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Executive Summary 
This report has critically looked at how globalisation, technological development and demographic and geopolitical developments had transformed the labour markets and redefined HRM and IHRM strategies. It examined how digitalisation, robots and automation had changed the traditional job set-ups and increased the rate of skills turnover, as well as the gig economy. HR leaders had become more dependent on AI-powered recruitment, predictive workforce planning, and continuous learning models in order to be agile in the changing market. Global talent management had also been faced by demographic factors like ageing, migration, and workforce diversity, geopolitical instability, trade tensions, and pandemics. The strategic HRM responses were assessed based on the “build, buy, borrow, and bind framework by Cappelli (2008), which showed how organisations in various industries responded to the shortage of skills through innovation, training, and retention approaches. Lastly, the reflective part, organised according to the model by Gibbs (1988), evaluated the personal development in leadership, communication, and digital agility and concluded that adaptive, data-driven, and inclusive HRM practises were the key to the sustainable workforce in the future.
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[bookmark: _Toc213524753]Introduction
[bookmark: _Toc213524754]Impact of Globalisation and Technology
The labour market has been transformed by globalisation and technology through enhancing the mobility of the workforce, facilitating cross-border teamwork, and pushing HRM towards digital approaches to attracting, sustaining, and utilizing talent, as well as global competitive integration.
[bookmark: _Toc213524755]Workforce Transformation
The digitalisation, demographic changes and internationalisation have reorganised workforce, encouraging remote working, skills diversification, and talent inclusive talent management strategies, which prioritise flexibility, imagination, and ever-evolving employee practices in a global environment.
[bookmark: _Toc213524756]Report Focus
The report examines the impact of technological, demographic, and geopolitical forces on HRM and IHRM strategies on global labour trends, skills unmet as well as some reflections made on building international leadership and professional skills.


[bookmark: _Toc213524757]1.0 Question 1 – Technological Advancements and Implications for HRM and IHRM Strategies 
[bookmark: _Toc213524758]1.1 The Reshaping of Labour Markets
[bookmark: _Toc213524759]1.1.1 Automation and AI
Jobs are being transformed by AI and automation. The WEF forecasts that such technologies will remove 75 million jobs, but that the figure will grow to 133 million by 2025 (Farrell, 2025). Brynjolfsson and McAfee (2014) state that digital innovation can offer high-value, tech-enabled work such as AI ethicist and automation specialist, moving away from task-based work to strategic work.
[bookmark: _Toc213524760]1.1.2 The Gig Economy and Digital Platforms
It is estimated that the global gig economy will grow to USD 556.7 billion in 2024 and USD 2.15 trillion by 2033 (Thunes, 2025). More than 16 percent of adults in the US made money by a means of an online gig platform (Pebl, 2024). As platforms offer more talent and flexibility, they introduce the increased job insecurity, overlooking of employment categories, and decreased possibility of traditional employment benefits to workers (World Bank Group, 2024).
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Figure 01: Global Gig Economy Market Size
Source: (Thunes, 2025)
[bookmark: _Toc213524761]1.1.3 Skills Churn
The speeding up nature of digital transformation has significantly decreased the half-life of the skills in technology intensive industries to as little as 2.5 years. More than 56% of the organisations currently incorporate AI skills in job descriptions, and 53% have put reskilling plans in place (Ajg, 2025). This high turnover rate forces HRM to focus on the importance of continuous education, expediency, and expertise development on the global markets through STEM.
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Figure 02: Strategies Employed to Implement AI Within the Business
Source: (Gallagher, 2025)
[bookmark: _Toc213524762]1.2 Implications for HRM and IHRM Strategies
[bookmark: _Toc213524763]1.2.1 Talent Acquisition
The use of AI in the recruitment process has gone viral: 61% of HR leaders had implemented GenAI by January 2025 (Gartner, 2023). Approximately 65% of recruiters use AI to enhance the process of sourcing and screening candidates, and this lowers the time-to-hire by up to 30% (Kumar, 2023). Therefore, HR needs to re-engineer the process of acquiring talents to focus on the adaptability and learning agility.
[bookmark: _Toc213524764]1.2.2 Learning and Development (L&D)
Vouchfor (2025) says 93% of companies need micro-learning. Digital badging will reach USD 969.7 million in 2032 from USD 312.2 million in 2025 (Fortune Business Insights, 2023). HR must include AI-driven learning routes, micro-modules, and stackable certificates in workforce planning.
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Figure 03: Global Digital Badge Market Growth Forecast (2024–2032)
Source: (Amazon aws, 2025)
[bookmark: _Toc213524765]1.2.3 Strategic HR Planning
HR planners must predict skill needs and build hybrid teams. SHRM(2025) reports that 90% of CHROs expect AI integration to grow in 2025, making predictive workforce models crucial. Firms must align full-time, part-time, and gig staff streams with strategy to ensure agility, cost-effectiveness, and right-skills availability before disruption.

[bookmark: _Toc213524766]1.2.4 IHRM Specifics
The management of remote workforce globally now requires HR functions to operate in the digital arena where 73 percent of HR leaders anticipate 75 percent of new employees to be cross-national by 2026. At the same time, 74 percent of businesses experience compliance problems in other countries, which requires GDPR-related policies and adaptable gig-work frameworks (Remote, 2025).


[bookmark: _Toc213524767]2.0 Question 2 – Demographic &amp; Geopolitical Factors
[bookmark: _Toc213524768]2.1 Key Demographic Factors
[bookmark: _Toc213524769]2.1.1 Ageing Populations
Economies with advanced economies are shrinking the working or labour force. In January 2024, the EU had a dependency ratio of 33.9 percent on old-age (Eurostat, 2025). The organisations should hence develop multigenerational workforce strategies, intensive knowledge-transfer programmes, and experienced talent to sustain productivity and organisational memory.
[image: Chart: Europe's Old Age Dependency Ratio | Statista]
Figure 04: Europe’s Old-Age Dependency Ratio (2015 vs 2050 Forecast)
Source: (Statista, 2020)
[bookmark: _Toc213524770]2.1.2 Changing Migration Patterns
Migration trends have changed so that over 27.3 million tertiary-educated citizens are currently relocating to other countries, which is an increase of 70 percent since 2000 (Rader, 2025).  This movement drives brain-gain in the destination countries and increases brain-drain in sending countries, compelling HR procedures to endeavour the approaches of immigration, cross-border talent pipelines, and knowledge-transfer systems.
[bookmark: _Toc213524771]2.1.3 Increasing Workforce Diversity
The growing diversity in the workforce requires strong inclusion policy, tactical communication, and dynamic team dynamics. The statistic of 83% of employers incorporating DEI programs in 2025 also requires organisations to create cultures of inclusivity, capitalise on heterogeneous talent resources, and incorporate cross-cultural education to facilitate teamwork and innovation (World Economic Forum, 2025).
[bookmark: _Toc213524772]2.2 Key Geopolitical Factors
[bookmark: _Toc213524773]2.2.1 Trade Wars and Protectionism
In a survey conducted worldwide, 60% of companies said they are restructuring supply chains in a fundamental way because of tariff uncertainty and trade tensions (Lane, 2025). According to the Economist (2024), rising US-China tariff cycles are forcing companies to shift their operations to ASEAN and Eastern Europe, transforming the HR-based hiring patterns and compensation systems.
[bookmark: _Toc213524774]2.2.2 Political Instability and Sanctions
Increasing sanctions destroy the functioning of the world order - according to the Council on Foreign Relations, more than 3,100 designations were issued in 2024 alone (CNAS, 2024). HR needs to restructure expatriate programmes, strengthen payrolls and reduce liability of duty-of-care in this volatile jurisdiction-specific environment. According to Dowling, Festing and Engle (2017), IHRM has to incorporate contingency planning and context-based leadership efforts to overcome political risk and secure global talent.
[bookmark: _Toc213524775]2.2.3 Pandemics and Global Health Crises
Remote-work became even more popular thanks to the pandemic: in the U.S., an approximately third of full-time workers worked remotely at least part-time in 2023 (Hyatt, 2023).  This change necessitated HRM to integrate sound health protocols, hybrid-work and continuity planning in worldwide set-ups.
[bookmark: _Toc213524776]2.3 Challenges for HR Professionals
Table 1
	Challenge for HR Professionals
	Details 

	Talent Mobility
	There is also a poor integration of global mobility - 4 percent of companies are integrating mobility and talent strategy despite 87 percent of the businesses acknowledging the necessity to be able to, which poses incentive to global workforce agility (Meier, 2024).

	Compliance Complexity
	Cross-border payroll compliance is rising; 54% of multinationals cite data-integration and legal-variance issues as their top HR risk (KPMG, 2024). 

	Strategic Insight Gaps
	Only 32 percent of HR teams are confident in the ability to predict the future of work, which highlights the lack of analytical and predictive capabilities (Gartner, 2024).

	Capability Deficits
	35% of HR leaders report insufficient upskilling in data analytics and global HR governance to sustain post-pandemic transformation (Annarose Heilferty, 2024).





[bookmark: _Toc213524777]3.0 Question 3 – Strategic HRM Responses to Skills Gaps and Talent Shortages
[bookmark: _Toc213524778]3.1 Understanding the Causes of Skills Gaps
OED (2024) reports that 46% of enterprises in five advanced nations lack technological skills due to digital demands. Under 1% of Australian technology graduates were ready for advanced digital employment (Kovalev et al., 2025). Insufficient L&D budgets increase the skills gap, which 63% of firms consider a critical issue (Spring Board, 2024).
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Figure 05: The State of the Workforce Skills Gap – Employer Priorities for 2024
Source: (Spring Board , 2024)
[bookmark: _Toc213524779]3.2 Strategic HRM Approaches to Bridging Skills Gaps
In unpredictable markets, Cappelli's (2008) Make vs. Buy talent management model combined internal development with external recruitment to preserve agility and reduce worker risk.
Table 2
	HRM Strategy
	Details

	Build
	To nurture scarce talent, companies are creating in-house academies and digital learning hubs. In 2024, 59% of worldwide enterprises offered Coursera and Udemy Business-based internal reskilling to meet AI-driven industry needs (AIHR, 2024).

	Buy
	Strategic recruitment has increased since 75% of organisations struggle to fill roles. Global employer branding and predictive analytics allow organisations quickly recruit specialised workers, balancing workforce agility, and diversity (Spain et al., 2024).

	Borrow
	Consultants and gig workers cover capacity shortfalls for many firms. In IT, healthcare, and logistics, this adaptable approach sustains productivity during long-term upskilling (Deloitte, 2024).

	Bind
	Mentorship, job rotation, and career progression are used to retain outstanding personnel. As per LinkedIn's (2024) Workplace Learning Report, companies with strong learning cultures have 57% lower attrition.
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Figure 06: Global Talent Shortage Over Time (2014–2024)
Source: (Spain et al., 2024)
[bookmark: _Toc213524780]3.3 Sector-Specific Illustrations of Strategic Responses
[bookmark: _Toc213524781]3.3.1 Technology Sector
Strategies Build strategies are taking over the mainstream companies in the world are using internal coding boot-camps and up-skilling laboratories to turn non-technical employees into AI-ready employees. In particular, by 2025, the number of professionals who have attended tech boot-camps is estimated at more than 380,000 (Educate-me, 2024). Strategies of borrowing are also on the rise: businesses are more and more resorting to the freelance services of AI and data-science specialists to fill in urgent gaps as the internal pipelines are developed.
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Figure 07: Growth of the Global Bootcamp Market and Reskilling Trends (2015–2025)
Source: (Educate-me, 2024)
[bookmark: _Toc213524782]3.3.2 Healthcare Sector
The central focus of buy strategies is on the large shortages that the countries have, like the estimated 4.5 million nurse gap in the year 2030. In this regard, the pace of international recruiting nurses and technicians is increasing (World Health Organisation, 2024b). Retention strategies are strengthened through bind strategies: healthcare organisations focus on better working conditions, career ladders, and mentorship as a means of retaining developed talent and turning over staff.
[bookmark: _Toc213524783]3.3.3 Hospitality Sector
Build strategies in the hospitality industry involve internal management-training programmes, which advance frontline employees to the supervisory tier using systematic curriculum. At the same time, the concept of buy strategies is based on the improved employer branding, recent studies indicate that good reputation and value propositions play crucial roles in Gen Z application intention in hospitality setting (Ding et al., 2024). 

[bookmark: _Toc213524784]4.0 Question 4 – Reflective Report on Capabilities
[bookmark: _Toc213524785]4.1 Introduction
MBA graduates can find their way around a dynamic market, lead multilingual and multicultural teams, and harness the power of technological-driven innovation to become resilient, strategically adaptable, and cross-culturally competent in an ever-globalised economy through global and adaptive competencies.
[bookmark: _Toc213524786]4.2 Self-Assessment (Gibbs Reflective Cycle)
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Figure 08: Gibb’s Reflective Cycle
Source: (Assignment Help, 2025)
Description:
During the MBA module, I gained high competence in working with MS Teams, Excel dashboard, and data-analysis programmes to organise group work and facilitate decision-making. The process of interacting with AI-based tools to implement a systematic research and adaptability to newly developed LMS platforms contributed to my technological fluency and dexterity (Ahmadpour et al., 2025).
Feelings:
At first, I was unsure about using digital and interpersonal communication in multicultural teams, but with time, I became confident because I got used to digital tools and collaboration platforms.
Evaluation:
The peer feedback praised effective communication and efficiency in working with peers, yet it showed that further delegation and more involving leadership styles are necessary when working on team projects.
Analysis:
The use of Gibbs reflective model allowed the continuous improvement by means of critical self-evaluation (Gibbs, 1988). I also realized that good communication leads to cultural interaction, and malleable teamwork and emotional intelligence are the keys to successful leadership. Further research of AI and HR analytics content independently also enhanced my self-directed learning ability.
Conclusion:
I endorsed the competencies of digital proficiency, cross-cultural teamwork, and critical reflection and found the areas of development in delegation and inventive problem-solving in stressful situations.
Action Plan
	Development Area
	Action
	Timeline

	Delegation & Leadership
	Lead next multicultural project and seek structured feedback from peers.
	Within 2 months

	Digital Analytics
	Complete Google Data Analytics Professional Certificate.
	Within 4 months

	Communication & Storytelling
	Attend “Business Storytelling for Leaders” workshop.
	Within 3 months

	Continuous Learning
	Maintain reflective learning log and pursue Advanced Strategic HRM MOOC.
	Ongoing



[bookmark: _Toc213524787]4.3 Development Plan
[bookmark: _Toc213524788]4.3.1 Leveraging Strengths
In the case of the international human resources and consulting setting, the good level of digital competence and the possibility to adapt communication skills will be a competitive advantage.  The individual  can develop evidence-based solutions that can enhance the performance of the organisation through the combination of the most sophisticated data analytics and cross-cultural collaboration.  By attending higher analytics certification and global human resource seminars, it is possible to enhance their professional presence in the environment that is becoming digitised and networked all over the world.  Moreover, the skills will also be useful to leadership in technologically intensive and diverse environments in which creativity and inclusiveness are needed to succeed.
[bookmark: _Toc213524789]4.3.2 Addressing Weaknesses
To enhance the levels of delegation and creativity, the individual will lead a multicultural group project through distributed leadership by gathering systematic peer feedback. This will be carried out to enhance the process of collaboration.  The division of tasks and collaborative innovation will be trusted through the accomplishment of this project.  Also, the objective progress of the originality, flexibility, and the ability to make decisions in critical situations will also be monitored by the help of weekly self-assessment logs and the enrolment in the Coursera Creative Problem-Solving programme. This will guarantee additional adherence to the main human resource and leadership abilities.


[bookmark: _Toc213524790]Conclusion
To sum up, this  report has critically discussed the impact of globalisation, technology, and demographics on the HRM and IHRM strategies.   The current AI and automation has reinvented talent acquisition, learning and strategic planning of workforce, and the current demographic pressures, including ageing populations, migration and diversity demand inclusive and responsive management. The global structures have to incorporate hardiness and adherence due to the geopolitical uncertainty. The HRM model created by Cappelli is called the build, buy, borrow, and bind and involves data-based learning and fast-paced talent management to resolve the global skills deficit.   The customised workforce initiatives are noted in the technology, healthcare, and hospitality appraisal. The reflective assessment undertaken by Gibbs shows that global leaders must be agile, digital, and culturally aware in order to succeed in erratic markets. Future work competitive advantage will require Upskilling, human-technology integration, inclusive, internationally coordinated HR leadership.
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SWOT Analysis
	Category
	Analysis

	Strengths
	• Strong digital proficiency (MS Teams, Excel, PowerPoint).
• Effective cross-cultural communication and adaptability.

	Weaknesses
	• Limited delegation in team leadership.
• Occasional over-reliance on structured tools reducing creativity.

	Opportunities
	•Online leadership and analytics certifications.
•Expanding AI integration in HR and strategic management fields.

	Threats
	• Rapid technological change requiring continuous upskilling.
•Intense global job-market competition among MBA graduates.
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