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Part 1 Critically analyse the relative influence of three varying theorists on contemporary management practice.

The first part selects Henry Fayol's general management theory, Herbert Simon's decision theory and David Ulrich's human resource management theory for comparative study, sorting out the evolution of management thought.

Henry Fayol's General Management Theory.

Distinguish "operation" and "management". Henri Fayol put forward that "operation" and "management" are two different concepts through the study of enterprise activities. In his opinion, the business activities of enterprises are composed of 6 types of activities: technical activities, commercial activities, financial activities, security activities, accounting activities and management activities. He treats management as a special activity, separated from business activities. This is a great advance, and it's a prerequisite for systematization. Specialized operational activities and functional departments were created. Since then, some specialized in learning management knowledge, some specialized in doing management work.

Put forward Five Functions of Management. In the light of Henri Fayol, management activities are divided into five functions according to the main line of time, namely planning, organizing, directing, coordinating and controlling. Planning is to foresee the future and plan of action. Organization is to provide human, financial and material support for the business activities of enterprises. Command is about getting everyone to do their best work for the business. Coordination means getting everyone to work in harmony. Control is about keeping work as planned and preventing mistakes from happening. The five management functions are integrated and closely linked, acting on both managers and employees. The five functions of management proposed by Henri Fayol influenced the management of the whole 20th century. After that, many management scholars continued to study on this basis and gradually formed the school of management process or management function. Henri Fayol became the founder of this school.

Put forward Principles of Management. According to his own management experience, Fayol came up with 14 management principles, which also marked the formation of general management theory. The principles are Division of Work, Authority and Responsibility, Discipline, Unity of Command, Unity of Direction, Subordination of Individual Interest to the General Interest, Remuneration, Centralization or Decentralization, Scalar Chain, Order, Equity, Stability Tenure of Personnel, Initiative, Esprit de Corps. The 14 principles all revolve around one central point, is how social organizations and institutions are designed and managed. The division of labor is the premise of all organizational structure design, clarifying the responsibilities and discipline requirements of managers and employees, strengthening unified leadership and command, and culturally strengthening personal interests to obey the interests of the enterprise. In the period of scientific management, strengthen the concept of hierarchy and order awareness. At the same time, it also requires managers to treat employees fairly and give reasonable remuneration. The principles of remuneration, equity, initiative and solidarity are the material and spiritual conditions necessary to ensure and improve the internal impetus of organizational development. Only by integrating these 14 principles and carrying them out in an all-round way can we ensure the rational establishment and smooth operation of social organizations. These principles are not fixed, but flexible, and there is nothing rigid in management, only a matter of scale.

Henry Fayol's assessment. 

Fayol's management thought was born 100 years ago. Today, it is undoubtedly advanced, and it still affects the practice of enterprise management. However, his thoughts were inevitably influenced by the political, economic and social conditions of the time, neglecting the contributions of laborers, overemphasizing centralized and unified leadership, and focusing only on the internal rather than external influences of the enterprise. General management principles are mostly derived from experience, common sense and various information. Compared with scientific management, it shows obvious deficiencies in rigorous application of scientific methods, especially in empirical research. Whether one admits it or not, it is clear that the vast majority of managers today are Fayol at heart; Fayol's ideas are constantly repeated by people, which also fully shows its position in contemporary management thought (Ryan, 2009). Fayol's thought is an innovation in the long history, which gives the enterprise efficiency a soaring wing, and also provides a value reference for the management development in the 21st century (Craner, 2003).

Herbert Simon's Decision Theory

Decision making. The basic function of an organization is decision making, and "management is decision making". Simon believes that Fayol's proposition that decision-making is one of the five functions of management needs to be questioned, because decision-making is the primary function of management and cannot be compared with other functions. A great shortcoming of traditional organization theories lies in their neglect of the study of organizational decision-making. He believes that because people are "bounded rationality", managers are in a state between completely rational and irrational when making decisions. The goals of management are also varied and diverse, and managers have limited knowledge, experience and ability. Therefore, it is impossible for any manager to pursue the "optimal" and "optimal" decisions, but only the most "satisfactory" decisions.

Organize design discussions. Simon paid attention to the design of organizations. Simon thought developed Barnard's organizational balance, the collective that the organization is composed of people think balance system, the organization members in the individual incentives and organizational members personal contribution to the organization exist between interdependent interactive relationship, the organization according to the individual contributions to provide incentives, namely the spirit of material reward. He studied the structural form, professional division of labor, focus of work, power allocation and other issues of the organization, and put forward organizational design ideas : 1. the overall structure of the organization should be designed as a hierarchical structure; 2. we must pay attention to the professional division of labor in both vertical and horizontal aspects of the organizational structure, and carefully design the relevant information communication network; 3. The principle of "controlled attention" must be applied to effectively utilize the "attention resources" of the organization, limit the decision-making tasks handled by the managers themselves to a certain range, and make the work tasks fit the managers' limited time and energy; 4. We should correctly handle the relationship between centralization and decentralization. In fact, he designed the organizational structure into a pyramidal hierarchy: upper organizational structure, middle organizational structure and grassroots organizational structure. Simon belongs to the perspective of rational system. In his eyes, organization is understood as a tool whose function is to achieve a certain goal. The various factors involved in the concept of structural rationality determine the quality of such a tool. He defines an organization as a mode of communication and relationship between a group of people. In his opinion, organizations have two aspects in any practical activity: decision-making and implementation of decision-making, and management should not only be regarded as the behavior of the past. Process is also the process of making decisions. He believes that the key to the decision-making process is understanding organizational phenomena. Decision-making behavior is the core of management. In essence, decision-making has become the basic unit of Simon's theoretical research. Taking this as the starting point, Simon understands the organization through the process of organizational decision-making, and on this basis, organizational problems are deeply analyzed. Simon discusses the relationship between centralization and decentralization within organizations. He pointed out that centralization and decentralization in organizational decision-making should be approached from the following two aspects. There are two different aspects of centralization, one is to limit subordinate authority, the other is to deprive subordinate authority. At the same time, centralization and specialization are regarded as the same concept, which is the specialization of specific activities in the organization.

Herbert Simon's assessment. 

Herbert Simon is a master of decision-making management of American economic organizations. He studies a wide range of fields, including politics, administration, psychology, information science, applied mathematics, scientific theory, statistics, operations research, economics, enterprise management and so on. Simon discussed the basic problem of organizational balance. He believes that the participants of the organization not only exist inside, but also outside the organization. The organization is an open system. Since then, the research focus of administrative organization has changed from static research to dynamic research on decision-making process.


David Ulrich’s Human Resource Management Theory

Human resource transformation. David Ulrich put forward the concept of human resource management, which is different from the traditional personnel management. The human resource management department is not only the Department of administrative support, but also the strategic partner, change pioneer, action expert and employee representative of the enterprise. He proposed the famous three pillar model of human resources. Human resources can become an enterprise's human resources expert center, human resources business partner and shared service center. He has been committed to studying the competency model of human resources practitioners. Since 1987, he has conducted a comprehensive survey of global human resources practitioners, and then conducted it again every five years. From his survey, the human resources competency model has been changing with the changes of business dynamic environment and human resources, and the results are different each time. The survey results in 2016 show that human resources practitioners and core functions are "conflict mediators".

Corporate leadership issues. At the organizational and individual levels, the impact on business performance is 80 percent and 20 percent, respectively, Ulrich notes. Organization here does not refer to organizational structure, nor organizational system, but organizational ability. He pointed out that in the information era, the traditional competitive elements of enterprises will be copied and surpassed, such as product cost, product description, sales channels, etc. only organization, as a unique characteristic of enterprises, will become the most competitive element. He proposed that modern enterprises need to become ecological enterprises and cultivate their own key capabilities. Through the study of eight ecological organizations, four core competencies of ecological organizations are obtained: external environment perception, customer first, innovation and agility.

Borderless organization. CE's president, Jack Welch first proposed the concept of "boundaryless organization", on which Ulrich et al. conducted in-depth studies on boundaryless organization based on GE consulting practices. For large organizations, how to break the malady of bureaucracy, break the boundaries of grades, departments, internal and external boundaries and other aspects, and put forward specific methods. He proposed a new success factor for the organization. Firstly, Speed. Speed of operation is increasingly the hallmark of successful organizations. Organizations can respond more quickly to customers, bring new products to market more quickly, and change strategies more quickly. Secondly, Flexibility. Organizations that move quickly are flexible. The organization also pursues multiple development paths and experiments. Agile organizations are keen to ditch job descriptions and succeed with AD hoc teams that are constantly reorganized as tasks change. Thirdly, Integration. Instead of subdividing tasks and assigning experts to precisely perform those subdivisions, organizations create mechanisms to ensure that various activities can be integrated as needed. Organizations still need experts, but the key to success is often the ability of those same experts to work with others to form a coherent whole. Lastly, Innovation. Borderless organizations are always on the lookout for new, different, magical approaches, and they create processes and environments that encourage and reward innovation.

David Ulrich's assessment. 

David Ulrich is honored as "the father of modern human resources", "the world's top management master", "the world's top 50 management thinkers" and "the most influential HR thought leader". So far, he has written more than 30 management books and published more than 200 professional articles. More than half of the Fortune 200 are his clients. He and his team continuously update the Global HR Competency Survey every five years and distribute it for free. There are many cliches in Ulrich's vast ideology, such as the fact that the quality of HR personnel can affect 19% of a company's controllable performance. The significance of HR is not how many things are done, but how many results are brought. Talent management should not be people-oriented, but business first, and so on.

Critical Thinking of three theorists.

Based on different people's assumptions. Henri Fayol is based on the "economic man hypothesis". The management process school follows the tone of "man is machine". Classical management was born in the late 19th century and developed further in the 1930s. In order to profit, capitalists continue to expand production. Scientific management theories such as Taylor's system and Fayol's general management temporarily satisfied the greed of capitalists, alleviated the contradiction between labor and capital to a certain extent, emphasized the management process and improved the efficiency of production. Simon is based on the "decision maker/manager hypothesis". In the jungle of management, decision theory gradually takes shape and occupies an important position. It regards organizational members as decision-makers and problem-solvers within the organization, so the perception and thought process of organizational members become the central argument to explain organizational behavior. David Ulrich is based on the complex Man hypothesis. Soft science management. We attach importance to factors such as system integrity, tools (information technology, equipment, etc.) and people (entrepreneur talent, employee creativity, culture, etc.), and maintain continuous competitive advantages and growth of enterprises in the new global economy, new business forms and new models, and pursue maximum profits. In terms of the relations of production, the essence of the development of management theory is driven by the interests and struggles of both sides. Management theory only temporarily alleviates the contradictions between the two sides. When new contradictions appear, management theory will evolve and adapt to the new relations of production. In terms of time development, the technological revolution is ahead of the management revolution. Technological revolution drives the birth of new economy, new form and new mode, which causes the change of social relations and then leads to management revolution. The more technology flourishes, the more management theory flourishes. From the perspective of reality, everything is changing, such is the management theory, the world economy, the shape of the universe, and our thinking should be even more so. From a certain point of view, the beauty of existence is the beauty of change and flow. We should appreciate and attach importance to the value of every moment.

Based on different organizational structures. From Fayol, Simon to Ulrich, based on different organizational structures, from bureaucracy, flatness to the development of borderless organization. Hierarchical organizational structure belongs to the stage of classical organizational theory, which regards organizational members, especially manual workers, as passive machines that can accept instructions and complete work tasks. Flattening organization structure belongs to the human relations theory, it has the feelings of the people as members of the group, they have their own value standard, has its own attitude towards the things and take part in an organization's motivation and goals, and the personal target and organizational target is not consistent, often there are actual or potential conflict of goals. Based on this understanding, power phenomena, members' attitudes and emotions all become important arguments to explain organizational behavior. Boundaryless organization is the stage of organization theory in the digital age and the product of enterprise reform in the digital age.

Based on the relationship between people and organizations. From Fayol, Simon to Ulrich, based on the relationship between different people and organizations, from control to co-growth to flexible relationship between people and organizations. In Fayol's hierarchical management mode, management theory is constructed from the perspective of controlling human beings based on the fact that human beings are machines. Simon is based on the relationship between people and the organization. People belong to the organization, and people and the organization are an organism, while the management function is like the nervous system of the organism. Ulrich based on the flexible relationship between people and organizations, people do not belong to the organization or a certain organization, and the traditional mode of "company + employee" is being transformed into the sharing mode of "supplier + sharing platform + consumer". The development of sharing economy has blurred the boundaries of organizations, and accordingly, the boundaries between customers and employees will gradually dissolve, resulting in the emergence and development of human resource management with more autonomy, flexibility and initiative.

Part 2 What’s the HRM of the two companies in the Sharing Economy

With the fourth industrial revolution, the sharing economy has developed vigorously and has become the backbone of social service industry. It has penetrated people's daily life in accommodation, transportation, educational services, tourism and so on. The sharing economy has changed the traditional way of human resource management. We have selected two successful enterprise cases under the sharing economy mode, Airbnb and Didi, one is an American company and the other is a Chinese company. Through their comparative research, we can understand the main reform contents of human resource management under the sharing economy, which can also be used as a reference for the human resource management of other platform enterprises.

Airbnb’s Human Resource Management patterns in the sharing economy.

Airbnb is a leader in the field of shared accommodation and the ancestor of short-term tourism rental. It is a website for tourists and homeowners with vacant rooms, which can provide users with various accommodation information. The original Airbnb was founded by two young people because of the wonderful idea of renting a house. Founded in August 2008, the company is headquartered in San Francisco, California. Everyone can become both Airbnb customers and employees. Users rent their idle houses and can publish house information through network or mobile application to obtain rent. The customer completes the rental of the house by searching the element information. In 2020, Airbnb has 54 million live customers and 4 million landlords, with a total reservation scale of US $38 billion. Airbnb adopts a loose human resource management method, and then analyzes human resource management from four aspects: recruitment, training, performance appraisal and incentive.

Selection and Recruitment. Airbnb now has more than 4 million landlords. How did these landlords recruit? The company has established a global human resource pool to attract providers with idle housing resources. These people do not choose the traditional way of entrusting intermediaries to lease houses for a long time, hoping to bring more returns to the houses through Airbnb. To manage such many landlord resource banks, we must use the big data management system. The primary task is to set recruitment standards. This massive human resource database. Airbnb sets recruitment standards in the open selection process and classifies houses through standardized identification methods. At the same time, strict landlord audit standards, identity verification is the most basic, and then require the landlord to ensure that the house can no longer be used for other purposes, clearly and accurately describe the house location, provide standardized photos, etc. Airbnb is responsible for the review and supervision of the house. Once the landlord is found to provide false information or for other purposes, the company has the right to suspend, close or cancel the landlord's rental. 

Job entry and Training. Airbnb emphasizes the self-learning of hosts and the company's standardized training packages, but the breadth and depth of learning are completely controlled by the hosts, because training is directly related to the competitiveness of houses in the market, therefore, hosts' motivation for learning comes from their own interests. Training is divided into two categories: induction training and service training. On-the-job training includes how to publish listings, rental housing skills, etc. Service training includes "hospitality, landlord obligations, home safety" and other aspects. The way of hospitality is to tell the landlord what to do to get the customer's favor, but also to tell the landlord specific ways to complete such a service measure. The landlord's obligation is to provide some detailed advice on dealing with emergencies, noise, taxes, etc., so that the landlord can increase the responsibility. Home safety is to suggest that landlords install environmental protection, electricity, and safety equipment to ensure the safety of customers. The company pays attention to details and has carefully considered the problems that the landlord may encounter and provided corresponding measures. At the same time, considering that the landlord basically works for the Airbnb platform part-time, the company provides services for managing rental properties, such as handover of keys, house cleaning, rental information management, etc. Airbnb believes that both customers and hosts are its most important resources, and both are equally important. Only by serving hosts well can it win the favor of more customers.

Assessment and Performance. By establishing a set of mutual evaluation mechanism, Airbnb enables the evaluation to be carried out dynamically anytime, anywhere. Different from the evaluation of employees in traditional companies, Airbnb emphasizes two-way evaluation between customers and hosts. Customers can evaluate landlords, and landlords can also evaluate customers, which fully reflects the concept of credit society management. Landlords and customers have the same rights and need to follow standardized rules. Specifically, the landlord independently sets the price of the listing. After the service is provided, the tenant pays the room fee and makes an evaluation according to the prior transaction agreement. The evaluation will affect the landlord's next transaction opportunity and transaction price of the listing. The Airbnb platform's revenue depends on the frequency and price of listing transactions, including guest service fees (6%-12% of the guest payment) and host service fee (3% of the host's collection). A benefit-sharing mechanism is formed among Airbnb, hosts, and customers. Airbnb acts as a platform to collect service fees, hosts provide resources to collect rent, and customers receive services, achieving a win-win situation in all three aspects. It is very important for Airbnb to evaluate not only the hosts but also the customers, because the information of both parties is not completely transparent, and only fair information channels can ensure the fairness of the transaction, thereby enhancing the enthusiasm of the hosts. Evaluation can serve as the basis for this benefit distribution mechanism. Airbnb also stated that any false or malicious reviews made by any party will be blacklisted and have an impact on future transactions.

Guarantee and Incentive. The biggest potential hidden danger of Airbnb is the issue of trust and security in the sharing economy society. Since the establishment of the company, the landlord has faced the problems of damage to housing resources and lost items, and customers also have safety problems such as accidental injury. Therefore, the company has introduced many methods to solve these unexpected problems. Airbnb offers hosts up to $1 million in landlord insurance and landlord insurance coverage in the event of property damage caused by a guest's stay. Airbnb offers these protections that largely ease the worries of hosts, allowing them to focus more on how best to provide service. Airbnb provides resource providers with material incentives, that is, additional financial income that hosts can earn by renting out their vacant homes. At the same time, hosts from 190 countries welcomed diverse travelers, bringing guests unusual travel experiences and unforgettable memories, as well as spiritual stimulation for hosts.

Critical Thinking

Drawing on the successful experience of Airbnb to provide suggestions for human resource management in the era of sharing economy: First, in terms of selection and recruitment, different from the traditional face-to-face recruitment model, platform-based companies can only rely on big data to select and recruit candidates. At this time, it is particularly important to set recruitment standards, because information data is used to screen and screen qualified candidates through standards, and at the same time, it is necessary to verify the accuracy of information by means of national legal identity verification and other methods to reduce the problem of missing information. Second, in terms of induction and training, research and design training packages to provide different modules of training content according to the different needs of resource providers. There is not only training, but also the combination of training and economic output to enhance the motivation of participants for self-training and to form a sense of self-training. Third, in terms of assessment and performance, establish the concept that employees are also customers, resource providers and customers are both appraisers and appraisers, and the core is to design and establish two-way mutual evaluation standards and systems to ensure the fairness of platform-based operations Fourth, in terms of guarantees and incentives, the key is to set up safeguards to realize the credit and safety issues of the sharing economy and society, so that resource providers and customers can trade fairly in a transparent business environment, and solve the potential safety hazards of people entering the platform. , to promote the sustainable development of the sharing economy.

Didi's Human Resource Management strategy in the sharing economy

Didi is a Chinese taxi-hailing transportation company through a mobile app. It was established in 2012 and is now the largest mobile taxi-hailing service platform in China. 10 years ago, Chinese people all stood on the side of the road beckoning to intercept taxis, but now they call taxis in advance through this APP. Through the mobile Internet technology in the information age, the company associates drivers and passengers on the platform, reducing the cost of transportation. The transaction costs for drivers and passengers make taxi drivers the first type of flexible workers for companies. The company has also fully exploited the business model of the sharing economy and developed a model for private cars to carry passengers along the way. The driver is the leading driver. When the driver goes from one place to another, he chooses whether to carry passengers or not according to the convenience of his own itinerary and integrates the society. Idle private cars and driver resources, so ride-hailing drivers become the second type of flexible workers in the company. The company has also launched its own branded car service for customers who need high-quality services to meet the travel needs of different passengers. Professional drivers have become the company's stable third-class employees. For different types of drivers, namely employee categories, Didi has innovated traditional human resource management.

Recruitment and Retention. The threshold for recruiting Didi drivers is not high. Drivers aged 22 to 55, with a driving license, and who meet the requirements of traffic authorities can apply. If you want to become a ride-hailing driver, in order to ensure the safety of passengers, there are basic access requirements for the car, such as the price of the vehicle is more than 100,000 yuan, and the service life of the car is less than 5 years. There is no requirement for the driver's education, but the driver needs to be able to use a smartphone and have the basic ability to communicate with people. Compared with the selection of drivers, Didi pays more attention to the training of drivers. Through training, drivers have the basic ability to provide services, and only then can they be qualified to carry passengers. The training content includes informing drivers of their responsibilities, the legal relationship between drivers and the platform and the company, APP operation and usage procedures, service procedures for passengers, and salary performance standards. Didi attaches great importance to the service of drivers, providing free mineral water, tissues and chargers for passengers, helping passengers with luggage, etc. This is different from traditional taxi drivers in the past and has been welcomed by passengers as soon as they enter the market. Didi has set up a "driver administrator" position, whose responsibilities are to manage and standardize the service behavior of drivers, feedback drivers' demands and opinions to the company, safeguard the interests of drivers, and help drivers solve various problems in the operation process. Innovative ways of focusing on drivers increase driver satisfaction and engagement rates.

Assessment and Performance. Didi implements a strict evaluation system for drivers, with a special evaluation questionnaire. Didi has set specific evaluation criteria in terms of business skills and performance and has also designed an evaluation model to improve driver services. In terms of business technology assessment, drivers need to be skilled in dealing with all kinds of problems that may occur in the service process. In the performance evaluation, Didi changed its previous mode of ordering to a mode of dispatching orders and ordering single phase. In order to qualify for the subsidy, drivers must fulfill 15 orders a day while achieving a 90% order fulfillment rate. Didi will set rental rates at 210 yuan per day (six days per week, excluding national holidays) for drivers, and will pay 95 yuan per day (25 days per month, once they complete one ride per day). The difference is 115 yuan per day, and drivers must cover a certain number of trips to offset the difference and earn their income. In other words, a daily income of 115 yuan is the basic workload that Didi sets for its drivers. What Didi values most is customer evaluations, which are mainly based on passenger feedback. The evaluation is organized in 3 areas. First, the first impression score. Passengers make an overall evaluation of the driver based on the process experience, and the evaluation is divided into five grades. Based on this, Didi conducted targeted surveys on key issues of concern, such as whether to provide drinking water, inform passengers to start billing, and dress appropriately, and passengers answered "yes" or "no". The last dimension is an open survey, in which customers can freely answer questions about the travel clothing experience and feedback various feelings of the trip to Didi. Didi asks drivers to treat passengers politely and friendly, and to gain satisfaction from passengers by providing high-quality service. In other words, Didi emphasizes that passenger satisfaction is the most important criterion and principle for evaluating driver service quality. Didi has also set up a passenger complaint channel so that passengers can timely feedback their service comments and suggestions to drivers, enabling the company to complete the evaluation of drivers in a timely and accurate manner.

Incentives and Punishments. Didi's incentives and punishments for drivers run the gamut. On the one hand, Didi rewards drivers based on the number of services they serve, as well as the quality of their services. Didi, on the other hand, has a "tipping" function on its app, which allows passengers to raise fares or give tips to attract drivers when cars are tight. This incentive model can meet the diversified, personalized and heterogeneous needs of drivers. Didi also set up a corresponding punitive system. Didi has adopted a "last-place elimination system", in which the worst 5-10% of drivers with ratings and performance are eliminated according to the rankings each assessment cycle. Didi will severely punish drivers for falsely brushing orders, not only fines, but may also terminate the partnership.

Critical Thinking

Compared with the traditional taxi industry, Didi human resource management has the following characteristics: First, Didi makes drivers clearly realize that passenger satisfaction is the most important factor determining their performance. In designing the platform, Didi has placed a strong emphasis on passenger feedback. The second is to highlight the flexible work schedule. In the management of part-time drivers, Didi fully respects the drivers' personal willingness to work, and they arrange the working hours on the Didi platform according to their own time, which fully reflects the characteristics of flexible work under the gig economy. This open human resource management model reflects the characteristics of social human resource sharing in the "Internet +" era. Third, the incentive means to ensure effective supply. Didi's incentive policy not only motivates drivers on the quality of their services, but also on the quantity of their services. To solve the problem of drivers refusing to take passengers, Didi promoted the "drop rice system" on the software platform to guide Didi drivers with the help of big data, that is, to manage employees with big data. Didi gives priority to drivers with high service quality and high passenger satisfaction.

Part 3 Critically explore the current debates and emerging thinking around Human Resource Management in sharing economy

In the long history, the development of human resource management theory is synchronized with the evolution of management thought. Because the core of management is the management of people, the theoretical circles and management practitioners are paying more and more attention to human resource management. Scholars' research on human resource management in the sharing economy is more about summarizing and refining the new human resource management mode through case analysis. Based on the research of different point of view, the difference from the traditional sense of the labor relations and conform to the platform of employment relationship between enterprises and suppliers of human resource management mode can be divided into loose half one human resources management mode, human resources management mode, half the affiliated human resources management mode, the crowdsourcing model of human resources and human resources Shared service center service mode five classes. Although different scholars have slightly different definitions of the new human resource management mode under the sharing economy, they all emphasize the transformation of human resource management mode under the sharing economy mode, which integrates, allocates and utilizes idle social resources based on mobile Internet, big data, cloud computing and other technologies. For entrepreneurs and human resource management, more important is how to grasp the Shared economy brings new opportunities on the management of employees, at the same time, in the face of new challenges to management, how to use human resource management system, implementation of effective human resources management function, implementation of enterprise human resources management optimization and modernization.

Next, the article will discuss several aspects such as loose human resource management, AI employee management, optimal decision-making by managers, changes in organizational structure, and shared employee models, to deeply understand the human resources brought by the fourth industry. profound changes in management.

Thinking on loose Human Resource Management.

Under the sharing economy model, human resources truly realize the characteristics of autonomy, flexibility and initiative, and exist in a loose non-employment relationship. From the perspective of employees, in traditional human resource management, people belong to a specific organization, enterprises and people are in an employment relationship, and people are also full-time work models. Under the sharing economy, the gig economy emerges, breaking these preconditions, and human resources have become resource providers, who can autonomously, flexibly, and actively control the time to provide labor resources. From the perspective of enterprises, traditional human resource management functions such as recruitment, training, incentives, and retention have been diluted and weakened. Enterprises are no longer closed organizations but must adapt to the requirements of the digital age in an open manner. The acquisition of human resources is not limited to one country and one place, but also reflects the characteristics of globalization. From the platform point of view, as an emerging third-party force, the sharing economy platform may belong to a company at first, but it will inevitably develop into a third-party platform, which needs to undertake the human resource management responsibilities of the original enterprise. Therefore, loose human resource management puts forward higher requirements for the platform: First, design an evaluation system, relying on this system to realize the market-oriented settlement method of the platform, customers and resource providers, and establish a salary performance appraisal mechanism. The core is that users pay salary. The second is to stimulate the potential of autonomous learning. In the information society, demand changes are accelerating, and resource providers must have learning opportunities and learning capabilities to adapt to changing market demands. Platforms need to establish mechanisms to stimulate and cultivate the autonomous learning potential of resource providers to achieve sustainable platform and resource providers. developing. The third is to avoid the risk of human resource management. While the "gig economy" provides a large number of jobs, it deprives some resource providers of the sense of occupational security. Since many people do not sign formal labor contracts when they "gig jobs", it is not conducive to the protection of their own rights. Platforms should take the initiative to formulate rules to protect themselves while protecting resource providers.

The emergence of AI employees brings new problems

During the fourth-generation industrial revolution, more and more artificial intelligence employees appeared. Managing artificial intelligence employees and coordinating between humans and robots is also one of the challenges facing human resource management. People's understanding of management has always been human-centered. For example, Taylor (2014) believes that management means "knowing exactly what others should do and directing them to work in the best and most economical way". Robbins and Coulter (2018) propose that management is "the process of working with others, or by coordinating and supervising others, to accomplish activities more effectively"; Koontz and Werick (1998) believe that management is "the process of enabling people to efficiently accomplish a given goal in a group". However, many practical cases have proved that artificial intelligence, as a virtual labor force, can accomplish work more efficiently and at lower cost, increasing corporate profits (Wilson and Daugherty, 2018). It is foreseeable that with the development and application of artificial intelligence technology, the ability of human employees is increasingly weak and inefficient. artificial intelligence will be favored by enterprises with its characteristics of high efficiency and convenience. In this context, intelligent robots will enter enterprises as "employees", and the replacement of people will be extended to more and more fields, especially those jobs with high complexity, high technology and high IQ but no need for autonomous decision-making. Artificial intelligence employees will partially or completely replace some human work. Although artificial intelligence employees are fundamentally different from human employees, they still belong to the category of management objects as the technical resources that can be controlled and controlled by enterprises. Therefore, managers who face robots are still managers in the true sense. Artificial intelligence employees are essentially different from employees and must be managed in a differentiated way. From scientific management theory to behavioral science theory, behavioral science theory masters behavioral laws by studying people's psychological activities, pays more attention to employees' humanistic spirit and high-level needs, and is more in line with the actual situation of human "social human" attributes, in order to motivate employees, Thereby improving labor efficiency. However, ai employees are neither economic man nor social man in the pure sense. Therefore, in the era of artificial intelligence, high-level incentive means centered on human psychological and spiritual needs will soon become ineffective, and corporate culture, as the embodiment of enterprise spirit and values, will also play a less important role in management of the soft constraint value of employees based on the "people-oriented" principle. In addition, with the characteristics of mechanization and automation, AI employees can execute their work independently based on scientific Settings in many cases and can work for an ultra-long time and ultra-high efficiency, even without manual control supervision with highly accurate algorithms (Złotowski et al., 2017). 

Managers make more accurate decisions

With the 4th generation of industrial revolution, the development of information technology allows us to have information that was impossible to obtain in the past, making it possible to make optimal decisions that Simon thought was impossible. Classical decision theory, based on the assumption of "economic man", pursues optimal solutions under the conditions of "decision-maker is completely rational, information is fully known, alternative plans and results are clear". However, behavioral decision theory believes that it is more consistent with management practice to replace completely rational "economic man" with bounded rational decision maker, and the standard of "satisfaction" should be followed in the process of decision-making program selection, not "maximum" or "optimal" standard. Therefore, "satisfactory decision" has gradually replaced "optimal decision" as the criterion of management decision making (Simon, 1987). Artificial intelligence can be a super secretary, managers based on the depth of computer algorithm, data of the organization's internal and external integration, integrated information of building scene simulation way to assist the complex problems, such as analysis, deduction and handling, complete complex logical thinking process, help managers are no longer limited by knowledge, the limitation of time and energy, In addition, a variety of alternatives can be created based on previous case records to assist decision-makers in making more scientific and reasonable decisions (Edwards et al., 2000). In the development of artificial intelligence, a computer like the intelligence of the human brain has been produced, which can simulate certain thinking processes and intelligent behaviors of human beings. The computer has higher analysis and decision-making capabilities than the human brain. At this point, the conditions, information and thinking in the decision-making environment composed of AI employees and AI technologies are controllable, and the absolutely rational decision-maker and deterministic decision-making environment will make it possible to achieve optimal decision-making (Wilson and Daugherty, 2018). Artificial intelligence realizes the scientific analysis and integration of data, optimizes the decision-making environment of managers, breaks through the objective insufficiency of human limited rationality and insufficient information, and realizes the optimal decision-making of management.

Changes in organizational structure.

Under the sharing economy, accelerate the transformation of organization operation from "traditional hierarchical type" to "platform co-governance type". Traditional hierarchical organizations excessively rely on the central control of the group headquarters and lack sufficient flexibility in dealing with external environmental changes and resource allocation, which is inability to adapt to the demands of the digital era. Whether it is linear system, functional system, linear functional system, divisional system or matrix system, the organizational structure of enterprises is like a pyramid, showing the characteristics of vertical, bureaucratic and hierarchical system. Due to the development of mobile Internet, communication between organization members presents a trend of low cost, zero distance and barrier-free. As consumer pursuit of real-time experience, between enterprise's functional departments should strengthen mutual coordination, cooperation and win-win, make real-time response to market demand, the organization structure to network, flat, gradually turned into "to center, structure, hierarchy" mode of operation, to put forward the new requirements of the organization as a Shared economy. The 4th Industrial Revolution has sparked thinking about borderless organizations. Borderless organization is a new form of organization, which is proposed relative to bordered organization. An important feature of the traditional pyramid-type bureaucracy is that the organization is bounded by boundaries. In a bounded organization, the core is responsibility and control. On the contrary, the borderless organization emphasizes organizational flexibility, values the integration and coordinated development between the internal levels of the organization, between the internal departments of the organization, and the organizational ecological environment, breaks through the inherent boundaries, and adapts to the needs of the economy and society.

The sharing economy creates shared employees. Under the sharing economy, the emergence of shared employees is also a supplement and embodiment of flexible employment. After the world was affected by the new crown epidemic, more shared employees emerged. For example, in China, catering and supermarkets cooperated independently, and reached a shared employment model in special periods, which reduced the cost of enterprises and improved the utilization rate of employees. Although this is an expedient measure under the epidemic, it also has long-term value. The sharing economy has moved from the sharing of things to the sharing of people. The first is to establish a platform for sharing employees. By creating a talent capacity sharing platform for flexible employment, it helps enterprises and flexible employees to break through information silos. The platform should cooperate with the government and enterprises to jointly open up new areas of shared employees and focus on solving the shortcomings of flexible employment methods. The second is to form a professional service platform. Facing the flexible employment industry, providing enterprises with professional talent sharing services, enterprises can also reduce the risk of flexible employment and reduce labor costs. The last is technological innovation. Through the advantages of artificial intelligence, big data, Internet of Things, blockchain and other new technologies, enterprises that integrate flexible employees and needs, based on big data analysis, in the distributed collaboration network of blockchain, intelligently match service demanders, improve the efficiency of cooperation between supply and demand. Form a multi-win employment ecosystem for enterprises, flexible employees, platforms, and governments. At the same time, we also must see that the biggest difficulty of shared employees lies in the differences in the management system of shared employees and the implementation of performance appraisal. The management concepts of different enterprises are different, the adaptability of employees needs further research, and the sense of belonging of employees will also be affected. The frequent change of positions of employees also increases the difficulty of process assessment.

Conclusion

The fourth industrial revolution, driven by digitization, is affecting businesses and workers as never before. In a wave of change, the most important thing is that we can change faster than The Times. The development of digital economy and sharing economy has led to profound changes in workplace relations. Gradually, the labor force belongs to an organization or accepts employment in a market, so as to directly establish contact with consumers relying on digital platforms. This phenomenon has spawned the "gig economy". For an organization, the biggest challenge is how to attract and retain talents, how to transform the extension and expansion of the talent value chain into a motive force for the development of the organization and stimulate the innovation vitality of the organization. The sharing economy itself is an emerging economic model, and there are inevitably some problems. For example, review and supervision of resource entrants, innovation of benefit distribution mechanism, labor protection of resource providers, etc. Second, how to build a trustworthy resource sharing platform is about the emergency capability of resource providers. Third, how to provide training for half-employed human resources to improve their overall quality and moral awareness, so as to make further contributions to human resource management theory in the era of sharing economy.

The development of digital technology actually provides new factors of production and changes the relationship between technology, organization and people. The development of artificial intelligence has changed the relationship between technology and human beings. Human-machine collaboration will become the future development trend, which also makes the management theory and means of "social society era" face new challenges. The development of blockchain technology has changed the traditional form of centralized organization structure; The development of cloud computing technology makes platform organizations emerge constantly, breaking the traditional organizational boundaries; The development of big data provides technical support for organizational innovation practice and makes organizational decision-making more rational and efficient. The direction of management rebirth is to "liberate people" with the help of digital technology. The future direction of management research should break through the shackles of the management paradigm centered on "controlling labor" and explore a new paradigm suitable for digital transformation and development. "People" is the core of digital transformation. Future research can further explore the role of "people" in organizational digital technological transformation, focus on exploring the mechanism, model or method of human resource digital management, and strengthen the lifelong learning of workers to support the completion of work of different nature. To sum up, we will be more creative and continue to learn in the face of changes and uncertainties in the future.
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