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[bookmark: _GoBack]1.0 Glasgow needs in the present and future
 In terms of the current and future needs of the industry,First, Glasgow needs to attract and retain the best talent, which I think every organisation must have. Second, strategically adjust personal performance and development plans. Third, build leadership and ensure capacity development. Fourth, a flexible and equitable compensation and performance system that rewards outstanding talent, which I think is similar to the second point. Fifth, embed the development of internationalization. Sixth, to maximize the employee engagement, I think this is the most important point. Finally, it supports cultural transformation to some extent.

2.0 Glasgow's strategy
These issues are well identified and come up in the discussion. First, the University of Glasgow uses the best recruitment and retention methods. For example, in the aspect of recruitment, the school establishes a direct relationship with media suppliers and improves the reputation and popularity of the school through advertisement placement, so as to better attract excellent employees. In terms of retention, to provide a work environment in which workload is distributed efficiently and equitably, allowing managers and employees to engage in meaningful, challenging and achievable workload activities, including recognition and appreciation of work-life balance. In the future development of the University, this strategy is also the way to help Glasgow University to achieve effective competition. (C. Argyris. 1977)
Second, in terms of performance and remuneration, a fair performance appraisal and satisfactory remuneration are the criteria for employees to decide whether to leave or not. Glasgow has a flexible and responsive approach to rewards and an ability to identify excellence, effectively implementing the Framework Agreement, including uniform pay scales, consistent job evaluation, uniform terms and conditions of employment, and performance-related pay through objective rewards and recognition. For example, maintain effective supervision of "people" and promote the development of universities at the cost of ensuring future interests. "People" costs now account for 53 per cent of turnover; These have remained below 60% for five years. These flexible strategies can improve the consistency between pay and performance across all job types. Implement a "simple and easy to understand" compensation and flexible benefits framework for staff to match the University's strategy now and in the future. ( P. Senge , 1992)
Thirdly, I think the most important thing is that an excellent organization must have an excellent leader, who can help the organization to establish clear strategic goals and formulate appropriate strategic plans for organizational development. Therefore, it is crucial to establish leadership and ensure the development of capability. Glasgow builds world-class strategic leadership by applying a comprehensive organizational development framework that maximizes the capabilities of all employees and develops leadership capabilities. To provide effective mentoring and mentoring support to academic and other staff throughout their careers. Secondly, it is necessary to improve employee engagement. Only when employees love their work can they treat their work enthusiastically. When they encounter problems, they will try their best to solve them rather than escape from them. In Glasgow, the school has developed an internal communication strategy for all staff, which contains "best practice", and introduced an effective toolkit aimed at improving the university's performance in this area. Based on employee survey feedback (2011), employee attitudes (2012)), the lack of involvement of some employees in the university was acknowledged and areas for future action plans were identified.

3.0 Limitations
Finally, Glasgow mentions the development of embedding internationalization and a certain degree of cultural transformation. Glasgow engages its staff in global activities and promotes cultural diversity. Maximize the ability to attract and retain world-class talent and provide transnational education. Build a dynamic, ambitious and supportive culture that anticipates internal and external challenges and provides flexible evidence-based solutions. In fact, at present, these strategies have helped Glasgow to develop and to some extent helped Glasgow to achieve a leading position in the industry, but there are also limitations. First of all, as a school, most of the staff and students are from the local or nearby cities, which is very important to pay attention to the fact that most of them have passed on the local culture and customs, because a university with local characteristics will make it better integrated with the society, and it will be more suitable for people's needs, no matter teachers or students. (V.Sick, 1993) Secondly, I think there are certain risks in the strategy of cultural transformation to a certain extent. The so-called cultural transformation means that the cultural crisis deepens to a certain extent and causes profound cultural transformation. Here, it means that the dominant cultural mode of a particular era, a particular nation or group is replaced by a new dominant cultural mode. In this sense, cultural transformation, like cultural crisis, is not a frequent social and historical phenomenon. So a cultural transformation would not have been necessary if there had not been a profound cultural crisis, "which destroyed much of the territory once occupied by substantive traditions, Christian faith, and deference to the ancestors, and to authority in the family and other institutions," and "led to the discovery of many unexpected difficulties." (On tradition. E-hills, 1991, p. 28.)





4.0 Summary
To sum up, in face of the current needs of Glasgow, I think attracting and retaining excellent talents is the most basic need. Secondly, a smart leader and fair and flexible reward mechanism are what Glasgow needs to continuously optimize at present and in the future. Finally, I personally believe that the school should pay more attention to the thoughts of most people. Although cultural transformation and internationalization can help the school develop rapidly to some extent, if this strategy is not in a good direction, it may affect the original development of the school.
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