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Introduction
Technology has made the world to be more liable hence making companies to be up to date in order to be competitive due to globalisation. Human Resource Management (HRM) is becoming more important specifically in terms of focusing on recruitment of the employees hence bringing knowledge and skills to the company to become more competitive. Due to the technological advancement, there are many opportunities of streamline activities that earlier have been done by the humans. Therefore, it is important to reflect and evaluate the impact of technology in the area of HRM and specifically the recruitment process (Rihan, 2018). The future of HR is human oriented and digitised relating to combining human and automated work process (Manuti, 2018). This is introducing a new significance in HR which needs both teams and leaders to enhance artificial intelligence (AI). Industrial organisational psychologists and HR field working with HR professionals helps in the change by undertaking companies’ problems and looking for ways to measure the value given by HR which leads to research related to workforce performance of a company in future due to great change. Today, organisations are aiming on employee-centric to keep up with the varying times. For a great corporation, there must be great people to make it to be successful (Tambe, 2018). Due to constant transformations, HR managers experience over-budget cuts and internal processes which makes the HR departments to become under great pressure (Giovannini, 2013). Talent is becoming difficult to have power, recall and appeal to influence and change the culture within an organisation. A transformed HR team can solve and change the problems affecting the company. In this regard, HR departments involve employees expectations and guaranteeing that the company is dynamic and also engaging in new technologies in the company (Hakim, 2014).
The Role of HR professionals  
[bookmark: _GoBack]Corporations are moving away the system of evaluating the work of employees. The conversation between the organisation and the management is done in an appropriate way to become more appealing and productive. Both teams and managers benefit from a lively interchange revolving around their performance. The responsible employee engagement manager is dependent upon the HR team in making a link among managers and employees. Their responsibilities are to come up with regular assessments to fold responses and examines happiness and health of the organisation’s personnel. Also, they interconnect through the company and manipulate suitable methods to internal engagement (Barrow & Mosley, 2011). 
Powerful companies involve diverse workforces from different backgrounds including race, skills and gender. The Diversity Officer work together on designing the training programs that promote the understanding among their teams and people to encourage the diversity of employees that benefit the personnel (HR, 2016). On the other hand, the talent manager oversees maintaining the relationship with the different agencies and keep an eye on the business and the communal industries. Also, their role involves analysing and following the changing trends in the marketplace. This include new skills and the change in salary expectation in order to satisfy their employees in order to work effectively (Khatri, 2010). Different companies have rules and regulations that keep the workforce happy, healthy and focused. Their duties are to implement programs which help employees in creating good working environment to do their day to day activities. Good programs promote the ‘open dialogue policy’ around mental health in order to remove the wrong beliefs that appear in conversations about this matter. It also entails therapy programs, work life processes and stress management. The Mindset Coach collaborates with the employee engagement director to craft the best programmes that enable the employees to be encouraged to create and participate in making decisions. It is a challenge to find the right employee who can best fit a job in a company. It requires good decision making when choosing the candidate’s characteristics, strengths, work style and interests to perform the work accordingly. Candidates are expected to flourish in order to meet the best performance as required by the company through technology (McLeod, 2003).
The HR and the Workplace
Human resources implement and design the performance appraisals. They act as mediators between authorities and employees. They are responsible in ensuring that a smooth implementation of the appraisal process is implemented. Within HR, training and development officers administer and plan programs that ensure the employees have the necessary knowledge and skills to compete effectively and meet the company’s goals and objectives. HR is also the department which reminds the management about its duties and morals towards the employees: The HR provides guidance and counselling to the employees whenever there is a dissatisfaction with the job. The HR also provides counselling to the problems related to the employee’s personal life that might influence the performance, e.g. physical problems, health, marriage, children education, etc. As a result, the HR manager takes note of their problems, makes good decision and gives solutions to solve those problems. The HR also acts as a communication link and mediator between the employees whenever there is a misunderstanding and difference in opinions among them in an organisation. The HR is also considered as a representative of the company in meetings and as a ‘spokesperson’ within the company. The role of the HR also acts as a change agent in bringing out a change in the current system or in the introduction of a new system. Change is something that is always resisted by the employees since it brings impact to them if implemented in an inappropriate way. The HR also acts as a problem solver with respect to the issues that involve the human resources management and helps to make good decisions and solutions to those issues affecting the company (HRM, 2016). The HR plays an important role in solving any problems that arise among employees. The HR deeply investigates the matter and asks questions, collects information, analyse, draws conclusions and takes the necessary actions according to the matter (Cetin, 2016). Creativity in the workplace is now becoming the key to success to any growing business. It comes from employees viewing things differently, sharing new ideas with colleagues, and putting the innovations into practice. As a result, the discovery of creative people becomes a part of HR role for future improvements (Panigrahy, 2015). The HR incorporates the responsibilities of management, recruitment and provides support and directions to the employees in an organisation. New employees are required to provide the organisation with their best talents that meet the needs of the organisation (SHRM, 2014). The HR Coordinators act as a channel between employees and the HR management team. It is considered as the first point of contact for employees whenever they have problems or an enquiry. It is usually responsible for the administrative responsibilities and helps the employees with their minor requests (IPA, 2017). 
The HR and AI
Nowadays, the work is more efficient through the data-driven and programmed policies supported by advanced technologies and artificial intelligence (AI). In today’s advancement of technology, it is still essential to talk to people when it comes to recruiting and managing personnel which means that the desire for the human influence is unlikely to go away soon. The people-focused skillset does present two major HR challenges: employee reskilling and talent advising (EI, 2018). Duties have become automated so there is a need to level-up the employees in order to direct the employees to the reskilling process hence fostering the workplace culture motivating the employees to develop, learn and acquire new skills and knowledge. The day-to-day tasks for the employee reskilling include selecting online learning modules such as those for different learning styles, identifying developmental opportunities to practice and implement new skills, and providing real-time and actionable feedback (WEF, 2019). Through creativity, the talent advisor can solve the recruiting problems influencing the hiring managers and candidates using a business perception to get good outcomes. People-focused talent advisors use their time on initiatives such as reducing the bias in hiring as well as planning the strategic initiatives for proactive hiring based on the future growth and revenue (DJS, 2019). Data-driven and data-focused analytic experts are very valuable in a workplace. The HR analytic experts have responsibilities in interpreting the large quantities of data as well as cleaning and analysing the data collected. To create alignment, the metrics that the HR reports depend on the business strategy measurements. The skillset of the data-focused HR professionals includes a scientific mindset for testing the data to properly interpret the results and business insights (McKinsey, 2016). This data-focused skillset is required to undertake the two major HR challenges known as the data storytelling and the job redesign (Tkaczyk, 2015). The HR is a data-heavy department wherein data is mainly used to create descriptive and retrospective reports on metrics such as the head count or budget spend. It is no longer enough to explain ‘what’ has happened but explain ‘why’ it has happened. This will help to recommend a solution based on the analysis. Jobs need to be redesigned around a collaborative-based work rather than structured and permanent positions in order to make the workplaces become flexible, lean and team-based. The HR experts in a data-focused organisation are required to implement the phenomenon of team-base projects and breakdown the joint goals into individual units and analyse the obtained data (Tkaczyk, 2015).
The HR and Skills Required for AI
The workforce will be a part of the new transformation towards technology, with machine learning and AI innovations improving the productivity of the workplace as well as improve the accuracy and outcomes across the board. The role of the AI will not replace today’s workforce, but it will have a major impact on how it goes about doing the various jobs. However, most people are willing to learn and adapt in future. As a matter of fact, the AI technology will have an impact on most roles in certain capacities with the responsibility laying on the organisations to find problem-solving individuals that are not only willing to learn new skills and abilities, but also to drive the results to an entirely new level of performance. The company should look for innovative and thought-leading individuals that regularly incorporate new technologies or approaches into their day-to-day tasks in order to drive the success. In general, empathy, persuasion and social understanding are valuable social skills which normally should not exist during the hiring process in favour of the technical or experience-based capabilities. However, since a great number of the technical tasks will soon be replaced by AI, the social skills such as the ability to build relationships with clients and colleagues will soon take precedence. In the same regard, humans can compete with machine when it comes to making connections with other people and individuals in terms of motivation, inspiration and coaching which will be of a huge value to organisations in future. The company should always seek out individuals that are equally committed and passionate about enhancing their social skills as well as learning new technical skills (Johansson, 2019).
In unpredictable and varying corporate environments, organizations are adopting more agile policies, routines and processes. This gives them the ability to overcome the challenges in real-time rather than being ignored by hierarchy and bureaucracy. Organisations are eliminating the traditional workplace hierarchies in favour of the virtual team working practices, encouraging a more collaborative approach to leadership and speeding up decision-making. The AI helps to drive decision-making and organisations to become more agile so that decisions are increasingly made at lower levels. Therefore, organisations need to re-define what is meant by ’leadership‘ and consider how decision-makers are supported at all levels. Aligned with the skills required, an individual’s mindset will also be a critical enabler of both individual and organisational success. In addition, employers should make use of the psychometric testing tools, which are useful in revealing a worker’s motivational influences, preferred working styles and approaches to problem-solving. These organisations that take the time to invest in an emotionally intelligent and agile teams of problem-solving individuals will succeed in the new world of work (Prieto, 2019).
[bookmark: 9488][bookmark: 1332]Conclusions
Today, AI has disrupted the HR technology landscape hence HR teams have to find ways of balancing the advancement with transparency. The AI technology is made successful by making sure that it is implemented. The AI is a tool which can improperly function according to the data given in order to work effectively. The AI is a valuable resource which is being implemented in modern industries and organisations. Therefore, it is necessary for the HR professionals to focus on the current needs of the employees and their possible outcomes in future with the revolutionary change in organisations due to the implementation of AI. Even though the AI is being integrated with HR, however, certain tasks will always require humans to fulfill. However, the HR professionals will be required to develop skills so that they become aligned with the latest technology. The implementation of AI should not be considered harmful but rather complementary to the HR role. This means that training and adapting with the new technologies is required in order to keep the performance of HR professionals consistent with the technological advancements. This will require the HR professionals to be qualified and willing to provide training to employees who lack such advanced skills in the workplace. Nowadays, it is becoming a necessity for employees to learn new skills as these will always be requested for future jobs. It is therefore the responsibility of the HR to keep the employees up-to-date with the latest technological advancements in the workplace and should always insist on training of employees. By doing this, employees will be equipped with skills which remain relevant in a world dominated by AI. 
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