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Introduction
Nowadays the world has been undergoing dramatic changes which have paramount impacts on future work. The rise of digital technology, gig economy, multi-generational workforce as well as globalization will reshape the future of work, including the one of HR. In such VUCA (volatility, uncertainty, complexity and ambiguity), HR should revolutionize itself from transactional HR to strategic HR, with an eye even on the outside of the company. The Ulrich model serves as a good example. The HR professionals cannot just focus on what they do in the future, but to be aware of the whole flow of work which needs to be strategic and both inside and outside. Another author’s essay also put forward challenges for HR professionals in a collaborative world. This essay aims to examine HR roles and the skills needed to survive the megatrends. The digital evangelist, the chess master and the people data wizard are found to be the roles HR will play, with five skills HR needs to acquire -- Complex Problem Solving, Critical Thinking, Creative Thinking, Digital literacy, and Empathizing. I will explain in detail on next page.


Main body
[bookmark: _Hlk24411374]When it comes to the megatrends, one of the most influential one is digital technology. We have come into the 4th Industrial Revolution where “technology is emerging more and more with human’s life, and has changed faster than ever” (CNBC, 2019). Specifically, AI has played a growing significant part in our work. In the past, computerisation has been confined to routine tasks including clear rule-based activities, but now algorithms for big data are rapidly entering domains reliant upon pattern recognition and can readily substitute for labour in a wide range of non-routine cognitive tasks (Frey and Osborne, 2013). Taking competitive hiring as an example. AI has been used in this area where its systems can be programmed to find frequently overlooked passive and outlier candidates while filtering out candidates who don’t meet basic requirements. On a simpler level, robotic process automation (RPA) software sorts candidates in a database by comparing candidates qualifications to the job posting. (Bersin, 2019) However, the appearance of AI also creates new jobs. The Bureau of Labour Statistics projections predict that, over the period up to 2026, the US labour market will see a structural employment decline of 1.4 million redundant jobs, against structural employment growth of 12.4 million new jobs. (WEF, 2018)
Another megatrend worth noticing is the rise of gig economy. Nowadays, a person can use the apps on their phones to “get their house cleaned by Handy or Homejoy; their meals delivered to the door within ten minutes by SpoonRocket; their clothes washed by Washio and their flowers delivered by BloomThat” (The Economist, 2015, p.13). Deloitte (2019) noted that task-based jobs, which considered previously as “alternative work”, have now gone mainstream and need to be managed strategically.
In addition, Great Place To Work (2016) talked about three broadly-defined generations which consists of current UK workforce: Baby boomers, Generation X, and Generation Y (Millennials). As Generation Z is about to step in the career, the future of workforce becomes more complex, which baffles HR to bring in good cooperation among the multi-generations. But at the same time, “by exploring the skills young people have, and those they need to build, we’ve also identified that they bring substantial strengths to an organisation” (CIPD, 2015).
The same situation applies to globalization. Since each country’s politics, economy, culture and legislation are so different, it adds VUCA for organizations to carry out their business.
The world of HR is facing transformation as well. As the target of HR’s work is the workforce, let me summarise the changes of workforce from three dimensions: shape, size and skills. According to Atkinson’s flexible firm model, the workforce can be divided into core group and peripheral group which contains flexible and contingent workers. Due to the rise of gig economy and the convenience of digital technology, the percentage of core group will decline while that of peripheral group will increase. Moreover, “the introduction of digital technology means that many companies will get existing jobs done with fewer people” (Christidis et al. 2017), so the size of human workforce will shrink. Consequently, the human workforce needs to be more brilliant, handling digital skills as well as unique human skills.
According to the report, the possibility of substitute of HR professions varies: the probability for AI to take place of Human Resources Managers is 0.0055, which is the lowest, while the one of Human Resources, Training, and Labour Relations Specialists, All Other is 0.31, and the one of Human Resources Assistants, Except Payroll and Timekeeping is 0.9 which is definitely computerisable (Frey and Osborne, 2013). It verifies Ulrich prediction about HR revolution: the focus of HR has shifted from administration to practices to strategies. And in the future, we do not just look at strategies as a mirror but a window, to think outside of the company, which entails customers, investors, government, agencies and communities (Stamford Global, 2016). 
To look at HR operation models in the future, the Ulrich Model serves as a good example. It is a pyramid model which contains four layers. Value is on the tip of the model which leads the whole working process. HR should bear in mind not just what to do but what to create for other people. The second layer sets two aspects HR need to be aware of. One is context, which contains social, technological, economic, political, environmental and demographical factors. The others are stakeholders, which not only include inside employees, but also outside customers, investors and communities. The third layer is the typical issue HR need to settle down. For individuals, it is about talent sourcing and growing; for organizations, it is linked to the culture and reputation of the organization. Finally comes the bottom layer, which explains specific approaches to HR work from HR department, HR practices, people in HR and analysis. In the past, we only talked about the approaches, but future HR see the whole flow of work which needs to be strategic and both inside and outside.
Similarly, Paul Sparrow has written in his essay Living in a collaborative world: implications for HR operating models that business is more and more connected by partnered network, which will change the way HR functions and services will work. HR resources may be moved “from internal projects and businesses to some of their external relationships or collaborative businesses” (Sparrow, 2015), which challenges HR to be in charge of the intended strategy, ensure the integrity of the strategy and the operations, as well as optimize the operations as the partnership evolves. 
Thus, two specific questions have been drawn onto the surface: what roles will HR play in the future? And what skills should they be equipped with?
Considering the issues mentioned above, I have sorted out three HR roles in the future: the digital evangelist, the chess master, and the people data wizard (Verlinden, 2019).
Nowadays, much of the HR work has been computerised. The days when HR merely hand over paper sheets are gone. In fact, “in recruitment tech alone, there are about a dozen new solutions a week coming onto the market” (Verlinden, 2019). As the quantity of HR tech solutions is likely to soar in the future, it is essential for HR to be “more tech-savvy and learn to wrangle new software” (Crowley, 2018).
The chess master is about strategy. Human resources are like chessmen in HR professionals’ hands, while the whole chessboard represents the organization’s wellbeing. HR professionals are not suitable to just focus on what they do, but need to think about the organization’s objectives and development, and how they can manage and deploy the workforce to better achieve those. For instance, innovation is currently considered as most organizations’ driving force, so HR can take a part to build innovative talents. According to the research, information sharing and supportive supervision are key factors (Bos-Nehles and Veenendaal, 2019). Therefore HR could set up online and offline groups to encourage information sharing and provide weekly-based supervision to help.
To act as a people data wizard is also crucial for future HR to do an excellent job. If HR want to manage or develop a person well, they must be familiar with every aspect of them. That is why HR need to dig out people data, which spans staffing, training, compensation, development and change management. For example, one of HR work is to spot dissatisfaction among senior employees, and it can be improved by knowing who is most at risk of leaving. In the essay “Silicon Valley economists Meet the Market Shapers”, the author mentioned ways as the following:
Algorithms devised by hiQ Lab solve this. Using a firm in-house data -- from pay scales to organo-grams and job titles – and comparing it with information on pay and vacancies in competitor firms, it can predict who might defect, and for what reason.
(The Economist, 2015, p.67)
Consequently, HR need to acquire the capabilities of using algorithms and data to find the potential problems.
Here I summarise 5 crucial skills that HR need to acquire in the near future: complex problem solving, critical thinking, creative thinking, digital literacy and empathizing.
1) Complex Problem Solving
In Cynefin Framework, a problem can be contextualized into four types: simple, complicated, complex and chaos. “Complex problems are typically defined as those that include the ability to approach them from multiple, sometimes competing, perspectives and that may have multiple possible solutions” (Hayward, 2019). According to the previous analysis of HR trend and roles, more and more problems HR will face are complex ones. Once they have identified the problem is complex, HR need to get some sense of the situation, which is called sensemaking, to be fully aware of what is going on. Next step is design thinking, during which a prototype or experiment will come out, a small group of people gets tested, and feedback is allowed to improve the prototype. If HR could do the above flows well, then they have handled the skill of complex problem solving.
2) Critical Thinking
In the new CIPD Professional Map, one of the core knowledge is “Analytics and creating value”, which entails the application of critical thinking. HR needs to know the principles of critical thinking and moreover, the ways to apply them to “assess the quality of others’ ideas and develop ideas collectively” (CIPD, 2018). Specifically, “HR needs to develop the ability and the courage to question and challenge where necessary decisions that are being made within the business” (Lucas, 2018). In the multi-generational context, people tend to form age-based stereotypes. However, “the vast weight of genuine science underscores fundamental similarities across age groups” (Blauth et al. 2011). Therefore HR needs to challenge the stereotypes and find the common ground, which helps reduce tension and boost collaboration.
3) Creative Thinking
As HR steps into the unknown and complex world, it is imperative for HR to break through the stereotypes and raise new ideas. In Cynefin Framework, complex problems encourage an integrated and new prototype, while chaos problems simply require novel practice. For example, “Translating reskilling into viable and desirable jobs will require new thinking around workforce planning” (WEF, 2018). In an environment where innovation is an imperative drive, HR also needs to act creatively to stimulate workers’ innovative work behaviour (IWB).
4）Digital Literacy
The latest CIPD professional map has listed digital working in core knowledge. As Erica noted:
It’s not just about embracing the new generation of Cloud HR software that is now available to automate key processes and reduce admin. HR also needs to learn how to exploit data to support better decision making within the business on everything from recruitment and workforce planning to e-learning and employee engagement. 
(Lucas, 2018, https://cezannehr.com/hr-blog/2018/01/top-five-hr-skills-future/ )
In a survey asking what HR themselves want to learn in the future, expertise in People Analytics is the most in-demand skill. People want to become more analytical and data-driven. (Ferran, 2019)
5) Empathizing
To empathize is to understand another person’s feelings and experiences, especially because one has been in a similar situation. In a coming AI-dominated world, it is the most differentiating skill or capacity from my perspective. It is also vital for future HR to develop this skill, since their working objects are mostly humans, and the customers of the organization are undoubtedly human beings. Besides, empathizing is the basis of developing relationship-building, communication skills and influencing skills which are significant for gaining and growing people.
“As technology becomes ubiquitous, there are critical skills and capabilities that can’t be reduced to an algorithm. Creativity, innovation, critical thinking, complex problem solving, and emotional intelligence - the human difference - will be increasingly important” (yates, 2018). At the same time, digital literacy helps HR to keep pace with the times and to cooperate with AI more effectively.


Conclusion
To sum up, the future world will be quite different from what now looks like. The running digital technology brings more and more developed AI that will take over lots of current jobs but also create a number of new jobs; the rise of gig economy will completely change the shape, size and skills of the organization; multi-generation will throw a huge challenge on workers’ communication skills; globalization will deepen VUCA from political, economic, cultural, and legal aspects.HR professionals must stay consistent with the megatrends or moving further, to figure out VUCA around the organization, and solve problems effectively. 
“HR managers are concerned with meeting five distinct sets of organisational objectives: staffing, performance, change management, administration and reputation” (Torrington et al. 2017, p.20). As Ulrich model tells, HR should no longer merely focus on what their work is, but to look through the pyramid flow, which needs strategic thinking both inside and outside of the organization and turns out to gain value for it. It will become evident in a collaborative future world. 
Thus three roles have been figured out for future HR: the digital evangelist, the chess master, and the people data wizard. To play those roles well, HR needs to acquire five essential skills: complex problem solving, critical thinking, creative thinking, digital literacy and empathizing. Digital literacy is what HR needs to cope with AI, while the remaining four skills are what HR has as unique human skills.
The future road for HR is not easy, but it is a good start to be ready for that.
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