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Science pioneer Edsgar W. Dijkstra once compared the question whether a computer has the ability to “think” to whether a submarine is able to “swim”. Artificial intelligence was a phrase used by a computer scientist named John McCarthy in 1965 when discussing whether machines have the ability to be intelligent and has since become the term to describe technology that can carry out reasoning processes or tasks that are linked with intelligence that is seen in human beings (Bruun, 2018). Since the introduction of Artificial intelligence there has been much speculation on how far these new systems will go and what jobs in the economy are going to be affected by the introduction of AI. It is clear to see the benefits from a business perspective such as competitive advantage and the reduce costs however there is an evident overcloud of worry for those who work in roles that are in line for possible replacement (Forbes, 2019).

This essay will look at how the Human resource department will fit into the impending changes that artificial intelligence will pose on the modern workforce and how HR will need to adapt to keep up with the movement. Furthermore, it will look at mega trends that are pushing the change in demographics, technology and globalisation for example. VUCA will also be a reoccurring theme throughout this essay, it stands for Volatile, Complex, Uncertain, Ambiguous. Many organisations are now incorporating this acronym to make sense of the ever-changing encounters which are brought on through issues such as society, the economy and the environment (Impact International, 2012). 

The economy and workforces have been rapidly evolving for a few years, this wave of new technology is already in force and is not an entirely new notion, in addition to this with the ever-changing environment there is increasing speculation and doubts among workforces of what these changes will mean for them. Ultimately Artificial intelligence will offer both benefits and drawbacks as it revolutionises the economy and modern workplace, the movement will effectively get rid of traditional job roles that will be more cost effective to be automated but in turn provide a new range of job positions for society, it is anticipated that people will just be expected to work in a different way (Parker, 2018). New ways of working that have been influenced through the technological revolution is through on call work, agency work and going self-employed for example. Furthermore, large corporations such as amazon introduced automated robots in order to carry out the heavy-duty tasks but proceeded to provide 80,000 new workers to their warehouses, this example highlights how artificial intelligence has the potential to satisfy both economic and social issues (Servoz). 

More importantly, with the continuous changes that CEO’s and organisations are putting into practice throughout their workforces it is crucial that the Human resource departments can acclimatise and keep up with the flow of change. One of the key reasons why the Human resource department need to be on board with change is that people are a key driver of changes that happen in the workplace, and the HR department are best placed to oversee and in fact drive that inevitable change. HR professionals are at the core of both the workforce and organisation and they have a duty to ensure that all organisational change is effectively communicated and that the employee’s voices are heard as a requirement of change management (CIPD, 2018). Nevertheless, change can be overwhelming even for the professionals as it can be uncertain of how to effectively manage the changes as a few mega trends are influencing change and posing a vast transformation on the role of Human Resources (ETRise Leadership, 2019).

The central theme driving change are a number of mega trends, one of the factors of these trends is the introduction of innovative technology as mentioned prior the introduction of artificial intelligence has vastly changed the way the economy and society operates. For the Human resource professionals, introducing AI has not been without its barriers such as financial issues with finding fully equipped employees to deal with this new technology surge or the expenses that come with having to retrain staff to gain the appropriate skills. However, the cost of introducing AI for the Human resource department can be defensible as it will provide less time dedicated to administrative tasks and also dealing with recruiting and retention for example (EY, 2018). 

To delve further into technology that’s influencing change, Data analytics have proven to be most valuable to the development of the Human resource department. The use of data analytics in HR can range from Career progression data, recruitment data and staff fulfilment data for example and with these new technological advances HR professionals can now retain more data than ever before. Having these sort of data processes in place will allow to professionals to detect patterns or even potential problems a lot easier than in previous years (U. CORT´ES, 2000). It is important to consider that the introduction of all this new technology and data can be overwhelming for a HR professional, however the use of this data will help improve decision making, increase employee satisfaction levels and ultimately add value to the organisation (Forbes, 2018). 

A Further essential technological process that have posed an impact on the modern workforce is the introduction of Chat bots, according to recent surveys around 85% of customer interactions will be dealt with robots within the next five years and more than 80% of CEO’s are hoping the expand their artificial intelligence (Chatbots Magazine, 2018). However, it is food for thought on how these chat bots will affect HR professionals and what it will mean for their positions, undoubtedly there will be speculation about when robotics move into the HR field will they replace the need for human communication? It can’t be said for certain, but ultimately there should be a need for human interaction and the HR department has the opportunity to be strategic and successfully integrate with the ever-changing business digitalisation whilst sill supporting the workforces (Papageorgiou, 2018).

Another major trend that is influencing the change in the workplace and Human resources role is a shift in demographic trends, with organisations now having to deal with an older aging workforce than ever before. It was predicted that for the first time a total of five generations will work alongside each other, this is known as the ‘five generation workforces’ and it is not always easy to manage a pool of different generations, hence the need for an organisational change (Harvard Business Review, 2014).

For the HR professional, dealing with this fusion of generations can be a double edged sword and be difficult to manage satisfying the needs for all age groups in the workplace and as well for the organisations. The impact of this 5-generation workforce will thrust HR management into rethinking the expectations from both employers and employees, an example of this is that HR professionals will need to take into consideration the health of the older workforce more carefully than the younger employees. The HR department will have to be able to accommodate to the possible requirement for some older employees to work in a different way or in a diverse type of capacity as they get older (OpenAccessGoverment, 2018). 

To further this, with the introduction of new technology and the aging workforce HR professionals will need to determine whether there is a need for retaining to progress the skills of the older employees as well as the younger. In Terms of HR, they will need to consider the cost that retraining a large percentage of the workforce especially if they are approaching their retiring age and will need to evaluate the return on investment in paying for this retraining (GSR, 2017). In addition to this, HR professionals need to prepare for the resistance of change from the older workforce as change can cause stress, anxiety and dissatisfaction which older employees will find it harder to cope with compared to the younger generation who has been brought up with the technological age. HR management can engage with current change management and mitigate the resistance to change by ensuring that employees are informed well before any changes are made so no unnecessary stress is added to employees (HRManagement, 2019). 

Alternatively, with technology being so potent in the 21st century it can be difficult for the younger generations of the workforce to stay focused surrounded by constant technology and new advancements which can even lead to ill mental health in this new age. The younger generations feel more pressure than ever with technology ultimately controlling their personal lives as well as their work and it is crucial that HR professionals impose a healthy balance for their workforce. HR departments should look at introducing policies in order to keep their employees focuses such as banning social media platforms such as Facebook off any work computers, tablet etc in order to create a healthier working culture (PeopleManagement, 2019).

Additionally, another mega trend that is influencing change is Globalisation and it is posing an impact on the HR departments who will have to adapt and consider new approaches. For example, HR professionals will have to take into consideration new workplace related legislation when managing workforces on a global scale. Legislation and regulation requirements differ from country to country that organisations will have to abide by, it is vital that HR departments have a clear understanding of the countries they are operating in such as local laws, labour unions etc in order for operations to run effectively (ADP, 2017). 

Correspondingly with globalisation, mobilisation is a further mega trend which in influencing employees around the globe to be able to work from anywhere and anytime they want, this is referred to as the Gig economy. The Gig economy is described as a labour market which is categorized by the dominance of short-term contracts and freelance work compared to the usual permanent jobs as it provides total flexibility (BBC News, 2017). Furthermore, the introduction of new technology and AI has become a great enabler for the gig economy, which is allowing people to secure jobs fast or even build their own businesses and AI Is advancing the gig economy even more creating enhanced experiences for both the employees and their customers (InnovationEnterprise, 2019). 

Even though the Gig economy is proving beneficial to the labour market, it is important to contemplate where the HR departments role fits into this economy. Ultimately the need for a HR department will not disperse it will just have to adjust to new challenges such as trying to effectively manage a workforce pool that integrates across permanent and freelance positions as well as making sure that appropriate technology is in place to relieve the HR admin load (PersonnelToday, 2016). It is expected that the Gig economy is here to stay, so it’s imperative that the HR professionals adapt and reflect the goals of each given organisations (Forbes, 2019).

In addition, taking in to regard all of these mega trends pushing for change, organisations and HR professionals need to account for the VUCA environment which they will be operating in. The term VUCA stands for uncertainty, complexity, ambiguity and volatility and represents the type of disputes that require certain responses (Harvard Business Review, 2014). HR professionals should take the VUCA environment sincerely in order to guarantee their organisations success in today’s tempestuous business market. By adapting VUCA it will enable HR professionals to recognise and foster the managers of their organisations needs currently and for the future to come (Lawrence, 2013). 

Evidently organisations and the economy are changing, so it’s not only key to see how the role of Human resources fits into all of this change but how the field can thrive in this new environment. With the launch of these new technological advancements the size of organisations will almost certainly decrease, and the HR departments will have to prepare for this and the redundancies that will follow. To expand on this, these new technologies are expected to largely effect the demand for human labour in the market as many organisations will opt to substitute human tasks with the application of technological software. For example, accountants are one of the roles that are likely to be at risk of losing their positions to technology as it is expected for software to be able to effectively recognise invoices and be able to carry out the same tasks to great standard (Dachs, 2018). Furthermore, the HR department will have to consider the change in the shape of the organisations as well due to the increase in skills and technology that provide the link between talent and tasks, It will result in the internal workforce having less importance as the workforces are moving towards a more project based way of working. 

To add further, the HR departments will have to anticipate how these advances in technology will impact on the human benefit, it is possible that even if technology over human tasks, there will still be the requirement for human interaction and skills just for different positions. For example, employees will have to train how to use AI software and also fix these systems (CMSWire, 2019) and the HR department will have to analyse the budget training employees to do so. 

To deal with all of these changes, HR professionals have various models to look to in order to help aid the change smoothly as possible, one model is John Atkinsons flexible firm model which he put forward in 1984 in order to provide organisational constructions with help in a unpredictable market by suggesting flexible staff measures, these measures include functional, numerical and financial flexibility (Atkinson, 1984) . In recent years, employees are infiltrating this type of model in order to safeguard all of the three types of flexibility and it will be the role of the HR professional to ensure that expectations are met for both the employer and employees. The role of the HR department has become centralised around the what It takes for organisations to prosper in their marketplace such are leadership, innovation, flexibility, culture change and so on. These attributes are what organisations become known for and what they excel at and the HR department should be dedicated to ensuring that these attributes are delivered effectively for the organisations (CIPD, 2015). The Ulrich model supported this notion and many HR professionals use it in order to adjust their HR purposes by separating policy, partner roles and administration and it assured a optimistic future to the HR professionals that successfully executed the approach (NGA, 2018). 

To summarise the findings in the essay, it is evident to suggest that what we have know as the workplace is no more and great continuous changes will persist to happen throughout the 21st century. There is no doubt that the introduction of new technologies and AI has thrusted organisations, employees and HR professionals into a generation that they need to adapt rapidly in order to stay relevant in the future of the economy, the HR department have a golden opportunity to grow with these new beginnings or face being replaced by automation. There is no certainty what the future holds for all job positions, there are many positions that will be replaced by these new advances but there is the prospect that if HR adapts usefully then the departments will be required for years to come.  
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