1.0 Introduction
The background of this article is the economic environment of the 21st century. As the demands of globalization change rapidly, the expectations of customers are constantly changing, the attitude of work is constantly changing, and the future AI will occupy more and more parts. To cope with this situation, organizations must learn quickly and adapt quickly to changing conditions. This article will critically assess the role of HR professionals in their future work and identify the skills they need to maintain relevance in an AI-led world. At the same time, the article will show the environment in which human resources are expected to operate in future work, and mention the megatrends or the destroyers who may contribute to their changing roles and their possible impact on the traditional human resources model. An understanding of the skills that HR professionals need to successfully address these challenges. Finally, the opinions in the text will be certified through various academic materials and cases. And will re-evaluate the role and ability of human resources practitioners to deal with the arrival of AI.



























2.0 Main body
2.1 The Global Megatrends
2.1.1 VUCA and PESTEL analysis
VUCA stands for 4 words, “Volatile", "Uncertain", "Complex", and "Ambiguous" (Ray,2011). VUCA is now used by strategic business leaders to describe the chaotic and rapidly changing business environment that has become the “new normal” (Harvard Business Review,2019). 

Nowadays, the general trend of globalization is intelligent, and human resources are in the state of VUCA, so the organization is also in this state (Deloitte Insights,2019). The current business environment is global and fluid, and the demographic changes of the millennium will have a huge impact on it, and the development of science and technology and the generation of new living habits are also a huge impact on human resources (Global Marketing Today,2019).

External influence factors can be analyzed by PESTEL.

When companies expand their business to other countries, the impact of globalization on human resource development and management is enormous. (Balakrishnan, 2007). Companies need to consider various practical adjustments to be able to hire, train, retain and support a workforce across multiple countries. But employees in different countries have different cultures, so the human resources department must adjust its ideas and practices to include cultural differences, foreign regulations and technological developments（Academy, 2019).

Legal and Political, the expansion of globalization is influenced by changes in tax and labor laws in different countries. Human resources departments need to be prepared to deal with different tax rates, welfare requirements, or labor and environmental regulations. There may be different laws between countries, so companies should coordinate with local governments and regulate the law.

Economics, the most important resource for all companies is the workforce. But as the company's strategic goals are globalized, the impact of this globalization on human resources processes will extend to existing and new employees. The HR department will need to increase support for existing employees, which may require the transfer of work to the original employee and the development of overseas markets. This is also the mobility of the development of the existing business environment, where employees may need visas, work permits and assistance with residence, as well as training in cultural differences, and perhaps language training. At the same time, the company must acquire and develop new local employees.

Social, cultural differences both inside and outside the workplace (Bondarouk, ,2013). Each business often has its own corporate culture or business model, but there are also social and cultural differences between people. A company sends employees from its home country to work and manage in other countries, and the employees sent may not be the best person to manage overseas employees because they do not understand the differences in local culture and business practices that are considered acceptable. In China, for example, the popular way of working is to work eight hours a day from Monday to Friday, but every country has a slight difference, and the most popular thing in China is overtime, which is a convention, but it is not common in the UK (Dickmann,2008).

Technology, technology is every company is focused on, the current business environment and living environment, the development of science and technology is very fast, many industries and companies will be changed by technology. Now ai rapid development of AI, a lot of AI instead of labor, may bring a lot of convenience, but also to consider the consequences, for example, China has a very famous restaurant, this restaurant uses robots instead of human waiters, in the labor cost savings a lot of money, But robots are not likely to feel the needs of customers very well, and customer satisfaction is not a good decision (Kramberger, n.d.).

Environmental factors, environmental factors are also an important external environment, now people have a lot of differences, they have new habits, and the millennium population change is more and more, people pay more and more attention to sustainable development, the earth's resources are not endless, so should consider the impact of environmental factors, Can achieve sustainable development, in line with people's new living habits, so as to improve the company's visibility, media publicity and public recognition.
2.1.2 Gig economy
The part-time economy refers to the economic field of low-effort freelancers, which uses the Internet and mobile technology to quickly match the supply and demand side, including group work and on-demand work that is approached by applications (Dugan ,n.d.). Replace the traditional nine-to-five form of work with a short, flexible form of work, including consultants, contracts, part-time jobs, temporary work, freelancing, self-employment, side jobs, and short-term jobs found through the freelance platform. With the development of AI, the popularity and rapid development of the Internet, more and more people began to accept the part-time economy and this new way of development.

The part-time economy caters to the lifestyle needs of young people, a new way of life and habit, where millennials are more materially diverse, have more access to information, have more skills to acquire, and are more liberal in their pursuit of lifestyles. Not agree with the traditional way of working and are willing to work freely. As the population ages, the number of people who cannot work traditionally will increase and will take a lot of time. Finally, with the development of technology and the impact of AI, the part-time economy is a good opportunity for millennials.

Network technology advances, a variety of technology products will allow people to make good use of the network to work. Facilitating people's online work (Lloyd, 2019). for example, the creation and development of uber, drivers can sign up and use the app to work, will make all aspects of the cost of lower, increase the income, people to join the part-time economy will be easier.
2.2 The organizational needs and HR trends
The needs of the organization are important factors influencing the development trend of human resources (Cleverism,2019). The needs of the organization will change the trend of human resource development. The future environment is the development of AI. Therefore, human resources should be combined with artificial intelligence and have a good development trend. The ability of artificial intelligence to work is higher than normal humans. But humans create AI and use AI to better serve humans. It does not mean that artificial intelligence can replace all human work, but can better help humans get the job done (GARNER,1996). For example, one job requires a lot of manual repetitive operations, while another job requires a lot of data collection. Both types of work can save a lot of time and money by using AI. The other part, when faced with complex work situations, must be done by manpower. Therefore, AI can't replace people, but human resources also need AI to reduce workload, improve efficiency and complete high quality work (Human Resources Today,2019). 
The first is the benefits of AI, which the company needs, and in some ways, AI can be very good to help human resources (Cooke, 2013).

Collection information
Information is important to every organization, and human resources information is extremely important. In the future, artificial intelligence can use the network to collect information and filter out the most needed and useful information of the organization according to the classification and classification requirements of the enterprise.

Provides high-matching job choices
In the future, AI will become more and more developed. As human control of robots becomes more precise, artificial intelligence will truly enter all aspects of our lives (Rao, 2010). Each organization has its own system, and the organization has its own clear standards. Artificial intelligence can also improve the professionalism of talent collection. It will promote the selection of talents who meet the functional needs through the artificial intelligence, and the matching between positions and talents. Will be greatly improved.

Building a humane welfare system
Modern corporate welfare systems tend to be institutionalized, especially based on their ability to perform. The implementation of a project is often the result of team efforts, but it cannot be accurately assessed for each member of the team. Different workloads and contributions should be Obtaining different rewards, if everyone gets the same bonus, then the organization does not improve the enthusiasm of the employees. Therefore, at present, the company's welfare system still has certain loopholes and cannot accurately assess the contribution of employees. In the future, artificial intelligence can avoid this by real-time monitoring to quantify each employee's contribution to specific numerical metrics (Management and Conrad, 2019).
[bookmark: _GoBack]

Through the needs of enterprises, you can get the future development trend of human resources.
The first trend is that because AI can do a lot of information gathering and is much more accurate and efficient than human, the future of human resources in information gathering and other tasks will be reduced or even disappeared.
The second trend is more challenges. In all industries, organizations and individuals are required to provide more services with fewer resources. Businesses may rely too much on ai, and people's jobs will be lost, leading to increased competition. 
The third trend is the existence of new competition. Ai's development is bound to have more and more jobs that do not require manpower, which will inevitably lead to the reduction of jobs and increased competition. Then for human resources is a huge competition, but also a new type of competition.
The fourth is the increasing breakdown of professional work. Many professionals consider their work to be holistic and indivisible efforts that must be handled entirely by specific types of professionals working in a specific way and organized in specific forms of institutions. Increasingly, however, we see professional work broken down into composite tasks and activities. Once completed, it is often clear that the work can be performed by non-professionals or automated.
Finally, this is related to the fifth trend, namely the increasing regularization of professional work. When you break down professional work in this way, you will find that many of the tasks in which you do it are not particularly complex, they are relatively "routine" and can be automated accordingly.
2.3 HR of skills
Human resources personnel usually help others plan careers so that they pay little attention to their management. But in an increasingly automated and digital world, the human resources profession could change significantly in the future (Science, Technology and Innovation Indicators in a Changing World.2007).In a rapidly changing work environment, it is not possible to accurately predict the future of human resources roles. Artificial intelligence will have a significant impact on the way tasks and processes are managed, but the future of human resources will remain "human". So HR practitioners need to acquire the following skills.

Situational judgment, HUMAN Resources must deal with many difficult situations, conflicts with colleagues, or sensitive employee health issues (Agency, 2019). There is usually no easy answer. And at this stage AI can‘t deal with these issues, only people can deal with, so human resources practitioners to remain calm and clear-headed, for the situation in front of the right decision is a key skill. (Erika, 2018)

Business awareness, which is a capacity that is usually lacking. The most successful practitioners will have a clear understanding of their organization's business model and the risks and reputational challenges they face. They will also have an in-depth understanding of how the business creates value and be able to effectively connect with stakeholders inside and outside the organization, but AI cannot.

Critical thinking is one of the most important skills in the world of future work, according to a report by the World Economic Forum (Criticalthinking,2019). Human resources departments need to develop the ability and courage to challenge and challenge the necessary decisions within the enterprise. This is a technique that objectively analyzes and evaluates proposed strategies and provides new insights by establishing a link between seemingly completely different ideas.

Digital literacy, in this area, human resources professionals need to improve their own level(Subrahmanyam, 2012).Not only do you use some office software, but you also need to learn software that can be used to automate and reduce management of critical processes. Because the future work environment is bound to be combined with AI. Human resources also need to learn how to leverage data to support better decision-making within the enterprise, from recruitment and employee planning to e-learning and employee engagement.

Continuous professional development, planning for professionals, employers, careers and society, sustaining career development, and maintaining the keys to the flower, and enhancing the knowledge, expertise and abilities of professionals throughout their careers (WALLLCE, 2017).








3.0 conclusion
This report describes the correlation between human resource development and AI. It also analyzes the impact of AI on human resources in many aspects. The current economic environment is global, so this article is based on globalization and combined with VUCA theory. Use PESTEL theory for analysis, from the external environment to the internal environment. And combined with the company's needs and the trend of human resources development, and finally came to the skills needed for the future of human resources.
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