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Abstract

The current human resource management model in Chinese universities has problems such as un-
clear management ideas, ineffective allocation of human resources, lack of training and develop-
ment mechanisms for human resources in universities, and inadequate talent incentive mechan-
isms. Targeted reforms are imperative. By analyzing the human resource management models of
universities in the United Kingdom, the United States, and Japan, this provides reference for the
reform of human resource management models in Chinese universities. The management con-
cepts and systems of universities in these three countries all reflect the importance attached to the
personal development of teaching and academic staff, which is particularly evident in British uni-
versities. The management of American universities is characterized by fair, open, and strict sys-
tems. Chinese universities need to innovate systems based on the transformation of concepts, and
build more fair, open, strict, and detailed assessment and incentive mechanisms. Japanese univer-
sities provide more generous incentives for teaching and academic staff, and the open personnel
mobility system is also worth learning from in Chinese universities, which can be used to alleviate
the problem of human resource allocation shortage. In addition, the reference to other manage-
ment models should also be based on the current situation of higher education in China. In today’s
era, the development of universities cannot do without a high-quality team of teaching and academic
staff. Building a people-oriented human resource management model in universities requires
changing traditional concepts, continuously improving management mechanisms, fully mobilizing
the enthusiasm of teaching and academic staff, developing their potential, and promoting the long-
term development of universities.
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