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[bookmark: _Toc213978693]1. Introduction
Globalisation, demographic change, and technological innovation are rapidly changing national and worldwide labour markets. In this case, HRM focusses on managing people to achieve corporate goals, while IHRM applies these concepts in different cultural, legal, and institutional contexts (Deloitte, 2024). This research critically examines how global influences are transforming HRM and IHRM methods to manage sustainable workforces.


[bookmark: _Toc213978694]2. Discussion
[bookmark: _Toc213978695]2.1 Technological Markets (AI and Automation)
[bookmark: _Toc213978696]2.1.1 Introduction
The strongest factor that is changing the domestic and global labour market is technological innovation, specifically AI and automation. It is transforming the job structures, necessary skills, and HR management systems. The World Economic Forum (2023) predicts that almost half of the skills that workers possess will evolve in the next three years, and organisations should adopt adaptive and data-driven HRM practices to become sustainable in the competitive market.
[bookmark: _Toc213978697]2.1.2 Technical Markets - Domestic and Multinational Effect
The development of AI, IoT, and automation has transformed the labour productivity and the economy of the world. On the national level, automation saves the administrative effort and increases accuracy with predictive HR analytics. The use of AI-based applicant-tracking systems in the UK is applied to enhance fairness and efficiency in the recruitment process by the public institutions (CIPD, 2024). 
On the global scale, the digital transformation encourages the borderless working. The emergence of digital nomads, professionals who work across national borders remotely, demonstrates a paradigm shift in the labour market organisation. Freelancing economies like Upwork and Fiverr have established new global economies, which are quite flexible, but also pose a challenge in taxations, social protection, and classification of employment (Deloitte, 2024). The Learn@Work program by Siemens proves this digital transformation; AI-powered analytics can facilitate the ongoing reskilling and internal mobility in the organization on an international level (Deloitte, 2024).
[bookmark: _Toc213978698]2.1.3 Tech Markets – Implications for HRM and IHRM
HRM and IHRM have to develop into evidence-based, ethical, and inclusive practices to accommodate AI and automation. The solution to hiring and appraisal bias should be HRM strategies aimed to reskill and manage data transparently and ethically by using algorithms (CIPD, 2024). Thus, the HR managers should foster digital literacy and trust and guarantee algorithmic accountability.
Technologies used by IHRM should be adjusted to various cultures and regulatory environments. The AI systems should adhere to the local privacy regulations like GDPR and the regional labour expectations (Deloitte, 2024). The culturally sensitive implementation will lessen the resistance and improve the equity of opportunity (WEF, 2023). With the expansion of the global talent pools and outsourcing of services through freelance agreements, IHRM needs to focus on the fairness of outsourcing, fair pay, and diversity-driven leadership (Armstrong and Taylor, 2023).
Strategically, HRM and IHRM are the partners of digital transformation- based on the balance between operational efficiency and human values. Diversity, equity, and inclusion (DEI) are inclusive AI systems that can be used to create ethical global workforces. 
[bookmark: _Toc213978699]2.1.4 Summary
Generally, AI and automation transforms the economic and labour structure by combining efficiency and global connectivity. In the case of HRM and IHRM, this change requires the use of strategies that are based on ethical innovation, digital literacy, and inclusion. 
[bookmark: _Toc213978700]2.2 Employment Markets (Demographic and Geopolitical Factors)
[bookmark: _Toc213978701]2.2.1 Introduction
Employment markets are being reshaped by demographic transitions and geopolitical developments that have a major influence on Human Resource Management (HRM) and International Human Resource Management (IHRM). (Armstrong and Taylor, 2023). 
[bookmark: _Toc213978702]2.2.2 Demographic Key Factors Influencing Employment Markets Today
Definition: Demographic factors refer to the statistical specifics of a population age, sex, education, and mobility that define the participation in the labour market and human capital development (Reiche, Harzing and Tenzer, 2022).
Aging Population: OECD (2025) reports that in 2030, one out of every four workers would be above 55 years. The ageing labor force in Europe and East Asia decreases productivity and causes succession problems. To remain productive, organisations thus must have flexible retirement planning, the option of remote working, and targeted reskilling.
Youth Workforce Growth: Conversely, most South Asian and African economies are witnessing an increase in the number of young workers, yet lack of employment. To reduce unemployment and maximise inclusion, HRM is advised to promote youth entrepreneurship, professional training, and digital literacy (Heyes et al., 2025).
Migration and Mobility: The supply of labour is still influenced by cross-border migration. Canada and Australia are the examples of countries that promote skilled migration to solve the problem of talent deficit, but Brexit restricted EU labor migrations to the UK. The IHRM policies should thus comply with the changing national rules by matching expatriate management and compliance (Heyes et al., 2025).
Gender Diversity: Since the world GDP may increase by 26 percent should gender equality improve, the World Economic Forum (2023) faced no issue with this assumption. The Unilever company has integrated the goal of gender balance in 190 countries under their project Unstereotype where equality is associated with creativity and profitability. 
[bookmark: _Toc213978703]2.2.3 Geopolitical Key Factors Influencing Employment Markets Today
Definition: Geopolitical factors entail economic relations, global political stability, and conflicts in a region that have effects on trade, investment and distribution of workers (Peels and Ponce Del Castillo, 2024).
Political Stability and Conflict: The world is facing continued wars like in Ukraine and Gaza that have broken the supply chains and displaced millions of employees. As an example, Shell relocated some of its activities to the Southeast Asian region in order to reduce energy disruption (Peels and Ponce Del Castillo, 2024).
Immigration Policies: United Kingdom and Europe have strict policies that restrict the migration of skilled workers on visas whereas Canada and the Gulf countries offer the international talents by being more open to immigration. HRM needs to respond by making changes to global mobility and inclusion programmes (Heyes et al., 2025).
Technological Competition: The rivalry between countries to be the leaders in the field of artificial intelligence and digital technology increases the supply of skilled employees in the field of science and engineering globally. To keep up with the competition, HR professionals should develop inclusive talent development and ethical reskilling programs (World Economic Forum, 2023).
[bookmark: _Toc213978704]2.2.4 How These Factors Create Challenges for HR Professionals
HR practitioners are increasingly challenged in dealing with diversity, compliance and cultural sensitivity. The Cultural Dimensions of Hofstede indicate that various cultures have different expectations of leaders. Employees in high power distance cultures want to be managed in a directive style and those in low power distance cultures want to be managed in participative style (Wilton, 2022). HR professionals should be able to operate in intercultural competence, open communication, and ethical leadership to effectively respond. Also, the reformulation of immigration policies, data protection policies, and equality regimes is a source of ongoing compliance issues (PwC, 2023).
[bookmark: _Toc213978705]2.2.5 Conclusion
A global economy that is becoming progressively less certain, demographic change, and geopolitical change is reshaping HRM and IHRM practice. In order to be effective, the HR professionals are advised to incorporate workforce diversity, global mobility, and sustainability into strategic planning to ensure they can be flexible and fair across the borders (Armstrong and Taylor, 2023).
[bookmark: _Toc213978706]2.3 Skills Shortage and Strategic HR Response
[bookmark: _Toc213978707]2.3.1 Introduction
Globally, there is a shortage of skills particularly in digital technology, health care and professional services which is a formidable obstacle to sustainable planning of workforce. This part explores the underlying causes and strategic HR reactions to skills deficit with references to the Harvard HRM Model and the 4B Talent Model developed by Cappelli with references made to the major sectors of the economy including IT and healthcare.
[bookmark: _Toc213978708]2.3.2 Analysis of the Problem
The lack of alignment between education and labour requirements on the market remains a persistent problem that exacerbates labour shortages in the world. According to OECD (2025), three-quarters of companies in advanced economies indicate the lack of digital literacy, analytics, and sustainability skills. The use of automation and AI has also decreased the number of people in need of repetitive jobs and increased the number of people in need of high level of thinking (ManpowerGroup, 2024). However, the preference of many organisations is focusing on short-term hiring as opposed to talent pipeline development, hence high turnover and decreased innovation (Reiche, Harzing & Tenzer, 2022).
[bookmark: _Toc213978709]2.3.3 Strategic HR Response
With focus on the structural skills shortage, the 4B Model of workforce planning offered by Cappelli offers an ethical and sustainable approach to workforce planning (Al Jawali et al., 2022).
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Figure 1: 4B Model
Source: (Al Jawali et al., 2022)
Build: Internal pipelines: Building digital academies, apprenticeships, and micro-credential learning. Siemens is another example of AI-based reskilling that facilitates internal mobility (Learn@Work, 2021).
Buy: Find a solution by recruiting externally to fill urgent capability requirements and maintain equitable pay and unbiased AI-based recruiting (CIPD, 2024).
Borrow: It is possible to hire contractors or freelancers in the field of IT and design, which makes it more agile, but requires ethical contracting and inclusion to secure reasonable conditions (ManpowerGroup, 2024).
Bind: Retention based on mentoring, flexibility, and career advancement; the culture of mentoring and learning at Google increases the level of commitment and innovation (CIPD, 2024).
These, four methods are a complement to the Harvard Model of aligning reward, development, and influence policies required to maintain competence and engagement in turbulent labour markets.
2.3.4 Sector Example and Application
The NHS implements the Build and Bind strategies through investing in global recruitment and professional growth to reduce nursing shortages and improve retention (Heyes et al., 2025). Likewise, the IT department of Atlas Fashion implemented Build and Borrow approaches throughout the pandemic, which included digital learning and temporary specialists to continue innovating and providing service (Peels and Ponce Del Castillo, 2024).
[bookmark: _Toc213978710]2.3.5 Conclusion
A combination of the Harvard HRM Model and the 4B Model is the guarantee that the workforce policy is consistent with the corporate strategy. According to evidence, compiled by OECD (2025) and PwC (2023), the most efficient reactions to skills shortages globally are predictive analytics, continuous learning and inclusive leadership.
[bookmark: _Toc213978711]2.4 Reflective Analysis on Professional Capabilities and Learning
[bookmark: _Toc213978712]2.4.1 Introduction
Figure 2 shows that international HR professionals need digital literacy, ethical leadership, and cross-cultural communication.  Human resource management must adapt to a global, tech-driven workforce (CIPD, 2024). To blend academic and practical knowledge, HRM professionals must self-reflect.  Gibbs (1988) created the Reflective Cycle—description, feelings, appraisal, analysis, conclusion, action plan (CIPD, 2024).  This fosters critical thinking and lifelong learning, HR necessities. Vazquez (2021) says global HR professionals need digital literacy, cross-cultural communication, ethical decision-making, teamwork, and self-directed learning.  I will use the Gibbs model to assess my academic and professional experiences for strengths, shortcomings, and global HRM preparation.
[image: ]
Figure 2: Core Competencies for International HR Professionals
Source: (Vazquez, 2021)
[bookmark: _Toc213978713]2.4.2 Presentation of a Methodological Model
In the case, the Gibbs model in figure 8 is used because it incorporates emotional awareness and critical evaluation, which are relevant to empathy and evidence-based practise which HRM focuses on (Heyes et al., 2025). It offers a systematic way of connecting experience and theory, which is the reason behind its high suitability in examining the role of learning events in competency development.
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Figure 3: Personal Development Cycle using Gibbs Model
Source: (CIPD, 2024)
The idea is implemented in the main HR skills that I have acquired, and these are digital adaptation, communication, collaboration, leadership, and self-directed learning. All the stages of the cycle are outlined and are associated with both theoretical and practical examples.
[bookmark: _Toc213978714]2.4.3 Analysis of Current Capabilities
Description and Feelings: In one of the projects in the tourism industry under the group HRM, I arranged foreign team members to use digital tools like Microsoft Teams, Zoom and Trello. First, I was very confident in my level of technological expertise, however, I had some fears about the cultural navigation in communication and decision-making (CIPD, 2024). Some of the team members enjoyed the top-down conversations and others promoted the open communication and this caused some coordination issues in executing the work.
Evaluation: Despite the dilemmas that unveiled areas that required development, the net effect was favourable. My core competencies are digital skills and empathy, and I still need to develop better assertiveness, time management in different zones, and task delegation (ManpowerGroup, 2024). Peer feedback has pointed out that my communication style is inclusive yet not decisive at times, and, therefore, I need to create a stronger sense of confidence in leadership contexts.
Analysis: According to the Gibbs analytical cycle, I applied these insights to explain them through the Hofstede Cultural Dimensions framework, which explains the impact of cultural dimensions such as power distance and uncertainty avoidance on the pattern of team communication (Reiche, Harzing, and Tenzer, 2022). The situation revealed the fact that successful international HR management involves both cultural awareness and emotional intelligence. Besides, the Kolbs Experiential Learning Theory supports the hypothesis that critical reflection encourages experimentation and lifelong learning (ManpowerGroup, 2024).
The CIPD Professional Map (2024) delineates the following core competencies: digital proficiency, inclusion, and people management. The domains pertain to my engagement with HR analytics solutions and inclusion initiatives. However, I lack experience in data visualisation and analytics (e.g., Power BI), which constrains my capacity to convert HR numbers into insights.
Conclusion: The reflection revealed that I have good interpersonal and technological bases, but I should improve my analytical and leadership skills to be able to work in a global HR position.
Action Plan: I will follow the SMART model (specific, measurable, achievable, relevant, time-bound) by:
1. Earning a degree online in HR Analytics (through either Coursera or LinkedIn Learning) by the next semester.
2. Take courses in cross-cultural leadership to strengthen the confidence in decision-making.
3. Use time-management software like Asana and SMART goal tracking to improve the workload management.
4. Keep a reflective journal after the project to record significant HR-related initiatives, which will allow monitoring of progress and improving self-understanding.
[bookmark: _Toc213978715]2.4.4 Discussion of Strengths and Weaknesses
Application of the Gibbs model illustrated my strengths and areas of weaknesses in terms of competencies.
Strengths:
· I have the high level of skills in using online HR applications, such as HRIS, ChatGPT, and application tracking systems, which will boost my performance in virtual HR activities (CIPD, 2024).
· Working with colleagues of different nationalities helped me to develop my empathy, active listening, and negotiation skills, which are critical skills in international human resource management.
· I will also be collaborative in decision-making, pursue inclusiveness, and resolve conflicts positively, which are competencies of SHRM (2023) in collaboration and ethical practises.
· I am self-driven and active in acquiring professional development by studying HR research and participating in reflective practises.
Weaknesses:
· I do not have high proficiency in converting HR data to visual representation, which restrains my capacity to promote evidence-based HR decision-making (CIPD, 2024).
· I sometimes tend to be hesitant in taking decisive actions in heterogeneous teams and the lack of confidence can be seen as a weakness in dealing with multicultural teams.
· Academic tasks and employment lead to low productivity and efficiency due to multitasking.
Gibb’s evaluation and action stages enable the learning objectives to be converted into the deficiencies. The skill gap will be resolved through taking a course in data analytics and the development of self-regulation and lifelong learning will be increased with the help of structured reflective journaling. This implies that reflective paradigm is useful in organised development of capabilities.
[bookmark: _Toc213978716]2.4.5 Summary
The Gibbs Reflective Cycle has taught me how reflection improves employability, leadership, and lifelong learning.  I discovered the vital skills of digital adaptability, teamwork, and multicultural communication for global human resource management.  To rise to global HR responsibilities, I need more fact-based decision-making, leadership, and time management.  Management of heterogeneous teams requires emotional intelligence and ethical awareness, according to the reflection.  In the fast-paced HR industry, CIPD and SHRM will make me versatile, open-minded, and progressive.


[bookmark: _Toc213978717]3. Conclusion
The report has shown that the national and global labour markets are changing through the advancement in technology, demographic changes and geopolitical unrest. In order to work well within this changing environment, HRM and IHRM needs to transform into data-driven, inclusive, and ethically oriented practises. 
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[bookmark: _Toc213978720]5.1 Appendix 1: SWOT Analysis
	Category
	Details

	Strengths
	• Strong digital adaptability and comfort with AI-driven HR tools (e.g., HRIS, ChatGPT, applicant tracking systems). 
• High cross-cultural awareness and empathy developed through global group projects and tourism HR case studies. 
• Effective collaborator and team player, fostering inclusion and positive communication within diverse teams. 
• Commitment to continuous professional learning through self-reflection and engagement with HR research literature.

	Weaknesses
	• Limited data visualisation and HR analytics expertise, restricting my ability to present insights through dashboards or metrics. 
• Lack of confidence in assertive leadership and decision-making in multi-stakeholder settings. 
• Occasional difficulty managing competing deadlines due to overcommitment and perfectionism. 
• Need to improve written communication structure and conciseness in business reporting.

	Opportunities
	• Rapid expansion of AI and data analytics in HRM provides opportunities to upskill and specialise in HR analytics. 
• Availability of online courses (e.g., Coursera, LinkedIn Learning) for professional certifications such as CIPD or SHRM. 
• Mentorship and networking opportunities through professional associations and MBA alumni networks. 
• Increased global demand for HR professionals with digital and cross-cultural competencies.

	Threats
	• Fast technological evolution may outpace personal upskilling if not consistently maintained. 
• Highly competitive international HR job market demanding strong data-driven decision-making. 
• Risk of professional stagnation without active leadership experience. 
• Potential burnout due to continuous learning pressures and high workload expectations.
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