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1.0 Introduction
Along with the development of economics, globalization, technology, demographics, mobilization and new behaviors, organizations are no longer defined by fixed workplace and working hours, offices become boundary-less and location agnostic, and the role of human resource professionals has changed significantly (Balthazard, 2011). With the emergence of artificial intelligence (AI), robotics, 3D printing, virtual reality and other technologies, these complexities will continue to grow exponentially. Job seekers are gradually used to get information immediately through computers or smartphones. Human resources professionals provide various employee experiences on the Internet, from application to checking benefits, in order to accommodate to the digital customer experience. Human resources departments of some large companies are already using analysis software to predict and evaluate information from employee retention to recruitment plans (Card & Nelson 2019). In the future, these changes will continue in the world dominated by artificial intelligence instead of the tasks once completed by human beings. But that does not mean that employees or the human resources teams with whom they work become less important. Even if the roles or responsibilities of human resource professionals have not changed, they must start to adapt to the new trends volatile environment - the VUCA times (Volatile, Uncertain, Complex and Ambiguous) (Burgartz, 2016). In the future, they need to play an inclusive role in business operation, acquire comprehensive skills, and have broader horizons and flexibility to deal with the increasingly agile workforce.
In a VUCA job market, the responsibilities and skills of human resource management require a set of overlapping skills and abilities. No matter during the past or in the future, the profit growth of organizations is closely related to the recruitment of suitable right talents. This report mainly evaluates the role of human resource professional in the future workplace, especially in the AI world, and then discusses the professional skills they should have in the VUCA working environment. The first part mainly introduces that in the turbulent environment of globalization, the skills needed by human resource professionals need to be constantly updated. The second section displays five kinds of skills that human resource professionals need: skill for creating inclusive cultures, skill for ethical practice, skill for leveraging digital technology, skill for critical thinking, and skill for talent management. The last section summarizes the whole report.




















2.0 The Skills of Human Resource Professionals in the Future
With the continuous updating of science and technology, the development of globalization and the flow of talents and technology. Human resource professionals face a VUCA world, and they need more complicated skills to cope with technology trends in the future, to retain talents in the organization, to create an inclusive culture inside the company, and analyses employees more efficiently. With the development of AI technology, the way human resources management works in the future will change. In the next few years, human resources may achieve 100% technology, and about 30% of work will develop in this direction (Frey & Osborne, 2017). This section focuses on the five skills that human resource professionals need in future management.
2.1 The Skill for Creating Inclusive Cultures
Globalization brings a profound influence to the consumption and production of multinational companies, and it also generates numerous impacts to the human resource management of those companies (Yaseen, 2016). Organizations are expanding and launching offices around the world, and they are increasingly recruiting diverse employees that include different ethnicities, ages, religions and worldviews (Rioux, Bernthal and Wellins, 2000). Employees will meet colleagues with different cultures and religious beliefs in their work, and leaders need to fairly manage these employees with different backgrounds (Kapoor & Shefir, 2012). Therefore, the organization and leadership need to create a unifying inclusive culture. At the same time, the updated technology brings higher efficiency, more and more organizations use artificial intelligence, robot processing, automation and virtual reality in the recruitment process (Weekes, 2017). Although these technologies and equipment have many advantages, but some of them will inevitably produce biases in the process of processing information, and human resource professionals may adopt and disseminate these biases in their daily work (Braathen& Sorensen, 2017). In these cases, they should play an important role of cultural creator in creating inclusive cultures in organizations.
2.1.1 The Role of Cultural Creator
In future, multinational companies will recruit more and more employees of different nationalities in their global operation. These employees need to break the cultural barriers between each other to carry out efficient cooperation. Therefore, human resource professionals should shoulder the responsibility of fostering inclusive cultures and shared goals are empowered within the organization. The biggest challenge an organization faces in promoting an inclusive culture is managing the expectations of its employees. There should be resistance in the whole process, but creating and managing effectively is an art. For human resources professionals, inclusion is hard to grasp because it is invisible. When employees feel that they belong to the organization and are valued for their unique perspectives and professional skills, they will be cooperate and provide more innovation for the organization (Bull & Fernandes, 2016). Creating an inclusive culture is not a task that can be accomplished with a few simple activities. In fact, in every business system and process, inclusion must be embedded in the culture. It has to be purposeful and integrated with recruitment and retention.
2.1.2 The Skill for Creating Inclusive Cultures
Considering the racial and gender diversity in multinational organizations, the key for human resources professionals is to make employees feel comfortable and believe that they are suitable for the organization. Specifically, according to CIPD (2018), human resource professionals need to explore and identify their organization’s diversity, and design diversity and inclusion legislation to the organization. They also need to gain the skills to integrate diversity and inclusiveness into their employees' and organizational strategies and practices. Considering the possible bias in the recruitment process due to the use of advanced technology and equipment, for those human resources professionals who use artificial intelligence, one of the skills they need to learn is how to eliminate the unconscious bias.
2.2 The Skill for Ethical Practice
Compared with the past, today's human resources professionals have more moral, moral and legal responsibilities than ever before. That's because, in addition to pay and benefits, they now face some challenges. For example: to promote the diversity of the labor force, to solve the problem of inequality, etc. The ethical policies of human resources around these issues will directly affect how companies attract and retain talents. It also places human resource professionals at an important position: building trust by ethical management and promoting ethical leadership (Macdonald, 2015).
2.2.1 The Role of Ethical Workplace Builder
The role of human resources professionals is to integrate principled decision-making into daily organizational practice and show strong standards of integrity in order to create a culture of transparency and trust. Adhere to strong ethical standards, strive to create a fair working environment, maintain the confidence of employees, and attract new applicants. There is also a trend that shapes the future role of human resource professionals – mobilization. People's beliefs and aspirations to be known by the public are placed at the forefront of public awareness. Some researches suggest that employees need to meet their basic needs through equal salary, safe and friendly working environment, as well as health and safety regulations (Macdonald, 2015). Human resource professionals need to lead and set acceptable standards for conflict and debate in the workplace, while trying to reflect their own values and principles as well as their performance at work (Davey, 2013). Inequality, educational opportunities, immigration, organizational value framework, democracy and the ethics of human resource technology will all bridge people’s personal and professional lives.
2.2.2 The Skill for Building Trust & Applying Principles in Decision-making
According to CIPD (2018), human resources professionals need to abide by high standards of ethics, make responsible decisions by considering different ethical perspectives, and use professional principles and values to find the best way forward for all stakeholders. At the same time, they need to be bravely challenge the actions and policies of people who do not conform to values or laws, challenge unethical decisions and actions, and explain possible risks to the organization. Moreover, they should pay much attention to trust building within the organization (Hartog& Winstanley, 2002). This skill requires them to show professional spirit and consistency, take professional principles, values and personal integrity as examples, set an example in the organization, and promote the implementation of moral leadership and professional principles.
2.3 The Skills needed for Leveraging Digital Technology
When it comes to the future of human resources, people will continue to see the trend of digital workplace in VUCA world brought about by constantly updated technology - whether through collaborative tools, through the penetration of wearable technology into the office, or more attention to data and analysis. Today, the way people work has shifted from desktops and laptops to mobile electronic devices and applications. When the life cycle of employees will be managed through mobile applications, and the actual existence of human resources in various locations will become the past, which is not far from the reality (Kapoor & Shefir, 2012). Meanwhile, an increasing numbers of software developers and suppliers are trying to build structures around recruitment and human resource processes.
2.3.1 The Role of Data Scientist/Technology Officer
In the future workplace, the role of human resource professionals should play is the data scientist or technology officer, and they will need to embrace technology and data analytics to deal with artificial intelligence, automation and digitalization (Shmueli, Nitin and Bruce, 2010). With the help of software, human resource professionals can be freed from the daily tasks of processing payroll, answering welfare questions and arranging interviews, so that they will have more time for dealing with complicated issues or strategic planning. Human resource professionals in any organizations should use cutting-edge technology to innovate in employee recruitment, background investigation, talent management, performance prediction and management, information analyse etc. This will help the HR department make decisions faster and move to a more streamlined HR structure, while focusing on delivering expected results faster than the past (Chakraberty, 2013).
2.3.2 The Skills of Leveraging Digital Technology and Innovation 
The digital era brings signify changes in the way employers interact with employees, the way of work completion, and overall changes in the amount of data in the workplace, which can create great value for the organization after proper analysis. As human resources and the nature of the job itself change, the skills they will need at work change accordingly (Husing et al., 2013). Consequently, human resource professionals need digital and analytical skills to acquire the capability needed to process, produce and use digital information (Yaseen, 2016). Technology enables Human resource professionals need to provide employees with a more consumptive work experience and a richer digital experience, so employees can find what services they need at anytime and anywhere. When HR professionals are more digital and analytical, they will have the skills to put their organization in the best position, thus providing greater value to all stakeholders instead of saving costs.
2.4 The Skills of Critical Thinking
In the VUCA world, human resource professionals are surrounded by various kinds of information, and opinions (Noonan, 2017). The success of human resources functions often depends on the quality of their decisions. If they cannot think critically and make rational choices, they cannot make the right choices for the organization or work towards flexible processes. For example, not all information and data on the Internet are real and useful. Human resources professionals might be overwhelmed by facts, figures, indicators and documents on the Internet. They need to think critically about whether the information is useful or relevant. In today's complex work environment, employees come from different regions or countries with a wide and in-depth background and experience, so human resources professionals need critical thinking skills to balance complex situations, and spend time thinking in combination with fixed processes and out of the box thinking.
2.4.1 The Role of Critical Thinker
In the VUCA controlled world, the role of human resource professionals is critical thinker. Specifically, critical thinking helps human resource professionals to think purposefully at any time. Within a certain range and based on reasonable assumptions, they use evidence and facts to make reasonable reasoning to solve problems and lead to results. Therefore, human resource professionals with strong critical thinking skills show enough sincerity, humility, conviction, persistence, justice, courage and independent thinking ability based on rationality.
2.4.2 The Skills of Critical Thinking
According to Ennis (1987), critical thinking is rational and reflective thinking, which focused on people decide what to believe or what to do.  For human resource professionals, critical thinking is not a natural skill, is also not simply to negate everything that has existed, but to point to their borderless thinking attitude or habits. It can be any ideas involving intelligence or imagination, which requires repeated and consistent practice. There is no model, no scope, no framework and no restriction. Human resource professionals should constantly evaluate themselves and gain this skill. To reach it, they need to study how to identify any underlying complexity based on evidence, and then separate facts and opinions, figure out ambiguity, and understand the influence of emotional language and bias (Denise 2011). Meanwhile, they should identify assumptions and brainstorm for alternative solutions. They also need to consider the short-term and long-term consequences of implementing each solution before taking formal action (CIPD, 2018).
2.5 The Skills of Talent Management
2.5.1 The Role of Talent Manager
Currently, some mega-tech companies are rising all over the world. These companies are moving from Silicon Valley and other big cities to other places around the world to get lower labor costs and expand overseas markets. This means that companies like Microsoft, Amazon, Google, IBM, auto companies, tech hardware companies and many new intruders will steal talent from organizations in large quantities. For example, Google plans to recruit more than 3,000 new employees from all walks in London, and Facebook plans to recruit another 500 technology employees in there. Even if companies do not involve in the global business now, they still need to compete with the global organizations for the recruitment of best talents (Goldsmith & Carter, 2009; Collings, 2014). Human resources professionals need to create an environment in which employees can enjoy their lives and not imagine anywhere else. Human resource professionals need to develop strategies to recruit, identify, train, develop, place, attract, and retain the best talents in the volatile environment where everything changes fast in nearly every month, so that their company can stand out from many competitors (Piercy & Vernon, 2008; Nilsson& Per-erik, 2012; Ashkenas, 2016).
2.5.2 The Skills of Talent Management
It is a strategic priority to have excellent talents, so only by giving the work to human resource professionals who can successfully identify, train and retain talents, can ensure that the work is done correctly (Goldsmith & Carter, 2009). According to CIPD (2018), at the initial stage, human resources professionals should prepare adequate skills to classify, track and evaluate different talent populations in the organization. Human resources professionals need to study various tools in order to differentiate and evaluate talent populations (e.g. trend performance, psychometrics) (Mayo, 2018). At the second stage, they are recommended to study skills in launching creating diverse talent pools, and learn to use the talent pools to contribute to overall organization performance and create long-term value. Moreover, they need skills of designing the high potential diagnostic. For the third stage, human resources professionals should equip with skills to design appropriate approaches to succession and contingency plans under a continue changing environment. Considering that more and more companies are launching branches overseas, they also need to consider the global cultivation methods of these talents, and design proper appropriate approaches with more consideration of cultural and regional differences. Finally, in order to retain talents, human resource professionals need to have the skills to design talent paths of self-management for all employees, develop good retention policy, use good retention policy, and create career development paths for all talents (Yates, 2018).

























3.0 Conclusion
For many years, some large organizations have been preparing for the VUCA environment. Unfortunately, no one pays too much attention to this strategic issue. This report discusses the five skills that human resource professionals need in order to deal with the artificial intelligent world：skill for creating inclusive cultures, skill for ethical practice, skill for leveraging digital technology, skill for critical thinking, and skill for talent management. These five skills are all extremely important for all human resource teams and organizations. Now it is time to face the fact that unless organizations can manage and grow in a VUCA environment, they cannot be strategic in talent recruitment and management.
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