



Introduction
The modern era we now live in was not the same previously, the reason is because the environment is moving therefore, we need to change with it and keep up to date with the change. The external environment that we are currently living in has various aspects that is shifting the environment (Klein, Bansal and Wohlers, 2019).  Atkinson (2019), states that there are 10 mega trends that are reshaping the world we live in today. However, Quinn (2019) describes that there are 5 mega trends. Therefore, this shows that everyone has a different perspective on how many mega trends there are and that there is not a specific number. VUCA stands for volatility, uncertainty, complexity and finally ambiguity. Mega trends drive VUCA as mega trends influence HR organisations to adapt to change to stay relevant. 
The following paper will critically evaluate the role of Human resources (HR) specialists in the potential of work and recognise the skills an HR role will need in request to remain important in a world that is slowly being dominated by AI.  This paper will also discuss VUCA and Megatrends. 
Main body 
Megatrends are working to describe the future of organisations. Megatrends are international, sustained and macro-economic influences of progress that influence businesses, economy, humanity, ethos and private lives; therefore, it is crucial there is an increase of change. Megatrends look at the problems that are in businesses. It is important that HR understand megatrends and talk about the matters facing their organisations (Kleiman, 2015). HR is at risk from the control that may decrease or eliminate it in the upcoming future. HR will still be required in the future but how it works will change melodramatically (Rees & French, 2016). 
Technology is a mega trend that is developing at a quick speed and is now describing what is next for an organisation. Likens (2019) states that Artificial intelligence (AI) is essential for most organisations today.
A.I structures are now able to execute massive processing duties much quicker and more effectively than human brains, producing big developments in research and growth areas around the world (Moore, 2019).
AI tools offer important chances to advance HR purposes, for example self-service communications, employing and aptitude attainment, payroll, admission rules and actions. We are living in an age in where AI abilities are touching new elevations and have a big impact on how organisations function. Human resources managers have confidence that integrating AI into HR management purposes will help and enhance the total employee knowledge. This will deliver capability, more time and plans, and precise data for crucial people management (McGovern, 2019).
AI tools are developing very fast as they provide new services for example chatbots. Chatbots assist HR to become comprehensible to employees. Chatbots let the HR group to deliver immediate, precise answers to ordinary questions. Chatbots are very effective when it comes to employee training, because it involves more collaborative involvement with employees instead watching a training video or a PowerPoint presentation (Medium, n.d.).
Although there are many advantages when it comes to chatbots there also disadvantages for example Chatbots are frequently viewed to be complex and need some time to recognise user’s obligation. It is also the bad handling which is not able to categorise findings in time that can irritate individuals (Gupta, 2018).                                                                               
AI has come a long way, but it is still not perfect. AI still has key faults for instance candidate tracking system which lacks precision and dependability as it can be complicated by configuring alternatives. For instance, a candidate could have excellent traits that a recruiter looks for, but the candidate could still not succeed to be eligible into the AI’s list due to some unconventional style of bullet points used in the application (Jobstreet.com.sg, n.d.). This shows that HR employers have an advantage when recruiting employees as they are able to see the skills needed for a position even if it’s in a different style format.                                                                         
Frey and Osborn (2013) believe that current jobs will be slowly took over by AI technology, in the number of decades computers have replaced for a lot of jobs for example cashiers and telephone operators. They believe in a few years that AI will take all the jobs this means leaving employees jobless. Using AI is also a cheaper option as Frey and Osborn noticed that the price for robots have decreased this therefor means it is cheaper to have robots than employees.
Globalisation is a mega trend Friedman (2014) believes that Globalisation effects organisations that contend for clienteles with great expectations for presentation, excellence, and cost.                                                                                                                                                  
Globalisation is affecting organisations to revaluate their human resources strategies. Organisations can now hire employees all over the globe and then they are able to offer items and services through geographical and social limitations. The impacts of globalisation on HR have commenced a sum of trends in the workplace (Bradley, 2019).
Globalisation lets organisations to hire employees from all around the globe. This is specially to appeal to smaller organisations, that might not be able to have lots employees to fill positions, this is why they hire employees around the world.
International employment is dedicated on producing diversity to the organisation and acknowledges that staff abroad are able to deliver a distinctive view on other areas of the organisation (Bradley, 2019).

Globalisation has come a long way and is very helpful in many aspects, but there are still errors when integrating globalisation within a company. In a small organisation, the HR employees can ask an employee to come visit the office to fix some issues for example pay checks and other issues. When handling employees’ long distance or maybe the other side of the world, HR specialists face challenges in speaking with their employees. Usually they must depend on technology such as electronic mail or conference calling to communicate knowledge, by this means removing some of the immediate human aspects of communication. Organisations are open through various times in the 24-hour workday, so even straightforward problems could take more time to solve. Even Though paperwork and HR software should be regulated through the corporation, adjustments might have to be produced for language differences (Natter, 2018).
                                                                                                                                                                                           

The Ulrich model is intended to exclusively to organise human resources tasks. This model was created by David Ulrich who indicated that in a massive organisation or larger-size companies, HR tasks should be grouped into four sections (Scott, 2017).                                                                                                                                                                                                                 

The Ulrich model has been followed for a decade. The model has been a guiding structure of efficiency and consistency. but HR departments need to move on and concentrate further on effectiveness, improving importance to the organisation, and performing important roles to shape the future in HR, therefore meaning confronting the working theories for HR, to make sure they align with the organisations and organisation requirements, and that HR have the right skills in the right areas (Cipd.co.uk, 2015). Organisations need to change their management skills as things are rapidly changing.    
The Ulrich model is being used in many HR organisations, but HR need to centre their development on organisational capability and talent. This therefore means that HR professionals need to focus on moving forward (Cipd.co.uk, 2015)
. The Ulrich model was not appropriate to fit into all organisations, but instead of forgetting the model organisations tried to make improvements and adapt the model so it could fit into an organisation’s current needs (Mait, 2019).                
The Ulrich model is still relevant in HR but things are now changing as HR specialists need understand that the digital environment is changing the way the staff is encouraged, cooperates and connects (Scott, 2017). 
The Ulrich model is still new models are introduced into HR firms for instance the Atkinson’s flexible firm model. John Atkinson focusses on flexibility and defines as the shifting employment practices that he has come across through his investigation (Atkinson, 1984).
This model is about organisation and workplace managing methods. It uses various procedures of flexibility to enhance the use of the organisation’s human resources. The Flexible Firm Model sections employees into the core and peripheral groups. The core group is hard to change while peripheral groups are easier. Employees would rather to belong to the core than the peripheral group. Employees like to be in the core as they have stronger job security (Market Business News, n.d.).
[bookmark: _Hlk24645945]The core group involves full-time key workers and core workers who are essential to the performance of the establishment, performance flexible is tough to substitute, because of the complex skills, knowledge and experience. The core group have functional flexibility this means that they have skills for many different tasks, therefore meaning that employees could get transferred into diverse workforces such as employees learning to use new technology which therefore could mean new responsibilities for them. To increase functional flexibility in an organisation this means staff would need appropriate training and flexible hours (Atkinson, 1984).
First peripheral group workers are full time employees, but they do prefer a lower level of career security and less contact to career chances. The number of individuals in the peripheral group are extremely adjustable, as their assistances are simply accessible in the labour market.  This means that they can be located at short-notice, in agreement with the amount and sort of specific responsibilities and are frequently only required at particularly task-heavy stages of the week. The First peripheral group have Numerical Flexibility this means managers can harmonise work requirements with the amount of staff under agreement at the establishment. This could be accomplished through employment approaches such as short-term contracts, subcontracting, impermanent workers (Atkinson, 1984). There has been more change since the gig economy as in the agreement of the labour market, with an advanced portion of individuals employed on their own as self-employed without staff and a falling stake of individuals employed as short-term employees, unpaid family members or on government hire programs (To gig or not to gig? Stories from the modern economy, 2017).
The second peripheral group contains a big quantity of agency staff, sub-contractors and also outsources. These people often work in the background for some tasks, they may not be direct employees for an organisation but they are vital so the company can function. The second peripheral group mentions the competence of an establishment to regulate the fee of labour in agreement with the stock and request of employees within the organisation. It is also stated that the reimbursement granted to people upon the close of their agreements. Therefore, financial flexibility is connected to and helpful of numerical and practical flexibility (Atkinson, 1984).
The mega trends have currently influence what skills HR will need for the future to keep up with the rapid change. The key skills needed are complex problem solving, critical thinking and creative thinking.
Critical thinking is a valuable skill to have in the future of work. Critical thinking does not mean considering the key qualities of an issue or just evaluating concepts. It is additionally about not acknowledging what you read out or listen to at face value, although constantly question the information, concepts and opinions you may find (Library.leeds.ac.uk, n.d.).
Critical thinking is a vital talent that should be used for all aspects in the world of work. As a HR employee, they must be able to think critically regarding the supplies and knowledge the organisations needs to ask the appropriate queries when dealing with situations; HR employees needs to show they have the capability to evaluate various opinions and perceptions and make use of the proof to support HR employees to make their personal thoughts, opinions, concepts and suggestions. Critical thinking is about questioning and understanding with an open attitude (Library.leeds.ac.uk, n.d.). 
HR specialist use critical thinking because they are in charge for employing new talent, deciding which members of staff earn a pay raises, and determining suitable outcomes for employees who have breached company policy. All of those circumstances require careful critical thinking on the role of human resources specialists, who make choices that can affect a co-worker's career (Mendes, 2018).
Complex problem solving means constructing strong critical think procedures, one is able to examine a dilemma from various  points, creating different solutions, and selecting the greatest solution providing their knowledge of the predicament, the situation affecting the challenge, and individuals impacted by the result (Wnycollegeconnection.com, n.d.). HR specialists require complex problem solving in the world of work because if a problem occurs in an organisation problem solving provides HR specialists a method for detecting these things, thinking about why they are damaged and deciding a course of action to repair them (Stottier, 2019).
Creative thinking involves being able to think of ideas. employers in all organisations want staff who can think of new ideas and bring a different view into the workplace (Doyle, 2019).
creative thinking is in important in HR as it give the chance for employees to step away from the likely ideas and look accurately at what requirements it needs to push HR ahead. It provides HR specialists a set of tools that will provide them a path to shift into a strategic area and direction to thinking (Rice, 2016).
To conclude this paper, it demonstrates how mega trends are becoming more popular within the HR industry this therefore means HR specialists need to keep up with the changing times as AI is becoming more important in everyday use as AI is slowly taking over the HR department and  more companies are relying on technology as it is more efficient  than humans . HR specialists need 3 important skills for the future of HR these skills were  complex problem solving, critical thinking and creative thinking, these skills are important to stay relevant in the industry, The models included in this paper were VUCA, Ulrich and Atkinsons flexible firm, these models showed various approaches on how an organisation should work. 
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