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[bookmark: _Toc214016051]Introduction 
The report is based on critical research, which has a strong focus on national and international employment markets along with their implications for HRM and IHRM. This includes four major areas, which are technological advancement, demographic and geographic factors impacting labour employment markets, organising, addressing skill gaps and reflective analysis. 


[bookmark: _Toc214016052]Technological Advancements Reshaping Labour Markets 
Technological advancements in the rapidly evolving nature of HRM include AI, automation, as well as other digital platforms, which have a great impact on the labour markets and have completely transformed them, with even significant implications for HRM and IHRM strategies. These have a strong potential to automate and streamline the HR processes, but are also associated with certain limitations and weaknesses (Budhwar et al., 2022). Ulrich's Four Role Model reflects the different functions of HR aligning with the business goals, which shows implications on the labour market and therefore, has been applied below (Devianto and Ginting, 2024). 
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Figure 1: Ulrich's Four Role Model
(Source: Sher, et al., 2021)
· Strategic Partner: It has been analysed that AI and automation have developed HRM and effectively reduced the demand for low-skill labour, which ultimately increases the need for high-skilled and advanced individuals (Lane and Saint-Martin, 2021). HRM also need to align workforce planning with technological advancements while focusing on the reskilling and upskilling of the employees. Amazon is one of the great examples of automation improving warehouse efficiency while consistently investing in upskilling programs for workers to deal with the complex tasks, which therefore aligns talent strategies with the business objectives (Amazon, 2025). 
· Change Agent: Automation has completely changed the landscape of HRM and the labour market, as it has reshaped industries such as manufacturing and healthcare, which are among the major contributors to an economy and AI-powered tools have replaced traditional roles (Faishal, et al., 2023). HR are the change agent as they guide employees through this transition and therefore, foster a continuous learning and adaptability culture in an organisation. Siemens is also an example of this, as it implemented AI-driven training modules for employees and hence ensured that staff remain competitive (Siemens, 2025). 
· Employee Champion: The adoption of digital platforms by different firms, including remote working tools such as Zoom and Slack, has required HR professionals to take the role of employee champions as they are responsible for fulfilling employee needs as well as ensuring that technology does not impact the human aspect of work (Talenteum, 2025). Also, global virtual team management, as an IHRM strategy, plays a crucial role in ensuring that the employees working from different locations worldwide feel engaged and supported. The remote working has significantly affected the global labour market as it made it possible for employees to work from different places, which seems to be challenging in the early years and therefore, increased the employment rate. 
· Administrative Expert: The digital platforms are found to be streamlining administrative functions, and the HR departments in the international firms need to focus on efficiency improvements in talent management processes. It has been analysed that HireVue is an AI-powered recruitment platform which completely automates candidate screening for HR professionals and allows them to focus more on strategic decision-making and the development of employees (HireVue, 2025). 
It can be said that HR roles align with the technological advancements in the digital age, as they anticipate future skills and develop the workforce as per this. They even foster an innovation and adaptability culture while balancing technological benefits for employees in the workplace that ensure employee engagement and satisfaction in the process.


[bookmark: _Toc214016053]Demographic and Geographic Factors Impacting Employment Markets 
As employee belongs to different demographics and geographics in the international firms, it becomes crucial in affecting the employment market nowadays. They are reshaping the market, and HR professionals are facing these issues to tackle, but it also presents certain opportunities by creating a shift in the dynamic landscape of the HR strategies evolving to accommodate the new demands. 
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Figure 2: Ageing Population Shrinking Employment
(Source: WEF, 2021)
· Ageing Population: The analysis of countries such as Japan and other European Union States reflected that the ageing population has led to a shrinking workforce as shown above (WEF, 2021). This shows that HR professionals may face issues related to attracting talent as well as retaining the older workforce. Therefore, implementation of flexible retirement plans and intergenerational training programs can help them leverage the experience of older workers while integrating younger talent. This initiative has been seen in Siemens as it developed a mentoring program which pairs older employees with younger employees to ensure the transfer of knowledge (Siemens, 2025). 
· Youth Unemployment and Skill Gaps: It has been noticed that emerging markets, including Africa and India, have a growing youth population, but the issue of unemployment is caused by the mismatched skills (Krishnan, 2024). This needs HR professionals to collaborate with educational institutions in order to effectively bridge this knowledge and skill ga reqiured in the workplace. Microsoft has taken an initiative to provide training to the youth in digital skills in the emerging economies (Boult, 2025). This shows a strong focus of the companies towards this measure and the development of HR and IHRM strategies with the evolving landscape of the employment market in developing economies. 
· Migration and Geopolitical Instability: Migration and geopolitical instability have also had a significant impact on the employment market. This is because the geological events, such as the Syrian refugee crisis or Brexit, have led to a shift in migration patterns, which has affected the availability of employees to a certain extent (ERF, 2020). This has created complexities in international recruitments, such as diverse cultural norms and compliance with the labour regulations across different jurisdictions. It has been analysed that UNHCR (United Nations High Commissioner for Refugees) has collaborated with multinational firms to create pathways for refugee employment, and this clearly shows the positive role HR can play in addressing migration challenges (UNHCR, 2025). 
· Global Talent Mobility: Talent mobility is directly influenced by geopolitical influences such as trade policies and visa laws, which need to be managed effectively through effective HRM strategies (Miao, 2021). The issue of Brexit posed a challenge to such companies as City Bank, as it forced them to transfer workers to other EU countries with a new restriction on the free movement of labour (BBC, 2017). This is an indication of the fact that global workforce planning is a crucial element of IHRM, where HR personnel need to focus on political trends continuously in order to realign talent strategies.


[bookmark: _Toc214016054]Organisations Addressing Skills Gaps and Talent Shortages in Critical Sectors
Chronic shortages of skills in key business areas, including technology, healthcare, and hospitality, demand strategic HRM interventions to ensure the talent needed to ensure business continuity and growth.
· Technology Industry: The adoption of AI, cybersecurity, and cloud computing has grown faster than the availability of skilled labour. Firms such as Google and Amazon are dealing with this challenge by spending a lot of money on in-house training and collaborating with schools and colleges to develop talent pipelines (Wingard, 2025).  The HRM strategies must involve paying attention to talent evolution, providing the employees with certifications related to the new technological fields, and implementing a culture of learning. This continuous developing process can be facilitated by applying the Adair Action-Centred Leadership model to make sure that the team leaders can take their employees through this process (Business Balls, 2025). 
· Healthcare Sector: The current worldwide health crisis has revealed the skills shortage within the healthcare systems across the globe (McKinsey, 2025).  Hospitals require specific skills, and nurses and doctors have to embrace recruitment approaches that hold global talent. The HRM strategies should also imply the development of career development channels and the establishment of employee well-being schemes to retain talent. The NHS (National Health Service) in the UK has come up with international recruitment campaigns to fill the critical vacancies (Campbell, 2022). 
· Hospitality Sector: High talent shortages in the hospitality sector after the pandemic have been found in hotel management and customer service jobs, amounting to around 65% (AHLA, 2025).   The HR practitioners in this industry are also dealing with the challenge by engaging in employee engagement programs, providing flexible working opportunities, and ensuring that the employee experience is being addressed in order to attract and retain talent. Business enterprises such as Marriott International are improving their human resource management through multi-skilling programs and providing career development opportunities to address the high turnover rates (Yahoo Finance, 2024). 
Therefore, strategic HRM practice must emphasise workforce planning, which involves determining the future skill needs and trying to match them with organisational objectives. The application of the PERFORM model allows for the development of high-performing teams and contributes to cooperation, flexibility, and acknowledgement, which are the key factors to address the shortage of talent (The Happy Manager, 2025). These are some of the key measures which can be highly valuable as well as effective for international HRs for human resource management, considering the issues related to skills gaps and talent shortages across the various industries.  
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Reflective learning is a critical procedure of identifying personal strengths and weaknesses in the context of the modern world, technology-driven workplace. Experiential learning cycle by Kolb offers a feasible model of the process and conceptualises learning as a process that involves four successive steps including concrete experience, reflective observation, abstract conceptualisation and active experimentation. The use of this model allows conducting an in-depth analysis of the personal experiences which allows reflecting on them and finding ways to improve. I have conducted a reflective exercise of competencies in technology, communication, teamwork, leadership and self-directed learning. This kind of analysis clarifies the areas of competence as well as the areas that need more development.
Concrete Experience 
In the ongoing academic term, there were several group activities that required me to maintain long-lasting communication and coordination with peers having different national backgrounds. We used online collaboration tools such as Zoom, Google Docs and WhatsApp to share ideas and accomplish tasks given. My common contributions were to arrange the shared documents, produce project news and participate in web-based discussions. These experiences were used to put into practice my communication and teamwork competencies in real-life situations. However, activities that required the use of complex technology devices including data analytics or specialised software were problematic and required extra assistance from the group members. I also determined that when there was uncertainty or a delay in the project completion, I was unwilling to be in a leadership position. These real-life experiences enabled me to think about my behavioural patterns in the group setting and helped me discover the skill areas that needed to be fixed.
Reflective Observation 
Critical analysis of these experiences explained my personal competencies. One of my strongest competencies is communication which I identified. I have the skills of expressing myself in a better manner, listening attentively and changing my communication style as required by the situation. These skills helped in the smooth work in a team and a positive group atmosphere was created (Khanna, 2020). I also recognised that I had mastered working across cultures and showed the ability to adapt to the differing opinions and working styles of the members of the group. At the same time, I realised that there were certain weaknesses. I also faced challenges of using technologically advanced tools that require specialised knowledge such as data analytics tools or HR-related information systems which in some cases stressed me in executing my task. Moreover, it was difficult to take the leadership positions at the crucial times when leadership was necessary or when the situation demanded it to be quick in making decisions and I usually gave others the responsibility to lead. These observations have shown that despite the strengths of my communication and teamwork skills, I still have to develop digital competence and leadership confidence to maximise efficiency in the global and technology-based professional environment.
Abstract Conceptualisation 
Reflective analysis clarified the reasons behind my behavioural patterns in group and technology-driven activities. The Transformational Leadership framework explained that effective leaders offer assurance and guidance, create engagement and assist teams in case of difficulties (Deng, et al., 2023). When contrasting this theoretical concept with my observed behaviour, I realised that despite effective communication and accommodating interaction, I did not always take a leading role in some decision-making situations. This inconsistency highlights the need to develop the ability to take initiative and inspire colleagues. I also realised that the modern Human Resource Management (HRM) follows the principles of digital competence, teamwork and effective communication to a considerable extent, especially in global businesses. 
The difficulty in using advanced digital resources helped me realise that the new knowledge should always be acquired as the HR functions become more technologically focused such as requiring an ability to use HR software, data systems and technology-based communication. Furthermore, my experience highlighted the importance of cultural awareness in diverse groups. The proper communication and consideration of diversity allowed the positive contributions, however, I now realise that leadership skills and the ability to use digital technologies can also be critical to success in the HRM context.
Active Experimentation 
Based on my thoughts and the discussed theoretical frameworks, I will use a set of practical interventions to improve my skill set. To strengthen the digital skills, I will take short online courses related to data analytics, HR software and artificial intelligence tools and practise their use in the course of academic tasks. To enhance the level of leadership confidence, I will offer to lead certain aspects of the upcoming group assignments such as organising the meetings or controlling the periods, and thus, develop the decision-making process experience in a predictable environment. Sharpening time-management skills through the use of digital planning tools such as Google Calendar and Trello can help to organise activities weekly (Arziantseva, et al., 2024). To enhance my knowledge in intercultural communication, I will participate in workshops and other mutual effort programmes that involve students belonging to different backgrounds. All these strategic measures are expected to help in the transfer of theoretical learning into practice and hence I can become a more developed professional who is confident, competent and flexible enough to work in global work areas.


[bookmark: _Toc214016056]Conclusion 
In conclusion, this report shows that technological innovation and complexity, changing demographics and shifts in global political contexts are causing change to labour markets and the implications for human resource management (HRM) and international human resource management (IHRM). For example, technologies such as artificial intelligence (AI) and automation increase the demand for workers with skills and adaptability and the changing demographics involving ageing and migration create a more complex workforce management effort. Strategic HR approaches such as reskilling and upskilling, international talent flow and staff engagement to address skill shortages will be essential. The reflective analysis using Kolb’s Model emphasises ongoing education, leadership development and digital skills to enhance personal and professional efficiency in the international business context.
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