[image: ]








Programme: Master of Business Administration
Module: Human Capital Management
Module code: LCMB7023
Assessment 1: Individual Report

The Influence of National and International Labour Markets on HRM and IHRM Strategies

Student Name: AHRAM
Student ID: 2503194
Lecturer: Gladius Kulothungan
Word Count: 2698
Term: 1





Executive Summary
This report takes a critical approach to examine how national and international labour markets affect the Human Resource Management (HRM) and International Human Resource Management (IHRM) strategies with regard to the United Kingdom context. It examines the effects of changing employment patterns, skills requirements, and the role of HR professionals as part of dynamic, technology-centred workforce practices brought about by the continuously increasing technological changes, especially artificial intelligence (AI), automation, and online platforms. The demographic and geopolitical issues, which are examples of the report, include the ageing populations, disparities within the regions regarding skills, post-Brexit migration-related issues, and political instability in the world, which are transforming the patterns of labour supply and mobility. It underlines the necessity of the inclusive, adaptable HR methods, which are globally consistent to handle these dynamic issues. Moreover, it indicates that strategic HRM can be used to overcome chronic skill gaps in some of the most important industries, such as technology, healthcare, and hospitality, by focusing on specific reskilling and internal talent development as well as partnerships with educational institutions. Lastly, there is a reflective part which assesses the personal capabilities needed to work in international and digitalised work environments, which are technology, communication, teamwork, leadership, and self-directed learning. In general, it is concluded that the future HRM/IHRM strategies should be responsive, evidence-based and ethically based and respond to the dynamic forces that are defining global and national labour markets.
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Introduction
National and international labour markets are changing rapidly due to technological innovation, demographic change and geopolitical uncertainty. Such changes are reorienting the way organisations handle people and resources, meaning that human resource management (HRM) and international human resource management (IHRM) are forced to become more adaptive and strategic. Artificial intelligence (AI), automation, and online platforms are transforming the organisation of work in the United Kingdom, as some of these technologies offer the opportunity to increase productivity, while also introducing challenges with upskilling and redesigning employment. Meanwhile, the availability and the mobility of talent are still determined by such factors as demographic ageing, regional skills imbalances, and even post-Brexit changes in the labour market. Worldwide, geopolitical volatility, migration patterns and digital globalisation make matters worse as multinationals strive to deal with diverse and diffused workforces. Therefore, HR specialists are required to devise creative approaches that will cover the reskilling of the workforce, diversity and inclusiveness, and talent mobility, with ethical and sustainable approaches. The present report is a critical analysis of the impact of the national and international labour-market forces on HRM and IHRM approaches, particularly through the technological, demographic and geopolitical lenses. It also examines how organisations can fill gaps in skills that remain common over time by strategic HRM, and finally ends with a reflective finding of the skills needed to succeed in a globalised, technology-based working environment.
 


[bookmark: _Toc213946215]Technological Advancements and Their Implications for HRM and IHRM Strategies
The national and international labour markets are undergoing dramatic changes due to technological innovation, especially artificial intelligence (AI), automation and the digital platform. These technologies are redefining the need for both skills and work organisation in the UK, forcing human resource management (HRM) and international human resource management (IHRM) to change in a very short period of time.
Artificial intelligence and various automation mean that AI and automation are major forces of labour-market change. The UK government approximates that AI would contribute up to 10% to the GDP by the year 2030, but also remove or completely change a large portion of the current positions (UK Government, 2021). It has been found that the impact of automation is widely occupation- and industry-differentiated (Tursunbayeva et al., 2024). In the case of HRM, this movement demands the change of the inertial workforce planning to the workforce in motion based on skills. Roles are being broken out into automatable tasks that can be extended, enhanced, or redesigned; thus, HR functions need to focus on reskilling and redesigning tasks and jobs instead of just replacing them with new ones (OECD, 2023).
[image: What is International Human Resource Management?]
Figure 1 Objectives of IHRM
Source: (Tursunbayeva, 2024)
The use of generative AI specifically is facilitating such transformation by transforming knowledge work and changing the structure of high-skill jobs (Oxford University, 2025). The HR managers should thus include technological forecasting in their strategic planning to predict the nature of available work and the necessary abilities in the job. The job of HR is no longer about compliance or administration but also about leading organisations through digitalisation and making sure that the human-technology interface is ethical, transparent and inclusive (Malik and Budhwar, 2023).
On a global level, IHRM has to face the cross-border implications of digitalisation. The AI-based HR systems are used in global business environments when recruiting to analyse talent and performance (Malik and Budhwar, 2023). Such international standardisation poses concerns of cultural adjustment, data security and algorithmic fairness across countries. The HR managers must strive to find a balance between integrating technologies at the global level and addressing national demands and national sovereignty through labour laws, cultural demands, and different levels of digital readiness.
Digitalisation is establishing new workforce segmentation in the UK labour market. According to the Office for National Statistics, 6.6 per cent of the working-age population had the skills to change and work in other occupations, which points to mobility and mismatch (ONS, 2024). HRS should thus promote internal levels of movement and ongoing learning to reduce the chances of redundancy. Even more, the demands in AI and data-connected skills exceed the supply; according to the survey of PwC employers, they report that they have serious issues with hiring personnel with high levels of digital skills (Tech Monitor, 2024).
In the case of IHRM, technology uprooting alters the international talent movement. With remote work and digital connectivity making geographically dispersed work teams possible, organisations are able to hire workers based in other countries without them having to move physically. HR professionals have to operate virtual collaboration, cross-cultural communication, and performance monitoring across borders (Williams, 2024). This involves updating expatriate policies, world mobility models and online working standards.
[bookmark: _Toc213946216]Demographic and Geopolitical Factors Influencing Employment Markets and HR Challenges
[bookmark: _Toc213946217]Demographic Change
The population of the United Kingdom is growing older, with rising life expectancy and rising retirement age imposing pressure on the labour force. In the article, the Learning and Work Institute is concerned about increasing regional skills gaps, where people have more and more qualifications in London and the South East compared to the rest of the regions (The Guardian, 2025). According to the data provided by ONS, more than half of adults now have high-level skills as a result, but there are still significant gaps in the qualifications and job opportunities (ONS, 2024). In the case of HRM, this implies that they should structure retirements and succession of the ageing workforce and at the same time recruit and train the younger generation with new career demands.
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Figure 2 Human Resource Management Market Size Report
Source: (ONS, 2024)
The generational diversity also provides a new demand towards flexibility, purpose and digital use. Workers of younger generations value work-life balance and their impact on society, which forces HR to reconsider reward systems, performance measures and employee-experience policies (CIPD, 2025). In the meantime, reskilling can be provided to older workers to increase their job viability during periods of technological uproar.
[bookmark: _Toc213946218]Dynamics of Migration and Post-Brexit
The immigration controls since Brexit have been driving labour shortages in a number of sectors in the UK, with one of them being the hospitality industry. The CIPD (2021) discovered that employers respond by expanding recruitment pathways and flexible employment with pay increases. As an HR professional, it will require new international hiring channels, employer branding in and out of the country, and adherence to new visa laws. IHRM needs to be able to align its global staffing and immigration strategies with such geopolitical realities to gain access to important talent pools.
[bookmark: _Toc213946219]International Geopolitical Unpredictability
The instability in the world economy (disruptions in supply chains, inflationary pressures and wars) has an impact on the employment market. These occurrences shape the workforce planning and mobility decisions as well as the structure of costs. According to Training News (2025), crises in both energy and trade around the world have transformed the hiring priorities in the UK. This translates to the creation of resiliency as a result of workforce agility, scenario planning and risk-based talent strategies for HR.
There are other complexities of IHRM in multinational corporations. Exporting talents or limiting inflows of talents may be hindered by political tensions or sanctions on expatriate assignments. Under uncertain circumstances, IHRM needs to prepare contingency plans on the relocation of staff, virtual assignments and collaboration across borders (Notes Collegehive, 2025). Geopolitical rivalry over high-tech talent has, in addition, augmented the necessity of global employer-of-choice branding and harmonised global reward tactics.
[bookmark: _Toc213946220]Diversity and Inclusion
Changes in the demographics also require increased emphasis on diversity, equity and inclusion (DEI). Gender and ethnic differences in remuneration and security of contracts are still pronounced in the labour markets of the UK (Arxiv, 2023). These should be dealt with by HR strategies such as inclusive recruitment, equal pay audits and specific leadership programmes. IHRM takes this accountability on a worldwide scale, where justices are upheld across cultural backgrounds and avoids unfairness in expatriate payment or career advancements.
[bookmark: _Toc213946221]Institutional Factors and Labour-Market Power
Lastly, there are structural reasons like employer concentration which have an impact on labour results. According to the Competition and Markets Authority (2024), the market power of employers prevents an increase in wages and the free movement of workers. The challenge that confronts HR professionals is therefore how to retain limited talent while at the same time ensuring reasonable compensation in the concentrated labour markets.
Finally, the employment is changing due to demographic ageing, migration changes, and geopolitical volatility. The HRM and IHRM are forced to react by considering the workforce solutions that are responsive, inclusive, and globally cohesive by balancing the short-term solutions to labour supply with long-term development of capability and social sustainability.
 
[bookmark: _Toc213946222]Addressing Skills Gaps and Talent Shortages through Strategic HRM
[bookmark: _Toc213946223]Diagnosing Skills Gaps
According to the ManpowerGroup (2024) Survey on talent shortage, 80 per cent of employers in the UK complained that they had problems finding workers, the worst in 18 years. Estimates by the government predict that ten priority areas will have huge deficits by 2030 (UK Government, 2024). SHRM is thus required to incorporate labour-market analytics to map upcoming requirements of skills so as to utilise information to predict future jobs as opposed to responding to existing vacancies. As an example, the UK economy might lose an amount of £27.6 billion every year because of the limit of digital-skills shortage alone by 2030 (University of Birmingham, 2025).
[bookmark: _Toc213946224]From Qualifications to Capabilities
Employers are moving towards capability-based recruitment rather than hiring on a qualitative basis. Bone et al. (2023) discovered that the demand for AI and green-job skills is escalating at a higher pace than the degree attainment. Learning agility, problem-solving and problem adaptability rather than fixed requirements should therefore be the priority of HRM. Micro-credentials and continuous professional development (CPD) programmes and internal reskilling programmes allow workers to keep up with the changes in technology and the market.
[bookmark: _Toc213946225]In-House Talent Management
Existing employees can be developed to avoid reliance on unnecessary external recruitment. According to CIPD (2021), employment post-Brexit has increased investment in internal mobility, apprenticeships, and training. SHRM can improve this by incorporating professionally designed career paths, mentoring and cross-functional assignments. Collaborations with schools may develop curricula to suit industry demands so that there would be a constant supply of skilled applicants.
[bookmark: _Toc213946226]Attraction and Retention Strategies
In industries where there are deficit-prone situations like healthcare and hospitality, HR should not merely rely on incentives based on pay. Flexibility, well-being and career development, which are part of employee-value propositions, enhance retention (CIPD, 2025). SHRM frameworks focus on adapting the organisational culture to the expectations of the employees to build engagement. From predictive analytics, it is possible to determine flight-risk employees and intervene early.
[bookmark: _Toc213946227]Partnering and Cooperation with Externals
To overcome the problem related to the national skills shortage, a multi-stakeholder approach should be taken. Organisations are to collaborate with the government, universities and other sector organisations to develop apprenticeships and skills boot camps. Indicatively, according to the Productivity Insights Network (2025), the local productivity will rely on local collaborations between education providers and employers. IHRM brings another international dimension: domestic shortages can be relieved by sourcing talent internationally and hiring remote cross-border teams and expatriates, and this will enhance cultural diversity.
[bookmark: _Toc213946228]Building Workforce Agility
Lastly, SHRM needs to nurture agile workforce frameworks, a combination of permanent, contingent, and platform-based employees, to respond to the demand variation. Skills can be dynamically allocated through scenario planning, marketplaces of talents and in-house gig systems (Workday Newsroom, 2025). HR will provide the resilience to technological and economic shocks, which is embedded by introducing flexibility.
In general, strategic HRM allows organisations to resolve the issue of skills shortages in the UK based on data-focused planning, ongoing skills development, all-encompassing attraction, and rapid design. It is not about seeking to fill the vacancy but developing a flexible human capital, which can ensure continued competitiveness.


[bookmark: _Toc213946229]Reflective Report on My Capabilities in an International Context
In the modern world where globalization and technology influence the nature of operations by organizations, there is a need to equip individuals with the capabilities of operating comfortably across boundaries (Arxiv, 2023). As I look back to understand my skills in the fields of technology, communication, teamwork, leadership and self-directed learning, it has enabled me to see what I am good at, coupled with my areas of weakness. Through the help of the Reflective Cycle developed by Gibbs, I will analyze my experience and develop an insightful strategy to become an even more efficient global professional.
[bookmark: _Toc213946230]Description
In the modern globalized society full of technology, personal readiness to cross the borders is as significant as the international strategy of an organization (CIPD, 2025). In the recent past, I have been able to reflect on my personal abilities in technology, communication, teamwork, leadership and self-directed learning. I have realized that I possess a number of strengths that make me a suitable worker in global working, but there are some aspects I should focus on, because I will become more confident in operating in the multicultural and virtual working environment.
[bookmark: _Toc213946231]Feelings
Reflecting on my experiences, I was sure about what I am doing right at the moment, in terms of communication, working with teams, and the desire to continue learning. Meanwhile, I was a little worried about my insufficient level of digital skills and the fact that I feel a bit at a loss working with multicultural teams (Tursunbayeva, 2024). This helped me to realize that the process of getting ready to work internationally is an ongoing process that involves both skills development and understanding of oneself.
[bookmark: _Toc213946232]Evaluation
My performance had a number of positive sides. I have mastered the use of such online applications as Microsoft Teams and Excel through my academic and professional projects. I also speak well during the presentation sessions and group activities, and whenever I am in charge, I tend to be proactive. These are the strengths that have enabled me to work well with individuals of other countries.
But not all the experiences were so smooth. At other times, there was a lack of understanding between cultures due to interaction (Malik and Budhwar, 2023). I also learnt that at times, when the teamwork is not balanced, my attitude would be to assume more responsibilities rather than promoting the sense of shared responsibility. 
[bookmark: _Toc213946233]Analysis
The difficulties I encountered demonstrate the significance of being digitally savvy, culturally conscious and flexible. As it is stressed in research, HRM in the world is becoming more focused on digital literacy and cross-cultural sensitivity. This is the reason why cross-cultural misunderstandings have occurred when I applied idiomatic speech or when customs of a team did not align with their expectations due to the cultural differences (Tursunbayeva, 2024).
My leadership experience also demonstrated some strong points, but to be a cross-cultural, cross-time zone leader, I needed better abilities in empathy, influence, and virtual coordination. I also realized that I like studying; however, my process is not organized and cannot help me to develop as much as I would like.
[bookmark: _Toc213946234]Conclusion
Based on this reflection, I have realized that despite my good foundation, I require additional training to work effectively across borders. Enhancing digital fluency, cultural communication, cross-cultural leadership, and being more strategic in planning my learning will contribute to me becoming a more productive global team member (Hibob, 2024). I have strengths including initiative, communication, and teamwork, which provide me with a favorable initial position, yet working on the latter areas is going to make me fully engage in international working environments.
[bookmark: _Toc213946235]Action Plan
To improve, I will:
· Take a course in intercultural communication and train on how to adjust the message to different parties.
· Establish team responsibilities and charters to build more balanced teamwork.
· Develop a self-directed learning plan that contains weekly objectives and reflection journals to help guide regular self-directed learning.


[bookmark: _Toc213946236]Conclusion
Technology, demographics and geopolitics are causing a radical change in national and international labour markets. In the case of HRM and IHRM, such changes require evidence-based, flexible and ethically sound approaches. Advancing technological advancements are skill-based and technology-fluent; demographic and geopolitical pressures necessitate flexible, inclusive and globally coherent HR systems, and perennial skills gaps necessitate strategic workforce planning and lifelong learning. The entrants of this environment should be able to integrate technological literacy, cross-cultural competence and self-directed learning. Both employees and organisations can succeed in the redefined global labour market through critical awareness and constant improvement of themselves.
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