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The future of HR as a profession is becoming more and more uncertain as the development of Artificial Intelligence (AI) is shifting and evolving job roles that are filled by humans. Despite AI becoming more popular, it is not definite that jobs will be replaced, but they will undoubtedly become easier (Mehta, 2019).
“Artificial intelligence, or AI, is the field that studies the synthesis and analysis of computational agents that act intelligently.” (Poole and Mackworth, 2017)
As the world of business as we know it is rapidly growing and evolving into a fast paced, well technologized environment, it can be very difficult to adapt to these vast changes. While these changes can be difficult to adjust to, the VUCA environment is something that can be used to reflect on complex situations that require particular responses (Bennett & Lemoine, 2014). The VUCA environment is something that will be discussed in more detail further on in this essay.
The purpose of this essay is to assess the future of the profession of HR by evaluating various contemporary issues that exist within the human resource (HR) departments in a variety of organisations. The importance of developing employee engagement and performance is vital in an organisation and the way in which the world is continuously changing from the megatrends, through to the development of vital skills for the future is extremely important to consider. As a result, a number of ways these factors affect HR as a department will also be discussed throughout.
“VUCA is an acronym used by the American Military. It stands for Volatile, Uncertain, Complex and Ambiguous” (VUCA-WORLD, 2018). The image below illustrates the VUCA environment. Each letter of the acronym is broken down into characteristics, approach and examples explaining how to react to certain situations. As seen below, each section can represent a business. For example, if a particular industry is very volatile and complex, there is a high probability that it will be more unpredictable (Kraaijenbrink, 2018). 
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Figure 1: The Meaning of VUCA (Mack et al, 2015)

There are a huge number of factors that impact the way in which an organisation operates, but there are five factors that are considered the most influential to a business all around the world, not just in the UK. These are known as the megatrends. “A megatrend is a significant shift in environmental, economic and social conditions that will play out over the coming decades” (Hajkowicz, Cook & Littleboy, 2012).
According to a YouTube video by Jacob Morgan, the five current global megatrends identified by him are globalisation, mobility, millennials and changing demographics, new behaviours and technology (Morgan, 2016). Each of the named megatrends have an impact on the HR department in all organisations as they affect the way in which the department operates.
Globalisation is one of the main megatrends that has a huge impact on a HR department. With the expansion of a business entering other countries, the HR department will need to redirect their focuses to ensure that they meet all of the relevant criteria. With a business having its employees working from around the world, it needs to ensure it is keeping up to date with rapid changes. For example, countries from all around the world are introducing new rules and regulations on a daily basis, such as tax laws, meaning the company needs to work towards numerous different regulations at the same time to comply worldwide (Natter, 2018). Globalisation also provides the HR department with the advantage of being able to attract and scout talent from anywhere in the world, meaning there are no restrictions to the level of talent they can recruit. By recruiting from a wide talent pool, businesses will not be struggling to find and attract candidates that match their calibre (Morgan, 2016). Companies would also need to consider the various time zones their staff are working in, and schedule a time for a meeting at a time that is best for everyone.
Mobility is just another of the megatrends having a big influence on the HR department as it allows staff to work from anywhere such as a coffee shop, an office or from the comfort of their own home (Morgan, 2016). For example, if a member of staff was too ill to attend work, they would still be able to go about their day-to-day work using a laptop, tablet, smartphone or other device from home.
Mobility also benefits those who are more productive outside of normal working hours, such as early in the morning or late at night. When it comes to simple tasks such as replying to emails or scheduling work, mobility gives employees the freedom to work – within reason – during times which suit them best (Newman, 2015).
From a human resource perspective, mobility can help to build both engagement and trust with a workforce by allowing them to work in hours that suit them. This might give them the opportunity to develop a better work-life balance, perhaps picking up their children from school or even visiting the gym. Despite this, it is also important to acknowledge that not all members of staff can be trusted and productivity levels would need to be monitored closely (Newman, 2015).
A millennial is someone who is born between 1980 and 2000, meaning they reach adulthood in the 21st century (Rainer & Rainer, 2011). By the year of 2020, Millennials are set to become 50% of all workforces, increasing by 25% in a five-year time frame, meaning that all businesses (including HR departments) will have to adapt their ways of working to suit this demographic change (Morgan, 2016). All millennials will want to work in an environment where they are surrounded by technology. This is because they have been brought up with this level of technology, meaning they have a greater understanding of it (Brintia, 2018).
New behaviours are rapidly impacting the way businesses are communicating, teaching and sharing content in the workplace. The world is now more open to the thought of having a more public life by sharing their thoughts through videos and blogs as well as having a full education and professional history on their LinkedIn profiles (Morgan, 2016).
In relation to HR, and particularly the recruitment process, both employees and employers can benefit from the use of social media and online recruitment services. For example, LinkedIn “provides a ready source of potential employers” for those looking for work (Parez, 2013:1), while employers can also take advantage of these sites which offer “a fast, free outlet through which to cross-reference the accuracy of the vast amount of applicant information” (Parez, 2013:2). 
With the potential benefits of social media, though, also come potential risk. For example, Horn (et al., 2015) argues that “employees are able to negatively affect the reputation of organizations via social media applications”, something which, in relation to HR, could bring the company’s values into disrepute.
In relation to a HR environment, one of the most influential megatrends is the rapid advancement in technology. As mentioned previously, developments in AI are becoming more of a daunting thought year-on-year as the power and ability of robots and machines is getting continuously stronger. “AI is already terrifying. And it's getting stronger and faster every day” (Robson, 2018). Technology can be considered one of the most important aspects to an organisation as it allows everything to function (Morgan, 2016). It has huge benefits for a HR department as it will impact the way in which the department can retain personnel files as well as monitor staff performance (Sherman, 2019). 
As touched on previously, the way in which the future of work is developing can be very concerning for most as it is changing at a rapid pace. This means more and more people are having to develop their skills further to compete with AI technologies. It has been suggested that soft skills cannot be automated (Optasy, 2018). “Soft skills is a term which refers to personality traits, social graces, facility with language, personal habits, friendliness, and optimism that mark people to varying degrees” (Alex, 2009). An example of a soft skill would be creativity. Creativity is also one of the named vital skills for the future of work.
The developing of automation and Artificial Intelligence will dictate the way in which the world of work operates. To keep up with these vast developments and give them some competition, the three skills that are suggested to be vital for the future of work are complex problem solving, critical thinking and creativity (Gray, 2016). 
Complex problem solving, creativity and critical thinking can all be used as part of the decision-making process in an organisation. All of the three skills can be very closely linked within a HR department. For example, being creative or having a creative mind allows more of an open-minded approach to problem solving, resulting in a critical analysis of the problem to arrive at a solution maybe uncreative people would not have thought of (Miller, 2018).
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Figure 2: The Cynefin Framework (Snowden, 2019)
The Cynefin framework is used to help describe situations in reality. Where the situation sits within the framework will depend how it needs addressing (Brougham, 2015). For example, if a member of staff within a HR department was queried with an issue regarding payroll, this would be classed as an ‘obvious’ situation to resolve as it is within the expected day-to-day responsibilities of a HR professional. On the other hand, responding to a major incident within the organisation might classed as a ‘chaotic’ incident. 
All HR departments in organisations will be faced with new ways of functioning in the coming years with a number of different changes. For example, many organisations will be investing in a new efficient way of recruiting such as the company Unilever. As part of an online application process, candidates must participate in a range of activities and questions for the software to analyse the application and decide whether the applicant is selected for the interview process. Once selected the applicant has to record a video of themselves responding to a variety of questions to be processed and analysed by the new technologies that is AI (Hire Vue, 2018). With this type of technology rapidly gaining competitive advantages over humans, the role of us humans will soon be unrequired as the use of e-learning and chatbots are becoming a HR trend. E-learning links back to the megatrend of technology as it is becoming more and more popular with students choosing to learn from their computers rather than in a traditional classroom. E-learning has been seen to replicate the experience of learning in a classroom as they are interacting with a human via an interface on their computers. This is seeing a reduction in requirements for teachers and trainers in the workplace as one e-learning video can be used a number of times without restrictions (Forbes, 2018).
These HR trends are driving the development of skills that are needed for the future of work and can hugely impact the shape and size of HR departments in all organisations. The role of the HR department in all organisations will inevitably change due to the demand for highly skilled and talented workers. Each HR department will undertake the role of managing, not only their internal workforce, but “an extended talent ecosystem, comprising multiple talent pools and spanning multiple generations” (Wyman, 2017:4). Many high-end companies will be fighting to manage this talent ecosystem as it will allow them to have full access to the best skills and ideas. There are four talent pools that will need managing, requiring all HR departments to adapt their management strategies accordingly to cover all four talent pools as well as their internal workforce (Wyman, 2017).
According to a study carried out, “administrative support workers…are at risk” from being replaced by automated systems. This is estimated to occur in the next decade or two, during which time approximately all of office and administrative jobs would have been replaced. Computerised systems will be recruiting as well as completing the payroll on a daily basis, completely reducing the need for a human HR professional (Frey & Osborne, 2013). A report from WEF (2016) also states that the biggest decline will be seen in office and administrative roles due to the “perfect storm of technological trends”. With this being the case, many people will want to find a new way of working as well as upskilling themselves.
Even though there will be a decline for certain jobs such as administrative roles due to the rise in AI technologies, many people will be retraining and upskilling themselves receive better job opportunities. However, many other people are not as positive, stating that businesses will not need or want HR professionals to work the same way as they would have done before AI took over (Suskind & Suskind, 2015).
As Artificial Intelligence is getting stronger by the day, resulting in the potential loss for specific jobs, many people may turn to the gig economy (also known as atypical work). It gives workers the flexibility to work when and where they want and would get paid per gig they do. Uber drivers are a prime example of this flexible way of working as many of them would not consider becoming a taxi driver but would prefer being an Uber driver as they can be in control of their working hours (Mulcahy, 2016). 
Many people join the gig economy not for the flexibility element but simply because they were not able to obtain regular employment, however it is clear that this way of working is more beneficial to suit individual needs (CIPD, 2017). The atypical way of working is owned to about 20% of the employment based in the UK, with the attention for this way of working becoming more attractive in recent years. 
Another relevant model is Ulrich’s three-legged stool model, which discusses shared services and how it helps deliver HR. The shared service element is used to help HR organise their tasks as well as developing their “administrative activities into a centralised and commonly shared function” (CIPD, 2018). Shared services combine both service centres and centres of expertise, with the focus that HR practices will transform a company. For example, they are used to help HR cut costs and increase efficiency. Ulrich (1996) states that a shared service organisation needs teamwork from the HR department.
With the popularity of the gig economy affecting the number of people being employed by companies and –not to mention- HR roles being replaced by technology, the role for HR professionals will be very small as those repetitive roles will all be carried out by AI technologies.
In conclusion, for the HR department to stay relevant in a vast changing environment, it is important that they are continuously adapting to the megatrends as they are what is having the biggest impacts on an organisation. With the development of AI rapidly taking over HR administrative jobs, it is vital that all staff are aware they need to upskill themselves in order to compete with this technology because if they do not, HR will soon be unrequired. 
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COMPLEXITY

+ Characteristics: Situation with many
interconnected parts and variables.

« Approach; Restructure, bring in or
develop specialsts and build up
resources adequate to adress the
complexiy.

« Example: You are doing business in
many countries, all with unique
reguiatory environments, tarifs and
cultural values of provide several
products to several customer

segements.
AMBIGUITY
« Characteristics: Causal relationships

are completely unclear. No precedents.
exist; you face “unknown unknowns’

+ Approach: Experiment. Understanding
cause and effect requires generating
hypotheses and testing them. Design
your experiments 5o that lessons
leamed can be broadly applied.

« Example: You decide to move into
immature or emerging markets or o
launch products outside your core
competencies. You develop and
implement new startup business.

VOLATILITY

« Characteristics: Challenge is
unexpected or unstable and may be of
unknown duration, but tis not
necessarily hard to understand;
knowledge about it is often available.

« Approach: Buid in slack and devote
resoruces to preparedness — for
instance stockpile inventory or overbuy
talent. These steps are typically
expensive; there should be balace
between expenses and risks.

« Example: Price fluctuates after a
natural disaster takes supplier off-line.

UNCERTAINTY

« Characteristics: Despite a lack of
ather information, the event's basic
cause and effect are known. Change is
possible but not a given.

« Approach: Invest in information —
collect,interpret and share it. This
works best in conjunction with
structural changes, suich as adding
information analysis networks, that can
reduce ongoing uncerainty.

« Example: A competitor's pending
product launch muddles the future of
the business and the market.
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