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[bookmark: _Toc24522369]1.Introduction
External factors are driving the need for change of human resource management, including technology, demographics, globalization and new behaviors (CIPD, 2013) .In order to adapt to the changing economic environment of the 21st century as soon as possible, the theory of VUCA, the role of HR professionals in the future work, the skills required and the relationship between artificial intelligence (AI) and human resource management will be analyzed in this report (WEF, 2018).

[bookmark: _Hlk24350230]Artificial intelligence (AI) is a science that aims to produce intelligent machinery. It has become an indispensable part of the technology industry (WEF, 2016). In the future work, artificial intelligence can help to recruit employees and make the most of every employee’s abilities. The use of machine learning provides the latent capacity to improve productivity, diminish operating costs, rise profits, and improve talent value (Copeland, 2013).

For HRM, there have been the traditional roles and there will be changes to these roles in the future due to the changing model of HRM. Ensuring constancy and uniformity was the traditional role of HRM and the new role of HRM professional is positioning the organization. Compared with the role of an employee advocate in the past, the new role of professional is needed to act as a strategic management partner. For the past role of HRM professionals, they reply in an inactive sense to staff’s worries about mechanical matters such as guidelines and principles. For the modern role of HRM professionals, the mechanical knowledge is needed to be applied to form organizational growth tactics (Benjamin, 2017). 



[bookmark: _Toc24522370]2. Main Body
[bookmark: _Toc24522371]2.1 The theory of VUCA and the impact of megatrends
[bookmark: _Hlk24350914]VUCA is an abbreviation that stands for volatility, uncertainty, complexity and ambiguity (Rouse, 2013). Volatility refers to the quality of being subject to frequent, swift and essential change. In a volatile market, for instance, the prices of commodities can fluctuate significantly in a short time (Kraaijenbrink, 2018). Uncertainty indicates that affairs are undetermined. Complexity involves a considerable number of issues and factors, some of which tends to be intricately interconnected. Ambiguity is mainly reflected in a lack of clarity and the difficulties of understanding the truth of the situations (moving performance, 2016). 

Megatrends consist of powerful social, demographic, ecological and technological forces of change, which are restructuring our world (Pakciarz, 2016). Pakciarz (2016) summarized that the development of technology and economy sharing have become the two focuses attention of megatrends currently. 

For the technology development, Ramesh (2017) hold the view that the introduction of automated recruitment tends to become one of the significant changes for human resources in the future workplace. Through machine learning and intelligent recommendations, the sources of candidate should be more automatic. Through data analysis of recruiting and hiring data, the service area of candidates tends to ameliorate. Ficco (2019) hold the view that the internet of things tends to become the most useful approach of technology in the future. For example, the automatic vacuum would inform people of the last time it cleaned, and refrigerator can text people how many apples have left. The biggest advantage of the internet of things is that it can improve the work efficiency and productivity of HRM professionals with the combination of HRM software and equipment of the internet of things. Besides, it can make the processes more automatically to decrease the possible delays or mistakes. However, the internet of things may bring challenges of completing the upgrade of traditional positions to HRM. Another problem facing human resources management is how to complete the training of skilled and craetive talents. The demand for talents in these two areas will continue to increase in the future. It will be difficult to guarantee the demand for talents without a complete training system (Ficco ,2019). 

The sharing economy plays a significant role in the networking and communication in the future workplace as networking has a trend to become the core terminology of the company's business approach. For example, quick food deliveries are offered in these companies such as Amazon Now, Uber Eats (Pluralsight, 2013). Besides, there tends to be more coordination than competition with the sharing economy in the future. Outworkers could gain benefit from other outworkers, although they operate in exactly different businesses (Lee, 2018). 

[bookmark: _Toc24522372]2.2 Roles of HRM professionals in future work
Organizations have become increasingly huge, complicated and global. The organization needs to spend lots of time on itself due to lack of internal coordination (CIPD, 2015). In the future workplace, there will be roles of HRM professionals including strategic partner, employee advocate, administrative functions, digital evangelist, and line managers (Meister, 2018).  

The strategic partnership tends to have an impact on human resource service such as hiring, reward, recognition and strategic pay. The personnel management component of the organization is recognized as a strategic contributor to business success when HR professionals are connected with the business. In order to become a successful business partners, there are a number of skills they need to attain. For example, they need to have a splendid master of finance and accounting. In addition, they should have responsibilities of cost reductions and the measurement of all HR processes (the balance careers, 2014). 

However, there exists a gap between goal and reality of the role of strategic partnership in the future workplace. There are a number of reasons. First, the role of strategic partnership is different in these aspects, including providing creative approaches of developing organizational and marketable direction of the business. In this role, different levels of thinking should be required. Second, in some researches, there exists possibilities of failure to comprehend the role of business partner and the differences from the old HR model (Holley, 2013). 

For the role of employee advocate, the HR manager plays an essential function in supporting and assisting others. They have responsibilities of dealing with the transformations of organizations, managing the organizational teams, assisting the employees through providing information and preventing the workplace disputes. For example, in order to build an excellent relationship with employees, they need to maintain a good communication with them. Besides, they also need to pay attention to employees’ work behavior. When there are conflicts between employees, an employee advocate needs to take appropriate measures to reduce the disputes and improve the relationship between them (Hordos, 2019). 

For the role of administrative functions, there are some responsibilities of them. They have the responsibilities of sustaining physical and numerical personnel annals like employees’ requirements, collecting workforce statistics such as corporate commodity price index, bringing up-to-date interior databank with new information of recruitment, forming and allocating rules of the company, planning the training and interviews, helping the candidates to solve the problems of their work. There are many requirements of them to become a successful administrative officer or assistant. Firstly, they need to have sufficient basic knowledge about Human Resources Information Systems. Secondly, they need to have the skills of negotiating issues with staff and the ability of organizing teams. Thirdly, they should be equipped with the basic computer skills such as making Excel spreadsheets (workable, 2014).  

For the role of digital evangelist, the main function of them is creating the content of digital things through creating innovative digital ideas. They have the main responsibilities of communicating with important clients actively through feeding digital ideas into them and figuring out the new solutions of digital (Gulf talent, 2014). In order to become a successful digital evangelist, a number of abilities are highly required. Firstly, the skills to comprehend the essence of new solutions and their potential benefits for the organization should be equipped. In addition, when it comes to the implementation and use of a new solution, professionals should have competence to attract all stakeholders to participate (AIHR, 2013). Secondly, they should have a great master and enough knowledge of the presentation techniques. Thirdly, they need to have skills of building a good relationship with others, which means that they need to communicate with them actively and appropriately. Fourthly, they need to have the skills to communicate the complex concepts and be conscious with the media channels. They also need to have at least 3 years in digital media planning role (Gulf talent, 2014). 

The main responsibilities of line managers are managing staff and allocating human resource management resources in order to achieve the organizational goals. Specifically, they need to provide new employees with the necessary training and support. Besides, they need to provide the team members with specific feedback after each performance. They also need to identify and meet the demands for remedial actions (Reh, 2019). With the development of the technology, there will be changes of the role of line managers. Line managers tends to manage everything, including basic leavers, joiners, analytics for their teams, holiday requests, talent performance, all compensation through their mobile devices. What is interesting is that there are increasing number of people do their workflow management and their basic HR processes outside of their core working hours. People are switching the performance measurement and self-assessment will be introduced next year in order to accompany this change to line managers’ roles (Williams, 2013). 

2.3 Skills required for future work
With the technology development and changing organizations in the future, there will be changes in HR skills. 

[bookmark: OLE_LINK4][bookmark: OLE_LINK5]The digital age of the future will become a global trend in the future. Digital literacy tends to become an essential skill for HR professionals. In order to support better decision making within the business, HR professional should be equipped with the ability of using data in recruitment and hiring (Lucas, 2018). Ferrar (2019) summarized that the most in-demand skill is people analytics among survey respondents. There are a considerable number of benefits of mastering HR data analysis and collection. Firstly, it is beneficial for hiring suitable applicants. Secondly, it contributes to retaining more employees. Thirdly, it plays an important role in gaining better management perceptions. 

With the development of computers, the software skill will become an essential skill in the future workplace. Having an excellent command of software skills such as spreadsheets and paper files can improve the way of people’s thinking continuously. Software developers often look at issues more rationally and objectively, while focusing on the feasibility, sustainability, and stability of the solutions. Besides, the ability to adapt to society will become stronger. With the development of big data and artificial intelligence, many models will change in the future. A large number of agents will enter the production and living environment, and software developers will quickly adapt to this environmental change. In addition, the software development involves a wide range of industries. In the future, the combination of the software field and the traditional industry will become more and more close, which will also encourage software developers to master industry knowledge. Therefore, engaging in software development can enable practitioners to continuously improve their knowledge (Crowley, 2018). 

In the future, HR should have the abilities to build strong teams across remote distances as people will not manage teams that work together in the same place. There are many useful approaches for remote teams to coordinate effectively. For example, people need to set a meeting for discussion between the recruiting team and other departments in order to know what skills they lack in their departments and what they need (Crowley, 2018). 

Situational judgement is an essential skill when dealing with tricky situations in the complicated organizations in the future workplace as there may be sexual harassment or bullying in the workplace. Making wise decisions and remaining calm are important for HR professionals (Lucas, 2018). For example, situational judgement skill contributes greatly to becoming an excellent doctor in the future. In some urgent emergencies in hospital, keeping a clear head, making informed decisions, and maintaining good communication with patients is critical. In order to deal with the bullying and humiliate in the organizations well, correct and decisive judgement is highly required firstly, the appropriate measures are also important (Lievens, & Sackett, 2012). 

Critical thinking skills tends to become significant because of the innovations in the future. Critical thinking contributes to innovation in people’ s work and life. Besides, Critical thinking skills can help people discover problems in time and make adjustments in a timely manner. For example, an excellent employee always figures out the solutions of problems that are linked to another issue. Therefore, the employee can always have a novel idea to solve difficult problems in the complicated workplace and the employee tends to be better paid. In order to gain critical thinking skills, at first, people need to develop a good habit of asking basic questions and figuring out appropriate solutions. Secondly, simple assumptions are needed to be came up with by people. Thirdly, people should also hold a point of view that critical thinking is only a tool and this skill is not highly required every time (Patterson, 2019). 

[bookmark: OLE_LINK1][bookmark: OLE_LINK2][bookmark: OLE_LINK3]As there will be increasingly competitive in the future workplace, the abilities of handling the work pressure and perseverance are highly required. There are many approaches of dealing with work pressure. For example, HR professionals need to make a to-do list everyday as it can spread the larger workload of the week to the daily. In addition, HR professionals need to have a good psychological quality. In order to have perseverance in future work, they need to encourage them to corporate with others in HRM workplace as it can boost the perseverance (Target jobs, 2013). 


[bookmark: _Toc24522373]3. Conclusion
This report draws main conclusions that the four main features of future are volatility, uncertainty, complexity and ambiguity. Most of the future life and work tend to utilize artificial intelligence. As machine learning tends to become an integral part in our workplace, the data analysis of recruiting and hiring data in workplace tends to be utilized frequently. Besides, the technology of internet of things and the sharing economy in net-working communication also tend to become indispensable parts in the future work. However, HRM may face the problem of the impact of post upgrade driven by the internet of things in the future. Besides, human resource management may also have the difficulties of completing the training of skilled and creative talents. There will exist new roles of HR professional in the future work, including strategic partner, employee advocate, administrative functions, digital evangelist, and line managers. For the role of strategic partner, the main responsibilities are hiring, reward, recognition and strategic pay. For the new role of employee advocate and administrative functions, the main responsibilities are keeping good communication with employees and managing the HRM team. For the role of digital evangelist, the skills of understanding creative solutions are required. In order to adapt to the big data era in the future work, the abilities of mastering data collection, data analysis and software usage are very important. In addition, in order to adapt to the increasingly complicated organizations in the future work, situational judgement skill and critical thinking skill are highly required. In order to adapt to the increasingly competitive organizations in the future well, the abilities of coping with huge stress and perseverance during work are highly required. 
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