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Now the labour market is changing. The challenge for companies is to attract talent in order to ensure their competitiveness and success (Alves, et al., 2019). Pestle analysis can clarify the external factors that affect the organization to attract talents. Specific for political, economic, technological, legal and environmental factors (CIPD,2020). Next, I will focus on the political and technical factors.

Political factors
Western countries have laws regulating temporary and permanent immigration, while China has only sporadic legal documents on exit and entry administration and foreign investment immigration. By launching immigration policy reform, the Chinese government hopes to increase its soft power by making it more attractive to foreign talents, improving immigration laws and border management (Ding & Koslowski, 2017). Immigration policy will cover the civil rights, economic opportunities and social benefits of permanent resident permit holders. The government should safeguard the legitimate rights and interests of foreigners, treat foreign talents equally and respect basic human rights(Xinhuanet，2015).

Technological factors
According to Armstrong (2017), Combining advanced technology with online recruitment, using social media and advertising to attract candidates are still important methods. According to CIPD (2016), the advantages of flexible work are better work-life balance, less stress, and help them retain their jobs or employers. According to CIPD (2019), if there is no flexible working, many people will drop out of the labor force and some will have to change jobs. According to Deloittle (2018), most millennials expect to work from home or on flexible hours. Flexible working could become the norm in the future. Previous research has shown that flexible working can allow mothers to work long hours after giving birth (Chung and Van der Horst 2018b). This ability can increase women's satisfaction with work-life balance. But flexible working may also traditionalise gender roles in the Labour market and at home (Lott and Chung 2016). Men are expected to use flexible work to improve their performance, increase their work intensity or hours (Lott and Chung 2016). Women in flexible work will increase their sense of responsibility in the family (Hilbrecht et al. 2008). All of these may increase their work-family conflict.

Technology gives us more choices about where to work, how to work, how to work smarter and more efficiently, and how to be more productive (Cheese, 2020). With today's advanced mobile technology, the widespread use of mobile devices and fast mobile connections, flexible work is becoming more and more common (Chan, 2016). Modern technology, remote connectivity, cloud technology, collaboration software and so on are changing the way we work and providing opportunities for remote work. According to a study by the Society for Human Resource Management, 59% of American employers allow employees to work outside the office. But the challenges of working remotely are technical and security issues, involving the security and confidentiality of systems and data (Emek, 2016).

In Amazon, employees have their own career plans and future development. To meet the challenges of modern life and find a balance between work and life, Amazon offers employees flexibility, remote work and part-time work (DOT, 2019). That is why Amazon is a place where British professionals want to work. Amazon is ranked number one in LinkedIn's TOP UK companies and number one in Glassdoor's UK Most in Demand list.

According to Edwards and Rees (2011), as a multinational company, it should be aware of the values from the cultural perspective and pay attention to the impact of national cultural differences on the organization. It also has a sense of institutional perspective, that management and business are based on different legal systems and financial systems in different countries.
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According to CIPD (2013) research on Megatrends, their concerns about the workforce include demographics, attitudes and expectations, generational shifts, the changing skills base and trends in learning and education. According to CIPD (2019), new trends in flexible working are pointed out. According to Mckinsey (2020), Automation will accelerate after COVID-19. Demand for technology will rise. According to OECD (2020), digitization and globalization are radically transforming the way we live and work.
According to CIPD (2020), PESTLE analysis provides professional insight into the external factors that affect the organization. Next, I will use PESTLE to analyze the impact of Labour Market trends on my organization. 

POLITICAL
Small companies that hire new graduates can apply for a tax refund (GOV,2020). The employment rate of fresh graduates at Jiujiang University reached 91.25 % in 2018(JJU,2018).

ECONOMIC
China's unemployment rate may hit 10% (EIU, 2020). The government protects the interests of all parties in the market by making different policies to maintain economic stability (Amanda, 2017). The Chinese government has long linked employment of college graduates to social stability. The central government has increased the number of graduate student enrollment. 

For my organization, Jiujiang University has expanded the enrollment scale of students from junior college to undergraduate (JJU,2019). The employment rate of fresh graduates at Jiujiang University reached 91.25 % in 2018(JJU,2018).

SOCIAL
An ageing population means employers face a Labour market with fewer young people and more old ones. The flow of young people into the Labour market is insufficient to meet the main means for highly skilled workers. That means more attention needs to be paid to retaining skilled workers and retraining existing ones (CIPD,2013).

TECHNOLOGY
According to Zawacki-Richter et al. (2019), they put forward four applications of artificial intelligence in education in academic support services, administrative services and institutions: 1. Analysis and prediction; 2. Evaluation; 3. Personalized and adaptive systems; 4. Intelligent teaching systems. Artificial intelligence can be used for continuous analysis of students' grades and to predict the probability of learning failure or dropping out of a course (Bahadır, 2016). By using intelligent virtual reality technology, students can be guided in the learning environment of virtual reality and games to improve the teaching quality (Perez et al., 2017). 

For my organization, in order to promote the construction of information-based teaching in the school, Jiujiang University purchased the Super star network teaching platform and super Star Learning Channel, and organized all the teachers to participate in the special training of usage guidance (JJU,2019). Jiujiang University has built several virtual teaching laboratories and virtual simulation teaching platforms (JJU,2017).

With the development of artificial intelligence era, many colleges and universities in China offer artificial intelligence courses. As of May 2018, 32 AI colleges have been established in China. University research institutions are also strengthening cooperation between academic research and generation, enterprises and other institutions. China encourages colleges and universities with existing artificial intelligence majors to expand the scope of running schools and pay attention to the cross integration of artificial intelligence and computer, physics, mathematics and other disciplines. Higher education should cultivate professionals specialized in artificial intelligence, and help professionals in other disciplines to understand and use artificial intelligence (Yang, 2019). For my organization, Jiujiang University attaches importance to the construction of robot team. Our university encourages them to participate in the 2019 China robot and artificial intelligence competition (JJU,2019).

LEGAL
Teachers' salary management, maternity leave, insurance and other benefits are in accordance with the relevant national laws and regulations.

ENVIRONMENTAL
The social responsibility of colleges and universities lies in the cultivation of talents. Universities need to cultivate students' entrepreneurial ability and innovative spirit. The education of innovation and entrepreneurship has become a practical requirement for the reform, improvement, development and innovation of higher education (He et al., 2019). Jiujiang University has established a multi-dimensional innovation and entrepreneurship education curriculum system (JJU,2016). Jiujiang University launched OA office system to promote paperless office, and some courses explored the use of paperless test (JJU,2015).

Jiujiang university needs to develop sense making ability to be sensitive to the impact of labour market trends. Strive to be an agile and resilient organization that can respond to these complex changes. 
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I uploaded my TED talk audio through UWTSD's OneDrive and Shared it. If you have any problem opening it, please contact me. I am very sorry for the inconvenience.
Onedrive link: 
https://uowtsd-my.sharepoint.com/:v:/g/personal/1900241_student_uwtsd_ac_uk/EcWI29-ng6NGhF__zQGnkg8BVt8NwQodGZ-k0OTLrRRDEw
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According to Chow (2004), the social system, political system, legislation, the power of trade associations and labor unions, etc., have some influence on human resource practice. Under different institutional backgrounds, the influence of labor union and labor legislation is different at the enterprise level. Human resource management needs to take full account of national context and apply cultural theory, especially institutional theory, to develop context-based human resource management (Mayrhofer et al., 2019).

Various capitalist theories distinguish between the Liberal Market Economies (LMEs) and the Coordinated Market Economies (CMEs) (Hall and Soskice 2001; Thelen 2014). The Liberal Market Economies (LMEs) are represented by the United States, UK, Australia, etc. The Coordinated Market Economies (CMEs) are represented by China, Japan, Denmark, etc. The LMEs advocates a shareholder economy in which competition is the key core and the objective is to maximize short-term profits for business owners, with management and unions competing against each other. The government has minimal control intervention and encourages the use of market mechanism and hierarchy to solve coordination problems. However, in CMEs, more attention is paid to the broader stakeholders and coordination is carried out through non-market mechanisms such as relationship contracts and industry associations. Management and the union are more cooperative. In CMEs environment, management is subject to much greater institutional constraints than in LMEs environment. Because they need to follow the legal framework and the industrial relations system. It also limits their autonomy to some extent. Even within the same industry, there is a huge pay gap on the LMEs, and opportunities to fire employees are relatively unrestricted. But in CMEs, pay differentials are mostly at the industry level, with a tradition of long-term Labour contracts and greater protection against arbitrary dismissals (Hall & Soskice, 2001). Employees have less voice in LMEs and more voice in CMEs (Brewster et al., 2014; Brewster et al., 2015). Training occurs more often in CMEs (Goergen et al. 2012).

If Jiangxi Jiujiang University wants to operate in UK, under the free economic conditions, the university needs to pay attention to the legal problems caused by politics, economy, culture, system, institution and other differences in the formulation of human resources policies, especially the staff contract, so as to avoid labor disputes. There is a lot of leeway in performance appraisal and compensation practices. Attention must be paid to psychological contracts (Edwards and Rees, 2011).

According to Raizada (2019), employee relationship management is the key to the success of an enterprise. It emphasizes effective coordination, so as to improve employee engagement and creativity. In a free economy, the employment relationship is characterized by low trust, low commitment and low input (Rees & Edwards, 2016). According to Ryan & Deci (2000), self-determination theory proposes three main internal needs-competence, autonomy, and relational. These three psychological needs drive the self into action and are crucial to one's happiness.

Pay special attention to listening sympathetically to your employees (Hirsch, 2018). Employees' voices help build an open, trusting relationship between employers and employees and contribute to the success of the organization. For employees, it can increase job satisfaction, and participation in decision-making which is important for individual happiness and motivation (CIPD,2020).

To sum up, the human resource management policies and practices of an organization need to be flexibly adjusted due to different contexts, especially cultural and institutional perspectives. It is embodied in recruitment, performance evaluation, salary system, fair distribution, training and employee voice, etc. For example, it can attract candidates through flexible working hours; listen to employees with empathy to promote trust, commitment, engagement, and psychological engagement with employees to achieve organizational success.
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[bookmark: _Toc54224652]6. Acritical analysis of Atkinson’s Flexible Firm Model in light of predictions associated with the ‘open talent economy.’ Analyse the implications of this in Jiujiang University.

Atkinson's Flexible Firm Model is widely accepted by a wide range of people in society (Pollert, 1987). The company is looking for freedom in three aspects -functional, numerical and financial (Atkinson, 1984). However, Atkinson's Flexible Firm Model has been questioned by many scholars. According to Pollert (1987,1988), it is inappropriate for Atkinson's Flexible Firm Model to confuse the idea of description, prediction and prescription. Prescriptions are not easily discernible, and in fact it is very difficult to make "political" charges against a changing company. He argued that this was merely an intellectual justification for an ideological government action (Pollert, 1987).

Open talent economy is characterized by an ecological cycle mode. Enterprises should not only pay attention to the talents on the Balance sheet, but also pay attention to the talents acquired by other possible ways or means (HR Talents,2017) It is a collaborative, transparent, fast-revolving model. Open talent concept requires people to have concept changes, from 'ownership of talent' to 'Access to Talent' (Deloitte, 2013). Attracting and retaining talent is crucial because it has irreplaceable potential value (Keller and Meaney, 2017). According to Curado (2006), the concept of knowledge-based view emphasizes the importance of using intangible resources (such as talents and knowledge) and the learning ability of an organization to maintain a competitive advantage in a complex and rapidly changing environment. According to Armstrong (2014), the organization should not only ensure the quantity and quality of employees, but also select talents that fit the strategy of the organizational culture. Open talent Economy predicts a new way of working-people and work in a borderless workplace (Deloitte, 2013).

For my organization, Jiujiang University implemented Atkinson's Flexible Firm model, and combined with the prediction of the open talent economy, the strategy was implemented from three aspects.

Functional flexibility - In order to develop functional flexibility in the workforce, schools have increased training in a variety of skills. For example, Jiujiang University provides teachers with training on learning Access APP (JJU,2019), multimedia production, innovation and entrepreneurship education (JJU, 2012). University introduced more flexible working hours. In particular, in the face of the impact of the epidemic, we adopted a combination of online and offline teaching (JJU, 2020). It also provides an online learning platform for students' learning, which increases the autonomy and flexibility of learning.

Numerical Flexibility- Jiujiang University have increased the use of temporary and part-time workers. For some low-skilled employees, such as cleaning, student accommodation officer, etc. Through the way of part-time staff, Jiujiang University have recruited teachers from some famous universities for teaching and scientific research guidance. They can help by holding lectures, academic reports and other forms. My university employs visiting professors and scholars with strong research skills to provide guidance (JJU,2018). With the help of University Science and Technology park platform, teachers are encouraged to start their own businesses. In the mode of enterprise mentor, leaders of cooperative enterprises are invited to give lectures to students to supplement their practical experience. The pay is low, but there is a certificate of honor from the university (JJU ,2017).

Financial flexibility- Jiujiang University has established a new talent introduction system and salary system. Flexible introduction of special talents and talents in short supply, experts, etc., the university provides generous housing expenses, research start-up funds, etc (Gaoxiaojob,2020). The new compensation system will be evaluated and evaluated based on employees' performance. The school implements different assessment methods according to the staff of different posts, such as teaching post, teaching and research post, scientific research post, administrative post, etc. The teacher's performance will be based on the following, such as student feedback and evaluation, the level and number of articles published, the impact factors of the articles and so on (Kknews2016).

However, the school also encountered some challenges in the process of implementation. Such as the monitoring system of online teaching, the risk of outsourcing and so on.
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According to Lengnick-Hall and Beck (2009), organizational resilience refers to the ability to deploy different forms of strategic agility in unexpected situations and to respond effectively to changing conditions. It involves acting quickly and creatively on a case-by-case basis, taking strong and transformative action to minimize the impact of major events that are unavoidable or avoidable and have the potential to jeopardize the long-term survival of the organization (Heifetz et al., 2009). In a future world characterized by unpredictability, complexity, ambiguity, rapid change, and multiple stakeholders, organizations need resilience to respond to severely disruptive and surprising changes (McCann, 2004).

The two key resiliency capabilities are anticipation and ability to bounce back. Resilience is not only a quick response to unforeseen and problematic changes, but also the speed and determination to bounce back from serious setbacks (Marcos and Macauley, 2008). Organizational resilience involves the robustness, resistance, absorption, and corresponding ability of the organizational system, and even re-innovation when needed (McCann et al., 2009).

[bookmark: _Hlk52982453]SHRM
According to Armstrong (2017), SHRM's basic goal is to gain sustained competitive advantage by ensuring that organizations generate organizational capability through skilled, committed, engaged, and motivated employees. According to Alvesson (2009), SHRM is about managing all employment relationships to contribute to the organization's goals.
Strategic human resource management systems help develop the necessary knowledge, skills, capabilities, and other attributes and help invoke the appropriate processes to produce resilience results (Lengnick-Hall et al., 2011). Human resource policies and practices influence individual attitudes and behaviors, so as to gather individual contributions at the organizational level through the process of double interaction and attraction, so as to make the organization resilient (Lengnick-Hall et al., 2011).

According to Boxall and Purcell (2003), the AMO model proposed that performance was a function of ability, motivation and opportunity. HRM practices have an impact on individual performance if they encourage discretionary effort, develop employees' skills, and provide opportunities for people. Many scholars have studied the relationship between HRM and organizational performance. But it has also received some criticism. The so-called black box phenomenon is the "causal ambiguity" and "contingent factors" between HRM and corporate performance. According to Guest (2011: 11), it is still impossible to confidently assert that good HRM has an impact on organizational performance. According to Guest et al. (2000) observes the uncertainty of causality.

Emergency management through online teaching
For the organization where I work, the COVID-19 emergency poses a major challenge to the functioning of universities. Organizational resiliency and agility are key factors. According to Ayebi-Arthur (2017), e-learning can improve resilience in times of crisis. Through learning management systems and audio and video recordings of lectures, the teaching work continues. In order to ensure the normal teaching and research work during the epidemic, my university implemented online teaching and combined with e-learning tools. Schools have unprecedented access to global learning resources from national and international suppliers that provide teachers and students with free access to e-books, online journals and global databases. The university has obtained the resources of MOOC online class, and encourages teachers to use Learning APP and Tencent Conference APP for auxiliary teaching. Our school mainly relies on the on campus super star pan Ya network teaching platform, as well as the off-campus superstar xueyin online and MOOC (love course) platform to carry out online teaching (JJU,2020). It is the innovation brought by technology that increases the resilience of the organization.

Talent management
Talent management is one of the most effective tools for ensuring that employees remain engaged, thereby increasing employee retention (Pandita & Ray, 2018). According to Lee and steers (2017, cited in Alansaari et al., 2019), employee engagement is a precondition for organizational commitment. Talent management has a significant impact on organizational commitment (Kontoghiorghes, 2016).
According to Gandy et al. (2018), talent management in universities is becoming more and more complex, mainly for knowledge workers. Highly localized staff turnover can adversely affect a university's research capabilities, which in turn can put an organization at risk for achieving its strategic goals. Research shows the potential impact of age difference on talent management. Older workers want flexible working methods to create work-life balance (Chartered Institute of Personnel and Development, 2015).

For my organization, the school scrutinizes the dynamics of turnover and focuses on recruitment and retention policies and practices. The school provides employees with career development programs and training to improve their ability to identify and retain the best talent. Schools adjust their policies and procedures to the particular age groups so as not to lose important knowledge.

Organizations need to adopt SHRM policies and practices to influence employees' behavior through engagement, motivation and commitment, so as to improve employees' performance and enhance organizational resilience.
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"four worlds of work" in 2030

- The way we work is undergoing a fundamental transformation.

« great challenges to organizations, talents and human resources.

 best prepared for the unknown future, we need to have a deep understanding of how people think
the workplace is evolving and how it affects their employment prospects and future work lives.

« lead us to think about possible situations, such as how the demand for talents will change, how to
attract, retain and motivate the talents you need.

» Automation and Atrtificial Intelligence (Al) will affect every level of the business and its people.
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The forces shaping the future

- Technological breakthroughs-- Rapid advances in technological innovation

- Demographic shifts-- The changing size, distribution and age profile of the
world's population

- Rapid urbanisation--Significant increase in the world’s population moving to live
in cities

- Shifts in global economic power--Power shifting between developed and
developing countries

- Resource scarcity and climate change--Depleted fossil fuels, extreme weather,
rising sea levels and water shortages
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ANALYSIS OF CHINA LABOUR MARKET TRENDS
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* China's job market remained stable and tight (Stats.gov.cn, 2019) which improved slightly in 2019,
with more posted vacancies (13.2 million jobs) than jobseekers (South China Morning Post, 2019;
Briefing and Cyrill, 2019).

* China’s workforce Feaked in 2015 and at the end of 2018, 775.86 million people be employed.
Among these, the first industry employed 26.1%; the second production employment of the industry
accot;nted for 27.6%; employment in the tertiary industry accounted for 46.3 % (Mohrss.gov.cn,
2019).

* The average unemployment rates in the 31 provincial level capitals remained at 5 % in 2019 and NBS
warned that it will come under significant pressures from the record-high 8.3 million university
graduates this year (South China Morning Post, 2019),meanwhile, most workers being laid off in
China are in low-tier manufacturing and in the construction industries due to rising costs, the trade
war, and uneven urbanization.

* Demand for employees in new media management grew 10.8 times between 2013 and 2017, the
fastest pace of growth among all professions (Chinadaily.com.cn, 2019).

* Talentsin intelligent manufacturing, product development, quality control and supply chain
management , education, consulting, internet, e-commerce, media and culture industries will be
E\ighly sought in the coming years (Hays.cn, 2019; Zhaopin.com,2019).
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P: Central government policy; political stability; tax implication; global trade agreements and
restrictions

The government makes different policies to maintain economic stability and protect the interests of each
side of the market (Amanda, 2017).

The Chinese government has long linked employment of university graduates with social stability. Central
authorities have increased the quota for graduate school enrolment and has instructed state-owned
enterprises (SOEs), as well as the military, to hire more new graduates. Small firms that hire new
graduates can apply for a tax rebate.

The standard corporate income tax rate is 25%; however, the Chinese government reduces the rate to
15% for qualified businesses which operate in industries encouraged by the government. The individual
income tax rates range from 3% to 45% (PwC, 2020).
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China is the world's second largest economy in terms of nominal GDP (EIU, 2020).

China's unemployment rate may hit 10% (EIU, 2020).
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China has set a vision to be a global leader in science and technology. To achieve this, the country
launched ‘mass entrepreneurship and innovation’ programme in 2015. This programme aims to spread
entrepreneurship throughout China. It also aims to help the country to move from a labour-intensive
economy to an innovation-driven one(EIU, 2020).
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T: Al, automation, cloudy technology -- applied to the management & teaching session

The epidemic will accelerate digital upgrade and automation for companies in China, which will help to
drive down labour demand. The cost of Chinese workers, specially those with university education, may
decline in the coming years (EIU, 2020).
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There are a number of laws that regulate business and employment practices in China. For example,
labour standards, employee remuneration and benefits, labour disputes, and other relevant issues are
regulated by The PRC Labour Law 1995, the PRC Labour Contract Law 2007, and various administrative
regulations (Chen, 2019).

Labor law in PR.C, 1995; Teacher’s Law in P.R.C., 1993;

@ Teachers' authority

® Promotion of employment - The employment * Teachers' duty
of workers without discrimination on grounds + Teacher qualification system
of nationality, race, sex or religious belief

® Labor contracts and collective contracts

* Teacher appointment system

® Working hours and rest leave - paid annual
leave system

® Wages - Equal pay for equal work, minimum
wage protection system

® Occupational safety and health

® Special protection for female and juvenile
workers - Maternity leave for female workers

® Vocational training
® Social Security and welfare
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E: Carbon emissions; sustainable resources; CSR(corporate social responsibility)

The social responsibility of colleges and universities lies in the cultivation of talents.
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ORGANISATION)

* The employment situation is not optimistic.

* The Ministry of Education announced that in 2020, due to the impact of the epidemic, to ease the
employment pressure, the enrollment of master's degree students may increase by 189,000
compared with last year. Meanwhile, the scale of upgrade from junior college student to university
student may increase by 322,000 compared with the same period last year (Guangming Daily,2020).

* In 2018 and 2019, Jiujiang University has enrolled 255 students from junior colleges and universities
respectively. In 2020, Jiujiang University enrolled 1800 students in Jiangxi Province (Jiujiang
university,2020).

* Due to the expansion of enroliment, resulting in the demand for talents, the school announced the
recruitment plan in 2020. In 2020, the university plans to recruit 105 doctoral talents, 26 master
talents and 4 special talents (Jiujiang university,2020).
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According to The Economist Intelligence Unit Report (2020), the coronavirus
pandemic and the lockdown have affected virtually the entire global education
sector. Students have gone home, staffing has been reduced, and many academics
are now working from home.

International students will be scarce.

The shift to online learning has exposed the industry to more external competition
Countries that normally send large Numbers of students abroad, such as China,
may have the opportunity to expand their domestic educational institutions if
private and public funds allow it.

Donations will be hit by the recession

The likely decline in tuition fees will exacerbate the school's financial problems.
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The COVID-19 pandemic poses a challenge to global higher education.
From the strategy of social isolation on campus to the rapid development

of fully online courses, the higher education sector is responding to the

epidemic with agility. At the same time, universities also have the
opportunity to learn from the teaching development of other universities
(Crawford et al., 2020).
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The agile response China’s Ministry of Education

On 28 January, China's Ministry of Education announced the postponement of the
start of the spring semester (Khaliq, 2020). Zhejiang University went online by
February 24. Many other universities, including Tsinghua and Peking, have reported
similar timetables for the online transition (Leung & Sharma,2020). On March 1,
Shanghai Jiao Tong University unveiled its first online course.

Not all universities have the resources, academic capabilities, or capabilities to
make the transition to online delivery (Leung & Sharma, 2020).

Quality of the learning experience (Qu, 2020).

Continued social isolation affects academic team building at the front of the
classroom (Cappelletti, 2020)

Online teaching strategies have been implemented in China to support students'

continued learning(Crawford et al., 2020).
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Covid-19 and Chinese International Education

experiences of online teaching and learning, reflections

university’s coping mechanisms
an account of realities and feelings related to changes in academic life
coping strategies in Chinese higher education (Peters et al., 2020)
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“together shape a future that works for all by
putting people first, empowering them and
constantly reminding ourselves that all of these
new technologies are first and foremost tools made
by people for people” (Professor Klaus Schwab,
2016)
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‘\ Incongruity between the supply and demand of talent

Talent Management Strategy ;J can be addressed and resolved (Cappelli, 2008)

/n “the outcomes of talent planning are programmes for
Talent Resourcing 1 II obtaining people from within and outside the organization

/‘ (internal and external resourcing)” (Armstrong, 2017,p.267)

“Learning and development policies and programmes are key components
Talent Development w of talent management. They aim to ensure that people acquire and enhance

/\Q the skills and competencies they need” (Armstrong, 2017 p.267)
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For Outstanding Talents

+ 1. Annual salary of RMB 250,000 to 500,000, negotiable according to actual situation;

+ 2. The school will provide housing subsidy of RMB 600,000, which will be paid year by year in proportion to the actual working hours of the school;
+ 3. A one-time payment of 120,000 YUAN for the family;

+ 4. The university will provide 150,000 to 200,000 YUAN of research start-up funds;

+ By applying for national and provincial scientific research projects, the university will provide corresponding supporting research funds of 300,000-2 million RMB.
For Excellent doctors at home and abroad (generally no more than 35 years old)

+ 1. Housing subsidy and resettlement expenses: RMB 250,000 to 600,000;

+ 2. Start-up funds for scientific research: 30,000-80,000 YUAN for liberal arts, 40,000-120,000 yuan for science (medical), and 50,000-160,000 yuan for engineering;

+ 3. Doctoral degree allowance: RMB 1000 / month within the employment period.





image38.png
RECOMMENDATIONS

«1. Clear Talent Management Strategy

« 2. Talent Resourcing

« 3. Performance management (Appraisal)
4. Talent Retain




image39.png
- S
Reference

« Armstrong M. (2017) Armstrong’s Handbook of Human Resource Management Practice 14th Ed. London: Kogan Page
« Bradley, A (2016) Talent management for university. Australian Universities’ review, 58(1), pp. 13-19.

« Brewer, P. D and Brewer K.L (2010) Knowledge management, human resource management and higher education: A

theoretical model. Journal of education for business, 85, pp. 330-335.

« Briefing, C. and Cyrill, M. (2019). China Labor Market: Hiring Costs, Job Preferences, Talent Acquisition. [online] China
Briefing News. Available at: https://www.china-briefing.com/news/china-labor-market-hiring-costs-job-preferences-talent-

acquisition/ [Accessed 6 Sep. 2019].

« Cappelletti, A. (2020, March 13). China’s coronavirus lockdown: ‘In this situation, it is important to just keep going’. Times
Higher Education. https://www.timeshighereducation. com/opinion/chinas-coronavirus-lockdown-situation-itimportant-just-
keep-going

» Ceicdata.com. (2019). China Labour Productivity Growth [1953 - 2019] [Data & Charts]. [online] Available at:
https://www.ceicdata.com/en/indicator/china/labour-productivity-growth [Accessed 6 Sep. 2019].

H





image40.png
A
Reference

« Chen, A. (2019) Doing business in China, available at https://uk.practicallaw.thomsonreuters.com/8-501-

1377?transitionType=Default&contextData=(sc.Default)&firstPage=true&bhcp=1 (accessed 10 January 2020)

« Chinadaily.com.cn. (2019). China's job market stable with new features: report - Chinadaily.com.cn. [online] Available at:
http://www.chinadaily.com.cn/a/201903/20/WS5c¢91d1f3a3104842260b197c.html [Accessed 6 Sep. 2019].

« Crawford, J., Butler-Henderson, K., Rudolph, J., Malkawi, B., Glowatz, M., Burton, R., ... & Lam, S. (2020). COVID-19: 20

countries' higher education intra-period digital pedagogy responses. Journal of Applied Learning & Teaching, 3(1), 1-20.

« Curado, C. and Bontis, N. (2006) The knowledge-based view of the firm and its theoretical precursor. International journal

of learning and intellectual capital, 3(4). pp. 367-381.

« CIPD (2020) PESTLE analysis. Available at: https://www.cipd.co.uk/knowledge/strategy/organisational-

development/pestle-analysis-factsheet (Accessed: 26 February 2020).

« Edwards, T. and Rees, C. (2011) International Human Resource Management: globalisation, national systems and
..lltinational companies. 2nd ed. Essex: Palgrave





image41.png
Reference

« EIU (2020) Covid-19 and the crisis for higher education, A report by The Economist Intelligence Unit. Available at:
https://www.eiu.com/n/covid-19-the-impact-on-higher-education/ (Accessed: 25 Jun. 2017).

« Guangming Daily (2020) Available at:
« http://www.gov.cn/zhengce/2020-02/29/content 5484774.htm (accessed 29 February 2020)

« Gandy, R. Harrison, P. and Gold, J. (2017) Talent management in higher education: is turnover relevant? Talent
management, 42(9), pp. 597-610.

« Griffiths, D.A. Inman, M. Rojas, H. and Williams, K (2018) Transitioning student identity and sense of place: future
possibilities for assessment and development of student employability skills, 43(5). pp. 891-913.

« Hatch, N. W., & Dyer, J. H. (2004) Human capital and learning as a source of sustainable competitive advantage.
Strategic Management Journal, 25, pp.1155-1178.

« Hays.cn. (2019). [online] Available at: https://www.hays.cn/en/press-releases/HAYS_2014750 [Accessed 6 Sep. 2019].

« Jobs lost, jobs gained: workforce transitions in a time of automation (2017). McKinsey Global Institute, Available at
https://www.mckinsey.com/featured-insights/future-of-work/jobs-lost-jobs-gained-what-the-future-of-work-will-mean-for-
jobs-skills-and-wages (Accessed on 7 Sep 2020)

« Xinhuanet.com. (2019). More jobs available for Chinese graduates: report - Xinhua | English.news.cn. [online] Available
: http://www.xinhuanet.com/english/2018-12/14/c_137673782.htm [Accessed 6 Sep. 2019].




image1.jpeg




image42.png
D @499
Reference

« JJU (2020) Available at: http://www.gaoxiaojob.com/zhaopin/zhuanti/jjixy2019/index.html (accessed 31 August 2020)

« Khalig, R. (2020). China prolongs school closure amid coronavirus outbreak. Anadolu Agency.
https://www.aa.com.tr/en/asia-pacific/china-prolongs-school-closure-amidcoronavirus-outbreak/1716100

« Leung, M., & Sharma, Y. (2020, February 21). Online classes try to fill education gap during epidemic. University World
News. https://www.universityworldnews.com/post. php?story=202002210836032

« Mohrss.gov.cn. (2019). [online] Available at:
http://www.mohrss.gov.cn/SYrlzyhshbzb/dongtaixinwen/buneiyaowen/201906/P0201906 1056669471924 1.pdf [Accessed
6 Sep. 2019].

« Peters, M. A, Wang, H., Ogunniran, M. O., Huang, Y., Green, B., Chunga, J. O, ... & Khomera, S. W. (2020). China’s
internationalized higher education during Covid-19: collective student autoethnography. Postdigital Science and
Education, 1.

« PwC (2020) Overview of PRC Taxation System, available at: https://www.pwccn.com/en/services/tax/accounting-and-
payroll/overview-of-prc-taxation-system.html (Accessed 10 January 2020)

« PWC (2020) Workforce of the future, The competing forces shaping 2030

« https://www.pwc.com/gx/en/services/people-organisation/workforce-of-the-future/workforce-of-the-future-the-competing-
forces-shaping-2030-pwc.pdf
39





image43.png
I 4099999
Reference

* Qu, L. (2020). Online learning: When class is just a click away. Duke Kunshan University. https://www.scmp.com/tech/
enterprises/article/3048891/chinas-traditional-schoolsembrace-online-learning-coronavirus

« Schwab, K. (2016) The Fourth Industrial Revolution. World Economy Forum, Available at
https://www.weforum.org/about/the-fourth-industrial-revolution-by-klaus-schwab (Accessed on 7 Sep 2020)

« South China Morning Post. (2019). China job market improves in second quarter despite record low growth rate. [online]
Available at: https://www.scmp.com/economy/china-economy/article/3019015/chinas-job-market-improves-second-
quarter-despite-record-low [Accessed 6 Sep. 2019].

« Soft skills for a hard world (2018). McKinsey Global Institute, Available at https://www.mckinsey.com/featured-
insights/future-of-work/five-fifty-soft-skills-for-a-hard-world (Accessed on 7 Sep 2020)

« Stats.gov.cn. (2019). The employment scale continues to expand stably for a long time - Report on the series of
economic and social development achievements of the 70th anniversary of the founding of New China. [online] Available
at: http://www.stats.gov.cn/tjsj/zxfb/201908/t20190820_1692213.html [Accessed 6 Sep. 2019].

« Stats.gov.cn. (2019) Meng Canwen: The employment priority policy is fully exerted. The employment situation is
generally stable. The Director of the National Bureau of Statistics interprets the “semi-annual report”.[online] Available at:
http://www.stats.gov.cn/tjsj/sjjd/201907/t20190717_1676917.html [Accessed 6 Sep. 2019].





image44.png
e
Reference

« Van den Brink, M., Fruytier, B. and Thunnissen, M. (2013) “Talent management in academia: performance systems and

HRM policies”, Human Resource Management Journal, 23(2), pp. 180-195.

« Wiklund, J. and Shepherd, D. (2003) ‘Knowledge-based resources, entrepreneurial orientation, and the performance of

small and medium-sized businesses’, Strategic Management Journal, 24, pp.1307-1314.

« Whelan, E. and Carcary, M. (2011) “Integrating talent and knowledge management: where are the benefits?”. Journal of
Knowledge Management, 15(4), pp.675-687.

« Zhu, J. (2019) The composition and evolution of China’s high-level talent programs in higher education. ECNU reviews of
Education, 2(1), pp. 104-110.





image45.png
The Future of work Session (30 minutes)

Aim

To develop knowledge and understanding of future of work, labour market
and HR practice.

Learning Outcomes

At the end of the sessions learners will be able to:

LO1 Recognize the importance of megatrends

LO2 Demonstrating how to use the PESTLE analysis in your chosen
organisation

LO3  Understanding how future of work impact on HR practice in your
chosen organisation
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Learning |_. R 5 .
Time Intentionality Activity Resources
Outcome
1 minute Welcome and introduction Power Point slide Written Agenda
1 minute Aim and learning outcomes Power Point slide
Q1: Based on your own experience
and  organization,  discuss  the
LO1 8minutes possibility of your career being|Group discussion
automated, and discuss the skills your
career will need in the future.
LO1 5 minutes  |Each group give presentation

Question 2: How employee
recrvitment is conducted in your
LO2 8minutes o B B Group discussion
organisation with your experience?

Evidence-based with data

LO2 5 minutes  |Each group give presentation

1 minute RECAP of learning Happy Sheet
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