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Fast advancements in technology has led to a greater use of artificial intelligence (AI) within organisations. Aceves-Fernandez (2018) describes artificial intelligence as the ability of machines to demonstrate advanced skills such as decision making, learning the environment and processing written and spoken language. Mohanta, Nanda and Patnaik (2019) discuss how the goal of digitalising organisations is to improve the way in which they previously operated and these changes are known as Industry 4.0. However, this digital transformation within organisations comes with a high level of risk due to the current VUCA environment. VUCA stands for volatility, uncertainty, complexity and ambiguity and reflects a fast paced, unstable, and rapidly changing world (Praveen, 2019). With increased reliance on AI in the workplace along with an ever-changing environment, it is important for future job hunters to adjust their skill set to enable them to adapt to the new workplace. Accordingly, this essay will discuss factors influencing the VUCA environment in order to analyse how the role of HR professionals is changing and the impact this is has on organisations. Additionally, the future of jobs will be discussed alongside the skills HR professionals need in order to remain relevant in an AI driven workplace. 
All businesses operate in a VUCA environment, which combines four types of distinct challenges which require four distinct types of responses (Bennett and Lemoine, 2014). These challenges affecting businesses are often linked to mega trends occurring within the environment. A mega trend is a shift in behaviour that has a global impact across multiple industries and the analysis of these is crucial for business development and growth (Euromonitor Research, 2017). PWC (n.d.a) identifies five current mega trends; demographic changes, technological breakthroughs, shift in global economic power, rapid urbanisation and environmental changes. 
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Figure 1: PWC 5 Global Shifts Reshaping the World. (Source: Afshar (2017))

As figure one shows, the first megatrend is demographic shifts. This trend is about how the world’s population is made with (PWC, n.d.b) assessing that the world’s population will be made up of more 65 and overs with two working age people per elderly person by 2050, compared to four in 2015. For the HR professional, their role may begin to change as they must start looking at strategies to cope with an ageing workforce. CIPD (2015) suggests this can be done via improving managers capabilities so they have the knowledge to manage different people with different challenges. Additionally, with growing age comes increased risk of serious health conditions and so organisations must support employee health to reduce staff leaving. The second megatrend is shift in economic power. Many Asian countries including China are becoming a global superpower, with China’s economic power predicted to be 50% higher than the USA (Blackrock n.d.). McKeon (2017) discusses some of the impacts this has on HR professionals such as familiarising with local workplace legislation to ensure the organisation is running legally as labour laws vary from country to country.  Accelerating urbanisation is the third megatrend and refers to the movement of people from rural area to cities, with two thirds of the population living in cities by 2050 (Palanivel, 2017). This can increase pressure on HR professionals to attract and retain staff as demand for talent outstrips supply due to talent being located in a small geographical area (Banting, 2016). The penultimate megatrend is climate change which presents changing roles for the HR professional. Topline Film (2019) found that 24% of people would refuse a job from a business with poor sustainability, so it is important for HR teams to create a culture within the organisation based on sustainability. Sharp (2019) suggests easy steps such as printing policies, efficient heating and providing staff with reusable bottles could help this movement. The final megatrend is advances in technology. Marr (2019) explains how the use of AI enabled machines are becoming more common within daily work activities from how people are recruited and trained to personal development. Furthermore, in relation to the HR sector, AI pre-screening is often used before inviting the most suitable candidates for a job interview. This will help organisations to find the best match for the job role. Additionally, Marr explains how chatbots are a common tool to help new employees familiarise themselves with aspects of the new job role. This use of chatbots will reduce the time managers spend on repetitive questions from various new starts, increasing productivity. 
Ultimately, megatrends affect the way in which organisations operate and how employees carry out their jobs. Advancements in technology is arguably the most relevant megatrend within workplaces since entering the fourth industrial revolution. Susskind and Susskind (2015) believe that the two futures for professionals both rely on technology. The first future is similar to how professionals operate today by using technology to optimise traditional ways of working. On the contrast, the second future involves high spec machines and systems operating alone without the need for humans. Susskind and Susskind believe that the second future is more probable in the long run as technological advances will allow machines to carry out particular tasks that only skilled professionals could perform prior. From analysing this second future that is described, it seems likely that certain job roles will decrease with increasing dependence on AI. This is already shown to be a reality through findings by Autor&Dorn (2013) who have shown a restructure within the labour market with more people moving from middle income manufacturing to employment within low income service jobs. O’Connor (2015) debates that this is due to mid skilled jobs being heavily affected by technological advances whereas the lower paid service jobs require flexibility and personable skills and so are more suitable to humans than technology. The potential risk of job loss and desire for flexibility has created a gig economy for those seeking employment. A gig economy is a labour market defined by numerous short-term contracts rather than a permanent job (Wilson, 2017). Deloitte (2019) have stated that as a result of digitalisation, there has been an increase in freelance work. As a result, businesses are aiming to become top employers so that they can target this new group of labourers as well as for their own gig workers. Deloitte explains further how organisations must have a culture which supports diversity and flexibility to provide more freestyle opportunities to employees. The creation of a new flexible culture along with targeting different types of labourers is task that will be new to most HR professionals as in the past the focus has been on attracting and retaining permanent employees. Marr (2016) reveals results from an Oxford University study which concluded that 35% of jobs within the UK are at risk of falling to AI in the next 20 years. In relation to HR, the use of AI within the sector is soaring with Frey&Osbourne (2017) predicting that 90% of human resource assistants will be replaced by AI as well as 31% of human resource jobs working within training and labour relation specialists. Taking into consideration the high levels of automation within HR, it is important for the professionals to tailor their skills in order to remain as an active role within the sector. PWC (2017) have discovered that while digital skills are important, soft skills are in a higher demand and harder to find. As a result, 77% of CEO’s are struggling to find the creative and innovate skills that they need to continue to grow. CEO’s believe that the skills which cannot be replicated by technology stimulate the most innovation. WEF (2017) support the importance of soft skills with complex problem solving, critical thinking and creativity being their top three skills for 2020. In order to remain successful in an environment with changing requirements, WEF suggests three options that HR professionals have including, recruiting a whole new team who possess these skills, automation of tasks that employees cannot perform or retrain all current staff. While soft skills are the most desirable it is still important to have digital skills, especially with the prospect of professionals working alongside AI. Sinar et al (2018) discuss how HR professionals fall behind other professionals regarding digital skills, with only 11% of business leaders trusting HR departments to employ talent using data. It was also discovered that HR professionals who have advanced digital skills are six times more likely to gain opportunities at higher levels within the business, making it a crucial skill to develop. 
To conclude, the five key megatrends which influence the VUCA environment; demographic shifts, shift in economic power, accelerating urbanisation, climate change and technological advancements are changing the roles of HR professionals. Finding solutions to new trends such as adapting to ageing populations and working alongside specialised technology is new to the HR professionals working amidst industry 4.0. With technology taking jobs away from labourers along with increased demand for flexibility, there has been a creation of a new economy; the gig economy, which presents many changes to current organisations and professional roles. Lastly, the increased dependence on AI within the HR sector and the high probability of many HR jobs becoming computerised it is extremely important for professionals to adapt their skill set to match trends within the environment. Although digital skills remain relevant and important, soft skills such as creativity, complex problem solving, and critical thinking are what will help the HR professional remain significant within a technology-based workplace. 
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