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Due to the complexity of the economic environment and the strengthening of the globalization trend in the 21 St century, people's ideas have changed greatly.
Such as the shift in customer expectations and the fact that AI replaces manual work in some areas. In the new era of science and technology in the future, one can see a trend, both in academia and industry continue to put forward the future of 2020, 2025. (Jennifer,1998).
Moreover, all AI robots, VR applications, Internet and other technologies have obviously brought a lot of innovation and applications. Of course, people have to think about how the transformation of technology has an impact on human resources, and how the organization should quickly learn and quickly adapt to changing social circumstances. (Garnitz,1999)
Therefore, the report will critically assess the role of HR in the future and what skills they need to acquire to stay relevant to the AI-dominated world. Among them, this report will introduce how VUCA affects human organizations, as well as megatrends in society, and finally what important skills HR needs to have to cope with changes in the social environment. (Judy and D'Amico1997).
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One obvious reason why there has been no improvement in leadership today is that leadership stagnates at a time when the world now spends $50 billion a year on leadership development. As a result, according to the study, only 37 percent of leaders said leadership development programs were effective, but the figure did not grow at all in seven years.（Deloitte，2018) In fact，Most leaders are not satisfied with the development provided by the enterprise, so if an enterprise does not strive to promote the development of leadership, the future business will be worse, and the development of leadership in the VUCA era is difficult, so as a new era, we should correctly understand and use leadership.(Losey and Ulrich ,2005).

Firstly, the abbreviation "V" of VUCA stands for fluctuation. It means that changes in nature, speed, volume and size are not a predictable model. Volatility is instability, a phenomenon that occurs more frequently than in the past. (Russell,1997)

The abbreviation "U" for VUCA represents uncertainty or lack of predictability of problems and events. These turbulent times make it difficult for leaders to use past problems and events to predict future results, which makes forecasting extremely difficult and makes decision-making challenging. ( Russell,1997)

The abbreviation "C" of VUCA represents complexity. John Sullivan, the human resources thought leader, points out that a problem often contains many incomprehensible reasons and moderation factors (both inside and outside the organization). (Russell, 1997)

Ambiguity refers to the lack of a clear meaning for an event, Or, as Sullivan wrote, the reasons and the "People, things, places, processes, and causes" covered in the back of the story are not clear, and it's hard to determine. (Russell,1997)

These factors make it for companies to make plans or look forward to the future. VUCA encourages businesses or individuals to have the following capabilities, including expect to change conditions, understand the results of things and behaviors, and identify the internal relationships between variables. Prepare for all kinds of situations and changes in reality and understand the relevant opportunities. 
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In Deloitte's 2019 Global Human Capital Trends report, nearly 2/3 (65 per cent) of respondents mentioned the importance of artificial intelligence and robotics in human capital. With the improvement of the awareness, learning, experience, technology and use of artificial intelligence technology, artificial intelligence technology will appear more often in the field of human resources in the next five years. In fact, over the next three years, most Deloitte respondents said they expected increased usage of robots (64 percent), cognition (80 percent) and artificial intelligence (81 percent). (Deloitte ,2019)

In the era of network economy, human resources, as the most important assets of enterprises, have a more and more important impact on the strategic implementation of enterprises. (Peter,1998) Organizational development and the construction of talent team have become the core elements to determine the success or failure of enterprises. And the force, the increasing prevalence of the Internet economy and the sharing economy, the company’s focus on shifting the focus of the human resources management effort to more efficient transactions, more proactive employee services, more strategic talent management, and the provision of more human resources best-based business practices to the business unit, It is the focus of human resource management innovation to create the service transformation of employee experience and human resource sharing.
Through the reform of organizational service mode, the process reengineering of human resource sharing service, the application of new technologies such as mobile, cloud computing, big data, intelligence and so on, the transformation of human resource sharing service mode has become the inevitable choice of more and more group enterprises. though internal mobility is a high priority, it’s not easy to do well. Only 6 percent of respondents told us they believe they are excellent at moving people from role to role; 59 percent rate themselves fair or inadequate (Deloitte, 2019)
The traditional strategy and management thinking are becoming more and more unsuitable. (Neil and Stuart,2013) The characteristics of the new era have brought many challenges and opportunities for the breakthrough and innovation of enterprise human resources management.

1）The increasing popularity of the shared economy provides the best opportunity for reducing cost and increasing efficiency from the perspective of human resources.
The concentration and sharing of internal data, processes and services can have obvious intensive effect, which is embodied in the reduction of the number of employees of human resources and the reduction of labor costs and related costs (such as centralized procurement training services, recruitment channel services, employee physical examination services can obtain lower prices than the independent procurement of subordinate organizations).( Linda,1998)At the same time, the trend of socialization of human resources service is developing rapidly. through cooperation with socialized third-party service organizations, enterprises can obtain the highest performance-price ratio.

2）The enterprise strategy of service leading and innovation leading puts forward higher requirements for talent ability and dedication. ( Mark,1995)
With the gradual decline of demographic dividend, enterprises with traditional efficiency and cost-first strategy are transforming to the direction of service and innovation priority strategy. It is different from the emphasis on strict division of roles by efficiency-first enterprises, service, innovative enterprises place more emphasis on the empowerment and activation of talents, and on the attention and individualization of individuals. the traditional management system based on organization and standardization is out of date. (Gary and Scott 1998)

3) The trend of diversification and liberalization of labor force requires enterprises to carry out innovative measures to select, cultivate, use and retain talents.
At present, millennials have become the most important labor force in the enterprise. Compared with millennials, millennials are freer and more individual.
They have a more diverse value proposition in the workplace, which makes their demands and attitudes towards work more active and unstable. At the same time, under the background of "mass entrepreneurship, mass innovation", (Jay and Patrick,1998) talents become more and more free, enterprises have an unprecedented desire for talents, but the dependence of talents on enterprise platforms is becoming weaker and weaker. It is urgent to construct a people-centered innovative human resource breeding and retention system.

4）Big data, intelligent and other new technologies for human resources management upgrading opportunities. (Dave,1998)
Big data technology is used for intelligent search and matching of talents, employee behavior analysis and prediction, intelligent technology is used to deal with mass and repetitive human resources affairs, mobile technology is used to provide employees with information retrieval and process services anytime and anywhere, and human resources cloud services are integrated to construct one-stop HR service ecology. the rapid development and maturity of technology provides unlimited imagination space for HR management upgrading.

[bookmark: _Toc24648857]2.3HR operation models  
CIPD is a professional organization of human resources and personnel development. Non-profit organizations advocate better work and life, and have set an excellent benchmark for human resources and organizational development for more than 100 years. With more than 135000 members around the world, it provides ideological leadership through independent research in the world of work, as well as professional training and certification for those engaged in human resources and learning and development. (CIPD ,2017)

The CIPD (2017) surveyed business and HR users in 40 organizations, each with more than 10,000 employees – complex beasts by anyone’s standards. According to the survey, investment in the human resources operation model has become the norm in the past decade, and more than 95 percent of organizations have made some form of human resources transformation. Of those, more than 50% had invested in what they termed the ‘Ulrich model’ for HR. (CIPD ,2017)
However, the most important investment areas are almost the development of human resource sharing services and related IT systems, and when it comes to measuring the performance of the model, the results are remarkable. (Patton, 1998) First, more than 90 per cent of organizations believe their human resources functions are more efficient and business-oriented than they were a decade ago, and most (77 per cent) attribute this success to the "Ulrich model". (CIPD ,2017)

The construction of human resource sharing IT system is one of the core contents of the transformation of shared service. (Timothy and Suzanne,1997) With the new generation of human resources cloud service platform, supported by the latest Internet technology platform, this paper provides a comprehensive, lightweight and efficient human resource sharing service business processing platform for transforming customers of human resource sharing services. a socializing, the invention relates to an employee mobile service platform with high satisfaction degree, to create HR Internet ecosystem, open a new era of human resources information.

[bookmark: _Toc24648858]2.4New skills needs by HR professional
Today, people in a competitive world of high technology, production will be replaced by more intelligent machines, more and more traditional types of work will become more high-tech, the nature of human work is also a "muscle to brain" transformation, which put forward a new demand for human resources should have the quality and ability. (Kevin,1998). Studies have shown that people who can adapt to the needs of the future and create high value must be people with the following five abilities.

Firstly, Critical thinking. Critical thinking does not simply negate everything that exists, but refers to its borderless thinking attitude or habit. It can be any question involving intelligence or imagination, no mode, no scope, no framework, in short, there is no restriction. Neil Brown, an expert on learning issues, said: "in this age of the Internet, where there is a flood of information and ideas, if you can't think critically about them and make rational choices, if you don't have your own ideas, you're doomed to be led by the ideas of others." (Neil,2013)
For example, the traditional method to solve the problem of urban traffic jam is the field guidance and diversion, but the effect is busy, the treatment of symptoms does not cure the root cause. however, Today, big data and cloud computing have become protagonists, and the effect is a hundred times stronger than the traditional method. and other side, who can imagine that through a satellite thousands of miles away, you can know what fertilizer is missing in the land under your feet, and what 'treasure' is buried in the depths of the ground. Besides, today, human's invention can simulate different kinds of climate-based air-conditioning in different parts of the world into the family, which are closely related to critical thinking ability. In the future, more applications need to be created by people with this ability. Therefore, for this type of human resources, many universities in the world have listed them as the training target.

Secondly, ability to create demand, the traditional enterprises pursue to meet the needs of customers, this business model has been broken because of the emergence of Apple phones, however, many of our enterprises are still following this old road. The world's two mobile phone makers, Nokia and apple, have a good interpretation of the customer's needs. Nokia has invested heavily in anthropology, group research and market segmentation strategies. It has a huge innovation team, a team of designers and members all over the world. They put themselves in place to observe the needs of different groups of people and peek at people's lifestyles to guide the design to meet their needs. However, Apple, on the other hand, does not approve of their approach. Apple's product design and development are more focused on creating demand than catering to demand. They believe that for revolutionary products, they firmly believe that it is enough to guide customers and create rich profits for enterprises. Therefore, When Apple's touch-screen product came out, the phone with the Nokia-based keyboard was immediately discarded by the customer so that Nokia had to follow the Apple.
Apple's practice tells us that human resources with the ability to create demand will be the value highland of human resources development in the future.

Next, Problem solving ability. this is an eternal theme of high-value human resources. Since the beginning of the day in the world, the ability to solve problems has become an important criterion for judging the value of human resources. However, different from the past, today and even in the future, the ability to solve problems is changing qualitatively, and more physically oriented operational problems are replaced by intelligent thinking problems. (John,1997)The traditional competition is the competition of the skills and the capital, and the current competition is the competition of the mode, and the future must be the competition of the mode of thinking. Naturally, in this scenario, the form of the problem, the way to solve the problem is bound to change. Traditional problem-solving human resources will no longer be regarded as resources by future needs. People who can closely follow or even transcend problems and can predict, solve and prevent problems will be truly high-value resources. (Joseph,1997)

Moreover, information technology application capability, nowadays, the time has gone into the information as the king, the data is the king's time, the intelligent technology, the information technology, the Internet of things technology will be like the eating chopsticks, it is the high-end human resources and even the ordinary people must be familiar with the skill. In the future, the high-end human resources must be compound talents, can achieve the idea, operation, application of three-in-one, it is based on the application of information technology, without this ability, you simply do not have the opportunity and the possibility to enter the high-end. （Mark and Randall,1997）

Finally, the ability to keep learning. The future high-value human resources are no longer a measure of how much knowledge you have, but with people learning ability. Learning ability is the ability to accept knowledge and information. It is the ability to follow up knowledge. (Sharon,1997) It is the ability to follow up knowledge. It is the ability of the knowledge to advance. It is the ability of the knowledge to be aggregated. It is the re-creation ability of knowledge.

Therefore, if a people want to be high-end human resources in the future, then these five abilities are indispensable.







[bookmark: _Toc24648859]3.0 Summary
There is no denying that, with the development of science and technology, artificial intelligence will certainly replace some simple job tasks, but it is somewhat exaggerated to say that it is some exaggeration to say that it is necessary to rely on the thinking and operation of the human brain at high speed. ( Jack and Linda,1998)
Although many people believe that a lot of work is handed over to robots, liberate manpower, reduce error rates and improve efficiency, many jobs do not lack the genes of people themselves, and must be done better with the participation of people.
Therefore, in the future career development, HR needs to strengthen its own ability, develop critical thinking, improve the ability of self-solving, and strengthen the use ability of information software, and so on. In order to conform to the development of the times.
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