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1.0 Introduction
The 4th industry revolution has marked a significant turning point in the world. As described by Bonicu (2018) that the 4th industrial revolution has the potential to eliminate not only physical jobs but also intellectual jobs. 

Nowadays, artificial intelligence has enabled fully automatic, driver-less vehicles, as well as, music creation. Considerable changes will occur with the rise of new technology, and the megatrend includes globalization, mobility, millennials & changing demographics, new behaviours, and technology.

The evolution of contemporary society is unpredictable because of variable megatrends, which mark the entry of society into the VUCA era - volatility, uncertainty, complexity and ambiguity. VUCA is often ill-defined because there are no ideas as to what new technology will replace existing in the near future and whether the new things will appear immediately again (Millar, Groth, &Mahon, 2018).

The alternative speed of society far exceeds that which is acceptable to people. Meanwhile, it forces a paradigm shift in the enterprise according to the needs of development (Silvio and Enrico, 2018). For instance, the emergence of the gig economy indicates a new behaviour in employment, and the digital workplace represents the usage of technology.

However, it is essential for the human resource management department to improve appropriate abilities so as to meet the contemporary business/social needs. This essay draws attention to the fact that the external environment is volatile, uncertain, complex and ambiguous to articulate the impact of the new environment on human resources and the skills they will require in the future.

[bookmark: _Toc122610888]2.0 Main body
[bookmark: _Toc1284377143]2.1 The Megatrend and VUCA era
Megatrends come into, and influence, global businesses, societies and personal lives. The prospect of technology is no longer limited to automation, such as simple and repetitive operation, but is more creative. E.g., the physical condition can be recorded by sensory devices, 3D printing has come into sight, big data analysis is obtaining mainstream acceptance. The usage of technology is commonplace, and fills every corner of daily life (Efrat, 2014).

The business field has been affected by megatrends as well. An increasing number of people are willing to broaden their horizon by accepting different cultures, rather than being stinted, since the enormous transformation of concepts has appeared in the millennials’ generation (Susskind & Susskind, 2018). Meanwhile, technology provides a huge convenience for people, like a communication and travel tool, so that they can do everything they want. A significant sample is the gig economy, with a new behaviour of employment that is more flexible and controllable. In addition, the development of B2B, which is an e-commerce model, has stimulated the communication between business partners (Mencarelli & Riviere, 2015).

Contemporary society is in a VUCA environment with rapid variation (Davie, 2013), which is forcing companies, and the way of people work in business, to adapt to the change as well. The demand for technological talent in the information age is growing rapidly, as is the human resources management department, which is expected to be equipped with the skills of automated and digital technology to attract talent, generating revenue for the company (CIPD, 2019).

[bookmark: _Toc21022757]2.2 The Issues in Contemporary Human Resources Management
The impact of the fourth Industrial Revolution on the world has been disruptive, indicating many traditional thoughts and approaches are no longer suitable in the present workplace. To a certain extent, it has changed and affected the function of human resources management.

According to the statistics known that there is a negative outlook for office and administrative employment, which are expected to drop by 4,759 thousand employees (WEF, 2016), hinting that human resources management faces an acute challenge as it is the main responsibility of the HR occupation.

Besides this, there are other work areas threatened by megatrends including recruitment and selection, talents retention, and management frameworks.

[bookmark: _Toc1142158791]2.2.1 Recruitment and Selection
AI has been adopted by many companies as a recruitment system for internal operations. Adding the HR filter seeks out the appropriate resumes by means of the keywords, effectively reducing the time spent on repeated operations (Gavin, 2018).

Likewise, AI is objective without any bias during the selection, as it is focused on the keywords that are input, such as character, qualification, and skills when the system is operating, which enables it to avoid discrimination, and that decreases the proportion of the judgment errors.

Nonetheless, consider the following counter - one candidate was lost by the recruitment software called Application Tracking System (ATS) simply because there was a keyword in the candidate's answer that was asymmetrical with the information imparted in the recruitment software (Bhatia, 2018).

It is essential for HR to take that issue into account, that is, that the AI tasks cannot be executed in the right way if people cannot clear compose a clear set of instructions for a machine to follow. Thus, HR should to consider how to use technology as a capable tool rather than a hindrance to the enterprise, even though the usage of data and technology is common in the workplace.

[bookmark: _Toc2053963451]2.2.2 Talent Retention (Training and Development)
The information given by a report indicates that the main reason for employee turnover is lack of development and learning opportunities within the organization (Deloitte Insights, 2019), big date's technology aggravates the urgency of organizational learning. As a result, training and development are playing a crucial role in the talents retention and is a constant process (Wilson, 2019).

As described, the work concept and patterns have varied dramatically in the millennials’ generation (Jie, Alastair. Morrison & Zhang, 2019). The zero-job economy, as an example, represents the traditional method of managing full-time employees, and may not be suitable for this part of the workforce. The new training approach needs to be introduced like a personalized learning programs, designed on the website.

Moreover, how to quickly capture the change in the external environment, in the variable environment, so as to better segmentation date used in talent populations, and placing right people in the right place, is also something that the HR should to consider (CIPD, 2019).

While the number of talented people in a modern society is always more than the required for corporate positions, HR still needs to think about how to attract more sophisticated talent and retain it. The better method is that the enterprise masters the ability to develop new talent within the organization, which requires HR to know the effective way to achieve this goal.

[bookmark: _Toc164095432]2.2.3 Management Framework
In the VUCA environment, employees can work in various locations, and even the working hours are staggered from those of others, meaning HR needs a more flexible method to regulate, in supporting the innovation (GOV.UK, 2019).

Therefore, the challenge faced by HR is how to evaluate effectively the employees of all types of work, and to balance the difference between work types, of the new and the traditional, by applying an appropriate management approach, so as to make the employees more harmonious in the enterprise.

Additionally, the change in the Millennium generation’s concept drives the traditional management model transformation. In the past, employees may be inspired by enough salaries and bonuses, while for employees in the new era, they may be more focused on the realization of self-worth and the pursuit of spiritual satisfaction on the basis of already being able to maintain food and clothing (Armstrong & Taylor, 2017).

Consequently, what human resources need to think about is how to better motivate employees during the management, and how to build a perfect management framework to better allocate employees to appropriate positions in order to improve the efficiency of the enterprise.

[bookmark: _Toc582922876]2.3 The skills needed in the future
The importance of labour will be weakened with the emergence of new technologies in which robots replace artificial. Therefore, in order to cater for the development of the times, HR needs to master new skills to be eliminated by the times. This section divides the skills required by the Human Resources Department in the future into five points as follows:

[bookmark: _Toc364379318]2.3.1 Digital Skills
The internet has become the most effective way to widely disseminate human resources information, because of its unique characteristics - global, interactive and real-time. The implementation involves the E-recruitment, E-training, E-learning and the E-evaluation (Carlos Fernando Torres Oviedo, 2015).

Hence, it is crucial for HR to master digital skills, since the future workplace will be progressively digital and automated. Technology not only seeps into the workplace but also reshapes the ability of individuals to work.

Taking the E-training as an example. HR can greatly reduce repetitive operations and improve productivity by publishing job ads on social media and screening candidates' qualifications through a professional system (Mackenzie, 2016). Additionally, it is easy to be eliminated by the times if HR cannot skillfully use data to support better decisions within the enterprise in a high-speed society.

[bookmark: _Toc1647320029]2.3.2 Complex Problem Solving
In the era of information explosion, the relationship between people has become closer, and problems are no longer displayed in a single-dimension form. Likewise, the rapid development of the world has made the elements of the workplace more diverse.

Discrimination, for instance, has been a common topic in the modern society, but the discrimination in the workplace is no longer just referring to sexual discrimination or racial discrimination, which includes ‘microaggression’, that is, discrimination based on the consequences of subconsciousness (Stafford, 2016). Likewise the gig economy poses challenges to the different regulatory regimes in the multiple legal forms, like Tax and Employment Law (Adams, Freedman, & Prassl, 2018).

Besides this, the environment faced by enterprises is increasingly complex, such as transnational corporations, economic globalization and the labor relations of the supply chain, which complicate the problems and require HR to equip itself with the resilience to solve complex problems.

[bookmark: _Toc1148550279]2.3.3 Critical Thinking
Linder Elder has described critical thinking as thinking without being biased or irrational, that is, the ability to analyze information objectively and make reasonable judgment (Doyle, 2019).

The complexity of society was demanding more from management (Shanahan, 2019). Critical thinking encourages people to remain curious, thus, it can support HR, and allow them to thought and critical analysis independently, as well as the ability to question and challenge internal decision-making (Mcdonnell & Sikaner, 2017).

Besides, critical thinking can help HR quickly detect possible problems within the enterprise and the changes that may occur outside the enterprise (Rosenblum, 2017), to help companies make plans to cater for changes in the future.

Owing to the pluralistic development of society, many things have different sides, everyone views things from different angles and starting points (Anon, 2019), and this will affect people's judgment of things, so there will be some deviation in the process of dealing with things.

[bookmark: _Toc2101519917]2.3.4 Creative Thinking
When enterprises are facing huge competitors, innovative thinking has becomes the top priority of the enterprises (Francis, 2016). HR needs to consider how to use a unique management model to stand out from the competitors, and even make the human resources management of enterprises become the logo of enterprises.

For instance, although the main products of Huawei, a Chinese enterprises, are electronic goods, when people refer to Huawei, people always think of their famous and unique human resources management. A number of companies are even following the management model of Huawei (Schuler & Jackson, 2014).

Therefore, creative thinking can not only help enterprises attract better talents, but also help enterprises to establish an outstanding image to become a leader in the industry.

[bookmark: _Toc581702810]2.3.5 Empathy and Emotion
Empathy refers to the ability to understand the experiences and emotions of others, which also is a sign of respect and concern to colleagues in the workplace (Krishnan, 2017).

The ability to empathize and to be emotionally perceptive can help the HR to better understand the employee and to build a more compact relationship (Mathur & Sareen, 2013). The management style of deep empathy can increase the sense of belonging in the enterprise and improve the productivity and loyalty (Kultalahti & Viitala, 2014).

Likewise, management scientists point out that the effect of face to face communication cannot be substituted by the network (Mathur & Sareen, 2013). Although the Internet brings great convenience to people's communication, face-to-face communication can help HR to capture the subtle emotions of employees (Jack & Schyns, 2017). Hence, the role of empathy and emotional perception is particularly important at this time.


[bookmark: _Toc1333566526]3.0 Conclusion
The 4th Industry Revolution has radically enhanced the transformation of the way people live and think. Not only are people's daily lives facing huge variation, but many traditional models in business are beginning to change.

The changing VUCA environment and the Megatrend, which are constantly adding new elements, are constantly exerting an impact on contemporary society, such as, gradually digitalized workplaces, automated assembly lines, and data-based information (Fleming, 2018). People need to be vigilant to detect if new changes occur in the external environment, so that can adjustments can be made to respond to these changes in time.

As for the HRM, it should identify the technical skills it needs in its industry, and, as described, optimizing technology can assist HR in recruitment, development, training, and performance (Anon, 2014). In addition, HR also needs to master critical thinking and creative thinking in the current environment.

Lastly, at the time of information, the best result is that people can get along with science and technology and balance the division of labour (Anon, 2018). In other words, HR should make full use of the convenience of the technology, but also remember not to ignore the power of connection between people.
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