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SUMMARY

Zhang Yuanyi. Management and administration of personnel development
at enterprises.

Master's thesis in the specialty 073 «Management», EP «Administrative
Management» SNAU, Sumy-2024 - Manuscript.

Taking The Institute of Standards and Technology as a case study, this paper
discusses the operation and management of human resource development in
enterprises. The study highlighted the importance of human resource development,
especially in the context of intense market competition for SMEs. The Institute of
Standards and Technology shows that SMEs are often constrained by funding and
short-term interests in human resource management, and lack long-term planning.
The research focuses on blended learning training methods, combining online
learning and traditional teaching to enhance employee interaction and upskilling.

The research involves the analysis of human resource development needs of The
Institute of Standards and Technology and the management of employee career
planning, aiming to build a strategic human resource training system and enhance the
competitiveness and sustainable development of enterprises. Case studies by The
Institute of Standards and Technology show that companies need to focus on the
development of senior leadership, the enhancement of middle management
capabilities, and the development of skills and career competencies of junior
employees. Research methods included literature reviews, questionnaires, and
interviews. Problems at The Institute of Standards and Technology include a lack of
career planning for employees, inadequate training and development courses, and an
inadequate human resource management system. In view of these problems, the study
proposes corresponding solutions, including establishing a sound human resource
management system, carrying out human resource development project planning and
demand identification, and improving the ability of employees at all levels.

Overall, the study demonstrates the strategic significance of corporate human
resource development, especially in a rapidly changing market environment,
highlights the importance of continuous upskilling, and the correlation between
human resource development strategies and employee personal growth and corporate
loyalty.

Keywords: enterprise;human resource development, strategic training system,
employee career planning management



AHOTALIS

YKAHI' IOAHDBM. VYuopasiaiHHa Ta aIMIHICTPYBAaHHS PO3BHUTKY
MepcoHay HAa NiANPHUEMCTBAX.

Maricrepcbka pobotra 31 cnemianbHocTi 073 «Menemxmenty, OII
«AnminictpatuBauil MmeHexkMeHT» CHAY, Cymu-2024 p. — Pykonuc.

B3sBmm 3a npuknag [HCTUTYT CTaHAAPTIB 1 TEXHOJIOTIH, y HbOMY JOKYMEHTI
00roBOpIOETHCA (DYHKIIIOHYBAHHS Ta YNPABIIHHS PO3BUTKOM JIIOJICBKUX PECYPCIB Ha
mignpueMcTBax. JIOCHIKEHHS MIAKPECTUIO BaXJIUBICTh PO3BUTKY JIFOJACHKHX
pecypciB, 0COOJIMBO B KOHTEKCTI TOCTpOi puHKOBOi kKoHKypeHii At MCIL Tuctutyt
cTaHaapTiB 1 TexHosnorid mnokasye, mo MCII yacto oOMmexeHi (iHAHCYBaHHIM 1
KOPOTKOCTPOKOBUMH 1HTEpPECAMH B YIPaBJIiHHI JIOACBKUMH pecypcaMu, 1 iM Opakye
JIOBTOCTPOKOBOTO TIaHyBaHHsA. JlOoCTi/PKEHHSI 30Cepe/PKEHO Ha METO/ax 3MIIIaHOTO
HaBYaHHs, TOETHYIOUYN OHJIAH-HABYaHHS Ta TPAAUIIIifHE HABUAHHS JJIs TOKPAIIEHHS
B3a€EMOJIIT MDXK TIpaIliBHUKAMU Ta MIIBUIICHHS KBaTiiKaIii.

JocnimkeHHs: BKIIoUae B cebe aHali3 moTped PO3BUTKY JIIOJICHKUX PECypCiB
[HCTUTYTY CTaHmapTiB 1 TEXHOJOTIM Ta yNpaBiIiHHS IUTAHYBaHHSAM Kap’ €pu
CHIBpOOITHUKIB 3 METOIO MOOYAOBH CTPATETiyHOT CHUCTEMU HaBYAHHS MEPCOHANY Ta
MiBUIICHHS KOHKYPEHTOCHPOMOXKHOCTI Ta CTaJlOTO PO3BUTKY MIANPUEMCTB.
Tematnuni nmochimkeHHd [HCTUTYTY CTaHAApTIB 1 TEXHOJOTIM IOKa3ylTh, IO
KOMIIAHIIM  HEOOXITHO 30CEpPEeIMTHCS Ha PO3BUTKY BHIIOTO KEPIBHUIITBA,
MOKpAIIEHH] MOXJIMBOCTEM KEPIBHUIITBA CEPEIHBOI JIAHKH Ta PO3BUTKY HABUYOK 1
npodeciiHUX HaBUYOK MOJIOAIINX CHIBPOOITHUKIB. MeTOIU TOCTIIKEHHS BKIIFOYAIIN
OTJISAZ JITEpATypH, aHKETYBaHHA Ta iHTepB’10. [IpoOiemu B IHCTHTYTI cTaHIAPTIB i
TEXHOJIOT1{ BKIIFOYAIOTh BIICYTHICTh IUIAHYBAHHS Kap'€pH MpalliBHUKIB, HEaJeKBaTHI
KypCH HaBYaHHS Ta NiABUINCHHS KBami(ikallii, a TaKoXX HEaJeKBAaTHY CHCTEMY
YIOPaBIIHHA JIOJCBKUMU pecypcaMu. 3 OISy Ha IIi MpoOJIeMHU, JOCTIHKEHHS
MPOIMOHY€E BIATOBIAHI PIMICHHS, BKJIIOYAIOUM CTBOPEHHS HAJIWHOI CHUCTEMU
VIOPABIIHHS JIIOJICBKUMHU pecypcamu, 3AIMCHEHHS TUITAHYBAaHHS IPOEKTIB PO3BUTKY
JIOJCHKUX PECypCiB Ta BHU3HAYEHHS TOIMWTY, a TAKOX ITJIBUIEHHS KBamiikarii
MpAaIliBHUKIB HA BCIX PIBHX.

3arajsioM JOCHIPKEHHS JEMOHCTPYE CTpaTeriyHe 3HA4YeHHsS KOPHOPaTHUBHOTO
PO3BUTKY JIOJCBKUX PECYpCiB, OCOOJMBO B PUHKOBOMY CEPEIOBHIII, 1[0 HIBUIKO
3MIHIOETBCS, TIAKPECITIOE BAKIMBICTh IOCTIMHOTO ITABUINIEHHS KBamidikarii Ta
B3a€EMO3B’SI30K MDK CTpaTerisiMM PO3BUTKY JIIOACBKUX pECYpCiB Ta OCOOHUCTUM
3pOCTaHHIM CHIBPOOITHUKIB 1 KOPIIOPATUBHOIO JIOSUTHHICTIO.

KiarodoBi cioBa: miaAnpueMCTBO; PO3BUTOK JIIOJCBKUX PECypCiB, cuUcTeMa
CTpaTEeTriuHOr0 HaBYaHHSI, YIIPABIIIHHS TUIAaHYBAHHIM Kap'epu CIIBPOOITHHUKA.
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INTRODUCTION

Relevance of the topic. In the new era, the role of talent and human resource
value in enterprise competition is rising, and enterprises need to focus on human
resources. Leading the modernization and development of enterprises through human
resources is also a major topic that enterprises need to think about. Insufficient
overall planning of human resource management and random talent recruitment are
the problems faced by enterprises in management. For today's society, not only the
economy and society are gradually formed, human resource management is also
constantly improving, the traditional concept of human resources is the management
of labor, in the continuous development and improvement of personnel management.
With the continuous evolution of the economic market, the demand for manpower is
also expanding, managers should not only simply manage the labor force, but also
take scientific means to improve the efficiency of personnel organization and
promote the further development of human organization. In fact, enterprise managers
can allocate resources reasonably and scientifically through training, recruitment,
rewards and punishments, so as to improve employee work efficiency and mobilize
employees' enthusiasm for work.

Relationship with academic programs, plans, themes. Master’s thesis is done
according to the plan of research at Sumy National Agrarian University.

The purpose of the research is to establish an effective enterprise management
system to improve the efficiency of human resource management.

According to the purpose, the main objectives of the study were identified:

- Compare and analyze the ways and functions of human resource management;

- Analyze the obvious deficiencies of modern enterprise human resource
management mode;

- Analyze the reasons for the deficiency of human resource management in

modern enterprises;

- Analyze the measures that modern enterprises can reform and innovate in

human resource management;
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- Promote human resource management from the basic work scope to a strategic

position.

Object of the research there is how to improve the effectiveness and efficiency
of human resource management for small and medium-sized enterprises, taking the
Institute of Standards and Technology as an example.

Subject of the research theoretical, theories and methodologies related to
enterprise human resource management.

In the context of intense competition, this study looks at forward-looking
strategies for human resource development. Through the analysis of practical cases of
the Institute of Standards and Technology, the study aims to provide practical
guidance for enterprises in the same industry that are in the bottleneck of
development. We observe that SMEs are often constrained by financial constraints
and short-term profit driven by human resource management, and lack long-term
planning and sustainable development perspectives. This study focuses on the
effectiveness of blended learning training methods, combining online learning and
traditional classroom teaching, in order to enhance employee interaction and skill
upgrading. At the same time, the study highlights that in a rapidly changing market
environment, workforce teams need to constantly update their skills to adapt to
customer needs and market changes. The human resource development strategy not
only improves the current production capacity of the enterprise, but also lays a solid
foundation for the long-term competitiveness of the enterprise. In addition, this
strategy is in line with employees' personal interests and values, promotes their
personal growth and loyalty to the company, and provides excellent employees with a
pipeline for future management positions.

The main research content of this paper is that mainly introduces five classic
human resource models, through which they explain what the role of human
resources is, how human resources add value to the business, and how the business
affects human resources. They are:

1.The Standard Causal Model of HRM

2.The 8-box model by Paul Boselie

3. The HR value chain



4. ASTD Capability Model

5. The Harvard Framework for HR

In addition, this paper also deeply discusses the accurate analysis of the human
resource development needs of the Institute of Standards and Technology and the
effective management of employee career planning, aiming to build a strategic
human resource training system to enhance the competitiveness and sustainable
development of enterprises. Based on the relevant literature and the actual
development of the company, the study proposes a set of multi-dimensional, multi-
channel and diversified human resource development programs. The study also
focused on the support conditions for training delivery and the improvement of
effectiveness evaluation methods to ensure the effectiveness and adaptability of the
programme. Through the analysis of the implementation results, this paper confirms
the key role and strategic significance of human resource development in promoting
the growth of enterprises. The study emphasizes that enterprises need to update the
concept of talent development, actively create an environment suitable for the growth
of all kinds of talents, stimulate the initiative and creativity of employees, explore
their potential, and gradually establish an efficient human resource development
mechanism.

Methodological basis of the study there are scientifically substantiated
interpretations of processes and phenomena in economics, dialectical, logical and
systemic approaches to their consideration. In this study, a large number of relevant
data and cases were analyzed in depth by using the method of literature collation and
induction, so as to extract the theories and literature closely related to the research
topic. Through the in-depth understanding and analysis of these materials, combined
with the application of relevant theories in practice, the human resources problems of
the Institute of Standards and Technology are explored in detail. In addition, the
study also used questionnaire and interview methods to design a questionnaire
specifically for the human resources problems of the Institute of Standards and
Technology, and collected first-hand data through questionnaires and in-depth
interviews. The questionnaire survey covered all employees of the company, while

the interviews were mainly aimed at middle and senior management and
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representatives of various departments. The collected questionnaire data was collated

and analyzed in a timely manner, and based on this, a human resource development
strategy and corresponding solutions for the Institute of Standards and Technology
were formulated. This multi-method approach provides a solid foundation for the
effective integration of theory and practice.

Information base includes scientific works by domestic and foreign scientists in
the problem area, national statistical report data,the publication of official and
scientific journals, enterprise manufacturer’s reporting information, international and
Chinese scientific time conference materials.

Elements of scientific novelty of the obtained results of work are: The
development of a new human resource management system, such as the Institute of
Standards and Technology, is very large in small and medium-sized enterprises,
accounting for a high proportion. According to the World Bank, SMEs account for 90
percent of global business activity and more than half of all jobs. However, they do
not have a complete employee management system like large enterprises, they pay
more attention to economic development, and ignore that the management of
employees is also an important factor in economic development. At the same time,
they also lack the corresponding funds to develop human resource management
systems, and this study aims to find suitable human resource management strategies
for these enterprises to promote the long-term survival of small and medium-sized
enterprises.

The practical significance of the obtained results is that can be used as a
guide for human resource management of small and medium-sized enterprises.

Personal Achievements:

1. Zhang Yuanyi. The reform and innovation of human resources management
under the background of informatization Matepiamu V Mixcnapoonoi nayxoso-
NPaKmuyHoi iHmepHem-koHgpepenyii «Akmyanvui npodremu cydachoz2o 0Oi3Hecy:
0011iK080-hinancosull ma ynpasuiHcokuli acnexkmu», 22-23 Oepe3ns 2023 p.

HNyO6nsan. 2023 — C.28-30
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2. Zhang Yuanyi. The key factors in personal development from the perspective

of enterprises Mamepianu Bceykpaincokoi Haykoeoi konpepenyii cmyoenmis i
acnipanmis — (25-28 keimus 2022 p.). Cymu, 2023. C. 363

The structure and scope of work. Qualification work consists of an
introduction, three chapters, conclusions and suggestions, a list of references, which
consists of 60 titles. The main text is placed on 22 pages of analysis part, the work

contains 9 tables, 11 figures.
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CHAPTER 1

THEORETICAL AND METHODOLOGICAL FUNDAMENTALS OF
MANAGEMENT AND ADMINISTRATION OF THE DEVELOPMENT OF
THE STAFF OF THE ENTERPRISE

The concept of human resources was first proposed in Western countries. R.
Cummins first used the term in his work at the beginning of the 20th century, but its
meaning is different from what is understood in the 21st century. Peter Drucker, a
leading figure in the field of management science, clearly defined human resources in
the modern sense in his 1954 book "Management Practice”. He emphasized that
human resources have unique qualities such as coordination, integration, judgment
and imagination, which make them a special resource, and their potential needs to be
stimulated through effective incentive mechanisms to bring substantial economic
value to enterprises.

1979 Nobel Laureate Theodore S. W. Schultz and Gary Becker developed the
modern theory of human capital, which further deepened the concept of human
resources. The theory defines human capital as the capital embodied in people with
the ability to work, formed through investment (e.g., education, training),
emphasizing the importance of the quantity and quality of human resources for
economic growth. Schultz pointed out that the contribution of the improvement of
people's knowledge, ability, health, and other qualities to economic growth far
exceeds the increase in the quantity of physical capital and labor.

With the continuous development of human resource theory, talent is regarded
as the first factor of production of enterprises and has received more and more
attention. In his book, the British economist Harbison emphasized that human
resources are the fundamental foundation of national wealth, and that people are the
active force driving social, economic and political development compared to capital
and natural resources. This perspective highlights the centrality of human resources

in socio-economic development.
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Human resources, like other resources, are idiosyncratic, available, and limited.

Its materiality is reflected in the fact that a specific human resource necessarily
corresponds to a certain number of people, and its availability lies in the fact that
greater value can be created through the use of physical ability, knowledge, ability,
and personality and behavioral characteristics (such as personality and values).

Development of human resource management theory. Taylor's Theory of
Scientific Management (1903)

Frederick W. Taylor (1856-1915), a classical American management scholar
whose main works include Principles of Scientific Management (1911) and Scientific
Management (1912). He believes that management should be scientific and
standardized, that it is necessary to advocate a spiritual revolution, and that the
interests of both labor and management should be the same. The result of the
implementation of scientific management is to improve production efficiency, and
high efficiency is the basis for employees and employers to achieve common
prosperity. Therefore, Taylor believes that only with science. Standardized
management replaces traditional experience management, which is the means to
achieve the highest work efficiency. The main takeaways are:

« Carry out action research, determine the operating procedures and action
specifications, determine the labor time quota, and improve the scientific operation
methods to improve work efficiency;

» Make scientific choices for workers, train workers to use standard operating
methods, and make workers grow in their posts;

» Formulate a scientific process flow to standardize machines, equipment,
processes, tools, materials, and working environments as much as possible;

* Implement piecework wages, excess work, and excess remuneration;

* Separation of management and labor.

Successful cases of the application of scientific management theory: The Gantt
chart was used for planning control, the world's first Ford automobile assembly line
was created, the mechanized large industry was realized, the labor productivity was
greatly improved, and the situation of high efficiency, low cost, high wages and high

profits appeared.
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Study of the movements of the Gilbres (1907)

Frank B. Gilbreth (1868-1924) was the father of American movement studies.
Mrs. Gilbles, the first doctor of psychology in American history, is honored as the
"First Lady of Management" in the United States. His main works include: Studies in
Action (1911), Management Psychology (1917), Studies in Fatigue (1919), and
Studies in Time (1920). They use observation, recording, and analysis methods to
conduct motion studies to determine standard process actions and improve production
efficiency. At the same time, they developed production flow charts and program
diagrams, which are still widely used today. They argue that through the study of
movements, workers' sense of self-management can be developed; They pioneered
fatigue research, and their impact on worker health and productivity continues to this
day.

Weber's Theory of Tissue (1911)

Max Weber (1864-1920), a classical German management theorist, is known as
the "father of organizational theory". His main works include: "The Protestant Ethic
and the Spirit of Capitalism”, "General Economic History", "The Theory of Social
and Economic Organization™, etc.

According to Weber, there are three kinds of power in society, one is traditional
power, which is possessed by traditional practice or hereditary, the second is
supernatural power, which is derived from nature worship or follower ship, and the
third is legal power, which is the power prescribed by law or system.

For economic organizations, it should be based on reasonable and legitimate
power in order to ensure the continuous and lasting business objectives of the
organization. The rules and regulations are the guarantee for the healthy operation of
the organization and the basis of the legitimate power in the organization. Weber's
ideal model of bureaucratic organization is:

* The organization is formed according to legal procedures, with clear goals and
complete rules and regulations;

» The structure of the organization is a hierarchical control system, and the
people in the organization exercise their powers according to their positions and

formal job responsibilities;
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* The relationship between people is the relationship between people and work,

not the relationship between people and people;

« According to the needs of the position, open selection of suitable talents;

 Reasonable division of labor and professional training to improve production
efficiency;

» Pay according to the position and contribution, and establish a promotion
reward and punishment system to improve the professionalism and sense of
achievement of workers.

Weber rationally and creatively put forward the organizational theory and
organizational norms of administrative organization science, which is his greatest
contribution to the history of management thought.

Fayol's General Theory of Management (1916)

Henri Fayol (1841-1925), a French classical management theorist, is known as
the three pioneers of Western classical management theory, along with Weber and
Taylor, and is respected as the founder of the management process school. His
representative work is Industrial Management and General Management (1916).

Fayol put forward the theory of five functions of management: that is,
management is the five functions of planning, organizing, commanding, coordinating
and controlling, and put forward 14 management principles: division of labor, power
and responsibility, discipline, unified command, subordination of individual interests
to the interests of the whole, personnel compensation, centralization, hierarchy, order,
fairness, personnel stability, innovation and team spirit. Fayol's general management
theory distilled the universal principles of management, which are still used as a
guide for our day-to-day management.

In summary, the HR Standard Model shows how HR strategies are developed
and the impact of HR on the internal processes and financial results of a business.

The methodological basis of human resource management. Paul Boseli's eight-
box model

The model shows 4 external factors and 4 internal factors in HR work, and their
influencing role. The four external factors include: general market environment,

external population market environment, external general institutional environment



16
and external population institutional environment. These are all external forces that

influence how a business conducts human resource management. For example, a lack
of certain skills in the market can have a direct impact on how a business sources
talent, recruits, and hires compared to a situation where there are a large number of
qualified candidates in the market. Another example is that changes in the external
institutional environment (e.g., new legislation) will have an impact on the way
human resources work (e.g., restricting what human resource management can or
cannot do) by influencing the external demographic institutional environment (e.g.,
trade unions, work committees).

As shown in Figure 1.1, the core processes in the middle start with the
configuration of the enterprise, and the history, culture, and technology used by the
enterprise all affect the way HR is communicated, the goals it wants to achieve, and

the effectiveness of HR policies (which are all included in HR strategy and practice).

THE 8 BOX MODEL

The Extermal Generol The Externol Population
Market Context 5 Market Context

History, culture, m:nusn naga Pemeived

ownership,
technology & PRRCTICES PRACTICES 2 PRREHCES 4 ﬂmm i -

Institutionol Context

Figure 1.1 - The 8 Box Model

Source: The Ultimate Guide to Human Resources Models and Theories

The HR strategy consists of six components:
Expected HR Practices: Our expectations for hiring, training, and other HR
practices are important, but models also suggest that these are just starting points.

Actual HR Practices: We can have big expectations, but the execution of HR
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practices can be very similar because they are the product of collaboration between

HR and business managers. When a business manager decides to do it differently, the
intentions may be good, but the actual practice can be very different,

Perceived HR practices: This is the employee's perception of what is happening
in the organization. HR and business managers can do their best, but if their activities
are perceived by employees as having different intentions than practices, this
perceived HR practice will not reflect the actual HR practice. HR outcomes:
Perceived HR practices (hopefully) lead to certain HR outcomes. Similar to the
concept of HR outcomes in the HR Standard Causal Model. Key HR Objectives vs.
Ultimate Business Goals: HR outcomes lead to key HR objectives (i.e., cost-
effectiveness, flexibility, legitimacy, etc.) and, in turn, to the ultimate business
objectives (i.e., factors related to the viability of the organization, such as profit,
market share, market capitalization, and other factors that help build a competitive

advantage).

THE ADVANCED HR VALUE
CHAIN MODEL

HR ENABLERS HR ACTIVITIES |

Figure 1.2 - The Advanced Hr Value Chain Model
Source:AIHR and the Advanced HR Value Chain

Human resource value chain
It builds on the research of Paauwe and Richardson (1997) and makes minor
changes to the previous two models in terms of how human resources operate.

Everything we do (and measure) in terms of HR can be divided into two categories:
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HRM activities and HRM outcomes, according to the HR value chain. Human

resource management activities are day-to-day activities that include recruitment,
compensation, training, and succession planning. These activities are often measured
using human resource indicators. These are the so-called efficiency indicators: the
cheaper the people we hire and the faster we train, the more efficient we are.

Human resource management outcomes are objectives that are sought to be
achieved through human resources management activities. Recruit, train, pay to
achieve specific goals/results. These outcomes include employee satisfaction,
motivation, retention, and attendance. Focusing solely on measuring human resource
management activities will allow businesses to automatically focus on reducing costs
(i.e., maximizing efficiency). However, this is not comprehensive, and the focus
should also be on human resource management results, which can help align
processes with goals.

For example, if you spend more time hiring new employees (hiring hours, an
efficiency indicator), the new hires you recruit may be a better match for the
company (hiring quality, an outcome indicator). Our goal should be to put the best
people in the right position, not to take shortcuts, and to hire as cheaply and quickly
as possible. It also provides insight into why the focus should be on measuring human
resource management results rather than activities. When human resource
management activities and human resource management results meet their goals, they
lead to better performance. This means that when the right people are hired, they are
enrolled in the right training programs, and key employees are retained, the
company's performance improves.

ASTD Capability Model

The ASTD competency model is one of the most recently developed models,
created in 2004 during a meeting of the American Association for Training and

Development, which has been adjusted and reworked twice, in 2009 and 2011.
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THE ASTD COMPETENCY MODEL

Leaming Business Project Professional
/ Strategiles Partner Manager Specialist

DESIGNING LEARNING

IMPROVING HUMA
DELIVERING m
MEASURING EVALUATING
- FACILITATING IZATIONAL CHANGE
MANAGING THE

LEARNING FUNCTION
COACHING
MANAGING ORGANIZATIONAL KNOWLEDGE
MANAGEMENT

“‘) INTERPERSONAL
N x Bullding Trust
s-ld\eldon

Ema

atd

Association for
Talent Development

BUSINESS MANAGEMENT

Figure 1.3 - The ASTD Competency Model
Source:The ASTD Competency Model - The HR Guides

The model focuses on three fundamental blocks of a business and its HR
processes:

Foundation level: Includes basic competencies: personal, interpersonal and
managerial.

Focus Level: Specialized areas such as mentoring, improving employee
performance, social learning, career planning, and evaluation are introduced.

Executive Level: Focuses on four key professional roles: Learning Strategist,
Project Manager, Business Partner, and Professional Expert.

The model is people-centred and encourages the identification of key actors,
their personal and professional development, and the analysis of the capabilities and
contributions they can bring to the organization. This model is also a valuable model
for determining how to replicate the success of key performers and how to train and
deliver new employees in a similar way.

Harvard Human Resource Management Framework. The model consists of five
parts.

The model starts from the left, the interests of stakeholders (including
shareholders, management, employee groups, governments, etc.), which determine
human resource management policies.

At the same time, contextual factors have an impact on these benefits.
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Contextual factors include labor force characteristics, trade unions, labor markets,

and all the other factors listed in the 8-box model mentioned above.

Contextual factors and stakeholder interests influence human resource
management policies, which include core HR activities such as recruitment, training,
incentives, and work systems.

When done well, human resource management policies lead to positive human
resource management results. These include the previously mentioned talent retention,
cost-effectiveness, organizational commitment, and competency.

These positive HRM outcomes lead to long-term outcomes that can be personal
well-being, organizational effectiveness, and social well-being.

The Harvard Framework is an HR model that takes a more holistic approach to

HR that includes different levels of outcomes.

-

characteristic
» Business strategy

Figure 1.4 - The Harvard Model

Source: The 'Harvard' Model (Beer et al., 1984). Source: Beer et al. (1984), Figure 2-1, p.16,
Map of the HRM Territory.

The development history of enterprise employee management. 1.4.1 Personnel file
management stage

This stage is still a management style before the nineties of the last century. At
that time, the management of employees in the enterprise was this form of file
management - people were managed as a kind of file, and this method was effective

for personnel management at that time. At that time, the personnel department



21
basically managed the overall logistics work of the enterprise, and it was still a kind

of personnel affairs department, the specialized department of human resources has

not yet been formed.

Human resource management stage

This stage is a concept that began to emerge in the nineties of the last century. In
the business world at that time, as a new concept, it began to be gradually accepted
by the majority of enterprises, so that it was widely used and popular. This concept
mainly takes work as the core of daily affairs, and begins to pay more attention to the
work level of employees, and at the same time forms a certain concept for the
professional management of human resources of enterprises.

Human resources stage

With the advent of the 21st century, many new things have begun to appear in
people’s sight, and the strategic human resource management of enterprises has also
begun to enter the enterprise and has been accepted. From then on, the human
resource management of the enterprise began to be more important, and the human
resource manager also began to appear as the senior management of the enterprise. At
this stage, the requirements of enterprises for human resource managers began to
increase significantly, and many colleges and universities began to pay attention to
the teaching of courses in this area, and the human resource management of
enterprises began to develop rapidly.

Talent management stage

The first decade of the 21st century has passed, and the development of the
company's talent management system in China is also going on in a very rapid way,
and the advent of economic globalization and related crises has also prompted the
current enterprises to think about the improvement of the talent system. In view of the
current situation, the importance of talents has begun to be more reflected, and

enterprises have begun to pay more attention to the cultivation of talents.
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CHAPTER 2

ANALYSIS OF THE MANAGEMENT AND ADMINISTRATION OF
THE STAFF DEVELOPMENT OF THE ENTERPRISE (IN THE EXAMPLE
OF THE INSTITUTE OF STANDARDS AND TECHNOLOGY)

2.1 General characteristics of the enterprise

The Institute of Standards and Technology was founded in 1984 and
headquartered in China.The Institute of Standards and Technology is a quasi-public
scientific research institution specializing in standardization research, service and
application. It is the 99th WTO information inquiry service center in the world, and is
equipped with national technical institution brands .

Mission: Let standards create value.

Vision: To become an excellent standardization think tank.

Core values: loyalty, hard work, innovation, win-win, care.

Strategic objectives: The comprehensive ability of standard research has
reached the world-class level, providing all-round technical support for the
performance of government functions and the high-quality development of industry
and economy, and continuously improving the ability of sustainable development and
the sense of gain of employees.

On the basis of traditional businesses such as standard research, item coding and
unified social credit code, relying on the reform of the majority of the ministerial
system, it has innovatively carried out new business areas such as e-commerce,
Internet of Things, intellectual property, quality, brand, credit, low-carbon, big data,
food and drugs, green development, certification, etc., and has been approved to set
up postdoctoral innovation practice bases. Relying on the National Natural Science
Foundation of China, it is the first local standards institute in China with the
qualification of certification body, and has launched a number of national initiatives:
the first to carry out electronic services for standard data, the first to create an online

dispute resolution mechanism for e-commerce, and the first real-time statistical
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analysis platform for organizations in China. It has successively built a public service

platform integrating standardization and informatization, including a standard
information public service platform, an information platform for technical measures
for market access, a Shenzhen standard technical support service platform, a
comprehensive service platform for intellectual property protection in Shenzhen, a
product quality traceability and risk assessment platform, a basic support platform for
e-commerce credible transactions, a public opinion monitoring and risk early warning
platform, a unified social credit code application platform, a public service platform
for Internet of Things standards and intellectual property rights, and a public platform
for Internet security standard research and testing. Internet of Things system
evaluation and testing platform and smart container electronic product monitoring
and certification platform.

There are 16 departments in the institute, and a scientific research service team
of nearly 400 people (46% of whom have doctoral and master's degrees, and more
than 79% of the personnel are professional and technical personnel) has the strongest
scientific research ability, the largest number of employees, the widest business field,
and the highest degree of participation in international standardization among the
local standard institutes in China. It is comprehensive standardized scientific research
institution integrating government professional laboratories.

Focusing on the grand goal of high-quality development and building a modern
socialist country in an all-round way, we will comprehensively promote the
implementation of the "Standard +" strategy, consolidate the achievements of
standard construction, and create a high-quality development city example with high
standards. On the basis of traditional businesses such as standards, item codes and
unified social credit codes, new business areas such as e-commerce, international
standardization, intellectual property rights, food safety, green carbon neutrality,
industrial innovation, and energy storage have been innovatively carried out, and the
breadth and depth of standardized technical support have been continuously
expanded.

Have won the IEC 1906 Award and the ISO Excellent Award. In recent years,

SIST has obtained 55 international and national professional qualifications, 29
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provincial and municipal professional qualifications, participated in 16 international

standard technical committee, 25 National Technical Committee and 18 provincial
and municipal standard committees, and established a wide range of standards and
regulations, intellectual property rights, international trade, 13 public service
platforms in various key areas such as e-commerce have initiated the establishment of
19 standards alliances, with standard resources covering nearly 200 standardization
professional organizations around the world, with a collection of 1.68 million
bibliographies and 970,000 texts, continuing to lead the country.

Have undertaken more than 1,700 scientific research projects, including more
than 700 papers and nearly 700 research reports, participated in the formulation and
revision of more than 1,000 standards, undertaken 24 pilot demonstrations, and 59
standardization committees.

In terms of standard setting ,has published a total of 1080 standards, including
26 international standards and 235 national standards. Besides, also undertook 59
technical committees, 16 international and 25 nationals. In terms of awards, SIST
made a total of 10 international and national awards, 5 provincial awards, 8 municipal
awards.

The first is Standardization research and services, this is the basic research and
services, and the unified social credit code application and services include counter
administrative services and certificate issuance services, electronic seal issuance and
promotion, business licenses and digital certificates issuance and real-name
authentication. The article code management and application provide traceable
identity bar codes for goods, facilitate the efficient circulation and sharing of product
information around the world, and provide services such as commodity source data
collection and label specification design.

The second field is the research and service of international standardization,
which mainly integrates international standardization resources to support the
international standardization work of enterprises, and also includes the development
of standards in key areas, foreign exchanges and cooperation, and the operation and

maintenance of the international standardization gathering platform.
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The third field is digital economy (e-commerce) support and service include the

internet and e-commerce industry chain standards, supervision, credit, security,

technology and other related research and application services.

In addition, SIST also provide technical support for intellectual property rights,

including the creation, protection, application, management and service of intellectual
property rights.

Next field is about food safety research services, mainly to provide technical
support for governments, scientific research, industrial services and enterprise
improvement. Has established the first dynamic comparison database of global food
safety standards and technical regulations covering 38 international organizations,
countries and regions.

Meanwhile, also focuses on agriculture, providing government and enterprises
with a package of technical services such as policy research and planning,
standardization, certification and evaluation, branding, and digitalisation.

Next field is about green development and environmental standardization
research, including the disclosure of ESG information, the creation of sustainable
enterprises communities and the construction of ecological and environmental
standards. Water-saving services are also included, including the development of
water-saving standards and water-saving planning.

The next field focuses on strategic emerging industries and provides
comprehensive technical support for governments, enterprises and industries. There
are many popular emerging industries such as new energy vehicles,materials and
smart cities. The last two fields are international economic and trade rules and
regulation research and compliance standardization research and system construction
consulting services, the former is mainly for the government, enterprises and
industries to provide customized technical trade measures related services, to provide
enterprises/industries import and export technical service solutions. The latter is to
carry out compliance policy research and case analysis, compliance management
standards formulation, compliance performance evaluation consulting and other work.

The Institute of Standards and Technology has a small scale, greater mobility,

greater independence, richer diversity of employees, and a high overall quality of
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employees and a high level of education (nearly 50% of them have doctoral and

master's degrees). There is no parent company, and it is not affected by too many
external factors in personnel management, so it has a certain representativeness, and

it is used as a research case and investigated.

2.2 Analysis of the system of management and administration of the

company's personnel

The Institute of Standards and Technology starts from the overall situation of the
company, establishes the standard of human resource strategy system, and conducts a
set of quantitative assessment indicators for employees at each level for better
analysis and statistics. Quantitative analysis is required from various aspects such as
human resource operation efficiency, turnover rate, employee engagement, talent
arrival rate, talent structure, salary analysis, etc.

2.2.1 human resource operation efficiency, the numerator is the cost of human
resources, the denominator is the sales of enterprises, whether it is 2% or 30%, the
key is to compare with themselves, whether there is progress every year, and
competitors, whether there is an advantage. The lower the value of the human
efficiency index, the greater the sales created by the same labor cost, and the higher
the efficiency of the enterprise. Human efficiency is not only an important indicator
of human resources, but also the core indicator of enterprise efficiency management.

For example, the efficiency of human resources operations will be optimized by
5% on the basis of the previous year, and the index value will become 95% of the
previous year, that is, the sales of the enterprise will increase, and the salary package
will also increase, but the growth rate will be less than the sales growth.

To learn to digest the annual optimization of human resource operation
efficiency, enterprises need to upgrade technology and improve management, which
IS not an easy task to complete. As the core indicator of an enterprise, the efficiency
of human resource operation can force internal change and improvement.

2.2.2 Turnover rate analysis rate, in addition to the company's overall turnover

rate analysis, the key is to classify the turnover rate analysis by stratification, vertical
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stratification is to analyze according to different levels, including specialists,

supervisors, directors and other management levels, but also including standard
engineers, standard experts and other technical levels. The horizontal classification is
analyzed according to the functions of the administrative department, the logistics
department, etc. Seniority, age, core positions, performance levels, and departments
can all be seen as variations of hierarchical classification, in order to find out why
turnover rates vary among different groups of people within the same company. The
annual exit analysis is a comprehensive physical examination and scan to ensure that
individual problems found during repeated recruitment and exit interviews at
ordinary jobs are verified, and the severity of the problems is verified with data. Find
the common problems of the company, find the individual needs of a certain type of
key group of people who have not been met, and the work plan will find the bull's-
eye. For example, through data analysis, the turnover rate of technical personnel who
have worked in The Institute of Standards and Technology for three to five years and
with medium performance is very high, and the analysis finds that competing
companies are also carrying out standardization-related work and need professional
standardized talents, so human resource planning needs to be adjusted: salary
increase strategy adjustment, targeted talent training, opening of technology channels,
and agreement with competitors not to maliciously poach.

2.2.3 Employee engagement, regular employee satisfaction surveys, through the
problems of employee feedback to improve the enterprise self-correction and
improvement mechanism, and diagnosis is the first step. Having an external
consultant diagnose is one option, and passing an employee engagement survey is an
effective way for companies to self-diagnose. Employee engagement surveys are
generally based on Gallup Q12, and companies add some personalized questions and
do questionnaires.

The key to this work is to design the topic well at the beginning and continue to
do it every year, so that you can compare it with the past every year, and through the
review, you can see the effect of the improvement measures after the implementation,
and with relatively reliable feedback, the direction and intensity of subsequent

improvement will be more certain. The second key is the quantitative analysis of
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hierarchical classification, which is the same as the turnover rate analysis. The aim is

to discover the reasons behind the different levels of engagement in different
departments and among different people.

2.2.4 Talent in place, talent in place includes recruitment in place and internal
transfer in place. The low rate of talent in place not only needs to consider the
recruitment ability of the human resources department, but also needs to consider the
company's long-term talent planning, salary strategy, internal rotation mechanism,
talent echelon training and many other aspects.

2.2.5 talent structure, need to combine the company's talent inventory data,
analysis of the company's hierarchical classification of different groups of people
seniority, age, education, the number of talents. Through analysis, although there is
no strict standard, it can still be judged through analysis whether the structure of the
company's old, middle and young people is reasonable, and whether the strength of
talent replenishment and elimination needs to be adjusted in three years. By making
R&D, equipment and other technical talents into a talent pyramid, you can compare
the number of each level. The judgment method can be empirical judgment or
experience quantification, for example, the Institute of Standards and Technology has
a set of standards for the talent ratio: 1 expert (and three projects), 1 project manager,
2 senior engineers, 3 engineers, and 3 assistants. Through the talent pyramid, we can
see at which level the company's talents are insufficient or surplus, and whether the
pyramid will become thinner or fatter after the growth of talents in the next three
years.

2.2.6 salary analysis, the external competitiveness and internal fairness of the
salary are very important, the company's overall salary positioning to cut out the core
talent salary positioning, local talent salary positioning, and the need to combine with
human efficiency management, to achieve the salary package mechanism, the
recruitment and salary adjustment, two things for one thing, in the department budget
level implementation, so that the department decision-making whether to use less

people, more wages.
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2.3 Analysis of the dynamics, structure of the company's personnel and

evaluation of the effectiveness of its management

2.3.1 Introduction to the Personnel Structure of the Institute of Standards and
Technology

The Institute of Standards and Technology consists of 27 senior managers,
including the president, vice president, director, deputy director, chief engineer, union
president, assistant to the dean, and heads of various sub-departments, as well as 12
middle managers, including the second head of each department. About 360
grassroots employees make up the majority of the company, as shown in Figure 2.1.
At present, the company's human resource development is mainly focused on
traditional personnel management, covering recruitment, labor relations and
compensation and performance management, but the development of human resource

planning and training development is relatively slow.

Appraising

Maintaining
Relationships  }/

< D>

Managing
Change

Figure 2.1- Human resource management diagram

Source: Difference Between Personnel Management and Human Resource Management

In order to investigate the human resources problems of The Institute of
Standards and Technology, the interview method and questionnaire survey method
were used in the investigation of the human resources problems of The Institute of
Standards and Technology. Through interviews with various departments, department

managers and employees were invited to conduct in-depth interviews, each of which
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lasted 45 minutes, focusing on work problems, personal career planning, and

suggestions for improvement. Interviews with department managers include
additional information on department management challenges and future
development plans. The active cooperation of employees provided a wealth of
feedback on the survey, demonstrating their strong desire to solve HR problems.

The questionnaire was conducted anonymously and consisted of 20 questions,
mainly related to employees' career planning, ability development needs, perceptions
and expectations of human resource development, and opinions on human resource
curriculum design. Two open-ended questions are set up to explore the skills needed
in the future and ways to improve job performance. A total of 400 questionnaires
were distributed and 372 were recovered. Most employees answered seriously, but
the answers were brief in terms of future career planning and job performance
improvement, reflecting the lack of long-term planning among employees.

This method of combining interviews and questionnaires aims to gain an in-
depth understanding of the current human resources situation of The Institute of
Standards and Technology and the actual needs of employees, and to provide an
empirical basis for formulating effective human resource development strategies.
Through the collection of this authentic information, the HR challenges faced by the
company can be more accurately identified and resolved, while taking into account
the personal development of employees and the overall needs of the business.

After more than two months of research, the problems of the Institute of
Standards and Technology employees in human resources were analyzed. The survey
results show that most employees lack a clear direction for career planning. Only 14%
of employees have a detailed career plan, while most of the others are confined to
their current work status and often feel powerless in the face of work problems. The
survey found that 39% of employees lack a clear vision for the future, although they
are willing to improve their capabilities according to the company and job
requirements. At the same time, 43% of employees have expectations for the future,
but lack mature career planning and feel lost about the future. Another 4% of
employees said they didn't have any career plans at all. This situation reflects the

obvious lack of career development and problem-solving skills of employees, and
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requires more attention and support from the company in its human resource

development strategy.

Table 2.1-Survey data of employee career planning

Future Career Planning

Options Proportions

Detailed career planning 14%
Ideas.but confused about the future

43%
development
Follows the crowd, actively cooperates with
the company and the development 39%
requirements of the position
No clear career plan 4%

Source: Analysis based on questionnaire

1) In the survey, 56% of the employees of The Institute of Standards and
Technology pointed out that the company has not established a sound human
resource management system, resulting in a lack of professional career planning,
which makes young employees feel confused and affects their work enthusiasm and
potential. At the same time, 65% of employees mentioned the lack of systematic
vocational training in the company, which is not only common to new employees, but
also to old employees, who also face a similar problem, lack of training and
development courses for vocational competencies. Unclear job responsibilities are
also a major problem, with 45% of employees reporting that the company fails to
provide detailed job descriptions, which not only causes confusion for new
employees, but also leads to mutual blame among employees when problems arise in
the project, affecting the teamwork atmosphere. In addition, 31% of employees are
dissatisfied with the current performance appraisal indicators, believing that the
company should look beyond short-term benefits and consider various indicators
comprehensively. These feed backs point to areas where the company needs to

Improve in human resource management and development.
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Employees summarize the current problems of human resource management

Performance appraisal indicators _ 1%
need to be improved e

Unclear job responsibilities

No employee career planning

vocational training

Figure2.2- Survey Data on Existing Problems

Source: Analysis based on questionnaire

2) In in-depth interviews conducted by The Institute of Standards and
Technology, 67% of employees reported that the company lacked a training system
for high-end technical talents. Although the company has tried to expand the market
for the development of new energy standards in recent years, such as wind power and
nuclear power industries, and recruit professionals in related fields, because the new
energy business is still in its infancy, the level of new energy standard compilation is
uneven, and the talents in the new energy field cannot write standards, and the

standardization talents do not understand the technical content in the field of new

energy, This kind of work distribution makes them often only engaged in some basic

work, and they feel that their own value is not fully reflected. The company's current
operating philosophy focuses on maximizing personnel efficiency, which further
leads to the loss of new energy talents and a decline in motivation. Twenty-seven
percent of the employees surveyed expect the company to come up with a solution,
and suggested that the company allocate funds for research and development,
including talent training and development in the field of new energy standardization

such as wind power and nuclear power. They believe that such an investment is
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essential for the long-term growth of the company. In addition, 22% of employees

said that they would be comfortable taking on some international standard work at the
same time, but they stressed the need to control this part of the workload reasonably
to ensure that most of their energy can be focused on the relevant business. These
feedbacks underscore the importance of the rational use and development of high-end
technical talents, while pointing out that companies need to be more flexible and

forward-looking in human resource management.

Survey Data on New Energy Talent Development

High-end talents can take care of

Lack of training system for Specialized new energy traditional business, but most of their

high-end talents R&D department efforts should be focused on new
energy R&D.

W Series1 67% 27% 22%

Figure 2.3 - Survey Data on New Energy Talent Development

Source: Analysis based on questionnaire

3) According to the survey, 54% of employees at The Institute of Standards and
Technology believe that top management has not fully changed their role.
Specifically, the behavior of management is more reflected in the technical staff and
the management personnel, ignoring the overall strategic planning of the enterprise.
In addition, 62% of respondents believe that middle managers are incompetent, partly
because the hands-on management style of senior leaders limits the growth space of
middle managers. This management style makes the role of middle-level cadres more
skewed towards executors rather than real department managers. These findings
reflect problems with the leadership style of The Institute of Standards and
Technology. From the initial scale of 100 people to the current team of 400 people,
the line management and hands-on approach of senior leaders are still dominant,

which affects the company's management efficiency and the overall coordination of
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the team to a certain extent. The limitations of this management model need to be

addressed through effective organizational restructuring and management capacity

Improvement.

Existing Problems of Managers

Middle management is not capable enough
and lacks commitment

Top management is hands-on and
oversteps the hierarchy.

Top management is personally involved and oversteps its authority. Middle managers are not capable enough and lack commitment

¥ Seriest b4k 62%

Figure2.4 - Survey Data on Existing Issues among Management Personnel

Source: Analysis based on questionnaire

4) The survey found that the preference of employees of The Institute of
Standards and Technology for human resource development methods showed a clear
trend. According to Figure 3.6, employees generally prefer workshops and online
courses, reflecting their dissatisfaction with traditional indoor teaching methods and
their preference for flexible and diverse learning formats and interactive learning
environments. This type of course arrangement provides more opportunities for
brainstorming and communication, which is more in line with the learning habits and
needs of contemporary employees. In addition, outward bound activities and other
forms of human resource development (e.g., university training, project development,
seminars, etc.) have also been welcomed by employees. These findings show that
employees at The Institute of Standards and Technology are eager for more diverse,
innovative, and interactive learning experiences in their careers. Companies should

consider these needs when formulating human resource development plans to
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promote the all-round development of employees and improve the overall human

resources level of the enterprise.

Human Resource Development Delivery Methods

50%
40%
30%
20%
10%

0%

Traditional
Online Courses WO rkshop Centralized Classes Outreach Others

8 Sories1 | 44% ' 35% ' 14% ' 32% ' 24%

Figure 2.5 -Human Resource Development Delivery Methods

Source: Analysis based on questionnaire

In general, the management of the research institute has not realized the change
of role identity, they should sort out a human resource management framework,
establish a more reasonable salary system, and offer some courses for employees,
which is also conducive to the long-term development of your company and improve

the stability of employees.

2.4 Analysis of the influence of salary on research institute performance

Under the constraint of the salary-performance contract, the company's
operating performance determines the salary level of employees, so employees are
bound to try their best to improve the company's operating performance and thus
increase their own remuneration.

Therefore, hypothesis H is proposed: salary level has a positive impact on the
company's business performance.

Choice of variable

1) Independent variable

The total amount of an employee's compensation.
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2) Dependent variable

In this paper, corporate financial performance and income indicators will be
selected to measure corporate performance.

3) Control variables

Corporate governance is not an easy thing, in the process of corporate
governance, the size of the enterprise, the enterprise risk management ability, the
asset turnover efficiency of the enterprise, etc., have a significant impact on the
performance of the enterprise. In order to make a more comprehensive consideration
of the factors affecting enterprise performance, this paper selects a conventional
measurement index from each aspect. The specific variables are described in
Table2.2.

Table 2.2-Variable declaration

Type of variable | Variable selection Representative Explanation of variables
code
Dependent Business performance | EPS Earnings  per  share: net
variable profit/paid-up capital
Argument directors LnPay The natural logarithm of the total
remuneration
Control variables | The size of the | LnSize The natural logarithm of total
enterprise assets
Enterprise risk DEBT Debt-to-asset ratio: total
liabilities/total assets
Operating income Income The natural logarithm of total
operating income
Operational efficiency | ATR Total Asset Turnover: Operating
Income/Average Total Assets

Source: Based on the design of the study model

SPSS software was used to carry out the regression analysis of the model. From
the regression results, the adjusted R2 was 0.161, indicating that the regression
equation set by the model has a certain degree of fit. Table 2.3 shows that the Durbin
Watson value of the equation is 1.338, and the VIF values of the variables in Table
2.4 all fluctuate in 1, indicating that there is basically no autocorrelation or
multicollinearity between the explanatory variables in the equation set by the model.

Table 2.3-Model abstract

Errors in
model R R2 Adjusted R2 standard
estimates

Durbin
Watson
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1

0.401a

0.161

| 0161 |

0.9278155 |

1.338

Source: Based on the spss analysis results

Table 2.4- Variable declaration

Factors not

Normalization

Distinctiveness

Colinearity statistics

model normaslitzlt;czljI — factor
B error Beta Difference | BRIGHT
(Constant) | —4.612 | 0.241 —19.151 <0.001

LnPAY | 0.175 0.015 0.131 11.972 <0.001 0.782 1.279
LnSIZE | 0.125 0.010 0.151 13.119 <0.001 0.709 1.410
DEBT |[-0.777| 0.023 —0.336 —34.042 <0.001 0.961 1.041
Income | —0.006 | 0.005 —-0.011 -1.114 0.265 0.997 1.003

ATR 0.013 0.019 0.006 0.669 0.504 0.998 1.002

Source: Based on the spss analysis results

The coefficient of compensation (LnPay) is 0.175, which is significantly and

positively correlated with enterprise performance (EPS), indicating that the more

compensation incentives, the more corporate performance can be improved.

Hypothesis H is verified.

If enterprises want to improve their performance, they need to optimize the

salary and reward system for employees and encourage them to create performance,

rather than thinking of ways to deduct wages. Therefore, it is very necessary to

improve the salary level of employees.
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CHAPTER 3

IMPROVEMENT OF MANAGEMENT AND ADMINISTRATION OF
PERSONNEL DEVELOPMENT AT THE ENTERPRISE

3.1 Promote the digital transformation of human resource management and

create a teaching cloud platform

3.1.1 Introduction of the Integrated Human Resources Management System

An integrated human resource management system is one of the core tools for
digital transformation. With the introduction of s-HR, companies can centrally
manage data on employee information, compensation and benefits, performance
appraisal, training and development, and provide a variety of reporting and analysis
functions. The implementation of s-HR includes requirements analysis, system
selection, customized development or purchase, implementation and training.

3.1.2 Implement digital recruitment and talent management

Digital recruitment is one of the important aspects of digital transformation. By
establishing online recruitment platforms, recruitment websites, and social media
channels, businesses can expand their recruitment reach, improve recruitment
effectiveness, and reduce recruitment costs. At the same time, the introduction of a
talent management system to automate the recruitment process and centralized
management of information can improve the efficiency of talent selection and
management.

3.1.3 Implement an employee self-service platform

The introduction of employee self-service platforms is an important measure to
improve the employee experience and reduce the workload of the HR department.
Employees can use the self-service platform to manage their personal information,
inquire about compensation and benefits, apply for leave and training, etc. In addition,
the platform can also provide online training resources, performance evaluation tools,
and more to help employees improve their capabilities and development.

3.1.4 Promote digital training
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Digital transformation also brings new opportunities for training. Enterprises can

set up an online training platform that offers a variety of training courses and learning
resources. At the same time, combined with artificial intelligence and data analysis
technology, learning effect evaluation and personalized recommendations are carried
out to help employees better learn and develop.

3.1.5 Strengthen data security and privacy protection

The digital transformation of human resources is a complex and long-term
process that requires comprehensive planning and execution. By introducing an
integrated human resource management system, implementing digital recruitment and
talent management, implementing employee self-service platforms, adopting artificial
intelligence technology to assist decision-making, promoting digital training and
continuing education, and strengthening data security and privacy protection,
enterprises can achieve efficient human resources operations and improve employee
experience. Through case studies, we can see the effects and advantages of these
measures in practical application. Therefore, actively promoting the digital
transformation of human resources is of great strategic significance and long-term
value for enterprises.

3.1.6 Design and Implementation of Human Resource Information Management
Promotion Platform

3.1.6.1 Function introduction of human resource information platform

This design platform will provide three different ports, which are: administrator
end, personnel department audit end, employee registration end. The administrator
allocates resources and allocates resources to employees of each department; the
employee registration side can register personal information, study courses and
submit work reports; review the information submitted by employees and integrate
information data, and the three links coordinate with each other to operate the system

together. Table 3.1 is the platform port function information table.
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Table 3.1- Port function information table

The name of the port outline

Overall allocation of resources and reasonable

Admin side .
allocation of resources

Review employee information and consolidate

Audit end of the personnel department processed data

Register personal information, study course resources,

Employee registration terminal and submit work progress

Source: Human Resource Information Management Promotion Platform

3.1.6.2 Resource allocation management
Provisioning management is a proprietary function of the administrator side. The
details are shown in Table 3.2.

Table 3.2- Provisioning management table

Functional L
Provisioning management
modules
Product number XX-01
participator administrator
Preconditions Identification information has been identified and authorized
Postcondition Allocate resources and obtain resource information
1) Admin verifies login identity
The main event 2) The system displays the login success page
stream 3) The administrator obtains the resource information and assigns it
4) Wait for the system response after confirming that the operation is completed

Source: Human Resource Information Management Promotion Platform

3.1.6.3 Management of Employees' Personal Information
In employee personal information management, the three ports have different
functions. See Table 3.3 for details.

Table 3.3- Functional modules

F;gﬂ&?gsl Management of Employees' Personal Information
Product number XX-02

participator administrator
Preconditions Identification information has been identified and authorized
Postcondition View employee information

1) Admin verifies login identity
The main event | 2) The system displays the login success page
stream 3) The administrator enters the employee number to check the work
4) After the review is completed, confirm and wait for the system response

Source: Human Resource Information Management Promotion Platform
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The construction of human resources information platform is the trend of The

Times. The update and upgrading of the platform will bring high-quality experience
to managers and employees, and inject an accelerator to the development of
enterprises. When designing the platform, the function design, resource allocation
and the management of employee information should be fully considered, so as to
ensure the most efficient operation of the information platform. At the same time,
attention should be paid to protect the personal information of employees to prevent

leakage.

3.2 Improvement of the system of motivating the company's employees

3.2.1 The importance of improving the company's incentive system

Effective incentive is something that managers must do well, it can be said that
motivation is a very important factor in the enterprise, only reasonable and effective
incentive can maximize the potential of employees, in order to stimulate the
enthusiasm and initiative of employees for work. In order to give full play to the
enthusiasm and initiative of employees, it is necessary to establish and improve an
effective reward and punishment mechanism to achieve clear rewards and
punishments.

Enterprise management is a science, incentive mechanism is an important part of
enterprise management, plays a very important role in modern enterprise
management, incentive mechanism can stimulate the enthusiasm and initiative of
employees, mobilize the enthusiasm and creativity of employees, but also improve
the work efficiency of employees, is conducive to improving the economic and social
benefits of enterprises. Therefore, it is very necessary to establish a reasonable and
effective incentive mechanism in modern enterprise management.

To establish a scientific incentive mechanism, we need to pay attention to the
following aspects:

> It is necessary to formulate a scientific evaluation system, not subjective
and arbitrary. The work performance of employees should be objectively evaluated,

so that there is a fair, objective and scientific evaluation system.
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> To establish a fair and reasonable reward and punishment mechanism,

rewards and punishments must be open, fair and just, and rewards and punishments
must be timely and accurate.

> It is necessary to pay attention to the combination of spiritual incentives
and material incentives, and give material rewards and spiritual rewards to employees
with outstanding performance, remarkable achievements and great contributions, so
as to stimulate the inherent potential of employees and mobilize their enthusiasm and
initiative.

> Pay attention to the spirit of teamwork. It is necessary to pay attention to
the spirit of teamwork, and not let the idea of individual heroism override teamwork.

3.2.2 The influence of enterprise incentive mechanism on employees' retention
intention

The influence of the incentive mechanism of an enterprise on the employees'
willingness to stay is mediated by the job satisfaction and the organizational support
sense as the intermediary. Make assumptions and verify the relationship between
several variables of enterprise incentive mechanism, organizational support sense, job
satisfaction and willingness to stay. This study expects to contribute to incentive
mechanism and retention retention in the new era.

3.2.2.1 Variable design

» Enterprise incentive mechanism scale

The scale uses the Likert five-point scoring method, with a total of 15 questions,
and each item is positive scoring. Each item has five options: from left to right,
"completely inconsistent” to "fully consistent”, and "1" to "5" respectively. The
higher the score, the higher the satisfaction of employees with the enterprise incentive
mechanism.

» Organizational support sense scale

The scale uses the Likert five-point scoring method, which has eight questions,
each of which is positive scoring. Each question has five options: from left to right
for "completely inconsistent™ to "fully consistent”, from left to right for "1" to "5".
The higher the score, the higher the sense of organizational support provided by the

enterprise.
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»Job satisfaction scale

The scale uses the Likert five-point scoring method, there are six questions, and
each item is positive scoring. Each item has five options: from left to right to
"completely inconsistent™ to "full compliance”, from left to right to "1" to "5". The
higher the score, the higher the employee is satisfied with working in the enterprise.

> Inventory of willingness to stay

The scale uses the Likert five-point scoring method, which contains three
questions, each of which is positive scoring. Each item has five options: from left to
right, "completely inconsistent" to "fully consistent”, and from left to right, 1" to "5"
respectively. The higher the score, the higher the employees' willingness to stay in the
enterprise.

3.2.2.2 Mediator effect test. According to the data results in Table 3.4, the
incentive mechanism of enterprises is significantly and positively correlated with
organizational support (r = 0.77 * *, p <0.01), job satisfaction (r = 0.69 * *, p <0.01),
and willingness to stay (r = 0.54 * *, p <0.01). Organizational support was
significantly and positively associated with job satisfaction (r= 0.65 * *, p <0.01) and
willingness to stay (r = 0.51 * *, p <0.01). Job satisfaction was significantly and
positively associated with interns' willingness to stay (r = 0.64 * *, p <0.01).

Table 3.4- Results of correlation analysis on incentive mechanism, job

satisfaction and retention intention

M SD 1 2 3 4 5 6 7 8

gender 1.79( 041 ( 1.00

Degree 205 0.34 | -0.02 | 1.00

Duration 1.58] 0.74 | -0.12* | —0.02 1.00

Typeof 15271 143 | 009 | 0.00 |-0.16%| 1.00
company
Incentives |3.48| 0.54 | 0.11 | 0.10 0.06 0.01 1.00
A sense of
organizational | 3.52 | 0.67 | 0.17** [ 0.11 0.06 0.04 |[0.77**| 1.00
support
.JOb. 3.26| 0.77 | 0.05 | 0.09 0.10 |0.18** | 0.69** | 0.65** | 1.00
satisfaction
Willingness
to stay inthe | 3.05| 0.90 | —0.01 | 0.11 | 0.15** | 0.02 | 0.54** | 0.51** | 0.64** | 1.00
job

Source: The Influence of Enterprise Incentive Mechanism on Interns' Retention Intention—

Moderated Mediation Model
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3.2.2.3 Moderated mediating effect test

After controlling for gender, educational background, internship duration and
company type, SPSS software was used to test the mediation effect on the influence
of stay intention; the results are shown in Table 3.5.

According to the analysis results in Table 3.5, the enterprise incentive
mechanism significantly positively affects the interns' willingness to stay (Model 1, B
= 0.88, p <0.01), which indicates that the enterprise incentive mechanism can
positively affect the willingness to stay; the higher the incentive mechanism provided
by the enterprise, the stronger the willingness to stay.

Specifically, the intermediary effect of job satisfaction on the enterprise
incentive mechanism on the willingness of interns is 0.29, playing part of the
intermediary role.

Table 3.5- Job satisfaction mediated as effect test results

Model 1 (Willingness to Model 2 (Job Model 3 (Willingness to
Stay) Satisfaction) Stay)
B P p B p p B P p

gender -0.11 [ 029 | —0.05 | —0.05 | 0.50 | —0.03 | —-0.08 | 0.39 [ —0.04

Degree 0.16 | 0.21 0.06 0.06 | 0.52 | 0.03 0.12 0.27 [ 0.05

Duration | 0.14* | 0.02 0.12 0.09* | 0.04 [ 0.09 0.09 0.10 [ 0.07

Typeof 4500 | 049 | 003 |0.20%| 000 | 019 | —0.04 | 0.14 | —0.07
company

Incentives | 0.88** | 0.00 | 053 |0.97**| 0.00 | 0.68 | 0.29** | 0.00 | 0.18
Job 0.60** | 0.00 | 052
satisfaction

R? 0.31 0.51 0.44

AdjustRz | 0.30 051 0.43

F-number | 27.51 64.43 40.01

Sig 0.00 0.00 0.00

Source: The Influence of Enterprise Incentive Mechanism on Interns' Retention Intention—

Moderated Mediation Model

It can be seen that the enterprise incentive mechanism is one of the influencing
factors of the willingness to stay, and the incentive mechanism of the enterprise will
have a positive impact on the employees' willingness to stay. When the enterprise

incentive mechanism is done better, employees will have a higher willingness to stay.
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3.3 Improvement of the organization of management and administration of

personnel development of the enterprise

The Institute of Standards and Technology is facing a period of transformation
for its core business.The reintegration and development of human resources should
be implemented. The company has set specific strategic goals for human resource
development. In the next two years, the primary goal is to establish and improve the
company's human resource development system, which covers all aspects from
employee career planning to training and development, to ensure that the
development of employees' careers is closely integrated with the company's future
strategy. In the next 3 to 5 years, the goal will shift to cultivating and introducing
high-quality talents at all levels, realizing the improvement and practice of the
company's long-term development strategy, and maximizing the advantages of talents.
In order to ensure the effective implementation of the company's strategic goals, The
Institute of Standards and Technology needs to establish an efficient human resource
development system. This system will be based on the strategic needs of the
enterprise organization, ensuring the systematization of the development process and
the effectiveness of the target translation. In addition, emphasis is placed on the
quantitative evaluation of results in order to facilitate the measurement of progress
and value. In the process of human resource development, the company needs to
continuously evaluate and adjust its training strategy in a timely manner to
comprehensively improve human resources at all levels, including senior leadership,
management ability of middle-level cadres, and business skills of grassroots
employees. Looking ahead, The Institute of Standards and Technology plans to grow
corporate value and enhance market competitiveness by cultivating core employees
and optimizing the human resource structure. Such a strategy will give the company
an edge in new business areas and promote the sustainable development and added
value of the enterprise.

3.3.1The Institute of Standards and Technology Human resource strategic

planning
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Within the framework of the Institute of Standards and Technology's HR

strategic plan, the focus is on supporting the Institute's R&D transition from
traditional standards to new industry standards. In this process, the first task of the
enterprise is to conduct a detailed analysis of the overall organizational structure,
followed by the analysis of the responsibilities and task plans of each position, and
the formulation of job descriptions and work specifications. Given that the company
IS undergoing a transformation, job responsibilities need to incorporate the skills
required for the future. At the same time, personnel screening is carried out, based on
the company's strategic planning and human resources needs, suitable employees are
selected for training, and new people are introduced through recruitment for some
special positions.

When developing a human resource development plan, the objectives should be
based on reality and avoid being too idealistic. It is advisable to set goals in stages,
such as two-year and three- to five-year plans. Short-term goals may include
developing relevant professionals, recommending and recruiting new employees
internally, and building a team focused on R&D and the new energy market. At the
same time, the strategic development direction of three to five years should be
clarified, and the talent development plan should be continuously adjusted according
to the actual situation. Companies need to conduct a comprehensive analysis of
internal performance and human potential, and combine feedback from colleagues
and leaders to understand and evaluate employees. In the process of talent
development, there may be contradictions such as training time affecting work
progress, so it is necessary to fully communicate in the early stage to ensure the
effective use of resources. Talent development plans should be integrated into the
company's strategy and the current corporate environment, requiring collaboration
across departments, not just the efforts of a single department. The objectives,
resources, environment and potential impact on existing work of developing the
curriculum need to be considered to ensure the effectiveness and feasibility of the
programme. The human resource development system needs to be sustainable,
constantly adjusted according to the actual situation, and regularly formulate human

resource strategic planning to achieve the common development of employees and
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the company. Comprehensively consider all factors to ensure that human resource

development needs are feasible and effectively implemented.

3.3.2 Develop career plans for employees of The Institute of Standards and
Technology

At The Institute of Standards and Technology, employees' career planning is
closely integrated with the company's HR strategic planning. Employees are required
to conduct a self-evaluation, including an objective review of their skills, interests,
relevant experience, and emotional intelligence. This process helps employees to
have a clear understanding of their career direction, including their current abilities,
career aspirations and future plans.

The key to career planning is goal setting, which involves short-term, medium-
term and long-term goals. Long-term goals need to be based on reality and combined
with long-term personal pursuit and efforts, while short-term goals need to be specific
and clear as part of long-term goals. In the planning process, the objectives should be
adjusted in a timely manner according to the implementation situation and changes in
the external environment. In addition, career planning should also take into account
external environmental factors, such as environmental characteristics, development
trends, advantages and disadvantages, etc., to assess the possible impact of these
factors on the career. Career orientation is at the heart of planning, requiring
employees to seek the best match according to their career goals, personal potentials
and conditions. This involves a high degree of alignment of factors such as abilities,
interests, personality, and environment. The planning and implementation phase
requires careful monitoring of the development and execution of the program. In the
implementation of human resource development, the effect should be regularly
evaluated, and the plan should be diagnosed and adjusted to ensure its continuity and
integrity.

For The Institute of Standards and Technology, the analysis of the
organizational structure, the analysis of tasks, and the development of job
responsibilities and job specifications are equally important. In the face of the
company's transformation, job responsibilities need to integrate the skills needed for

the future. Personnel selection should be based on the company's strategic planning
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and human resources needs, select employees suitable for training, and solve the

problem of talent scarcity through recruitment.

3.3.3 Leadership development of senior employees

At The Institute of Standards and Technology, leadership development for
senior employees is focused on three phases: personal growth, team leadership, and
strategic thinking. Leadership development is not only about traditional skills, but
also about changing mindset and time management skills. This shift helps managers
take on better leadership roles, while effective time management allows them to use
their time more efficiently.

The core competencies of leaders include focus, vision, self-discipline,
execution, and influence. These competencies are covered throughout the three
phases of the training. The senior leadership team at The Institute of Standards and
Technology was challenged by time coordination and opted for a combination of
online and workshops.

Online classes are conducted through a partner third-party training institute and
focus on case studies and theoretical knowledge. At the same time, a two-day
workshop is held every quarter, where senior leaders brainstorm in a relaxed
environment, discuss the company's current problems and future development
strategies, and formulate specific implementation plans. This training model not only
takes into account the busy work schedule of the leadership, but also ensures that the
training content is in-depth and practical, and helps the senior leadership team to
achieve substantial leadership improvement.

1) Self-leadership and self-development

In the first phase of leadership development at The Institute of Standards and
Technology, the focus is on self-leadership and development. At the heart of this
phase is the self-awakening of leaders, i.e., from the perspective of a line manager to
the perspective of a leader, looking at problems and ways of working in a new
dimension. Leadership development is not only the application of a series of
scientific methods, but also the comprehensive development of individual leadership

ability.
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In the process, the leader's self-competence will be significantly improved. This

includes the holistic development of emotional intelligence, decision-making,
execution, influence, and empowerment. In particular, it is worth emphasizing the
change in mindset and the improvement of time management skills. By changing
their mindset, top managers are able to take on the role of leaders more effectively,
and effective time management allows them to get the most out of their fragmented
time. The key to this stage is to guide leaders to recognize their own potential and
responsibilities, stimulate their inner motivation, and motivate them to pursue
personal and team growth spontaneously. Through self-awareness and self-
improvement, leaders can better understand and practice the true meaning of
leadership, so that they can play a more active and critical role in the organization.
This self-leadership and development not only contributes to personal growth, but
also has a positive impact on the entire organization.

2) Team building and team leadership

The second phase of leadership development at The Institute of Standards and
Technology focuses on team building and leadership. At this stage, the core of the
leadership team is not only to focus on the surface performance of the team, but more
importantly, to tap the potential and initiative of the team members. With the rapid
development of the information society, employees are no longer just in the role of
executing orders. How to cultivate and develop employees and stimulate their
initiative has become one of the main tasks facing leaders. This stage of the
curriculum focuses on building trust, dealing with ambiguous decision-making,
achieving execution excellence, driving change and talent development.

Through the learning modules, W's executives are expected to break the
traditional ineffective leadership model and significantly improve team performance
and cohesion through effective communication, conflict management and
motivational mechanisms. Learning how to listen, coach, and give feedback is a key
element of a good leader to help subordinates maximize their potential. At this stage,
leaders need to focus not only on the skills and contributions of team members, but
also on their personal growth and professional development, so as to form a more

efficient, dynamic and mutually supportive team. Such a team will be a key force for
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the company to respond to market changes, achieve goals and enhance the corporate

image.

MICHIGAN MODEL
OF LEADERSHIP

Figure 3.1 Leadership model

Source: https://conantleadership.com/leadership-models/

3) Leading the future and strategic thinking

In leadership development at The Institute of Standards and Technology, leading
the future and strategic thinking are the focus of executive training. At present, many
top managers have not fully demonstrated the role of leaders in their work, and still
act as middle management cadres. Therefore, it is particularly important to develop
the ability to have a forward-looking vision and strategic thinking. The core
responsibilities of senior management include defining the business objectives,
strategies and tasks of the business. This is particularly critical for The Institute of
Standards and Technology's entry into new areas, where the management needs to
deeply understand and analyze industry dynamics and policy guidance to provide a
solid foundation for the company's future strategic development. Leaders should be
directly involved in the top-level design of corporate leadership development and
promote the establishment and improvement of various management mechanisms. To
achieve this, The Institute of Standards and Technology partners with third-party

training providers to develop customized courses that incorporate corporate strategies
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and industry trends. The course content focuses on how to select and develop good

managers, and emphasizes the importance of "empowerment"”. Empowerment is the
transformation of behaviors and attitudes that give others greater capacity and
autonomy, and has become a hot topic in the field of management in recent years.
The Institute of Standards and Technology's human resource development plan
includes the selection of potential managers, the establishment of a talent
management mechanism, the implementation of an enablement strategy, and the
improvement of talent planning. Through these courses, it aims to help senior
managers provide effective selection and training mechanisms for subordinate
managers, so as to create a healthier and more positive management environment

within the enterprise and promote the realization of the company's strategic goals.

Strategic Planning

Talent Planning & Talent
Inventory (AAD)

90-Day
Turnaround

\
\

Cycle
; Empowerment,,

' Cycle
( Empowerment

MFP Manager
Feedback

Appointment  Onboarding

Learning Enablement for Talent
Management Mechanisms (PARR)

Cadre selection criteria and
process development

Figure 3.2 Leadership Development Model
Source:MBA think tank Encyclopedia

3.3.4 Management skills development of middle-level employees

The core of the responsibilities of middle managers at The Institute of Standards
and Technology is to clarify the responsibilities, abilities, qualities and management
requirements of the positions under their jurisdiction, and to establish evaluation
standards. They need to invest time and effort in evaluating the performance of their
subordinates and proposing ways to improve them. For a long time, due to over-

reliance on senior leadership, the middle managers of The Institute of Standards and
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Technology have not fully realized their potential, especially when encountering

problems in project management, they often need to consult their superiors, which
affects their work efficiency.

In response to this situation, the management skills development of middle staff
at The Institute of Standards and Technology will focus on industry characteristics
and knowledge in the field of new energy. In cooperation with third-party training
Institutions, the company provides centralized and online teaching methods to enable
middle managers to have a deep understanding of the industry and project
management. In addition, the training also includes small class classes, and experts
are invited to the company to give in-depth explanations of management cases. In the
classroom, through group discussions and case studies, managers can promote an in-
depth understanding of the learning content and share each other's insights and gains.
The key to the development of management skills of middle-level employees is to
comprehensively improve their decision-making, execution and team coordination
skills. Through these comprehensive trainings, The Institute of Standards and
Technology aims to build a middle management force that can handle problems
independently and lead effectively in a team. This not only improves the
professionalism of individuals, but also helps to improve the overall operational
efficiency of the company, laying a solid foundation for achieving the long-term
development goals of the enterprise.

1) Basic skills of management

The Institute of Standards and Technology's basic skills in middle management
cover both people and business management. When it comes to people management,
the focus is on self-management and managing employees. Self-management
includes role positioning, mental development, emotion management, and time
management, while employee management focuses on employee motivation,
employee development, and team building. In terms of transaction management, the
emphasis is on job management skills such as goal setting, effective delegation,
adequate communication, performance evaluation, and problem solving. These skills
development not only help middle managers manage their teams and work more

effectively, but are also the key to improving the efficiency of the entire organization.
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2) Team goal setting

The Institute of Standards and Technology is committed to providing training
courses that are easy to understand and implement through efficient human resource
development methodologies and industry-relevant case studies. The starting point of
these courses is to improve the competence of middle staff, using a combination of
theory and practice to ensure that employees can get practical benefits from the
training. Importantly, training is designed to have a tangible impact on the way
employees think and work, increase productivity and motivation, and lead to
transformation across the organization.

Through the human resource development course, it aims to solve the problems
of inaction and lack of responsibility of middle management cadres. The online
course will be divided into multiple sections according to the needs of middle
managers to improve their professionalism and management ability from different
perspectives. This comprehensive approach to training will help middle managers
better understand and respond to challenges at work, improve their leadership and
team management skills, and effectively promote the progress and development of
the company as a whole.

3.3.5 Employability development of grassroots employees

1) Self-management

At The Institute of Standards and Technology, self-management focuses on
improving work attitudes and emotional management, and cultivating a professional
mindset. Employees need to focus not only on their jobs, but also on improving their
emotional intelligence (EQ) in the workplace, including stress management and
wellness planning. Engineers and workers should incorporate their own career
development plans to achieve a higher level of improvement in the field of soft skills.
Effective emotion management and a positive mindset can help improve job
performance, while proper stress transformation is essential for employees' physical
and mental well-being. Through this comprehensive improvement, we aim to achieve
a work-life balance and promote a virtuous circle in both professional and personal
life of employees.

2) Skill upgrading
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At The Institute of Standards and Technology, upskilling focuses on the

development of professional competence. In the face of increasingly fierce social
competition, continuous learning and skill improvement of employees has become
particularly important. In order to meet the strategic needs of the company's
transformation to the new energy sector, the online course content of grassroots
employees focuses on professional skills training, communication and collaboration
skills, time management and execution. The business transformation in the field of
new energy has put forward higher requirements for the professional ability of
employees, such as the processing technology of workshop employees and the design
ability of designers.

In the transition period of the core business, it was decided to implement the
reintegration and development of human resources. The company has set specific
strategic goals for human resource development. In the next two years, the primary
goal is to establish and improve the company's human resource development system,
which covers all aspects from employee career planning to training and development,
to ensure that the development of employees' careers is closely integrated with the
company's future strategy. In the next 3 to 5 years, the goal will shift to cultivating
and introducing high-quality talents at all levels, realizing the improvement and
practice of the company's long-term development strategy, and maximizing the
advantages of talents. In order to ensure the effective implementation of the
company's strategic goals, it is necessary to establish an efficient human resource
development system. This system will be based on the strategic needs of the
enterprise organization, ensuring the systematization of the development process and
the effectiveness of the target translation. In addition, emphasis is placed on the
quantitative evaluation of results in order to facilitate the measurement of progress
and value. In the process of human resource development, the company needs to
continuously evaluate and adjust its training strategy in a timely manner to
comprehensively improve human resources at all levels, including senior leadership,
management ability of middle-level cadres, and business skills of grassroots
employees. Looking to the future, we will achieve the growth of corporate value and

the enhancement of market competitiveness by cultivating core employees and
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optimizing the human resource structure. Such a strategy will give the company an

edge in new business areas and promote the sustainable development and added value
of the enterprise.

To sum up, if enterprises want to manage employees more effectively, they
should pay attention to the important role of incentive mechanism for employees. At
the same time, enterprises need to develop a more systematic and convenient
management system, which is very helpful to improve the efficiency of employee
management. The most important thing is to update the framework and system of

employee management and change the past rough management mode.
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CONCLUSIONS

Based on human resource management theory and organizational behavior, this
study analyzes the current situation of staff training in China through extensive data
collection and field research. As a member of The Institute of Standards and
Technology, my attention to the company's human resources prompted me to explore
the countermeasures to solve the staff training problems of small and medium-sized
enterprises by combining the knowledge and the actual situation of the company, and
to find the human resources development path suitable for small and medium-sized
enterprises. This study combines theory with practice and aims to deepen the
practical application of the theory.

In general, from the perspective of in-depth research on the development of
personnel management, this paper puts forward and discusses three suggestions for
bringing substantial improvements to enterprises. First of all, we advocate the use of
digital informatization to improve the efficiency of employee management. At
present, the environment in which enterprises are located is digital and informatized,
which provides convenience for the orderly and effective management of human
resources. With the help of data analytics, companies can better understand the needs
and expectations of their employees, helping them make more effective decisions.

Secondly, we emphasized the importance of improving the employee incentive
system. Employee incentive system is a reflection of corporate culture, which can
stimulate the enthusiasm of employees and enhance their sense of identity with the
enterprise, thereby improving their work efficiency and the overall competitiveness
of the enterprise.

Finally, we put forward recommendations for improving the management
framework for people development. This will help companies clarify the career path
of each employee and support their long-term development. By providing ongoing
training and development opportunities, businesses can help employees achieve
continuous growth in their careers and maximize their potential.

In the process of enterprise personnel management development, it is necessary to

optimize management efficiency by combining digital information tools, enhance
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employee enthusiasm by improving the incentive system, and provide continuous

career development opportunities through a perfect personnel development
management framework. This not only brings the improvement of efficiency and
competitiveness to the enterprise, but also provides employees with the possibility of
sustainable development, and contributes to the win-win situation of the enterprise
and employees.

After verification, the research found that human resource development can
indeed enhance the competitiveness of enterprises and contribute to the development
of enterprises. This paper deeply analyzes the problems existing in the human
resource development system of small and medium-sized enterprises, and discusses
how to improve the construction of the employee development system at different
levels. Despite the shortcomings of this study in some aspects, it is expected to

inspire more studies to further explore this area.
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Appendix

The questionnaire survey conducted within the enterprise has the following
guestions:

1. What are your views on the status quo of The Institute of Standards and
Technology human resource management?

A. Very satisfied

B. More satisfied

C.same as

D.discontent

E. Very dissatisfied

2. What HR areas do you think The Institute of Standards and Technology needs
improvement?(multiple choice)

A. Staff training and development

B. Career planning and promotion mechanisms

C. Performance evaluation and feedback

D. Employee incentives and benefits

E. Recruitment and talent introduction

3. Does the The Institute of Standards and Technology training program meet
your career development needs?

A. Fully satisfied

B. To a greater extent

C.same as

D. Less satisfaction

E. Not satisfied at all

4. Which training method do you prefer?
A. Offline face-to-face courses

B. Online remote courses

C. Practice operation training

D. Internal lectures and seminars

E. Mixed learning

5. Do you think The Institute of Standards and Technology leadership training is
effective?

A. Very effective

B.valid

C.same as

D. Not very effective

E.of no avail

6. Are you satisfied with the company's current performance appraisal system?
A. Very satisfied
B. More satisfied
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C.same as

D.discontent

E. Very dissatisfied

7. What do you think are the advantages of The Institute of Standards and
Technology in talent training?

A. Professional training

B. Career opportunities

C. Strengthen practical skills

D. Leadership development

8. Are you satisfied with the employee promotion mechanism of the company?
A. Very satisfied

B. More satisfied

C.Same as

D.Discontent

E. Very dissatisfied

9. What's your biggest challenge in your work?
A. Lack of skills

B.Communication disorders

C.Management problem

D. Lack of incentive

E.Other

10. Where do you think the company can provide more support?
A. Personal skills improvement

B. Career planning

C. Work and life balance

D.Employee welfare

E. Management and communication

11. Are you satisfied with the company's current talent introduction strategy?
A. Very satisfied

B. More satisfied

C.Same as

D.Discontent

E. Very dissatisfied

12. Do you feel that your work is meaningful in The Institute of Standards and
Technology?

A. Very meaningful

B. Have a certain meaning

C.same as

D. Not very meaningful

E. It's completely meaningless
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13. Do you think The Institute of Standards and Technology's human resource
development contributes to personal growth?

A. Very helpful

B. Have some help

C.same as

D. Not very helpful

E. No help at all

14. Are you satisfied with your employee relationship?
A. Very satisfied

B. More satisfied

C.same as

D.discontent

E. Very dissatisfied

15. How do you evaluate the company's training resources and facilities?
A.beyond compare

B.preferably

C.Same as

D.Range

E.very bad

16. Are you satisfied with the working environment and culture of the company?
A. Very satisfied

B. More satisfied

C.same as

D.discontent

E. Very dissatisfied

17. What do you think of the company's communication and information flow
efficiency?

A. Very efficient

B. More efficient

C.same as

D. Not too efficient

E. Very inefficient

18. Do you think the incentive mechanism of The Institute of Standards and
Technology is fair and effective?

A. Very fair and effective

B. Fair and effective

C.same as

D. It's not fair and effective

E. Completely unfair and valid
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19. Are you satisfied with the career development opportunities offered by the
company?

A. Very satisfied

B. More satisfied

C.Same as

D.Discontent

E. Very dissatisfied

20. What do you think The Institute of Standards and Technology needs the
most attention to in human resource management in the future?

A. Training and development

B.Performance management

C.employee welfare

D. Leadership development

E. Talent introduction and retention
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