Lucy Crocker - 1701540
Contemporary Human Resources in Practice: Assignment 1
M6X00873





The role of the HR professional is one that can be described as being both reactive and proactive to the changes that occur and will occur in the future work environment. The following essay will provide a critical evaluation of the changing role that the HR professional will play and identify the skills that will be required by HR professionals for them to remain relevant to, and in response to future of  work changes such as the increased inclusion of AI within organisations.
Artificial Intelligence has been defined by Encyclopaedia Britannica (2019) as “the ability of a digital computer or computer-controlled robot to perform tasks commonly associated with intelligent beings”, but Deloitte (2017) has defined AI as a “broad field of science encompassing not only computer science but also psychology, philosophy, linguistics and other areas”. These definitions provide a broad outlook of AI, however specific sources of relevant definitions tend to relate to specific examples, and thus defining AI broadly within the HR realm academically is problematic. 
The introduction of Artificial Intelligence within the workplace has provided exciting possibilities and limitless scope for the potential for machines being able to learn from various experiences, and this technology can perform human-based tasks that bring AI into the realm of human resource management (SAS UK, 2019). An example of AI engaging  in today’s society with the general public, is the Amazon Alexa where individuals can complete a variety of tasks whilst communicating with the device, such as, daily reminders and searching the internet for information based upon the individuals search criteria (Forbes, 2017), examples such as this are often the public face of AI although as AI becomes incorporated into the workplace to a greater degree, it will become more familiar to those who are not already influenced by AI in the workplace.
The continuous development of technology will bring both advantages and disadvantages to organisations, for example , the new introduction of technology may cause the demise of certain job roles, but this can create an opportunity as those organisations with lower-wage tasks will continue to develop new opportunities (People Matters, 2019),  and employees will be required to upskill in order to redevelop skills for the future (AIHR Digital, 2019).  An advantage of the continuous technological enhancements from a human resource professional's perspective would be to improve the efficiency of various functions within the HR department and in turn the efficiency of the organisation in general. In regard to specific HR functions those suitable for AI enhancement include, talent acquisition, HR policies, recruitment and payroll (EY, 2018). The continuous development of AI-assisted technology for HR functions has been described as being as an explosion that is “far from over”, as technology will continue to improve and there will be hardly any functions left that will not be assisted by a wide range of software which will be designed to digitalize and automate the process (AIHR Digital, 2019). 
The use of AI has already been introduced to organisations , many of which have already achieved positive results such as an increase in job opportunities for both new and existing employees, the implementation of a wider range of employee skills, and the enhancement of various roles (CIPD, 2019). However,  there are various negative results with the introduction of ai, for example, robotics could be programmed by existing employees within the organisation, which may be considered as having a biased mindset, especially if knowledge and opinions that have been programmed were of the employee's personal beliefs. In conjunction with this, 73% of employees believe that technology can never replace human emotions and the human mindset. A survey that was conducted by members of the HRPA has found that 14% of participants had indicated that their organisations already use a form of artificial intelligence to assist with decisions related to human resources (HRPA, 2017).
The introduction of artificial intelligence within the workplace has been described by Daugherty & Wilson (2018), as a “major transformation in business” where the fundamental rules of an organisation are being re-evaluated on a regular basis to adapt to the continuous development of AI within the workplace. Within human resources, artificial intelligence can be of use to assist with eliminating repetitive tasks, the reduction of employee attrition, the improvement of professionals in relation to researching for talent and also to improve employee engagement (PWC , 2017). In conjunction with this, the development of AI to improve a business has been described as being unprecedented but is a growing and urgent challenge that many organisations are willing to adopt especially regarding employee performance. A survey conducted by the World Economic Forum (2016), has revealed that over 35% of skills of which are considered relevant within today's workforce will change and that employees will expect AI to become a prime member of their organisation by 2026. 
In order to anticipate the skills that will be required for the future, it is important to consider the context and any changes surrounding the organisation (Kelly , et al., 2017). The change that is currently having the biggest global impact on organisations and specifically hr is technology, an illustration of which can be seen by considering how technology has driven the development of chatbots and robotics in industries. An example of technology having an impact within HR is the development of various artificial assistants such as Vera who is a Russian chatbot that is currently being used by organisations such as Ikea and L’Oréal to automate the recruitment process, and Matilda who was developed to read and respond to human emotions and is currently being used to conduct interviews, Matilda can also analyse an applicant’s reaction to various questions asked during the recruitment process and can determine if the individual would be a possible candidate for the position (ERE Recruitment Intelligence , 2018). According to Deloitte Insights (2019),the development of chatbots will be beneficial for hr professionals, especially in regard to recruitment as the chatbots are able to reduce the amount of time it can take to screen candidates by 30-50%, which will allow hr professionals to have more time to spend on other recruitment or interviewing activities, which are pivotal HR functions.
The three main skills in general that have been identified by both the World Economic Forum (2016) and Forbes (2019) as being important for professionals within the future of work are creativity, complex problem solving and critical thinking skills.  The creativity, complex problem solving and critical thinking skills are skills that are currently in demand according to a survey that was conducted by The World Economic Forum (2018, p. 24), but these skills are also considered to be skills that will be trending and still important skills within the workplace by 2022.
In regard to HR professionals a report published by AIHR Digital (2019), has revealed that the introduction of AI will change the HR department in the near future as professionals will be required to familiarise themselves with a wider range of skills for the future which will include digital HR, design thinking,  people analytics, strategic workforce planning, and stakeholder management . Another similar survey was conducted by Ferrar (2019) and has concluded that the key skills for HR professionals are managing stakeholders, people analytics and influencing others.
The CIPD professional map is designed to provide an insight into the required knowledge, behaviour, and skills that can be expected to show professionalism for hr professionals.  The professional map will adapt to incorporate any changes such as new and improved roles, new opportunities and [image: ]changes in priorities but the core purposes and values that drive the professional standards will remain the same (CIPD, 2018). Figure 1 The CIPD Profession Map (CIPD, 2018)


Why does HRM need to change?
Organisations continuously go through changes and as these organisations continue to adapt and improve, human resources also need to follow. There are numerous various external factors that are currently driving the need for HR to change, such as, technology, demographics, new behaviours, globalisation, and mobility.  From a technological perspective, the continuous development of technology is driving a change, as technology within HR, is used to retain, attract and hire employees, the continuous development of this technology is ensuring that professionals can perform at an increased pace and to improve efficiency.  
The shape of HR is changing due to organisational changes such as the size, shape, and skills of an organisation. In regard to size, the introduction of ai assisted technology would decrease the amount of employees required to perform tasks as organisations would complete the tasks with fewer assistance from humans and within a decreased period of time. The skills that will be required within the organisation will be changing as technology advances and becomes more user-friendly, it would soon take over the majority of transactional tasks, where humans will need to differentiate entirely through human skills. The shape of organisations will also be changing, as currently only the internal workforce is being managed and in the future, companies will develop talent software which can compromise various talent pools which will, in turn, include multiple generations of employees (Kelly , et al., 2017). 
The Ulrich model is used to organise functions within the human resources department into four main categories. After focusing the Ulrich model within human resources, it has been revealed that it has produced numerous benefits regarding the efficiency and quality of hr operations. These benefits include the improvement of operational efficiencies within hr, a closer adjustment with the organisations commercial objectives and the capabilities within the hr department would have improved (CIPD, 2015). 
A megatrend has been defined by PWC Uk ( 2016), as a “macroeconomic and geostrategic force" which can include some of society's biggest opportunities and challenges. A megatrend can have a major impact on organisations both locally and globally, an example of a global trend, in this case, would be climate change.  The five megatrends that are changing the future of work are globalisation, mobility, new behaviours, technology and millennials and changing demographics. 
The first hr megatrend is globalisation. This can have an impact upon the hr department, in particular when an organisation expands and develops within different continents,  and hr will be required to adapt their practices in order to include any foreign regulations and cultural differences (United Nations , 2017). 
The second hr megatrend is mobility, which allows employees to work from a variety of places at any time. Mobility on a global scale has been predicted to be one of the most strategic areas within human resources in the next 10 years (HR Magazine, 2016).An example of mobility can be illustrated by considering employees in the Gig economy which is characterized by the prevalence of freelance positions or short- term contracts. There are various advantages to employment mobility within the Gig economy such as, it can provide employees with flexibility and it offers the opportunity to gain various experiences and develop a wider range of skills. On the other hand, there are disadvantages to employment mobility for example, it can cause an unstable or low pay, can cause social isolation and lack career progression and development for individuals.  Mobility will have an impact on hr as it is the main resource for organisations to deliver within a globalised workplace (Deloitte, 2013). 
The third hr megatrend is new behaviours. New behaviours are changing the face of performance management within organisations, an example of this is the annual performance review.  
The fourth HR Megatrend is technology. The continuous development of technology can change how HR departments store any data, contact details for employees and how an employee’s performance is analysed.   The development of technology will also have an impact on how hr will retain and attract talent, for example, the recruitment process will become automated and will improve candidate selection.  
The final hr megatrend is millennials and changing demographics. Millennials are currently reshaping the workplace and it is expected that by 2020, millennials will make up over half of the workforce (Forbes, 2015). Employers will need to adapt to the needs of millennials, which can include adapting the technology that is used within the workplace.  Demographics are also considered to be a megatrend for hr as there are many fewer young people entering the workplace, coupled with many employees continuing to work past the retirement age, and for hr professionals, it means that more time is spent improving the skills of current employees. 

[image: ]The main five hr megatrends contribute and drive organisations to VUCA which in turn causes specific trends such as chatbots and e-learning. VUCA is known as volatility, uncertainty, complexity and ambiguity and consists of four different types of responses to situations which can make knowing how to approach a difficult situation all the more challenging (Harvard Business Review , 2014). The factors of VUCA have had a continuous effect on organisations, but HRM has especially been affected as many trends of the future have a direct impact on people management.Figure 2 The VUCA Model (Harvard Business Review , 2014)

[bookmark: _GoBack]The impact of technology is a known megatrend that can contribute to volatility, for example, the introduction of ai within the workplace, especially as technology is continuing to adapt and improve at a rapid speed and this enables professionals to be able to understand complex analysis and respond to it at  greater speed than that of over a decade ago (Forbes , 2019). Technology is a megatrend that is constantly being updated and improved and this can cause volatility for hr professionals as developing technology has an unknown time duration but information about the next trend in technology is always available through numerous sources. 
Changing demographics is a megatrend that can cause complexity and ambiguity within organisations and human resources, as changing demographics will introduce a new age distribution and will introduce different work values and ethics (RES, 2016, p. 45). This trend can cause complexity for hr professionals as millennials will make up the majority of the workforce in the future, therefore employers are required to live up to the high expectations of those joining the workforce. This includes hr professionals who will need to continuously adapt and make changes to policies that are currently in place.
To conclude, the roles and skills that will be required by hr professionals within the future of work will constantly change in response to a number of megatrends. This is particularly applicable when the development and incorporation of technology such as AI within the workplace are considered, especially for hr professionals who are to remain relevant in a world that can be dominated by artificial intelligence in the future of work.  In a situation such as this the ability of the hr professional to adapt and react to such changes in a positive way will be vital to the success of the hrm department, and therefore the success of the organisation in general.
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complexity

Characteristics: The situation has many
interconnected parts and variables.
Some information is available or can be
predicted, but the volume or nature of it
can be overwhelming to process.

Example: You are doing business in many
countries, all with unique regulatory
environments, tariffs, and cultural values.

Approach: Restructure, bring on or
develop specialists, and build up
resources adequate to address the
complexity.

@mbiguity

Characteristics: Causal relationships are
completely unclear. No precedents exist;
you face “unknown unknowns.”

Example: You decide to move into
immature or emerging markets or to
launch products outside your core
competencies.

Approach: Experiment. Understanding
cause and effect requires generating
hypotheses and testing them. Design your
experiments so that lessons learned can
be broadly applied.

Wwolatility

Characteristics: The challenge is
unexpected or unstable and may be of
unknown duration, but it’s not necessarily
hard to understand; knowledge about it
is often available.

Example: Prices fluctuate after a natural
disaster takes a supplier off-line.

Approach: Build in slack and devote
resources to preparedness—for instance,
stockpile inventory or overbuy talent.
These steps are typically expensive; your
investment should match the risk.
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Characteristics: Despite a lack of other
information, the event’s basic cause and
effect are known. Change is possible but
not a given.

Example: A competitor’s pending product
launch muddies the future of the business
and the market.

Approach: Invest in information—collect,
interpret, and share it. This works best in

conjunction with structural changes, such
as adding information analysis networks,

that can reduce ongoing uncertainty.





