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Executive Summary 
This report investigated the ongoing transformation in labour market globally. This transformation is stimulated by technological, demographic, and geopolitical factors. Question1 described the impact of automation, artificial intelligence (AI), and digital platforms in labour market. Technology creates new job opportunities and also increases efficiency but it is also a reason for elimination of the job. Hence adaptive HRM strategies are required which focuses on reskilling, AI governance, and hybrid workforce management. Question 2 investigated demographic and geopolitical impact on the labour market like ageing populations, migration shifts, and trade tensions. These circumstances resulted in labour shortages and talent mobility challenges. To mitigate this challenges HR professionals should implement inclusive, flexible, and ethically aligned international HRM (IHRM) policies. Question 3 identified global skills gaps and misalignment between education and requirement of labour market. To enhance capability of workforce across various sectors it discussed strategic HRM approaches using the “build, buy, borrow, and bind” framework. Ultimately, Question 4 provided a reflective self-assessment based on Gibbs’ Reflective Cycle. It uncovered strength in digital literacy, communication, and teamwork. It also highted the areas for improvement in leadership and data visualisation.
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[bookmark: _15l86o3lrq30]Introduction
Labour markets globally are going through major transformation. This transformation is stimulated by various dynamics such as technological innovation, demographic shifts, and geopolitical. The work structures are redefined by development in artificial intelligence (AI), automation, and digital platforms. The employers expected that due to automation 69 million structural job will be created and 83 million jobs will be declined (World Economic Forum, 2023). In the same way ageing demographic, migration, and shortage of skill shortages are stimulating competition for talent globally. These circumstances create a need for adaptive Human Resource Management (HRM) and International HRM (IHRM) strategies.
[bookmark: _l0k8kotovoto]Question 1: Technology and Labour Markets
[bookmark: _jnsdoynlvmrs]1.1 The Reshaping of Labour Markets
Automation and AI: Job Displacement vs. Creation
Development in technology such as artificial intelligence (AI) and automation are changing the environment of labour market globally. According to a report 14 million jobs, or 2% of current employment are expected to be eliminated in next 5 years (Zahidi, 2023). Routine and manual jobs are at risk. In contrast job roles in AI ethicists, data analysts, and automation specialist are evolving. According to Brynjolfsson and McAfee (2014) Progress in technology is leaving behind a lot of people because digital technologies are replacing the ordinary skills of the people and the robots are doing work at an extraordinary rate. The strategies for HR should also change to prevent technological unemployment.
The Gig Economy and Digital Platforms: Traditional relationship of the employment is changed because of various digital platforms such as Upwork, Fiverr, and Uber. According to a report in 2021, 36% of US workforce (59 million) performed freelance work which contributed up to US$1.3 trillion to the US economy (World bank group, 2023)
[image: ]
Figure 1: Average number of unique visitors to gig work platforms in 2022 per internet user
(Source: World bank group, 2023)
This type of platform prides flexibility and access to global talent, but it also creates some challenges such as job security, worker classification, and employment rights. For HR professionals need to balance cost-efficiency with fair labour practices due to expansion of gig and remote workforces. Therefore, strategies if IHRM must incorporate digital governance, data protection compliance (such as GDPR in the EU).
Skills Churn and the Half-Life of Skills:The shelf life of skills is disrupted due to technology. According to World Economic Forum (2023), in next 5 years 44% of the worker’s skill will be distorted.
[image: ]
Figure 2: Disruption of workforce skills
(Source: Gerpe, 2023)
The job roles related to cybersecurity, machine learning, and sustainability are increasing, while value of outdated technical competencies is decreasing. Predictive analytics and workforce planning tools should be implemented by HR to estimate the need of future skills. In this environment, learning agility is becoming an essential criterion for recruitment.
[bookmark: _7yppde6xdwsl]1.2 Implications for HRM and IHRM Strategies
Talent Acquisition and Recruitment: AI is transforming the process of recruitment. According to a report 66% of organisation reported AI has increased the hiring efficiency (CIPD, 2024). Following graph shows the usage of AI by industry.
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Figure 3: Usage of AI by industry
(Source: Azumo, 2025)
Beside the use of AI There are also some ethical challenges related to transparency in algorithm and fairness. HR professionals must supervise to maintain the goal of diversity and inclusion.
Learning and Development (L&D): Currently constant upskilling and reskilling is important. Organisations are using various Micro-learning platforms, to develop the skills of the employee. For example, SkillsBuild initiative of IBM uses AI to design learning journey of individual (Skillsbuild, 2025). Strategy of IHRM must include digital learning ecosystems.
IHRM specifics: Presently, IHRM has to manage a hybrid workforce involving full-time employees, gig workers, and remote teams. Shortage of talent can be detected by Predictive analytics. IHRM should resolve cross border issues like cultural diversity, varying labour regulations.



















[bookmark: _o9kd03n9crx]Question 2: Demographic and Geopolitical Factors
[bookmark: _10kv1ia5qlb6]2.1 Key Demographic Factors
Ageing Populations and Workforce Sustainability: Supply of labour and productivity is affected by ageing population. In EU portion of individual aged 65 years and above estimated to reach 32.5 % (136.1 million) in 2100 (Ec.Europa, 2023).
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Figure 4: Projected population in EU
(Source: (Ec.Europa, 2023).
In the same way the median age of Japan has increased to 49 years (Keulen, 2024). This creates deficiency of labour. These demographic trends have forced HR to implement multi-generational workforce strategies like flexible retirement plans, reverse mentoring. According to a report 48% of workers with specialist training seem to be much more aware of how the skills required for their job may evolve (PWC, 2024).
Changing Migration Patterns and Global Talent Mobility: One of the solutions to decrease the demographic imbalances is migration but geopolitical tensions and restrictive immigration policies are altering flow of migration. According to United Nations (2024), international migrants comprise 3.7% of the global population. High-income nations like Canada and Germany will experience brain gain and developing countries like Africa and South Asia will experience “brain drain”. For HR professionals, this dynamic demand requires ethical recruitment practices and partnerships with governments. Beside this there are also several challenges for IHRM like complex visa regimes and recognition of foreign qualifications
Increasing Workforce Diversity: Globalisation and migration have created a diverse workplace. In 2023, participation of women’s global labour force rate stood was 48.7% (ILO, 2024).
[image: ]
Figure 5: Rate of participation of labour forceby sex
(Source: ILO, 2024)
HR department need to enhance inclusion, equity, and belonging policies because of his diversity. According toa studies inclusive companies are 1.7 times more innovative than others (Bersin, 2025).
[bookmark: _375pz3jys0ya]2.2 Key Geopolitical Factors
Trade Wars and Protectionism: Organisation are forced to relocate operations and adjust their process of hiring due to trade tensions like between the U.S. and China. World merchandise Trade volume was down 1.2% in 2023 (WTO, 2024).
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Figure 6: Volume of world merchandise trade
(Source: WTO, 2024)
In respect to change in geographic locations professionals must manage talent redeployment, retraining, and workforce transitions. To eliminate the political risks and supply chain shocks. Strategic HR planning should include scenario forecasting.
Political Instability and Sanctions: Conflicts between Europe and the Middle East pose threats to financial stability (S&P Global, 2025). This also creates operational and ethical challenges for international businesses. 
Pandemic and global health crisis: Due to COVID-19 pandemic remote work culture was increased to 28% in 2023 (Statista, 2024). Now HR professionals struggling with dual challenge of maintain wellbeing of the employee and cybersecurity.
[bookmark: _tv0oci6nna1z]2.3 Challenges for HR Professionals
Talent mobility: HR professionals are facing talent mobility issues as global migration in OECD countries are decreased by 4% in 2024 (OECD, 2025). 
Risk management: HR faces difficulties to ensure safety of the staff and business continuity global risk management frameworks should be developed.
Compliance: Compliance issues have increased as increasing number of employees in the world is under various labour and data protection laws (Abraha, 2025).
Cultural integration: To manage diverse, dispersed teams HR needs cultural intelligence and digital collaboration tools. 
[bookmark: _utfnwff55l96]Question 3:  Skills Gaps and Strategic HRM
[bookmark: _nmekj54ktozz]3.1 Understanding the Causes of Skills Gaps
Because of rapid development of technology, misalignment between education systems and need of labour market there is a constant skill gap globally. The gap is also stimulated by insufficient investment in learning and development (L&D). According to a report 74% of employers are struggling to find the right talent (ManpowerGroup, 2025).
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Figure 7: Global talent shortage
(Source: ManpowerGroup, 2025)
many traditional skills became obsolete because education systems failed to incorporate curricula according to the demand of emerging industry. To improve the return on investment in developing staffs to get employees to share in the costs of development (Cappelli, 2009).HR professionals must manage the “build, buy, borrow, and bind” dimensions of workforce for development of the capability
[bookmark: _m5suvzfgi0wd]3.2 Strategic HRM Approaches
“Build” Strategies (Internal Talent Development): To reduce long term skill gap, talent should be developed internally through apprenticeships, upskilling, and reskilling programs. For instance, Siemens invests around €180 million annually in training and extra €237 million in the continuing education of its people globally (Siemens, 2024).Tocustomise the path of employee development, HRM can use micro-credentials and AI-driven learning platforms.
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Figure 8: Seimen’s investment in training
(Source: Siemens, 2024)
“Buy” Strategies (Strategic Recruitment and Talent Acquisition): If immediate skills are not available, HR should recruit candidate externally. 67% TA expert believe that sourcing candidate will be faster using AI (Deloitte, 2024). Employer branding is also important to attract rare talent. To overcome local labour shortage organisation may offer remote work flexibility. This will broaden access to global talent markets. But overdependency on buy” strategies may increase costs and turnover risks.
“Borrow” Strategies (Leveraging External Expertise): To fill the shortage in skills firm may recruit external specialists, freelancers, and consultant. According to The World Bank (2023) the gig economy makes 12% of workforce globally. Strategic HRM frameworks should incorporate flexible models responsibly. This will make sure that external talent resonates with values of the organisation,data privacy standards, and legal compliance across borders.
“Bind” Strategies (Retention and Engagement): To increase the engagement of the staff HRM may introduce mentorship programs, job rotation, and transparent career progression pathways. Firms with a strong culture of learning culture have 30%-50% higher engagement and retention rates (Herbert, 2024).
[bookmark: _95j8rsavvzr3]3.3 Sector-Specific Examples
· In the sector of technology, various tech companies like Amazon and Googleimplement“build” strategies through internal coding bootcamps and AI academies. The company also use borrow” strategies to recruit freelance AI and cybersecurity experts. Contractual hiring across the sector increased 22% y-o-y (Financialexpress, 2024).
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Figure 9: Increase of contractual hiring
(Source: Financialexpress, 2024)
· The healthcare sector uses “buy” strategies. For example NHS recruiting 40% of international nurses annually (The Health Foundation, 2023). To enhance retention of the staff they also use “bind” initiatives such as mentorship and flexible scheduling.
[image: ]
Figure 10: Annual intake of new nurses
(Sources: The Health Foundation, 2023)
· In hospitality sector the organization implement build” strategies by using management training programs. To buy” young, skilled talent they also increase employer branding.












[bookmark: _s1yveplay9wm]Question 4: Reflective Report on Capabilities
[bookmark: _ogauvm59o6wx]4.1 Introduction
MBA graduates must develop adaptive and global competencies in today’s dynamic global business environment. Individual must develop skills like technological proficiency, cross-cultural communication, leadership agility, and self-directed learning. These 21st century skills are important for managing complexity, innovation and collaboration globally (OECD, 2021). Through this MBA journey I have developed and investigated by professional capabilities. With the help of Gibbs’ Reflective Cycle (Pieper et al., 2020), I analysed my strength and weakness.
[bookmark: _ppw8dq6jx25b]4.2 Self-assessment using Gibbs’ Reflective Cycle
Description
I was involved in various collaborative and individual learning activities. I finished my assignment with the help of tools like Excel and SPSS (Rahman and Muktadir, 2021). I also participated in group work and presentation. I managed virtual collaboration through MS Teams and Zoom.
Feelings
At first, I was very curious about using advanced digital tools such as data analysis software and AI platforms. As the module progressed, I became more confident. I realised that proficiency in technology increased my productivity. It also supported evidence-based HRM practices. After successfully communicating a complex idea in group presentations, I felt satisfied.
Evaluation
After time tracking the data from the project log, I realised that my efficiency increased by 30% by using AI-assisted analysis. I received positive feedback for my clear communication and delivery of structured presentation.My performance in teamwork was also reflected in my peer evaluation score. But I realised that my representation in team project could be more strategic. I struggled to cope up with advanced visualization tools like Power BI and Tableau.
Analysis
After this experience I learned that for modern HRM professionals’, adaptability and digital literacy are primary competencies. This aligns with OECD (2021) 21st century skill sets. My increasing confidence in technology highlights a level of learning agility. Beside this my cultural intelligence and emotional awareness was also improved because of exposure to communication and teamwork. After applying Garrison’s model of self-directed learning (IRRODL, 2023) I identified my capability to self-monitor and look for additional learning. But my depth of leadership development was restricted due to limited exposure of leading cross-cultural teams.
Conclusion
I have developed strong digital, interpersonal, and self-management capabilities after finishing this module. This renovates with future requirements of HRM. I also need to enhance my leadership and delegation skills to reach a higher level of professional readiness. I will try to expand my knowledge of advanced data visualization for strategic workforce analytics.
Action Plan: In future I Plan to enrol in various courses to improve my analytical and visualization proficiency.To apply learned leadership concepts in real settings I intend to volunteer for team leader roles. To track my progress, I will continue using SMART goal-setting for time management and reflective journaling
[bookmark: _a9cgoxa5s7tk]4.3 SWOT Analysis
	Strengths
	Weaknesses
	Opportunities
	Threats

	I have strong self-directed learning ability
	I have limited cross-cultural leadership experience
	Growing demand for HR analytics skills
	Rapid AI-driven changes in HRM practices

	I have effective teamwork and communication
	I have moderate data visualization proficiency
	Access to global online learning platforms
	Competition among globally skilled MBA graduates


[bookmark: _jx519pc3zbc8]4.4 Development Plan
Leverage Strengths: My primary strength is self-directed learning and teamwork. I rapidly adapt to new roles and collaborate successfully in multicultural organisations. I will use these strengths by looking for roles in HR transformation projects where learning agility and collaboration are very important.
Address Weaknesses: To improve my leadership and communication I will enrol in Coursera course “Leading Global Teams” by January 2026.I will also volunteer to lead the next multicultural project team in my MBA program. To develop public speaking and persuasive communication skills I will join Toastmasters International club.
[bookmark: _aye2xncea65e]Conclusion
Labour market globally is going through rapid transformation. Transformation is powered by various dynamics like technology, demographic shifts, and geopolitical. Because of this change in demand organization should implement innovative and adaptive HRM and IHRM strategies. This will attract, develop and retain talent. For long-term competitiveness skills gaps should be reduced through strategic workforce planning, continuous learning, and ethical leadership. To managing diverse and hybrid workforces, HR professional need to integrate technology, inclusive practices, and global collaboration. After reflecting on my personal growth, I developed digital proficiency, teamwork, and self-directed learning.  I also realise the importance of adaptability and lifelong learning in modern HR practice.
[bookmark: _qcjzij62qzeu]
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§t! EMEN& news is among the subjects addressed. A three-day offsite event includes a
Democracy Day organized in collaboration with the Association of German Educational Associations
(Arbeitskreis Deutscher Bildungsstatten, AdB). In addition, Siemens trainees will participate in social media
competitions, value dialogues and projects fostering a culture of remembrance. Comparable programs to
promote diversity, teamwork and tolerance have also been created at Siemens Healthineers.

Siemens invests massively in training and continuing education

Currently training a total of around 4,350 apprentices and university students in work-study programs,
Siemens is one of the largest private-sector vocational training organizations in Germany. Despite the difficult
situation on the training market, the company has succeeded in filling nearly all its trainee positions.
Worldwide, Siemens invests around €180 million every year in training and an additional €237 million in the
continuing education of its people (fiscal 2023). The new training positions in Germany are distributed
among 17 training centers, at which Siemens AG offers 1,000 traineeships, Siemens Mobility GmbH

250 traineeships and Siemens Healthineers AG 190 traineeships. As part of its collaborative training program,
Siemens also trains 270 young people for external partners. New this year was a training partnership with
Amazon Web Services (AWS) in Germany's Berlin-Brandenburg region. Through their investments in the
training program, the partners are helping meet the future need for skilled professionals at AWS data centers
and strengthen the region.
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