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Executive Summary
This report analyses globalisation, technological disruption, and demographic shifts currently reshaping global labour market and their impact in Human Resource Management. Question 1 evaluates the impact of technology (AI and automation) in replacing jobs but creating jobs also. The new priorities of HRM are digital integration, agile learning, and hybrid workforce management. Question 2 focuses on demographic and geopolitical forces like ageing, global mobility, and increased diversity for inclusive HR strategies, ethical recruitment, and flexible work policies. Geo-political problems test ability of HR to ensure compliance, acquire talent, and employee wellbeing.
Question 3 examines skill gaps determining a shortage of 74% in global labour market. Strategic HRM must implement the "build, buy, borrow, and bind" framework through re-skilling, sourcing high-skilled workers, gig workers, and binding employees by offering growth opportunities. Question 4 employs Gibbs' Reflective Cycle, for personal reflection of improving digital fluency, teamwork, and leadership. The reflection identifies strengths in adaptability and communication. The development needs include HR analytics, integration of AI and multicultural leadership. The report shows the growing role of HRM as a strategic driver for innovation, inclusion, and sustainable talent development.
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[bookmark: _Toc213797695]Introduction
Globalisation and technological advancement are causing huge changes and subsequently impacting global labour markets and HRM (Bhutoria, 2024). Present evolution of Artificial Intelligence, automation, and digital connectivity has transformed work environments, job roles, and required skills. All of these changes have increased the global competition, leading to flexible work arrangements challenging the traditional role of HR. As the companies are adjusting to these changes, HRM is playing a strategic role by aligning technology, employing continuous learning for employees and manage a diverse remote workforce ensuring productivity, engagement, employability and profitability in the long term.
[bookmark: _Toc213797696]Question 1: Technology and Labour Markets
[bookmark: _Toc213797697]1.1 The Reshaping of Labour Markets
Automation and AI: Job Displacement vs. Creation
The speed of workforce transformation is amplified by the technological disruptions. As per the World Economic Forum's (2025) Future of Jobs Report, by 2030, half of employers intend to adapt AI in their business, two-thirds look for particular AI skills in new hires, and 40% expect employment reductions due to AI.
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Figure 1: Job loss due to AI
(Source: Reji, 2025)
The routine clerical jobs are disappearing as demand for creativity, analytical capabilities, and technical skills in job roles are rapidly increasing. HR leaders should shift focus in redesign tasks and redefine metrics of performance in human-AI collaboration.
Gig Economy and Digital Platforms
The gig economy is growing because of digital platforms like Uber and Fiverr (Mamadiyarov et al., 2024). The market size of gig economy is projected to $1487 Billion by FY2032 (Sharma and Sharma, 2025). Surveys conducted by MBO Partners, McKinsey Global Institute, and Upwork, showed 25% to 43% of the workforce is engaged in gig work (Gig Economy Data, 2025). Approximately 1% of workers who use online platforms like Uber, Lyft, and DoorDash have arranged for gigs in the last month, which equals approximately 1.7 Million by 2025 in US. 
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Figure 2: Gig economy in US
(Source: Gig Economy Data, 2025)
With the work experience changing from employment relationship to a project-based work relationship, job security and worker status are changing. Employers have the advantage of accessing needed skills but, HR should ensure pay equity, inclusion, and compliance.
Skills Churn and the Half-Life of Skills
The half-life of professional knowledge skills is estimated to be less than 5 years (Malik, 2021) for technological advancement. There is significant growth in demand for digital skills, data analytics, and STEM expertise. Accordingly, HR must focus on building proactive workforce planning and agile learning models ensuring employability.
[bookmark: _Toc213797698]1.2 Implications for HRM and IHRM Strategies
Talent Acquisition
Usage of AI-supported recruitment technology is common as more than 65% of organisations globally are employing AI-recruiting tools for selection of candidate (Bishop, 2024). 
[image: ]
Figure 3: AI in hiring
(Source: Rosales, 2025)
These tools increase efficiency reducing bias and uses predictive analytics to assess candidates' potential. Even with these advances, the HR practitioner still needs to focus on the lifelong learning traits that the CIPD (2025) identifies the most important attribute of digital-age workers. 
Learning and Development
Up-skilling is now an organisational imperative. The World Economic Forum (2025) predicts that 39% of workers’ core skills will change by 2030. 
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Figure 4: Disruptions to skills
(Source: World Economic Forum, 2025)
Organisations are increasingly using micro-learning, AI-personalised learning paths, and establishing digital badges to reinforce retention and innovation. 
Strategic HR Planning
Part time jobs increased to 31.7% in 2023 and combination of part-time and full time jobs 12.7% (Culbertson, 2024). Therefore, IHRM must look into the skills required for future as for these types of work arrangements as well as gig jobs. 
IHRM Specifics 
IHRM must ensure compliance challenges to GDPR and other labour laws while effectively managing global cross-cultural teams as it now manages digital teams which are globally distributed. 


[bookmark: _Toc213797699]Question 2: Demographic and Geopolitical Factors
[bookmark: _Toc213797700]2.1 Key Demographic Factors
Ageing Populations
Many advanced economies are experiencing unprecedented demographic shift. By FY2030, one-sixth people in the world will age over 60 years (United Nations, 2024). 
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Figure 5: Ageing population
(Source: Bajeli-Datt)
In high-income areas of Asia and Europe, the ageing population is lowering labour force and increasing old-age dependency ratio. According to the OECD (2025), Japan's working-age population has dropped almost 16% since FY1995, and the total EU workers could decline by 20 Million in FY2035 (European Commission, 2025). 
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Figure 6: Changing population in Europe
(Source: European Commission, 2025)
HR needs to create a multi-generational workforce processes including flexibility in retirement, reverse mentoring, and transfer of institutional knowledge from older to younger generations.
Changing Migration Patterns
Global migration is important tool for filling talent gaps, but the political and economic instability have changed the distribution of migrants. International Organisation for Migration (IOM, 2024) says the number of international migrants is 281 Million, a historic high. 
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Figure 7: The number of international migrants
(Source: IOM, 2024)
High-income nations like Canada, Germany, UK, US, and Australia, are employing liberal immigration policies to attract workers in STEM and healthcare creating brain drain. The source countries are facing the brain drain of skilled workers. 
Increasing Workforce Diversity
Workforces comprise of diverse gender, ethnicity, and cultural background. McKinsey & Company (2023) report identified that organisations in the top quartile for gender and ethnic diversity are 27% more profitable than their counterparts. 
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Figure 8: Benefits of Diversification
(Source: McKinsey & Company, 2023)
The diversity with exclusion creates barriers for team cohesion. HR needs to implement communication strategies to attain the potential benefits of diverse and multicultural team.
[bookmark: _Toc213797701]2.2 Key Geopolitical Factors
Trade Wars and Protectionism
Trade disputes between the USA, China, and EU continuously disrupting global supply chains. PwC (2024) reports outsourcing contributes 30% of this sector, or $106 Billion, while in-house companies make up 70% as multinational companies have reconsidered or moved segments of their workforce due to restructuring amid geopolitical ambiguity. 
[image: ]
Figure 9: Outsourced sector of global businesses
(Source: PwC, 2023)
Political Instability and Sanctions
Ukraine-Russia, Israel-Hamas conflicts and Sanctions have intensified operational and ethical risks for global businesses. The UK economy is experiencing shortfall of 300,000 workers for the cessation of unrestricted labour movement with the EU (Foster, 2023). 
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Figure 10: Labour shortage due to Brexit in the UK
(Source: Foster, 2023)
HR is challenged with managing expatriate safety, organisational payroll compliance, and relocation with expatriates in troubled areas.
Pandemics and Global Health Crises
The CIPD (2024) report indicates that 74% of organizations now have adopted hybrid or remote work models post Covid19. HR plays a critical role in the wellbeing, cyber-security, and business continuity in a distributed work environment.
[bookmark: _Toc213797702]2.3 Challenges for HR Professionals
· Talent Mobility: As demand for foreign work experience increases, three out of four organizations are failing to effectively manage talent mobility.
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Figure 11: Talent mobility issues
(Source: Abu-Shakra, 2024)
· Risk Management: Implement robust crisis management frameworks to protect employees travelling for international assignments.
· Compliance: Comply with national and international employment compilation, tax, and data protection.
· Cultural Integration: Implement communication, collaboration, and inclusion in globally diverse and hybrid workforce optimising team-coherence and performance.


[bookmark: _Toc213797703]Question 3: Skills Gaps and Strategic HRM
[bookmark: _Toc213797704]3.1 Understanding the Causes of Skills Gaps
Global industries are facing skill shortages though rapid technological advancements are there. The ManpowerGroup (2025) reports that 74% of the employers are struggling to find rightly skilled worker. 
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Figure 12: Talent shortage
(Source: ManpowerGroup, 2025)
Three interconnected causes seem to drive this trend. Firstly, the technology continues to evolve faster than people can re-skill or up-skill. Secondly, there is still a disconnection between education and industry needs. Finally, the ongoing lack of investments in learning and development is exacerbating the issue. Fewer than 46% of the global firms have a structured up-skilling program (PwC, 2024).
[bookmark: _Toc213797705]3.2 Strategic HRM Approaches to Closing Skills Gaps
Make and buy strategies are critical for risk management. Companies should estimate their skill demands cautiously and be willing to hire externally to fill any gaps. Some roles may be easier to fill from outside, therefore businesses must carefully allocate resources for talent development, treating it as an investment rather than a given (Cappelli, 2009).
Build Strategies: To build future ready skills as many organisations are implementing internal solutions. For example, tech giants like IBM and Amazon have spent Billions on AI boot camps and internal academies, providing staff members with free certification courses. By 2030, 60% of all the workers will require re-skilling, according to the World Economic Forum (2025), making internal training a crucial HRM tactic. 
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Figure 13: Up-skilling requirement
(Source: World Economic Forum, 2025)
The micro-credential and forever learning can be possible through collaborations with the academic institutions.
Buy Strategies: HR must acquire the talent from outside when the internal stream is unable to meet demand as required like STEM. The demand for digital professionals has increased rapidly in the fields like cyber-security, facing vacancy rates of more than 24.1% (OECD, 2025). The employer branding, data-backed hiring and high compensation aids in luring the best talent in the organisation. HR can forecast hiring trends to find untapped talent pools with AI-powered data analytics.
Borrow Strategies: Hiring consultants, contractors, and gig workers can fix the talent hunt issue in short-term. For example, Uber has grown into 69 countries in 11 years, employing 26,900 people and relies on around 5 million drivers, the majority of whom are self-employed or "driver-partners" (ILO, 2021). They provide flexibility to the businesses to fill the gaps without any long-term commitments. HR has to ensure the ethical engagement and compliance of labour laws in every jurisdiction.
Bind Strategies: The talent retention is much important than acquiring it. As per Baravik (2023), the workers having access to opportunities for professional growth are 15% more likely to stay with their company. Providing job rotation, mentorship, training, and recognition, the HRM can retain talent. 
[bookmark: _Toc213797706]3.3 Sector-Specific Illustrations
· Technology: Companies like Microsoft "borrow" freelance AI and data analysts to complete their project. Google and IBM use "build" skills through AI academy (Finio and Downie, 2024).
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Figure 14: AI Academy by IBM
(Source: Finio and Downie, 2024)
· Healthcare: Companies like the Mayo Clinic and the UK NHS "buy" talent by hiring nurses from abroad and "bind" employees with better career paths and retention initiatives.
· Hospitality: In order to "buy" talent in competitive labour markets, companies like Marriott International "build" internal management training pipelines and improve employer branding.


[bookmark: _Toc213797707]Question 4: Reflective Report on Capabilities
[bookmark: _Toc213797708]4.1 Introduction
MBA graduates require flexibility, cultural sensitivity, and digital fluency in today's technologically advanced, globalized world. This report assesses my growth in technology, communication, teamwork, leadership, and self-directed learning using Gibbs' Reflective Cycle (1988). It ends with a SWOT analysis and a professional development plan.
[bookmark: _Toc213797709]4.2 Self-Assessment
Description and Feelings
I took part in many group projects, presentations, and research-based tasks during my MBA. It improved my ability to think critically, communicate effectively, and use technology. In the beginning, I was more comfortable in research and academic writing but I was facing problem in managing diverse teams with modern digital tools. Continuous participation, peer cooperation, and guidance from teachers helped me to gain confidence, flexibility and deep knowledge of cross-cultural cooperation and digital transformation.
Evaluation
Technology: I used programs like Excel, Canva and MS Teams for data management and team-coordination. The digital databases and AI platforms improved my output helping to generate new ideas. I am aware of my improvement required in knowledge of AI-backed decision-making platforms and HR analytics.
Communication: Positive feedback from group presentations reflected my strong structure and transparency of ideas. I prefer written communication to non-verbal cues.
Teamwork: Teamwork is a crucial soft skill (Martin, 2018) and my ability of inclusivity and conflict resolution improved through collaboration with team members from diverse cultures. I improved my emotional intelligence and empathy through effective time management, group discussions and negotiations.
Leadership: I never had a formal leadership which is crucial for 21st century according to Martin (2018). I took initiative to organise team, task delegations, inspire ideas, and simulate multiple perspectives. It enabled me to improve transformational leadership in motivation, communication and flexibility.
Self Learning: I completed my assignment diligently and analysed leadership, innovation and digital HRM. Still I feel to improve my prioritisation skills while balancing multitasking and deadlines.
Analysis
This experience consolidated the need for digital literacy, cultural sensitivity and strategic thinking to be an effective global leader. I was more structured in learning process and focused on areas of development. I found out that during the process, I comfortably managed myself in working in a team. Such collaborations bring out the need of sharpening my skills in technical field and strategic leadership to become successful in a rapidly evolving global business environment under digital age.
Conclusion
Concluding the experiences during my MBA journey, I have improved my technological prowess, collaboration skill and capacity for learning. To become an aspiring global HR Leader, these experiences strengthen the importance critical competencies like the digital agility, cross-cultural leadership, and reflective practice.
Action Plan
Moving forward, I will focus on my non-verbal communication, leadership skills, and also enrol my name to online courses to sharpen my technological skills and use HR analytical tools proficiently.
[bookmark: _Toc213797710]4.3 SWOT Analysis
	Strengths
	Weaknesses
	Opportunities
	Threats

	Strong communication and writing skills
	Limited experience leading multicultural teams
	Rising demand for digitally skilled HR professionals
	Rapid technological change outpacing current competencies

	Self-directed learning and adaptability
	Moderate proficiency in HR analytics tools
	Access to global online learning 
	Competitive post-MBA job market


[bookmark: _Toc213797711]4.4 Development Plan:
Leverage Strengths: The self learning ability has enabled me to sharpen faster, the emerging HR analytics and AI tools. My excellent communication abilities will help international teams collaborate across functional boundaries and share knowledge.
Address Weaknesses: I will lead a diverse multicultural group project in next semester to develop leadership confidence in cross-cultural settings and finish leadership course in Coursera by June 2026. I will work for AI and HR Certification to improve my analytical and digital leadership skills.
[bookmark: _Toc213797712]Conclusion
Concluding the report, it highlights the current transformation of global labour market and subsequent HRM Practices impacted by technological advancement, demographics shifting and geo-political tensions. The analysis shows that to maintain organisational edge over rivals required strategic HRM practices like inclusive workforce management, digital adaptation and re-skilling of workforce. Any gaps in talent should be plugged by “build, buy, borrow and bind” strategy which can re-skill or up-skill to retain and acquire talented workforce globally. Applying Gibb’s model I clearly understood my professional strengths and areas of improvement reflecting on my MBA journey. I aim to enhance my digital literacy, diversified leadership and communication to improve myself as an aspiring HR Professional.
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of upskilling efforts is to minimize skill gaps and prepare employees for changes in their job roles or
functions. An example of an upskilling program is customer care representatives learning how to
use generative Al and to answer customer questions in real time with prompt engineering
better.
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AT job loss: 40% of roles at risk, experts warn

By Blessy Reji, ETtech - Last Updated: May 07, 2025, 0955:05 AM IST m ® = A0

Synopsis

Al rapid growth s raising alarms about job loss, with experts warning up to 40% of roles
could be affected globally. While fears of displacement are high, particularly in India,
some see Al as a tool to improve work efficiency. The challenge lies in adapting to these
changes while protecting jobs.





