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Political 
On one hand, the Sino-US trade war has worsened the tension between two countries (BBC,2020), and Donald Trump has issued tightened policies to restrict academic exchanges between China and US. As DiDi has launched business in 8 countries, the intensified international relationship could have detrimental influences to some businesses, such as Autonomous Driving, which were collaborated with US (California), in turns, in might hamper the ability to attract overseas talents as well as local talents for host subsidiary in other country. On the other hand, China's domestic political situation is stable, and Chinese government has release tightened rules for outward talent mobility together with attractive policies to attract returning talents (University World News, 2020). And according to China Daily, (2017), China has issued some sophisticated guidelines and regulations to promote sharing economy. These are positive indicators for talent acquisition in mainland China. 
Economic
Due to the economic downturn caused by the Sino-US trade war together with the global pandemic, according to The Economist (2020), it is predicted that China will have 10% unemployment rate by 2021/2022. Meanwhile, there are still huge unfilled shortage in the segments such as IT, AI, semiconductor (China Briefing, 2019). Moreover, as indicated by one of the world's largest human resource management consulting agency—Mercer (2019), the cost of living in China has increased a lot, with some big cities appeared in the top ten list in the world, such as Shanghai (Rank 6), Beijing (Rank 8), Shenzhen (Rank 10). And compared with Vietnam (2.99 USD) and Mexico (4.82 USD), the manufacturing labor cost per hour in China is 6.5 USD (Statista, 2019), and average salary for IT talents in Shanghai is ¥243,302 / year (36,240 USD) compared to 52941.48 USD in UK, and 18333.50 USD in Mexico (Glassdoor). The rising cost of living and labor cost in China imposes threat for DiDi attracting talents. 
Social 
Nowadays, individuals heavily rely on online communities, where they can share, connect and build networks (Deloitte, 2013).  Two corporate scandals happened in May and Aug 2018 reveals of safety problem of DiDi registration verification and face recognition system, which caused great concern in public (BBC,2018). Individual customers launch a nationwide backlash #DeleteDidi in social media, which cased DiDi faced pressure from all fronts, and reportedly lost ($1.6 billion) and lay off 15 percent of its staff or about 2,000 people in 2018 (Reuters, 2018). Unethical business decisions could generate profound negative impact on corporate reputation, which will generate harmful consequences in talent management. 
Technological 
Technological progress has allowed DiDi to seek global talents to commit to its smart and advanced transportation services. Telecommuting enables the open talent economy to be implemented on a global scale, reduces the barriers to knowledge transfer from home headquarter, and makes more reasonable and economical use of various talent resources (Edwards & Rees,2011; Deloitte, 2013).
Legal 
The laws and regulations of the global car-hailing market are vague, and potential safety hazards have become people’s main consideration, affecting corporate reputation (Cetin a, 2019; Chaudhrya, et,al. ,2018; Li, et, al. , 2018; Ma et, al. , 2018; Phil, 2017). High-level talents pay more attention to corporate CSR, it is not easy for DiDi to win the War (Bhattacharya, Sen & Korschun, 2018).
Environmental 
As indicated by The 2020 Global Millennial Survey of Deloitte, Millennials show great concerns toward how business impact on society. Environmental CSR of a firm could help attract talent. DiDi put great effort in building electronic vehicle networks all over the world (China Daily, 2019; Qasim Khan, 2020), the sustainable value can support its talents sourcing strategies. 
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PESTLE analysis is a tool for identifying influential factors in macro environment that could generate challenge or opportunities for predicting the labor market trends and helping in management operation of an organisation (CIPD, 2020). FJJX University is a public university in Fujian Province in China, which currently has 14838 enrolled students and 756 teachers (except for administrative staffs) and has been actively promote international cooperation and exchanges and was approved to recruit foreign teachers international students in 2019. PESTLE analysis and some other influential labor market trends will be discussed for FJJX University.  
The economic downturn caused by the Sino-US trade war has worsened due to the global pandemic (BBC,2020). The United States has issued a large number of policies to restrict academic exchanges between China and the United States, according to Altbach, who is the director and research professor at Boston College, 1/5 of Chinese international higher education partner were closed. As the international situation has become more tense, Chinese government put some restrictions for outward talent mobility and implemented some attractive policies to attract returning graduates. With the continuous improvement of China's economic and technological global status and international influence, 84.46% overseas students choose to return to China, with increasingly number of high-level talents (University World News, 2020). Furthermore, as indicated by China Briefing (2019), comparing to the restrict policies in overpopulated Tier 1 cities, Tier 2 and 3 cities are trying to push employee policies to attract younger talents. According to the 2018 graduate employability market survey released by Zhaopin Recruitment shows that Tier 2 cities account for 25.94% of expected employment location, increased 4.74%. FJJX University is based in Fuzhou (Tier-2 city), with the help of local government, universities are making effort to offering incentives to attract overseas talents.   
On one hand, the unemployment rate in China is 5.3% in Jan (National Bureau of Statistics of china, 2020) and it is predicted that China will have 10% unemployment rate by 2021/2022 (The Economist,2020), 34% of employers have been suspended from campus recruitment (Chinese recruiting website 51job.com). On the other hand, there are still huge unfilled shortage in the segments such as IT, AI, semiconductor (China Briefing, 2019). Therefore, under the economic downturn, students have difficulty finding jobs, and their skills do not meet the requirements of employers, which puts more pressure on schools. although it is a loose market for recruiting ordinary lecturers and administrators but for high-level talents, such as professors, experts, and technical talents, universities should fight hard in tight market. 
According to Forbes, (2019), there are about 61 million youngsters (Gen Z) born after 1996 are about to enter the labor market with their unique properties and values. 90% of them seek  the interwoven of digital convenience and human interaction; 83% of them put work-life balance as their first priority; 60% of them do not bother but welcome technological check-ins weekly (even daily) to provide tangible feedback for their improvement. Also, as indicated by China Briefing (2019), the Chinese young generation prefer jobs in internet, media, education industries. Although FJJX University cannot afford same level salaries as Internet and media companies offer, but compared to the working time and pressure in these sectors (most of them have ‘996’ work schedule, from 9am to 9pm and work 6 days per week), flexible time in university provides the opportunities to satisfied their priority of work-life balance. 
Technological development with the improved accessibility has increased flexibility. Online courses enable both teachers and students break down distance barriers to have instant communication. The changing teaching and learning process bring us both opportunities and challenges. Working and studying at home could allow the university to satisfied different needs, such as providing comfortable and convenient learning environments for impairment or disable students and flexible working time and space for a caregiver (Vista College, 2019). With the help of technology, universities could access to the overseas talents. Adopting information system allows greater management efficiency.   
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One-Drive Link: 
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If HR Strategy points out the direction of HR activities, then HR policies serves the important role in providing the guidance to effectively implemented the strategy (Armstrong, 2014; CIPD, 2019). There are plenty of practical and theoretical evidences to address the fact that HRM policy should be formulated according to different market economy, political and legal systems, cultural and social factors etc. in different countries (Armstrong, 2014; Edwards and Rees, 2014; Huo, Huang & Napier, 2002; Wilkins, S & Neri, 2018, etc.). As asserts by Dr Michael Dickmann, the critical ability of global HRM is to see the “bigger picture” of different business environments in complexity environment but also understand the local context (Armstrong, 2014), as the laws, regulations and conventions in different context are supposed to affect employment practices. Also, HRM literature and capitalism literature indicates that organisations are grounded in divergent capitalisms (Batt, Nohara and Kwon, 2010; Hall & Soskice, 2001). Liberal market economies (LMEs) such as US, UK, Australia, etc. and coordinated market economies (CMEs) i.e. Germany, Japan, China. etc. are identified as two idea types of market economy (Hall & Soskice, 2001). LMEs have some  distinct characteristics such as predominate by shareholder ownership, emphasis on short-term profit, in favor of minimal interference of government control, loosely labor market regulation and fierce market competition, and in line with the external market economic context, the internal relationships between employees and employers is relatively low-trust and low- commitment. In contrast, CMEs have a wide-ranging choices of stakeholder approach, focus on long-term profit, more strict regulation of the labor market, with a higher level of interdependence, trust and commitment (ibid). 
 If FJJX University wants to start the operation in UK, a liberal economy, university need to adopt its policy in different aspects of human resource, related to employee relationship. As indicated by Hofstede (2011), the values are different for in the 6 dimensions (UK in Figure 1 and China in Figure 2), they have big divergent in power distance, individualism, long term orientation and indulgence, which align with Pendleton et al. (2009), HRM of LMEs rely heavily on markets and prices, and decentralized power unions give the employer autonomy to design and implement HR practices, such as wages, contracts, performance appraisal approach, etc. When tailor HR policy in UK, it is necessary to pay attention to some legal issues brought about by different economic, political, cultural, and customs in advance while formulating employee contracts, to avoid labor disputes. Unlike CMEs, a high trust and commitment is taken for granted, the employment relationships in UK has the features of low trust, low commitment and low engagement (Edwards & Rees, 2014). To improve the employee engagement, extra efforts should be taken. According to self-determination theory, human-beings have three kinds of basic needs, and HR policy should follow the instruction to make them feel they are competence, autonomy and related. And Macleod & Clarke (2009) gave some strategy for HR practice. To be specific, we should recruit and retain talents with a visionary leadership style with clear organisational values to facilitate the integrity, trust, commitment and build strong psychological contract with employees. Not only the top senior management teams but also the managers cross different level and functions, such as the deans or heads of different departments could serve as important brokers and boundary spanners to adopted flexibility measures break the cultural barrier. Robinson et al. (2004) point out that employee voice should be valued during decision making process as the more decentralized and democratic system under LME context compared with CMEs.Extra attention should be given on empathic skills. Qualitative and quantitative methods are welcomed to investigate the different needs, motivations, bias of stakeholders, such as the employees, customers, partners, as well as ourselves. 
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Figure 1: 6-dimension values of the U.K. (Source from Hofstede	Insights,2019)
[image: ]
Figure 2: 6-dimension values of China (Source from Hofstede	Insights,2019). 
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6. 
Atkinson’s Flexible Firm Model was proposed by Atkinson and his fellows in mid-1980s (Procter, et.al., 1994), which aimed to offer management aspiration of reforming different employment policies. As indicated in this model, through flexible deploy core, first and second peripheral and other layers of labor force, the organisations could efficiently allocate its human resources with numerical, functional and financial flexibility (Atkinson,1984). Since the model was initiatively put forward, some critiques are surged. I am in line with Hyman (1991)’s criticizes about the detrimental to workforce and dishonored its importance by not recognizing it as a strategy but just an ad hoc planning. As this model clearly defines various manpower in terms of different peripheral. The more external peripheral employees are, the less work security, less learning and training opportunities (Ahmad, 2015). Although Tatara (2005) and Snell (2012) endorsed its merits of flextime, but the flexibility of this model seems to provide convenience and low cost only unilaterally for the organization. Furthermore, it is more like an organization-level policy or even manpower practices rather than a strategy as it rigidly stipulates the status of employees at various levels, giving the organization little discretion to implement it. 

However, I would like to defense its crucial position as its overarching philosophy to foster the flexible reaction for organisations could be considered as the bud of open talent economy and resilience in the era of globalization and technological evolving along with fourth industrial revolution. The external influences provide the initiatives to adopt flexible talent strategy. First, the development and widespread use of telecommunication make teleworking even tele-networking possible, gives the opportunity to deploy different kinds of workforce despite the geographic limitations and doing it in a more flexible and cost-effective way (CIPD,2020). Second, gen Y and gen Z’s need for new working patterns (Wadee.2013) which means more flexible work choices, to balance their lives, reduce psychological stress (Ahmad, 2015). Besides, the global pandemic also gave working flexibility a good operating opportunity, implying that working flexibility is an imperative trend for the organisation in a complex environment. 

Open talent economy is defined as “a collaborative, transparent, technology-enabled, rapid-cycle way of doing business.” (Deloitte,2013) different groups of workers such as full-time employees, temporary workers, outsourcing manpower and self-employment workforce etc. in Atkinson’s model are align with the employee ecosystem in open talent economy. When formulating the talent strategy in your organisation, questions like “how do these different peripheral manpower effectively co-exist?” “How ‘closed’ and ‘open’ should it be?” need thoughtful consideration. Take my organisation (FJJX University) as an example, which has the aspiration to become a first-class application-oriented university with open and innovative view and be qualified to recruit master students within two years. To align the strategy of university, Atkinson’s module is helpful to leverage human resources. Professor and experts with rich academic and industrial experiences as well as the new and scarce talent such as  data analysts and scientists, training and development specialists, digital marketing and strategy specialists, people and culture specialists (Future of jobs survey 2018, world economic forum) are “organisational-specific” talents cater to FJJX university. These talents are the source of core competitiveness for the organisation. Therefore, when acquiring and retaining these talents, long-term and holistic view is needed. It is not recommended to use a very open form (i.e. borrowed, freelance, open source, etc.) (Deloitte,2013) to replace core talents. At this time, financial flexibility is the last consideration. On the contrary, some redundant roles such as lectures, administrative staff (Heery and Noon, 2008), can use contract labor, crowdsourcing, temporary labor, etc. (second peripheral group) to maximize financial and numerical flexibility.
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Figure 3: Resilience Model for FJJX University
According to Gary & Välikangas (2003), organisational resilience is the proactive anticipation and adjustment capacity to change before change. The ability of reacting and rebounding from crisis require the organisation to have the holistic view of an organisational-wide-strategy, which reflect to soft systematic methodology (Checkland ,2000). 
To understand the relationship between human resource management and organizational resilience at FJJX University, five models are borrowed and introduced, they are the MIT 90s Framework (Morton, 1991) the HR system (Amstrong, 2017:37), Ulrich Model (Ulrich, 1998), the Harvard Model (Beer et al., 1984) and the integrative Model of HRM (Martín-Alcázar,et, al.,2005). By critically absorb ideas from four models and analyzing the HRM process at FJJX University, and describing important factors and indicators outside and inside the organisation that could influence HRM strategies, policies, practices and outcomes, my model intended to improve the HRM process and help my university become a resilience and agile organisation.  
According to the MIT 90s Framework (Morton, 1991), five major elements of organisational strategies, organisational structures, management process, individual & roles and technology are indispensable factors when creating HRM model. And HR system (Amstrong, 2017:37) provided an overview of the meaningful, integrated and jointly HR activities. Ulrich Model (Ulrich, 1998) showed the three-leg triangulation of HR role as business partners, shared service center and centre of excellence and imply the role shift from administrative to strategic function. And the Harvard Model (Beer et al., 1984) outlined the importance of stakeholder and line managers, which are functional directors and head of departments in university. Also, the integrative Model of HRM (Martín-Alcázar,et, al.,2005) gave example to what is a coherent and mutually reinforcing HR management strategies, policies and practices. 
The framework has two major compositions (PESTLE, Mega trends, Educational system, Universities, Labor Market), the external environment and internal context (Organisational Strategy, Organisational Structure, Organisational Culture, HRM strategies, policies, practices, etc.). Strategic HRM, especially the talent management strategy aims to influence the human capital in the organisation and generate positive outcomes and finally have proactive impact on the interdependency between external and internal context. Based on knowledge-based view, knowledge is considered as the most important resource, talents’ acquisition, retaining and development is to strengthen the capability of its knowledge human capita and acquire sustainable competitive advantages (Curado, 2006). All the HRM strategies, HR policies and practices connected with each other for achieving the goals of organisation. Strategy points out the direction, policies offers guiding principles, and practices (six major activities) implemented to answer the questions of individual needs and roles. According to Weller & Anderson (2013), digital resilience in university is the ability to reaction to the technological changes, a technology-based e-HRM is essential tool to achieve the goals in a better and quicker way. The active interaction between organisational strategies, HR Strategies, policies and practices require the support from a more flexible and flatter structure and all line managers (functional directors and head of department in university). As a whole package, the synergic set serviced as business partner, shared services centre and the centre of excellence to develop the stock of human capital of university (Ulrich, 1998). Finally, the outcomes of the model are supposed to be results of the HRM decisions and practices on organisational and individual level. As for employee effects, by deploying appropriate policies and practices such as situational leadership management style, who guide the employees and facilitate two-way communication; line managers who motivate and give enough autonomy to their subordinates make them feel they are competence, autonomy and relatedness (Deci & Ryan, 2014); and an foster a recognition organisational culture to encourage the employee voice and apply psychological contract to promote mutual commitments between employer and employee. All the right HRM decisions enable the individual outcomes such as better and higher level of employee engagement, commitment, satisfaction and performance. As for organisational outcome, apart from what we expect for the reliance and agile organisation, other positive effects such as better reputation, higher rank and customer satisfaction. 
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Worldview: the belief that the new open talent programme is meaningful transformation and could bring positive

results for the university to sustainable development
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« As first introduced by Chambers et. al., (1997) in
McKinsey Quarterly, “the war for talent” becomes a
popular metaphor for talent acquisition and retention
(Armstrong, 2014).

]

« According to Curado (2006), the essence of resource-
based view and knowledge-based view is that human
capital is an important asset for keep sustainable
competitive advantages for organisation.

= p— E e « PESTLE Analysis is a strategic tool (stands for Political,
Economic, Social, Technological, Legal and
Environmental factors) for providing holistic insight of
how external factors influence labour market and in
turns have impact on organisations’ strategic sourcing
(CIPD,2019).




