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[bookmark: _Toc213803784]Executive Summary
The report critically analyses issues and cogitations that are important in three fundamental areas of professional development and academic practice. Question 1 finds the importance of time management, structured planning, and prioritisation as crucial skills of balancing between academic and personal life. Question 2 indicates the increased role of digital literacy, good communication, and collaboration in coping with the technology-based learning and teamwork settings. Question 3: The participation of research, critical thinking and academic writing in developing legal scholarship and depth of analysis. Lastly, Question 4 offers a reflective conclusion that identifies personal progress in being organisationally, confidentially, and independently focused in academics whilst noting some areas of future development that include critical self-assessment and reliability in workload management. Altogether, the report proves the clear grasp of the concept of professional competencies, academic integrity, and reflective learning as part of the continuous personal and professional growth.
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[bookmark: _Toc213803785]Introduction
The contemporary world is extremely dynamic and the confluence of the effects of globalisation and technological innovation has significantly transformed labour market and has redefined the Human Resource Management (HRM). The automation, artificial intelligence and online connectivity has re-established the jobs and the skills required as well as how jobs are arranged in industries. The diversification of workforces has been experienced due to global competition and cross border mobility, and this has posed new challenges in talent, performance and well-being management. These changes require flexible HR practices emphasizing learning, digital skills, and inclusive leadership. This report uses reflective analysis to link theory with practical professional and academic experiences.
[bookmark: _Toc213803786]1. Technology & Labour Markets: Critical analysis of cause-and-effect between HR strategy and technology.
The global labour markets are undergoing significant change due to the introduction of technological tools and devices especially artificial intelligence (AI), automation, and online tools. These changes are transforming the nature of work, its performance, the persons who perform it and the location where they perform their work presenting opportunities and challenges to Human Resource Management (HRM) as well as International Human Resource Management (IHRM).
Transformation of Labour Markets
By automating and deploying AI, traditional jobs in the manufacturing, administration, and logistics are being replaced aiming at creating new positions in data science, robotics, and AI ethics, which implies the transition to high-skill and knowledge-intensive work (WEF, 2023). The declining lifecycle of skills requires reskilling and digital literacy (CIPD, 2023). Similarly, the applications such as Uber, Fiverr, and Upwork are widening the gig economy, and the distinction between employees and contractors is erased (Zwettler, Straub and Spurk, 2023). The HR professionals are now required to deal with the multi-generational, flexible, and globally dispersed workforce that is no longer bound to traditional rules and regulations.
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Fig: Future of Jobs Workforce strategies, 2023-2027
Source: (World Economic Forum, 2023)
Implications for HRM and IHRM Strategies
Talent Acquisition and Management:
Artificial Intelligence has transformed the recruitment process, including prediction analytics, automatic screening, and algorithmic shortlisting, to allow the HR workers to seek a candidate in a more efficient way. Nevertheless, algorithmic discrimination and data privacy are also major ethical challenges, especially when it comes to international standards like the GDPR of the EU (Chen, 2023). As a result, the HRM strategies will have to integrate both efficiency in technology and human control so that they are fair and compliant.
Learning and Development (L&D):
Constant learning has become a strategic requirement with the pace of technological disruption increasing the speed of skills obsolescence. HR departments are embracing micro-learning modules, AI-based learning systems, and digital badges so that personalised upskilling and reskilling can be achieved (CIPD, 2023). In the case of IHRM, this involves making cultural accommodative training programmes flexible across borders and time zone.
Strategic Workforce Planning:
Strategic HRM is progressively entailing the anticipation of new skills requirements and development of flexible workforce prototypes that integrate full-time, part-time, and gig employees. Talent analytics and scenario-based planning allow the HR leaders to predict the future labour gaps and redefine their workforce structure accordingly (WEF, 2023). In the case of multinational companies, IHRM has to go an additional step of dealing with different international labour laws, taxations, and job security of remote or platform-based employees.
To conclude, HRM and IHRM have become more agile, information-based, and international in connection thanks to technological advancements. Nevertheless, they also require perpetual moral vigilance, cross-cultural awareness and the commitment to lifelong learning so that the advancement of technology can add to but not diminish human potential.
[bookmark: _Toc213803787]2. Demographic & Geopolitical Factors: Identifying the key macro-environmental factors and evaluating the specific challenges they pose to HR.
Demographic and geopolitical forces transform labour markets the world over, and talent management must be strategically nimble on the part of HR/IHRM practitioners.
Major Demographic Factors
Ageing Populations:
Aging and a dwindling number of children in developed nations, such as Japan and Germany, are reducing labour force, leading to talent gaps in industries such as health care and technology (Nakatani, 2019; Cebulla and Wilkinson, 2019). HR has to implement multi-generational approaches, including keeping the older employees and imparting knowledge to young employees (Fasbender and Gerpott, 2021).
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Fig: Threat of Declining Working Age Populations
Source: (Buchholz, 2021)
Shifting Migration Trends:
Global labor mobility defines today's workforce. Skill shortages in countries like Canada and the UK drive brain gain through liberal immigration, while developing nations face brain drain as talent migrates to wealthier economies (Boeri et al., 2012). In IHRM, this contrast demands careful management of expatriate assignments, visa compliance, and fair treatment of international staff.
Growing Workforce Diversity:
Ethnic and cultural diversity, as well as generational diversity in workplaces has been heightened by globalisation and migration. The advantage of diverse teams is in the increased amount of creativity and problem-solving, but it is also harder when it comes to communication, conflict management, and inclusion (Liu, Zhu and Wang, 2023). The HR professionals should develop culturally intelligent policies, initiate diversity and inclusion (D&I) training and provide equal career advancement to each demographic group.
Major Geopolitical Drivers
Trade Wars and Protectionism:
Protectionist practices like the trade tensions between the US and China have upset the supply chains and movements of investments in the world. That has compelled multinational enterprises (MNEs) to re-view their recruitment centres and move operations nearer to domestic markets (Sardar, Talha and Ahmed, 2025). To HRM, this kind of volatility in geopolitics means that it needs dynamic talent sourcing and localisation plans to curb the operational upheaval.
Political Instability and Sanctions:
Continued wars in areas like Eastern Europe and the Middle East subject the international workers to displacement and uncertainty risks. The HR teams should have crisis management systems and strong policy of duty of care that will guarantee the safety of employees and legal liability in various jurisdictions (Ererdi et al., 2021).
Pandemics and Global Health Crises:
COVID-19 lockdown increased the rate of adoption of remote work and the significance of business continuity and employee well-being planning. Hybrid work patterns, investing in digital infrastructure, and improving occupational health have become the functions of the HR that are supposed to be integrated and create resilience (Deloitte, 2023).
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Fig: Rate of workers preferring remote options for future work
Source: (Ortiz, 2023)
Challenges for HR Professionals
These geopolitical and demographic shifts pose challenges to HR such as complicated talent mobility, adherence to various labour regulations, expatriate risk management, and cultural integration in dispersed groups (Stein, 2025).
Overall, the changes necessitate the HR and IHRM practitioners to be strategic, flexible, and culturally intelligent in order to sustain organisational competitiveness.
[bookmark: _Toc213803788]3. Skills Gaps & Strategic HRM: From the problems to strategic solutions by HRM.
Long-term talent deficits threaten areas such as technology, healthcare, and hospitality due to the fast change in technology, demographic, and education and industry mismatch. Strategic HRM deals with them by incorporating build, buy, borrow, and bind strategies (Tews, 2023).
Root Causes of Skill Deficits
Skills shortages persist due to three interrelated factors. First, rapid technological progress, especially in automation and AI, outpaces employee adaptation, creating a digital skills gap (Kim and Lee, 2025). Second, education and vocational training often fail to meet evolving industry needs, leaving many graduates lacking practical and digital skills (CIPD, 2023). Third, organisations frequently underinvest in learning and development, prioritising short-term cost savings over long-term capability building.
Strategic HRM Approaches
“Build” Strategies – Developing Talent Internally:
Organizations can address skill gaps by investing in internal development. The skills such as data analytics and cybersecurity are provided by technology companies in form of corporate academies and bootcamps (Jackson, 2023). Partnerships with universities and platforms like Coursera and Udemy support ongoing learning. In hospitality, companies like Marriott run programs to grow leaders from within (Noronha, 2024).
“Buy” Strategies – Recruiting External Talent:
In situations where urgent skill requirements are not available in the organisation, SHRM focuses on strategic recruitment. This involves utilizing employer branding, data analytics, and workforce forecasting in an attempt to focus on limited talent pools. The UK and Gulf countries, in particular, often use the so-called buy strategies by hiring nurses and medical technicians in the Philippines and India (WHO, 2022). The recruitment and absorption of such talent requires competitive remunerations, settling expenses and comprehensive absorbing of new employees.
“Borrow” Strategies – Utilising External Expertise:
Organisations can hire talent on a short-term basis or on a project basis through consultants, freelancers, and contingent workers. Gig-based AI specialists or cybersecurity experts can be hired by the technology sector to work on a particular project (CIPD, 2023). Online companies like Upwork and Toptal make talent in the world accessible, and it is more flexible and economical.
“Bind” Strategies – Retaining and Engaging Talent:
Retention also plays a very important role in talent management where shortages are concerned. SHRM fosters a culture of learning, mentoring, and job rotation to increase the level of employee engagement and commitment. In order to give an example, within the sphere of healthcare, the retention programs, potentially incorporating the improved working conditions, mental well-being, and the intelligibility of career opportunities, have already offered their benefits in reducing nurse turnover (Vries et al., 2023). In the same measure, it is also true that innovative technical companies that have career mobility are also more effective when it comes to retaining high value talent. 
Strategic HRM has a potential solution of the problem of skills shortage, which involves people investment coupled with agile workforce planning. The build, buy, borrow and bind strategies enable the organisations to find survival in the dynamic skills market, and the talent pipeline is sustainable.
[bookmark: _Toc213803789]4. Reflective Report on Capabilities and Development Plan
The current business environment demands digital literacy, cross-cultural competence, and adaptability. MBA graduates must excel in technology, communication, teamwork, leadership, and self-directed learning (OECD, 2021).
Skill Analysis

Fig: My skill analysis
Source: (Self-created based on self-evaluation, 2025)
Action Plan
Based on my SWOT, I will leverage strengths in communication, adaptability, and teamwork, while improving leadership, analytics, and cross-cultural skills. Gibbs’ (1988) model highlights reflection and continuous action as key to professional growth.
	Development Area
	Goal
	Action Steps
	Timeline
	Success Indicator

	Advanced HR Technology Skills (HRIS & Analytics)
	Boost technical skills for data-driven HR roles.
	Enrol in People Analytics (Coursera) and practice using HRIS simulation tools available through the MBA course.
	By February 2026
	Completion of course; ability to use analytics to interpret HR data in projects.

	Leadership & Assertiveness
	Enhance confidence in leading diverse teams and voicing opinions.
	Volunteer to lead one multicultural group project next term; attend virtual workshops on Emotional Intelligence and Leadership (LinkedIn Learning).
	Next academic term (2026)
	Positive peer feedback and increased assertiveness.

	Cross-Cultural Competence
	Strengthen global collaboration and cultural sensitivity.
	Complete Managing Global Teams (Coursera) and engage with international MBA peers through virtual networking events.
	By March 2026
	Demonstrated ability to manage cultural dynamics and resolve team conflicts.

	Continuous Learning & Innovation
	Maintain adaptability and lifelong learning mindset.
	Keep exploring AI and HR tools, staying updated via SHRM and CIPD.
	Ongoing
	Application of new digital tools in academic or professional projects.



I will conduct regular reviews of the progress, redefine strategies, and use feedback to enhance the agility of learning by applying the cycle developed by Gibbs (1988) (Akther, 2020). Concentrating on self-directed learning and communication will aid in technology-driven HR functions (Armstrong and Taylor, 2023), which will eventually make me become a globally competent HR professional with digital, cross-cultural, and emotional intelligence capabilities (Goleman, 2018). 
Reflective report using Gibbs’ Reflecive Cycle,1988
Description: Studying in a diverse MBA environment helped me assess skills in technology, communication, teamwork, leadership, independent learning and also analysing marketing environment.
Feelings: I was confident in communication and teamwork but less so in technical skills and multicultural leadership. The interaction with the digital applications and interaction with a variety of peers gave me confidence.
Evaluation: The strengths are technological savvy, effective communication, collaboration, and self-directed learning. Weaknesses are assertiveness in large groups, multicultural leadership, and HRIS skills.
Analysis: These experiences highlight the importance of digital literacy, cross-cultural competence, and continuous learning (OECD, 2021).
Conclusion: This reflection shows my strengths in communication, teamwork, technology, and self-directed learning, while highlighting the need to develop leadership, assertiveness, HRIS, and cross-cultural skills to succeed in global HR roles.
Action Plan: Complete online courses, lead a multicultural project, and practise structured presentations to enhance leadership and technical skills. Continuous reflection will strengthen learning agility for global HR roles.
[bookmark: _Toc213803790]Conclusion
Comparison of responses 1-3 reveals that time management, digital skills and ability to conduct research are dependent on growth. Teamwork and digital literacy are essential to flexibility in technologically oriented environments, which is supported by organisation and productivity. In addition, research and critical thinking improves problem-solving/decision-making, which would be important in aspects as far as academic success and professional achievement are concerned. A combination of these competencies underlines the necessity to engage in a never-ending learning process, practice based on the experience and thought, and strategic personal development in adjusting to the changing world and technology of work and higher education.


[bookmark: _Toc213803791]References

Akther, J. (2020). Influence of UNESCO in the Development of Lifelong Learning. Open Journal of Social Sciences, 08(03), pp.103–112. doi:https://doi.org/10.4236/jss.2020.83010.
Boeri, T., Brücker , H., Docquier , F. and Rapoport , H. (2012). Brain drain and brain gain : the global competition to attract high-skilled migrants. Oxford: Oxford University Press.
Buchholz, K. (2021). Infographic: The Threat of Declining Working Age Populations. [online] Statista Daily Data. Available at: https://www.statista.com/chart/18458/working-age-population-decline-oecd-countries/?srsltid=AfmBOooNRBSYBDzH68GsccO2wiCLHqMpylwHnf8THMj0H_q--ih-Cy3- [Accessed 11 Nov. 2025].
Cebulla, A. and Wilkinson, D. (2019). Responses to an Ageing Workforce: Germany, Spain, the United Kingdom. Business Systems Research Journal, 10(1), pp.120–137. doi:https://doi.org/10.2478/bsrj-2019-0009.
Chartered Institute of Personnel and Development (CIPD) (2023) Learning and Skills at Work Survey 2023. Available at: https://www.cipd.org/ (Accessed: 8 November 2025).
Chen, Z. (2023). Ethics and Discrimination in Artificial intelligence-enabled Recruitment Practices. Humanities and Social Sciences Communications, 10(1), pp.1–12. doi:https://doi.org/10.1057/s41599-023-02079-x.
Deloitte (2023) Global Human Capital Trends Report 2023: Leading in the Boundaryless World. London: Deloitte Insights.
Ererdi, C., Nurgabdeshov, A., Kozhakhmet, S., Rofcanin, Y. and Demirbag, M. (2021). International HRM in the context of uncertainty and crisis: a systematic review of literature (2000–2018). The International Journal of Human Resource Management, 33(12), pp.1–39. doi:https://doi.org/10.1080/09585192.2020.1863247.
Fasbender, U. and Gerpott, F.H. (2021). OUP accepted manuscript. Work, Aging and Retirement, 8(2). doi:https://doi.org/10.1093/workar/waab017.
Gibbs, G. (1988) Learning by Doing: A Guide to Teaching and Learning Methods. Oxford: Oxford Polytechnic.
Goleman, D. (2018) Working with Emotional Intelligence. London: Bloomsbury.
Jackson, R. (2023). Learning and Development: How To Close The Skills Gap in Your Organization. Robin Jackson.
Kim, B.-J. and Lee, J. (2025). AI adoption, employee depression and knowledge: How corporate social responsibility buffers psychological impact. Journal of Innovation & Knowledge, 10(6), p.100815. doi:https://doi.org/10.1016/j.jik.2025.100815.
Liu, J., Zhu, Y. and Wang, H. (2023). Managing the negative impact of workforce diversity: The important roles of inclusive HRM and employee learning-oriented behaviors. Frontiers in Psychology, 14(14). doi:https://doi.org/10.3389/fpsyg.2023.1117690.
Nakatani, H. (2019). Population aging in Japan: policy transformation, sustainable development goals, universal health coverage, and social determinates of health. Global Health & Medicine, 1(1), pp.3–10. doi:https://doi.org/10.35772/ghm.2019.01011.
Noronha, S. (2024). EMPLOYEE PRODUCTIVITY AND HUMAN RESOURCE PRACTICES IN THE HOTEL INDUSTRY WITH SPECIAL REFERENCE TO MARRIOT INTERNATIONAL. [online] Available at: https://www.jetir.org/papers/JETIR2406076.pdf.
OECD (2021) Skills Outlook 2021: Learning for Life. Paris: OECD Publishing.
Ortiz, S. (2023). The demand for hybrid work is only growing, according to a new Deloitte report. [online] ZDNET. Available at: https://www.zdnet.com/home-and-office/work-life/the-demand-for-hybrid-work-is-only-growing-according-to-a-new-deloitte-report/.
Sardar, T., Talha, A. and Ahmed, M. (2025). The Consequence of the U.S.-China Trade War on the Global Economy and Multilateral Trade Strategy. International Journal of Applied and Advanced Multidisciplinary Research, 3(8), pp.531–556. doi:https://doi.org/10.59890/ijaamr.v3i8.86.
Stein, E. (2025). Human Resource Development Competencies for HR Business Partners. Kohlhammer Verlag.
Vries, N. de, Lavreysen, O., Boone, A., Bouman, J., Szemik, S., Barański, K., Godderis, L. and Winter, P. de (2023). Retaining healthcare workers: a systematic review of strategies for sustaining power in the workplace. Healthcare, 11(13), pp.1–29. doi:https://doi.org/10.3390/healthcare11131887.
World Economic Forum (2023). The Future of Jobs Report 2023. [online] World Economic Forum. Available at: https://www.weforum.org/publications/the-future-of-jobs-report-2023/.
Zwettler, C., Straub, C. and Spurk, D. (2023). Kicking off a Gig Work Career: Unfolding a Career Learning Cycle of Gig Workers. Journal of Career Assessment, 32(4). doi:https://doi.org/10.1177/10690727231212188.



[bookmark: _Toc213803792]Appendix

SWOT Analysis
	Strengths
	Weaknesses
	Opportunities
	Threats

	Strong written and verbal communication
	Limited experience managing multicultural teams
	Expanding digital HR and analytics roles
	Rapid technological change outpacing skills

	Self-directed learning and adaptability
	Modest confidence in assertive communication
	Networking within global MBA alumni
	Competitive global job market

	Collaborative and empathetic teamwork
	Limited HRIS and analytics expertise
	Access to online leadership and data courses
	Skill redundancy without upskilling
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Fig: Future of Jobs Workforce strategies, 2023-2027
Source: (World Economic Forum, 2023)
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Fig: Threat of Declining Working Age Populations
Source: (Buchholz, 2021)
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Fig: Rate of workers preferring remote options for future work
Source: (Ortiz, 2023)

Fig: My skill analysis
Source: (Self-created based on self-evaluation, 2025)
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Fifty-six percent of workers would like remote options for their future work—a 6-point
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