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ABSTRACT

It is the fundamental way of improving the current human resource
allocation efficiency in Chinato make market play adecisiverolein human
resourceallocation. By analyzing the connotation of market-oriented human
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resourceall ocation, the history and existing problems of human resource
alocationin Chinaareillustrated:supply and demand of human resources
is unbalanced; the human resource allocation structure and flow trend are
unreasonabl e. Finally, this paper proposesthat the objective can berealized
by implementing scientific macro-control of the government, perfecting
market-oriented human resource all ocation system, and optimizing service

functions of human resource market.
© 2014 Trade Sciencelnc. - INDIA

INTRODUCTION

Decision of the CCCPC on Some Mgjor Issues
Concerning Comprehensively Deepening the Reform
(hereafter referred to as Decision) approved by the
Third Plenary Session of the 18" Central Committee of
the Communist Party of Chinaproposestheindication
to “let the market play the decisiverolein allocating
resources”’, which has pointed out aclear directionfor
al ocation of human resourcesin China Different modes
of resourcedlocationwill generatedifferent allocation
efficiencies. Practice provesthat market economy isthe
most effective system of al ocating resourceswhen com-
pared with other economic systems. Itisthefundamenta
way of improving the current human resource alloca-
tion efficiency in Chinato let market play adecisive
rolein human resource allocation. Chinese and over-
seas scholars have al so launched various researches.
Through comparativeanaysison humanresourcedlo-

cation efficiency before and after reform and opening
up in China, WU Li™¥ pointed out that freedom degree
of job sel ection among workers haspositive correla-
tionwith thevigor of themarket to allocate human re-
sourcesaswell ashuman resourced | ocation efficiency.
WU Di? evauated thedlocation efficiency of scientific
human resourcesin 30 areas of Chinain 2011 fromthe
angleof input and output. According to theresult, the
overdl humanresourceallocation efficiency islowin
China; only 6 areas present effectiveallocation, just
occupying 20% of the total amount in China.
XUJingyong® mentioned that it wasbeneficid to bresk-
ingthedua structureof city andtownandredlizingfree
flow of urbanand rura elementsto let themarket play
the decisive role in allocating resources. WU
Guanghing stated that major factorsof affecting mar-
ket-oriented human resource allocation in Chinain-
cluded: state-owned enterprisesdid not truly redizein-
dependent management and respong bility for their own
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profit andloss; theexisting mechanismrestrained retio-
nal flow of talents; the socia security systemwasin-
complete. Irene® analyzed the devel opment history of
China’sprivateenterprisesand pointed out that thelife-
time employment and equd salary systemimplemented
by planned economy aswell asthelack of autonomous
right anong employersaffected theeconomic efficiency.
JieKe, Chermack!® etc. compared theinfluences of
different economic sysemsbeforeand after reform and
opening up on human resource devel opment in China.
They mentioned that the demand for talent at high lev-
elswasrising sharply now in China; we had abundant
human resources, but theoveradl labor quaity waslow;
the brain drain phenomenon was severe; the combined
actionof political, economica and culturd systemswas
needed to solve the above problems. Marian!” ana-
lyzed thereform processfor central planning distribu-
tion system of Rumaniain 1989, and pointed out that
resource alocation modesunder different organization
patternswould bring about different economicefficien-
cies. Nattawut, Phapruke® etc.indicated that human
capitd, market innovation ability, and reputation capita
wereindexesof ng resource all ocation of com-
panies, besides, freedom degree of market, devel op-
ment prospect of market, and qudity of humanresources
would also affect abundance degree of resources.
Based onthe previousresearches, by combining with
corecontentsin Decision, thispaper andyzestherea-
sons for market to play adecisiverolein human re-
sourceallocation, hoping to providereferencesfor a-
location of China’shuman resources.

CONNOTATIONOFTHE DECISIVEROLE
OF MARKET INHUMAN RESOURCEAL -
LOCATION

Inorder to makethe market play adecisiverolein
human resourceall ocation, thelaw of value, competi-
tive mechanism, and supply and demand mechanism
must play adecisiverolein the processof humanre-
sourcealocation, so asto realize sdf-control, self-re-
draint, and self-actudization of human resourceduring
theall ocation process. Specificaly speaking, Themar-
ket in decisiveroleof humanresourcesallocationis
embodied inthreeaspects?. 1. Pricemechanism. Price
on the human resource market isshown asthe salary
degree. Itisadominant index of eva uatingtheva ue of
human resource; besides, it isa so theeconomiclever-
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ageof automaticaly adjusting dlocation among differ-
ent regions, industries, and positions. Pricemechanism
can stimulate the advanced things, spur thosethat are
backward, and adjust the supply and demand through
specific prices. Inthisway, human resourcealocation
will be ableto meet therequirementsof law of vaue,
and thehighest efficiency can begained with thelowest
cost. 2. Competitivemechanism. Onthehumanresource
market, workerswill competewith each other in order
to acquire favorable remuneration and development
space; meanwhile, employerswill also fight for excel-
lent and high-qudlity tlentsaccording totheir strategic
targetsand devel opment trend, so asto realize profit
target of the enterprise. Principle of maximum profits
between workersand employershasformed the com-
petitive mechanism based on two-way selection. On
theonehand, such mechanism forcesworkersto study
hard and make continuous progress. On the other hand,
it dso promoteseffectivedlocation of humanresources
and material resources. 3. Supply and demand mecha
nism. Supply and demand mechanism can adjust the
contradiction between supply and demand of human
resources, so as to push them into abalanced state.
When acertain kind of talentsis scarce, more human
resources, materia resources, and financial resources
will beputintothisfield. If supply exceedsdemand,
input of human resourceswill beautomatically adjusted
to other fields. In addition, supply and demand mecha-
nism can also regulate structura balancein humanre-
source alocation, and make human resources flow
among different departmentsand regions. Inthisway,
theoverd| bal ance of human resourcedlocationwill be
redized.

HISTORY OFHUMAN RESOURCEALL OCA-
TIONIN CHINA

Great changes have happened to China’seconomic
sysemsincethenew Chinawasfounded: fromthesingle
public ownership system and planned economy to the
system dominated by planned economy and supple-
mented by market economy, and finally to socialist
market economy. Human resources, together with ma-
terial resourcesand financial resources, haveformed
three production factors, and itsalocation wayshave
also experienced a process of constant changes and
continuous optimization. The process can bedivided
into four stages:
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The first stage (1949-1977) was dominated by
planned dlocation of thestate. After thenew Chinawas
founded in 1949, alarge amount of low-quality |abor
forcewasgathered inrural areas. On the other hand,
citieslacked high-quality and high-skilled talents, so
supply and demand of talentslost baance serioudy. In
order to guarantee the demand of nation-building for
taents, the government regul ated that college gradu-
atesshould bedlocated by thestatein the 1950s, mean-
while, independent recruitment of enterprisesand pub-
licingtitutionswasrestricted. Asaresult, highly con-
centrated system of planned management wasformed
gradually. Asfor themagjor characteristics, theright of
human resource dlocation was controlled by the gov-
ernment: workers had no right of job selection and free
flow, and employershad no right of independent man-
agement. Thephenomenon of “egditarian practice”’ was
quitecommonin allocation. With devel opment of so-
cia economy;, disadvantagesof planned dlocationwere
reveded gradudly: humanresourcestructuredlocation
serioudy lost baance; employerslacked staff and mean-
whilehad redundant personnd ;invig ble unempl oyment
was serious; as aresult, the efficiency of human re-
source allocation was severely affected and the pro-
ductionratewaslow. Grossdomestic product of China
in 1978 was 364.52 hillion Yuan, whilegrossdomestic
product of America during the same period was
3,864.27 hillion Yuan, 10.6 timesmorethanthatin China

In the second stage (1978-1992), planned alloca-
tion and market all ocation co-existed. After theThird
Plenary Session of the 11" Central Committee of the
Communist Party of China, economic policy of thecoun-
try wastransformed into market economy under planned
economic system, whichwasasysteminwhich planned
all ocation system of the government and market alo-
cation system co-existed, but planned economy till took
dominant position. During thisstage, huge changeshap-
pened to policy and system of human resourcealloca-
tion: thecommaodity attribute of human resourcewas
acknowledged gradually; the scope of mandatory
planned all ocation decreased gradually; |abor factor
market started to devel op; theold patterninwhichjob
selection and personne flow was controlled by thestate
was broken preliminarily; both enterprisesand work-
ersgained rel aively greatautonomousright of employ-
ment and job sel ection. However, theway of planned
alocation till occupied agreat proportion, administra-
tive regul ation wasthe major form of labor flow, and

thefunction of market mechanismwastill weak.

In the third stage (1993-2013), market played a
foundational rolein resourcealocation. After summa-
rizing the experience of socialist economic construc-
tion, The 14th Nationa Congress of the Communist
Party of Chinaclearly pointed out that “market playsa
foundationd roleinresourcedlocation under socidist
state macro-control”’, thusthe status of market economy
was determined. With expression for thefoundational
function of market, humanresourcedlocationwasaso
moreliberalized and marketized. Inthelate 1990s, state-
owned enterprise reform wasimplemented and civil
servant system wascarried out. At the sametime, the
system inwhich college graduates were allocated by
thestatewas cancelled, and household registration re-
formwas conducted, thusall ocation efficiency of hu-
man resourceswas further increased. The Third Ple-
nary Session of the 16" Centrd Committee of the Com-
munist Party of Chinafurther proposed that “thefoun-
dationd roleof market inresourcealocation should be
expressed to alarger extent”. Therefore, the status of
market economy wasintensified ceasel esdy, but mar-
ket was gtill positioned at aleve of foundational rolein
resourceallocation.

Inthefourth stage (2013-now), market playsade-
cisiverolein human resourcedlocation. After thedlo-
cation way based on market waspreliminarily estab-
lished and operated for several years, somecontradic-
tionsat deeper level were disclosed. For example, tal-
ent alocation structurewas serioudy unreasonablein
China, and labor distribution was unbal anced among
industriesand regions. Therewasalack of high-quaity
labors, but supply of common workersexceeded de-
mand. Allocation of officesand publicinstitutionswas
till dominated by planned all ocation. At thesametime,
househol d regi stration system, file system, and compi-
lation system seriously hindered talent flow in China,
and the talent allocation way could not adapt to the
demand of economic devel opment any more. Under
such situation, the Third Plenary Session of the 18"
Central Committee of the Communist Party of China
heldin Nov. 2013 clearly pointed out, “Reform of the
economic system should be deepened by closely cen-
tering on thedecisiveroleof market inresourcealloca-
tion.” Thereby, themarket law of value should play a
dominant roleand administrative regul ation of thegov-
ernment must be weakened in thedl ocation process of
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human resources. Meanwhile, therestriction of various
institutionsand mechanismsof market-oriented aloca
tion of human resources must be broken down. Both
theory and practice provethat market-ori ented resource
dlocationisthemost effectiveform.

MAJOR PROBLEMSOF HUMAN RE-
SOURCEALLOCATIONIN CHINA

Unreasonablestructureof human resour ceallo-
cation

Firstly, the space structure of human resourcedlo-
cationin Chinaisunreasonable. China’shuman resource
mainly flowsfromrura areasto cities, from central and
western regionsto eastern regions, and from Chinato
developed countries. It possesses obvious characteris-
ticsof “seeking profit”, “pursuing urbanlife”, and “go-
ingtoforeign countries”. The proportion of employed
populationin citiesand townsin theeast, middle pat,
andthewest was47.4:21.7:22.0in 2012. Duetolong-
term existence of such trend, thereisaseverelack of
talentsinrural areasaswdll ascentral and westernre-
gionsinChing; fird-tier citieslack high-level innovative
talents. This has further widened the economic gap
among different regionsand countries. Secondly, the
alocation structure of industriesis also unreasonabl e.
In 2012, the structure of three industries was
10.1:45.3:44.6 in China and the labor distribution
amongthreeindustrieswas 33.6:30.3:36.1. However,
human resourcedl ocation among thethreeindustriesis
relatively even. Thereisagreat deviation between the
output va ueand employment structure. A largeamount
of labor forcestaysat theleve of traditional industry. In
addition, inthemicroscopic view, idle human resources
and human resource shortage co-exist. Morethan half
of talents concentrate on non-industry departmentslike
government agenciesand publicingtitutions. Tdentsin
industry departmentsoccupy lessthan 60% of total tal-
ents, which hasresulted in critical shortageof taentsin
industry departments, such phenomenon hascaused a
hugewaste of human resources.

I mbalance between supply and demand of human
resour ces

Personal quality and ability of laborsareinconss-
tent with social needs. On the one hand, thereis an
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absoluteshortageof high-leve taents, ontheother hand,
thereareidle human resourcesincluding thosewith un-
employment problems. Under thetraditional humanre-
source alocation system, human resource allocation
carriesthick administrative color. Employerslack the
right of freeemployment and workersdo not havethe
right of flexiblejob selection. Household registration
andfilesystemshave becomethe shackleof talent flow.
According to dataissued by Nationa Bureau of Statis-
tics, registered unemployment ratein citiesand towns
was4.05%in 2013. If peoplewithinvisbleunemploy-
mentinrural areasareall considered, China’sunem-
ployment ratewill be higher. Onthe other hand, thereis
alack of “3-high” tdlents. Accordingto atistica andys's
of ChinaHuman ResourcesMarket Information Moni-
toring Center, the demand gap for middle-leve or high-
level talentsisstill great; demand far exceeds supply.
Theratio between job vacancy and number of job ap-
plication peopl e of technicians, senior engineers, and
high-level skilled personnel isthegreatest, 1.89, 1.79,
and 1.66 respectively. Input in human resource devel -
opment isserioudly insufficient in China. Quality and
professional structure of talents cultivated by colleges
and universitiesisincons stent with thesocia demand
for labor quality and structure. Asaresult, the contra-
diction between supply and demand of human resources
isaggravated.

Unreasonableflow of human resour ces

Characteristics of human resourceflow in China
aretheflow subject isgenera human resource, while
professiona human resourceslack sufficient flow. Rapid
development of urban economy hasformed atensile
force. Asaresult, a“peasant worker rush’” hasformed,
which hascaused large-sca eblind and disordered trans-
fer of labor forcein ashort time. Correspondingly, nu-
merous socia problemsare brought about. Compara
tively speaking, theflow rate of professiona skilledta-
entsand high-skilled talentsislow. Ownership system
of talentscannot be broken, and talentsare restricted
by identity, registered permanent residence, andfilere-
lation. Asaresult, it’shard for talentsto fredy enter the
market. Thosewho want to go are closely grasped by
units, while abundant talents cannot flow out. Besides,
China’shuman resourceinformation network congtruc-
tion cannot serve human resourcealocation well. Sup-
ply and demand i nformation channelsamong different
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regionsand industries are not smooth, which has seri-
oudly affected flow of human resources. Inconclusion,
under thetraditional system, dueto the restriction of
household regigtration sysemwith urban and rural iso-
lation, planned all ocation mechanism, and labor and
personnd management system, high demissoncog, job
application cost, migration cost, and opportunity cost
must be paid for human resource flow. Thereby, the
overal humanresourceflow in Chinahasasmal scae,
low frequency, and low efficiency™.

I mperfect lawsand regulations

The current labor laws of Chinaareincomplete.
Theprotection of laborersislack, therelevant provi-
sonsaretoogenera, Thestatelaw isinconsistent with
lawsissued by different regions. Besides, conflict and
contradiction even exist in some aspects. Asaresullt,
during the specificimplementation process, different re-
gionsoften executelaws according to thelocal condi-
tions, and variousenterprisea so do thingsintheir own
way. The method of “management”, “barrier” and
“coaxing” isadopted for workers, thusfreeflow of tal-
entsisserioudy restricted. Management for employers
isstill substandard. Onthe onehand, thereisalack of
effective support measuresand policiesfor employers,
on theother hand, no scientific and reasonabl e supervi-
sion measureisformulated. Asaresult, theemployers
cannot gain strong support in talent introduction and
development, and it isoften moredifficult for private
enterprisestointroduce high-level talents. Moreover,
duetotheimperfectness of law, someemployerswill
utilizethelegal loopholeand damagetherightsandin-
terestsof talents during employment and job selection.

Constraint of traditional thought of planned
economy

Theorgansand publicinstitutionsof Chinahave
been reconstructed, but the reform is halfway. M ost
adminidrativeorganizationsand sate-owned enterprises
of Chinastill implement the management system of
planned economy era. With the backer of government
and good economic strength and monopoly capitals,
they are not worried about profit of theunits. Aslong
asthey edgeinthe“China’s’ enterprise, they will gaina
lifelong guarantee. Regardless of their ability and per-
formance, they will beableto get thesdary every month.
Besides, thereis considerabl eretirement pay after re-

tirement. Such “iron bowl”” stemming from the era of
planned economyispursued by different levelsof gradu-
ates. Therefore, the phenomenon of “pursuing public
ingtitution” or “pursuing civil servant” isformed. More
than 1.5million peopleparticipated in tatecivil service
examinationin 2013, with an overal competitiveratio
of about 75:1. “Hot trend of statecivil serviceexami-
nation” reflects someunderlying problemsin China’s
incomedistribution and socia security. Employment
mechanism of adminigration sectionsisrigidified, which
has serioudly restricted vitality and crestivity of human
resourcesinthewholenation.

RELEVANT POLICIESOFREALIZINGTHE
DECISIVE ROLE OF MARKET INHUMAN
RESOURCEALLOCATION

AsshowninFigurel, inorder torealize market-
oriented alocation of human resources, five systems
covering target system, basi c system, support system,
security system, and power system arerequired. Spe-
cifically speaking, macro-control of thegovernmentis
theguarantee systemto redize market-oriented alloca-
tion of human resources. Scientific macro-control of
thegovernment can create excellent conditionsfor mar-
ket economy and guide sound devel opment of market
economy under market failure. Perfect market system
isthebasic system of redlizing the decisiverole of mar-
ket in human resource dlocation. It isthe basic condi-
tion of market-oriented human resource alocation to
help talentsflow fregly by breaking household registra:
tionandfilerestrictionsand to allocate humanresources
accordingtolaw of vaue. Highly devel oped talent mar-
ket can greatly promote optimized alocation of human
resourcesthrough sufficient exchange and deployment
of talent flow, intelligenceflow, andinformation flow.
High-quality human resourceisan important premise
of redlizing market-oriented alocation; perfect educa
tion and training system has provided continuous power
for increasingthe overal quaity of human resources.
Findly, inorder to let themarket play adecisiverolein
human resource alocation, social insurance should be
thesecurity system, and it will convoy market-oriented
allocation of human resources.

Scientific macr o-contr ol of thegover nment

M arket-oriented al ocation of human resourcesis
the hugetransition of China’shuman resourcealloca-
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tion, and it has created agood condition for reasonably
all ocating human resources. However, in order to ef-
fectively expressthe decisive effect of market, scien-
tific macro-control of thegovernmentisrequired. The
market isnot almighty, and it is bound to have some
defects: China’s socialist market economy isan eco-
nomic system under the specia historical and cultural

Macro-control
of government
‘ W
l Basic

Market-oriented

Educati-on and
raining
system

human resource

allocation

Support
system

Market

Figurel: Drivingfiguretorealizethedecisiveroleof the
mar ket in human resour ceallocation

background of Ching; itistill at astage of exploration
and constant perfection. If human resourcesarealo-
cated completel y viamarket economy, disorder will be
caused and the human resource dlocation will become
blind andinvaid. Successful operation of an economic
system should certainly adapt to devel opment of the
economic society inacountry. Practice of reformand
opening up during the past 30 years has proved that
market economy can gain the maximum benefit only
under scientific guidance of the government; thefunc-
tion of thegovernment in market economy isgradualy
reflected in the economic policies of Western capital ist
countriesduring recent years. Thereby, scientific macro-
control of thegovernment playsaguidancerolein hu-
man resource alocation, and it isasupport systemto
redlizeefficient alocation of human resources. Thegov-
ernment guaranteesoverd | ba ance between supply and
demand through macro-control, to make human re-
source structure adapt to economic devel opment. Be-
Sdes, guidanceisprovidedintarget, level and key point
of human resourceallocation. Meanwhile, externalities
of the market are solved, so asto protect rights and
interestsof laborsand employers, and maintain ahedthy

environment of human resourceallocation.

Per fectingmar ket-oriented human resour ceallo-
cation system

Perfect market-oriented talent al ocation mechanism
isthebasistolet themarket play adecisiverolein hu-
man resource allocation, and free flow of humanre-
sourcesisanimportant premisefor reasonablealloca-
tion of human resources. Therefore, the precondition
for market-oriented talent alocation isto promoterea-
sonableand orderly flow of talents. The government
should formulateloose policiesand regulationsthat are
beneficial to human resourceflow. Therestriction of
household registration, fileand regionthat hindersfree
flow of human resources should be broken, and auni-
formfileand socia security sysemmust be established.
Besides, various unreasonabl e limits need to be bro-
ken, and talent flow procedures should be simplified.
Meanwhile, cost of talent flow can bereduced, soasto
promotefreeand flexiblejob selection of talents. Sec-
ondly, open market access should be established, to
positively i ntroduce competitive mechanism and pro-
mote deeper reform of China’smonopolized industry.
At present, Chinaisactually at amonopoly statusin
numerousfieldssuch astelecom, civil aviation, trans-
portation, and postal service. Thishasresultedin over-
geffinginorganizationsandlow working efficiency. With
development of market economy, the state should
loosen control over market access gradually, reform
the property right system, and cultivate abatch of mar-
ket competition subjects, so asto create conditionsfor
market-oriented dlocation. Findly, overadl reform must
be conducted for employment system, incomedistri-
bution system, and eval uation system of organsand
public institutions. The concentrated and
uniformsaarygeneration and managementsystem should
be changed. Moreover, awage system that can fully
reflect supply and demand situation of labor market as
well aspersonal skillsand ability must bebuilt accord-
ing to requirementsof human resource market.

Perfecting servicesystem of human resourcemar-
ket

Tdent market congtruction started latein China. The
profit pattern of most human resource service enter-
prisesissingle, withlow leve, low efficiency, and smal
scale. Intaent alocation, themgor businessmode is
fidd recruitment exchange, recruitment newspaper, and
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recruitment website; thisisfar from satisfying the de-
mand of market allocation. Now, talent market with
different functions should be established, comprehen-
sivetalent market must intensified, thejob market of
undergraduates needsto be devel oped, and industry
market hasto be built. Besides, high-level talent ser-
vice market must be devel oped, and thetaent aloca-
tion function should be perfected continuoudly. At the
sametime, extending serviceslike human agency, talent
training, tal ent assessment, and career counseling must
be positively launched. In addition, thecurrent employ-
ment information network of human resource needsto
the perfected. Meanwhile, we haveto establish auni-
fied, multi-level and multi-type network system cover-
ing both urban and rural areasthat integrateshumanre-
source datacollection, processing and timely issuance
of supply and demand information assoon aspossible.
Inthisway, considerate and timely socialized service
will be provided for supply and demand parties of hu-
man resources. Besides, informatization of humanre-
source management must be realized gradudly. A uni-
fiedinformation platform should bebuilt for skill identi-
fication, persond information about staff, educationand
training, and socid insurance. Thusemployersand work-
erswill beableto gaininformation conveniently, and
independent human resource management can bered-
ized.

Perfecting China’ssocial security system

Perfect socid security systemisthesafety system
toredizethedecis veroleof marketin humanresource
allocation; it can provide guaranteefor talentsduring
job sdlection, employment and entrepreneuria process,
so asto providetherear securefor talents. Now China’s
socid security systemisstill imperfect, with low cover-
ageand level. Besides, relevant policiesare not prop-
erly implemented and no unification isreached among
different regions. According to the current Situation of
China’ssocia insurance, anational and unified social
security system must be built asfar aspossible, soasto
break thelimitation of departments, regionsand i denti-
ties. Inthisway, every worker will be ableto partici-
patein market competition onthesocid basisof equity.
Secondly, legidation in the aspect of human resource
market needs to be further perfected. At present,
China’slawsand regul ationsin human resource guar-
antee are still weak and incompl ete; the enforcement

degreeislow. Therefore, legidation and law enforce-
ment of human resource market should be strength-
ened. Wemust compl etelegid ation and supervisonfor
labor contract law, socid insurancelaw, employee ben-
efit law, |abor export law, and human resource market
management law rel ated to the process of humanre-
sourceallocation, so asto protect legitimateinterests
of workersand employers. Besides, devel opment, ap-
plication and al ocation of human resources must oper-
ateinalegd and standardrail.

Developing education and training cause

High-quality human resources provide continuous
power for efficient all ocation of human resources. The
primary goa of education and training isto constantly
optimizeta ent structureand cultivate high-qudity tal-
ents. Inorder toredizethistarget, thegovernment should
loosen themarket accessin the education subject, and
devel op education in multiple channel sby mobilizing
thesocia forcetoinvest in education and encouraging
non-government funded education, cooperative edu-
cation, and educationviasocid funding.so astoforma
personnd training mode dominated by the country and
supported by all sectorsof society. Asfor contents of
education and training, reform of the educational sys-
tem must be deepened continuoudly. Curriculum and
major should meet industrid structure adjustment and
long-term requirement of socia and economic deve -
opment. Therefore, the education target isto cultivate
sudentswithinnovation ability, innovation conscious-
ness, and innovation spirit, so asto storeexcellent tal-
entsfor socia and economic development. Inform of
education and training, except deve oping common edu-
cation, vocational education, continuing education and
no-degree education should a so be devel oped vigor-
ously. The concept of lifelong learning must be estab-
lished inthe entire society. Governmentsat all levels
need to formul ate feasi ble education and training poli-
ciesaccordingto type, structure, and supply and de-
mand of human resourcesin thelocal place. Besides,
benign interaction between schools and employers
should be promoted, to set up abridgefor optimized
allocation of human resources.

CONCLUSION

The 14" Nationa Congressof the Communist Party
of China proposed that “the market plays a
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fundamentalrole in resource alocation under state
macro-control”’; the Third Plenary Session of the 18"
Central Committee of the Communist Party of China
proposed the policyto “let the market play the decisive
rolein alocating resources”. Such transformation has
pointed out aclear direction for alocation of the cur-
rent human resources in China. To makethe market
play adecisiverolein human resourceallocationisa
fundamental way of solving problemslike unreason-
ableta ent dlocationstructure, imbal ance between sup-
ply and demand, and low efficiency of talent dlocation.
At present, we should urgently relievetheconstraint of
mechanism, systemand concept under scientificmacro-
control of thegovernment, and continuously perfect
China’ssocia security system. Besides, perfect market
system must be built andtheeducation and training cause
should be devel oped vigorously, so asto realizethe
decisiveeffect of market in human resourceal location.
Marketization of human resourcedllocationisour inevi-
table choice. Meanwhile, it isa so thefundamenta re-
quirement of guaranteeing rgpid, sound, harmoniousand
sustai nable devel opment of China’s economy and so-
Ciety.
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