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Introduction
The economic reality of modern-day life is becoming increasing complex, this is having an effect on many aspects of modern work. In order for Human Resources (HR) to continue to be useful in in its primary function and continues to deliver value for its organisation, it is necessary to be aware of what changes will be coming to the workplace in the future and what adaptations HR will need to make to be able to meet these needs. The focus of this essay will be to examine what factors and trends are currently being faced, what impact they are likely to have on the workplace, and how HR will need to change and the skills that will be necessary for this adaptation. 

Human Resources Management can be described as ‘All those activities associated with the management of employment relationships in the firm’ (Armstrong, 2011, p. 6), HR concerns the management of people and their work in an organisation, and is an inevitable process which accompanies the growth of an organisation.

The world is currently in what has been described by Schwab (2016) as the fourth industrial revolution. Unlike previous industrial revolutions, the fourth is characterised by a merging of physical, digital, and biological aspects of life, through new technologies such as artificial intelligence, robotics and the editing of genes. The rate of development of these factors is seen as unprecedented compared to technological innovation in the past and as a society we are struggling to keep up with the resultant rate of change it is bringing.

To better conceptualise the nature of the changing world, a group of factors collectively known as VUCA have become a part of HR strategic planning. These 4 concepts are interlinked and an understanding of how present they are in various markets is key for future planning (Kraaijenbrink, 2018):

Volatility is the degree to which there is change in a market, a more volatile environment is more likely to change quickly and have fluctuations in demand.
Uncertainty determines how possible it is to make predictions about an industry, a higher degree of uncertainty meaning it is more difficult to make predictions, and in a truly uncertain environment it would be impossible to make predictions.
Complexity refers to number of factors involved in an industry, the greater number of these the more difficult it can be to plan, as it is necessary to take them all into account and balance them against each other.
Ambiguity can persist when there is available data but it is inconsistent or contradictory, this can make it difficult to assess an environment.

The degree to which markets are subject to VUCA is an indication of the difficulties presented by working in that market and an understanding of which aspects of VUCA are most relevant can assist HR with planning, new technology and practices adoption, and an analysis of which skills should be highlighted and developed.
 
Main Body
The modern work place is being changed by numerous different factors, historically these trends were limited in their influence by geography, but due to an increasing interdependent world, these are having a global effect and instead can be seen as megatrends having a far reaching effect across society (People Management, 2013). These megatrends have developed from organisations operating in a global context, expanding into new markets, widening potential talent pools, and operating across cultural and language barriers.  Examples can be seen in an increase in Globalisation, increased mobility, changing demographics, new behaviours, and new technologies.

One of the most influential current trends affecting employment is the development of artificial intelligence and it’s utilisation in replacing jobs which currently employ humans, which can be seen currently through technologies such as automated checkout tills and adoption of self-driving cars by companies such as Uber (O'Kane, 2019).  Estimates on the amount of jobs that will be replaced by automation vary by estimate but figures such as  high as those anticipated by Deloitte (2014) predict that up to 35% of jobs in the UK are vulnerable to automation in the next 10 to 20 years. Job losses to such a high extent could potentially have a disastrous effect on society and the economy, for comparison during the great depression in 1930s America the unemployment rate was 24.9% (Amadeo, 2019), although there is no guarantee that all those job lost would not be replaced, the negative consequences are so large, it is paramount to consider the issue and plan accordingly. While these estimates are alarming automation is not just a far-off future problem (Sterling, 2019) points out that between 2004 and 2009 in the United States alone, 7 million jobs were lost to automation and this is only set to increase. 

This will present several issues for the future of Human Resources, with the large number of jobs to be lost to automation the question of what will happen to those affected and how they will be able to find new work needs to be considered. As the type of employment that is most susceptible to automation are low or semi-skilled labour this will result in a large number of people being unemployed without the necessary training to find replacement jobs (Roper, 2016). It will be necessary therefore for HR to consider the ways in which new training and development of skills can help individuals being made unemployable with their current skill set and also how much of an  ethical mandate is there for society to help those effected (BBC, 2019).

While the easiest to automate and replace jobs are those which are based around mechanical and repetitive tasks such as manufacturing, white collar work is also at risk of being replaced. Like other professions HR currently has employees in junior positions to undertake mainly administrative tasks, jobs such as these not only provide a large number of potential positions but act as an entry point for HR and other various professions to enable future HR professionals to gain knowledge and experience in the field, which will be missing if these jobs are automated (Koetsier, 2019).

While there is a general agreement about the inevitable reality of automation, there is disagreement about how exactly automation will be used and the effect it will have on work. Susskind (2015) envisage a future where technology and the professions will be able to work in harmony and allow human worker to be more effective in their work, however, they do acknowledge the possible of a zero sum outcome for human labour in the long term as technology becomes more sophisticated. 

Following the eradication of the default retirement age law in 2011, employers are no long able to force employees to retire at age 65, this means the choice of when to retire now resides with the individual employee, who are therefore able to stay in the workforce until they decide to retire (Age UK, 2019). With employees staying in the workplace for longer, this has the side effect of further widening the range of ages of employees in the workforce, leading to situations where there could be up to 5 different generations working alongside each other at one time (Knight, 2014).

Generations are grouping of individuals born between specific years who are seen to share personality characteristics within their own generation which are distinct from those of surrounding generations. This concept assumes that the time in which individuals came of age has an effect on the way they see the world and the ways in which they interact with others. categorisations can vary by source in which age groups and characteristics they comprise of, below can be seen an example of generational grouping.
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Figure 1 Example of generations (Four Hooks, 2015)

Some differences identified between generations can include aspects such as familiarity and acceptance of technology, CIPD (2015) suggests younger generations that grew up around technology, such as those in Gen Z, referred to as “digital natives”, have a positive attitude towards technology compared to those of the baby boomer or Gen X generations. Embracing new technologies therefore could be critical to ensuring workplace engagement and retention for these employees.

While the difficulties of accommodating a range of different generations with specific needs and requirements may seem daunting and a specialised approach could be more efficient Helyer & Lee  (2012) recommend that employee diversity is key and recognising the influence and preferences of generations will be necessary to be effective in the future. They also state that Gen y will be the hardest generation to attract, retain, and manage but will be the highest performing generation for those who are able to. 

There has however been criticism of the emphasis put on the differences between the outlined generations and the characteristics of the people contained within them. A report undertaken by Great Place to Work UK (2016) found that while there were differences in priorities between generations all generations main priority was pay/benefits. They also observed more differences in employee engagement levels between ages within generations than there were when comparing generations against each other, as shown in the below diagram.
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Figure 2- Age Compared to Generations (Great Place to Work, 2016)

Blauth, et al (2011) point to the lack of empirical data for the differences proposed between age groups and the reliance of anecdotal observation by writers on the subject. They also highlight that differences identified between generations observed by cross-sectional studies do not differentiate between age and generation as they capture the difference at a particular time, i.e. the difference between a 35-year-old and 60-year-old at present day. This does not consider the potential for change in an individual’s prioritises that can develop over time, such as an older employee wanting to spend more time with family and therefore appreciating a balanced work/life ratio or ability to work remotely from home. They suggest that although there are differences between generations, fixating on these differences can have an impact on collaborative working between generations and potential for age-based-discrimination, and that the best approach is to adopt practices to bridge differences that do persist.

CIPD (2009) identified a difference between generation regarding technology, however they suggest this may be primarily delineated between generations that entered the workforce before and after a period between 1985 and 1990 which experienced an escalation in workplace technology adoption. While they acknowledge there are both similarities and differences across generations, they posit that employees have a range of different needs and these should be considered on an individual basis. From a HR perspective this emphasises the need to be aware of generational biases but not allow them to dictate how generations are catered to in the workplace, to avoid employee frustrations.

A new trend to the world of work that has emerged in recent years is the new prevalence of the gig economy. The gig economy can be characterised by a group of workers who are self-employed and have multiple zero-hour contracts that allow them to take work (or “gigs”) on a case by case basis. The emergence of the gig economy has resulted in new companies such as Uber and Deliveroo which utilise new technologies to organise and agree work with their contractors via a phone application (Kobie, 2018). There has been much discussion regarding the virtues of the gig economy and the benefits and draw backs it can provide modern workers. 

Datta (2019) identifies that the gig economy has been attractive to workers, doubling the number of self-employed workers since the 1980s, as it offers employees great flexibility in terms of work and location, gives them autonomy over their work, and an opportunity to offset expenses with income tax bills. This flexibility towards work is attractive to a particular demographic above other factors such as pay, gig economy workers are willing to trade benefits of regular employment such as job security, holiday and sick pay, for greater control over their own work arrangements and scheduling.

A UK government policy review however found that self-employed worker in the gig economy have lower weekly income in comparison to regular employees and zero-hours contracts workers have seen a lower wage drop compared to regular workers during the great recession (Taylor, et al., 2017). The Taylor report has prompted the government to promise that there will be stricter enforcement of holiday and sick pay rights for those who are working in the gig economy.
The controversial nature of the gig economy promotes concerns about where employers should be looking to utilise the services of atypical workers, CIPD (2019) advises that atypical work arrangements can be advantages if they suit and are mutually beneficial to both parties. They also suggest that choice is available to employees allowing zero-hour contracts with full benefits or fixed hours instead if this would be more desirable.  

With all the changes incumbent on the world of work, there is more necessity than ever to ensure that personal and professional development will need to constant and ongoing process. CIPD  (2018) suggest that for professional to keep delivering value to their organisation they need to consider their knowledge and behaviours in order to stay ‘future fit’ by focusing their development and specialisations in the most effective areas and asking in what areas are we currently not good enough and what needs to improve, this is demonstrated by the professional map as below.
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[bookmark: _GoBack]Figure 3 Professional Pathway - (CIPD, 2018)

AIHR (2019) stresses the importance that planning will occupy for HR professionals, as there is likely to be an increase in the number of atypical workers in the gig economy. Co-ordination of aspects such as working hours, annual leave, cross cover will become more difficult than ever with employee working flexible hours and remote working from distant locations, potentially in completely different time zones. 

One of the ways HR will be able to adapt to changes is the adoption of new digital HR technologies. Crowley (2017) suggests that it will become necessary to employ new HR software such as human resources information systems or be at risk of falling behind. These systems have seen adoption by larger organisations to cope with the pressure of modern work but will become indispensable to smaller companies over time. Technologies such as video conferencing and communication tools such as ‘Slack’ will become an integral part of collaborative working across remote workers and distributed offices (Forbes, 2018). 

With companies worldwide currently introducing automation to replace jobs and anticipation for this to increase in future AI replacing human labour is seemingly inevitable. Yates (2018) suggests that when developing skills focus should be placed on critical skills and capabilities that aren’t able to be replicated by an AI algorithm. These skills include creativity, critical thinking, complex problem solving, and emotional intelligence, with HR being key to the development of these skills across the workplace.

Conclusions
The world of work is inevitably and irrevocably changing at an increasing rate. New technologies are developing faster than ever before in history and society at large is struggling to keep up with the social change it is delivering. Human Resources within organisations are in a unique place to help plan and adjust to these changes, but it will require a deliberate and considered approach to ensure the correct organisational restructures are undertaken.

Retraining entire sectors of employees whose current work is being made redundant by artificial technology is a huge undertaking and developing of new skills and roles for them to expand into will be vital to ensure that unemployment is kept in check, although this may also require larger social changes to move from open market competition-based capitalism, to more sustainable practices as those outlined by the proponents of the fourth industrial revolution.

New technologies will expand the ways in which people will be able to work, whether it’s working remotely from home or in collaboration with other offices spread over the planet by using cloud-based communication tools and video conferencing. Technology will also allow individuals to work conveniently for themselves in the gig-based economy, however there is potential for employers to see this as exploitable by not providing adjudicate support, which will ultimately lessen its long-term viability.

HR has a responsibility to ensure they are future facing with the ways in which talent is developed and retained by looking at the challenges presented by modern work and developing the necessary skills and knowledge and adopting new HR technologies to meet these challenges. 
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