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[bookmark: _Toc213948931]1. Introduction
The labour markets are developing at a very fast rate. Five major trends define how work is shaped. These are technology, green transition, economic uncertainty, demographic changes and geopolitical tensions. This report examines technology with regard to the way work is changing. It studies the demographic and political strains. The report also examines some ways in which companies can remedy skills gaps. Finally, the report reflects on personal skills needed in fashion using Gibbs reflective model.s


[bookmark: _Toc213948932]2. Discussion
[bookmark: _Toc213948933]2.1 Technology and Labour Markets
[bookmark: _Toc213948934]2.1.1 Introduction
The technological innovation, especially artificial intelligence (AI), automation and online platforms are radically transforming the labour markets at the national and international level. The advances transform the job design, skills, and the organisational workforce policie (The World Economic Forum, 2025). The digitalisation speed demands Human Resource Management (HRM) and International HRM (IHRM) to shift the focus to strategic capability-building rather than administrative control using ethical and data-driven decision-making and agile talent systems.
[bookmark: _Toc213948935]2.1.2 Tech Markets: National and International Impact
a) The Innovation of AI and Automation
Artificial intelligence and robotization are altering the occupational forms, producing substituting and enlarging impacts. The daily administrative and operational activities are becoming automated and the cognitive analytical and creative jobs are on the increase. Large-scale retailers in the UK, including Tesco, have adopted warehouse robotic systems and AI-based logistics, substituted manual jobs and introduced technical ones at the same time (The Guardian, 2025). 
b) Digital Nomadism and Platform Work Growth
Global digital nomads and gig work are the products of the proliferation of high-speed connectivity and cloud tools. Online marketplaces like Upwork and Fiverr have doubled their growth in 2025, which exemplifies a big move towards freelancing without borders and mixed project teams (Upwork, 2025). These models increase availability of global talent at the expense of taxation, legal status and employment protection. 
c) Implications in the National and International Markets
Digitalisation leads to productivity growth and polarisation of jobs, nationally. The Office for National Statistics in the UK records an increasing demand in digital engineering jobs with a decline in clerical routine jobs (OECD, 2025). Emerging economies have it good on the international level with the offshore service centres, but they face the risk of being reliant on low-value activities. Thus, IHRM should consider decent skill development and localisation of technology to prevent the increase in the digital gap.
[bookmark: _Toc213948936]2.1.3 Tech Markets – Implications for HRM and IHRM
The HR platforms, which are AI-driven, revolutionize the recruitment, learning, and performance assessment. The CIPD (2024) argues that AI enhances screening of applicants and decreases discrimination with proper development, even though unregulated application can continue it. To maintain trust in AI, HR professionals have to create the framework of ethical AI governance like audit procedures, transparency, and explainable algorithms.
To HRM, predictive analytics and skill-based planning allow being more agile in workforce planning. In the case of IHRM, remote employees and online expatriates will need data management on cross-border scale, adherence to local privacy laws (e.g., GDPR), and culturally competent leadership. According to the Technology Acceptance Model (TAM), the more employees feel that the HR technology is useful and user-friendly, the more they are likely to embrace it (Isiaku and Adalier, 2024). In this way, HR needs to integrate the implementation of technologies with the change management and ongoing digital literacy education.
[bookmark: _Toc213948937]2.1.4 Summary
Disruption in technology has re-invented labour relations and skills landscape across the world. HRM and IHRM should find a balance between innovation and ethical leadership, which would guarantee the inclusive digital transformation (World Economic Forum, 2025; ManpowerGroup, 2024).
[bookmark: _Toc213948938]2.2 Employment Markets (Demographic and Geopolitical Factors)
[bookmark: _Toc213948939]2.2.1 Introduction
Demographic transformations and geopolitical upheavals are remaking the employment sector in every corner of the world. These macro-forces affect the process of supplying, distributing, and managing labour, which directly affects the HRM as well as the IHRM strategies (ILO, 2024). HR leaders should thus examine such transitions in order to create flexible, accommodating and ethical employment policies that keep them competitive in uncertain worlds.
[bookmark: _Toc213948940]2.2.2 Demographic Key Factors that shape Employment Markets in the current times.
Definition: Demographic factors are demographic attributes of the population, including age structure, gender balance, migration, and education levels to define the supply and demand on the labour-market (OECD, 2025).
Ageing Population: One-quarter of the Europe labour force will be aged more than 55 by 2030 (OECD, 2025). The increase in the retirement and health-care expenses puts strain on the HR departments to implement flexible working, phased-retirement, and knowledge-transfer programs as a way of retaining the experienced talent.
Youth Workforce Growth: There is a high youth unemployment level and the skills level does not match, approximately 75 per cent of companies note shortage of STEM skills (ILO, 2024). The HR initiatives like apprenticeships and graduate schemes ensure that the gap is bridged and innovation is promoted (Deloitte, 2024).
Migration and Mobility: Migration affects the flow of talents and policy making at the global level. The immigration policies in such countries as Canada and Australia promote the skilled immigration, and the UK restrictions following the Brexit have restricted immigration (Deloitte, 2024). IHRM will also have to cope with mobility, visa legislation, and cross-border onboarding.
[bookmark: _Toc213948941]2.2.3 Geopolitical Key Factors Influencing Employment Markets Today
Definition: Geopolitical factors are those political and economic relationships between states influencing the trade, security, and labour mobility (WEF, 2025).
Political Stability and war: The wars and sanctions (Eastern Europe) have upset supply chains and led to labour shortages (OECD, 2025). IHRM has to be prepared in cases of contingencies and operations resistant to crises.
Immigration Policies: Strict rules and border controls decrease the availability of talent, forcing organisations to localise the development of talent (Reiche et al., 2022).
Economic and Trade Relations: 10 per cent of global imports have been hit because of economic and trade relations since 2020 (WEF, 2025). This uncertainty compels firms to diversify their sourcing and reexamine offshoring.
[bookmark: _Toc213948942]2.2.4 Current Challenges
The modern HR is struggling with increased compliance costs, adapting to new cultures, and technological changes. Operation costs are augmented by visa policies and cross-border taxation laws (OECD, 2025). Their leadership styles differ based on cultural issues and need universal communication (Wilton, 2022). In addition, data protection and digital literacy are required due to the implementation of AI and hybrid work (CIPD, 2024). Working remotely erased the lines, which aggravated mental-health dangers (Deloitte, 2024).
[bookmark: _Toc213948943]2.2.5 The way those factors bring difficulties to HR Professionals
HR specialists have to operate within multi-layered legal frameworks, handle intercultural groups, and ensure the staff wellbeing given instability. Intercultural and digital competency are now fundamental skills. To reduce labour displacement and inequality, IHRM has to strike the balance between ethical recruitment and compliance and flexibility (ILO, 2024).
[bookmark: _Toc213948944]2.2.6 Conclusion
The changes in employment structure are shaped by demographic changes and geopolitical strains. HRM and IHRM need to embrace innovative, non-discriminatory, and analytical approaches to ensure survival amidst unstable markets (Reiche et al., 2022).
[bookmark: _Toc213948945]2.3 Skills Shortages and Strategic HRM
[bookmark: _Toc213948946]2.3.1 Introduction
The unrelenting skills shortage in key areas technology, healthcare, and hospitality affects productivity and innovation. According to the forecast of the World Economic Forum (2025), technological and demographic transformations will impact 23% of existing jobs to a great extent. Strategic Human Resource Management (SHRM) fills these gaps by aligning the business strategy with the workforce planning in such a sustainable and data-driven framework as Cappelli 4B Framework (Build, Buy, Borrow, Bind) and the Harvard HRM Model (Reiche et al., 2022).
[bookmark: _Toc213948947]2.3.2 Analysis of the Problem
The problem of skill shortages is caused by the inability of education systems and labour-market institutions to keep up with the technological change. According to the ManpowerGroup (2024), 3/4 of the organizations in the world claim that they lack talent, especially in IT, medical care, and professional trades. Some of the reasons include inadequate investment in training, fast automation, and the lack of cooperation between employers and educators.
The Harvard HRM Model emphasizes the fact that HR policies in resourcing, rewards, and employee influence should be combined to maintain commitment and competence (Wilton, 2022). Nevertheless, short term hiring is favoured by many organisations at the expense of internal development leading to turnover and poor organisational learning. Strategic HRM thus need to focus on constant skill refreshment, predictive analytics and long term capacity building.
[bookmark: _Toc213948948]2.3.3 Strategic HR Response
The 4B Model provides a comprehensive theory on how to arrive at pertinent solutions to overcome lack of skills:
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Figure 01: Strategic HRM Framework: 4B Model (Economics Observatory, 2025)
	Build: preparing internal policies through digital academies, apprenticeship and lifelong learning. Learn@Work is an AI-based learning analytics initiative that Siemens utilises to customise upskilling and enhance internal mobility (Deloitte, 2024).
	Buy: Externally recruit niche positions, with technology and healthcare being the most favored niche areas. The ethical behaviour of AI-based recruitment platforms decreases the discrimination and accelerates hiring when it is supervised in a transparent manner (CIPD, 2024).
	Borrow: Contract consultants and freelancers when working on projects. This is supportive of agility but needs a contractual protection and effective knowledge transfer onboarding (Upwork, 2025).
	Bind: Keep the best performers using career structures, mentoring and flexible benefit plan. Companies that have effective culture in career development show 30 percent reduced turnover (ManpowerGroup, 2024).
Integrating these strategies will enable the HR to balance the short-term capacity and long-term sustainability.
[bookmark: _Toc213948949]2.3.4 Sector Case Study 
a. Technology Sector: Build and Borrow strategies are the methods used by technology companies to address the fast innovation cycles. To illustrate, Microsoft has launched a global skilling program, where millions of people are offered free coding, and short-term collaboration with AI consultants is used to enrich expertise in the company (WEF, 2025).
b. Healthcare Sector: The nursing and allied professionals are constantly in shortage in healthcare. The ILO (2024) notes that the quality of care is achieved through ethical international recruitment and well-organized professional development programmes, which minimize the rate of attrition. By combining overseas recruiting and internal career ladders and wellbeing programmes, the NHS of the UK implements Buy and Bind.
c. Hospitality Sector: Turnover in hospitality is very high. Companies like Marriott international use Build and Bind strategies- internal management training and flexible schedule- to enhance retention and engagement. Collaboration with vocation colleges can ensure the local talent is retained (OECD, 2025).
[bookmark: _Toc213948950]2.3.5 Summary
To resolve problems of skills deficits, inclusive, learning and mobility strategies are required. The systemic model of Harvard combined with the 4B framework allows the HR to predict the needs, create internal talent, and maintain vital expertise in an ethical way. Sectoral application proves that sustainable competitiveness is based on the balance between an internal building of capabilities and external agility (ManpowerGroup, 2024; WEF, 2025).
[bookmark: _Toc213948951]5. Personal Reflection  in International labout market (Fasion Sector) 
Introduction 
The international labour market in fashion is a blend of creativity and global business. AS per the Reflective Cycle by Gibbs (1988) I will evaluate my current capabilities in international labour market in fashion industry which is follows: 
[image: The Gibbs Reflective Cycle - Free Template Download & Guide]
Figure 02: The Gibbs Reflective Cycle  (Wilton, N. (2022)
Description : My communication and leadership as well as research skills were put into practice during a virtual international project in the field of textile, during which I had to work with prerequisites and international collaboration despite time and cultural differences. I was convinced of how the industry relies on remote business communication, rapid technology adoption, and culturally responsive communication (Marler and Boudreau, 2017). This enabled me to evaluate the abilities that I have with respect to fashion standards across the world and where I need to develop further.
Feelings: I started the project with a strong belief in my verbal and task-organizing skills, however, with an ambiguous understanding of what fashion terms and cultural differences are and how they look like. As the team work continued, I became more competent yet felt the gaps in the sector-driven knowledge. It was a learning experience that motivated me and enabled me to be aware of my limitations. 
Evaluation : I also showed teamwork, flexibility and effective communication in assisting the team members and in coordinating tasks. Nevertheless, I had problems with the vocabulary of fashion supply chain and remote multicultural coordination (International Labour Organisation, 2023). Despite having a leadership initiative, I was not able to direct the technical discussions with confidence. 
Analysis: Digital fashion literacy, understanding of sustainability and ability to work globally are needed in the fashion industry (Beardwell and Thompson, 2017). Although my curiosity and learning speed are beneficial factors, I do not have fashion-specific technical aids and trend-based brand recognitions. The communication in this sector has to incorporate storytelling, cultural and real-time insight. I must turn my strengths as far as academics are concerned into skills that suit the fashion industry.
Conclusion : I realized that, among other transferable strengths, such as communication, adaptability and leadership mindset, I still have shortcomings such as technology proficiency, vocabulary and global team coordination instead of industry. I require an environment of mentoring, organized exposure and dedication to the constant education to develop with self-assurance in the field of fashion (Armstrong and Taylor, 2020). The next thing that I intend to do is to undertake practical classes and become a member of international fashion networks.


Action Plan: The action plan is given below:
	Objective
	Action
	Evidence of Progress
	Resources Needed
	Timeline

	Gain fashion-specific digital skills
	Complete courses in fashion tech, e-commerce, and digital marketing
	Certificates, portfolio
	Coursera, LinkedIn Learning, course budget
	Sept 2025

	Improve multicultural team leadership
	Join international group projects (Armstrong & Taylor, 2020)
	Peer/team feedback
	LMS, Zoom, Teams
	Jun 2025

	Expand industry vocabulary & trend knowledge
	Attend fashion webinars, trade shows, read sector journals
	Learning log
	WWD, BoF, Vogue Business access
	Ongoing

	Build crisis & sustainability leadership
	Enrol in change-management workshops
	Completion cert, mentor feedback
	Workshop fees, leadership mentor
	Dec 2025

	Build global industry network
	Join professional bodies and LinkedIn groups
	Membership, new contacts
	LinkedIn Premium, membership fees
	From Feb 2025

	Find experienced mentor
	Connect via alumni or industry events
	Mentoring agreement
	Uni alumni network, fashion events
	Jun 2025


Table 01: My Action Plan (Self Made)

My Strengths and weaknesses 
Strengths: My greatest strength is self directed learning as shown by my capacity to learn new things fast and apply them to the changing fashion industry trends. The application of analytical skills and research in my MBA projects was also proactive and aimed at generalising complex information related to the labour market across the globe and this reflects how fashion activities of an international nature depend on cross-border knowledge. My teamwork approach in the confirmed teamwork projects has fostered my ability to coordinate the team functions and facilitate the inclusion of different cultures. My communication skills with stakeholders are effective as I am clear and adaptable and this has assisted me in intercultural coordination when undertaking online work. The combination of these abilities allows me to operate in the dynamic, technology-driven, and multicultural setting.
Weaknesses: Nevertheless, I do not have much experience working with multiculture in different time zones, a factor that restricts my leadership skills globally. My perception of fashion-based vocabulary, supplier bargaining strategies, and digitized tools according to sector is to be honed. Although my leadership motivation is high, I do not have a well-developed confidence in crisis management and strategic change leadership, which can be essential in the unstable fashion market. Additionally, my process of updating knowledge in the industry is not a systematized process, as it can result in absence of timely trends. I will use these gaps by enhancing the level of fashion technology literacy through specific courses, cultural intelligence through international collaboration and strengthening the networks of working professionals by offering international forums in fashion and alumni mentoring.
Summary: I have learned through Gibbs Reflective Cycle that reflection is useful in improving employability, leadership, and lifelong learning.  I acquired vital skills of digital flexibility, teamwork, and multicultural communication to human resource management in the international system.  To be able to climb the global HR positions, I need more time management, decision making, and leadership that are fact-based.  
[bookmark: _Toc213948952]6. Conclusion
The report critically examined how global labour markets are transforming through technology, demographic shifts, and geopolitical changes, influencing HRM and IHRM strategies. It highlighted that automation, ageing populations, migration, and trade volatility reshape workforce planning and demand inclusive, adaptive, and data-driven HR policies. Strategic HR frameworks such as the 4B Model and Harvard HRM Model enable organisations to bridge skills gaps sustainably. Overall, HR professionals must embrace innovation, ethical leadership, and continuous learning to sustain global competitiveness.
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