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Executive Summary
The report evaluates critically how technological, demographic, and geopolitical changes at the global level are changing the labour markets and bringing new considerations in the HRM and IHRM strategies. The answers to Question 1 find AI, automation, and digital platforms to drive change in work, and their use needs constant upskilling and predictive, data-based HR planning. Answers to Question 2 found that an ageing population, sensitivity to migration, and geopolitical turmoil were the major factors affecting workforce mobility and adherence to country regulations. Question 3 provides an example of the strategic response to skills shortages, namely Build-Buy-Borrow-Bind, which could be helpful in such a case to alleviate long-term shortages. The reflection of question 4 showed a strong ability of adaptability and communication with a reflexive learner development plan to develop cross-cultural leadership capability and digital capabilities to work in a global HR position in the future.
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[bookmark: _Toc213533878]Introduction
The world labour market has been dramatically altered by technological progress, political instability in the world and changing population trends. Automation, digital platforms and artificial intelligence are altering and improving the nature of talent retention, organisational strategies and work strategies. Such assessment has mutated HRM and IHRM into the administrative understanding to being able to set capability and effective workforce set up. The report effectively evaluates the technological transformations and their impact on labour markets and how they change the approaches of IHRM and HRM. The report also covers different theoretical models and frameworks for critical evidence. 
[bookmark: _83hq7z6ykxdb][bookmark: _Toc213533879]Main Body
[bookmark: _xsr4e126fxp0][bookmark: _Toc213533880]Question 1- Technological Developments and Labour Markets
[bookmark: _Toc213533881]1.1 The reshaping of labour markets
Automation and AI
Automation, digitalisation, and AI have created a technological disruption which changed the composition of the labour market. It is expected that 85 million jobs can be replaced; however, 97 million new roles may also emerge in digital marketing and big data, which illustrates that technology may not fully damage the work market but revolutionize it (World Economic Forum, 2023). Moreover, Brynjolfsson and McAfee’s (2014) work connects with this through their “Second Machine Age” hypothesis, which suggests that technological developments revolutionize productivity level and extend inequality through favouring high-skill digital roles, and also diminish routine work. 
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Figure 1: Consulting workers on AI
(Source: Statista, 2023)
Gig Economy and Digital platforms
The Global platform workforce has integrated 435 million people, and Uber, Deliveroo, and Upwork have offered global access along with flexibility, but it has damaged the stability and advantages of jobs (ILO, 2023). The Aslam vs Uber case, which has reclassified their drivers as workers, and as per the UK Supreme Court’s decision in this case, has compelled organisations to reframe their HR models and integrate social protection (UK Supreme Court, 2021). 
Skills Churn and Consistent Learning
The average skill half-life has been decreased to 5 years, and over 44% of workers’ skills will be changed, which makes reskilling a significant strategic insight. Organisations have contributed USD1280 for each employee for their training and skill development annually, which has developed 20% significant retention and 24% better productivity, and has made consistent development (ATD, 2022). 
[bookmark: _Toc213533882]1.2 Implications for IHRM and HRM
a. Talent Acquisition and Ethical Use of AI
AI empowers recruiters through automating repetitive tasks such as review scheduling and resume screening, and permits them to concentrate on establishing significant connections with candidates, and the market is expected to reach 3.7 billion (Abhishek et al. 2025). However, privacy breaches and algorithmic biases pose complex issues linked with the GDPR Act (2018).  
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Figure 2: Global AI in Talent Acquisition Market
(Source: Market, 2025)
b. Learning and Development
In an era of AI-assigned disruption, upskilling and reskilling have become core levers for managing workforce relevance. Through upskilling and reskilling, organisations may significantly respond to transforming business needs, confirming the workforce adapts to the new demands (Esan, 2023). The Four-Level Evaluation model by Kirkpatrick has enabled HRs across to elaborate on the effectiveness, which helps to confirm that digital learning investments transform across behavioural transformation. 
c. Effective workforce planning and analytics 
Workforce forecasting is the procedure of estimating a company’s future staffing requirements for assisting to ensure that it includes the right people with the right skills (Lu, 2022). AI has been utilised to evaluate internal competencies and also to reduce layoffs and develop organisational knowledge (Morandini et al. 2023). 
d. International HRM considerations
Digitalisation increases regulatory diversity, which includes the GDPR, and also introduces the complexity of different cultures across remote teams. The growing need for "transnational competence," which combines technological know-how with intercultural sensitivity. Therefore, cross-border compliance, virtual team cohesion, and fair data management standards must be harmonized by global HR systems (Esan, 2023).
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Question 2: Demographic and geopolitical factors
[bookmark: _Toc213533884]2.1 Demographic shifts 
Ageing
Demographic ageing presents structural challenges to OECD economies. Furthermore, Japan will reportedly see, on average, by 2035, one in three citizens over the same age (PwC Global Workforce Report, 2023). Such phenomena reduce the working-age population and increase pension funding pressures, and create critical succession gaps in manufacturing, healthcare, and education, among other sectors. 
Migration
Post Brexit migration policies have seen a 17% reduction of EU-origin workers in the UK between 2020 and 2023 (Portes and Springford, 2023), which, for the hospitality, logistics and construction sectors, have experienced challenges in worker pinch-points through the period. On the other hand, a reliable and continued 'brain drain' of skilled workers from developing economies, including from India and the Philippines, sees upwards of one out of every five skilled workers migrating to OECD economies (George, 2023). 
Diversity and Inclusion
The cultural and ethnic diversification of the global workforce is producing a need for HR approaches to be inclusive. A study from the Chartered Institute of Personnel Development (CIPD, 2024) shows that, compared with their competitors, organisations with ethnically diverse leadership teams are more likely to be 33% more profitable. 
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Figure 3: Diversity and inclusion
(Source: Geeksforgeeks, 2025)
[bookmark: _Toc213533885]2.2 Geopolitical Influences
Trade Wars and Political Instability
The US–China trade war and the fragmentation of supply chains are leading 31% of multinational enterprises to relocate operations to Southeast Asia (The Economist, 2024). In the IHRM function, policies on expatriation need to be adapted, and local recruitment practices will be required in emerging markets, ensuring compliance at the same time, as regulatory codes are different in labour in compliance.
Pandemics and Globally-Wide Health Crises
The COVID-19 pandemic has produced a rapid expansion of remote working, and 64% of OECD employers have now implemented a hybrid workplace model (PwC, 2023). This change in structure requires HR to have a new emphasis on, or create, digital frameworks for well-being policies.
Global Conflicts and Sanctions
The war in Russia and Ukraine in Europe led to the disruption of trade worth over €90 billion in the EU and displaced workers in Eastern Europe (The Economist, 2024). Thus, for IHRM, this includes policies that include emergency mobility planning, planning to evacuate expatriates, and redeveloping payroll to consider sanctioned regions.
[bookmark: _Toc213533886]2.3 Human Resources Management and International Human Resources Management Issues
Employee Mobility and Termination: This is only an involved process in terms of working on visas and work permits (Appoh et al. 2025). For example, Siemens AG utilizes global mobility dashboards to incorporate immigration data.
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Figure 4: Internal Mobility
(Source: Genius, 2025)
Risk Management: Organizations need to start incorporating crisis frameworks (that align with considering ACAS (2023) duty of care principles to protect international assignees during political or health emergencies. 
Compliance and redundancy: Different countries can have different laws that affect redundancy procedures, making the process increasingly complicated (Johnstone, 2024). 
Managing cultural integration: To be an effective leader of international teams, Hofstede’s cultural dimensions need to be used in thinking about the cultural impacts of the visible dimensions and power-distance implications (Aoun, 2025).
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Question 3: Resolving Skills Gaps and Talent Shortages 
[bookmark: _et3gvf6032d0][bookmark: _Toc213533888]3.1 The Skill Gap.
Structural impacts of the high speed of technological disruption, duality of education and industry, and inequitable investment in workforce development include persistent global skills shortages. In the ManpowerGroup (2024) survey on talent shortage in 40 countries and 39,000 employers, 74% of organisations claim to have problems with candidates having the right technical and soft skills, the highest result in 17 years. 
Vann Yaroson et al. (2024) point out a macroeconomic shift in the manufacturing to service-based economies, where value is generated by knowledge and interpersonal skills and not manual skills. The Office for National Statistics in the UK has registered more than one million job vacancies with high tertiary qualification rates, which is a demonstration of structural incompatibility between supply and demand (Office for National Statistics, 2023).
This gap is increased by underinvestment. The OECD (2023) discovered that the average expenditure of employers on training fell by 11% in comparison to 2019, primarily at small and medium enterprises. 
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Figure 5: Talent Shortages
(Source: Startnearshoring, 2023)
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Strategic HRM should address these deficits by operationalising the Cappelli framework of Build-Buy-Borrow-Bind, which states that talent management requires a workforce analytics proactive strategy to be operationalised with a learning investment (Bei and Mitchell, 2024).
Build:
By using the Experiential Learning Cycle developed by Kolb, organisations may create iterative learning processes by connecting theory and practice (Sinha, 2023). Moreover, the Evaluation Model created by Kirkpatrick offers the possibility of calculating the results using behavioural and performance indicators (Alsalamah and Callinan, 2021). Companies like Siemens and Accenture have now launched their internal corporate academies, which focus on training material on digital transformation goals and save more than 23% in the external recruitment expenses (ManpowerGroup, 2024).
Buy:
Recruitment externally is required in instances where the capability gaps cannot be addressed internally. Attracting talent in the markets is improved by employer branding and analytics-based sourcing (Di Prima, 2024). 
Borrow:
Contingent or project-based labour is used in the approach of borrowing. The World Bank (2024) notes that the global economy receives USD 1.6 trillion every year as a result of digital freelancing (Ahmed et al. 2024). 
Bind:
The strategies of retention rely on engagement and organisational culture. The HR Business Partner Model puts HR at the center of employee value propositions, which is anchored in learning, recognition, and growth (Veldsman and van der Merwe, 2022). 
[bookmark: _s4eh1syiiqvy][bookmark: _Toc213533890]3.3 Sector Examples
Tech: When it comes to technology, companies like IBM and Google use the strategies of building.  By implementing coding bootcamps and AI apprenticeships, and adding capability, and the brand use so-called borrow models, in the form of freelance experts (Kaakandikar, 2025). 
Healthcare: The NHS in the UK hires more than 20,000 nurses a year from foreign countries, yet progressively uses leadership opportunities and mental health initiatives to keep its employees from burnout (The Health Foundation, 2023).  
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Figure 6: Labour turnover in hospitality
(Source: Oysterlink, 2025)
Hospitality: In order to attract and retain qualified workers in competitive labour markets, hospitality companies boost their employer as their turnover decreased 40%. Coping with the market fluctuation, Hilton UK often hires contract workers and freelancers for the roles like event management, front-house-staff and others (Hilton, 2025). 
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Question 4: Reflective Report on Capabilities 
[bookmark: _pkqrrvd7ebj0][bookmark: _Toc213533892]4.1 Introduction
Today’s global workforce demands employees to be technologically literate, culturally intelligent, and able to self-direct to work across boundaries. Using Gibbs’ Reflective Cycle (Praveena et al. 2025), this report will reflect on my competencies in technology, communication, teamwork, leadership, and self-direction in learning. 
[bookmark: _lhqk0o5ddjoj][bookmark: _Toc213533893]4.2 Self-Evaluation
Gibbs Reflective Cycle
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Figure 7: Gibbs Reflective Cycle
Source: (Praveena et al. 2025) 

Description
Technology
I have strong digital adaptability since I embrace tools such as ChatGPT for data interpretation and HR research, and Tableau for analytics visualisation. This is consistent with a recent report from the World Economic Forum (2023) that noted digital literacy is required for 90% of all professional jobs across the globe. I will consider the basic certification course of SAP in the area of HRM, which will include the “Build strategy that we have discussed in Question 3, and will aid the general model of HR as a strategic partner that Ulrich has presented. 
Communication
According to my peers, there were a consistent set of strengths in communications as observed in my Week 8 Group presentation. I demonstrated good argumentation in my varied written assignments, which connects to the work of Bratton et al. (2021), who suggest explicit communication with a multicultural audience is important to avoid misinterpretation. 
Feelings
Teamwork
At the very beginning of the work, I felt extremely nervous and overwhelmed due to my poor communication skills. Regarding this, I decided to implement the Tuckman’s Team Development Model and hone my collaboration with teammates. Using Tuckman’s team development model, I witnessed team progression through different levels from “storming” to “performing” with role clarity and psychological safety (Mykhalchuk and Stadnyk, 2024). 
Leadership
Using Adair’s Action-Centred Leadership Model, I have developed the capability in structuring tasks and motivating people, but I have a tendency to hold onto control over delegation so that my team members are unable to exercise their autonomy (Ujunwa and Danbeki, 2022). 
Evaluation and analysis 
Self-Directed Learning
I frequently extend learning goals into realms outside of course-required readings, engaging with reports completed by SHRM and McKinsey to expand the depth of analysis. This aligns with Kolb’s experiential learning cycle of turning experience into abstract conceptualisation and the experimentation of actively testing those concepts (Yorks et al. 2022). 
Conclusion
For further progression of my educational background and strengthen my future career within the field of HRM, I will take some sincere measure to improve my cross-cultural leadership.  
Action Plan
[bookmark: _jgbpoiob9kx][bookmark: _Toc213533894]4.3 Development Plan 
Taking Advantage of Strengths: My ability to adapt to new digital HR technologies will enable me to fully utilise tools such as SAP SuccessFactors and Power BI, which will improve both my analytical ability and employability for roles that require data-driven HR (Thite, 2022). 
Weaknesses Development: As a responsible leader of the following MBA group project, it is my expectation that I will be leading global teams across the Netherlands by April 2026, which will hopefully help me develop some of my cross-cultural leadership abilities (Spanaki, 2024).  
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5. Conclusion
The success of global HRM and IHRM is becoming dependent on the leaders and HR professionals, who are able to combine their digital skills with their cultural competence and flexible approaches to leadership. It has been revealed in this reflection that the most important areas of communication, adaptability, and initiative will help me in my short-term and future jobs in HR. With the theoretical course of Week 8 as the underlying base, I am going to be rooted in my professional path of becoming an inclusive leader, a decision-maker in HR with data, and lifelong learning models as the cornerstones of excellent capabilities in global HR practice.
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