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Abstract
Economic strategies and workforce transformation in a globally interconnected world

focus on enhancing skills, adopting technology, and fostering inclusive growth. Key
challenges include automation, skill gaps, and regional disparities. Effective policies
emphasize reskilling, digital adoption, and labor market reforms. The future outlook highlights
sustainable economic growth through adaptive, skilled, and competitive workforces. This
comprehensive study examines the evolving landscape of global economic strategies and
workforce transformation amidst increasing interconnectedness. It highlights critical
challenges such as skill shortages, technological disruptions, demographic shifts, and
regulatory barriers that hinder organizational and regional growth.

Emphasizing the importance of policy interventions, the research explores strategies
like upskilling, automation, workforce diversification, and inclusive practices to enhance talent
availability and productivity. Regional insights reveal diverse issues, including aging
populations in East Asia, digitalization in Southeast Asia, and green transitions in Europe,
underscoring the need for tailored approaches. The study also assesses future trends, including
Al adoption, wage dynamics, and DEI initiatives, emphasizing their role in shaping
sustainable economic development. Public-policy support, digital infrastructure, and industry-
academic collaborations are identified as vital for bridging skill gaps and fostering innovation.
Ultimately, the research advocates for coordinated efforts among governments, businesses, and
educational institutions to develop resilient, skilled, and inclusive workforces capable of
navigating technological transformations and environmental challenges in a globally
interconnected economy. The study explores crucial and relevant issues that are highly
significant in today’s rapidly evolving and interconnected world, emphasizing their vital

importance in the current global scenario.

Keywords: Workforce Transformation, Skill Development, Global Economy, Digitalization,

Inclusive Policies, Technological Disruption and Green Transition.
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The theme of the article

The rapid pace of global economic transformation necessitates a comprehensive
understanding of workforce dynamics, skill development, and policy interventions to foster
sustainable growth. This article critically examines the multifaceted issues shaping the future
of employment, emphasizing the significance of technological adaptation, skill gaps, and
inclusive practices across diverse regions and sectors. It explores key barriers to
organizational and industry-level transformation, such as skill shortages, resistant
organizational cultures, outdated regulations, and inadequate digital infrastructure.
Additionally, the study highlights strategic responses by employers, including upskilling,
automation, and workforce diversification, to meet emerging demands between 2025 and
2030. The analysis underscores the growing importance of public policy support, DEI
initiatives, and flexible labor laws in enhancing talent availability. Regional insights reveal
varying challenges and opportunities, from aging populations in East Asia to digitalization in
Southeast Asia, and from skill gaps in India and Africa to green transitions in Europe.
Furthermore, the report emphasizes the critical role of wages, skills assessment mechanisms,
and Al adoption in shaping the future labor market.

Overall, this research underscores the need for coordinated efforts among
governments, businesses, and educational institutions to address evolving economic realities,
bridge skill shortages, and promote an inclusive, resilient workforce capable of driving global
economic progress in the coming decade. From an economic perspective, addressing skill
shortages and fostering innovation are vital for sustaining productivity and competitiveness in
a rapidly changing global landscape. Investment in reskilling and upskilling programs,
supported by effective public policies, can mitigate unemployment risks and enhance
workforce adaptability. Emphasizing inclusive employment practices and digital
infrastructure development will boost economic resilience, especially in regions facing
demographic challenges or technological disruptions. Additionally, aligning wages with skill
levels and promoting diverse talent pools will drive economic growth, reduce inequality, and
ensure sustainable development. Strategic emphasis on human capital development remains
essential for unlocking long-term economic potential amid digital transformation and

environmental sustainability efforts.
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Statement of the problem

The core problem addressed in this article pertains to the pressing challenges faced by
the global and regional economies in transforming their workforces to meet the demands of a
rapidly evolving economic landscape. Despite technological advancements, digitalization,
and increasing globalization, a significant mismatch persists between the skills available in
the labor market and those required by industries to sustain growth and competitiveness. Skill
gaps remain the primary barrier, hindering productivity, innovation, and economic
development across nations and sectors. Additionally, organizational and regulatory barriers,
such as resistance to change and outdated policies, impede effective transformation
processes. The reluctance or inability to attract and retain skilled talent further exacerbates
labor shortages, affecting overall economic efficiency. Furthermore, disparities in access to
quality education, digital infrastructure, and inclusive employment opportunities contribute to
social and economic inequalities, limiting the potential of underrepresented groups.

Employers are increasingly adopting workforce strategies like upskilling, automation,
and diversity initiatives, but these efforts are often hampered by inadequate public policy
support and insufficient investment in human capital development. The challenge becomes
more complex in the context of technological disruptions like Al and automation, which
threaten to displace traditional jobs while creating new roles that demand advanced skills.
Therefore, the overarching problem is the need for a comprehensive, evidence-based
approach to workforce development that aligns skill supply with industry demands, fosters
inclusive participation, and devises supportive policies to ensure sustainable economic
growth in an interconnected world. Addressing these issues is crucial to harnessing the full
potential of human capital and ensuring resilient, inclusive, and forward-looking economic
progress. This research explores crucial and contemporary issues of great importance in
today’s fast-changing and globally interconnected world, emphasizing their vital role amid
the evolving political and administrative landscape.
Objective of the article

The overall objective of the article is to analyze the critical and contemporary issues
influencing global and regional labor markets, emphasizing the importance of workforce
transformation, skill development, and inclusive policies. It aims to explore the barriers and
strategies related to economic growth, technological adoption, and talent management from a
macroeconomic perspective. The study seeks to identify policy interventions and
organizational practices that enhance talent availability, productivity, and competitiveness. It
also endeavors to assess regional disparities and future trends in employment, wages, and

diversity to support sustainable economic development. Ultimately, the article aims to
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provide evidence-based insights and recommendations for fostering a skilled, adaptable, and
inclusive workforce in a rapidly changing economic landscape with the help of secondary
sources of information and statistical data pertaining to the theme of the article.

Research Methodology of the article

This study employs a descriptive-analytical research design to examine critical issues
influencing global and regional labor markets. The research relies primarily on secondary
data sources, including government reports, labor market surveys, policy documents,
academic journals, and statistical databases from recognized institutions such as the
International Labour Organization (ILO), World Bank, and OECD. A systematic review of
literature is conducted to identify factors affecting workforce transformation, skill
development, technological adoption, and inclusive employment policies. Quantitative data
on employment trends, wage structures, workforce composition, and regional disparities are
analyzed to identify patterns, correlations, and emerging challenges. Visual tools such as
tables, charts, and graphs are used to enhance clarity and comparative understanding across
sectors and regions.

The study also incorporates qualitative analysis of policy frameworks and
organizational practices to assess their effectiveness in improving productivity,
competitiveness, and workforce inclusivity. By integrating quantitative and qualitative
evidence, the research provides a robust, evidence-based evaluation of labor market dynamics
and policy interventions. This methodology directly supports the study’s objectives by
enabling an in-depth assessment of barriers, trends, and strategies in workforce development.
It facilitates identification of actionable recommendations to enhance talent availability,
productivity, and inclusivity while addressing regional disparities. Ultimately, the approach
generates evidence-based insights for policymakers, organizations, and stakeholders to foster
a skilled, adaptable, and inclusive workforce, contributing to sustainable economic growth in
a rapidly evolving labor market. The gathered statistical data and information will be
carefully examined and interpreted to generate meaningful insights, forming the basis for
developing practical and evidence-driven policy recommendations.

Workforce Strategies and Barriers to Transformation

From an economic perspective, skill gaps in the labour market remain the main
barrier to business transformation. About 63% of employers identified skill shortages as the
biggest challenge to economic and organizational transformation. This issue cuts across 52
out of 55 economies and 19 of 22 industries, indicating a widespread mismatch between
labour market skills and evolving industry demands. The second major barrier, cited by 46%

of respondents, is organizational culture and resistance to change. This suggests that firms
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face difficulties adapting internal structures, management styles, and work processes to new
economic realities and technological transformations. The details of barriers to organizational

transformation are given in table — 1.

Table -1
Barriers to Organizational Transformation (2025-2030)
Rank Barrier to Share of Economic Inference
Transformation Employers
(%)

1 Skill gaps in the labour | 63% Indicates a major economic challenge

market across 52 of 55 economies and 19 of 22
industries, leading to lower productivity
and slower growth.

2 Organizational culture | 46% Reflects firms’ struggle to adapt internal
and resistance to structures and management styles to
change economic and technological shifts.

3 Outdated or inflexible | 39% Suggests policy rigidity hampers
regulatory framework innovation, investment, and industrial

competitiveness.

4 Inability to attract talent | 37% Highlights a mismatch between available
to the industry jobs and skilled labour, affecting industry-

level economic efficiency.

5 Lack of adequate data | 32% Points to weak digital infrastructure
and technical limiting firms’ technological adoption and
infrastructure productivity.

6 Inability to attract talent | 27% Shows internal competition among firms
to the firm for limited skilled workers, impacting

business expansion.

7 Shortage of investment | 26% Indicates limited financial resources
capital constrain business transformation and

innovation.

8 Insufficient 25% Suggests a lack of awareness and
understanding of foresight in identifying new economic
opportunities growth areas.

Source: World Economic Forum, Future of Jobs Survey 2024.
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Regulatory barriers, such as outdated or rigid laws, were reported by 39% of employers,
showing how policy inflexibility can slow innovation and competitiveness. Further, 32% of
employers noted a lack of adequate data and technical infrastructure as a constraint, affecting
productivity and the ability to leverage digital tools. Talent attraction issues were also
significant, with 37% reporting difficulty attracting skilled workers to their industries and
27% to their firms. Finally, 26% cited a shortage of investment capital, and 25% mentioned
insufficient understanding of emerging opportunities, highlighting that economic
transformation requires not just skills but also funding, innovation awareness, and supportive
policy environments. The bar diagram illustrates the major barriers to organizational
transformation between 2025 and 2030. Skill gaps in the labour market (63%) emerge as the
most significant economic constraint, followed by organizational resistance to change (46%)
and outdated regulatory frameworks (39%). These factors collectively hinder innovation,
reduce productivity, and slow down economic growth. The data highlights the urgent need
for investment in skill development, flexible policy reforms, and digital infrastructure
enhancement to ensure sustainable transformation and competitiveness.

Economic Strategies for Workforce Transformation and Talent Availability, 2025-2030

From an economic perspective, employers worldwide are adopting key workforce
strategies to respond to changing macro trends between 2025 and 2030. Upskilling the
workforce stands out as the top strategy, with 85% of employers planning to invest in
developing new skills among employees. This approach is seen across all income groups,
slightly higher in high-income economies (87%) compared to upper-middle (84%) and lower-
middle-income (82%) economies. Upskilling is prioritized as it helps companies adapt to
technological change, enhance productivity, and reduce hiring costs by improving internal
talent. Automation ranks as the second most common workforce strategy, with 73% of
employers planning to automate processes and tasks, though this is a slight decline from 80%
in 2023. Employers in high-income economies (77%) lead in automation adoption, reflecting
their stronger technological infrastructure and investment capacity.

Moreover, 63% of organizations intend to use new technologies to support and
complement human workers, highlighting a shift towards human-technology collaboration.
In terms of workforce composition, 70% of companies aim to hire employees with emerging
skills, 51% plan to transition existing staff into new roles, and 41% expect job reductions due
to skill obsolescence. A small share of firms are considering reshoring or nearshoring
operations (10%) to maintain closer control, compared to 8% planning to offshore jobs. The
details of the economic strategies for workforce transformation and talent availability (2025

2030) are given in table — 2.
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Economic Strategies for Workforce Transformation and Talent Availability (2025-2030)

S.No.

Key Area

Economic Findings and
Statistical Data

Inference / Implication

1.

Upskilling the Workforce

85% of employers plan to
adopt upskilling strategies;
high-income economies
(87%), upper-middle-income
(84%), lower-middle-income
(82%).

Upskilling enhances
productivity, reduces
hiring costs, and helps
economies adapt to
technological changes.

Process and Task
Automation

73% of employers plan
automation (down from 80%
in 2023); higher adoption in
high-income economies
(77%) vs. lower-middle-
income (57%).

Automation boosts
efficiency but requires
workforce adaptation and
skill upgrades to avoid job
displacement.

Technology Integration

63% of employers intend to
complement human labor
with new technologies.

Human-technology
collaboration strengthens
competitiveness and
innovation.

Hiring and Workforce
Composition

70% plan to hire new staff
with emerging skills; 51%
will transition existing staff;
41% foresee job reductions
due to skill obsolescence.

Workforce restructuring
reflects changing skill
demand and technological
transformation.

Operational Shifts
(Reshoring/Offshoring)

10% plan reshoring or
nearshoring; 8% plan
offshoring.

Companies aim for greater
operational control and
resilience amid global
uncertainties.

Employee Health and
Well-being

64% of employers prioritize
health and well-being (up
from 9th place in 2023).

Improved well-being
enhances retention,
productivity, and talent
availability.

Reskilling and Upskilling
Opportunities

63% of employers see
reskilling as key to expanding
the talent base, especially in
the public sector.

Continuous learning is
vital for sustaining
economic growth and
workforce adaptability.

Talent Progression and
Promotion

62% of organizations focus
on improving career
progression.

Better promotion
opportunities increase
employee motivation and
reduce turnover.

Wage Improvements

50% of employers prioritize
higher wages; 61% in the
Education and Training
sector.

Competitive wages attract
and retain skilled talent,
boosting labor market
stability.

10.

Diversity and Inclusion

47% of employers emphasize
diverse talent pools; 43%
support hybrid work; 27%
cross-border remote work.

Inclusive and flexible work
models strengthen
participation and economic
resilience.

Source: World Economic Forum, Future of Jobs Survey 2024,

Improving talent availability has become an economic priority, with 64% of

employers emphasizing employee health and well-being, now the top factor influencing labor
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retention. Providing reskilling and upskilling opportunities (63%), improving promotion
pathways (62%), and offering higher wages (50%) are seen as effective methods to attract

and retain workers.

Economic Strategies for Workforce Transformation and Talent Availability (2025-2030

Talent Progression and Promobor
Wage Improvemants

Diversity and Inclusion

The growing focus on diverse talent pools (47%) and remote work options (43%)
also reflects a broader shift towards inclusive, flexible, and skill-based employment models
that strengthen labor market resilience and economic productivity.

Economic Outlook on Workforce Strategies

Between 2025 and 2030, global employers are focusing on workforce transformation
driven by economic and technological shifts. About 85% of employers plan to upskill their
workforce, making it the top strategy across all income levels, 87% in high-income, 84% in
upper-middle-income, and 82% in lower-middle-income economies. The details of economic
outlook on workforce strategies are stated in table — 3.

Table - 3

Economic Outlook on Workforce Strategies (2025-2030)
Workforce Strategy / | Percentage of Employers Economic Inference (2025-2030)
Economic Indicator Adopting (%)

S.No.

1. Upskilling the

85 (High-income: 87,

Strong global focus on skill

processes and tasks

Upper-middle: 74,
Lower-middle: 57)

workforce Upper-middle: 84, enhancement to boost productivity
Lower-middle: 82) and competitiveness.
2. Automation of 73 (High-income: 77, Increased reliance on technology

and automation to drive economic

efficiency.

3. Hiring staff with

emerging skills

70

Rising demand for technologically

skilled labor in evolving markets.
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4. Transitioning 51 Internal workforce mobility
existing staff to new supports sustainable employment
roles and adaptability.

5. Reducing staff due 41 Structural labor adjustments in
to skill obsolescence response to technological change.

6. Reshoring / Near- 10 Effort to strengthen local economic
shoring operations control and reduce dependency

risks.

7. Offshoring 8 Limited outsourcing as economies
significant parts of focus on domestic capacity-
workforce building.

Source: World Economic Forum, Future of Jobs Survey 2024

Economic Outlook on Workforce Strategies (2025—-2030)

Workforce Strategy/ Percentage Economic Inference
Economic Indicator of Employers *
Adopting (%)

Strong global focus on skill

1 Upskilling the workforce 85 _ enhancement to boost productity
and competitiveness.

2 Automation of processes 73 _ Increased reliance on technology
and tasks and automation to drive

3 Hiring staff with 70 BN 7 economic efficiency.

emerging skills Rising demand for technologically

4 Transitioning existing staff 5 skilled labor in evolving markets.

to new roles Internal workforce mobility supports
sustainable employment and

5 Reducing staff due to 41 adaptability.

skill obsolescence
Structural labor adjustments in

6 Reshoring/Near-shoring 10 response to technological change

operations
Limited outsourcing as economies

7 Offshoring significant parts 8 focus on domestic capacity-building

of workforce
Automation ranks second, with 73% of employers accelerating process and task
automation, particularly in high-income economies (77%) compared to 74% and 57% in
middle-income countries. Around 70% aim to hire employees with emerging skills, while
51% intend to retrain existing staff for new roles. However, 41% expect to reduce staff due to
skill obsolescence. Additionally, 10% of organizations plan reshoring or near-shoring

operations for better control, compared to 8% that expect to offshore. Overall, the economic
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trend reflects a strong focus on skill renewal, technology-driven efficiency, and structural
workforce adaptation to sustain productivity and competitiveness.
Business Practices to Increase Talent Availability, 2025-2030

Between 2025 and 2030, businesses across sectors are focusing on several economic
strategies to improve talent availability and workforce sustainability. A key shift is the rising
emphasis on employee health and well-being, now identified by 64% of employers as the
most promising business practice up from ninth place in 2023. This indicates a growing
recognition that a healthy and satisfied workforce directly enhances productivity, retention,
and economic performance. The Insurance and Pensions Management sector leads with 85%
of companies prioritizing this approach, followed by the Education and Training sector,
which has seen the largest rise in adopting employee well-being measures since 2023.
Reskilling and upskilling opportunities are another major economic priority, supported by
63% of organizations, especially in the Government and Public sector, where four out of five
employers believe such initiatives will strengthen their talent base. Improved talent
progression and promotion processes remain crucial, with 62% of employers recognizing
their importance in sustaining economic growth through human capital development.

Meanwhile, offering higher wages has gained attention from 50% of employers,
particularly in the Education and Training sector (61%), reflecting wage adjustments to retain
skilled labor amid inflation and competition. Other emerging business practices include
tapping into diverse talent pools (47%), offering remote and hybrid work opportunities
(43%), and implementing diversity, equity, and inclusion (DEI) programs (39%). These
strategies highlight a transition toward inclusive and flexible labor markets that foster
productivity and innovation. However, articulating business purpose and social impact has
declined in focus to 37%, suggesting a short-term preference for practical workforce
measures over long-term corporate values.

The alignment between employers and employees on priorities such as promotion
opportunities, higher wages, and hybrid work. Yet, a notable economic divergence exists:
employers rank health and well-being and reskilling as top strategies, while employees value
better working hours and pension policies, which they rank fifth—ten places higher than
employers. This mismatch underscores the need for balanced economic policies addressing
both productivity and worker welfare to ensure sustainable labor market growth. Overall, the
data reflect a strong global shift toward well-being, skills development, fair wages, and
inclusivity as core economic drivers of talent availability and organizational resilience in the
2025-2030 periods. The details of business practices to increase talent availability are given
in table — 4.
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schemes and extending
retirement age

Table - 4
Business Practices to Increase Talent Availability, 2025-2030
S.No. Business Practice Share of Economic Inference / Key Insight
Employers
Identifying as
Promising (%)

1. Supporting employee 64% Highest priority; major shift from

health and well-being 9th place in 2023. Seen as essential
for workforce productivity and
retention.

2. Providing effective 63% Strengthens human capital;
reskilling and upskilling especially prioritized in

Government and Public sectors.

3. Improving talent 62% Enhances employee motivation
progression and promotion and long-term retention; key to
processes sustaining economic growth.

4. Offering higher wages 50% Reflects response to inflation and
labor market competition; highly
valued in Education and Training
sector (61%).

5. Tapping into diverse talent | 47% Significant rise from just 10% in

pools 2023; encourages inclusive hiring
and broader skill access.

6. Offering remote and 43% Supports flexible employment and
hybrid work opportunities workforce participation; aids
within countries economic resilience.

7. Offering diversity, equity, | 39% Promotes social and workplace
and inclusion (DEI) equality; contributes to innovation
policies and programmes and economic stability.

8. Improving working hours | 38% Aligns with employee preferences
and overtime policies for better work-life balance;

enhances productivity.

9. Articulating business 37% Decline in focus from 4th place in
purpose and impact 2023; employers prioritizing

operational over value-based goals.

10. Offering remote work 27% Expands global talent access and
across national borders cross-border collaboration;

emerging economic trend.

11. Supplementing childcare 26% Supports labor force participation,
for working parents especially among women;

improves economic inclusivity.

12. Improving safety in the 25% Ensures sustainable labor
workplace productivity and reduces health-

related costs.

13. Supporting workers with 24% Addresses social sustainability and
caregiving responsibilities family welfare in the workforce.

14. Removing degree 19% Encourages skills-first hiring,
requirements and improving access for non-
conducting skills-based traditional candidates.
hiring

15. Changes to pension 14% Seen as a long-term economic

measure to retain experienced
workers.
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16. Supporting worker
representation

11%

Reflects limited emphasis on
collective bargaining but remains

relevant for equitable workforce
relations.
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Source: World Economic Forum, Future of Jobs Report 2025.

The graphical representation showing the share of employers identifying each
business practice as promising for increasing talent availability during 2025-2030. The chart
highlights economic strategies to improve talent availability between 2025 and 2030.
Supporting employee health and well-being (64%) ranks first, showing a major shift in

recognizing its role in productivity and retention.

Business Practices to Increase Talent Availability (2025-2030)

10 ' &l 50
nare of Employers identifying Practice as Promive

Reskilling and upskilling (63%) and improving promotion processes (62%) follow
closely, emphasizing human capital growth. Offering higher wages (50%) and tapping into
diverse talent pools (47%) reflect responses to inflation and labor market competition.
Flexible options like remote or hybrid work (43%) and DEI programs (39%) show a focus on
inclusivity. In contrast, pension reforms (14%) and worker representation (11%) receive
lower priority, indicating short-term focus on immediate workforce needs.

Public-Policy Interventions to Increase Talent Availability

Globally, employers view public-policy support for workforce skills as crucial for
increasing talent availability between 2025 and 2030. Funding for reskilling and upskilling is
identified by 55% of employers, while direct provision of reskilling and upskilling programs
is highlighted by 52%, reflecting businesses’ desire for sustained public investment to align
workforce capabilities with future labor-market demands. Improving public education
systems has risen in priority, now ranked third globally with 47% of respondents, up from

fourth in 2023, indicating the growing recognition of foundational education in shaping a
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capable talent pool. Countries like Israel, Kazakhstan, and the Philippines showed the largest
increases in prioritizing public education improvements, rising six to seven places since 2023.
Flexibility in wage-setting moved up to fifth place (38%) from sixth in 2023, suggesting
moderate global interest in adapting compensation structures to attract talent. The details of
public-policy interventions to increase talent availability (2025-2030) are given in table -5.

Table -5
Public-Policy Interventions to Increase Talent Availability (2025-2030)

S.No. Public-Policy Share of Economic Inference
Intervention Employers
(%)

1. Funding for 55 High global emphasis on investing in
reskilling and workforce skills to enhance productivity and
upskilling align labor supply with future market demands.

2. Provision of 52 Indicates strong business reliance on public-
reskilling and sector support to equip workers with emerging
upskilling programs skills.

3. Improvements to 47 Reflects the growing recognition of education
public education as a foundational driver of long-term talent
systems availability; priority increased significantly in

Israel, Kazakhstan, and the Philippines.

4. Flexibility in hiring | 44 Moderate global importance; remains top
and firing practices priority in 11 countries, highlighting regional

economic adaptation strategies.

5. Flexibility in wage- | 38 Suggests interest in adaptable compensation
setting structures to attract and retain talent.

6. Changes to labor 36 Driven by demographic shifts; critical for
laws related to broadening talent pools and supporting labor
remote work participation, especially in Sub-Saharan Africa

and financial services.

7. Changes to 26 Less emphasized overall, but relevant in
immigration laws consumer goods, hospitality, and electronics

sectors.

8. Wage subsidies 26 Decline in perceived importance globally; still
prioritized in Turkiye and Morocco, indicating
region-specific labor-market interventions.

9. Changes to pension | 25 Targeted at aging workforces in Eastern Asia;
schemes and supports long-term labor-market sustainability.
retirement ages

10. Improved transport | — Indirectly supports talent accessibility, though
infrastructure and less emphasized globally.
services

11. Funding and - Important for enabling workforce participation,
provision of particularly among workers with caregiving
caregiver programs responsibilities.

Source: World Economic Forum, Future of Jobs Report, 2025-2030.
Conversely, wage subsidies declined sharply, from third to eighth place (26%),

although they remain highly emphasized in Turkey and Morocco. Flexibility in hiring and

firing practices, ranked fourth in 2023, has fallen two places (44%), but remains a top priority
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in eleven countries including Australia, Brazil, Korea, and Singapore. Demographic changes
are driving interest in broadening the talent pool. 36% of employers prioritize changes to
labor laws for remote work, particularly in Sub-Saharan Africa and in financial services
industries. Changes to immigration laws are less emphasized (26%), except in sectors like
consumer goods, hospitality, and electronics. Adjustments to pension schemes and retirement
ages are highlighted by 25% of respondents, especially in Eastern Asia, where aging
workforces create economic pressures on labor supply.

Overall, these trends indicate that employers expect public policies that invest in
skills, education, and flexible work arrangements to play a central role in sustaining
workforce availability and economic productivity over the next five years. From 2025 to
2030, public policies aimed at increasing talent availability focus heavily on reskilling and
upskilling workers. Over half of employers emphasize funding and providing training
programs to improve workforce skills, ensuring alignment with future job demands.
Improving public education is also seen as a key long-term strategy, especially prioritized in
countries like Israel, Kazakhstan, and the Philippines. Flexibility in hiring and firing practices
remains important for many employers, helping businesses adapt to changing economic
conditions, with notable importance in 11 countries. Employers also show interest in flexible
wage-setting to attract and retain talent. Changes to labor laws supporting remote work are
becoming increasingly relevant, particularly in regions like Sub-Saharan Africa and the
financial sector, as they help broaden the talent pool. Adjustments to immigration laws and
wage subsidies are less emphasized overall but still important in specific industries and
regions, such as Turkey and Morocco. Pension reforms targeting older workforces in Eastern
Asia aim to sustain long-term labor participation. Although not always directly measured,
improvements in transport infrastructure and caregiver support programs play a vital role in
making the workforce more accessible and inclusive.

Overall, these interventions reflect a growing recognition of the need for adaptable
policies that respond to evolving labor market demands and demographic shifts. The data
reveals a strong global focus on reskilling and upskilling to meet the evolving demands of the
workforce. Employers heavily depend on public programs for training, indicating a gap in
private sector involvement. Flexibility in hiring, firing, and wage-setting remains essential
for adapting to economic changes, while remote work laws are gaining attention but are not
yet widely adopted. Immigration reforms and wage subsidies appear less prioritized and more
relevant to specific regions or industries. Additionally, the importance of transportation and
caregiver support highlights the need to address broader factors that influence workforce

participation and talent availability. This suggests that while skill development is a top
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priority, broader support systems like flexible labor policies and inclusive infrastructure are
also vital. Addressing these factors can create a more adaptable and diverse workforce,
ensuring sustainable talent growth that meets both current and future economic challenges

across different regions and industries.

Public-Policy Interventions to

Increase Talent Availability,
2025-2030
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The growing economic recognition of Diversity, Equity, and Inclusion (DEI) as a
strategy to enhance talent availability. Globally, 83% of employers have implemented DEI
measures, up from 67% in 2023, indicating increased investment in human capital to improve
workforce productivity. Larger organizations and those in Northern America lead this
adoption, with 95% of firms with over 50,000 employees and 96% of Northern American
companies reporting DEI initiatives, compared to 75% in lower-middle-income economies
and 73% of smaller firms, reflecting regional and organizational capacity differences in
leveraging diverse talent pools. Planned DEI measures for 2025-2030 emphasize economic
efficiency and talent retention. Comprehensive DEI training for managers and staff is
anticipated by 51% of employers, followed by targeted recruitment and progression
initiatives (48%) and DEI goals, targets, or quotas (42%), which show the fastest growth
from 25% in 2023. Pay equity reviews (39%), anti-harassment protocols (33%), and support
for workers with caregiving responsibilities (26%) are also increasingly prioritized, reflecting
efforts to reduce productivity losses due to workforce inequalities. Hiring DEI officers (15%)
and establishing employee resource groups (22%) remain less common but support long-term
organizational inclusion strategies.

Regional disparities persist. For instance, Middle East and North African firms are less
likely to conduct pay equity reviews (23%), while Latin American and Caribbean companies
emphasize anti-harassment protocols (54%). Northern American employers more frequently
anticipate establishing Employee Resource (ERGs) Groups (42%). From a demographic
perspective, women are the primary focus of DEI programs (76%), followed by workers with
disabilities (56%) and Gen Z employees (52%), indicating an economic strategy to mobilize
underutilized talent. Older workers (42%) and LGBTQI+ employees (33%) are secondary
groups, while attention to disadvantaged ethnic, religious, or racial groups (27%), low-
income individuals (24%), and migrants or displaced workers (21%) is comparatively
limited, reflecting targeted investment toward groups with perceived higher economic impact
on talent availability.

The chart shows public-policy interventions to increase talent availability from 2025-
2030 based on the share of employers surveyed. The top priority is funding for reskilling and
upskilling (55%), followed closely by the provision of these programs (52%). Improvements
to the public education system (47%) and flexibility in hiring and firing (44%) are also
significant. Less emphasis is placed on wage flexibility (38%) and labor laws related to
remote work (36%). Changes to immigration and wage subsidies are lower priorities (26%),
with pension reforms (25%) and caregiver program funding receiving the least attention. This

suggests employers focus heavily on workforce skills and adaptability to address talent
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shortages. The details of global planned implementation of Diversity, Equity, and Inclusion
(DEI) measures are stated in table- 6.

Table - 6
Global Planned Implementation of DEI Measures (2025-2030)
S.No. DEI Measure % of Employers Change Economic Inference
Planning from
Implementation 2023

1. Comprehensive DEI | 51% +12% Enhances productivity and
training (managers & managerial capability to
staff) utilize diverse talent.

2. Targeted recruitment, | 48% - Reduces hiring costs and
retention, progression strengthens talent pipelines.
initiatives

3. DEI goals, targets, 42% +16% Encourages measurable
quotas inclusion, driving

workforce efficiency and
competitiveness.

4. Pay equity reviews & | 39% - Minimizes productivity loss
salary audits due to pay disparities.

5. Anti-harassment 33% - Reduces workplace
protocols disruptions and increases

retention.

6. Support for 26% - Expands labor participation
caregiving workers and reduces absenteeism.

7. Employee Resource | 22% +3% Supports employee
Groups (ERGS) engagement and retention,

improving organizational
performance.

8. Employ DEI officer 15% +3% Provides strategic oversight

for inclusion initiatives.

Source: Same as table — 5.

The table — 6, highlights global DEI (Diversity, Equity, and Inclusion) measures planned
for 2025-2030 by employers. Comprehensive DEI training leads with 51% implementation,
showing a 12% increase, enhancing productivity and management of diverse talent. Targeted
recruitment and DEI goals follow closely, with the latter up 16%, indicating a focus on
measurable inclusion for competitiveness. Pay equity reviews (39%) and anti-harassment
protocols (33%) address fairness and workplace stability. Support for caregiving workers
(26%) and Employee Resource Groups (22%) foster retention and participation. Employing
DEI officers is least planned (15%), but growing. Overall, these initiatives aim to boost
workforce efficiency, reduce costs, and improve organizational performance. The details of
the regional differences in planned Diversity, Equity, and Inclusion (DEI) measures are given
in table — 7.
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S.No. Region Pay Equity Anti-Harassment Employee Resource
Reviews Protocols Groups (ERGS)
1. Northern America 42% 33% 42%
2. Latin America & 39% 54% 20%
Caribbean
3. Middle East & North | 23% 33% 18%
Africa
4, Sub-Saharan Africa & | 30-35% 25-40% 15-25%
South Asia

Source: Same as table — 6.

Regional disparities reflect differences in economic capacity, legal frameworks, and HR

infrastructure. Firms in wealthier regions invest more in strategic DEI initiatives that enhance

talent utilization and productivity. The details the focus groups for Diversity, Equity, and

Inclusion (DEI) measures are given in table — 8.

Table — 8

Focus Groups for DEI Measures

migrants/refugees

S.No. Employee Group % of Employers Economic Insight
Focusing

1. Women 76% Mobilizes the largest untapped
talent segment.

2. Workers with disabilities 56% Increases workforce
participation and economic
output.

3. Gen Z (<25) 52% Secures future talent pipelines
and innovation potential.

4. Older workers (>55) 42% Retains experienced talent to
reduce turnover COSts.

5. LGBTQI+ 33% Supports workforce inclusivity,
reducing absenteeism.

6. Disadvantaged 27% Targeted interventions to

ethnic/religious/racial groups optimize underutilized talent.

7. Low-income & 21-24% Limited focus may restrict

broader economic talent gains.

Source: Same as table — 6.

Employers mainly focus DEI on women (76%) and workers with disabilities (56%) to

boost talent and productivity. Gen Z (52%) is targeted for future innovation, while older

workers (42%) help cut turnover costs. Less focus on LGBTQI+ (33%), ethnic minorities

(27%), and low-income/migrants (21-24%) may limit economic benefits by underusing

available talent, showing varied priorities based on group size and impact.
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Planned Implementation of DEI Measures,

2025-2030
Comprehensive DEI training +51%

for managers and staff
Targeted recruitment, 48%

retention, and progression inees
DEI goals, targets, or quotas 42%
Pay equity reviews and salary au 39%
Anti-harassment protocols 33%
Support for caregiving worker 26%
Employee Resource Groups (ER 25%
Employa diversity, equity, and 15%

inclusion officer

Regional Differences in Planned DEI Measures, 2025-2030

Pay Equity  Anti-Harassment Protocols

Region Reviews

Northern America 42% 33% 42%
Latin America & Caribbean  39% 54% 20%
Middle East & North Africa  23% 33% 18%
Sub-Saharan Africa & South 30-35% 25-40% 15-25%

Focus Groups for DEl Measures

Women 76% I
Workers with disabilities 56%

Gen Z (under 25) 52% I

Oider workers (over 55) 42

LGBTOI+ 33% I
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Due to the potential financial gains from utilizing different talent pools, companies
are giving diversity, equality, and inclusion (DEI) initiatives across particular demographic
groups more importance between 2025 and 2030. Globally, 32% of employers will focus on
women, 27% on workers with disabilities, and 24% on Gen Z youth, while 21% target older
workers. Higher emphasis is seen for LGBTQI+ individuals (42%), disadvantaged
religious/ethnic/racial groups (56%), low-income backgrounds (52%), and migrants or
displaced workers (76%). Economies like Ireland, Egypt, and Tunisia consistently appear
among the top three for multiple groups, indicating targeted DEI strategies to enhance
workforce participation and economic productivity.

Wages and Skills in the 2025-2030 Labour Market

Shifts in workforce dynamics driven by technological change, demographic trends, and
economic uncertainty are influencing wage structures globally. According to the Future of
Jobs Survey, 52% of employers expect the share of revenue allocated to wages to increase
between 2025 and 2030, 41% anticipate stability, and 7% foresee a decline. Smaller firms are
more optimistic, with 57% projecting wage growth, compared to 45% of firms with 10,000
50,000 employees and 47% of those with over 50,000 employees. Globally, wage policies are
primarily shaped by two factors: workers’ productivity and performance (77% of
respondents) and competition to retain talent (71%). Sector-specific variations exist; six
industries, including Electronics, Insurance and Pensions Management, Professional Services,
Real Estate, Medical and Healthcare, and Government—prioritize talent retention over
productivity. Other factors influencing compensation include wage inequalities (33%),
government regulations and collective bargaining (32%), and cost reduction strategies (30%).

The economic value of skills and experience through wage premiums. Mean wage
premiums average 58% per level, reflecting a wide pay range in specialized roles. Gender
disparities persist, men experience a 44% median wage premium per transition, whereas
women earn only 30%, with the largest gap (39% vs. 19%) occurring at early career
transitions. Employers are increasingly prioritizing skills over formal credentials. Work
experience remains the dominant assessment tool (81%), followed by skills assessments
(48%) and psychometric testing (34%). University degrees are expected by 43% of
employers, indicating a declining emphasis on formal qualifications relative to practical
competencies. Apprenticeships (17%) and online certifications (14%) see modest usage. This
shift toward skills-based hiring can broaden talent pools, reduce potential shortages in high-
growth roles, and strengthen workforce productivity. In short, Wage growth and
compensation strategies are closely linked to productivity and talent retention, while skills-

based assessments and experience are becoming critical economic levers for enhancing
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labour market efficiency and reducing talent mismatches. The details of economic overview

of wages, skill premiums and assessment mechanisms are given in table- 9.

Table -9

Economic Overview of Wages, Skill Premiums, and Assessment Mechanisms (2025-2030)

S. Indicator

Statistic / Share of Employers (%)

Economic Inference

1. Wage Outlook

Increase: 52%, Stable: 41%,
Decrease: 7%

Majority of firms expect wage
growth as a share of revenue,
reflecting investment in
workforce and potential
productivity gains.

2. | Wage Growth

<1,000 employees: 57% expect

Smaller firms anticipate higher

inequalities: 33%; Govt
regulations/collective bargaining:
32%; Cost reduction: 30%

by Firm Size growth; 10,000-50,000: 45%; wage growth, possibly to
>50,000: 47% attract talent and boost
competitiveness.
3. | Factors Productivity & performance: 77%; Compensation is primarily
Driving Wage | Competition for talent: 71%; Wage | linked to performance and
Policies talent retention, with

regulatory and cost
considerations influencing
strategy.

4. Median Wage
Premium per
Job Zone

37% increase per level; highest gap:

48% (Job zone 3 — 4); lowest gap:
27% (Job zone 4 — 5)

Higher skills and preparation
levels significantly increase
wages, emphasizing economic
returns to training and
experience.

5. Mean Wage
Premium per
Job Zone

58% average per level; marginal
premium highest for specialized
roles

Wide pay ranges in specialized
occupations indicate market
valuation of expertise and
experience.

6. Gender Wage

Men: 44% per zone; Women: 30%

Persistent gender pay

University degrees: 43%;
Apprenticeships: 17%; Online
certificates: 14%

Premium per zone; Largest gap at early disparities reduce economic
transitions: 39% vs. 19% efficiency and labor market
equality.
7. | Skills Work experience: 81%; Skills tests: | Employers increasingly value
Assessment 48%; Psychometric tests: 34%; practical skills over formal
Mechanisms

credentials, optimizing talent
allocation and reducing
shortages in high-growth roles.

Source: World Economic Forum, Future of Jobs Survey 2024; ADP Research.

Most employers (52%) expect wage increases, especially smaller firms (57%) aiming

to attract talent. Wages rise significantly with skill level, highlighting training’s economic

value. Performance and talent competition drive pay policies. Gender wage gaps persist,

reducing efficiency. Employers favor practical skills like work experience (81%) over formal

degrees, optimizing talent use and addressing skill shortages in growing roles.
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Al Adoption Exposure and Workforce Strategies

Overall, 86% of global employers anticipate significant business transformation due
to Al and information-processing technologies by 2030, with Financial Services (97%) and
Electronics (95%) sectors facing the highest exposure. Conversely, sectors such as Energy
Technology and Utilities (72%) and Government and Public Sector (76%) expect lower Al
impact. Larger organizations are more likely to experience Al-driven transformation, as only
6% of firms with over 50,000 employees foresee low Al exposure, compared to 16% of firms
with fewer than 1,000 employees. The details of Artificial Intelligence (Al) adoption
exposure and workforce strategies are stated in table — 10.

Table - 10
Al Adoption Exposure and Workforce Strategies (2025-2030)

Indicator / Strategy Share of Economic Inference
Employers (%)

Anticipated Al transformation 86 Al expected to reshape business

globally models across industries.

Financial Services 97 Highest exposure, indicating rapid
sectoral transformation.

Electronics 95 Strong Al adoption, boosting skill
demand in tech roles.

Energy Technology & Utilities 72 Lower Al impact; slower
transformation pace.

Government & Public Sector 76 Limited Al exposure; less
immediate workforce restructuring.

Reskilling/upskilling existing 77 Core strategy to improve

workforce productivity and Al collaboration.

Hiring talent to design/enhance Al | 69 Focus on specialized skills for Al

tools development.

Hiring talent to work alongside Al | 62 Supports integration of Al into

business processes.

Reorienting business models 49

toward Al opportunities

Enables firms to capitalize on Al-
driven growth.

Transitioning employees from Al- | 47 Reduces negative social impact of
disrupted roles automation.
Downsizing where Al replicates 41 Reflects efficiency gains but

work
Source: World Economic Forum, Future of Jobs Survey 2024.

potential labor displacement.

The main obstacles to Al adoption are a lack of expertise (50%) and a lack of
management vision (43%). Other obstacles include high costs (29%), restricted customisation
(24%), complicated laws (21%), and poor customer demand (16%). In response, workforce
strategies focus on reskilling and upskilling existing employees (77%), hiring talent skilled in
Al design (69%) and Al collaboration (62%), and reorienting business models toward Al-
driven opportunities (49%). Transitioning employees from declining roles (47%) and

downsizing where Al replicates work (41%) are also significant strategies. Al job and skill
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concentration has at least doubled across industries since 2016, with Technology, Information
and Media, Financial Services, and Education leading in Al adoption, reflecting persistent
structural shifts in global labor markets.

Al Adoption Exposure and Workforce Strategies (2025-2030)

100 .
86 97% 95%
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< 8 72% 77%
2 62%
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S 41%
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Al Adoption Exposure Workforce Strategies

B Mnicipated Al transformation globally I Reskilling/upskilling existing workforce

B Financial Services I Hiring talent to design/enhance Al toois

B Electronics I Hiring talent to work alongside Al

B Energy Technology & Utilities Reorienting business models toward ovmortunity

B Government & Public Sector Downsizing workforce aines

Source: World Economic Forum, Futureb/ Ls Survey 2024.

Economic and Labour Market Trends (2025-2030): Global and Regional Insights

Global labor markets will change significantly between 2025 and 2030 as a result of
digitalization, climate change initiatives, population aging, and changing economic
conditions. Each region faces unique economic challenges and opportunities, with common
themes like skill gaps, automation, and talent shortages. In Eastern Asia and Oceania,
countries like Japan and China are affected by ageing populations and slower growth. Over
90% of Chinese employers expect Al and robotics to transform their business, and more than
50% call for more government support in reskilling. Australia expects talent shortages, with
45% of firms seeking relaxed immigration policies. South-Eastern Asia is rapidly embracing
digitalization, especially Indonesia (83%), while also facing trade restrictions. Malaysia leads
in industry co-funded reskilling (32%), and Singapore (97%) prioritizes upskilling. In Viet
Nam, 50% of employers call for immigration reform to widen the talent pool.

In Central and Southern Asia, India sees strong growth in Al and big data roles. 67%
of firms are tapping diverse talent, and 30% are dropping degree requirements. Uzbekistan,
however, lags, with only 22% of its workforce ready for upskilling in current roles. In the
Middle East and North Africa, countries like Saudi Arabia and UAE are investing in
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automation. UAE expects 43% of tasks to be handled by technology by 2030. In Tunisia,
80% of firms identify skill gaps as a top business barrier, and 86% aim to invest in training.
Sub-Saharan Africa faces a high need for reskilling, especially in Nigeria, where 87% of
employers need cyber security skills. South Africa is removing degree barriers (34%) and
focusing on inclusive hiring. Zimbabwe sees over 90% of firms planning workforce
upskilling. In Europe, digitalization and the green transition dominate. Germany leads in Al
adoption (93%), while France sees high demand for digital roles. In Greece, 82% call for
public funding to close skill gaps. Lithuania shows the highest concern, with 83% of
companies citing labour market skill gaps. Overall, across all regions, businesses are shifting
towards automation, workforce upskilling, and inclusive hiring policies. Public policy
support, especially in education, immigration, and digital access, is seen as crucial to address
the widespread talent shortage and economic transitions.
Economic Impacts and Regional Dynamics of the Global Labour Market 2025-2030

Major variables including digital technology, demographic shifts, climate action, and
regional economic disparities will impact the worldwide labor market between 2025 and
2030. These shifts will impact each region differently, shaping the future of work around the
world. In East Asia and Oceania, employers face aging populations and talent shortages—
69% in Japan and 64% region-wide cite resistance to change as key barriers. Over 90% of
Chinese firms expect Al and robotics to transform operations, while 76% of companies in
Hong Kong SAR plan to augment work with technology, projecting 43% of tasks to be
automated by 2030. Australia anticipates both green and digital transitions, with 45% seeking
immigration reforms to attract global talent and 49% planning cross-border remote work. In
South-East Asia, 96% of employers emphasize upskilling and 86% hiring for new skills.
Indonesia and Malaysia expect digitalization and trade restrictions to drive transformation,
while 79% of Malaysian firms highlight digital access as a key enabler. In the Philippines,
68% of workers will require reskilling, and in Singapore, 97% of employers plan to upskill
staff amid rising trade fragmentation.

Across Central and Southern Asia, India leads in Al and robotics adoption, with

35% expecting semiconductor and computing advances to impact operations. Skill-based
hiring and diverse talent sourcing are top strategies. Kazakhstan and Uzbekistan stress the
urgency of reskilling, with only 22% of Uzbek workers currently positioned to upskill in-role.
In the Middle East and North Africa, 46% of employers foresee improved talent availability.
The UAE and Saudi Arabia expect over 40% of work tasks to be automated by 2030,
emphasizing Al and cyber security skills. Tunisia (80%) and Egypt (55%) prioritize

upskilling to address disruption. Sub-Saharan Africa faces acute skills gaps—64% cite social
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issues as key concerns. The details of regional labour market trends and workforce strategies

are given in table — 11.

Table-11
Regional Labour Market Trends and Workforce Strategies (2025-2030)
Region / Key Trends Top Employer Statistical Highlights
Economy (2025-2030) Priorities /
Strategies
Eastern Aging Automation, Al 64% cite resistance to change;
Asia & populations, adoption, diverse 90% of Chinese firms expect Al
Oceania slower growth, hiring, immigration & robotics transformation; 43%
digital & green reform of tasks automated in Hong Kong
transitions SAR; 45% of Australian firms
seek immigration reforms
South- Digitalization, Upskilling (96%), 83% of Indonesian firms expect
Eastern trade restrictions, | hiring with new skills | digitalization impact; 79% of
Asia climate adaptation | (86%), job transitions | Malaysian employers emphasize
digital access; 68% of Filipino
workers need reskilling; 97% of
Singaporean firms prioritize
upskilling
Central & | Geopolitical Al & robotics 35% of Indian firms expect
Southern | tensions, investment, skills- semiconductor tech impact; 67%
Asia technological based hiring, plan to tap diverse talent; only
adoption, digital workforce reskilling | 22% of Uzbek workers can
access upskill in current roles
Middle Digitalization, Upskilling, Al and 46% expect better talent
East & automation, cybersecurity, DEI availability; 45% of tasks
North climate efforts initiatives automated in Saudi Arabia; 87%
Africa of UAE firms emphasize tech
literacy; 80% of Tunisian firms
identify skills gaps
Sub- Labour & social Reskilling, 64% cite social issues; 87% of
Saharan focus, digital Al/cybersecurity, DEI | Nigerian firms need
Africa access, rising costs | and education system | cybersecurity skills; 90% of
reforms Zimbabwean firms plan
upskilling; 34% of South African
firms to remove degree
requirements
Europe Digitalization, Automation, 54% foresee worsening talent
climate action, reskilling, hybrid shortages; 93% of German and
cost of living work, climate 71% of French firms embrace
adaptation Al; 75% of Belgian firms
prioritize environmental skills;
85% of Italian firms upskill
workforce

Source: World Economic Forum — The Future of Jobs Report 2025, Section 5.1: Regional and Economy Insights

(https://www.weforum.org/publications/the-future-of-jobs-report-2025/future-of-jobs-data-explorer-2025).
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Nigeria and Zimbabwe lead in cyber security and Al demand, while South Africa
pushes degree-free hiring (34%) to widen access. In Europe, 54% of employers expect
worsening talent shortages. Germany (93%) and France (71%) foresee Al-led transformation,
while Italy (70%) and Belgium (75%) highlight climate adaptation as a major driver of
change. Across the continent, automation, reskilling, and workforce diversity emerge as core
adaptation strategies.

Economic Dynamics of Global Workforce Transformation and Talent Strategies (2025-2030)

Major talent shortages are predicted to affect a number of European and American labour
markets between 2025 and 2030; automation, upskilling, and diversity initiatives are
emerging as important remedies. In the Netherlands, 56% of firms anticipate hiring
difficulties and only 15% expect talent availability to improve. Consequently, 86% plan to
accelerate automation — a higher rate than the global average — while 83% intend to upskill
their workforce and 71% aim to recruit talent with new skills. Diversity, equity, and inclusion
(DEI) are also key, with 64% of companies setting DEI goals. Norway’s employers foresee
the green and digital transitions reshaping business models. Skills such as Al, big data,
resilience, and adaptability are gaining value, while 74% recognize public funding as
essential for reskilling. In Poland, 65% of companies expect hiring challenges due to an
ageing workforce. Digital access and Al are driving skill shifts, and firms plan to improve
employee well-being and expand hybrid work options.

Portugal expects 71% of its workforce to require training by 2030, higher than the
global average (58%). Employers are prioritizing leadership, curiosity, and mentoring skills,
with 87% anticipating improved talent retention through reskilling and 73% planning role
transitions. In Romania, 76% cite skill gaps as barriers to transformation. To counteract this,
94% plan to invest in upskilling and 79% in hiring talent with new skills. Similarly, Serbia
faces skills shortages, with two-thirds identifying them as barriers; 67% support flexible
hiring policies. Spain, Sweden, and Switzerland all expect digitalization and demographic
shifts to transform their workforces. Spanish employers (77%) are improving career
progression, while 96% of Swiss firms anticipate Al-driven transformation and focus on
workplace flexibility. In Turkey, 44% of skills are expected to be disrupted by 2030, with
demand growing for Al, robotics, and renewable energy expertise. Across North America,
67% of the workforce will require reskilling. In Canada and the U.S., over 90% of firms
foresee Al reshaping operations, prompting investment in digital skills and flexible hiring. In
Latin America, 80% of firms expect better talent development. Brazil leads with 90%

planning workforce upskilling, emphasizing both technical and human skills like empathy
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and adaptability. The details of global workforce transformation and talent strategies are
stated in table — 12.

Table - 12
Global Workforce Transformation and Talent Strategies (2025-2030)
Country/Region Key Trends Main Strategic Statistical Highlights
(2025-2030) Challenges Responses by
Employers
Netherlands Talent Hiring Accelerating 56% expect hiring
shortages, difficulties, automation, issues; 86% plan
automation limited talent | upskilling, DEI | automation; 83%
availability initiatives upskilling; 64%
DEI goals
Norway Green & digital | Skill demand | Public funding 74% see benefit in
transitions shifts for reskilling, public funding for
focus on reskilling
resilience and
agility
Poland Broadening Ageing Promote well- 65% foresee hiring
digital access workforce, being, hybrid issues; 52% cite
hiring work ageing workforce
challenges
Portugal Workforce Skills gaps Upskilling, 71% workforce
transformation talent needs training; 87%
via training management, expect better
leadership retention
development
Romania Digitalization, Skills gaps, Upskilling, 94% plan
regulation shifts | talent automation, upskilling; 79%
attraction hiring new skills | hiring new skills
Serbia Rising cost of Skills Flexible hiring 67% favor flexible
living, shortages and wage hiring; 50% support
digitalization policies wage subsidies
Spain Digitalization, Skill gaps, Promotion 77% to improve
climate focus regulatory enhancement, promotion
barriers remote work, processes; 65%
flexibility public reskilling
funding
Sweden Demographic Shrinking Reskilling, Only 5% expect
shifts, workforce hybrid work, hiring conditions to
digitalization progression improve
programs
Switzerland Continuous Talent Automation, 96% expect Al
digitalization retention workplace transformation;
flexibility, cross- | 36% expect
border hiring retention to worsen
Tarkiye Digital and Skill Al, robotics, 44% of skills
energy disruption renewable disrupted by 2030
technologies energy training (vs 39% globally)
North America | Tech advances, | Talent DEI, reskilling, | 67% workforce
demographic shortages flexible supply needs upskilling by
shifts chains 2030
Canada Al, robotics, Evolving job | Upskilling, 97% expect Al to
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climate roles talent transform
initiatives progression operations

United States Tech and Job Government 94% expect Al
climate automation reskilling, impact; 55% cite
adaptation flexible hiring climate adaptation

Latin America Digitalization, Skills gaps, Upskilling, 84% plan

& Caribbean social focus outdated automation, new | upskilling; 81%

regulations skill hiring automation

Brazil Digital Skills gaps Upskilling, focus | ~90% plan

transformation on empathy & upskilling; 60%
adaptability emphasize empathy
& flexibility
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Source: World Economic Forum, Future of Jobs Report (2025-2030)

Global Workforce Strategies (2025-2030) by Country/Region
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The graphical representation of Global Workforce Strategies (2025-2030), showing
how different countries emphasize up skilling, automation, and diversity, equity & inclusion
(DEI) initiatives as part of their workforce strategies.

Economic Shifts in Colombia and Mexico Labour Markets (2025-2030)

Major labour market changes are anticipated in Colombia and Mexico between 2025
and 2030 as a result of social priorities, digital expansion, and climate change action.
The primary obstacle to change in Colombia, according to 65% of employers, is a lack of
skills, while 61% point to antiquated laws. Despite these obstacles, 47% of respondents
anticipate that talent availability would increase by 2030, above the global average.
Businesses intend to improve career advancement and employee well-being in order to
increase talent retention. In Mexico, Al and robotics will drive big changes. About 95% of
companies expect Al to change how they work in the next five years, and 63% plan to use
more robots. Around 82% want to automate more tasks, especially in fast-growing jobs like

Information Security Analysts and Big Data Specialists. More than half (53%) expect to keep
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their employees longer, higher than the global average of 44%. Employers will focus on skills

like Al, big data, creativity, adaptability (73%), and sustainability (69%).

Globally, the World Economic Forum’s 2024 Future of Jobs Survey shows 19 out of

22 industries see skills shortages as their biggest problem. Different industries face different

challenges: government and healthcare struggle with resistance to change, while real estate

finds attracting talent hard. Over 80% of industries plan to focus on upskilling, especially oil

and gas and telecommunications, both at 96%. Different industries use technology in

different ways: for example, electronics focuses more on automation (87%), while healthcare

and agriculture prefer teamwork between people and technology. The most important future

skills are analytical and creative thinking, resilience, tech knowledge, and Al and big data

skills. Overall, by 2030, Latin America’s job market will be shaped by technology, climate

change, and a focus on people. Companies that invest in reskilling, employee well-being, and

inclusive practices will likely be more productive, sustainable, and better at keeping talent.

The details of labour market transformation in Colombia and Mexico are stated in table — 13.

Table - 13

Labour Market Transformation in Colombia and Mexico (2025-2030): Skills, Technology, and

Workforce Strategies

Country / Key Drivers of Main Barriers Expected Skills & Strategies
Focus Change (2025- Identified Workforce Trends Prioritized
Area 2030)

Colombia | - Broadening - 65% identify - 47% expect talent | - Focus on

digital access- skills gaps as availability to employee health
Increased efforts | key barrier- 61% | improve by 2030 and well-being-
to reduce carbon | cite outdated or | (above global Enhance career
emissions- inflexible average) progression to
Greater focus on | regulations improve retention
labour and social
issues
Mexico - Expansion of - Adapting to - 95% expect Al - High demand for
digitalization and | automation and | tools to transform | Al and Big Data
Al adoption- technology operations within skills- Rising
Climate change | integration five years- 63% importance of
mitigation efforts | challenges anticipate greater creative thinking,
use of robotics- resilience,
82% plan to flexibility, and
accelerate environmental
automation of stewardship (73%
tasks- 53% foresee | and 69% of firms)
improved talent
retention (vs. 44%
globally)

Global - Technological | -19 of 22 - Over 80% of - Key future skills:

Context transformation industries cite industries prioritize | Analytical &

(Industry | and climate skills shortages | upskilling (Oil & | creative thinking,

Insights) | adaptation as main Gas and Telecom: | Al & Big Data,
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challenge- Some | 96%)- Industries technological

sectors face vary in focus literacy,
resistance to between resilience, and
change automation and adaptability
(government, augmentation

healthcare)-

Others face
talent attraction
issues (real
estate)

Source: World Economic Forum, Future of Jobs Survey 2024

Technology, sustainability, and social priorities are expected to drive major workforce
changes in Colombia and Mexico by 2030. Firms are investing in upskilling, employee well-
being, and inclusive workforce strategies to remain competitive. While skills gaps and outdated
regulations remain challenges, optimism about future talent availability and technological adoption

positions both countries for steady transformation.

Labour Market Transformation Indicators (2025-2030): Colombia vs Mexico

slations (%)
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The graphical comparison of labour market transformation indicators (2025-2030)
for Colombia and Mexico. It visualizes key factors such as skills gaps, regulatory challenges,
Al and robotics adoption, automation plans, and expected talent improvements, showing
Mexico’s stronger focus on technology adoption and Colombia’s emphasis on skills and
regulation reform.

The Future of Jobs 2025-2030: Building a Skilled and Inclusive Workforce for a Changing
World

Globally, there will be substantial changes in employment. There will be a net gain of
78 million jobs worldwide, or around 22% of current employment, with 170 million new jobs
created and 92 million jobs destroyed. Despite this optimistic view, skills deficiencies

continue to be a significant obstacle, ranking as the top transformational hurdle according to
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63% of companies.

inclusive workforce for a changing world are presented in table — 14.
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The details of the future of jobs with reference to building a skilled and

Table - 14
Future of Jobs 2025-2030: Building a Skilled and Inclusive Workforce for a Changing World
Category Key Insights & Statistics Inferences / Implications Source
Global 22% of current jobs will | Positive net job growth, | World
gmtil)'oime”t change by 2030; 170 |though large-scale | Economic
utioo million new jobs created; 92 | transitions expected | Forum, Future
million jobs lost; net gain of | across industries. of Jobs Report
78 million. 2025
Skills _ 39% of workers’ core skills | Skill  change slowing | WEF, Skills
Transformation projected to change by 2030 | slightly, but continuous | Outlook 2025
(down from 44% in 2023). | learning remains
essential.
Skills Gaps 63% of employers cite skills | Highlights urgent need | WEF, Future
gaps as the main barrier to | for large-scale reskilling | of Jobs Survey
business transformation. and upskilling initiatives. | 2025
Workforce 85% of employers plan to | Companies are shifting | WEF, Future
Development prioritize upskilling; 70% | towards skills-based | of Jobs Report
Plans plan to hire for new skills; | hiring and  employee | 2025
50% plan internal job | adaptability.
transitions.
Diversity, Equity | 83% of companies have | Growing focus on | WEF, Future
& Inclusion (DEI) | active DEI strategies (up | inclusive and equitable | of Jobs Report
from 67% in 2023). workplaces. 2025
Policy =~ & |59% of workers need | Governments, businesses, | WEF, Future
Collaboration training: 29% can upskill, | and  educators  must | of Jobs Report
Needs 19% can be redeployed, | collaborate for effective | 2025
11% lack sufficient | job transitions.
retraining access.
Global  Impact | World Economic Forum’s | Multistakeholder WEF, Human
Initiatives Reskilling Revolution and | partnerships are essential | Capital
Jobs Initiative aim to|to ensure inclusive, | Initiatives 2025
prepare workers for future | future-ready workforces.
needs.

Source: World Economic Forum (2025). The Future of Jobs Report 2025. Geneva:

Forum.

U https://www.weforum.org/publications/the-future-of-jobs-report-2025.

World Economic

Over 39% of workers' core skills are expected to have changed by 2030, suggesting a

slower pace of skill obsolescence than in the past. To address these challenges, 85% of

companies plan to invest in upskilling, 70% aim to recruit for new skill areas, and 50% will

focus on internal role transitions.

diversity, equity, and inclusion (DEI) initiatives.

recognition of the need for proactive workforce strategies.
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Additionally, 83% of organizations are strengthening

These actions indicate a growing
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THE FUTURE OF JOBS 2025-2030

BUILDING A SKILLED AND INCLUSIVE WORKFORCE FOR A CHANGING WORLD

NET JOB SKILLS
5, GROWTH DISRUPTION
[ ] [ ] o
+78 million ~39%
jobs globally of core skills will change

7TUnilion created, 92 million displaced

A  SKILLS EMPLOYER
4 A GAP = STRATEGIES
63% 85% 70% 50%
of employers see it as upskill hire new internal
main barrier skills transitions

Overall, the report suggests a net-positive employment future, where technology
and automation create more opportunities than they eliminate. However, it emphasizes that
success depends on reskilling, adaptability, and collaboration among businesses,
governments, and educators. The World Economic Forum’s Reskilling Revolution and Jobs
Initiative play key roles in building a future-ready, inclusive workforce equipped to navigate
the changing world of work.

Labour Market Transformation in India and Tamil Nadu (2025-2030) with reference to Skills,
Technology, and Workforce Strategies

India’s labour market is going through a major transformation driven by technology,
digitalization, and changing skill demands. Between 2017-18 and 2023-24, the number of
employed people in India rose from about 47.5 crore to 64.3 crore, showing strong job
growth in sectors such as manufacturing, services, and construction. This increase reflects
India’s growing economy and its shift toward knowledge-based industries. A key challenge
in this transformation is the growing skill gap. According to the World Economic Forum’s
Future of Jobs Report (2025), about 63% of employers believe skill shortages are the biggest
barrier to business transformation. Around 86% of companies expect artificial intelligence
(Al) and other technologies to change how they operate by 2030. This means millions of
workers will need upskilling and reskilling to stay relevant. The Indian government has
launched several skill development programmes such as the Pradhan Mantri Kaushal Vikas
Yojana (PMKVY) and the National Apprenticeship Promotion Scheme (NAPS). However,
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progress is still slow. As of mid-2024, only 7.46 lakh apprentices were formally registered for
training, which is very small compared to the demand. To close this gap, training systems
must expand, especially for rural youth, women, and low-income groups. Technology is
reshaping industries across India and Tamil Nadu. The rise of automation, Al, robotics, and
data analytics is creating both new opportunities and new challenges. Research shows that
around 7% of jobs in India are at high risk of automation by 2030, particularly in routine or
manual sectors. At the same time, new jobs are emerging in Al development, data analysis,
cloud computing, cybersecurity, and green energy.

In Tamil Nadu, the economy is diverse and industrially strong. The automobile,
textile, information technology, and renewable energy sectors are adopting digital and
automated systems at a fast rate. This requires workers with not just technical know-how but
also critical thinking, creativity, and problem-solving skills. Tamil Nadu’s urban workforce
remains dominated by services (around 54.6% of urban employment), followed by
manufacturing and construction. These areas will see both job shifts and skill upgrades in the
coming years. Employers and policymakers are implementing various workforce strategies
for 2025-2030, including: reskilling and upskilling employees for new technologies, hiring
talent in emerging fields like Al and data science, reorienting workforce skills for
productivity, and adopting flexible work models, such as gig and remote options. Success
relies on public-private partnerships and government funding for reskilling initiatives.
Between 2025 and 2030, both India and Tamil Nadu will see deep changes in their labour
markets. New technologies will redefine jobs, but with strong skill development, inclusion,
and innovation, these shifts can lead to more opportunities and higher productivity. Building
a future-ready, adaptable, and digitally skilled workforce will be key to sustainable growth
and social progress in the next decade. The details of the Key Labour Market Statistics (India
and Tamil Nadu, 2025-2030) are given in table -15.

Table - 15
Key Labour Market Statistics (India and Tamil Nadu, 2025-2030)

Indicator Data / Value Source / Reference
Employment Growth (2017-18to | 47.5 crore — | Periodic Labour Force Survey (PLFS)
2023-24) 64.3 crore
Employers citing skill gaps as top | 63% World Economic Forum, Future of
barrier Jobs Report 2025
Employers expecting Al-driven 86% World Economic Forum, Future of
transformation Jobs Report 2025
Workers at high risk of automation | ~7% World Bank / ILO estimates
Registered apprentices in training | 7.46 lakh Ministry of Skill Development and
(2024) Entrepreneurship, 2024
Urban employment in services 54.6% Government of Tamil Nadu Economic
(Tamil Nadu, 2023-24) Review, 2024
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Key Labour Market Indicators (India, 2025-2030)

80

Percentage / Share (%)

20F

Skill Gaps Al Transformation  Automation Risk Apprentices in Training

The data indicates that Al transformation is the most significant labor market concern
in India from 2025-2030, with the highest share percentage. Skill gaps also constitute a
substantial portion, highlighting the need for upskilling. Automation risk and apprenticeships
in training have comparatively lower shares, suggesting they are less critical concerns.
Overall, the focus should be on addressing skill gaps and Al-driven changes to mitigate
future labor market disruptions and ensure workforce readiness. Preparing for Al integration
and closing skill gaps will be essential strategies for India's labor market stability and growth
during this period. Proactive policy measures and investment in education will be vital to
adapt to technological advancements. Strengthening training programs can help workers
transition smoothly and maintain economic resilience.

650 Employment Growth in India (2017-2024)
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The data shows a consistent increase in employment in India from 2017-2024, with

employment rising each year. The growth is steady, indicating a positive economic trend.
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Notably, there is a slight dip in employment in 2020-21, likely due to the pandemic's impact.
Overall, the upward trend suggests improving employment opportunities and economic
recovery. If this growth continues, India will experience significant employment expansion,
which can boost economic stability and improve living standards. However, the temporary
dip highlights the importance of resilience planning for future disruptions. To sustain this
positive trend, policymakers should focus on creating more job opportunities and enhancing
skill development programs. Additionally, implementing robust measures to mitigate future

economic shocks will ensure continued growth and stability.

Sectoral Employment in Tamil Nadu (2023-24)

Agriculture

Construction

Services

27.0%

Manufacturing

The data indicates that the services sector dominates employment in Tamil Nadu,
accounting for 54.6%, highlighting its importance to the economy. Manufacturing also plays
a significant role with 27%, while construction and agriculture contribute smaller shares of
12% and 6.4%, respectively. This distribution suggests a diversified economy with a strong
focus on services and manufacturing industries. The high percentage in services reflects the
growth of sectors like IT, finance, and hospitality. To promote balanced growth, policies
should encourage development in agriculture and construction sectors, ensuring employment
opportunities across all sectors.

The data shows that reskilling and upskilling are the top workforce strategy, with over
60% of employers supporting it, indicating its importance for future workforce development.
Hiring for new tech roles and workforce reorientation follow closely, suggesting a focus on
technological advancement and adaptability. Flexible work models have the least support,
implying less emphasis on remote or flexible arrangements. Overall, the emphasis on
reskilling and hiring for new tech roles reflects a priority on technological growth and

employee skill enhancement to meet future industry demands.
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Workforce Strategies (2025-2030)
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The Future of Jobs 2025-2030: Developing a Skilled and Inclusive Workforce in India and
Tamil Nadu

India and Tamil Nadu stand at a turning point for jobs between 2025 and 2030. Rapid
automation and Al mean about 39% of the skills people use today could become outdated by
2030, so many workers must learn new skills soon (WEF). At the same time, employers in
India are struggling to find talent, nearly 4 in 5 employers report difficulty hiring the skilled
people they need in 2025 showing an urgent demand for trained workers rather than a lack of
jobs. India also faces a measured shortfall: national reports estimate tens of millions of
skilled-worker gaps across IT, healthcare, green jobs and manufacturing. In Tamil Nadu
specifically, government skill-assessment studies warned of up to a 48% shortfall in required
skilled labour in priority sectors if rapid training did not follow earlier plans; yet the state is
also expanding industry, industrial employment grew by about 5.9% to 1.95 crore workers in
Fiscal Year 2023-24 so jobs exist, but the right skills are missing. To turn this challenge into
an opportunity, India and Tamil Nadu should scale focused upskilling and reskilling
(technical plus human skills such as creativity and adaptability), strengthen links between
colleges and employers, and expand inclusive access so women, rural youth and
disadvantaged groups can enter high-growth fields. Evidence shows employers value both
digital skills (Al, data, cyber security) and soft skills; aligning curricula and short vocational
programs with industry needs raises hire ability quickly. Public policy must support this with
funding, local training hubs and incentives for firms that train workers. If action is taken now,
the region can fill rising demand for tech, manufacturing and healthcare roles, boosting
productivity, increasing wages and making job growth both broad and fair between 2025 and
2030.
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Selected indicators: Skills, shortages and industrial growth
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The bar chart above visualizes four key indicators cited in the paragraph—(1)
employer difficulty finding talent in India (2025), (2) share of skills likely to be outdated by
2030 (WEF), (3) Tamil Nadu’s projected skilled shortage (by 2025), and (4) industrial
employment growth in Tamil Nadu (FY23-24). Sources: World Economic Forum Future of
Jobs Report 2025; ManpowerGroup Global Talent Shortage 2025; Tamil Nadu Skill Gap
Assessment (TNSDC, 2019); Annual Survey of Industries (ASI) FY2023-24. Between 2025
and 2030, India and Tamil Nadu face a widening skill gap amid rapid technological change.
Nearly 40% of existing skills risk becoming obsolete, while employers struggle to find
qualified workers. Tamil Nadu’s 48% projected skilled workforce shortage highlights an
urgent need for targeted training. Industrial growth is strong, but without upskilling, job
mismatches will persist. Building an inclusive, future-ready workforce through education—
industry collaboration, digital skill training, and women and youth participation is essential.
Proactive skill development policies can transform this challenge into an opportunity for
sustainable and equitable economic growth.

Labour Market Transformation in Vellore District (2020-2030): Skills, Technology, and
Workforce Strategies

Labour market in Vellore District is changing fast between 2020 and 2030, driven by
technology, shifting industry mix, and focused skill programs. Vellore’s economy has long
relied on leather, textiles, and small- and medium-sized manufacturing units, with district
data showing over 1.68 million workers recorded in the 2011 census and a large rural
workforce still connected to agriculture and allied activities. Over the last five years the
share of agricultural employment across Tamil Nadu and by extension many parts of
Vellore’s rural belt has been falling as workers move into non-farm jobs in manufacturing
and services; recent surveys find a notable drop in agriculture’s share and a steady rise in

non-farm employment. Manufacturing and industrial clusters in and around Ranipet, Ambur
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and Vaniyambadi (leather, auto components, precision engineering) continue to absorb
labour, supported by SIDCO/SIPCOT estates and new electronics and engineering units that
create demand for semi-skilled and skilled technicians. At the same time, labour force
participation nationally has shown pressure, India’s LFPR fell to roughly 39-40% in recent
PLFS/CMIE reporting years, which highlights the need to convert available training into
actual jobs, especially for women and youth. The skills and technology story is twofold: first,
employers increasingly seek digital, automation, and technical skills for shop-floor
automation, quality control, and basic electronics assembly; second, service and IT roles
(including small IT firms and business services tied to local universities) are creating entry
points for graduates. To meet this, national and state upskilling schemes PMKVY at the
central level and Tamil Nadu’s Naan Mudhalvan education-upskilling initiatives have
expanded training centres and placement support in districts, including Vellore, though
placement rates nationally indicate a gap between training and sustained employment.

Policy and firm strategies that will shape Vellore’s labour market to 2030 include
such as aligning vocational courses with local industry needs (leather tech, auto components,
electronics assembly), boosting women’s labour force access through targeted outreach and
flexible training, incentivizing MSMEs to adopt low-cost automation while retaining jobs
through upskilling, and strengthening placement linkages so that PMKVY/Naan Mudhalvan
trainees enter stable work. If these steps are followed, Vellore can shift from an agriculture-
dependent profile to a more skilled, diversified labour market that benefits workers and firms

alike.

Labour Market Transformation in Vellore District (2020-2030)
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The chart showing the Labour Market Transformation in Vellore District (2020-2030)
with sector-wise employment share trends. The details of the Labour market transformation

in Vellore District (2020—2030) with economic inferences are given in table — 16.
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Labour market transformation in Vellore District (2020—2030) with economic inferences

Census), large
rural/agricultural

services; rural workers
migrating to non-farm

Aspect Current/Recent Trends/Drivers Economic Implications
Status (2020-2025) (2020-2030) / Inferences
Workforce Size | ~1.68 million Shift from agriculture | Diversification
& Composition | workers (2011 to manufacturing & increases district GDP

contribution beyond
agriculture; reduces

Manufacturing

Ambur,

electronics, auto

workforce jobs rural underemployment
Agricultural Significant but Steady fall in share as | Declining farm
Employment declining workers move to non- | dependency may boost
farm sectors productivity in
remaining agriculture
and reduce rural poverty
Industrial & Leather (Ranipet, Expansion of Growth in industrial

output, job creation in

Requirements

skills, low digital
literacy

digital, automation,
electronics, and
technical skills

Clusters Vaniyambadi), components, precision | semi-skilled & skilled
textiles, small and engineering units; roles; attraction of
medium industries SIDCO/SIPCOT private investments

support

Service & IT Emerging Growth in entry-level | Increases employability

Roles IT/business services | IT and service jobs for | and wages for
linked to universities | graduates graduates; enhances

local human capital
utilization

Skill Basic technical High demand for Mismatch risk if

training does not align
with industry needs;
opportunity for
upskilling programs to
fill gaps

Upskilling
Programs

PMKVY, Naan
Mudhalvan;
moderate placement
success

Expansion of training
centres, improved
placement linkages

Enhances productivity;
supports inclusive
employment (women &
youth); reduces
structural
unemployment

Labour Force
Participation

India LFPR ~39-
40%; pressure on
participation

Targeted interventions
to increase female &
youth employment

Economic growth
potential if latent labour
is absorbed; reduces
gender inequality in
workforce

Strategies

Policy & Firm

Limited coordination
between training &
employment

Align vocational
courses with local
industry; MSME
automation with job
retention; placement
support

Sustained employment
growth, improved
income distribution, and
stronger SME sector
performance

Note: The table on labour market transformation in Vellore District (2020-2030) is sourced
from the ""Vellore District Factbook 2024," which provides detailed statistical and economic data on the

district's workforce, sectoral employment, and economic indicators.

Volume 25, Issue 10, 2025 PAGE NO: 158



Journal For Basic Sciences ISSN NO : 1006-8341

Labour Market Transformation, Vellore District

Employment Trends Skill Demand

Employment
Employment

2020 2030 2020 2030

I Agriculture [ Manufacturing Basic | Digital /technical

The Future of Jobs 2025-2030: Developing a Skilled and Inclusive Workforce in Vellore District
of Tamil Nadu

The employment environment of Tamil Nadu's Vellore District is expected to undergo
substantial changes between 2025 and 2030 as a result of strategic investments, skill-
development programs, and infrastructure improvements. The district's economy is anchored
in agriculture and industry, with a per capita income of 32,13,484 in 2022-23. The Labour
Force Participation Rate stands at 54.66%, indicating a substantial working-age population.
However, challenges persist, notably a 33% unemployment rate among formally trained
youth. To address these challenges, the Tamil Nadu government has implemented the "Naan
Mudhalvan™ program, focusing on skill development and entrepreneurship. Additionally, the
Tamil Nadu Skill Development Corporation (TNSDC) offers over 600 courses across 40+
sectors, collaborating with more than 450 training partners. In Vellore, institutions like
Livewire and Career Point Institute provide specialized training in IT and industrial
automation. The district's educational infrastructure is expanding, with the establishment of a
new government arts and science college in K.V. Kuppam, Vellore, offering 1,120 seats in its
first year. This initiative aims to enhance access to higher education in rural areas.

Employment opportunities are also on the rise, with over 100 job vacancies listed in
Vellore District, spanning various sectors such as healthcare, education, and administration.
Furthermore, the government's recruitment drives, including positions in public health and

administrative services, are contributing to job creation. In short, Vellore District is actively
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fostering a skilled and inclusive workforce through targeted skill development programs,
educational enhancements, and employment initiatives. These efforts are expected to
significantly reduce unemployment rates and bolster the district's economic growth by 2030.
The details of the future of jobs in Vellore District (2025-2030) with reference to developing
a skilled and inclusive workforce are given in table — 17.

Table - 17
The Future of Jobs in Vellore District (2025-2030): Developing a Skilled and Inclusive
Workforce
Aspect Current Status / Trends / Initiatives (2025- | Economic Implications
Data (2022-2025) 2030)
Population & Labour Force Focus on inclusive Increased employability
Workforce Participation Rate: workforce development and | and reduced skill gaps
54.66%; large rural youth skill programs. among youth.
and working-age
population.
Unemployment | 33% of formally Naan Mudhalvan program Reduced youth
trained youth and TNSDC skill unemployment, improved
unemployed. development courses across | productivity, and
40+ sectors. entrepreneurial
opportunities.
Education & Limited higher New government arts and Improved skill base and
Training education access in science college in K.V. higher education access,
rural areas. Kuppam, Vellore (1,120 leading to higher
seats); local institutes employability and
provide IT & industrial regional development.
automation training.
Employment Over 100 job Government recruitment Job creation, income
Opportunities vacancies in drives in public health, growth, and strengthened
healthcare, education, | administrative services. local economy.
and administration.
Overall Per capita income: Focused skill programs, Economic growth,
Economic 32,13,484., education expansion, and reduced unemployment,
Outlook employment initiatives. and development of a
skilled and inclusive
workforce.
Sources: IndiaStat Publications, ResearchGate, Times of India, TNSDC, Livewire India, Indeed, Vellore
District Official Website
The data indicates that the Vellore district plans to shift towards an inclusive, skill-
based workforce from 2025 to 2030. Currently, the district has a high youth participation rate
(54.66%) and a significant unemployment rate (33%) among formally trained youth. Limited
access to higher education in rural areas and over 100 job vacancies in healthcare, education,
and administration highlight existing gaps. Future trends emphasize youth skill development,
government recruitment, and expanded employment programs, aiming to reduce youth
unemployment and improve productivity. The economic implications suggest increased
employment, a higher per capita income (32,13,484), and regional development, fostering
economic growth. In conclusion, strategic investments in education and skill programs are
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expected to create a more inclusive, skilled workforce, reducing unemployment and

increasing economic prosperity in the district.

The Future of Jobs in Vellore District (2025-2030):
Developing a Skilled and Inclusive Workforce

Current Status / Data
A
=pect (2022-2025)
Population & Labour Force Focus on inclusive Increased employability
Wp f Participation Rate:54 66; | workforce development | and reduced skill gaps
qrxrorce large rural and working- | and youth skill programs | among youth
age population
Naan Mudhalvan Reduced youth
Unemployment 33% of formally trained program and TNSDC* unemployment, improved
youth unemployed skill development productivity and
courses across 4 sectors | entrepreneurial opportunities
Education & L'mlted.h'ghe'i edfcation Improved skill base
Training e e Government recruitment | ang higher educationa
Oroei00Ton ) drives in Pl:lbhc pealth access, leading to
ver 190 JOb vacancies |- and administrative serv- | higher employability
Employment in healthcare, education, ices .
o N ; and regional development
0pportun|t|es and administration S
Focused skill programs, | Economic growth,
Overall Economic | Per capitaincome education expansion reduced unemployment
Outlook £213,484 employment initiatives onmclientomoaryine
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Conclusion

This comprehensive study shows that the global economy is changing rapidly due to
technology, digitalization, and environmental concerns. Countries and regions face different
challenges, such as skill shortages, aging populations, and the need for sustainable growth.
To meet these challenges, governments, businesses, and educational institutions must work
together. Investing in skill development, especially through reskilling and upskilling
programs, is very important. These efforts help workers adapt to new technologies like Al
and automation. Inclusive practices, such as diversity and equal opportunities, also play a key
role in creating a resilient and productive workforce. Public policies that support flexible
labor laws, better education, and immigration reforms can increase talent availability.

Additionally, organizations are adopting strategies like offering higher wages,
promoting well-being, and encouraging diversity to attract and keep skilled workers. The
future workforce will need to be adaptable, innovative, and inclusive to sustain economic
growth. Regions that focus on developing human capital and embracing technological
changes will be better prepared for upcoming economic shifts. In conclusion, building a
skilled, inclusive, and flexible workforce is essential for achieving sustainable development

and competitiveness in the interconnected world of tomorrow. Strategic planning and
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continuous investment in people will help countries and regions thrive amidst ongoing global
changes.
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