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[bookmark: _Toc10538]1.0 Glasgow needs in the present and future
In terms of the current needs of Glasgow University, the most important thing Glasgow needs is to attract and retain high-quality staff. Because high-quality employees can better grasp the work skills and knowledge, improve work efficiency. Secondly, high-quality employees can have better innovation ability and entrepreneurial spirit, and inject new vitality into the development of enterprises. Finally, high-quality employees can better integrate into the corporate culture, enhance corporate cohesion and centripetal force, which is conducive to the long-term development of enterprises.(Kane, et al., 2018).  
Second, facing the future needs of Glasgow, Glasgow needs to change the organizational culture. In addition to attracting and retaining high-quality employees, Glasgow should also ensure the good development of the business through various means. Good compensation can be used to further retain employees, and second, to build leadership and ensure capacity development.
Open to learning: “The distance between number one and number two is always a constant. If you want to improve the organization, you have to improve yourself and the organization gets pulled up with you. That is a big lesson. I cannot just expect the organization to improve if I don’t improve myself and lift the organization, because that distance is a constant” (Burnison, 2011).













[bookmark: _Toc28182]2.0  Glasgow's strategy
These issues are well identified and come up in the discussion. First, the University of Glasgow uses the best recruitment and retention methods. For example, in the aspect of recruitment, the school establishes a direct relationship with media suppliers and improves the reputation and popularity of the school through advertisement placement, so as to better attract excellent employees. In terms of retention, to provide a work environment in which workload is distributed efficiently and equitably, allowing managers and employees to engage in meaningful, challenging and achievable workload activities, including recognition and appreciation of work-life balance. In the future development of the University, this strategy is also the way to help Glasgow University to achieve effective competition. (C. Argyris. 1977)
[bookmark: OLE_LINK1]Second, in terms of performance and remuneration, a fair performance appraisal and satisfactory remuneration are the criteria for employees to decide whether to leave or not. Glasgow has a flexible and responsive approach to rewards and an ability to identify excellence, effectively implementing the Framework Agreement, including uniform pay scales, consistent job evaluation, uniform terms and conditions of employment, and performance-related pay through objective rewards and recognition. For example, maintain effective supervision of "people" and promote the development of universities at the cost of ensuring future interests. "People" costs now account for 53 per cent of turnover; These have remained below 60% for five years. These flexible strategies can improve the consistency between pay and performance across all job types. Implement a "simple and easy to understand" compensation and flexible benefits framework for staff to match the University's strategy now and in the future. ( P. Senge , 1992)

Third, in a strategy to change organizational culture, Glasgow developed a leadership and management framework for line managers at all levels to achieve and promote effective management of teams. By applying a comprehensive organizational development framework, Glasgow can maximize the capabilities of all employees and develop leadership skills to build world-class strategic leadership. Thus helping Glasgow support and build world-class management and leadership capabilities/competencies to develop talented and inspiring leaders to support collaborative work, build resilience and embrace change.As organisations strive for effective collaboration across boundaries, leaders must look beyond the organisational chart to the invisible informal networks supporting the organisation (Cross, et al., 2013; Cullen, et al., 2014). 














[bookmark: _Toc27223]3.0 Limitations of the learning and development framework
British education management expert David Hopkins and others found in their research that when school development planning first appeared, it had already attracted criticism from many scholars: "There are concerns that school development planning has a clearly bureaucratic and prescriptive character", "it has a tendency to distort the nature of educational change and is" hyper-rational ", "it is not suitable for some school environments, it requires some type of mandatory change". These situations show that the school development planning has its own limitations, including the planning theory has not reached the complete scientific level. Despite the insistence of many scholars, the process of school development planning is a process of rational decision-making, which is the greatest value of school development planning. However, many phenomena in the planning process also tell us that the biggest problem in school development planning is that people do not pay enough attention to the complexity of planning activities, and many things in planning activities cannot be solved by reason alone. This has to do with the fact that planning theory itself has not yet reached a fully scientific level. For example, there is a development strategy embedded with internationalization in the Learning and Development framework, but this is not good advice for some smaller schools, because it will make the development of the school more complicated and may affect the development of the school.















[bookmark: _Toc30074]4.0 Summary
To sum up, in the face of the current needs of Glasgow, I think attracting and retaining good people is the most basic need. Excellent employees can better adapt to the needs of enterprises, improve production efficiency and service quality, so as to improve the competitiveness of enterprises and market share. Secondly, a good leader and a fair and flexible reward system are what Glasgow needs to continuously optimize in the future. Finally, schools should collect enough information and data before planning development strategies to design scientific development plans that fit their own needs, rather than blindly imitating them.
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