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Executive Summary  

The report is a critical assessment of the changes affecting the national and international labour 

markets due to the pressures of technology, demographic changes and geopolitical uncertainty. 

It examines the ways in which automation, AI and digital platforms are transforming HRM and 

IHRM strategies (Q1), the ways in which demographic and geopolitical forces are affecting 

workforce mobility and diversity (Q2), and the ways in which organisations can handle global 

skills deficits strategically (Q3). The report concludes that the current situation demands an 

active, evidence-based, and globally oriented approach to HRM that can help to synchronise 

workforce planning and digital transformation. It ends in a personal reflection (Q4) that gauges 

the willingness of the author to work in a globalised, technology-based world. Adaptability, 

communication, and self-directed learning are the strengths, and there is a need to improve in 

cross-cultural leadership. Among the specific actions, which are identified in the development 

plan, there are advanced leadership training and ongoing learning about digital HR tools to 

become more international and effective in future HR positions. 

  



Introduction 

The world labour markets are changing more than ever before due to technological 

advancement, population change and international interdependence. Technological progress in 

artificial intelligence, automation, and digital platforms is transforming organisational 

attraction and development of talent, as well as talent management (Brynjolfsson and McAfee, 

2014). Meanwhile, international mobility and labour force structure is being redefined by 

changing population patterns and uncertainties in the geopolitical sphere (Dowling et al., 2013). 

Against this changing environment, Human Resource Management (HRM) and International 

Human Resource Management (IHRM) needs to implement technology-based, flexible, and 

global-oriented solutions to remain competitive and resilient in their workforce (Armstrong 

and Taylor, 2023). 

Q1: Technological Advancements and HRM/IHRM Strategies 

 

Figure 1.1: Global Unemployment and Labour Participation Trends (2015–2025) (OECD, 

2021) 

The Reshaping of Labour Markets 

The future of work is changing due to artificial intelligence (AI), automation, and technological 

innovation that alters the labour markets and redefines the future of work. The World Economic 

Forum (2023) forecasts that in five years, 44 percent of skills of workers will evolve in terms 

of the high pace of the technological development. The process of automation of routine 

activities is increasing, and the demand is being driven towards such professions as data 

scientists and AI specialists (Brynjolfsson and McAfee, 2014). Gig economy Digital platforms 

like Uber and Upwork have also made it possible to achieve greater flexibility, but it comes at 

the cost of job security and workers rights (Gifford, 2019). According to Asha (2025), to stay 

competitive, organisations are forced to restructure human capital strategies and keep 

reskilling. 

Implications for HRM Strategies 

The Human Resource Management (HRM) has emerged as a key facilitator of digital 

transformation. The efficiency, accuracy, and experience of the candidates have been 



transformed by AI-based recruitment and analytic tools (Boudreau and Cascio, 2017). 

Nevertheless, the use of algorithmic decision-making opens ethical and legal issues like privacy 

of data and prejudice and forces HR leaders to consider the conflict between technological 

effectiveness and equality and diversity (Armstrong and Taylor, 2023). 

The functions of Learning and Development (L&D) have radically changed and have ceased 

to be classroom-based learning to technology-imported learning systems. The now crucial tools 

in developing workforce capability are adaptive platforms, microlearning modules, and AI-

personalised training (Eti Hadiati et al., 2024). The focus on lifelong learning encourages both 

employability and resilience of organisations, both of which are like the concepts of talent on 

demand which implies flexible, just-in-time skill development in organisations (Cappelli, 

2009). 

Moreover, strategic workforce planning has become information based. HR dashboards and 

predictive analytics allow seeing the risk of a turnover in real-time, the dynamic of 

performance, and the skill needs in the future (Boudreau and Cascio, 2017). To ensure that 

investments in human capital and objectives work in line with the goals of organisations, HR 

professionals should incorporate such analytics in their decision-making. 

Implications for IHRM Strategies 

Digitalisation facilitates multinational corporations in the global setting to coordinate distant, 

virtual teams and cross-boundary partnerships (Dowling et al., 2013). Online HR applications 

and digital communication solutions improve the coordination between geographies, only to 

increase compliance and governance concerns. The international HR managers must cope with 

conflicting labour laws, tax systems, and data security laws like the EU General Data Protection 

Regulation (GDPR) (Mazhuvanchery, 2022). 

Furthermore, leading remote teams across the international boundaries requires digital 

leadership and intercultural communication skills. IHRM should provide fair access to the 

development opportunities throughout both virtual and physical working environments that 

promote inclusion and employee well-being on the global level (Collings et al., 2019). 

Improving efficiency is not the only aspect of using digital technology in the context of IHRM, 

as Asha (2025) points out, but this strategy is also about the ability to remain competitive 

despite other companies by using human capital management as an innovation. 



Q2: Demographic and Geopolitical Factors Influencing Labour Markets 

 

Figure1.2: Ageing Population by Region (Europe, Japan, USA, 2015–2035) (World 

Economic Forum. 2023)  

Key Demographic Factors 

The labour markets all over the world are being reformed by demographic changes, which pose 

great challenges to the HRM and IHRM. The growing dependency ratios and shrinking labour 

force in developed economies (like Japan and some European countries) are caused by ageing 

populations (World Economic Forum, 2023). Such trends require multi-generational 

workforce’s plans, such as knowledge transfer programmes, flexible retirement plans, and 

specific skill engagement programmes to maintain older employees and at the same time 

incorporate younger talents (McGuinness and Ortiz, 2019)). 

The workforce is also affected by migration patterns. Whereas, skilled migration may address 

the shortage of skills in the host countries, there is also a risk of brain drain in the sending 

countries, which worsens the situation with skills in the country (Collings et al., 2019). The 

immigration policies and visa regulations are hence critical to the ease or restriction of the 

talent mobility. HR professionals should be able to manoeuvre through such policies to make 

international staffing effective without compromising on ethics. 

Diversification of the workforce in terms of age, gender, ethnicity and cultural background also 

requires proactive inclusion and equity measures. To ensure that team dynamics are managed, 

organisations must come up with communication practises, mentoring programmes, and 

conflict-resolving strategies (Armstrong and Taylor, 2023). Diversity of workforce improves 

innovation and global competitiveness but needs specific HR planning to avoid the challenges 

of integration. 

Key Geopolitical Factors 

Geopolitical instability places a huge impact on the labour market and HRM/IHRM strategies. 

The trade wars, protectionist measures and the changing global supply chains push 



organisations to reevaluate their hiring destinations and ways of operations (PwC, 2022). Risks 

such as political instability, sanctions, and regional conflicts present challenges to the 

expatriates making it difficult to manage expatriates and payroll (Dowling et al., 2013). 

Other global health crises like pandemics impact HR practises as they can lead to the adoption 

of remote working faster, and the need to implement strong health and safety measures 

(Mazhuvanchery, 2022). Such crisis events highlight the significance of business continuity 

planning, digital teamwork, and contingency staffing to ensure business resilience. 

Challenges for HR Professionals 

HR professional workers struggle with great difficulty during times of demographic and 

geopolitical changes. Global talent mobility necessitates the skills in multi-faceted visa and 

work permit schemes and successfully conducting and running international mobility 

programmes (Collings et al., 2019). The management of risks has now become paramount and 

requires the crisis response models, contingency strategies, and the duty-of-care provisions to 

expatriate employees (Asha, 2025). The issues of compliance with various national and 

international labour regulations are also problematic, and regulations are not the same in all 

jurisdictions; HR leaders need to keep in mind new developments to escape fines and maintain 

the dignity of organisations (Rikala et al., 2024)). Additionally, cultural integration is also 

crucial because the multinational teams should coordinate different working styles, values, and 

communication patterns (Eti Hadiati et al., 2024). Altogether, demographic ageing, migration, 

and diversity require adaptive talent management and inclusion practises, whereas the role of 

compliance and cross-cultural leadership is increased by political instability and global crises. 

These challenges can be tackled in a strategic manner to ensure organisations are kept afloat 

and competitive (PwC, 2022). 

Q3: Addressing Skills Gaps and Talent Shortages through Strategic HRM 

 

Figure1.3: Global Talent Shortage by Sector (2023) (ManpowerGroup, 2023) 



Understanding the Causes of Skills Gaps 

The existence of skills gap continues because of several interrelations. The constantly changing 

job requirements based on the rapid technological progress, especially in the field of AI, 

automation, and digital platforms are making certain competencies unnecessary and creating 

new ones (Brynjolfsson and McAfee, 2014). These differences are further widened by 

misalignment of educational results and industry requirements where graduates have little to 

no work-ready skills (Asha, 2025). Moreover, some organisations do not invest enough in 

Learning and Development (L&D), and this restricts the ability of employees to skill and 

comply with changing job profiles (Boudreau and Cascio, 2017). What is left behind is the 

continued lack of fit between talent and organisational needs. 

Strategic HRM Approaches 

Build Strategies: Internal Development 

The strategies emphasised in the domain of build strategy are aimed at developing current 

employees to suit the present and impending skills requirements. Organisations also use 

corporate academies, apprenticeships, and planned programmes of upskilling, with some 

collaborating with universities or ed-tech vendors (Asha, 2025). To illustrate, technology firms 

provide internal coding boot camps or AI training programmes to reskill employees to the new 

positions, to be more flexible and create a culture of lifelong learning (ManpowerGroup, 2023). 

This strategy will not only help in closing the skill gaps but will also enhance employee 

engagement and loyalty since they will feel that there is commitment towards professional 

development (Cappelli, 2009). 

Buy Strategies: Strategic Recruitment 

Buy strategies entail purchasing talent in the external environment to solve short term skill 

gaps. HR leaders are more turning to talent analytics to seek their future candidates, improve 

employer branding, and provide competitive remuneration packages to win the few skills 

(Boudreau and Cascio, 2017). Aggressive nurse recruitment at the international level has 

emerged as a major way of dealing with severe shortage in healthcare. The same way, 

technology companies employ experts specialising in AI, cybersecurity, or data analytics to 

complement internal skills and address the urgent operational needs (World Economic Forum, 

2023). 

Borrow Strategies: Accessing External Talent 

Borrow strategies offer short-term solutions with the help of consultants, freelancers, or 

outsourcing services. By doing so, organisations can be easily flexible in terms of responding 

to project specific skills needs without the need to make a long-term employment commitment 

(Conrad et al., 2008). As an example, technology corporations commonly contract freelance 

AI or data analytics experts to undertake specialised tasks, which can provide the flexibility of 

reacting to the changing labour market demands and retain internal talent channels (Armstrong 

and Taylor, 2023). 

Bind Strategies: Retention and Talent Management 



The retention-oriented tactics or bind strategies are designed to retain developed talent by 

providing a structured career development, mentoring schemes and job rotation schemes (Eti 

Hadiati et al., 2024). Organisations also promote learning and recognition culture, which 

promotes engagement and minimise turnover. In healthcare, the retention is enhanced by the 

better working conditions and professional development ladders. Internal training of 

management is done in hospitality organisations with the help of employer branding to recruit 

and retain talented employees in a competitive market (ManpowerGroup, 2023). 

Sector-Specific Applications 

Sector-related practises reveal how strategic HRM can be applied in practise to deal with skills 

gaps. 

Technology Sector: 

To develop digital and AI capabilities, organisations operate internal coding bootcamps and 

contract freelance AI skills to complete projects to maintain the flexibility aspect and access to 

niche expertise (World Economic Forum, 2023). 

Healthcare Sector: 

International nursing recruiting is used to solve skill shortages, and retention efforts like better 

working conditions, career ladder, and career paths are used to solve the problem 

(ManpowerGroup, 2023). 

Hospitality Sector: 

To improve the skills of its staff, companies concentrate on internal management training, as 

well as to attract the external talent with the help of powerful employer branding and 

competitive remuneration packages to retain the quality of the provided services in a 

competitive market (Asha, 2025). 

Q4: Reflective Report: Capabilities for the Global Workplace 

Introduction 

Living in the globalised and technologically driven world, MBA graduates need to have 

adaptive competencies that would allow them to work effectively in international settings. The 

technological, communication, teamwork, leadership, and self-directed learning skills are 

becoming more critical to career advancement, and especially as organisations embrace digital 

solutions and work in culturally varied areas (OECD, 2021). By reflectively analysing personal 

capabilities, individuals can determine their own strengths and areas to improve to make them 

prepared in the dynamic labour markets and strategically more employable in the national and 

international organisations (Armstrong and Taylor, 2023). 

Self-Assessment 

Technology: I have been able to efficiently collaborate and interpret data as part of group work 

using software applications like MS Teams, Excel, and data analytics. Also, conducting 

research has improved my ability to synthesise multifaceted information quickly after utilising 

AI-based tools such as ChatGPT (Andabayeva et al., 2024)). I am fast to pick up new Learning 



Management Systems (LMS), as I can show my digital agility that is needed in the modern HR 

and business environment. 

Communication: Group presentation feedback and feedback on written assignments show that 

I have a clear, well-structured, and convincing style of communication to various audiences. 

The relationship I have with multicultural members of this MBA programme has enhanced my 

cross-cultural communication skills, whereby I have been able to respect the divergent views 

and create an inclusive dialogue (Dowling et al., 2013). 

Teamwork: I have participated in group projects, and this experience has taught me to 

effectively combine divergent opinions, allocate tasks, and resolve small conflicts in a 

constructive manner. As a contributor and coordinator, I have assisted in ensuring a cohesive 

team and fulfilment of a common goal (Collings et al., 2019). 

Leadership: Leadership experiences go beyond institutionalised positions. I have also 

embarked on problem-solving activities, mentored other colleagues with problems with 

complex tasks, and affected group decisions in a strategic manner. Such courses reveal the 

emergent leadership skills that are necessary in the international environment where influence 

is usually more important than position power (Cappelli, 2009). 

Self-Directed Learning: One of the areas of self-directed learning that have been reinforced 

by my management of tight deadlines, as well as multi-module balance is self-directed learning. 

I habitually go beyond the main readings, researching additional scholarly journals, industry 

reports and online courses to acquire wider insights into the HR strategy and global workforce 

management (Gibbs, 1988). 

Development Plan 

The use of Strengths: The use of technological skills and self-directed learning ability is an 

area of competitive advantage, which allows me to quickly learn new digital HR tools and 

analytics platforms, which are essential in supporting data-driven HRM approaches (Boudreau 

and Cascio, 2017). 

Remedying Weaknesses: Although I possess background knowledge of leading in the field of 

leadership, I have not been exposed to much cross-cultural team leading. To overcome this, I 

will volunteer in international collaborative projects, request systematic feedback on the team, 

and enrol while Leading Global Teams by mid-2026 (Armstrong & Taylor, 2023). I will also 

improve my virtual speaking confidence by practising specifically and being coached by my 

peers. 

Conclusively, a systematic retrospection of my potentials through the cycle of Gibbs and the 

evidence-based assessment has indicated areas of readiness and growth. With the existing 

strengths and with the help of strategic management of the weaknesses, I will be able to succeed 

in globalised, technology-enabled working areas (OECD, 2021). 

Conclusion 

To sum up, technological changes, demographic changes, and geopolitics are transforming 

national and international labour markets, necessitating HRM and IHRM to embrace strategic, 



adaptive, and technology-based practises. The skills gaps require organisations to respond 

proactively to the skills gaps through building, buying, borrowing and binding strategies to suit 

the needs in the sectors e.g. technology, healthcare, and hospitality. Similarly, personal 

preparation to a globalised place of work relies on technological, communicating, 

collaborative, managerial, and autodidactic aptitudes. With the combination of the continuous 

learning process, digital literacy and cross-cultural competence, organisations and employees 

can stay competitive, resilient, and future-ready in the swiftly changing employment 

environment (OECD, 2021; World Economic Forum, 2023).  
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Appendix: SWOT Analysis of Personal Capabilities for the Global 

Workplace 

Strengths (S) Weaknesses (W) 

Strong proficiency in technology tools and AI 

applications (MS Teams, Excel, ChatGPT) 

(Boudreau & Cascio, 2017; Brynjolfsson & 

McAfee, 2014) 

Limited experience in leading cross-

cultural or international teams 

(Dowling, Festing & Engle, 2013) 

Excellent self-directed learning skills; able to 

quickly acquire new knowledge and skills (Gibbs, 

1988; OECD, 2021) 

Public speaking and virtual 

presentation confidence needs 

improvement 

Effective communication skills with multicultural 

peers; clear and persuasive written and oral 

communication (Armstrong & Taylor, 2023) 

Limited exposure to high-pressure 

international business decision-

making scenarios 

Strong teamwork and collaboration abilities; 

experience in coordinating group projects and 

conflict resolution (Collings, Mellahi & Cascio, 

2019) 

Need more structured mentorship 

experience in leadership 

development 

Analytical and research skills for synthesizing 

complex information quickly (World Economic 

Forum, 2023) 

Limited familiarity with advanced 

HR analytics software beyond 

standard tools 


