1.0 Introduction
In the context of the rapid development of science and technology, artificial intelligence is widely used in organizations. Artificial intelligence also plays an important role in the rapidly changing business environment (deloitte,2019). Artificial intelligence may replace standardized human work, and creative human work cannot be replaced. Artificial intelligence will increase human resources and give the HR department time to deal with more strategic business issues（Gino,2019）. The opportunity is to use artificial intelligence to streamline the manual process of human resources and provide employees with more consumer-level services. More work to be done by human resources is to judge work, not to repeat work. But the work itself will not disappear, and HR work will shift from low-value repetitive work to high-value work, such as planning judgments, organizational strategies, emotional inputs, and innovative change（Dong,2019）. The theme of this essay is the skills needed for future human resources in an artificial intelligence environment. First, the essay tells about the trends that organizations face and the impact of trends on VUCA. At the same time, with the advancement of technology, the trend of human resources has gradually become characterized by information. The human resource operation model is also accompanied by information technology. Finally, it details the various skills required for future human resources, which can help human resources adapt to the impact of artificial intelligence.





















2.0 main body
2.1 megatrend and VUCA
In the VUCA era, Procter & Gamble's chief operating officer, Robert McDonald, cited a military terminology to describe the new landscape in today's business world: “This is a world of VUCA." VUCA refers to volatile, uncertain, complex, ambiguous”（Zhang,2019）.
2.1.1 globalization and impact on VUCA
The trend of globalization refers to the rise of human activities on a global scale and the world as a whole. The trend of globalization has made the world more and more close, and many organizations in developed regions of Europe and the United States will expand their business to fast-growing Asian, Middle Eastern and African economies. The trend of globalization has increased the complexity of the VUCA era. Because organizations are susceptible to different policies, different cultures and external factors. (Mattelart, Gruenheck and Cohen, 2010) 
2.1.2 Millennials and changing demographics and impact on VUCA
The changing trend of millennials and population means that this generation lives in a period of rapid development of the Internet and technology. Millennials grew with the rise of the Internet. At the same time, the decline in the birth rate has led to a continuous decline in the workforce of millennials. This trend adds to the uncertainty of the VUCA era, and human resources need to consider how to get a quality workforce without compromising costs (Frey, 2019)
2.1.3 technology and impact on VUCA
The trend of technology is that humans have changed their existing lives and jobs through science and technology. The trend of technology has promoted the development of artificial intelligence, the Internet, and cloud computing(Accenture.com, 2019). This trend increases volatility. Technology has a very rapid impact on organizations and human resources, and many organizations use artificial intelligence technology internally. Human resources need to change in order to adapt to AI technology.





2.2 Human resource trends
As the talent market has tightened, skills shortages in many countries have become more serious. And influenced by the birth rate, the trend of demographic changes affects social organizations (NBC News, 2019). The future trend of human resources is that the use and management of “alternative” labor will be the key to business growth (What to Expect, 2019). The labor force that replaces the labor force is very extensive and they will engage in various activities. Human resources will pay more attention to the group of alternative labor.
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Figure 1: There are many types of alternative work 
according to Deloitte (2019)

As the talent market becomes more and more tense, in order to promote growth, organizations need to more effectively leverage their existing workforce to identify and deploy people with the skills, capabilities, infrastructure and cultural knowledge needed. Human resource trends will focus more on employees within the organization. Human resources require organizations to increase the mobility of internal talent to exchange people between different positions, projects and regions (Oleeo.com, 2019). Organizations should strategically consider moving existing employees to te opportunities available throughout the enterprise. This is the main difference in recruitment and talent. Internal recruitment is not necessarily the “completely” fit for those who want to provide growth or skills development opportunities. Studies have shown that skills training for internally hired personnel (such as programming knowledge in mathematics) can take up to a year, but it costs only one-sixth of the cost of hiring external candidates(Recruiter, 2019). The flow of people within the organization will help them develop and grow into new roles and opportunities.

Human resource cloud technology is another trend in human resources. In recent years, many organizations have used subscription-based cloud systems designed to reduce the need for IT to maintain HR software, provide a more integrated suite of tools, improve data management, improve the user experience, and deliver faster innovation(Chahal, Bhasin and Kaveri, 2019). In other words, human resources cloud technology will improve the efficiency of human resources.




2.3 Human resource operation model
More and more organizations are adding AI technology to the workplace. People will question the relevance of human resource management (HRM) in their future work. The use of ai technology has led to the replacement of part of human resources. This poses a threat to both human resources and other professions. Human resource management tasks may be 100% computerized in the next few years, and it is expected that 30% of expert work will be done in the same way (Frey & Osborne, 2017).
Human resources have used technology to do some work. Many HR service centers use chat bots to handle common problems. In addition, 50% of companies with a turnover of more than $750 million use digital data collection tools to monitor employee satisfaction and performance (Accenture.com, 2019).

2.4 Skills needed for future human resources

2.4.1 Digital human resources
With the advancement of science and technology, science and technology account for a larger proportion of human resources work. Digitalization of human resources means that organizations use social media, mobile technology, data analytics and cloud (SMAC) technologies to improve human resource efficiency (Lukaszewski, 2019). The digitization of human resources marks a structural shift in human resources and has a measurable impact on the organization. At the same time, digital human resources also require consistency in the culture, talent management, organizational structure and management processes of the company, which can promote innovation in order to adapt to today's complex market environment. Digital human resources use the science and technology of the new era to help human resources be more scientific in management and decision-making, which can ensure the efficiency of the company.

Digital human resources are the skills needed in the future, and it is changing human resources. The HR department is beginning to understand that data analytics can bring tremendous value to the business. Employees expect to use analytics and data drivers in their future work. Human resources can use data to support company recruitment, workforce planning and e-learning. For example, in campus recruitment, Tencent's large-scale recruitment and selection of AI interviews, while ensuring the efficiency of scientific selection and selection, greatly improved the efficiency of talent selection. After receiving 30,000 resumes, artificial intelligence was screened. According to the AI interview report, HR selected 218 qualified candidates to participate in the manual interview in just one hour, and finally released 25 offers (Medium, 2019). At the same time, millennials are the future workforce, and they are very close to social media. Applying digital technology to human resources can be more competitive in attracting this generation of employees.
In order to achieve digital human resources, organizations should create a digital work environment. The organization provides a work system that benefits the user and enables employees to use it consistently. At the same time, the gap between strategy and execution is shortened, which can increase employee engagement. HR also needs to be good at storing digital records, which requires collecting different kinds of data in different resources and recording them in a single system. For example, provide salary data for some industries. Today's technology is changing faster than ever. Organizations need to introduce digital thinking into their human resources. At the strategic level, human resources must not only align their processes with reality, but also introduce new processes (Deloitte,2019). For example, the induction process begins on the first business day. HR can go directly to the new employee network to create more new employee colleague contacts, which can bring new employees into the company earlier. This reduces the number of new employees who can't go to work, and obviously has a good impact on the company's management costs.

2.4.2 Critical Thinking
Critical thinking is a way of thinking that is described as constantly questioning and reflecting on the logic of the problem (Criticalthinking.org, 2019).This is a way of thinking in a reasonable, reflective, and open mind. It requires people to look at each proposition that can be proved or falsified with a purely objective view. Critical thinking emphasizes the importance of evidence and logic in the problem. It opposes relying on authority and popular ideas to answer questions, but makes better judgments through analysis and evaluation. It requires people to distinguish between rational and emotional concepts.

Critical thinking is one of the most important skills in future work. The Human Resources Department needs to develop the ability to question problems and the courage to dare to raise questions and challenges when making necessary decisions within the enterprise. Critical thinking can help human resources to objectively analyze and evaluate the proposed strategy. At the same time, new insights are made by establishing connections between different ideas. Using critical thinking to solve problems can help human resources reduce errors in their work, such as identifying the best way to solve a problem or situation, and discovering as many choices as possible based on the information available (Harvey, 2018).
In order to improve the ability of critical thinking, human resources should dare to question the issue. Management has its own ideas and assumptions about decision making. This is how our brain processes information. This requires human resources to dare to question. Before asking a question, you also need human resources to think more about it in advance, to understand the prejudice that may exist, and to think in the other's position. Because human judgment may be subjective. At the same time, do not accept the so-called authoritative information easily unless investigated and confirmed.


2.4.3 Stakeholder management
Stakeholder management is the organization's need to focus on the relationship of key stakeholders in order to ensure maximum long-term shareholder value. When stakeholders can bring strategic value to the organization, stakeholder management will enter the process of organizational decision-making. Stakeholders refer to individuals or groups of organizations that have a certain interest in the organization (CIPD,2017). Stakeholders mainly include shareholders within the organization, senior management and employees, and customers outside the organization, agents and partners.

Managing stakeholders is an important skill for human resources. In order to achieve work efficiency and output efficiency, the human resources department needs to reach consensus among internal stakeholders before implementing the work, so as to ensure that the work can achieve the goal and produce positive results. As employees play the role of human capital, their interests are concerned by the company. Human resources are the workers for employee promotion and performance management (WEF,2018). Better management stakeholders can drive the implementation of human resource decisions and accomplish organizational goals.
In order to achieve stakeholder management, human resources must develop communication strategies and communicate effectively. At the same time, human resources should be agreed with the ideas of managers and employees, which will reduce the work errors caused by differences. Human resources should also consider stakeholders in all aspects, take care of the feelings of stakeholders and safeguard their interests.

2.4.4 Talent analysis
Talent analysis is applied to human resources data through big data integration and business analysis techniques. The purpose of talent analysis is that the organization can personalize the analysis of employees and provide insights. This can help organizations achieve business goals quickly. Talent analysis is the analysis of valuable data related to employees.

Talent analysis can be seen as an important factor in the ability of human resources to generate strategic influence, and one of the skills that must be mastered in the future. Talent analysis can also promote its objectivity and fairness. A human resources department with strong analytical skills may have a strong diversity of leadership, a more adequate internal promotion opportunity and a connotative corporate culture (Deloitte,2019). In addition, talent analysis can accelerate the practice rhythm of talents, allowing excellent employees to enter the management level and discover the value of employees themselves.
In order to achieve talent analysis, human resources should first consider the business aspect, because this is often more convincing to stakeholders (Thunnusen and Gallardo-Gallardo, 2017). At the same time, it is necessary to organize the human resources database so that they are in order. It is also important to develop a good at data analysis. Business acumen, data visualization and professional ethics are not negligible. Human resources should also plan the talent situation in detail according to the business strategy to ensure that talent can reflect his value.

[bookmark: _GoBack]2.4.5 creativity
Creativity is the ability to generate new ideas, discover and create new things based on various complex factors such as knowledge, personal qualities, and intelligence. Creativity is the process by which new things are created((Naiman and Naiman, 2019)).

Creativity is one of the important skills that human resources require in the future. Many companies have applied artificial intelligence technology to the practical work of human resources. Most of the "personnel" work in the future will be replaced by artificial intelligence methods and machine methods, and the only irreplaceable is creativity. Creativity can bring more value to the organization (Chen et al., 2019). Creative human resources innovate the current model and actively propose strategic management strategies to management.
In order to cultivate creativity, human resources need to develop the habit of finding problems and asking questions. Do not be content with existing regulations. It is also beneficial to develop a visual work habit, and to take a correct look at the opinions expressed by others. Cultivating creativity is a slow process. Human resources should pay attention to the fluency of thinking, cultivate keen observation and rich imagination, and cultivate the ability to make changes.

2.4.6 Emotional intelligence
Emotional intelligence is a kind of control ability that people adjust their emotions (C. Allen, 2017).
Emotional intelligence is one of the skills required for human resources. Human resources with high emotional intelligence can control emotions, thereby enhancing the ability to understand others and get along with others. The HR department has to deal with many of the often tricky situations, such as colleague conflicts and sensitive employee health issues. There is usually no high emotional intelligence and it is not possible to properly handle the situation at hand. Human resources serve as a link between the organization and employees, and high emotional intelligence is an indispensable skill (Linkedin.com, 2019). Effective employee communication requires human resources to understand and manage employees' emotions and communicate with employees based on empathy and consensus.
In order to improve emotional intelligence, human resources must clearly know their value. At the same time, understand your emotions and learn how to control it. In daily work, human resources must be self-motivated and give themselves more power and confidence (Mukhalipi and Shane, 2019). When dealing with emotional problems, it is also an ability to learn to vent. Human resources can improve emotional intelligence by enhancing the ability of team relationships to get along.










3.0 conclusion
In recent years, VUCA has been widely used in organizations. The trend of human resources will also change with the arrival of a new era. At the same time, artificial intelligence gradually penetrates into the work of human resources, and human resources need new skills to adapt to the new working environment. These skills are: digital human resources, critical thinking, stakeholder management, talent analysis, creativity and emotional intelligence. Human resources with new skills will demonstrate higher work outcomes in the organization.
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Alternative work comes in many shapes and sizes

Alternative workforce: Includes contractors, freelance/independent workers, gig, and crowd
workers.

Freelance/independent workers: Workers who extend the core employee workforce and are
typically paid by the hour, day, or other unit of time.

Gig workers: Workers paid by the task (or microtask) to complete a specified piece of work.

Crowd workers: Workers who compete to participate in a project and are often only paid if they
are among the top participants in a competition.





