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AI Essay

For the duration of this essay I will be critically evaluate the role of a HR position in the future of work involving algorithms and robots and the skills required for professionals to remain relevant in a workplace dominated by Artificial Intelligence (AI). As previously mentioned, my essay will be focused on a HR role so therefore all my sources and information will be related to this sector. A daunting problem that has risen with the evolvement of AI is the threat of robots taking over blue-collar jobs and potentially higher skilled jobs (Marr, 2016). All businesses operate in VUCA form (Volatility, Uncertainty, Complexity and Ambiguity) which is used to describe key characteristics of the external environment (Cutting Edge PR Insights: Boost Your Career, 2019). 

There are many different megatrends affecting the way a role in business works today including; rapid urbanisation, sustainable energy, advances in technology, healthcare, global supply chains, changing demographics, climate change and mobilisation (Kleiman, 2019). Human Resource sector is affected primarily by the change of the work environment, in other words the way we work and where we work from has become more mobile. For example, in a HR role you are able to work from any WIFI assisted device in places like a coffee shop, from home or if needed from a typical office. By the growth of work mobility in some cases there is no longer any need for a business to spend a sum of money on an office space when employees can find a place to work themselves. Evidently this shows how a typical HR role could potentially be replaced with a machine but also how it would need a human to monitor the equipment. Another huge factor affecting a HR role is digital transformation, the ever-evolving technology has helped many businesses grow, through advertising, software and social media. Aligning talent with work is a megatrend affecting HR roles, businesses are learning that they need to ensure all management candidates have all the needed skills without training but must also have the soft skills such as common sense, initiative and dedication to allow them to grow into the organisation (Kleiman, 2019). Lastly, the changing of demographics has an immense effect on HR roles, employees are starting work younger and are now staying on much longer, leaving no gaps for for new starters. A PESTLE analysis (Political, Economic, Social, Technological, Legal and Environmental) of a HR role, political include replaceable employees, a shift in focus and changing of ways to pay. Economic include the impact of globalisation and new accommodation for oversea workers. Social factors include understanding a variety of demographics in one workplace and the rights of the people. The Technological factors includes fast and simple communication, simple recruitment and information overload. The legal factors include legal responsibility and proper identification needed. The environmental include cutting back on paper and pollution (Frue,2019). An organisation has a consistent change of needs to make their business more successful and constantly growing. In relation to how HR supports an organisation, an individual working a HR position will need to have a set of skills relatable, if not, exact to the organisations criteria. The workforce must be able to adapt to changes within the organisation. Other organisational needs include the improvement of training, due to the growth of technology and companies having to let a lot of employees go due to this matter (Teaching with Crump!, 2019). There are many trends not just within the business sector but within Human Resources, they can affect an organisation and their progress. These are very similar to the megatrends previously mentioned but are more relatable and specific to Human Resource Management. These trends include the changing of demographics; this meaning the average population is living longer and the different cultures having to come together to work productively. Compliance and regulations are now stricter than ever, keeping the public's information and data private and follow all regulations when sharing information (online.sju, 2019). A way a business works is through VUCA. VUCA is a concept that originated with students at the U.S. Army War College to describe the volatility, uncertainty, complexity, and ambiguity of the world after the Cold War. And now, the concept is gaining new relevance to characterize the current environment and the leadership required to navigate it successfully. Non predictable events happening outside an organization can be negative or positive, but either present greater VUCA, which makes it more difficult for leaders to make decisions (Forbes.com, 2019). Due to all these trends and processes effecting the way in which businesses work today, individuals need to be able to use their skills and talents to adapt to the new ways of work and keep up with the competition of other individuals in the same role or individuals aspiring to go into the same role. In the same way an organisation needs to be updated and keeping with the trends of the current business world. It's evident to see that organisations are hugely changing and growing with the times, ultimately because of the progress in technology. Examples are the size, shape and skills of the organisation. As previously mentioned, more existing jobs are showing that they can be done by fewer people, internal workforce is becoming less important. John Atkinson's Flexible-Firm Model (1984) is a managerial and organisational technique used to optimise the allocation of human resources in accordance with market instability and workforce flexibility. It defines two clear groups of workers, the core and peripheral group, which are organised within the company based on three types of flexibility: functional, financial and numerical. The Flexible Firm model divides an organisation's employees into two distinct groups, the core group and the peripheral group. The core group consists of full-time primary workers and internal workers who are integral to the functionality of the organisation, functionally flexible and difficult to replace, due to high-level skills, knowledge and experience. 
In contrast, the peripheral group consists of secondary workers, who are often less skilled and less experienced. The numbers of people in the peripheral group is highly variable, as their skills are easily available in the labour market. This means that they can be sourced at short-notice, in accordance with the number and type of particular tasks and are often only needed at particularly task-heavy periods of the week. The peripheral group can be divided into two sub-groups: the first peripheral group, consisting of the aforementioned low-skilled, often part-time and flexible workers, and the second peripheral group, which is made up of large volumes of agency staff, outsourcing and sub-contractors. These individuals, who often operate functions such as cleaning and catering – though they are not direct employees of the organisation – are important to its functioning (Culture and Model, 2019). Not only are jobs threatened by new upcoming skills and the changing of technology, but through other ways of working. A new popular technique of earning a wage whilst being fully flexible is the 'GIG' economy, organisation examples of GIG jobs are Deliveroo and Uber where individuals are employed by a company but work when they feel best suited to them. Although these positions seem appealing to many they are a cause for concern in a sense of if an individual were on a zero hour contract they may not have guaranteed hours but they would be entitled to holiday pay and sick pay whereas in the gig economy an individual would not have these benefits (BBC News, 2019).

Overall, I think that a job as a HR manager would be safe if there was a replacement of Artificial intelligence and machinery. My reasons for thinking this are the fact that a HR manager role includes recruiting new staff members which requires good communication skills and the ability to be emotional and sympathise with other individuals. AI cannot create imaginatively or carry out any task with hand-eye co-ordination. Good managers have essential human interaction skills including the abilities to motivate, negotiate, and persuade. They can effectively connect with employees on behalf of companies. More importantly, the best managers are able to establish a strong workplace culture and value system through their actions and words, which elicits hard work from their employees. While AI may be used to manage performance, managerial work will continue to be carried out by humans. That said, if a manager is merely a bureaucrat sitting behind a desk and giving employees orders, they will likely be replaced by other humans (Medium, 2019).  The fact of the matter is that the current generation's jobs are almost all safe until there are major advance growths in AI, to be able to work in certain ways doing human acts and gestures. From making the final hiring decisions to finding creative ways to keep workers engaged, HR directors know their employees and their organization in ways AI software doesn’t. AI merely is a tool that can give HR team members more time to get to know employees, shape company culture and address issues that crop up (TalentCulture, 2019). 
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