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Summary
This essay evaluates the role of human resource professionals (HRP) in the future of work. The skills HRP’s will need to acquire in order to remain relevant in a world dominated by artificial intelligence (AI) will also be thoroughly identified.






















Introduction
The world we live in today is not what it was a decade ago, this is because the world is constantly changing which means we must change with it to stay up to date. This is the same with the working environment. However, the external environment in the modern world we live in today has many external factors changing the future of our world. Klein, Bansal, and Wohlers (2017), describe this century as the “era of uncertainty”. This is because no one really knows how many external environment megatrends there are. For example, in the ‘Beyond the Noise: The Megatrends of Tomorrow’s World’ Report (2017), it states how there are “35 drivers of change”. However, Lancefield from the organisation PwC believes there are five global shifts reshaping the world (Lancefield, 2019). 
Technology is one megatrend that affects everyone. Although AI looks like it will replace jobs, the VUCA environment make you look at things differently and react to the changes that you face in your everyday lifestyle. VUCA is short for volatility, uncertainty, complexity, and ambiguity. VUCA can be used to approach challenging situations in an uncontrollable environment. To succeed in challenging situations, we must adapt to any changes that arise by learning new skills and strategic plans (Bennett & Lemoine, 2014). Megatrends are the reason VUCA exists as it helps to influence organisations to change. VUCA has a huge impact on HRP’s as they need to adapt with the changes and undertake a new skill set in order to stay relevant. 
The following assessment will consist of identifying the skills HRP’s need to acquire for the future, in order to remain relevant in a world dominated by AI. 







Main Body 
Megatrends are the economic forces in nature and define the future of organisations. These trends allow organisations to look at big issues which are going to have a huge impact on the organisation for many years. It is vital that HRP’s understand megatrends and address the issues they will have to face (Kleiman, 2015). Megatrends influence the way HRP’s operate as HR’s need to ensure the way they work, their workplace cultures and workforce are up to date for today, and drive performance and growth for the future (CIPD, 2019). Due to megatrends constantly changing, HR remains under threat from external factors that may reduce or maybe get rid of it in the future. However, there will always be a need for a HR function, but the way it operates will change all of the time due to megatrends. This means HRP’s need to stay up to date with the changes in order to stay relevant (Rees & French, 2016). 
Technology is one major external environmental factor as it is constantly developing. This means organisations must stay up to date with the rapid technology growth otherwise they will not meet customers’ needs and be successful anymore. A lot of organisations are now looking at using new-age technologies to help achieve their talent and to help manage tasks that are labour-intensive and time consuming (Technologist, 2017). According to an observation made my Rosemary Haefner (2017), who is the CHRO for ‘CareerBuilder’, she states “organisations who take on a new scale will to turn to technology”. This shows how in order to stay up to date with megatrends you have to adapt with it as well, leaving traditional strategies and skills behind. Traditional working structures don’t last forever and become out of date overtime due to megatrends changing. For example, current manual processes can no longer deliver at a high enough standard as they now are prone to human error. Just like other organisations, HRP’s must accept that automation is something we must use as it is more effective. However, HRP’s do not need to focus on making the whole department automated (Technologist, 2017).  
The organisation called ‘Career Builder’ carried out a study of 719 HRP’s in the private sector and each of the 719 HRP’s completed a survey which showed how most of the automation that is happening in the last couple of years. The survey showed that ‘employee messaging’ had the highest percentage with 57%, followed behind with ‘setting up employee benefits’ with 53% and ‘setting up the payroll and compensation’ with 47%. There were others including performance reviews, candidate profiles, scheduling interviews, candidate feedback, engagement and employee referrals (Technologist, 2017). 
The survey results show that a lot of tasks an HRP undertake are now being taken over by technology. This shows how HRP’s must learn new skills, so they stay relevant. Although AI saves HRP’s a lot of time by completing some of their tasks for them, reduces errors and saves money, a humans analytical thought process, assessment capabilities and experience-based decisions keep humans jobs even when it feels like they are in competition with robots. However, the trend is clear that computers are progressively challenging human labour through a wide range of cognitive tasks (Brynjolfsson & McAfee, 2011). 
Automation is rapidly expanding and the continuing technology development for robotic hardware is having a huge impact on employment. Over the last couple of decades industrial robots have now taken on the role to undertake the tasks of a lot of operatives in the manufacturing department, and they’re not stopping there as they are now adapting for a lot more job roles. Advanced sensors now allow robots to recognise patterns to help with their tasks. Due to technological advances increasing, the cost of the robots has decreased, making it more accessible to purchase as they are affordable. In 2013, the price of robots decreased by ten percent and was predicted to decline at a faster rate in the future. For example, the price ranged around $100,000 to 150,000 and was declared the price would decrease to $50,000 to 75,000 (Frey & Osborne, 2013). Four years later and the prices are still decreasing. According to Korus (2017), an ARK Analyst, his research shows “costs will drop roughly by 65% by 2025”. The advances of computer vision and machine learning should drop the costs, which may cause a change in the demand for robots (Korus, 2017). With costs dropping and the megatrends increasing, organisations are more than likely to invest in robots as they will be cheaper in the long-term as robots will not need a contract to work and organisations will not need to pay them an hourly rate. However, although Frey and Osborne believe robots are enhancing and will only continue to develop their automated skills until they are able to do every task and job, for now robots are still not able to match human abilities (Frey & Osborne, 2013). 
[bookmark: _Hlk24553828]HR management needs to change immediately in order to remain relevant in the future. This means the HR department will need to see if their department structure is still working effectively. Usually the HR departments structure their departments by using the Ulrich model. The Ulrich model was created by David Ulrich to organise HR functions. However, the model was created in the 1990’s and with megatrends changing the model is seen to be impractical in the 21st century, especially for large organisations (Shingal, 2019). It is 19 years since Ulrich’s book ‘Human Resource Champions’ three-legged model for HR was founded, and after a couple of decades of successfully taking HR forward HR has now changed. HR used to be about administering payroll, delivering processes to the organisation, creating terms and conditions and more. However, it has changed as Holley (2015), states how “HR business roles are now focused on building on deep data-driven insights into the strategic and commercial direction and delivering innovative ways of developing people and organisational capability”. This change has happened due to technology increasing and becoming more powerful. The Office for National Statistics (ONS) ‘Which occupations are at highest risk of being automated?’ analysis showed nearly three in five (58%) HR administrative occupations could be automated, along with industrial relations and HR officer’s roles (Office-for-National-Statistics, 2019). This shows how AI is taking administration jobs away from organisations and HR departments, meaning HRP’s will have to use a different HR model to structure their organisation. A senior adviser for organisation behaviour at the CIPD called Jonny Gifford (2019), states how “employers need to link strategy and organisation priorities to effective people strategies by considering the increasing impacts on skill gaps in the workplace, recruitment, how we motivate and upskill our workforce”.  This shows how HRP’s need to undertake more skills for themselves and employees within the organisation to continue to be successful and stay relevant. 
Firstly, as some organisations do not use the Ulrich Model, HRP’s will need to change their management skills, structure and strategy so the organisation is working in an up to date structured strategy. There is a new model for organisations to use called the ‘Atkinson Model’, created in 1984 by John Atkinson. The model focuses on flexibility and describes the shifting employments practices. Due to megatrends changing constantly organisations have to adapt to the change and become more flexible. In the model there are three parts of the circle; the core and two types of peripheral groups (Atkinson, 1984). 
Within the core group contains primary and internal workers who are extremely important and difficult to replace as the employees have high level knowledge, skills and experience. Due to the employees having high-levelled skills organisations will then be able to redeploy them easily if new jobs or tasks occur (Atkinson, 1984). This would be useful if technology increases more in the future as organisations would not need to dismiss anyone, avoiding redundancy. 
The second (middle) part of the circle is the first peripheral group which includes the numerical flexibility, where the secondary workers who are less experienced and low skilled are held. However, organisations can have short-term contracts with employees by employing someone in this peripheral workforce to undertake a task they may want them to do. This does not mean they have to employ them fulltime and it would save the organisation a lot of money (Lea, 2019). For HRP’s to do this they would have to undertake flexible employment methods, for instance, recruit temporary employees, outsourcing and short-term contracts. This could be people who work in the gig economy which is a labour market for freelance work or short-term contracts (Wilson, 2017). 
The outer part of the circle is the second peripheral group where financial flexibility is used to sort out the amount of money, they need to pay labour. The amount of supplies and demand in the external labour market are taken into an account for this decision. Some organisations do try and employ someone who has cheap labour so it does not cost a lot of money. However, if someone is cheap for their labour it may mean they are not as skilled as other people might be. Usually, people who are in the outer circle are self-employed, sub-contracting, an agency temporary, or increasing their outsourcing (Lea, 2019). This means they all work for themselves. More people are working for themselves due to the technology that’s available and how successful the gig economy is now. The number of employees is shrinking due to the open talent expanding.
However, as people are now learning new skills and technology is developing rapidly the core is now shrinking. This is because organisations want their employees to be more flexible, so instead of their employees having a nine to five job they are now able to work whenever they want or whenever they can, but they must get the work done. Not only do organisations want their employees to be flexible but people are now choosing to work independently and have multiple sources of income through structured paycheques. By the year 2030, 80% of the workforce will include gig workers (Tandon, 2019). People are now able to work in the gig economy due to the growth in technology and how motivating this working environment is. HRP’s must adapt to the demand for the gig economy by maintaining visibility of the organisations workforce and staying up to date on regulations. It can be challenging for HRP’s to manage people who work in the gig economy as HRP’s would have to maintain the success of the organisation, but they cannot force gig employees to undertake training courses or to learn new skills as they are self-employed in the eyes of the law (Gross, 2019). However, it would benefit HRP’s as they would not need to pay them for benefits, medical, training costs, only a pay check for the work they do (Tandon, 2019). 
It is clear to see that organisations are changing shape. Due to AI, organisations can get jobs done with less people, as robots and chat bots are available instead. The shape of the Atkinson Flexibility model is changing due to technology giving people the chance to be more flexible and earn money when they want to with the gig economy. However, although new roles will be created, and tasks will be consumed by robots’ organisations can control who does what task in their organisation. For example, employees will be able to undertake human tasks, as for technology will be able to complete the digital tasks. However, this will mean organisations will have to upskill themselves and their employees to make sure they stay relevant in the future. 
The role of HR is completely changing as HRP’s used to recruit people and employ them, but if people are not working in just one organisation, they will have to change this. HRP’s will need to adapt and learn new skills for the future. One important skill would be to manage AI as HRP’s will be working with AI technology in the future, without digital skills they will not know how to use the technology. Digital skills are highly valued in the workforce and HRP’s must ensure that they upskill themselves and their employees on the digital skill as knowing how to control social media is not enough, they must understand how to use new data software’s (HR-Insights-for-Professionals, 2018). HRP’s also need to develop their digital literacy skills and learn how to use technology to create better decision making skills within the organisation for employee engagement, recruitment, and workforce planning to e-learning (Lucas, 2018). 
There are also three vital skills HRP’s must upskill which are complex problem-solving, critical thinking, and creative thinking. HRP’s need to upskill their problem-solving skills as it willl help to find solutions to any problems that occur. Humans have emotions and empathy; in which robots do not which is why organisations need HRP’s, so they understand any problems their employees have. To do that they must think critically when they are hiring new talent, deciding suitable consequences for employees who have violated the organisations policy, and deciding who gets a pay raise (Mendes, 2018). The ‘change management’ skill is a skill HRP’s have as megatrends are constantly changing so HPR’s must adapt to these changes all the time. 
To continue to stay relevant, HRP’s need to continue their professional development (CPD) throughout their career. Madden and Mitchell (1993) described how “the enhancement and maintenance of the knowledge, expertise and competence of professionals during their careers according to a plan formulated with regard to the need of the professional, the employer, the profession and society”. For HRP’s to continue to develop their professional careers they can undertake CIPD programmes as a form of study, go to networking events or seminars, and more. Once HRP’s have developed their career they can use the CIPD Profession Map to help them outline core knowledge and behaviours that are expected from them within the organisation. It can be helped to make better decisions, drive change in the organisation, whilst performing at their peak (CIPD, 2019). Although robots will never have empathy and emotion which HRP’s have, it is important for HRP’s to develop their skills so make sure they are always needed. 
[bookmark: _GoBack]There have been errors with robots previously, which have caused ethical implications. Amazon’s machine-learning specialists discovered a dilemma with their new recruiting engine as it did not like women. Since 2014, the team has been creating computer programmes to review job applications to search for the top talent. However, the AI tool used penalised women’s resumes by favouring men (The-Guardian, 2018). This caused an ethical dilemma and shows how humans are needed as they have a more developed thought process and adapt. 
Conclusion
To conclude, there are a lot of megatrends forcing HRP’s to change the way they operate. Technology was the main megatrend that had a huge impact on HR jobs as organisations are now using AI to complete some of their tasks. This has led HRP’s to have to learn and develop new skills. The skills they would need to develop would include complex problem solving, critical and creative thinking. If a HRP’s would like to further their professional career in the future they would have to upskill these three skills in order to stay relevant. 
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