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INTRODUCTION 
In this essay I will be critically evaluating the role of human resource (HR) professionals in the future of work and identify the skills they will need to acquire in order to remain relevant in a world dominated by artificial intelligence (AI). For many years now organisations have remained ‘stuck in their ways’ in relation to how their HR department works, whilst all new technology is developing and growing around them. Organisations must adapt rapidly to changing conditions in the workplace as the economic environment of the 21st century is changing to meet the demands of globalisation and the new attitudes to work brought my millennials. Eubanks suggests that HR professionals need to be keenly aware of how technological advances and communication impact the workplace (2018). 
I will be looking at how AI is changing the role of HR and the use of VUCA and how/why it is used to characterise the nature of difficult decisions and situations. VUCA is an acronym which entails Volatility, Uncertainty, Complexity and Ambiguity which was first introduced by the US Army, as a military and geopolitical term, to define the world after the collapse of the communist bloc at the beginning of the 1990s. It is used in the field of business strategy and management, since the environment has become less predictable and full of changes, doubts and conflicts (Zvada, 2019). McGovern, et al,. (2018) suggests if organisations wish to remain competitive in today’s global economy, they will need to look at ways to incorporate conversational AI for HR transactions in their decision-making process. Organisations should rely on AI to perform administrative duties so that HR departments may become more efficient. Although not all roles in HR will be replaced, many roles are at risk of being taken over by AI, and organisations need to recognise this and prepare for it. 

MAIN BODY 
WHY DOES HR NEED TO CHANGE?
The role of HR in driving growth in an organisation is just as important as technology in HR today. Over the years, HR has developed in its roles however some organisations have avoided the need for digital transformation, avoiding this is no longer an option. According to Rao, out of the surveyed 1200 global HR executives from 64 countries, 39% of forward looking and confident HR leaders are harnessing the resources and insights to redefine obsolete models, and implement technologies such as analytics, digital labour and AI (2019). The Financial times explains it was the late 1990s and large businesses were sending manufacturing abroad, resulting in job losses in lower-income communities. At the same time, the internet was creating opportunities (n.a). There are five external factors driving the need for change, technology, demographics, new behaviours, globalisation and mobility. 



Nilsson suggests artificial intelligence (AI) is that activity devoted to making machines intelligent, and intelligence is that quality that enables an entity to function appropriately and with foresight in its environment (2009). The term 'artificial intelligence' was first used in 1956. In the 1960s, scientists were teaching computers how to mimic - or copy - human decision-making.This developed into research around 'machine learning', in which robots were taught to learn for themselves and remember their mistakes, instead of simply copying. Algorithms play a big part in machine learning as they help computers and robots to know what to do (BBC, 2019).
The David Ulrich model is made up of four roles that a HR professional plays: administrative expert, employee champion, strategic partner and change agent. Ulrich argues “employee champions deliver competent and committed employees, administrative experts deliver efficient HR practices, change agents deliver capacity for change in individual behaviour and organisational culture, and strategic partners deliver business results” (Ulrich & Brockbank, 2005). In early 2014, CIPD surveyed business and HR users in 40 organisations, each with more than 10,000 employees and more than 50% had invested in what they termed the ‘Ulrich model’ for HR (CIPD, 2014). However, this model was created and built on circumstances that were pre-digital age, at present new technologies have been introduced and are still being produced and integrated into HR processes which organisations would and should benefit from. 
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FIGURE 1 – Ulrich’s Model of HR Roles.

TECHNOLOGY 
AI is already being used to allocate shifts and collect date to rate employees in lower-paid sectors for example the same way passengers rate drivers on Uber. Technology is an important factor driving the need for change because it is still evolving and being used more and more every day. Technology is used for buying and sending things online, making appointments, checking social media updates, communicating via text message, video call or phone call, ordering food and so much more. Technology will permit HR to extend its obsession to have the right people in the right jobs at all times. It will allow the employee experience to be personalised, just as Amazon personalises the consumer experience, so an individual’s fit with the job can be continually upgraded as the world changes. A great fit releases human energy and delivers superior results against competition (HR Tech Conference, 2019). Technology is heavily relied on, the age group that are currently most dependant on it are millennials. Employees are adapting to technology in the workplace therefore the HR department in the workplace will be required to do the same. In relation to VUCA, technology is a good example of the volatility section of the VUCA acronym as technology is forever growing and changing. 


[image: ]
FIGURE 2 – VUCA MODEL 
DEMOGRAPHICS 
Millennials are set to become the richest generation due to their upbringing being surrounded by the developments of technology and AI. Post-Boomer generations have had to face issues that their parents and grandparents did not, such as, costly real estate, university debt, car insurance etc. Millennials are young, savvy and have little use for tradition. Millennials are smashing existing societal and economic structures as they lead the age of disruption (Macaluso, 2019). Regarding the first section of the VUCA model, volatility, demographics in a HR department can be very diverse as the older generation adapt well to changing procedures but not so much changes in technology. Whereas on the other hand, millennials adapt extremely well to technology, but not as efficiently to changing procedures in the workplace. For example, research shows that half of millennials (ages 23 to 38) and 75 percent of Gen Zers (ages 18 to 22) said they quit because of conditions such as anxiety and depression (Kekatos, 2019). It is in their best interest that HR need to better understand the younger generations in the workplace as it is most likely they will be the organisations newer employees. Younger generations are fragile and not as resilient as the older generations, making it more difficult when finding candidates to hire taking into consideration millennials and their new behaviours they are bringing to the workplace. In regards to the VUCA acronym, ambiguity is a more common factor in demographics as in this stage you decide to move into immature markets to launch products outside your core competencies.


NEW BEHAVIOURS 
Generation Z-ers and Millennials have brought many new behaviours into the workplace such as phone usage, company perks such as laptops and iPads, and many other AI-related things. CIPD suggests digital working is about understanding the role of technology and its impact on people. It’s knowing the latest technology offerings and understanding how they can improve productivity and help more collaborative work (n.a). Millennials for example, almost expect a large use of digital technology in a workplace as that is what they were raised into. Jonathon Ferrar, CIPD Co-founder and CEO, states “For people professionals, digital working is about keeping up to date with emerging digital solutions and using them in a way that enhances efficiency and the employee experience. Digital working covers the role of social media and its influence on the employer brand. A key aspect of our roles is identifying the impact of technology decisions on people” (n.a). 
HR need to keep up-to-date with the way technology is influencing new behaviours in the workplace as this is the future and if HR do not want AI to replace their jobs they will be required to adjust. HR departments in organisations are at risk by not adapting to AI as The Human Resources Professional Association (HRPA) previously reported in a survey in 2017 that 52% of respondents indicated their businesses were unlikely to adopt AI in their HR departments in the next 5 years. Around 36% assumed their organisation was too small to be run by AI whilst 28% commented the individuals in their organisations senior roles believed there was no need for such technology (Nicastro, 2018). Uncertainty from the VUCA model is a big factor considered in new behaviours as it involves the future market. Organisations need to adapt to new behaviours and understand their market in order to reduce uncertainty and prepare for the future market.

GLOBALISATION 
“Globalisation is a process that is drawing people together from all nations of the world into a single community linked by the vast network of communication technologies” (Spirit of HR, n.a). Globalisation is linking individuals together via communication to allow everybody access to work related tasks from different parts of the world, as recently this method of working is becoming more popular and more efficient by the day. Global staffing and global leadership development are the two components of global human resources with the greatest potential for powerful leverage for global firms (Pucik, 1996). Globalisation is driven by a number of factors such as, low cost labour, technological progression, talent in other countries and growing consumers in developing countries. Included in the VUCA acronym lies complexity. Looking at complexity is key when adapting to globalisation in HR because you may be doing business in many countries with all unique environments and legislations which you will need to learn in order for business within your organisation. 


Wagner suggests When AI and Machine Learning are combined with the interconnectedness of global supply chains, they provide a range of unprecedented opportunities and potential perils for international businesses. On one hand, rising efficiency and productivity is permitting exponential growth in some sectors and businesses. On the other hand, the gap in efficiency and productivity between those sectors and businesses that have embraced AI and Machine Learning versus those that have not is also growing exponentially, leaving those at the bottom further and further behind (2018). 
MOBILITY 
The need for mobility growth in HR is increasing rapidly as organisations are growing towards the idea of being able to work anywhere at any time to fit around employee’s lifestyles. For example, a candidate fit for a particular job role has children, therefore she needs to be able to work from home on occasions to be able to work and look after her children. Similar to globalisation, mobility encompasses the selection and relocation of employees for international assignments, as well as the logistics, activities and events that occur before, during and after these assignments. International moves can provide development opportunities, enhance corporate culture and allow the transfer of expertise and sharing of knowledge between colleagues from different countries (CIPD, n.a). It is becoming easier and more efficient to manage a global workforce by using AI systems to identify and mitigate risks associated with situating employees around the world. Biswas suggests emerging technologies like AI, machine learning and data analytics can help mobility transform from a mere transactional function to take on a more strategic role in the organisation (2018).  
Being mobile is flexible and flexibility is important in HR at present as it shows employees that they are taken into consideration, resulting in employees being loyal, trustworthy and respectful to their employers (Dickens, 2005). Atkinsons flexible firm model demonstrates how employers are seeking to maximise flexibility within their organisation. The model involves the break up of the orthodox hierarchical structure of the firm in such a way that radically different employment policies can be pursued for different groups of worker (Atkinson, 1985). The flexible firm model is a mixture of functional, numerical and financial flexibility made up of peripheral and ‘outside’ workers. 
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FIGURE 3 –  ATKINSON’S FLEXIBLE FIRM MODEL
POTENTIAL DISADVANTAGES OF AI 
There are organisations still not using AI or not using It as much as they believe it is more beneficial to stick with their way of relying on people, not AI. Nichol suggests that although an organisation can move from the basics of assisted intelligence with data-driven decisions into the next generation of augmented intelligence, where an organisation designs machines to enhance human intelligence and interactions, it is not possible without people, people drive culture. Only humans can set the vision, enable cross-functional collaboration and design for culture (2019). 
Wainstain believes “humans are still vital to customer interaction. This is not only true when dealing with negative sentiment, but also in training the models and communicating insights that have been complied by AI. AI can show you stats of your strengths and weaknesses. But only when this is combined with a human input will these stats truly become insights and provide value that can be acted upon” (2019). Due to AI organisations are changing, they will get smaller in size, the shape of organisations will change as the internal workforce will become less important and move towards project-based models of organising work, and lastly skills will be taken over by AI as they will provide multiskilled programmes rather than individuals with fewer skills. 



CONCLUSION 
In this essay I critically evaluated the role of human resource (HR) professionals in the future of work and identified the skills they will need to acquire in order to remain relevant in a world dominated by artificial intelligence (AI). I looked at how AI is changing the role of HR and the use of VUCA and how/why it is used to characterise the nature of difficult decisions and situations. I then looked at the five key new behaviours in HR and how they are affected by AI.Laslty, I looked at the possible disadvantages of AI in organisations to identify both the postive and negative sides to using AI in the workplace. In conclusion, organisations should rely on AI to perform administrative duties so that HR departments may become more efficient. Although not all roles in HR will be replaced, many roles are at risk of being taken over by AI, and organisations need to recognise this and prepare for it. Although there are many advantages to using AI in HR, “People are an organisation’s most valuable asset and the key to its success” (Bookbinder, n.a). 
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