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[bookmark: _Toc33772568]1.0 Introduction
· Beijing New Oriental Education Technology (Group) Co., Ltd. is a comprehensive education group. Focusing on teaching and training, the group provides learning services such as general education in elementary and secondary schools, university examinations, study abroad examinations, study abroad consulting, and online classrooms In addition, New Oriental features language training and offers seven language types of training courses in English, German, French, Japanese, Korean, Spanish, and Italian. The New Oriental Learning Center covers most of China's first- and second-tier cities, with a total of 1304. The training programs provided by learning centers in various places include: TOEFL, GRE, GMAT, TSE, LSAT, IELTS, BEC, Chinese English Level 4 and Level 6 exams (Neworiental.org,2019).As a well-known private educational institution in China, New Oriental Education Technology Group was listed on the New York Stock Exchange on September 7, 2006. It is the first educational institution listed in mainland China in the United States. In 2019, New Oriental ranked 43rd among Chinese private enterprises with a market value of 133 billion yuan(Hurun Research Institute,2020).
· This document is to explore the key factors in the human resources transformation of Beijing New Oriental Education Group
· Current issues: New Oriental's middle management is mediocre and inefficient. Organizations lack training programs for managers. At the same time, the internal talent selection mechanism is closed, lagging behind, the talent retention capacity is poor, and the employee turnover rate is high.



[bookmark: _Toc33553902][bookmark: _Toc33732328][bookmark: _Toc33734124][bookmark: _Toc33772569]2.0 Project Justification
[bookmark: _Toc33553903][bookmark: _Toc33732329][bookmark: _Toc33734125][bookmark: _Toc33772570]2.1 Aims 
The aim of this project is to explore the key factors in the human resources transformation of Beijing New Oriental Education Group.
[bookmark: _Toc33772571]2.2 Objectives
· To achieve the aim, the project analyses New Oriental's current organizational environment.
· To identify the reasons for New Oriental's human resource transformation.
· To provide methods to transform human resources
[bookmark: _Toc33553904][bookmark: _Toc33732330][bookmark: _Toc33734126][bookmark: _Toc33772572][bookmark: _Hlk33751579]2.3 Rational
The transformation of human resources brings many benefits to the development of the organization. It will integrate the company's capabilities to improve its competitiveness in the market. The transformation of human resources puts the core of development as employees. It emphasizes the relationship between line managers and employees, and line managers will focus on issues related to managing employees (Rothwell,2005). The transformation of human resources can make the functions of human resources more scientific. As the designer of the organization's internal compensation system, a good compensation system can attract more outstanding employees to the organization (Ulrich,1997). As a leader in China's education and training industry, New Oriental was the first Chinese education company listed in the United States. Its brand influence is among the best in the industry. However, such a successful company, New Oriental has a high employee turnover rate. High turnover rates cause expensive costs for the development of the company. Higher employee turnover usually indicates that poor personnel management policies lead to higher development costs and lower productivity for the organization (Carsten,1987). Employees usually accumulate a few skills and reputations while working at New Oriental, and they will leave the job when the time is right. They use their accumulated qualifications and teaching experience to teach in new companies that offer better pay. Because education and training is a face-to-face process between students and teachers, employee turnover can have a significant impact on the quality of services provided by the organization. Good teachers as front-line employees attract a large number of student customers. In addition, talents leaving from New Oriental have also started their own businesses. For example, the founders of New Channel International Education Group, Beijing Hongfeiyang Education Consulting Co., Ltd., Zhike Education Technology Co., Ltd. and Beijing Baijia Internet Technology Co., Ltd. are all former New Oriental managers. These companies are New Oriental competitors (Funke，2015). If New Oriental can retain the best talent within the organization, its market competitiveness will become greater because it has fewer competitors. At New Oriental's internal annual meeting, employees adjusted the content of popular songs to ridicule internal management issues（Ouyangshaoxia,2019）. This news received a lot of attention on the Internet. It directly exposed the contradictions within the New Oriental Group, and its performance was also affected. Poorly managed organizations affect the employees and the overall operation of the organization. The enthusiasm of employees for work has declined, and there are many cases where employees leave directly. The resulting new recruitment and training costs will further hinder the profitability of the organization. The transformation of human resources is an important measure for the further development of New Oriental.


[bookmark: _Toc33553905][bookmark: _Toc33732331][bookmark: _Toc33734127][bookmark: _Toc33772573]2.4 Swot analysis
Swot analysis analyzes the strengths, weaknesses, opportunities, and threats of an organization. Among them, strengths and weaknesses should be compared with competitors as internal factors of the organization. The analysis of opportunities and threats is based on the external environment in which the organization is located (Michael,2008).
[bookmark: _Toc33553906][bookmark: _Toc33732332][bookmark: _Toc33734128][bookmark: _Toc33772574]Strengths: 
· As the first private education listed company in China, New Oriental has a successful brand image.
· New Oriental has a large number of dedicated and qualified employees who have a high level of knowledge and culture.
· New Oriental offers a variety of training programs covering different market areas, and its products are diversified.
· New Oriental has established learning centers in 85 cities in China, and its scale is large in the industry（Neworiental.org，2019）.
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· Since New Oriental has opened many branches, its investment and employment costs are huge.
· More branches bring management problems, and it is difficult to adopt uniform management standards.
· New Oriental's education model is based on short-term education, and the student source is not stable enough.
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· The market is still in short supply, including job search needs, study abroad needs, and parents' investment in education.
· New Oriental's listing expanded financing channels and attracted more overseas investment.
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· The teaching force is unstable and the flow of teachers is relatively high, resulting in the stability of the education level cannot be guaranteed.
· Impact from high-tech products, such as the emergence of alternative products such as electronic dictionaries and point readers.
· The size of China's online education market will exceed 300 billion yuan in 2019. (IResearch, 2019). The huge market size will stimulate more enterprises and capital to enter the online education industry.
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[bookmark: _Toc33553911][bookmark: _Toc33732337][bookmark: _Toc33734133][bookmark: _Toc33772579]3.1 – Benefits to the Organisation
The project can solve the human resource problems of New Oriental and ultimately improve the competitiveness of the enterprise.
The project can reduce the turnover rate of employees and improve the sense of belonging of the company.
This project can eliminate the middle managers who do nothing.
[bookmark: _Toc33553912][bookmark: _Toc33732338][bookmark: _Toc33734134][bookmark: _Toc33772580]3.2 – Background Literature
The transformation of human resources is ultimately to focus on people. The transformation of human resources makes the compensation and reward system more and more meet the expectations of employees. More and more organizations are developing non-cash benefit plans to help employees improve performance and engagement (Volini,2019). The transformation of human resources makes the organization develop towards a flat trend（Ostroff，1999）. Other studies have shown that human resources transformation proves that team-based models can improve organizational performance（Roy，2019）. In any case, the success of an organization depends on a scientific human resource. Facing changing economic challenges, a record low unemployment rate and a talent war caused by a skills shortage have affected the development of every organization. Therefore, the acquisition and retention of talents has become one of the important trends to promote the transformation of human resources (Taylor,2009).

[bookmark: _Toc33553913][bookmark: _Toc33732339][bookmark: _Toc33734135][bookmark: _Toc33772581]3.3 – Potential Risks
· Talent as the core of human resource transformation. Even a well-constructed transformation plan cannot guarantee the controllability of costs. If the implementation of the project fails to reduce human costs or managers' insufficient awareness of the importance of the goals will increase the obstacles to human resource transformation.
· The purpose of this project is to explore the key factors of New Oriental's human resources transformation. However, the main body of the project is the middle management in the organization. Even if they don't do anything in their daily work, they can earn wages and bonuses. Project implementation may be resisted by middle management. Because they can't work as comfortably as before, this violates their interests. 
· The implementation of this project is a process of human resource transformation. Therefore, it is most important to find the right and reliable people, but only if there are enough people to choose. New Oriental management is inefficient and has overlapping powers. In addition, most New Oriental managers come from teachers through promotions, and have no practical experience in management. Human resource transformation may lack the right managers.
· The transition from human resources to the implementation of policies takes a certain amount of time, and the longer this time, the greater the pressure on employees (Skinner,1981). In addition, negotiation is an indispensable process for transformation. Talking to employee representatives is particularly difficult, because it represents the interests of all employees, and if not handled properly, this will affect the implementation of the project.
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Secondary research is a research method that uses existing data. It improves the effectiveness of research by collating and summarizing existing data. Secondary research usually obtains information from public libraries, websites, news, government agencies, educational institutions, and journals. Secondary research is easier to obtain, which saves costs. Due to the availability of data, secondary research can be carried out quickly, but attention should be paid to the authenticity of the data（Bhat，2019）.
The source of secondary information is mainly online. First, the purpose of the project is a key factor in the transformation of New Oriental's human resources. The project enters keywords through the search bar, keywords are a problem of New Oriental human resources. Then some related news or articles will appear.

On February 8, 2019, the website of Week in China published an article entitled "Not singing praises New Oriental bosses lampooned by employees". At the annual party organized by New Oriental, six staff members sang a song. But instead of praising their bosses, the song satirizes corporate culture and middle management. The conclusion is that New Oriental Organization lacks a scientific human resources department (weekinchina.com,2018).

On Indeed.com, the evaluations of New Oriental employees are compiled. Employees serving in 2019 report that the work intensity in New Oriental is very high, and the working hours on working days are significantly higher than the standard, but the hourly pay is very low. Grassroots employees are under greater pressure（Indeed.com，2019）.

An article published by HR360 Workshop in 2018, "New Oriental: Can HR Transformation Change Save the Dilemma? ". The article pointed out that more than half of New Oriental's senior management and high-profile lecturers have left New Oriental. In the education and training industry, which is highly dependent on people, the massive loss of talent has hindered the development of New Oriental. The reason is that the salary of the New Oriental Organization is not competitive, and there is no internal rising channel for teachers' professional development. In addition, there is no systematic training in personal professional ability（HR360，2018）.
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