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[bookmark: _Toc214008127]Executive Summary
Rapid advances in digital technology, demographic change and geopolitical volatility are reshaping national and international labour markets. These forces are altering the demand for skills, the location of work and the balance of power between employers and workers. As a result, organisations must redesign their human resource management (HRM) and international human resource management (IHRM) strategies in order to attract, develop and retain talent in a highly competitive and uncertain environment.
Technology with the usage of automation and artificial intelligence is transforming the job structure, not merely killing or producing jobs. This puts a fresh focus on reskilling, workforce planning and governance of ethical technology. Ageing trends in most developed economies, more global mobility and migration also increase skills shortage and augment access to international talent market. Geopolitical shocks such as pandemics and conflicts have expedited remote and hybrid working and compelled HR policies to deal with resiliency, wellbeing and compliance across borders.
Constant skills shortages have now become one of the principal limitations to organisational development. The survey indicates that an enormous percentage of employers find it hard to locate individuals possessing technical and human skills and this compels the HR leader to combine learning and development with succession planning and acquisition of talents. Meanwhile, people must develop digital literacy, flexibility and international competence so as to be employmentable.
The reflective aspect of this report demonstrates the way the study process which involves both academic literature and labour market statistics contributed to enhancing the development of the analytical, digital and reflective skills that are fundamental to functioning within the given setting. In general, it is concluded that HRM and IHRM strategies should evolve to be more data oriented, future oriented, people centred and interconnect technology investment and skills development with employee experience with long processes of organisational performance.
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[bookmark: _Toc214008128]1. Introduction
The configuration of labour markets is being reshaped by technological innovation, demographic shifts, globalisation and geopolitical disruption. For HRM and IHRM professionals, these changes influence how organisations find, manage and develop people across national boundaries. Effective human capital management requires a strategic understanding of how these external forces impact the supply of and demand for skills, employment relationships and employee expectations. This report analyses the influence of technology, demographic and geopolitical factors, and skills gaps on HRM and IHRM policies, and concludes with a reflective review of the capabilities needed to operate effectively in contemporary labour markets.
[bookmark: _Toc214008129]2. Technology and Labour Markets
[bookmark: _Toc214008130]2.1 Transformation of labour markets
Digital technologies, particularly automation and artificial intelligence, are reshaping occupational structures and tasks. The World Economic Forum’s Future of Jobs Report 2023 suggests that up to a quarter of jobs worldwide could change in the next five years as a result of technology, with tasks increasingly reallocated between humans and machines, as shown in Figure 1 (World Economic Forum, 2023).
[image: ]
[bookmark: _Toc214008143]Figure 1: Human–machine frontier – proportion of tasks completed by humans versus machines, 2022 and 2027. 
Source: World Economic Forum (2023), Future of Jobs Report 2023.
Rather than simply causing unemployment, technology is leading to job transformation, polarisation between high and low skill work, and the emergence of new roles in data, cybersecurity and green technologies.
Brynjolfsson and McAfee argue that digital technologies form a new machine age in which routine, codifiable tasks are especially vulnerable to automation, while non routine problem solving and social interaction become more valuable (Brynjolfsson and McAfee, 2014). At the same time, the expansion of digital platforms enables flexible and gig work arrangements, which can offer autonomy but also weaken traditional employment protections.
Professional bodies highlight both opportunities and risks. The Chartered Institute of Personnel and Development (CIPD) notes that automation and AI are changing how work is organised, intensifying some jobs and enabling others to be carried out remotely, and emphasises the need for responsible adoption that protects job quality and aligns digital transformation with workforce planning and culture (CIPD, 2025).
The Covid 19 pandemic accelerated these trends by forcing large scale adoption of remote work technologies. The International Labour Organization’s monitoring of Covid impacts shows steep employment shocks followed by a partial recovery, with many organisations retaining hybrid working models and greater reliance on digital tools (International Labour Organization, 2021). These developments have permanently changed expectations around flexibility and location, especially in knowledge intensive sectors.
[bookmark: _Toc214008131]2.2 Implications for HRM and IHRM policies
For HRM, technological change has several implications. First, workforce planning must anticipate task automation, role redesign and the creation of new roles. Instead of reacting to redundancies, HR departments need to integrate scenario planning with employment forecasting and skills audits. Second, talent acquisition strategies must target digital and data skills while also recognising that these skills are scarce and globally mobile. Job analysis and competency frameworks need to be updated frequently to remain relevant.
Third, learning and development becomes central to organisational competitiveness. The OECD’s work on adult skills stresses that technological change has accelerated skills obsolescence and created mismatches between existing qualifications and new job requirements, which strengthens the case for lifelong learning policies and workplace training (Organisation for Economic Co operation and Development, 2018). HRM policies must therefore promote continuous reskilling and upskilling through formal training, stretch assignments and access to digital learning platforms.
From an IHRM perspective, technology changes both the geography and governance of work. High speed connectivity enables organisations to build distributed teams and hire talent from multiple countries without requiring relocation. This expands the international labour market for many occupations, but also raises challenges around pay equity, data protection, employment status and compliance with different national laws. International HR policies must address cross border payroll, taxation, working time regulations and right to disconnect provisions, while ensuring consistent organisational culture.
Technology also enhances the analytical capacity of HR professionals through people analytics. HR information systems and analytics tools allow evidence based decision making on turnover, engagement and performance. However, ethical concerns about privacy and algorithmic bias mean that HR must work closely with legal and IT functions to design transparent governance frameworks. CIPD recommends clear AI use policies, human oversight in recruitment algorithms and strong communication with employees about data use (CIPD, 2025).
In summary, technology driven changes in labour markets require HRM and IHRM policies that combine strategic workforce planning, investment in digital capabilities, ethical governance and a stronger focus on employee voice and wellbeing.
[bookmark: _Toc214008132]3. Demographic and Geopolitical Factors
[bookmark: _Toc214008133]3.1 Demographic pressures
Demographic trends are reshaping the supply of labour in many countries. The United Nations World Population Prospects 2024 data show that old age dependency ratios are rising in most high income economies as the proportion of people aged 65 and over grows relative to the working age population (United Nations, Department of Economic and Social Affairs, Population Division, 2024).
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[bookmark: _Toc214008144]Figure 2: Age dependency ratio, 2023 – number of dependants per 100 working-age people. 
Source: UN, World Population Prospects (2024), as processed by Our World in Data.
Ageing workforces can intensify skills shortages, especially in health care, education, construction and advanced manufacturing, where experienced workers are retiring faster than they can be replaced.
At the same time, some regions have large youth populations facing underemployment. This combination of ageing in advanced economies and youth bulges elsewhere increases pressure for international labour mobility. The OECD’s International Migration Outlook reports that permanent type migration to OECD countries has reached record levels, driven partly by labour demand in sectors such as care, technology and agriculture (Organisation for Economic Co operation and Development, 2024). This movement creates opportunities for organisations to recruit internationally but also exposes them to political debate about immigration and labour standards.
Demographic diversity within national labour markets is increasing in terms of gender, ethnicity, age and disability. Inclusive HRM policies are required to widen participation and to mitigate discrimination. Flexible working, family friendly policies and targeted development programmes are important tools for attracting and retaining diverse talent. Ageing also raises questions about later retirement, mid career reskilling and adjustments to job design for older workers.
[bookmark: _Toc214008134]3.2 Geopolitics, crises and global talent flows
Geopolitical factors, including pandemics, conflicts and trade tensions, directly affect international labour markets. The Covid 19 crisis disrupted global supply chains and work patterns, while recent conflicts have generated large numbers of displaced people seeking work in host countries. These shocks can create sudden skill surpluses in some occupations and severe shortages in others (Brunello & Wruuck, 2019; Cvetkoska et al., 2025; Ernst & Feist, 2024).
For IHRM, geopolitical risk requires robust contingency planning. Organisations with international operations must plan for travel restrictions, sanctions, currency volatility and sudden changes to migration rules. Assignment management policies need to include evacuation plans, support for local staff and arrangements for remote leadership of affected teams.(Fee & McGrath‐Champ, 2013; Hajro et al., 2022; Moeller et al., 2023; Selmer et al., 2021).
Global competition for talent is intensifying as countries attempt to attract highly skilled migrants through special visa schemes and points based systems. At the same time, there is growing scrutiny of labour conditions in global supply chains. International frameworks on decent work and corporate responsibility expect organisations to monitor labour standards among contractors and suppliers, which adds complexity to IHRM and global HR compliance (Cooke et al., 2018; Ren & Jackson, 2019; Stahl et al., 2019; Vandenbroucke et al., 2024; Warring, 2018).
In this context, IHRM strategies must integrate global workforce planning, risk management and ethics. Key policy areas include globally consistent values, fair reward structures across countries, investment in cross cultural leadership capabilities and support for mobility pathways that are sustainable for both sending and receiving countries (Runnels et al., 2011; Selmer et al., 2021; Shvetsova, 2025).
[bookmark: _Toc214008135]4. Skills Gaps and Strategic HRM Responses
[bookmark: _Toc214008136]4.1 Nature of skills gaps
Persistent skills gaps are now a defining feature of national and international labour markets. ManpowerGroup’s 2024 Global Talent Shortage survey reports that three out of four employers worldwide find it difficult to fill roles, with particular shortages in IT and data, engineering, health care, manufacturing and logistics (ManpowerGroup, 2024).
[image: ]
[bookmark: _Toc214008145]Figure 3: Global talent shortage over time and by country and sector. Source: ManpowerGroup (2024), Global Talent Shortage 2024.
Employers also report that soft skills such as resilience, collaboration and problem solving are among the hardest to find.
The OECD’s analysis of adult skills highlights significant skills mismatches, where workers’ capabilities do not align with the requirements of their jobs. This mismatch reduces wages, productivity and job satisfaction, and can coexist with both high unemployment and high vacancy rates (Organisation for Economic Co operation and Development, 2018). In addition, the pace of technological and organisational change means that even well educated workers risk skill obsolescence if they do not receive ongoing training.
Skills gaps are also unevenly distributed. Women, migrants, older workers and people with disabilities often face barriers to training and progression. Workers in small and medium enterprises may have less access to structured development opportunities than those in large corporations. These patterns create both social justice concerns and wasted potential for employers in need of talent.
[bookmark: _Toc214008137]4.2 Strategic HRM and IHRM responses
Addressing skills gaps requires integrated HRM strategies that align recruitment, learning and development, performance management and succession planning. One key response is strategic workforce planning based on labour market data, scenario analysis and internal capability mapping. HR professionals need to identify critical roles, assess potential retirement and turnover risks, and estimate future skill requirements.
Learning and development must move from a focus on one off training courses to a culture of continuous learning. This can involve blended learning, coaching, job rotation and access to digital learning platforms. The OECD’s work on 21st century skills emphasises the importance of problem solving, digital literacy and readiness to learn throughout working life (Organisation for Economic Cooperation and Development, 2018). HRM policies can support this by providing learning budgets, recognition for development activities and career pathways that reward skill acquisition.
Partnerships with external stakeholders can also help reduce skills gaps. Organisations may collaborate with universities, vocational providers and government agencies to design apprenticeships, graduate programmes and reskilling initiatives for mid career workers. In tight labour markets, employers increasingly recruit for potential and invest in training rather than insisting on narrow experience requirements.
In terms of internationalization, IHRM is able to tap into international talent pools. The skills that are unavailable in the home country are availed through international hiring, virtual global teams and short term assignments. Nevertheless, there should be just and open reward systems, facilitation of intercultural assimilation and local labour norms when these practices are in place. Dowling, Festing and Engle underline that effective IHRM combines the advantages of global HR policy integration with the address to local concerns of labour laws and cultural demands (Dowling, Festing and Engle, 2017).
Lastly, the effectiveness of skills strategies may also be measured using HR analytics, which will track time to fill vacancies, internal mobility rates, training enrollments, performance results and retention of key talent. Such evidence underpins the business argument of long-term investment in human capital even when the business is in an uncertain economic condition.
[bookmark: _Toc214008138]5. Reflective Report on Future Capabilities
[bookmark: _Toc214008139]5.1 Current capabilities
Engaging with this assignment has highlighted several personal capabilities that are relevant to future labour markets. First, analytical skills have been strengthened through the process of searching for, evaluating and synthesising labour market and HR literature. Comparing sources from organisations such as the World Economic Forum, OECD, ILO and professional bodies has improved the ability to identify bias, understand methodologies and extract implications for practice.
Second, digital skills have been developed by using online databases, productivity tools and collaboration platforms to manage information and structure the report. This mirrors the digital fluency required in contemporary workplaces, where employees must integrate multiple sources of data and communicate findings clearly.
Third, written communication skills have been enhanced by producing a structured report that is suitable for a professional audience. Working within specified word limits and referencing requirements has reinforced attention to detail, academic integrity and clarity of argument. Finally, time management and self organisation have been important, as the work required planning, prioritising and meeting a defined deadline.
[bookmark: _Toc214008140]5.2 Development needs and action plan
Using Gibbs’s reflective cycle, future development needs can be identified in relation to description, analysis, conclusion and action.
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[bookmark: _Toc214008146]Figure 4: Gibbs’ reflective cycle – six stages of structured reflection. Source: Gibbs (1988), adapted from the University of Edinburgh Reflection Toolkit.
Gibbs suggests that effective reflection involves moving beyond description to critical analysis, learning and planning for change (Gibbs, 1988). While the report demonstrates an ability to summarise and link sources, there is scope to deepen critical evaluation of competing perspectives and to relate them more explicitly to specific organisational contexts.
A first development need is to build stronger quantitative skills. Many of the reports cited in this assignment contain detailed statistical analyses. Being able to interrogate these data more independently, perhaps through basic econometrics and data visualisation, would increase confidence in interpreting trends and presenting insights to senior managers. To address this, a concrete action will be to complete an introductory course in statistics for business and to practice using spreadsheet or analytics software on real labour market datasets.
A second development need is intercultural competence. International labour markets and IHRM require sensitivity to cultural differences in communication styles, expectations of hierarchy and approaches to work life balance. Participation in international group projects, language learning or virtual exchange programmes could provide practical experience of working across cultures.
A third need is to strengthen influencing and consultation skills. HR professionals must be able to persuade line managers and senior leaders to invest in long term skills strategies, even when short term cost pressures are strong. Developing these skills will involve seeking opportunities to present findings, practising structured argumentation and requesting feedback on communication style.
In terms of an action plan, specific steps include setting learning goals for the next twelve months, such as completing at least one accredited course in data analysis, joining a professional HR or business network, and maintaining a reflective journal that records experiences, feedback and lessons learned. This approach aligns with the emphasis in the literature on lifelong learning and readiness to adapt in a rapidly changing labour market (Organisation for Economic Co operation and Development, 2018).
[bookmark: _Toc214008141]6. Conclusion
National and international labour markets are undergoing profound change under the influence of technology, demographic shifts and geopolitical forces. These developments alter the availability and distribution of skills, intensify competition for talent and reshape employment relationships. HRM and IHRM policies must respond by integrating strategic workforce planning, investment in reskilling and upskilling, ethical governance of technology, and strong support for employee wellbeing and inclusion.
At the same time, individual workers need to cultivate digital literacy, analytical ability, intercultural competence and a habit of reflective learning. The capabilities explored in this assignment, together with a structured approach to personal development, are essential for building a resilient career and for contributing effectively to organisations operating in complex and dynamic labour markets.
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“The age dependency ratio is the sum of the young population (under age 15) and elderly population (age 65
and over) relative to the working-age population (ages 15 to 64). Data are shown as the number of dependents
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