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Artificial Intelligence (AI) is “the ability of a digital computer or computer-controlled robot to perform tasks commonly associated with intelligent beings.” (Copeland, 2019). Simply put, Artificial Intelligence is a piece of technology that is capable of undertaking tasks previously carried out by members of the workforce. Having said that, it is important to note that AI is certainly coming after our jobs, especially those involving low-skilled, repetitive tasks, although this is not the limit and industries such as the accounting industry should also be a little worried. For example, megatrends, such as technology and chat bots, are on the rise and could possibly see many jobs wiped out completely and replaced with an AI alternative. According to (Powell, 2018), megatrends are “long term transformative forces that could change everything we do, from the global economy to society” and we are currently going through “one of the most significant periods of change in the history of the planet.” Megatrends include types of Artificial Intelligence and with both rapidly progressing, there is a real possibility that AI could be coming for our jobs, which is ever-increasing.   The rapid growth of globalisation, technology and sustainability are taking us into a more complex environment. An acronym has been developed to sub-categorise these environments. VUCA stands for Volatility, Uncertainty, Complexity and Ambiguity and when looked into in depth helps professionals to develop “strategies for operating within VUCA environments” as mentioned by (Systems Innovation, 2016). The role of Human Resources professionals must be critically evaluated, with the skills necessary for remaining relevant in a rapidly changing business environment being identified.
Firstly, as stated by (Suskind & Suskind, 2015), society will no longer “need nor want professionals to work in the way they did in the twentieth century and before.” With the business environment constantly changing, Human Resources Management and other professions alike are constantly needing to adapt. A factor having a colossal impact on the need for HRM to change is the rise of megatrends. Evidence of the depleting need for professionals working in ways that they used to would be chat bots slowly, but surely, eradicating customer services and similar roles. As described by (Carter, 2019),  chat bots are used by companies to “help to answer questions and complete repetitive tasks on behalf of businesses so that employees can be as productive as possible at work, and customers can enjoy better service.” Put in simple terms, this means that chat bots undertake mundane, repetitive tasks that otherwise would have wasted some of a company’s resources, such as employees’ time and the money spent on their wages during the time they carry out such tasks. According to (Kraaijenbrink, 2018), this would be classed as a complex environment, which is where there are a “number of factors that we need to take into account.” For example, new roles, new skills, the workforce’s current abilities and the costs involved in such large changes.
On the contrary, there are a number of reasons as to why AI could never totally replace the human workforce. Examples of this include, but are not limited to the lack of creativity that robots possess and the fact that “interaction between humans is built on well-functioning speech and object recognition systems” and human senses, whereas the AI systems in place today “can still only be used in rather controlled environments when a high degree of performance is required.” This limits the current uses for Artificial Intelligence and is according to (Kruger & Dolriis, 2018), who appear to disagree with the claims made by (Suskind & Suskind, 2015). Although Artificial intelligence is beginning to be able to create things such as music and pictures, it will never be truly in tune with what people would like to see next due to the lack of emotions. What is more, there are a number of things that, in my opinion, simply cannot be achieved by Artificial Intelligence, such as the ability to feel emotion. From an HR perspective, people very often need another person to talk to about their issues within the workplace. Robots are unable to feel empathy, sorrow, joy and other emotions like a human can. Often times, this is important in the role of Human Resources Management. 
Furthermore, there are a variety of changes currently occurring in the workforce, stemming from demographical issues. For the first time, there will be a Five Generation Workforce. (Rose International, 2019) brings to attention that for the first time, Generation Z (1997-2005), Millennials (1981-1996), Generation X (1965-1980), Baby Boomers (1946-1964) and Traditionalists (1900-1945) will need to collaborate effectively in order to build an efficient, inclusive workplace for all. However, due to unfortunate demographics, there is a shortage of young people entering the workforce. Although there are some young people entering the workforce, such as graduates, bringing new and relevant skills with them, there are not enough of them to fill all of the changing job roles that will open up as technology advances. (Bersin, 2019) claims that there is a need to transform Human Resources Management, but that companies are already “redesigning roles and reskilling teams, working to improve engagement and wellbeing, creating new programs for feedback, and rethinking the role of leadership.” This is evidence of the claim that only low-skilled jobs will be impacted upon and that those who are effected can always upskill in order to find themselves a new role within the rapidly changing and advancing environment. Anyone who is able and willing to upskill in order to take on a more advanced role will be more likely to see success in the ever-changing environment where things such as Artificial Intelligence are at play. According to information written by (Rouse, 2017), this situation is one of uncertainty, as it contains unprecedented events, such as the Five Generation Workforce, the creation of new roles and the upskilling of the existing workforce. 
On the other hand, there is a barrier to change, derived from many people being unwilling to accept such monumental changes as Artificial Intelligence completely taking over, whether it be for a positive reason or negative. (Newman, 2018) mentions that he believes that “technology can never fully replace the human spirit and the drive to discover more.” This implies that, although AI will be carrying out simple, boring, repetitive tasks, there will always be a need for human minds to be behind any other advances. At present, some, but not all, workforces are being retrained in order to be able to work with technologies that are either being updated or newly emerging. Some of these people will go on to discover new uses for Artificial Intelligence, others will go on to train more people how to use the technologies relevant to their jobs. One example of a new piece of technology being introduced to Britain would be the successful integration of self-service tills into supermarkets. People had to be brought in to train employees in using the new technology. Following this, some employees became dedicated self-service assistants, some may even train up employees from time to time. A survey conducted by (Cammax, N.D) states that as it stands in the United Kingdom, “66% of people desire self-service at the point of payment to make shopping more efficient.” This survey was conducted with 4,000 participants and also came to the conclusion that 95% of people do in fact make use of self-service checkouts, whilst 65% of those asked said they would like to see more self-service checkouts in supermarkets. This technology allows the workforce to be more efficient as one person can man a number of tills, whereas previously each till needed an operator. Additionally, the British public would like to see an increase in the amount of technology used in store as it can provide a tailored experience.
Following on from this, the Gig Economy is going to become a huge part of society, with less people holding full-time jobs and more people just being called in to do a task when their services are needed. For example, IT technician could become a position held by someone who is only called upon when a company is having issues with some of the technology it possesses. “In a Gig Economy, temporary, flexible jobs are commonplace and companies tend toward hiring independent contractors and freelancers instead of full-time employees” according to (Chappelow, 2019), who also says that the Gig Economy undermines the more traditional route of taking on full-time employees. As with anything, there are a variety of pros and cons to the Gig Economy. From a business perspective, there are lower costs incurred in employing through the Gig Economy than hiring full-time workers. Also, there is a “diverse pool of flexible workers” available to employers, according to (Western Governors University, 2018). Despite this, there are also negatives involved in the Gig Economy. (Swaniker, 2019) states that “a lot of gig workers start their careers by hopping on a project because the employer is desperate and in need of help now.” This means that rather than being employed for relevant skills and experience, people are being employed just because an extra person is needed to carry out tasks within the workforce. This can backfire because there are many workers in the talent pool, but they are not really getting the chance to work at things for a period of time that is long enough to develop necessary skills. In other words, it takes longer for people to be ready to enter serious work as they have yet to gain the experience and skills as they only have short gigs with companies. (Bennett & Lemoine, 2014) claim that a volatile environment is one that is “unstable”, which is a characteristic of the Gig Economy. 
Additionally, Atkinson’s Flexible Firm Model can be used to show the changing shape of organisations. With rapidly changing business environments, organisational structures will change drastically. Previously, people entered a job and very often stayed there, sometimes progressing through the ranks, until they retired with the company. Nowadays, there are more people working within the Gig Economy. This means they are only brought in to work for an organisation as they are needed, which may be very rarely.
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Figure 1: Atkinson's Flexible Firm Model (Ajonbadi, H. A., 2015)
In 1984, Atkinson developed his Flexible Firm Model, which is relevant to companies, but also to labour markets in many places extending past Britain and America to places such as Shell and Chevron Nigerian subsidiary, according to (Ajonbadi, 2015). This proves that the changing face of Human Resources is a global issue. The purple section of the diagram in Figure 1 is core employees. “Core employees are hired with the expectation that they will hold a permanent position within a company for a number of years, barring termination or layoffs.” This is according to (Time, N.D.) and basically means that core workers are intended to hold a permanent position with the company. Previously, they made up a huge part of the workforce, but recently this type of position is becoming less popular. (Fournia, 2015) defines contingent workers as “freelancers, independent contractors, consultants or other outsourced and non-permanent workers who are hired on a per-project basis.” This particular source also describes them as being highly skilled in their respective areas, which can be of a great benefit to employers. Sandwiched in between core and contingent workers is a layer of flexible workers, undertaking flexible jobs that have been described by (McCartney & Ayling, 2019) as “giving flexibility over where, when and the hours people work” whilst being “increasingly in demand,” although “the number of quality flexible jobs falls well short of the demand.” The three layers in the updated diagram of Atkinson’s Flexible Firm Model, which originally only had two layers, can be used to create a workforce that suits a company’s needs perfectly. For example, for some companies, a significant amount of core employees may be needed, with a small number of freelancers being occasionally drafted in, whereas some may only have a couple of full-time employees, with a high turnover of contractors. Put simply, a business can mould the shape of a workforce to tailor it to the individual company’s need.
Finally, the Ulrich Model of Human Resources was created by David Ulrich in a bid “specifically to organise Human Resources functions.” This was stated by (Shingal, 2019), who also mentions that the model separates large businesses into four segments.
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Figure 2: Ulrich's Model of HR (Shah, 2015)
As stated in Figure 2 above, the four segments are Strategic Partner, Change Agent, Employee Advocate and Administration Expert. Strategic Partners, according to (Shah, 2015), deal with strategic HR planning, partner to business lines and are involved with the culture and image of a company. As stated by (Knaepen, 2016), a Change Agent is concerned with staffing, organisational design, performance management and enablement. An employee advocate, as described by (Pay, 2018), is someone who “is responsible for staying aware of employee interests and making sure that they are protected.” Also, they must gauge “employee morale and satisfaction and use that information to create a positive company where people will want to work.” (Shah, 2015) also stated that administrative experts take on the role of managing competition, benefits, HR information systems and compliance. (Roper, 2016) claims that “for many organisations, a version of Ulrich, tailored to their particular business’s needs… is working nicely for now” but also states that “much work must be continually invested to make sure the Ulrich principles of strategic partnering and operational efficiency are always delivered.” In my opinion, this simply means that Ulrich’s Model of HR can continue to be used in the future, providing it is adapted to suit the company at a given moment in time. Having said that, it is not of total use because it fails to take into account the fact that workforces are going to have to change to a significant extent in order to continue to be successful.
[bookmark: _GoBack]In conclusion, the role of the Human Resources professional is safe in the near future, whilst technology is still being developed. However, in the more distant future, when Artificial Intelligence manages to take more of a hold of the workplace, the role of the HR professional will be threatened to an extent. For example, mundane tasks, such as replying to commonly received emails, will be undertaken by robots of some kind. Having said that, there are some aspects of working in the Human Resources Management profession that simply cannot be replaced by Artificial Intelligence. For example, AI lacks the ability to feel emotions and the ability to be creative in the ways that humans can. In a world that is dominated by Artificial Intelligence, there will still be people behind companies and any company with people working for them will need a Human Resources team with the ability to empathise with employees. Thus, there will still be roles available for Human Resources, but they will not be as readily available as they are today. VUCA can be used to determine what type of environment a business operates in at any given moment, which is beneficial to the employer in deciding how to staff the company. Following this, Atkinson’s Flexible Firm Model can be looked into in order to decide what kind of structure will be behind an organisation and what types of employee should be working for them, whether it be full-time workers or freelancers. Finally, Ulrich’s Model of HR can be used to determine what types of roles should be available within the Human Resources Management team, from strategic partners to change agents, employee advocates and administrative experts. Despite everything, I strongly believe that HR roles, and those of other workers in the workforce will be slowly, but surely, eradicated by the use of Artificial Intelligence until the demand for such jobs falls short of the amount of people in the talent pool.
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