour markets.

These demographic and geopolitical shifts necessitate HR strategies that align with theoretical frameworks like the AMO model and the psychological contract. HR professionals must address not only demographic trends but also the socio-political forces that influence labour supply and demand. As the complexity of managing global talent increases, HRM must invest in international recruitment, training, and performance management systems to effectively navigate these challenges.

Table 3. 1: Demographic and Geopolitical Factors Impacting Labour Markets
	Factor
	Impact on Labour Markets

	Aging Population
	Shrinking workforce, increased demand for older workers

	Urbanization
	Higher competition in cities, a more diverse talent pool

	Global Labour Movements
	Shifting supply and demand of workers across borders

	Brexit
	Reduced EU migration to the UK, and labour shortages


Source: Data based on general trends observed in labor markets and demographic studies (Bloom & Canning, 2008; World Bank, 2020; Dustmann et al., 2019).

[bookmark: _Toc210589669]4. Addressing Skills Gaps and Talent Shortages in Critical Sectors
Talent shortages in critical sectors such as technology, healthcare, and hospitality have become pressing challenges for HR professionals. The rapid pace of technological change, an aging population, and evolving societal needs have exacerbated these gaps. In the technology sector, the demand for skilled professionals in fields such as artificial intelligence (AI), data science, and cybersecurity has outpaced the supply of qualified workers. This shortage is particularly acute in countries where technological advancement is central to economic growth (Brynjolfsson & McAfee, 2014; Deloitte, 2020). The healthcare sector is also facing significant shortages, particularly in nursing, specialized medical professionals, and elderly care. The aging population in many developed nations has driven up the demand for healthcare services, intensifying the need for qualified staff (World Health Organization, 2020; International Labour Organization, 2020). Similarly, the hospitality sector is grappling with a shortage of skilled workers, exacerbated by factors such as low wages, seasonal work, and the effects of the COVID-19 pandemic, which led to large-scale layoffs and a shift in employee expectations (International Labour Organization, 2020; Liu-Lastres, et al., 2023).

To mitigate these skills gaps, strategic HRM solutions must focus on attracting, developing, and retaining talent. One of the most effective strategies is investing in workforce development through reskilling and upskilling programs. By offering continuous learning opportunities, companies can enhance the skill set of their current workforce and reduce reliance on external hiring (Bersin, 2019). Partnerships with educational institutions to create specialized training programs tailored to industry needs can also bridge these gaps (Cappelli, 2015). Additionally, promoting diversity and inclusion in recruitment efforts can expand the talent pool, ensuring that underrepresented groups are not overlooked (Catalyst, 2020). In the technology sector, companies like Google have implemented apprenticeship programs for individuals without formal computer science degrees, offering opportunities to gain skills through hands-on experience (Google, 2020). In healthcare, organizations are increasingly investing in nurse training programs to ensure an adequate supply of qualified staff in response to growing demand (World Health Organization, 2020).

Case studies from leading organizations demonstrate best practices in talent management. For instance, IBM has adopted a "New Collar" approach, focusing on skills rather than formal degrees. This strategy has been successful in filling critical technology roles by training individuals with the necessary skills rather than requiring traditional qualifications (Brynjolfsson & McAfee, 2014; IBM, 2019). In healthcare, the Mayo Clinic has implemented workforce development programs aimed at training employees to meet the specific needs of their patients. This approach has proven effective in addressing staff shortages while ensuring high-quality care (Mayo Clinic, 2021). Similarly, Marriott International in the hospitality sector has introduced comprehensive training programs aimed at developing both hard and soft skills among its employees, ensuring that they are prepared to handle the fast-paced, customer-centric demands of the industry (Marriott International, 2020).

As these case studies demonstrate, strategic HRM solutions must be tailored to the specific needs of each sector, while also prioritizing long-term workforce sustainability and resilience. By proactively addressing skill shortages, organizations can enhance their competitiveness in the global marketplace, improve employee satisfaction, and ensure sustained growth.

Table 4. 1: Talent Shortages in Critical Sectors and HRM Solutions
	Sector
	Impact of Talent Shortages
	HRM Solutions
	Example

	Technology
	High demand for AI, cybersecurity, and data science experts
	Reskilling programs, partnerships with educational institutes
	Google's apprenticeship program

	Healthcare
	Shortages in nursing and specialized medical roles
	Nurse training programs, investment in continuing education
	Mayo Clinic workforce development

	Hospitality
	Lack of skilled workers, especially post-COVID-19
	Employee training programs, offering career progression
	Marriott International training


Source: Data from ILO (2020), Brynjolfsson & McAfee (2014), Deloitte (2020), Google (2020), IBM (2019), Mayo Clinic (2021), Marriott International (2020).

[bookmark: _Toc210589670]5. Reflective Report on My Preparedness for the Labor Market
In today’s globalized workplace, employees must possess a broad set of skills to thrive in diverse, dynamic environments. Reflecting on my capabilities through the lens of Kolb’s Learning Cycle (1984), I assess my strengths and areas for improvement in technology, communication, teamwork, leadership, and self-directed learning.

In technology, I have a solid foundation, especially in automation systems and renewable energy solutions at Ginlong Technologies. This aligns with Kolb's "Concrete Experience" and "Active Experimentation" stages, where I learned hands-on skills and applied them in real-world settings. However, staying current with emerging trends like AI and data analytics is crucial. To address this, I plan to pursue additional certifications, linking my learning to career goals, as suggested by the CareerEDGE model, which emphasizes employability and continuous skill development.

Communication has been another strength. Through my experience with multicultural teams, I have learned to effectively translate complex technical information. However, I recognize challenges in overcoming language barriers, which I aim to address through intercultural training, reinforcing Kolb’s "Reflective Observation" phase, where I analyse my experiences and identify areas for growth.

Teamwork is essential in my role, and while I excel in active listening and collaboration, I sometimes struggle with delegation. To improve, I plan to implement strategies from self-leadership models, focusing on task management and empowering my team, which will enhance my leadership effectiveness.

Finally, my self-directed learning aligns with Kolb’s cycle of continuous improvement. To create a more focused approach, I will structure my learning plan to ensure it directly supports my long-term career goals.

In conclusion, by applying Kolb’s Learning Cycle and the CareerEDGE model, I aim to enhance my capabilities in technology, communication, and leadership, positioning myself for success in a global, technology-driven workforce.

[bookmark: _Toc210589671]6. Conclusion
In conclusion, this report has highlighted the significant impact of technological advancements, demographic shifts, and geopolitical factors on HRM and IHRM strategies. Key findings emphasize the growing demand for upskilling, diversity, and cross-cultural communication in response to global challenges. HRM must adapt by fostering continuous learning, promoting inclusive recruitment practices, and leveraging technology to optimize talent management. IHRM strategies must remain flexible to accommodate diverse global workforces, navigating legal, cultural, and technological barriers. Ultimately, organizations must prioritize workforce development to stay competitive in an increasingly interconnected and rapidly evolving global labour market.
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