


Introduction 

Throughout this essay it will critically evaluate the role of HR professionals in the future of work, while including the new skills needed for the future in a HR role for these jobs to stay relevant in a world that is becoming more dominated by AI. Through this paper new skills in order to stay relevant will be talked about and appropriate megatrends affecting the current environment situation. The external environment today has many has many factors that changes the future of the world we are living in, some say that our generation is the ‘’era of uncertainty’’ there is not an exact number of external factors or megatrends out there (Askfood.eu, 2019). A report written by Simon Atkinson states there are only 10 megatrends that is changing the world (Ipsos.com, 2019). In regards to the article by Deloitte states there is 35 global drivers of change, so there are no real answers of how many different factors there are and factors will affect every organisation in different ways for their outcomes (Www2.deloitte.com, 2019). 
The biggest megatrend that is affecting the role of HR roles is technology which will be mentioned throughout and the understanding of the factor. The Vuca world is an acronym which stands for volatility, uncertainty, complexity and ambiguity these are qualities that are brought together, which characterizes the nature of difficult situations in an uncontrollable environment (WhatIs.com, 2019). Megatrends are why Vuca world exists this tool will help succeed in unfamiliar situations especially with HR roles as they need to familiarise to changes and in order to stay relevant and start to look at the new skill sets. 



Main Body 
Looking at the megatrends they have a major role in the way HR operate, the unprecedented scale and pace of change in the economy and the workplace today shows a critical and urgent need to guarantee the way work is done (CIPD, 2019). for now, HR operations still is under the threat from the evolving economy that may reduce or eliminate the role in the future. But there will continue to be the need for an HR function. So, having to adapt and learn new skills is relevant for the current situations in order for them to remain (Rees % French, 2016). An important megatrend which is shaping the change is technology, it is a fast pacing change and any organisations is needing to keep up to date with the rapid growth of the technology as it is becoming bigger than ever, if this is not completed it will not deliver the customers needs and may not succeed. AI is one of the biggest impacts on all job roles and especially HR professionals as jobs are getting done more faster with new technologies. The HRM sector is growing rapidly and is expected by 2025, the sector will have developments in information technology, predictive analytics. artificial intelligence and machine learning in the HR procedures which will allow professionals to achieve traditional practices with more ease and reducing the time span of specific roles. In the next 2 years more, HR executives are looking into invest in areas like predictive analytics, enhanced process automation and intelligence. But on the other hand, in a KPMG’s report 50% of HR role workers feel unprepared to use new technologies that is expanding around them, as a result this comes with work within an organisation as a lack of people with the right skills are within this can cause a capability issue and can be seen as one of the biggest challenges that will limit organisations from adapting and facing the rapid and fast pace of change. In able to face the digital transformation is to hire skilled employees and upskilling the ones to remain so they are able to work within a digitally challenging environment (The Economic Times, 2019).
things like chat bots, e learning and big data is a few of many tools that is shifting the way people are employed and perceived which can put strain on future employees not attempting to apply for jobs as arguments show that these technologies can come across as bias and racist as the telegraph argue that technology is closely watched by employees to stop it ‘’entrenching existing unfairness and barriers’’ an example is amazon stopped an AI recruitment tool in 2014 after it taught itself to favour male job candidates over female applicants, it was turned off when amazon realised that it was penalizing CV’s which included the word ‘’women’s,’’ such as ‘’ women’s chess club captain.’’ And it had downgraded graduates of two all-women’s colleges. It came from the fact the tool was trained on data submitted by people over a 10-year period and most of all were from men (Kleiman, 2017). 
According to Gartner, by 2020 the average person will have more interactions with a chat bot than their spouse (Edwards, 2019). 


Another megatrend affecting the operations is globalisation this is a quick developing trend, organisations are wanting to revaluate the way HR implement their strategies, organisations have a larger range of resources in order for them to employ people from around the world, this lets them offer items and services through geographical and social limitations. Globalisation impacts HR have already began trends in the workplace (Www2.deloitte.com, 2017). By hiring different people from around the world will be beneficial for small organisations that cannot fill the positions needed for the specific roles. By having employees from around the world and different ethnic groups will enable diversity to the organisation and from this comes a distinctive view on different areas of organisations.
globalisation is a beneficial trend and can be helpful but with this comes disadvantages for some when trying to implement it within an organisation (Collins, 2015) states there are many cons an important one is that globalisation is to do with free trade where are barriers are eliminated but the barriers are still there. For example, 61 countries have tax value added on any imports which can be as high as 21.6% in Europe alone, but then the U.S and some countries in the middle east does not have tax this is why when in a company employing individuals from overseas comes with the legislation side which needs to be thought through carefully. Also trying to communicate with employees from across the world can be proven more difficult for HR roles as there is time differences and rely heavily on technology like emails, video conference calls and in doing so this is taking away any human aspects of communication (Natter, 2018).  


Many theorists and scientists discuss the potential of new technologies to substitute for human labour. David Ulrich was an academic born in 1953, he is known as the ‘’management guru’’ his ideas range from company leadership and corporate growth (Pay, 2018). David came up with the Ulrich model which indicates the structure and drives efficiency for HR for the past decade and how it shifts employment practices it is used to structure departments within a HR role, but for many organisations as he mentions in his model, the importance of the wider organisation structure states that the ‘HR organisation should be structured in way that reflects the structure of the business’’.
The models principles are to create an integrated structure that brings value and to define a clear role for HR, create a at a competitive edge for an organisation also looking at how to measure a company’s performance with metrics, this model provides a solid benchmark for an organisation (Shingal, 2018).  Add some more will now be automated – so they have to change their management skills they have as everything is changing all of the time just like organisations
Some claim that the model is irrelevant and impractical today as some say for some it delivered benefits but for them and some agree it has been disappointing and HR is no more strategic now than it was in 1995 and the world is changing drastically and how staff are encouraged and it should be updated. 


Frey Osborne – say AI will take jobs 100% by robots




Today as we know technology is becoming so big and according to (Keynes, 1933), over past decades, automation have substituted for a number of jobs, especially the roles of bookkeepers, cashiers and telephone operators. Frey Osborne is a Swedish economic which wrote the article ‘’The Future of Employment: How Susceptible Are Jobs to Computerisation?’’, the article states the characteristics of 702 occupations and then put them into categories according to their ‘’susceptibility to computerisation’’ This classification was automated using a machine learning system that was made by Frey Osborne, it was accomplished by using 70 hand labelled examples and after including the numbers the model concluded that occupations accounting for 47% of jobs in America fell into the high-risk category (Osborne, 2019).  As the paper goes on it says that compared with other professions the ones stated are more vulnerable to automation, throughout it is mentioned that they do not put an estimated number to how many jobs will actually be taken over, also mentioning that they underscore and it will depend on other factors like cost, political pressure, regulatory concerns and social resistance (Benedikt Frey, 2013). 

 
Some companies use different models which works best for them, the Atkinson’s model which is a flexibility model and employment restructuring in the 1980’s, proposed by John Atkinson, the belief of this model is being proactive and decisive, rather than being unreceptive in terms of change is the difference between a successful flexible organisation or a dysfunctional organisation. The model says that the workforce can be proactively designed to meet businesses needs within an unpredicted market, the model believes that the addition of flexible conditions within an organisation’s functional operations so that I can meet the requirements of a competitive market which can result in the achievement of goals and aims. The model will put the core group and the peripheral group and divide them. The core group is full time primary workers and internal workers who are essential to the functionality of the organisation, functionally and flexible and difficult to replace this is because of high level skills and experience and knowledge (Atkinson, 1984). 
Atkinsons states that the three are different types of employee relationships and flexibilities, the three different flexibilities are 
functional which is related with high skill levels for different tasks as showed, it can let management to move essential workers between many workforces and tasks. By implementing this flexibility will need more training and more flexible hours this applies to the core group.
Numerical flexibility will relate to the peripheral workforce and will apply to the low skilled workers that are available in the labour market. This flexibility allows employers to enforce their labour demands with the number of employees on a contract at the company. This is done through short term contracts, temporary workers and outsourcing. Gig economy 

financial flexibility consists of the capability of organisations to correct the price of labour in agreement with the supply and demand of employees in the organisation, it will look at the compensation given to people when contracts are terminated. For example, contractors work this way when an individual will pay someone else to do a job that the individual is capable of doing so (Culture and Model, 2019). 








Organisations are changing by the size, shape and skills the size is growing vastly and this is due to being more open to being influenced by AI, the shape of organisations is changing technology platforms like the gig economy as it is becoming  such a big factor to the way we work today and the skills are needing to be changed rapidly and technology is pushing employees to up skill in order to get themselves ready for the future. A good tool is The CIPD map is used for shifting the landscape of people profession this is important for the role of a HR specialist in order to create change, using this will give the core values, the purpose driving of the professional standards will stay the same but with many new role’s priorities, opportunities and specialisms will appear and the CIPD map will know when to integrate them. It is a huge topic that basic skills needed for a job are being taken over and basic life skills may not even matter to future employees in years to come, today universities and jobs are influencing new skills for future generations in order to keep HR roles relevant and up to date with trends and according to (Verlinden, 2019) for the future individuals need to learn new skills and a few are people analytics, soft skills which are problem solving, problem analysis, change management and negotiation abilities, Digital HR, strategic workforce planning and design thinking and stakeholder management these are all the results based on statistics shown through surveys for future skills. (Crowley, 2018) says that HR will need to get better with data collection and analysis and by doing so it will bring better employee training and gain better management insights. critical thinking will involve logic and reasoning. Critical thinking will involve being able to use logic and reasoning to interrogate an issue or problem but with this considering many solutions to the problem with looking at the pros and cons of each approach. 
One of the most important skills is to be learn more about technology and wrangle new software this is essential and needed to upskill employees as it is said to be the biggest changing trend as some say AI cannot give the human elements in able to train and sympathize with human to human. (Lucas, 2018) says that not everyone will need to worry about AI and that is will undoubtedly make a significant difference to the way processes and tasks are managed but the future of HR will still remain human problem solving will come under the same category because an example is the microwave it would be impossible for a robot to invent such an efficient object. A world economic forum report has stated that critical thinking is one of the most important skills for the future of HR workers. These skills will give the ability to objectively analyse and evaluate proposed strategies and to have new insights by making connections between seemingly different ideas. With new skills comes new trends and this is where chat bots, e learning will come into the equation as mentioned above this is why creative thinking, problem solving and creative thinking will cover a whole range of new skills for the future workplaces in all roles. These skills are important so HR does not die out. 

conclusion 
 
 


 
Delote HR Leader, CIPD = they say the same thing
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