



Robots will take over, it is no longer only true in sci-fi films, in this technology driven world we live in it is forecasted that artificial intelligence (AI) will eliminate almost half of jobs by 2025 (Halal et al, 2016). Though this phenomenon is certainly not new (Frey & Osborne, 2017) it has accelerated in the recent years which has ‘created enormous wealth, but also undesired disruptions’ (Frey & Osborne, 2017, P.256). Beaudry et al (2013) implies that low-skilled workers are more at threat, that they are being pushed down the occupational ladder and even to unemployment, however; Frey and Osborne (2017) forecast that 30% of professional jobs will also be mechanised. VUCA, an acronym short for, volatile, uncertain, complex and ambiguous, is often used to help navigate the constantly changing world (Bennett & Lemoine, 2014). In light of the VUCA environment that is being driven by megatrends such as; technology the following essay will address the future of AI and what this means for Human Resource Management (HRM), which is ‘focused on people in organisations’ (Stewart and Brown, 2019, P.4). It is a process of shaping human capital which consequently contributes to the organisations performance (Stewart and Brown, 2019). This essay will establish the threat of computerisation to the role of HRM and what skills will be vital in order to stay employable. 
Megatrends a term coined in the 1980’s by John Naisbitt (Hajkowicz et al, 2016), adopted to explain a sequence of changes occurring in the environment that ‘develop gradually but eventually reshape the business environment’ (Hajkowicz et al, 2016). The five megatrends shaping the future of work are: globalisation (Morgan, 2016, Hajkowicz et al, 2016, Vielmetter & Sell, 2014), technology (Morgan, 2016, Hajkowicz et al, 2016, Buckley et al, 2015, Retief et al, 2016, Vielmetter & Sell, 2014), changing demographics (Morgan, 2016, Hajkowicz et al, 2016 Ministerrådet, 2011, Retief et al, 2016, Vielmetter & Sell, 2014) , new behaviours (Morgan, 2016, Vielmetter & Sell, 2014) and mobility (Morgan, 2016, Hajkowicz et al, 2012), though these are not megatrends in their entirety, they are the five that will be used for the basis of this essay.  Megatrends in the external environment are contributing to this VUCA world that organisations have to strategically plan for. 
Globalisation, an interconnected world, has transformed how businesses operate, it has brought both opportunities and threats, ensuing a VUCA world. In regard to HRM, globalisation has had a significant impact. Globalisation has meant that organisations no longer need to look at the immediate employment pool, they can look globally, hiring specialists regardless of location (Morgan, 2016). Though this seems like an obvious win, the complexity that this adds to the day to day running is elevated. Forcing management to adjust practices in order to operate across more than one country, presenting difficulties in respect to cultural differences, language barriers, time differences and foreign regulations. 
In recent years we have seen accelerated growth in technological development resulting in a volatile environment, causing turbulent change to the way we operate and live. Technology increases have led to innovation in several areas of a business, ‘the growth in technological capabilities is transforming supply chains, reshaping the workforce and redefining jobs’ (Hajkowicz et al, 2016). These technological advances have ‘transformed the way HR processes are currently managed’ (Stone et al, 2015, p. 217) manifesting in the form of; E-learning systems, virtual teams, web-based recruitment and more. Electronic job applications have become common place nowadays, requiring individuals to ‘apply for jobs online and allows the organisation to use keyword screening systems to determine whether applicants are qualified for the job’ (Stone et al, 2017, P.219). Advances like this have brought about a degree of ease in the VUCA environment that organisations face however; it can be argued that it has also increased complexity by increasing the level of choice, for example; E-learning. Though it is easier to train employees and is more cost effective, it requires the HR manager to select the relevant few training modules from thousands. Chatbots another AI advancement, a current tool of choice, is eradicating the HR administrative role by answering employees’ questions and queries. Adopted by Unilever, their chatbot offers advice ‘on everything from where they can catch a shuttle bus to the office […] to how to deal with HR and payrolling issues’ (Bersin, 2019). Currently AI is taking over the more mundane of task freeing up humans to carry out other tasks which perhaps require a greater deal of skill, but for how long will that be the case.
The population is growing. Life expectancy is increasing; therefore, the retirement age is getting older. 30% of the workforce in the UK is comprised of people 50 or over (ILC-UK, 2015) however, it is predicted that, by 2020 Millennials will dominate 50% of the workforce (Morgan, 2016). This shift in demographics represents a potentially volatile working environment as millennials are ‘digital natives’ (Morgan, 2016), expectant that their employers will meet their digital capabilities (Morgan, 2016). With this being said, it is almost inevitable for a business to experience complexity in managing a four generational work force (Blauth et al, 2011). Furthermore, with the threat of the AI takeover looming, it presents the potential problem for HRM that they will need to upskill their older generation employees. 
New behaviours are influencing organisations to change. They have resulted in a fundamental shift in the way businesses work (Morgan, 2016). There are new behaviours driven by technological advances, for example; there is a lower degree of privacy as consumer, employees and employers all expect transparency. Moreover, society is changing leading to a variation of what is expected within the workplace. This adds complexity to an HR managers day to day role, no longer are matters clear cut. Particularly with the increased awareness around mental health, it presents difficulties for managers. Where before continued absence may have just been treated through the disciplinary process, now with mental health being more prominent HR managers need to remain more aware and offering support if they suspect an employee could be struggling. These changes reinforce the need for humans rather than AI, as AI would not be able to adapt to the intricate nature of these human tribulations.
Mobility, a megatrend that is driving the ambiguity of the environment. In recent years we have witnessed the rise of the gig economy characterised by short term contracts or freelance work (Wilson, 2017). Though currently it has not changed the nature of work entirely (CIPD, 2017), it is not to say it does not have the power to do so particularly if AI seeks to steal unskilled jobs. Gig jobs offers complete flexibility to individuals (Wilson, 2017) which may be the way forward in the uncertainty we face from AI. Figure 1.0 depicts Atkinson’s flexible firm model. In the current employment market, the core group is the largest with traditional employment relationships being the norm. However, if the gig economy were to increase, we would see a shift with the core group shrinking leaving behind the traditional relationships seeing a rise in the outer groups of the diagram.
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Figure 1.0 Source: (Stonebridge, 1984)
This gig economy has become more prevalent due to the increase in technology and the ability to work from our hand-held devices. As individuals, we want total control to be able to work where we want whether that be at home or in an office. Technology has enabled us to do so making managing employees increasingly more complex for human resource managers. 
In light of the megatrends explored above which have ‘made organisations highly interconnected and transparent, what HR does has to change.’ (CIPD, 2015, P.5). Depicted in Figure 2.0 is the Ulrich model devised in 1995, it has been adopted by generations of HR professionals in order to transform their HR functions (NGA HR, 2018). The ultimate goal was to see HR shifted from administration to strategy (NGA HR, 2018). This model underpins HRM today, however; with the arrival of AI into the HR function, certain aspects of the model may become obsolete. Frey and Osborne (2017) predict that 100% of HR administration will be computerised, therefore elucidating the impression that; the administrative expert facet of the Ulrich model would be run by AI. 
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Figure 2.0 The Ulrich Model. Source:  Forbes (2015) 
It is vital that HR functions becomes more strategic (WEF, 2016) making use of the analytical tools that can ‘spot talent trend and skill gaps’ (WEF,2016, p.8), capitalising on transformational trends through the alignment of the business, innovation and talent management strategies (WEF, 2016).
If 100% of administrative tasks are to be consumed by AI and 30% of professional roles at threat also (Frey and Osborne, 2017), then it leaves HR management questioning what changes need to be made and what skills are vital to stay employable. It is forecasted that by 2020, ‘more than a third of the desired core skills sets of most occupations will be comprised of skills that are not yet considered crucial to the job today’ (WEF, 2016, p.3). Therefore, it is important to analyse this change and understand what skills will become invaluable. CIPD (2018) introduced the new profession map, as seen in Figure 3.0, which underpins the knowledge and behaviours that HR professionals need in order to ‘create value and make an impact at work’ (CIPD, 2018). 
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Figure 3.0 The New Profession Map Source: (CIPD, 2018) 
The World Economic Forum have also highlighted some key skills necessary for 2020, which is when they state that The Fourth Industrial Revolution will be well and truly underway. Seeing robotics, artificial intelligence and automation take over roles. (WEF, 2016). Figure 4.0 shows the comparison of skills currently desirable and the skills that will be indispensable. 
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Figure 4.0 Comparing Skills Demand. Source: (WEF, 2018)
Skills for the future has been heavily discussed and as such there is a common list of desirable skills, which are as follows; emotional intelligence (WEF, 2018, Forbes, 2019, CIPD, 2018, Pearson, 2013), critical thinking (WEF,2018, Forbes, 2019, Pearson, 2013, Bloomberg, 2015), complex problem solving (WEF, 2018, Forbes, 2019, Bloomberg, 2015, Pearson, 2013) and creativity (WEF, 2018, Forbes, 2019) all of which are described as ‘human skills’ (WEF, 2018, p.12).
[image: ]Problem solving or complex problem solving is a skill mentioned regularly as necessary for the future of work. This comes back to the argument of can AI be more human. Complex problem solving is a human skill, there is not necessarily a right or wrong answer. It is essential that you are creative, analytical and imaginative when faced with problems particularly important within HR when facing potential issues that often arise in respect to human beings. Making the argument that this human edge is important in the workplace when AI is intertwined in everything that we do. A framework that can be adopted in order to aid this skill of problem solving is the Cynefin framework, created by Dave Snowden in 1999 (The Cynefin framework, 2011) as portrayed in figure 5.0. It helps to distinguish problems and asses the most practical approach to problems that AI could not come close to solving due to the inability to evaluate each situation on its individual merits. Figure 5.0 The Cynefin Framework. Source: Researchgate.com, 2015.

Emotional Intelligence, our interpersonal skills, again another human skill that is paramount in the field of HR when you are encounter individuals and the multitude of problems that they could be facing. The ability to empathise and sympathise with someone, something a robot cannot currently do, is crucial for a HR manager. Particularly important when resolving grievances or disputes, or even during job appraisal reviews. 
Creativity, this particular skill is a bit more controversial in the sense that there is big discussion on whether AI can be creative, ‘already AI has helped write pop ballads, mimicked the styles of great painters and informed creative decisions in filmmaking’ (IBM, 2018). Once again it comes down to the human edge, our competitive advantage against AI. We currently have a head start as we are the truly creative beings, however; AI is not far behind. So, to stay employable creativity is one of the most valuable skills to have, both in an individual sense and organisational, in order to react when faced with situations that are complex and indistinct requiring out the box thinking. 
Critical thinking or analytical thinking is a skill ‘continuing to grow in prominence by 2022 (WEF, 2018, p.12). Critical thinking is a skill that goes hand in hand with those listed above, it is the evaluation of information, questioning prior knowledge, remaining open-minded and staying well informed. It is important to employers that their human talent can think in a critical manner, by doing so it creates opportunities and builds on competitive advantage. For an HR manager critical thinking is particularly important especially when encountering situations where the company’s policy may be dated and lacking in new world thinking. 
The need for upskilling is paramount in order to reduce the casualties to the AI takeover but does this fall on workers or should it be implemented by employers and governments (WEF, 2018). Artificial Intelligence ‘demonstrate the potential to replicate even highly complex, specialised tasks that only humans were once thought able to perform’ (Evans-Greenwood et al, 2017, p.129). As scary as it sounds do we stand a chance, can we compete with the man-made machines designed for a higher level of accuracy and efficiency?
Overall, this study strengthens the idea that; technology will continue to develop there is no doubt about that, machines will become smarter and will become integrated into everything we do whether that be at home or at work. It seems impractical to say AI will not outsmart human intelligence given the evidence of what it is already capable of. However; that does not mean humans are doomed, with that being said; it is clear that the lower skilled workforce will be left with no option but to retrain and upskill as it is those jobs that will most definitely be carried out by AI in the near future. AI like humans are flawed and to rely solely on machines would be daft, it would leave us vulnerable to the potential of breakdowns and malfunctions that could cost millions to repair or replace. AI will replace humans in certain roles within the Human Resource function, that is a given. HR administration could be completed faster and more efficiently by machines, but this only increases the cruciality of upskilling to stay relevant. Fine tuning those human skills, emotional intelligence, critical thinking, creativity and problem solving, that AI is yet to conquer. HR is dealing with people in every complexity that that encompasses. Humans are not easy beings and problems happen and when these do arise, organisations would benefit from the human to human contact that AI cannot provide. Talking to someone who can deliberate with you and empathise with you, who can solve your ambiguous problems, that do not come with an easy fix that cannot be predicted and are unlikely to have been programmed into AI. Taking on a creative approach with critical thinking applied in every scenario faced are the ways in which human resource managers will stay relevant. Though the emergence of AI will certainly make entry into the field of HR more difficult, as there will be no lower level of the profession. A human resource manager will need the skills not just to stand out amongst other human talent but to ensure the HR function is a success. 
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