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[bookmark: _7syunjc4j8fa]Introduction
The significance of analysing technological advancements, demographic and geopolitical shifts, persistent skills gaps, and personal professional development lies in the fact that their combination will redefine global business. These interrelated issues are key concepts of understanding to develop HRM and IHRM strategies that guarantee organisational agility, sustainability of talent and long-term competitive advantage in a dynamic global market. This research paper critically looks at how the world labour markets are being transformed due to technological, demographic, and geopolitical forces. It then examines how organisations strategically act to respond to talent shortages and ends by giving personal reflection on how to build talents that can help them to survive in this dynamic international environment.
[bookmark: _elwzj05xdfsf]The Reshaping of Labour Markets by Technology and Implications for HRM/IHRM
[bookmark: _xhmonghvoi11]Due to technological developments, especially in artificial intelligence (AI), automation, and online platforms, national and global labour markets are fundamentally restructuring and forcing a paradigm shift in the Human Resource Management (HRM) and International Human Resource Management (IHRM) strategies. This change is typified by displacement of jobs, establishment of new jobs and emergence of non-standard work arrangements, all posing unique difficulties and opportunities to organisations across the world. There is a high polarization in labour markets as automation and AI are causing profound changes in the task make-up of jobs. In the past, automation was applied to manual routine operations, but the ability of AI to automate non-routine cognitive tasks implies that data analysis and administration positions, as well as some legal and financial operations, are now vulnerable (Budhwar et al., 2024). In the United Kingdom, it is estimated that up to 30% of existing jobs are susceptible to automation, with sectors like manufacturing, retail, and transportation facing the highest immediate impact (HR News, 2023). This displacement is not uniform across the globe; for instance, developing economies with a higher proportion of routine agricultural and manufacturing work may experience even more profound disruption, necessitating IHRM strategies that can manage large-scale workforce transitions across different national contexts. The primary implication for HRM is the urgent need for large-scale reskilling and upskilling initiatives to mitigate job losses and prepare the existing workforce for new, technology-augmented roles (Malik et al., 2024).
Conversely, these technologies are simultaneously generating new employment opportunities, demanding a renewed focus on talent management and acquisition. The demand for AI specialists, data scientists, robotics engineers, and cybersecurity experts is surging internationally, creating a fiercely competitive global talent war (Sage Journals, 2023). For HRM, this necessitates a shift from traditional recruitment to proactive talent sourcing, leveraging AI-driven analytics to identify candidates with niche skillsets. For IHRM, the challenge is compounded by international competition and varying national education systems; a multinational corporation (MNC) must develop strategies to attract and retain this scarce digital talent not just in its home country but across its global operations, often requiring tailored compensation packages and mobility policies (Budhwar et al., 2024). The systematic understanding required of HR professionals now includes mapping global talent pipelines and navigating diverse immigration and qualification recognition regimes.
The proliferation of digital platforms has catalysed the growth of the gig economy, fragmenting traditional employment relationships and challenging the core administrative and legal functions of HRM. In the UK, the number of gig workers has grown substantially, contributing to a more flexible but also more precarious workforce (PMC, 2024). This shift requires HRM to develop new models for managing, engaging, and motivating a contingent workforce that lacks standard employment benefits and job security. From an IHRM perspective, digital platforms enable the rise of global remote work, allowing organisations to tap into international talent pools on a project basis (Farndale et al., 2024). This presents strategic advantages in cost and agility but introduces complex IHRM challenges related to cross-border employment law, tax compliance, data security, and ensuring consistent performance management for a dispersed, non-standard workforce (Do, Chu and Shipton, 2025).
Finally, the ethical dimensions of technological adoption demand that HRM and IHRM develop robust governance frameworks. Algorithmic bias in recruitment AI can perpetuate discrimination if not carefully audited, raising significant ethical and legal concerns (HR News, 2023). Internationally, the regulatory landscape is fragmented; the European Union's AI Act imposes strict regulations on high-risk AI systems, while other regions may have more permissive regimes (PMC, 2024). IHRM must therefore ensure that the organisation's use of HR technology is not only efficient but also ethically sound and legally compliant across every jurisdiction it operates, balancing the drive for digitalisation with the imperative for fair and effective people management (Aston Publications, 2022). 
[bookmark: _r6tsmhaxtmb2]Key Demographic and Geopolitical Factors Influencing Employment Markets
The contemporary global labour market is a complex ecosystem being reshaped by powerful demographic and geopolitical undercurrents. For HR professionals, understanding these macro-level forces is no longer optional but essential for strategic workforce planning and organizational resilience. The key challenges stem from aging populations, shifting migration patterns, and heightened international tensions, which collectively create a landscape of talent scarcity, increased competition, and regulatory complexity.
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[bookmark: _9vnd7p7sqvu5]Figure 1 The top three workforce priority areas for businesses across all international markets
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[bookmark: _54jiwdqi1bih]Figure 2 Percentage of labour force who are international migrants
Latest year available. Migrants are foreign-born individuals or foreign citizens. See database for details.
Source: International Labour Migration Statistics (ILMS) database, ILOSTAT  Get the data

Demographically, the most significant trend is the aging of the global population and a consequent slowdown in labour force growth. The International Labour Organization (ILO) highlights that while the global population is growing, the growth of the working-age population is decelerating, leading to a rising dependency ratio as more retirees are supported by fewer workers (ILOSTAT, 2025). This phenomenon is acutely felt in developed economies. In the United Kingdom, for instance, the number of people aged 65 and over is projected to rise significantly, tightening the labour market and exacerbating skills shortages (CIPD, 2023). Similarly, Japan and many European nations are facing severe demographic pressures, shrinking the domestic pool of available talent (CIPD, 2023b. For HR, this creates the fundamental challenge of a constricting talent supply. Organizations can no longer rely on a plentiful flow of new entrants to the workforce and must instead focus on strategies to extend the working lives of older employees, enhance productivity, and compete more fiercely for a smaller pool of candidates.
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[bookmark: _exgo8xtyierk]Figure 3 The top three drivers of change across all regions
Source: CIPD- People Profession 2022 International survey report
Compounding the demographic challenge are volatile geopolitical factors, which are directly influencing labour mobility and supply chains. The World Economic Forum (2025) identifies "geopolitical rivalries" as a key driver of labour market transformation, leading to a reconfiguration of global trade and investment flows. For example, the UK's departure from the European Union has altered its access to the European labour pool, with immigration now primarily channelled through a points-based system (Davidson Morris, 2025). This has created specific labour shortages in sectors previously reliant on EU nationals, such as hospitality, logistics, and healthcare, forcing HR to rethink recruitment strategies for these roles (CIPD, 2023).
The intersection of these demographic and geopolitical trends creates a multi-faceted set of challenges for HR professionals. Firstly, strategic workforce planning becomes immensely complex. HR must forecast talent needs in an environment of scarce supply and unpredictable global events, leading to a greater emphasis on internal talent development, reskilling, and upskilling initiatives to build self-sufficiency (CIPD, 2023). Secondly, talent acquisition and retention have become intensely competitive and global. With local talent pools shrinking, organisations must cast a wider net, engaging in international recruitment. This necessitates that HR professionals develop expertise in global mobility, navigating complex visa regulations, and managing culturally diverse teams (Aston Publications, n.d.). The CIPD's People Profession report (2023) confirms that building inclusive cultures and managing international assignments are key priorities for HR functions operating across borders.
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[bookmark: _t5pse8s0bean]Figure 4 Urbanization and key decent work indicators in Africa
Source: ILO Modelled Estimates (ILOEST) database, ILOSTAT  Get the data
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[bookmark: _y2o393hvenb7]Figure 5 Urbanization and key decent work indicators in Asia and the Pacific
Source: ILO Modelled Estimates (ILOEST) database, ILOSTAT  Get the data
Finally, HR faces increased regulatory and ethical challenges. Geopolitical shifts often result in rapidly changing immigration and employment laws, requiring constant vigilance to ensure compliance (Davidson Morris, 2025). Moreover, as organizations compete globally for high-skilled workers, HR must design equitable and attractive compensation and benefits packages that are competitive on an international scale, while also managing the ethical implications of recruiting talent from developing nations that may themselves face shortages (David Publisher, 2025). 
[bookmark: _6hqav3cf594z]Addressing Persistent Skills Gaps through Strategic HRM
Persistent skills gaps in critical sectors like technology, hospitality, and healthcare represent a significant drag on economic productivity and organizational growth. In the UK, the scale of the challenge is stark: over 75% of organizations report being affected by skills shortages, a issue that costs the economy billions of pounds annually (The Access Group, 2024). The British Chambers of Commerce further emphasizes that this is a systemic issue; with 73% of UK firms struggling to find the skilled workers they need (British Chambers of Commerce, 2024). Strategic Human Resource Management (HRM) is pivotal in bridging this gap, moving beyond reactive recruitment to a holistic approach centred on internal development, strategic talent acquisition, and cross-sector collaboration.
The most fundamental strategic shift involves prioritizing internal talent development through robust upskilling and reskilling programmes. Relying solely on the external labour market to supply ready-made talent is increasingly untenable. A proactive strategy involves identifying future skill needs and systematically building them within the existing workforce. An example is that the World Economic Forum supports public-private partnerships in reskilling in terms of such partnerships being the key way to scale up solutions to achieve massive digital and green transformations (World Economic Forum, 2023). It is especially important in the technology industry, where OECD reports that talent scarcity is a particularly acute problem, but one of the resolutions is to increase the talent pool by reskilling and upskilling people not in the ICT sector, thus making the pipeline of skilled employees more diverse and resilient (OECD, 2023). To the HR, it will involve the direct alignment of Learning and Development (L&D) with strategic business planning to use data and create a personal development journey that improves retention rates in employees and future proofs the organization.
In cases where it is required to hire externally the strategic HRM would require a reassessment of talent acquisition standards that would tap into either neglected or non-conventional sources of talent. The excessive focus on formal degrees and particular past experience artificially reduces the number of candidates. According to the CIPD, organizations can address the shortages through recruiting on potential and attitude, as opposed to some experience, and by providing flexible working options to recruit a more diverse workforce that includes caregivers and older workers (CIPD, 2025). This will be essential in areas such as hospitality and healthcare where recruiting has been a long-term problem. Strategic HRM can institute programmes that screen people according to underlying soft skills of empathy and communication in healthcare followed by an impartation of the necessary technical training thereby establishing a more sustainable and loyal pipeline of talents (Braun et al., 2024). This transforms the HR role as a guardian of qualification to the architect of competence.
Lastly, the HR has to be a strategic collaborator in sectors where there are ingrained shortages as it involves development of ecosystems outside the organization. This includes forming official collaboration with educational organizations, governments, and industry associations to form a talent pipeline with a future-fit. The World Economic Forum's "Reskilling Revolution" initiative is a prime example of a multi-stakeholder effort designed to equip millions with essential skills for the new economy (World Economic Forum, 2023). At a national level, the UK's infrastructure sector identifies a similar need, advocating for coordinated action between industry and educators to make critical sectors like engineering and construction more attractive and accessible career paths (Infraspec, 2025). For HR professionals, this means their strategic remit must extend beyond the corporate walls to include influencing curriculum development, supporting apprenticeship levy reforms, and collaborating on sector-wide marketing campaigns that change perceptions of industries facing talent shortages (Edge, 2024).


[bookmark: _mm0kccuwsu2j]Reflective Report on International Capabilities
1. Introduction
Working within the dynamic, multinational environment of EasyJet PLC has provided a practical foundation for developing capabilities essential for today's globalized workplace. This report reflects on my current competencies in technology, communication, teamwork, leadership, and self-directed learning, outlining a plan for continuous improvement.
2. Capabilities Analysis
Technology: My strength lies in operational proficiency with our core systems, including the crew rostering platform and internal comms apps. I effectively use these tools for daily tasks. However, a weakness is a reactive, rather than strategic, approach to new technology. For instance, I use data reporting tools to extract required information but have not proactively learned to analyze this data to identify trends in operational delays or crew resource challenges, a skill vital for innovation.
Communication: Daily interaction with a diverse mix of European colleagues and customers has strengthened my cross-cultural communication skills. I have learned to adjust my communication style for clarity, avoiding colloquialisms that may not translate. Evidence of this is the positive feedback received from a Spanish cabin crew team after a complex turnaround, where clear, concise instruction was critical. A key area for development is my confidence in contributing to larger, multinational virtual meetings, where I often hesitate to interject.
Teamwork and Leadership: My strength is in fostering collaborative relationships within immediate, culturally diverse teams to achieve shared operational goals, such as ensuring an on-time departure. I naturally assume a facilitative role in resolving minor conflicts. My weakness, however, is a reluctance to step into a formal leadership role during unforeseen circumstances, such as significant flight disruptions. While I support the team, I could more proactively coordinate cross-functional efforts with ground staff and customer service.
Self-Directed Learning: I have demonstrated initiative by independently using the company's learning portal to complete mandatory compliance training ahead of schedule. However, my learning is often need-driven. I have not yet created a structured personal development plan to systematically acquire future-focused skills, such as the data analytics or advanced project management methodologies that would allow me to contribute to strategic efficiency projects.
3. Development Plan
To leverage my strengths, I will volunteer to mentor new joiners, solidifying my communication and teamwork skills while building leadership confidence. To address my weaknesses, I will:
· Technology & Self-Directed Learning: Enroll in the company’s available data literacy module and apply these skills by conducting a small-scale analysis of turnaround times on my frequent routes.
· Leadership: Proactively seek opportunities to shadow a Duty Manager during an irregular operation (IROPS) to understand crisis leadership in practice.
· Communication: Set a personal goal to contribute at least one substantive point in every virtual team briefing.
By executing this plan, I will transition from being an effective operational employee to a proactive innovator and potential leader within EasyJet's international context.
[bookmark: _tgb62iz5w0qi]Conclusion 
In conclusion, this study demonstrates that the contemporary labour market is fundamentally defined by interconnected disruptions. Technological automation, demographic ageing, and geopolitical instability collectively fuel persistent skills gaps and talent shortages. Organisations must therefore adopt strategic, forward-looking HRM and IHRM practices, prioritising continuous upskilling, ethical technology adoption, and agile talent sourcing across borders. For individuals, this new reality necessitates a commitment to lifelong learning and the cultivation of cross-cultural competencies. Ultimately, success in this transformed environment depends on the synergistic ability of both organisations and their people to proactively adapt, innovate, and collaborate within an increasingly complex global ecosystem.
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