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[bookmark: _Toc213765809][image: ]Executive Summary 
The report is a critical analysis of the impact of national and global labour markets in Human Resource Management (HRM) and International Human Resource Management (IHRM) strategies that includes the technological developments, demography, and geopolitical situations. The initial three questions discuss how HRM and IHRM approaches are influenced by the dynamic labour market conditions, and the last question is a self-reflection of whether the author can manoeuvre through the dynamic environment. The report goes into the technological disruptions, such as automation and artificial intelligence (AI), and their effects on job creation and skills demand. Then it considers the issues that have been brought about by the demographic changes, which include the ageing population and the migration trends, and the geopolitical forces, which include trade wars and political unrest. Besides, it explains the strategic HRM solutions to eliminate the current skills shortage in the strategic areas. The final section of the report would be the reflective analysis of the strengths and areas where it can be improved according to the Reflective Cycle created by Gibbs on the capabilities of the author in respect to a globalised workplace. The statistics show that HR professionals ought to be adaptive to a degree so that they could enhance the flexibility of workforce and talent acquisition in the constantly evolving labour market.
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[bookmark: _Toc213765810][image: ]Introduction 
The labour market is changing under the impact of the global forces and technological forces. Automation, artificial intelligence (AI), and digital platforms are changing the labour market and creating new challenges to the HRM and IHRM strategies. Meanwhile, talent management is becoming a challenge due to at least some geopolitical factors such as the ageing labour force and shifting migration trends (Brynjolfsson and McAfee, 2014). As organisations evolve to adapt to these changes, it is essential that HR professionals come up with strategies that are in tandem with the changing demands of local and global workforce. This report examines the major changes affecting the HRM and IHRM strategies, and considers whether or not the author is ready to handle these changes.



[bookmark: _Toc213765811][image: ]Question 1: Technology & Labour Markets
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Figure 1: Digital Labour Market Size, Share, Trends (Market.us, 2025)
[bookmark: _Toc213765812]1.1 The Transforming Labour Markets
The world is changing dramatically due to the technological advancements that are creating new opportunities and challenges to organisations in terms of labour market. The leading side of this change is automation and AI, as machines are gradually taking over the activities that previously belonged to human employees. As an example, AI and machine learning algorithms are transforming the financial, health and manufacturing spheres by automating repetitive procedures, thereby enhancing efficiency and saving money (CIPD, 2024). These developments however also cause some displacement in the jobs in some sectors especially those which do not require special skills like manual or routine jobs. This job loss/job creation paradox is a major concern to HRs often posed by the question of how work changes.
[bookmark: _Toc213765813]1.2 The Digital Platforms and the Gig Economy
The emergence of the digital platforms has contributed to the growth of the gig economy, a pattern, which occurred as a transition between full-time jobs into temporary, contract-based employment. Non-tradable businesses such as Uber, Airbnb, and Upwork have enabled people to acquire freelance or gig employment easier than ever before. Even though this gives organisational workers more freedom and autonomy, it poses difficulties regarding job security, benefits to workers and loyalty to [image: ]an organisation. The gig economy implies the need to change the HR practises, as firms will have to find the ways to incorporate the gig workers into their overall workforce, and also to confront the issue of worker classification and payment.
[bookmark: _Toc213765814]1.3 Skills Churn and Demand for Digital Literacy
The dynamism in the rate of technological change has also been a cause of challenge in terms of skills churn in which the relevance of skills is ever-evolving. The increasing need of digital literacy and STEM (science, technology, engineering, and mathematics) skills is directly based on the shifts in technology that are taking place in the industries. This has resulted in a continuous demand of and reskilling and upskilling programmes. The HR professionals should react by providing lifelong learning opportunities so that employees can be competitive and able to adapt to new technologies (SHRM, 2025). The growing need in digital skills is a reason to pay attention to the creation of a powerful learning and development (L&D) strategy that incorporates micro-learning, individual learning journeys, and AI-driven upskilling.
[bookmark: _Toc213765815]1.4 Implications for HRM/IHRM Strategies
The labour market technological disruption poses great effects on HRM and IHRM strategies. The application of AI to recruitment process, which includes automated screening of resumes and matching of candidates, has become the norm in talent acquisition. The HRM practises have to change to focus not only on technical competencies but also on the flexibility and ability to learn of a candidate. Also, the increased use of online technology to conduct a remote work environment has widened the flexibility requirements of HR to operate an international workforce (OECD, 2019). The IHRM needs to deal with diverse teams operating in different geographical areas, and this aspect demands a subtle knowledge of the local labour policies, data protection policies (ex: GDPR), and the effects of international platforms.
[bookmark: _Toc213765816]Question 2: Demographic & Geopolitical Factors
[bookmark: _Toc213765817]2.1 Demographic Factors
The labor market is one of those areas that is constantly changing, and the dynamics of change can sometimes be very high. Changes in the labor market in the 21st century are determined by many factors. Labour markets are changing due to demographic changes especially the ageing population in most of the developed nations. In other parts of the world like Europe and [image: ]Japan, an ageing workforce is also causing labour shortages thus pushing up the dependency ratio. A key challenge organisational leaders need to face is how to adjust to changes in the multi-generational workforce environment by implementing multi-generational workforce planning, such as knowledge transfer training that allow older employees to retain most of their knowledge and free younger employees to assume important roles (Brynjolfsson and McAfee, 2014). Simultaneously, the increased diversity of the working population necessitates the HR professionals to be proactive in facilitating the inclusion process and make the organisational cultures representative of the diverse backgrounds and experiences of their employees.
[bookmark: _Toc213765818]2.2 Shifting Migration Trends
According to the latest available estimates, there were 167.7 million international migrant workers globally in 2022 and they constituted 4.7 per cent of the global labour force (Migration Data Portal, 2024). Migration patterns have been changing drastically in the recent years whereby countries have been experiencing both brain drain and brain gain. Developed countries steal expertise of the developing countries, which in most cases increases the shortage of talent in the former. The receiving countries, on the other hand, have the advantage of a more diverse and skilled labour force. HR specialists have to manoeuvre their way through the complicated immigration laws to handle cross-border recruiting where visa laws are not violated but issues of talent shortages are mitigated. Another issue brought up by migration patterns is the significance of diversity and inclusion programmes as the workforce is gaining international character.
[bookmark: _Toc213765819]2.3 Geopolitical Factors
The global supply chains and talent management strategies are getting increasingly influenced by geopolitical factors like trade wars, protectionism, political instability, etc. Protectionist measures may lead to a restructuring of the recruitment processes and organisations may transfer the task of acquiring talents to new areas to avoid the trade barriers. Equally, political unrest in some areas poses a problem in terms of the expatriate management, payroll systems, and general stability of the organisation. HR professionals should be prepared to deal with such challenges through creation of extensive risk management processes which involve the provision of contingency plans to deal with expatriates and business continuity in the course of geopolitical turbulence (Bonache and Festing, 2020).
[bookmark: _Toc213765820][image: ]2.4 Pandemics and Global Health Crises
The COVID-19 pandemic highlighted the necessity of HRM practises that focus on remote work, health, and safety, and well-being of employees. Remote work and digitization of work processes are the trends which are being increased by global health crises. To ensure that the organisations do not stop due to global disruptions, HR professionals should adopt agile HR practises that enable them to stay afloat. Some of these strategies might involve remote working facilities, health and safety measures, and business continuity plans. Moreover, the pandemic demonstrated the need to promote resilience within the workforce and make sure that employees are ready to overcome the upcoming crisis (ManpowerGroup, 2025). 
[bookmark: _Toc213765821]2.5 Challenges for HR Professionals
HR Professionals must manage the entire employee life cycle, from attracting the best candidates to conducting exit interviews. Amidst such a dynamic environment, HR professionals are exposed to several issues, such as mobility of talent, compliance and integration of culture. This has risen the level of talent mobility and HR professionals are now being faced with a more disjointed array of visa and work permit laws. Cultural integration has been a problem at the same time as the companies become global and handle more diverse teams. To make employees feel appreciated and making sure their inclusion, HR experts need to acquire cultural competency and create an inclusive workplace setting.
[bookmark: _Toc213765822]Question 3: Skills Gaps & Strategic HRM 
[bookmark: _Toc213765823]3.1 Root Causes of Skills Gaps
The current skills gap in most sectors can be explained by a number of factors such as the fast rate of technological advancement and the incompatibility of the skills that are being taught in the education systems with those the employers need. The skills necessary to drive the industries forward due to the new technologies used are in demand and the old ones are evolving out of use. Also, an organisation frequently does not invest enough in Learning & Development which contributes to having a workforce that has insufficient skills to fulfil the changing needs of an industry (Dickmann, 2021). Educational short comings or slow to adopt educational system is also creates skills gaps in an industry. Demographic shift and retirement of the experienced workers are also responsible for skill gaps in an industry. Such circumstances are the causes of the skills deficit, especially in the key areas, including technology, healthcare, and manufacturing.
[bookmark: _Toc213765824][image: ]3.2 Strategic HRM Solutions
These skills gaps can be addressed through HRM strategies that are divided into three strategies namely: build, buy and borrow. The build strategy is based on the in-house development of talents by means of Learning & Development programmes, including apprenticeships, corporate academies, and collaboration in partnership with academic institutions. As an example, the internal code boot camps of Google assist in creating internal technical skills, reducing the necessity to hire externally. Build, Buy and Borrow each requires specific (and distinct) internal capabilities to execute well. 
The buy strategy involves the attraction of talent that is outside the company to fill the skills gap. The future need of skills can be estimated using talent analytics, which is why the HR professionals can focus on recruiting the most talent-need areas. Employers are also required to strive to build their employer brand so as to attract the best talent and offer them good offers in order to acquire the best talent.
The borrowing plan entails the contracting of consultants, freelancers, and contractors to deal with short-term gaps in skills. This is more so especially in industries where freelance is commonly used like in technology where organisation often contract individuals with specialised skills to finish short term projects (World Economic Forum, 2020). Talent retention is also crucial and HRM has to come up with strategies to ensure that the skilled employees stay in the organisation in the long term which include mentorship, career development programmes and job rotation programmes.
Companies specially industry leaders can collaborate with educational institutions through intern programs, providing requirement to update curriculum of educational institutions, sharing resources with the help of HR departments. HR department can also arrange talent hunt programs to hire staffs having specific skills whether he have traditional certificate or not. Such initiative will encourage people to achieve excellence in skills.  

[bookmark: _Toc213765825]3.4 Sector-Specific Examples
The build strategy is very common in the tech industry where work within the tech companies provides the boot camp to train in-house talent. Another typical approach is the so-called borrow strategy, when companies outsource freelance AI developers or data scientists to handle urgent needs. The strategy of buying is applied to hiring foreign nurses and doctors in the healthcare sector to ensure that the talent shortages are filled. Both build and buy strategies are also used in the hospitality industry to nurture management talent within the firm as well as to bolster its employer brand to recruit talented employees amidst the competitive labour market.


[bookmark: _Toc213765826][image: ]Question 4: Reflective Report on Capabilities 

The contemporary global work place is becoming more and more globalised and MBA graduates need to have competencies that can help them excel in the dynamic work place. The labour market is growing increasingly competitive and technology-oriented, and it is absolutely essential that professionals should constantly evolve and improve their skills (Cappelli, 2009). In this reflective report, my competencies in technology, communication, teamwork, leadership, and self-directed learning have been evaluated, considering the Reflective Cycle by Gibbs to analyse them. 
[bookmark: _Toc213765827]4.1 Self-Assessment Using Gibbs' Reflective Cycle
[image: Gibbs Reflective cycle | Crowe Associates]
Figure 2: Gibbs' Reflective Cycle (Gibbs, 1988)
Description: I have had a number of experiences during the last year where I could work on my skills in a global work environment. These opportunities have been both educational as well as practical, these include coursework, group work, and internships.
[image: ]Feelings: I am sure of my technological flexibility, particularly when using such instruments as MS Teams, data analysis software, and platforms based on artificial intelligence. Nevertheless, I understand that I have to improve my leadership potential, especially regarding working with multicultural teams (Gibbs, 1988).
Evaluation: I have had the strength of effective communication as noticed by my group presentation feedbacks and written reports. I have also made much contribution to team tasks where my teamwork and conflict management skills were high. Negatively, I lack significant experience in formal leadership and have difficulties in managing a team in a highly diverse environment.
Analysis: Technology and communication are my strong points, which are critical in the current digitalized world of work. Nevertheless, my weaknesses are in leadership and teams management in multicultural fields. I still have not been given a chance to lead a team in a professional environment and I have not got much experience in handling different views in teams.
Conclusion: I should pay more attention to the acquisition of leadership practise and enhance my capability to deal with culturally diverse teams. This will be critical to my career growth and achievement in international HR practises.
Action Plan: In order to improve on these areas, I will assume leadership position in future group projects and consult with peers. I will also take an online course in Management Global Teams so as to improve on my skills in managing diverse teams. I will also proceed with the development of my technical competencies by enrolling in advanced data analysis and HR technologies courses (Dowling et al., 2013).
[bookmark: _Toc213765828][image: ]Conclusion 
Conclusively, the trend of technological advancement, changes in demographics, and geopolitics are highly impacting on HRM and IHRM strategies. HR professionals need to be flexible enough to accommodate the changes with new talent acquisition, learning and development strategies. The current skills gap has necessitated organisations to adopt the build, buy and borrow strategies in filling the talent shortages (Brynjolfsson and McAfee, 2014). Considering the personal development, I understand that I should deepen the leadership skills and learn how to work with multicultural teams. By covering these areas, I will be in a better position to overcome the pressures of an ever-globalised and technology-driven labour force. 
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	Strengths
	Weaknesses

	1. Strong self-directed learning skills
	1. Limited experience in managing multicultural teams

	2. Effective communication (both written and oral)
	2. Lack of formal leadership roles in teams

	3. Proficient in technology (MS Teams, Excel, data analysis tools)
	3. Need to improve conflict resolution skills in diverse teams

	4. Strong teamwork and collaboration
	4. Over-reliance on digital tools for communication

	Opportunities
	Threats

	1. Gaining leadership experience through projects
	1. Rapid technological changes outpacing personal development

	2. Expanding global network through diverse projects
	2. Dependence on digital communication methods

	3. Online courses to improve cross-cultural management skills
	3. Increasing competition for global HR roles
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[bookmark: _Toc213765832]Development Plan
Leveraging Strengths:
· Strength: Communication (written and oral) is effective.
· Response: I will use my communication ability by asking to facilitate in meetings and team assignments so that I can gain confidence and visibility in international teams. I will also seek to gain an opportunity to write in HR newsletters or industry blogs to improve my career profile further.
Overcoming Weaknesses:
· Weakness: Lack of experience in the management of multicultural teams.
· Action: To achieve the experience, I will go ahead to lead the next multicultural team project requesting my team members to provide feedback throughout. An online course on managing Global Teams available at Coursera which I shall [image: ]complete within 3 months will equip me with the structures and instruments involved in managing diverse teams.
Development of Leadership Abilities:
· Action: I will assume more leadership positions in scholarly and professional endeavours and obtain mentoring services of top HR professionals in a bid to develop my leadership skills (PwC, 2018). I will also seek feedback on a regular basis following the facilitation of such projects with the aim of constantly refining my style and skills as a leader. 
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