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Executive Summary 
This report has mentioned the role of globalisation, technology and demographic change that had reshaped the labour markets and Human Resource Management (HRM) practises. The emergence of AI, automation, and digital technology fundamentally transformed the essence of employment relations, including the acquisition of talent and the organization of workforce planning and international HRM strategies. The labour mobility, compliance, and workforce integration had also been stressed by ageing populations and migration trends, geopolitical tensions. The HRM strategies that were formulated within the framework of the Build, Buy, Borrow, and Bind model were deemed to cope with the long-term skill deficiency with the factual data of the industry supporting the claim. The principle of differentiated strategic response was proved with references to industry specific technology, healthcare, and hospitality examples. Finally, the personal competencies required towards global employability had been assessed through a reflective analysis and this was based on the Reflective Cycle by Gibbs. The overall findings showed that sustainable human capital management required a trade-off between technological innovation and human based leadership to ensure flexibility, inclusivity, and stability of organisations in a volatile global economy. 
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[bookmark: _Toc213606444]Context and Global Forces
The concept of globalisation and introduction of technology has radically altered the labour markets and how organisations attain, develop, and retain talents. Automation, artificial intelligence, and digital channels have changed the nature of work arrangements and generated non-geographical and extremely competitive workplaces.
[bookmark: _Toc213606445]Impact on HRM and IHRM
Such radical changes require strategic and adaptive Human Resource Management (HRM) and International HRM (IHRM) solutions that apply technological advancement and human-centred practises, which ensure organisational agility, inclusiveness, and sustainability in a very globalised economy.
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[bookmark: _Toc213606447]1.1 The Reshaping of Labour Markets
Automation & AI
According to the World Economic Forum, AI and information-processing technologies will have transformed 86 per cent of businesses by 2030 creating 170 million jobs and destroying 92 million existing ones (Wheeler, 2025). In the U.S., the number of workers between 22 and 25 years who were employed in AI-exposed industries dropped by 16 percent between 2022 and 2025 (Knight, 2025). The technological upheaval is indicative of what Brynjolfsson and McAfee (2014) describe as the second machine age, meaning a period wherein automation and digital innovation fundamentally change the concept of productivity, job structures, and needs in human capital.
The Gig Economy &amp; Digital Platforms
Online gig platforms globally nowadays match talent in 186 countries- there are 545 active platforms as of 2023 alone (The World Bank, 2023).  It is estimated that by 2025, 154 to 435 million people around the globe will be participants in platform-mediated work (HR stacks, 2025). Meanwhile, the blue-collar gig hiring in India increased by 92% annually in 2024 with e-commerce and ride-hailing sites as the major powerhouses (The Economic Times, 2025).
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Figure 01: Snippet showing Blue-Collar Gig Hiring in India Increases by 92% in 2024
Source: (The Economic Times, 2025)
Skills Churn
The World Economic Forum states that 39 percent of the core worker skills will transform by 2030, as compared to 44 percent in 2023 (World Economic Forum, 2025a). In the meantime, according to the Global Skills Report 2025, 97 percent of employers are investigating skills-based hiring, which is a sign of the quick obsolescence of old-fashioned qualifications (CTF Assets, 2025). 
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Figure 02: Evolution of Workers’ Core Skills Expected to Change or Remain the Same (2016–2025)
Source: (World Economic Forum, 2025)
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Talent Acquisition
AI-driven recruitment changes the way businesses hire employees, and 87 percent of firms are currently using AI technologies to recruit and screen candidates better than before, which is projected to grow to $1.1 billion by 2030 compared to 2020 (Kumar, 2023). These systems allow the screening of much larger pools of talent and switching selection criteria to adaptability and learning-agility which are the characteristics of workforces that have to deal with high rates of technological change.
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Figure 03: Market Size of the Global AI Recruitment Industry (2020–2030)
Source: (Demand Sage, 2023)

Learning &amp; Development (L&D)
In 2025, approximately half of leaders of learning and development mention AI-induced skills gaps as the primary issue (TIMESOFINDIA.COM, 2025). Meanwhile, long-term upskilling is a global strategy to train more than 50% of the working population (World Economic Forum, 2025b). This drive into micro-learning individualisation and digital-badge trajectories is substituting the fixed training programmes (Carol, 2025).
Strategic HR Planning
According to a recent Society for Human Resource Management (SHRM) study, only one in ten organisations demonstrates mature strategic workforce planning practises although they use advanced analytics and scenario modelling to align the skills of workforce with future business priorities (SHRM, 2024).
IHRM Specifics
The global talent approaches are evolving at a lightning pace: the survey conducted by Remote in 2025 revealed that more than 73% of organisations anticipate that over 50 percent of their new employees next year will be foreigners (Remote, 2024). In the meantime, the regulatory complexity is growing - data-privacy regulation such as GDPR and CPRA require complex HRIS controls (Out Sail, 2025). 
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[bookmark: _Toc213606450]2.1 Key Demographic Factors Affecting Labour Markets
Ageing Populations
The working-age population in the Organisation for Economic Co-operation and Development (OECD) is under the forecast that it will decrease by 8% by 2060, whereas the old-age dependency ratio (people aged 65 and above per working-age individual) will grow to 52% in 2060, as compared to 31% in 2023 (Ostertag, 2025). This sudden change limits the labour supply, increases the pension and healthcare costs and forces the employers to implement multigenerational workforce policies and knowledge-transfer models.
Changing Migration Patterns
By 2024, the number of migrants across the world had hit 304 million, which constitutes around 3.7% of the 8.2 billion population in the world (Paez-Deggeller, 2025). Permanent work-related migration in the OECD region declined by 21 percent, 2023-2024 to 934,000, indicating that the immigration policies are tightening down on immigration, though many companies continue to depend on foreign talent (Strauss, 2025).
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Figure 04: Market Size and Growth Rate of the Global AI Recruitment Industry (2020–2030)
Source: (Migration Policy, 2025)
Increasing Workforce Diversity
Culturally and technically diverse teams innovate 35% more than homogeneous teams if aggressively included (Team Dynamics, 2025). HR practitioners must adapt to global diversity, cross-border rules, and economic concerns. Dowling, Festing, and Engle (2017) say demographics and geopolitics are crucial for IHRM success in workforce sustainability and global competitiveness. Non-inclusive policies and communication tactics based on backgrounds and styles may not innovate mixed teams but cause miscommunication, alienation, and conflict (Ylmaz, 2024).
[bookmark: _Toc213606451]2.2 Key Geopolitical Factors Affecting Labour Markets
Trade Wars & Protectionism
The Boston Consulting Group expects US-China commerce to shrink $197 billion by 2032 due to protectionist industrial policies such US Buy American clauses (Gilbert et al., 2023). As companies reshore and near-shore, HR professionals must rethink talent acquisition and workforce redeployment, changing hiring locations and labor-market dependencies.
Political Instability & Sanctions
Backed sanctions in 50+ countries lapsed or were challenged by unexpected effects in 2023, forcing companies to implement crisis-management and duty-of-care systems for expatriates due to border restrictions and air/sea travel bans in over 8 African and Middle East countries since 2020 (Fragomen, 2023). 
Pandemics & Global Health Crises
In the COVID 19 pandemic, positions in the U.S. that could be done remotely grew to approximately 20 percent in February 2020 and almost 45 percent by February 2024 (Tito, 2025).  The transition compelled organisations to adopt the latest health guidelines, redesigned continuity frameworks, and hybrid working frameworks- propelling HR to  instil resilience and worldwide risk-reduction strategies.
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Table 1
	Challenge
	Details 

	Talent Mobility
	The PwC Global Workforce Hopes & Fears Survey 2024 indicated that 39% of HR leaders expect visa delays after 53 nations tightened work-permit requirements post-COVID-19. Global companies use digital mobility technologies for remote hires and compliance (PWC, 2024).

	Risk Management
	Deloitte Global Human Capital Trends 2025 found that 62% of organisations have crisis-response frameworks for geopolitical and ecological crises, extending duty-of-care to expatriates and digital nomads (Deloitte Insights, 2025).

	Compliance
	According to KPMG's (2024) poll, 84% of chief compliance officers expect regulatory scrutiny to increase over the next two years, driving investment in sophisticated compliance solutions.

	Cultural Integration
	The Gartner Workforce Diversity Report 2025 found that hybrid multicultural teams with organised inclusion and intercultural communication strategies outperform peers by 19% in creativity (Gartner, 2025).
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[bookmark: _Toc213606454]3.1 Understanding Persistent Skills Gaps and Talent Shortages
A report by Ernst and Young (2023) points to low availability of key tech skills in 81 per cent of organisations and 28 per cent of organisations think that by 2025 over a third of jobs will have to be reformed (EY, 2023). It is due to the accelerated change in technology, the mismatch of the education systems with the industry requirements, and the continued under-investment in L&D infrastructure (Hota, 2023).
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[bookmark: _Toc213606456]3.2.1 Build Strategy – Internal Talent Development
Deloitte states that in organisations that invest in internal learning ecosystems, employees are said to have spent 50 percent of their time learning than it was last year (Deloitte, 2025). Companies develop future-fit talent through the creation of corporate academies, apprenticeships, and compulsory upskilling programmes instead of depending on outsourced workers.
[bookmark: _Toc213606457]3.2.2 Buy Strategy – Recruitment and Selection
The 2025 projections have 63 per cent organisations mentioning building a robust talent pipeline, and 55 per cent mentioning employer branding as very important in attracting scarce talent (Eightfold, 2025). With talent analytics, it is possible to target sourcing on new channels, and competitive compensation and attractive employer value propositions will guarantee first-choice in overly competitive labour markets.
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Figure 05: Key Talent Acquisition Goals for Organisations (2025)
Source: (Eightfold, 2025)
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The Deloitte 2024 Global Outsourcing Survey reports that 83 percent of companies today incorporate outsourcing or gig worker talent into the core operation and 20 percent are already running digital ecosystems of workers (Deloitte, 2024).  The strategic model provides organisations with fast access to niche expertise, helps organisations to be agile in response to skill shortages, and does not tie organisations to full-time employees in the long-term.
[bookmark: _Toc213606459]3.2.4 Bind Strategy – Retention and Employee Engagement
According to the survey prepared by the Society of Human Resource Management in 2023-24, 78 per cent of the HR leaders indicated that retaining the best talent is a crucial priority (SHRM, 2023). Organisations that had mentorship programmes that are structured record 38 per cent reduced turnover of employees who are mentored (Chellappa, 2023). The companies transform developed talent in to a long term value by providing clear career paths, job rotations, and a culture conducive to learning as opposed to investing in replacement time and again.
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	Sector
	Example of “Build” & “Borrow/Buy/Bind” Strategies with Data

	Tech
	The 2025 Built In Talent Trend Report found that 49.4% of companies expect recruiting to rise in 2025, emphasising the need to improve talent-acquisition tactics (Built In, 2025).

	Healthcare
	The worldwide nursing workforce rose from 27.9 million in 2018 to 29.8 million in 2023, yet acute shortages drive “buy” strategies of aggressive international recruitment and “bind” retention through career-path frameworks (World Health Organisation, 2025).

	Hospitality
	In early 2024, 67% of U.S. hotels experienced workforce difficulties, according to AHLA (Kirk, 2024). To attract scarce service talent in a brutally competitive labour market, big chains developed internal management training academies “build” and increased employer-branding initiatives “buy”, such as expanded perks, flexible hours, and speedy promotion tracks.
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In a world where globalisation and technological change are the order of the day, MBA holders will be forced to develop adaptive skills including digital fluency, cultural fluency, and strategic resilience in order to operate within global human resources and volatile markets. Not only are these global skills necessary in career advancement, but also in innovation and value delivery in the constantly evolving business conditions.
[bookmark: _Toc213606463]4.2 Reflection on Key Capabilities(Gibbs Reflective Cycle)
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Figure 06: Gibbs’ Reflective Cycle 
Source: (Expert Program Management., 2023)
Description
This MBA module made me work with new platforms such as MS Teams, LMS and AI tools to conduct research. During a multicultural group presentation that I did across time zones, assigned task-roles and slight conflict in overlapping responsibilities. I signed up to organise group-data analysis and tutor a peer who felt not so comfortable with excel. I also made time to do weekly reading on materials not required to build Python scripting.
Feelings
The first response to the AI-tool was being overwhelmed with the learning curve and confusion about leading remote-peers. But as assignments continued I felt strong with learning how to analyse data, more competent to give the presentation, and proud to help another peer develop.
Evaluation
Technological flexibility and self-directed learning were my principal strength points that allowed accomplishing tasks and mentoring peers efficiently. However, I misjudged the aspect of cross-cultural collaboration and I might have realised the issue of communication impediments in the past. Studies confirm that digital collaboration requires certain task-structure and reflection to embrace success (Lane et al., 2023). 
Analysis
My technical expertise Teams, Excel, AI tools fits well with the digital-skills model of the 21st century as developed by the OECD. The communication/teamwork gap is caused by a lack of previous experiential leadership in multicultural teams, it has been discovered that hybrid global teams cannot cope without systematic reflection (Hu and Ka, 2024). 
Conclusion
I will have to improve on my tech/self-learning strengths, and consciously work on cross-cultural communication and leadership in multifaceted teams.
Action Plan
	Area
	Action
	Timeline

	Tech
	Complete “Advanced AI for Business” on Coursera
	By June 2026

	Communication
	Lead next multicultural group project; request feedback
	Next module cycle

	Leadership
	Mentor 1 peer during internship; reflect weekly log
	From July 2025

	Self-Learning
	Initiate a dashboard challenge using Python monthly
	Monthly in 2025
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Leveraging Strengths
The aspects of my flexibility towards technology allow me to incorporate AI and analytics into HR decision-making, making me a stronger employee in data-driven organisations. Self-directed learning is a habit that enables me to constantly update my skills- learners of constantly evolving HR systems, including predictive analytics or HR dashboards, will be ahead of the game in international positions.
Addressing Weaknesses
To address the lack of experience related to managing multicultural teams, I will offer to lead the next cross-border project during my internship and ask my peers to provide me with structured feedback. Moreover, I will finish the course Leading Global Teams on Coursera by August 2025 and put the acquired cultural intelligence models into practical use in teams.

[bookmark: _Toc213606465]Conclusion
This report concluded that the globalisation, technology, and demographic changes have revolutionised the labour markets and HRM. The challenges to talent stability were posed by the demands of AI and automation which necessitated adaptive HR and IHRM practises, as well as demands of ageing populations and geopolitical instability. With the help of the Build, Buy, Borrow, and Bind strategic HRM approaches, sustainable and human-focused workforce resilience was guaranteed with the help of the Cappelli (2008) framework.
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SWOT Analysis
	Category
	Details

	Strengths
	• Strong adaptability to technology (MS Teams, AI tools).
• Self-directed learner with effective time management.
• Analytical and research-driven mindset.

	Weaknesses
	• Limited experience leading multicultural teams.
•Occasionally over-focuses on task completion over relationship-building.

	Opportunities
	• Expand global leadership via internships.
• Enrol in “Leading Global Teams” (Coursera).
• Apply data-analytics skills in HR contexts.

	Threats
	• Rapid tech changes requiring continual upskilling.
• Global competition for digitally skilled talent.
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