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ABSTRACT  
 

Feng Liren. The technique of personnel management in public authorities 

based on qualification requurements of administrative activity.  

Master's thesis in the specialty 073 «Management», EP «Administrative 

Management» SNAU, Sumy-2024 - Manuscript. 

The abstract for the thesis "The technique of personnel management in public 

authorities based on qualification requurements of administrative activity " .This thesis 

investigates the impact of qualification requirements set by public authorities on the 

effectiveness and efficiency of administrative activities within Chinese government 

departments. By analyzing current practices in recruitment, training, and career 

progression, the research aims to uncover how these qualifications align with the 

demands of administrative roles. Through an empirical study, the thesis identifies 

challenges in personnel management and assesses the influence of qualifications on 

workforce efficiency and competence. The study proposes recommendations for 

optimizing personnel management techniques to enhance governance. By contributing 

to the broader discourse on public administration, particularly within the Chinese 

context, this research offers valuable insights for policymakers, practitioners, and 

scholars. 

Keywords: qualification requirements, administrative activities, personnel 

management, Chinese government departments, public administration, workforce 

efficiency, governance optimization. 
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АНОТАЦІЯ 

 

Фен Ліжен. Методика управління персоналом в органах державної 

влади на основі кваліфікаційних вимог управлінської діяльності. 

Магістерська робота за спеціальністю 073 «Менеджмент», ЕП 

«Адміністративний менеджмент» СНАУ, Суми-2024 - Рукопис. 

У кваліфікаційній роботі досліджується вплив кваліфікаційних вимог, що 

встановлюються органами державної влади, на результативність та ефективність 

адміністративної діяльності в урядових відомствах Китаю. Аналізуючи поточну 

практику найму, навчання та просування по службі, дослідження має на меті 

виявити, як ці кваліфікації узгоджуються з вимогами адміністративних ролей. 

Через емпіричне дослідження визначаються проблеми в управлінні персоналом 

і оцінюється вплив кваліфікації на ефективність і компетентність робочої сили. 

У дослідженні пропонуються рекомендації щодо оптимізації методів управління 

персоналом для покращення управління. Вносячи внесок у ширший дискурс про 

державне управління, зокрема в китайському контексті, це дослідження 

пропонує цінну інформацію для політиків, практиків і науковців. 

Ключові слова: кваліфікаційні вимоги, адміністративна діяльність, 

управління персоналом, державні відомства Китаю, державне управління, 

ефективність робочої сили, оптимізація управління. 
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INTRODUCTION 

 

Relevance of the topic：At the nexus of governance and human resources lies 

a pivotal question: How do the qualification requirements set by public authorities 

influence the effectiveness and efficiency of administrative activities? This thesis seeks 

to not only address this question but also to provide a comprehensive analysis of the 

technique of personnel management adopted within Chinese government departments. 

By scrutinizing the intricate dance between qualifications and administrative functions, 

we aim to uncover the underlying dynamics that contribute to the successful 

orchestration of public services. 

In a rapidly evolving global landscape, the role of government is ever-expanding 

and evolving. The individuals entrusted with the responsibility of steering the 

bureaucratic ship must possess not only the requisite skills and knowledge but also a 

keen understanding of the intricate demands of administrative roles. Through an 

empirical study of personnel management practices within Chinese government 

departments, this thesis aspires to contribute valuable insights to the broader discourse 

on public administration. 

As we embark on this intellectual exploration, we will navigate the labyrinth of 

recruitment processes, training modules, and career progression frameworks that 

collectively shape the trajectory of public servants in China. By understanding the 

alignment (or potential misalignment) between qualification requirements and the 

demands of administrative roles, we hope to shed light on the nuanced strategies that 

can optimize personnel management within public authorities. 

Join me on this academic odyssey as we unravel the layers of complexity 

inherent in the technique of personnel management in Chinese government 

departments. Through a meticulous examination of policies, practices, and their real-

world implications, we aim to offer a nuanced understanding of the delicate balance 

between qualifications and administrative efficacy in the context of contemporary 

public governance. 

The method：The purpose of this research is to conduct a comprehensive 

investigation into the technique of personnel management within Chinese government 
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departments, with a specific focus on the influence of qualification requirements on 

administrative activities.  

Objectives of the Study： 

By undertaking this study, we aim to achieve several key objectives: 

-Examine current personnel management practices, including recruitment, 

training, and career progression. 

-Assess how qualifications align with the demands of administrative roles. 

-Identify challenges in implementing personnel management techniques. 

-Investigate the impact of qualification requirements on workforce efficiency 

and competence. 

-Propose recommendations for optimizing personnel management to enhance 

governance. 

-Contribute to the academic discourse on public administration within the 

Chinese context. 

Through the fulfillment of these objectives, this research aspires to provide a 

nuanced and evidence-based perspective on the interplay between qualification 

requirements and administrative activities within Chinese government departments. By 

doing so, it seeks to offer valuable insights for policymakers, practitioners, and scholars 

engaged in the ongoing discourse on public administration and personnel management. 

Research Subject ： The technique of personnel management in public 

authorities based on qualification requurements of administrative activity 

Research Object: The technique of personnel management in public authorities 

based on qualification requirements of administrative activities. 

Research methods: 

The subject of the research is the influence of qualification requirements on the 

effectiveness and efficiency of administrative activities within these government 

departments. The focus is on the individuals constituting the workforce, their 

qualifications, and how these qualifications align with the demands and complexities 

of their respective administrative roles. 

In essence, the object is the broader system of personnel management within 

Chinese government departments, while the subject is the specific aspect of 
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qualification requirements and their impact on the performance of administrative 

functions. The research seeks to explore the intricate relationship between these 

qualifications and the successful execution of public governance responsibilities. 

Personal Achievement: 

1. Feng Liren The technique of personnel management in public authorities 

based on qualification requirements of administrative activity Матеріали ХІІ 

Міжнародної науково-практичної конференції «Економіка підприємства: 

сучасні проблеми теорії та практики» - (08-09 вересня 2023 р.). Одеса, 2023. С. 

510-511. 

2. Feng Liren Personnel management in public authorities based on 

qualification requirements of administrative activity Стратегічні пріоритети 

розвитку бухгалтерського обліку, аудиту та в умовах глобалізації : матеріали II 

Міжнародної науково-практичної конференції (м. Суми, 16 листопада 2023 р.) / 

за ред. проф. Назаренка О.В. Суми: СНАУ, 2023.- С. 290-292. 

The structure and scope of work. Qualification work consists of an 

introduction, three chapters, conclusions and suggestions, a list of references, which 

consists of 52 titles. The main text is placed on 90 pages of computer text, the work 

contains 31 tables, 30 figures. 
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CHAPTER 1 

 

THEORETICAL BASIS THE TECHNIQUE OF PERSONNEL 

MANAGEMENT IN PUBLIC AUTHORITIES 

 

Personnel management as a system is based on personnel policy, which acts as 

a component system of strategic management of the organization. Note that at the 

moment there is a clear understanding of the meaning and relationship of such concepts 

as "organizational management strategy" and "personnel policy". This is due to the fact 

that the choice of personnel policy depends on the chosen concept of personnel 

management, which should correspond to the organization's long-term development 

strategy. Management strategy is a general concept of how the main goals of the 

organization are achieved, the problems facing it are weighed, and the limited resources 

necessary for this are allocated. The strategy must be internally coherent, shared with 

the environment, balanced in terms of resources, realistic, moderately risky, must 

organically combine long-term and short-term goals, that is, ensure the implementation 

of personnel policy. In its future, the political cadre manifests itself in the form of a 

system of theoretical views, ideas, requirements, principles, which issues the general 

direction and basics of work with personnel, its forms and methods. The development 

of the personnel policy is carried out by the owners of the organization, senior 

management, and services. Personnel policy should be based on principles such as 

fairness, consistency, compliance with labor laws, equality and non-discrimination. 

The basis of the personnel policy is the analysis of the personnel structure, the 

efficiency of the use of working time, forecasts of the development of production and 

employment. 

The personnel policy of the organization increases a low number of factors, 

which can be divided into internal and external. External ones include national labor 

legislation; relations with the trade union; the state of the economic situation; prospects 

for the development of the labor market. internal factors are the organization's structure 

and goals; territorial placement; applied technologies; dominant culture; formed 
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relationships and moral and psychological climate in the team. The main directions of 

personnel policy can be considered: 

• determination of the main requirements for personnel in accordance with the 

forecast of the internal and external situation, prospects for the development of the 

organization; 

• formation of new personnel structures and development of personnel 

management procedures and mechanisms; 

formulation of the concept of remuneration, material and moral stimulation of 

employees in accordance with the planned business strategy; 

• selection of ways to attract, use, retain and release personnel, assistance in 

employment upon layoffs; 

• development of social relations; 

• determination of ways of personnel development, training, retraining, 

advanced training or retraining in connection with the transition to new technologies, 

promotion, rejuvenation, stimulation of early retirement of persons who do not meet 

modern requirements and who are unable to master new directions and methods of 

work; 

• improvement of the moral and psychological climate in the team, involvement 

of rank-and-file employees in the management organization, etc. 

Table1.1-  Key Directions of Personnel Policy and Descriptions 
Personnel Policy Direction Description 

Determination of the main 

requirements for personnel 

In accordance with the forecast of the internal and external 

situation, prospects for the development of the organization. 

Formation of new personnel 

structures 

And development of personnel management procedures and 

mechanisms. 

Formulation of the concept of 

remuneration 

Material and moral stimulation of employees in accordance with 

the planned business strategy. 

Selection of ways to attract, use, 

retain and release personnel 

Assistance in employment upon layoffs. 

Development of social relations Fostering a strong and positive community within the 

organization. 

Determination of ways of 

personnel development 

Training, retraining, advanced training or retraining in 

connection with the transition to new technologies, promotion, 

rejuvenation, stimulation of early retirement of persons who do 

not meet modern requirements. 

Improvement of the moral and 

psychological climate 

Involvement of rank-and-file employees in the management 

organization, fostering a positive work environment. 

Source: Armstrong, M. (2021). Armstrong's Handbook of Human Resource 

Management Practice. Kogan Page Publishers. 
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The foregoing leads to an objective conclusion regarding the need to apply an 

appropriate mechanism, with the help of which it is possible to achieve the goals of 

personnel policy. So, the mechanism of personnel policy implementation is a system 

of plans, norms and standards, organizational, administrative, social, economic and 

other measures aimed at solving personnel problems and meeting the organization's 

personnel needs. It is very important to monitor the relationship between the goals, 

functions and tasks of personnel management, which allow you to clearly define a 

systematic approach to the organization's personnel management. 

It is known from management theory that the functions and tasks of management 

in general and of personnel are personally determined by its goals. In the modern theory 

of personnel management, two groups of goals are distinguished: organizational and 

personal. The concepts of "economic efficiency" and "social (personal) efficiency" are 

often used to characterize the goals of personnel management. At the same time, the 

economic efficiency of personnel management is understood as the achievement with 

minimal personnel costs of the organization's goals — economic results, stability, high 

flexibility and adaptability to a constantly changing environment; social efficiency — 

as the satisfaction of the interests and needs of employees (paying for work, its content, 

the possibility of personal self-realization, satisfaction with communication with 

colleagues, etc.). Personnel management functions are the main directions of this type 

of activity, aimed at meeting the defined needs of the organization. The list of the main 

functions and their corresponding tasks, with the help of which the specified functions 

are implemented in a generalized form, can be provided in the following way: 

Table1.2-  Key Directions of Personnel Policy and Descriptions 
Function Tasks 

Determining personnel needs Planning qualitative and quantitative personnel needs 

Staffing Analyzing marketing information, developing tools for meeting 

personnel needs, personnel selection and assessment 

Personnel utilization Determining content and results of work, industrial socialization, 

adaptation, workplace arrangement, ensuring labor safety, 

releasing personnel 

Personnel development Career planning, job transfers, training 

Motivation Managing work behavior motivation, conflict management, 

monetary and intangible incentives 

Legal and information support Legal regulation, personnel accounting and statistics, informing 

the team and external organizations on personnel issues 

Source:Adapted from Armstrong, M. (2021). Armstrong's Handbook of Human 

Resource Management Practice. Kogan Page Publishers. 
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Table 1.3-  Aspects of Personnel Management 
Personnel Direction Description 

Technical and Technological Reflects the level of production development, equipment use and 

production conditions. 

Organizational and Economic Includes planning the number of employees, incentives and use of 

working hours. 

Legal Complies with labor regulations. 

Psychosocial Involves social and psychological support, implementation of 

social and psychological procedures. 

Source:Adapted from Armstrong, M. (2021). Armstrong's Handbook of Human 

Resource Management Practice. Kogan Page Publishers. 
 

Moreover, the labor resources of the country should be understood as the able-

bodied part of the population, which, due to psychophysiological and intellectual 

qualities, is capable of producing material goods or services [2]. Personnel policy in 

the field of public administration determines the place and role of personnel in society, 

the purpose, tasks, the most important directions and principles of work of state 

structures with personnel, the main criteria for their evaluation, ways to improve 

training, retraining and advanced training, rational use of the country's personnel 

potential. The personnel policy of the state and the personnel policy of the organization 

finds its practical implementation in the implementation of the personnel management 

function. 

Personnel management of the organization is a purposeful activity of the 

management of the organization, managers and specialists of the divisions of the 

personnel management system, which includes the development of the concept and 

strategy of the personnel policy, principles and methods of personnel management of 

the organization [3]. 

Moreover, the labor resources of the country should be understood as the able-

bodied part of the population, which, due to psychophysiological and intellectual 

qualities, is capable of producing material goods or services [2]. Personnel policy in 

the field of public administration determines the place and role of personnel in society, 

the purpose, tasks, the most important directions and principles of work of state 

structures with personnel, the main criteria for their evaluation, ways to improve 

training, retraining and advanced training, rational use of the country's personnel 

potential. The personnel policy of the state and the personnel policy of the organization 
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finds its practical implementation in the implementation of the personnel management 

function. 

Personnel management of the organization is a purposeful activity of the 

management of the organization, managers and specialists of the divisions of the 

personnel management system, which includes the development of the concept and 

strategy of the personnel policy, principles and methods of personnel management of 

the organization [3]. 

The technique of personnel management in public authorities serves as the 

linchpin for the effective functioning of governmental institutions, relying on a solid 

theoretical foundation to navigate the complexities of human resource dynamics. This 

essay aims to delve into the theoretical underpinnings that form the bedrock of 

personnel management within public authorities, with a keen focus on the intricate 

dance between theory and practice. 

At the heart of every well-functioning governmental institution lies the intricate 

artistry of personnel management. It serves as the linchpin, the silent orchestrator that 

ensures the wheels of governance turn smoothly. Yet, this orchestration is not arbitrary; 

it is grounded in a robust theoretical foundation that provides the compass to navigate 

the labyrinth of human resource dynamics. This essay embarks on a journey to unravel 

the theoretical underpinnings that constitute the bedrock of personnel management 

within public authorities, shedding light on the symbiotic relationship between theory 

and practice. 

One of the cornerstones of this theoretical foundation is Human Resource 

Management (HRM). HRM, with its roots deeply embedded in organizational 

psychology and sociology, is the guiding force that shapes the strategic deployment of 

personnel. In the context of public authorities, where the human element is intricately 

tied to the public interest, the application of HRM principles becomes not just a choice 

but a necessity. The alignment of individual aspirations with the overarching goals of 

public service lies at the core of HRM, emphasizing the pivotal role it plays in sculpting 

a workforce attuned to the demands of governance. 

Venturing into the annals of classical management theories, the echoes of 

Frederick Taylor and Henri Fayol reverberate in the realm of personnel management. 
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Taylor's scientific management, focused on efficiency through task optimization, finds 

resonance in the meticulous design of administrative roles within public authorities. 

Fayol's administrative theory, emphasizing organizational structure and managerial 

functions, provides a blueprint for the hierarchical framework that defines the 

personnel landscape in governmental institutions. 

The contours of Contingency Theory add a layer of sophistication to this 

theoretical tapestry. Recognizing that there is no one-size-fits-all approach to personnel 

management, Contingency Theory advocates for adaptability. In the ever-evolving 

landscape of public authorities, where challenges and tasks vary in nature, the 

flexibility to tailor management strategies to specific contexts becomes paramount. 

This theory serves as a guiding principle, reminding practitioners that the art of 

personnel management is not static but rather a responsive dance with the nuances of 

each situation. 

Within the realm of public administration theory, the likes of New Public 

Management (NPM) and Public Choice Theory inject fresh perspectives. NPM, with 

its emphasis on results-driven, market-oriented approaches, reshapes the canvas on 

which personnel practices are painted within public authorities. Public Choice Theory, 

introducing economic principles into the decision-making processes of governmental 

institutions, sheds light on the intricate dynamics that influence personnel choices and 

incentives. 

In conclusion, the technique of personnel management in public authorities is a 

symphony composed of diverse theoretical notes. These theories, ranging from the 

human-centric principles of HRM to the adaptability preached by Contingency Theory, 

form the intellectual foundation that guides the hands of those managing the human 

capital of government institutions. It is a dance, a delicate interplay between theory and 

practice, where the solid theoretical bedrock provides stability while allowing for the 

fluidity required to navigate the ever-changing currents of public administration. 

At its core, personnel management is guided by various theoretical frameworks 

that provide the conceptual scaffolding for understanding and optimizing the 

workforce. One such foundational theory is Human Resource Management (HRM), 

which emphasizes the strategic deployment of personnel to achieve organizational 
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goals. In the context of public authorities, where the stakes are high and societal impact 

profound, the application of HRM principles becomes paramount. The alignment of 

individual goals with organizational objectives, a central tenet of HRM, is especially 

crucial in the realm of public administration. 

Additional, Human Resource Management (HRM) stands as a beacon among the 

theoretical frameworks guiding personnel management in public authorities. At its 

essence, HRM is not merely a set of practices but a strategic philosophy that 

underscores the significance of personnel in achieving organizational objectives. In the 

context of public authorities, where the ramifications of administrative decisions ripple 

through society, the application of HRM principles takes on heightened importance. 

The strategic deployment of personnel, a cornerstone of HRM, involves a 

meticulous alignment of individual competencies with organizational goals. This 

process transcends the traditional transactional approach to personnel, elevating it to a 

strategic partnership where the capabilities of individuals are harnessed to propel the 

institution forward. In the complex tapestry of public administration, where the stakes 

are high and the societal impact profound, this strategic alignment becomes not just a 

management strategy but a moral imperative. 

The notion of aligning individual goals with organizational objectives resonates 

as a central tenet of HRM. In public authorities, the pursuit of societal welfare is the 

overarching organizational objective. HRM, by emphasizing the alignment of 

individual aspirations with this noble goal, creates a workforce that is not merely a 

collection of professionals but a cohesive unit working in unison for the greater good. 

The cultivation of a shared vision becomes a catalyst for efficiency and effectiveness 

within the intricate machinery of government. 

Furthermore, HRM introduces a holistic perspective to personnel management, 

viewing employees as valuable assets rather than mere cogs in the bureaucratic wheel. 

The emphasis on employee development and well-being becomes imperative in public 

authorities, where the quality of governance is directly linked to the capabilities and 

motivation of the workforce. HRM principles advocate for continuous training, skill 

development, and a supportive work environment, fostering a culture of excellence that 

permeates the corridors of public administration. 
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In the realm of public authorities, where ethical considerations and public trust 

are paramount, the application of HRM principles extends beyond the pragmatic realm 

of optimizing workforce efficiency. It becomes a moral compass, guiding decisions 

that impact the lives of citizens. By aligning personnel practices with the broader goals 

of public service and societal welfare, HRM becomes an instrument for building not 

just an efficient government but a compassionate and responsive one. 

In conclusion, the infusion of Human Resource Management principles into the 

personnel management of public authorities transcends the conventional boundaries of 

administrative practices. It becomes a philosophy that shapes the very ethos of 

governance, emphasizing not just the strategic deployment of personnel but the 

alignment of individual aspirations with the profound objectives of public 

administration. As the heartbeat of personnel management in public authorities, HRM 

sets the rhythm for a harmonious dance between individual potential and collective 

societal impact. 

Additionally, the classical management theories of Frederick Taylor and Henri 

Fayol, though originating in the industrial context, offer timeless principles applicable 

to personnel management in public authorities. Taylor's scientific management 

underscores the importance of optimizing tasks and processes for efficiency, a principle 

directly applicable to the design of administrative roles and responsibilities. Fayol's 

administrative theory, with its focus on organizational structure and managerial 

functions, provides valuable insights into the hierarchical framework within public 

authorities and the roles assigned to personnel at various levels. 

The enduring wisdom of classical management theories, crafted by the likes of 

Frederick Taylor and Henri Fayol, finds resonance in the nuanced landscape of 

personnel management within public authorities. While these theories were born in the 

crucible of industrial settings, their principles stand the test of time, offering invaluable 

insights that transcend the boundaries of industry to shape the efficiency and structure 

of public administration. 

Taylor's scientific management, a pioneering theory in the realm of 

organizational efficiency, holds particular relevance in the design of administrative 

roles within public authorities. The emphasis on optimizing tasks and processes aligns 
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seamlessly with the imperative for efficiency in government functions. By applying the 

principles of scientific management, public authorities can strategically structure 

administrative responsibilities, ensuring that tasks are performed with precision and 

that resources are utilized judiciously. In a landscape where public resources are finite 

and the demand for effective governance is unceasing, Taylor's principles become a 

guiding light in streamlining administrative functions. 

Complementing Taylor's focus on efficiency, Fayol's administrative theory 

provides a conceptual framework for understanding the hierarchical structure within 

public authorities. Fayol's principles of unity of command, scalar chain, and division 

of labor offer valuable guidance in delineating roles and responsibilities at various 

levels of government. In the complex machinery of public administration, where 

decision-making processes are multifaceted and the organizational structure is pivotal, 

Fayol's administrative theory serves as a compass. It aids in crafting a hierarchical 

framework that ensures clear lines of authority, coordination, and accountability—

essential elements in the effective functioning of government departments. 

Moreover, Fayol's emphasis on managerial functions, encapsulated in the 

functions of planning, organizing, commanding, coordinating, and controlling, 

resonates profoundly in the realm of public authorities. The strategic nature of these 

managerial functions aligns with the multifaceted challenges faced by government 

officials. Whether it is the planning and execution of public policies or the coordination 

of diverse administrative functions, Fayol's principles offer a timeless guide for 

personnel management within public authorities. 

In essence, the classical management theories of Taylor and Fayol, while rooted 

in an industrial context, transcend their origins to become pillars of wisdom for 

personnel management in public authorities. As the gears of government turn, these 

principles provide a framework for efficiency, structure, and strategic decision-

making. By embracing the enduring principles of scientific management and 

administrative theory, public authorities can infuse a sense of order and purpose into 

their personnel management practices, ultimately contributing to the delivery of 

effective and accountable public governance. 
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Furthermore, the Contingency Theory posits that there is no one-size-fits-all 

approach to personnel management, emphasizing the need for flexibility in adapting 

strategies based on situational factors. In the dynamic landscape of public authorities, 

where the nature of tasks and challenges can vary widely, the application of 

contingency theory becomes instrumental in crafting responsive personnel 

management techniques. 

The Contingency Theory, a beacon of adaptability in the realm of management, 

emerges as a guiding principle in the dynamic landscape of personnel management 

within public authorities. At its core, this theory challenges the notion of a universal 

approach to management, asserting that there is no one-size-fits-all solution. Instead, 

it advocates for flexibility, urging decision-makers to tailor their strategies based on 

the unique situational factors at play. 

In the intricate dance of public administration, where tasks and challenges are as 

diverse as the communities being served, the application of Contingency Theory 

becomes instrumental. The recognition that the effectiveness of personnel management 

techniques is contingent upon the specific circumstances prevailing in a given context 

aligns seamlessly with the realities faced by public authorities. Unlike rigid, pre-

determined approaches, the flexibility championed by Contingency Theory empowers 

government officials to navigate the ever-changing landscape with agility and 

precision. 

The dynamic nature of public authorities demands a nuanced understanding of 

the situational factors influencing personnel management. Tasks may vary from the 

routine to the unprecedented, and challenges may arise from the intricacies of policy 

implementation, societal shifts, or external pressures. Contingency Theory, with its 

emphasis on adapting strategies to fit the unique contours of each situation, provides a 

roadmap for crafting responsive personnel management techniques. 

Moreover, the theory encourages a proactive mindset in anticipating and 

preparing for contingencies. In an era where change is constant and unpredictability is 

a constant companion, the ability to foresee potential challenges and adjust personnel 

management strategies accordingly becomes a strategic advantage. By embracing the 

tenets of Contingency Theory, public authorities can foster a culture of adaptability 
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and resilience among their workforce, ensuring that personnel are equipped to meet the 

evolving demands of their roles. 

Contingency Theory, therefore, stands as a philosophical ally in the quest for 

effective personnel management within public authorities. It invites decision-makers 

to embrace a mindset of continuous assessment, adjustment, and innovation. In doing 

so, it empowers them to navigate the complexities of public administration with a keen 

awareness of the diverse and dynamic factors shaping the landscape. As public 

authorities strive to fulfill their responsibilities in an ever-changing world, the 

principles of Contingency Theory offer a compass for crafting personnel management 

techniques that are not just responsive but also resilient in the face of uncertainty. 

The Public Administration Theory, with its subdivisions such as New Public 

Management (NPM) and Public Choice Theory, injects a unique flavor into the 

theoretical landscape. NPM, for instance, advocates for a results-oriented, market-

driven approach to public administration, influencing how personnel are recruited, 

evaluated, and incentivized within public authorities. Public Choice Theory, on the 

other hand, introduces economic principles into the realm of public administration, 

shedding light on the decision-making processes within government departments and 

their implications for personnel management. 

The kaleidoscope of Public Administration Theory introduces a distinctive 

palette of ideas, with New Public Management (NPM) and Public Choice Theory as 

notable hues that paint the canvas of personnel management within public authorities. 

These subdivisions inject a unique flavor into the theoretical landscape, reshaping the 

traditional contours of governance with a focus on efficiency, accountability, and 

economic principles. 

New Public Management, as a trailblazer within Public Administration Theory, 

advocates for a results-oriented, market-driven paradigm in public administration. 

Within the realm of personnel management, NPM exerts a profound influence on how 

individuals are recruited, evaluated, and incentivized within public authorities. The 

principles of efficiency and accountability take center stage, mirroring private sector 

practices. Personnel are viewed as contributors to organizational goals, and recruitment 

processes often prioritize skills that align with the desired outcomes. Performance 



21 

evaluations become metrics-driven, emphasizing tangible results, and incentives are 

structured to reward achievements in line with organizational objectives. NPM, 

therefore, transforms personnel management into a dynamic and results-focused arena 

within public authorities. 

On the other hand, Public Choice Theory, another facet of Public Administration 

Theory, introduces economic principles into the decision-making processes of 

government departments. This theory sheds light on the intricate dynamics that 

influence personnel choices and incentives. Public Choice Theory recognizes that 

individuals within government, like those in the private sector, are rational actors 

motivated by self-interest. In the realm of personnel management, this theory prompts 

an analysis of the decision-making processes that shape recruitment, promotions, and 

the allocation of resources. It emphasizes the importance of aligning individual and 

organizational interests, acknowledging that the decisions made in personnel 

management have far-reaching implications for the overall efficiency and effectiveness 

of public authorities. 

Together, NPM and Public Choice Theory inject a contemporary and pragmatic 

ethos into the theoretical landscape of personnel management within public authorities. 

The infusion of market-driven practices and economic principles prompts a 

reevaluation of traditional bureaucratic approaches, pushing for a more responsive and 

outcome-oriented government workforce. As public authorities grapple with the 

demands of the modern era, the principles of NPM and Public Choice Theory offer a 

lens through which personnel management can be adapted to meet the evolving 

expectations of efficiency, accountability, and economic rationality. 

In the grand tapestry of personnel management within public authorities, the 

threads of various management theories intertwine to create a rich and nuanced 

framework. As we step back and admire this intricate mosaic, it becomes evident that 

the theoretical basis serves as more than just an academic exercise—it is a dynamic 

compass guiding the course of effective governance. 

The diversity of management theories, from Human Resource Management to 

classical principles like Taylorism and Fayol's administrative theory, and the 

adaptability espoused by Contingency Theory, to the market-driven ethos of New 
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Public Management and the economic insights of Public Choice Theory, collectively 

form a comprehensive repertoire. This repertoire is not static; it is a living, breathing 

entity that responds to the evolving landscape of public administration. 

As societal changes and technological advancements shape the contours of 

governance, a nuanced understanding and adept application of these theories become 

increasingly crucial. The theoretical foundation is not a relic of the past but a roadmap 

for the future—a guide that helps navigate the complexities of a rapidly changing 

world. 

In essence, the synthesis of these theoretical perspectives is the compass that 

directs the formulation and refinement of personnel management techniques. It 

provides a strategic tool for public authorities to craft responsive, efficient, and ethical 

approaches to managing their workforce. This synthesis is not a mere academic 

exercise but a practical necessity in the pursuit of effective governance. 

Ultimately, the trajectory of effective governance within public authorities is 

intricately linked to the adept navigation of these theoretical currents. It is a journey 

that requires an ongoing commitment to learning, adapting, and applying the insights 

gleaned from management theories. As the tapestry continues to evolve, so too must 

our understanding and application of these theories to ensure that personnel 

management remains a cornerstone in the edifice of responsive and accountable public 

administration. 

In conclusion, the theoretical basis of the technique of personnel management in 

public authorities is a rich tapestry woven from diverse strands of management 

theories. As public administration continues to evolve in response to societal changes 

and technological advancements, a nuanced understanding and adept application of 

these theories become increasingly crucial. The synthesis of these theoretical 

perspectives serves as a compass, guiding the formulation and refinement of personnel 

management techniques, ultimately shaping the trajectory of effective governance 

within public authorities. 
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CHAPTER 2 

 

ANALYSIS OF PERSONNEL MANAGEMENT IN PUBLIC AUTHORITIES 

 

2.1 Job Analysis and Competency Mapping 

 

Job Analysis: 

Role Definition: Chinese public authorities operate within a complex 

bureaucratic structure, necessitating a meticulous job analysis. Roles and 

responsibilities within government departments should be clearly defined. This 

involves breaking down tasks, delineating responsibilities, and specifying the skills and 

qualifications required for each position. The analysis should consider the hierarchical 

structure and the interdependence of roles within the organization. 

Table 2.1-  Role Definition and Requirements in Chinese Public Authorities 
Level Departmen

t/Section 

Main Tasks Responsibilities Skills/Qualifications 

Top 

Manage

ment 

General 

Administra

tion 

Strategic planning, 

policy making, overall 

organization 

supervision 

Ensure the organization's 

goals are met efficiently 

and effectively 

Leadership, strategic 

thinking, decision-

making 

Departm

ent Head 

Finance 

Departmen

t 

Budgeting, financial 

planning and analysis, 

reporting 

Manage financial 

resources to support 

organizational operations 

Financial acumen, 

analytical skills, 

attention to detail 

Section 

Head 

Human 

Resources 

Recruitment, training 

and development, 

employee relations 

Maintain and enhance 

workforce competence 

and satisfaction 

Communication, 

empathy, conflict 

resolution 

Team 

Lead 

IT Support Technology 

infrastructure, support, 

cybersecurity 

Provide reliable IT 

services and protect data 

integrity 

Technical expertise, 

problem-solving, 

adaptability 

Staff 

Member 

Public 

Relations 

Media 

communication, event 

management, public 

inquiries 

Maintain a positive 

public image and 

communicate 

organizational policies 

Writing, presentation, 

crisis management 

Source [12] 

 

In the realm of personnel management within Chinese public authorities, the 

foundation lies in a meticulous job analysis. The complex bureaucratic structure 

inherent in these institutions demands a thorough examination of roles and 

responsibilities to ensure clarity, efficiency, and optimal workforce utilization. 
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Breaking Down Tasks: Job analysis entails a granular examination of the tasks 

associated with each role within a government department. This involves dissecting the 

daily responsibilities, functions, and activities that constitute a particular position. By 

breaking down tasks, the organization gains a comprehensive understanding of the 

specific contributions expected from each member of the workforce. 

Delineating Responsibilities: Beyond tasks, delineating responsibilities is 

essential for creating a transparent and accountable work environment. This step 

involves clearly defining the scope of each role, outlining the boundaries of authority, 

and specifying the areas for collaboration. Delineating responsibilities minimizes role 

ambiguity, fostering a sense of ownership among personnel. 

Specifying Skills and Qualifications: To ensure that individuals are aptly 

equipped for their roles, the analysis must explicitly outline the skills and qualifications 

required for each position. This involves identifying both technical competencies and 

soft skills necessary for success. The emphasis here is on aligning the capabilities of 

personnel with the demands of their respective roles. 

Considering Hierarchical Structure: Given the hierarchical nature of public 

authorities, job analysis should be attuned to the organizational structure. Roles should 

be contextualized within the larger framework, acknowledging the chain of command 

and the flow of responsibilities. Understanding the hierarchical structure ensures that 

each role contributes effectively to the broader organizational goals. 

Interdependence of Roles: An effective job analysis recognizes the 

interdependence of roles within the organization. Tasks and responsibilities are seldom 

isolated; they often intersect with those of other personnel. Identifying these 

interdependencies is crucial for fostering collaboration, streamlining processes, and 

preventing bottlenecks in the workflow. 

In essence, the meticulous job analysis within Chinese public authorities is a 

strategic endeavor aimed at creating a well-defined, efficient, and harmonious 

workforce. By breaking down tasks, delineating responsibilities, specifying skills, 

considering hierarchy, and recognizing interdependence, the organization lays the 

groundwork for personnel management that aligns seamlessly with the demands of 

public administration. 
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2. Cultural Sensitivity: China's unique cultural and political context plays a 

significant role in personnel management. Job analysis must incorporate cultural 

nuances, recognizing the importance of roles in the broader societal context. Cultural 

sensitivity ensures that the recruitment and management strategies align with the values 

and expectations embedded in Chinese culture. 

In the realm of personnel management within Chinese public authorities, cultural 

sensitivity emerges as a critical lens through which job analysis must be conducted. 

China's rich tapestry of culture and its intertwined political context necessitate a 

nuanced understanding of how roles and responsibilities are perceived within the 

broader societal framework. 

Cultural Nuances in Job Analysis: Job analysis should extend beyond the mere 

delineation of tasks and responsibilities; it should encapsulate an awareness of cultural 

nuances. This involves recognizing how certain roles may carry specific cultural 

significance and how they contribute to societal expectations. For instance, roles 

associated with public service may be viewed differently in China, where collectivism 

and community welfare often take precedence. 

Importance of Roles in Societal Context: Chinese society places considerable 

importance on the roles individuals play within the broader societal context. Job 

analysis, therefore, must transcend the organizational boundaries and consider the 

impact of each role on the community. Roles that directly influence public welfare or 

governmental policies, for example, may hold heightened significance, necessitating a 

more profound understanding of their societal implications. 

Aligning Recruitment and Management Strategies: Cultural sensitivity in job 

analysis extends to the formulation of recruitment and management strategies. 

Understanding the cultural values and expectations embedded in Chinese society 

allows public authorities to tailor their approaches. This may involve crafting 

recruitment messaging that resonates with cultural ideals and implementing 

management practices that align with traditional Chinese values of harmony, respect, 

and diligence. 

Navigating Political Sensitivities: In addition to cultural nuances, job analysis in 

Chinese public authorities must navigate political sensitivities inherent in the cultural 
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and political landscape. Certain roles may be intertwined with political considerations, 

and job analysis should be attuned to these dynamics. Recognizing the impact of 

political context on roles ensures a more accurate and effective personnel management 

strategy. 

Enhancing Organizational Harmony: Cultural sensitivity contributes to 

organizational harmony by fostering an environment where roles are not only well-

defined but also culturally resonant. When personnel understand the cultural 

implications of their roles, they are better equipped to navigate their responsibilities in 

a manner that aligns with societal expectations. This, in turn, contributes to a more 

cohesive and culturally aware workforce. 

Table 2.2 -  Key Cultural Values in Chinese Public Administration 
Cultural Value Implications for Personnel Management 

Collectivism Emphasizes teamwork and collective goals over individualism 

Harmony Prioritizes conflict avoidance and harmonious relationships 

Respect for Hierarchy Upholds the importance of authority and seniority 

Diligence Values hard work and dedication 

Source [13] 

 

In conclusion, cultural sensitivity in job analysis is imperative for personnel 

management within Chinese public authorities. It goes beyond the functional aspects 

of roles, acknowledging the deeper cultural and political dimensions that shape the 

perceptions of work. By recognizing cultural nuances, understanding the societal 

context of roles, aligning strategies with cultural values, navigating political 

sensitivities, and enhancing organizational harmony, public authorities can ensure that 

their personnel management practices are not only effective but also culturally attuned 

to the intricacies of Chinese society. 

3. Skill Requirements: Identifying and anticipating the skills required for each 

role is crucial. The dynamic nature of public administration in China demands a 

forward-looking approach. Job analysis should not only focus on the present but also 

consider future skill needs. This foresight allows for the development of a workforce 

that can adapt to evolving challenges. 

In the landscape of personnel management within Chinese public authorities, a 

forward-looking approach to skill requirements is indispensable. Anticipating and 
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identifying the skills crucial for each role is not only a response to the present demands 

but a strategic preparation for the dynamic nature of public administration in China. 

Anticipating Future Skill Needs: Job analysis should transcend the immediate 

and anticipate the future skill needs of each role. This involves a proactive examination 

of the evolving landscape of public administration, technological advancements, and 

societal changes. Anticipating future skill needs allows public authorities to stay ahead 

of the curve and cultivate a workforce equipped to tackle emerging challenges. 

Table 2.3 - Projected Key Skill Requirements in Public Administration (2024-

2030) 
Skill Importance (1-5) Rationale 

Adaptability 5 Essential for coping with changing responsibilities 

Technical proficiency 4 Critical for leveraging digital tools 

Cross-cultural competence 4 Critical for communicating effectively in different 

environments 

Analytical thinking 5 Critical for data-driven decision making 

Continuous learning 5 Critical for ongoing professional development 

Source :Adapted fromFuture Skills in Public Administration, Chinese Academy of 

Governance, 2023. 

 
 

 
Figures 2.1 - Importance of Future Skill Needs in Public Administration 

Source: Chinese Academy of Governance. (2023). "Future Skills in Public 

Administration." 

 

Adaptability as a Key Skill: Given the dynamic nature of public administration 

in China, adaptability emerges as a key skill requirement. Job analysis should highlight 

the importance of personnel being able to pivot, learn new skills, and embrace change. 
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The ability to adapt ensures that individuals can navigate evolving responsibilities and 

contribute effectively to the organization's agility. 

 

 

Figures 2.2 - Adaptability Skill Trends in Public Administration (2015-2023) 

Source: "Public Administration Adaptability Trends," Journal of Chinese 

Governance, 2023. 

 

Technological Proficiency: As technology continues to play a transformative 

role in public administration, job analysis should emphasize technological proficiency 

as a critical skill. Identifying roles that require technological acumen and anticipating 

the integration of new technologies ensures that the workforce remains adept at 

leveraging digital tools for efficiency and innovation. 

Table 2.4-  Key Technological Skills for Public Administration Roles 
Roles Technical skills required Future integration 

Data analyst Data management, AI 

proficiency 

Integration of advanced AI 

tools 

Policy advisor Digital policy tools Use of data-driven decision-

making platforms 

Public relations officer Social media management Enhanced digital 

communications strategy 

Source: "Technological Skills in Public Administration," Ministry of Human 

Resources and Social Security, 2024 
 

Cross-Cultural Competence: In the context of China's global interactions and 

diverse population, cross-cultural competence is increasingly vital. Job analysis should 

consider roles that require an understanding of different cultures, effective 

communication in diverse settings, and the ability to collaborate across international 
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boundaries. This skill becomes particularly relevant in roles with diplomatic or cross-

border responsibilities. 

 
Figures 2.3- Cross-Cultural Competence in Public Administration 

Source: "Global Communication in Public Administration," International Public 

Management Journal, 2023. 

 

Analytical Thinking and Problem-Solving: The complexity of public 

administration in China demands analytical thinking and problem-solving skills. Job 

analysis should identify roles where individuals are required to analyze data, make 

informed decisions, and navigate intricate policy challenges. Fostering these skills 

ensures that personnel can contribute effectively to the resolution of complex issues. 

 

 

Figure 2.4 - Analytical Thinking and Problem-Solving Skills Matrix 
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Source: "Complex Problem-Solving in Governance," Chinese Public Administration 

Review, 2024. 

Continuous Learning Orientation: To meet the demands of the dynamic public 

administration landscape, job analysis should underscore the importance of a 

continuous learning orientation. Roles should be crafted to encourage and support 

ongoing professional development, enabling personnel to acquire new skills and stay 

abreast of industry trends. 

Table 2.5-  Continuous Learning Programs in Chinese Public Authorities 
Program Name Focus Area Participation Rate (%) Impact 

Leadership Training Decision-Making 

Skills 

75% Improved policy 

implementation 

Technology 

Workshops 

Digital Tools 

Proficiency 

65% Enhanced efficiency 

Cultural Sensitivity 

Courses 

Cross-Cultural 

Communication 

60% Better stakeholder 

engagement 

Source: "Continuous Learning in Public Administration," Ministry of Human Resources and 

Social Security, 2024. 

 

In summary, a forward-looking approach to skill requirements in job analysis is 

imperative for personnel management within Chinese public authorities. By 

anticipating future skill needs, emphasizing adaptability, recognizing the importance 

of technological proficiency and cross-cultural competence, and fostering analytical 

thinking and continuous learning, public authorities can proactively build a workforce 

that is not only equipped for the present but primed for the challenges of the future. 

 
Figure 2.5- Continuous Learning Impact on Workforce Efficiency 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 
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Competency Mapping: 

1. Identifying Core Competencies: Competency mapping involves identifying 

the core skills and attributes essential for success in various roles. In the context of 

Chinese public authorities, this goes beyond technical skills to encompass interpersonal 

skills, adaptability, and cultural awareness. Mapping these competencies aids in 

recruitment, ensuring that individuals possess the right attributes to excel in their 

positions. 

Table 2.6-  Core Competencies for Public Administration Roles 
Competency Role Examples Importance Level (1-5) 

Interpersonal Skills Team Leader, Policy Advisor 5 

Adaptability Project Manager, Field Officer 5 

Cultural Awareness Diplomatic Positions, Public 

Relations 

4 

Leadership Department Heads, 

Supervisors 

5 

Ethical  Judgment Compliance Officer, Legal 

Advisor 

5 

Source: "Core Competencies in Public Administration," Chinese Academy of 

Governance, 2023. 

 

In the intricate realm of personnel management within Chinese public 

authorities, competency mapping stands as a crucial endeavor. It involves identifying 

the core skills and attributes that are not only technically relevant but also essential for 

success in the nuanced landscape of public administration in China. This 

comprehensive mapping goes beyond technical proficiency, extending its reach to 

interpersonal skills, adaptability, and cultural awareness. 

Identifying Technical and Non-Technical Competencies: Competency mapping 

begins with a meticulous identification of both technical and non-technical 

competencies required for success in various roles. Technical skills may include 

expertise in areas such as policy analysis, data management, or legal knowledge. Non-

technical competencies encompass a broader spectrum, including communication 

skills, problem-solving abilities, and leadership qualities. 

Interpersonal Skills: Given the collaborative nature of public administration in 

China, interpersonal skills assume paramount importance. Competency mapping 

should highlight the ability to communicate effectively, work in diverse teams, and 
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foster positive relationships with colleagues and stakeholders. These skills contribute 

to a harmonious and efficient work environment. 

Adaptability as a Core Attribute: Competency mapping recognizes the dynamic 

nature of the public administration landscape in China. Therefore, adaptability is 

identified as a core attribute. Individuals should be equipped to navigate change, 

embrace new challenges, and demonstrate resilience in the face of evolving 

responsibilities. This attribute ensures a workforce that can thrive in an ever-changing 

environment. 

Cultural Awareness and Sensitivity: In the context of China's rich cultural 

tapestry, competency mapping includes a strong emphasis on cultural awareness. 

Individuals are expected to demonstrate sensitivity to cultural nuances, understanding 

the implications of their actions in a broader societal context. This cultural awareness 

fosters effective communication and collaboration within the organization and with the 

public. 

Leadership and Decision-Making Skills: Competency mapping recognizes the 

need for leadership qualities in certain roles within Chinese public authorities. This 

involves identifying individuals with the ability to make informed decisions, take 

initiative, and guide teams toward achieving organizational goals. Leadership skills 

contribute to effective governance and the successful implementation of policies. 

Ethical Judgment and Integrity: Given the significance of public service, 

competency mapping places a high value on ethical judgment and integrity. Individuals 

are expected to uphold the highest ethical standards, making decisions that align with 

the values of transparency, fairness, and public trust. This ensures that the workforce 

operates with a strong ethical compass. 

Mapping for Recruitment Precision: The ultimate goal of competency mapping 

is to guide recruitment practices. By mapping the essential competencies for success 

in each role, public authorities can streamline their recruitment processes. This ensures 

that individuals selected possess the right attributes to excel in their positions, 

contributing to the overall effectiveness and integrity of the organization. 

In conclusion, competency mapping in Chinese public authorities is a strategic 

exercise that goes beyond technical skills. It delves into the realm of interpersonal 
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dynamics, adaptability, cultural awareness, leadership, and ethical judgment. By 

identifying these core competencies, public authorities ensure that their workforce is 

not only technically proficient but also well-equipped to navigate the complexities of 

public administration in a culturally sensitive and ethical manner. 

2. Aligning with Organizational Goals: Competency mapping should be 

intricately linked with the strategic goals of public authorities. Understanding the 

competencies required to achieve specific organizational objectives ensures that 

personnel contribute effectively to the overarching mission of governance. This 

alignment fosters a cohesive and goal-oriented workforce. 

 

 
Figure 2.6 - Alignment of Competency Mapping with Organizational Goals 

Source: "Strategic Competency Mapping," Journal of Public Administration, 2024. 

 

In the intricate dance of personnel management within Chinese public 

authorities, competency mapping takes on a strategic role by aligning with the 

overarching organizational goals. This alignment is not just a procedural step but a 

dynamic process that ensures that the competencies of the workforce directly 

contribute to the achievement of specific strategic objectives. 

Strategic Goal Identification: The first step in aligning competency mapping 

with organizational goals involves a clear identification of the strategic goals of the 

public authorities. These goals could range from policy implementation and public 

service delivery to efficiency improvements and innovation in governance. 

Understanding these overarching objectives sets the stage for aligning competencies. 
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Defining Competencies Linked to Goals: Once the strategic goals are identified, 

competency mapping involves defining the specific competencies required to achieve 

these goals. This goes beyond generic skills and delves into the intricacies of what it 

takes to contribute meaningfully to the strategic objectives. For instance, if the goal is 

to enhance public service delivery, competencies related to customer service and 

responsiveness become pivotal. 

Ensuring Relevance and Impact: The competency mapping process ensures that 

identified competencies are not just relevant but have a direct impact on the 

achievement of organizational goals. Each mapped competency should have a clear 

connection to one or more strategic objectives, creating a direct line of sight between 

individual capabilities and overarching mission fulfillment. 

Tailoring Development Initiatives: With aligned competencies, development 

initiatives, including training programs and skill-building activities, can be tailored to 

directly address the identified organizational goals. This targeted approach ensures that 

the workforce is not only equipped with the right competencies but is also focused on 

honing skills that directly contribute to the strategic priorities of the public authorities. 

Performance Appraisal and Feedback: Competency mapping aligns with 

organizational goals by becoming an integral part of performance appraisal systems. 

Individuals are evaluated not just on their technical skills but also on how well they 

demonstrate the competencies linked to achieving strategic objectives. Feedback loops 

are established to reinforce alignment and guide continuous improvement efforts. 

Cohesive and Goal-Oriented Workforce: The ultimate outcome of aligning 

competency mapping with organizational goals is the cultivation of a cohesive and 

goal-oriented workforce. Individuals understand how their competencies directly 

contribute to the bigger picture, fostering a sense of purpose and shared commitment 

to the mission of governance. This cohesion becomes a driving force for organizational 

success. 

Adaptability to Evolving Goals: In the dynamic landscape of public 

administration, organizational goals may evolve over time. Competency mapping is 

not a one-time exercise but an ongoing process that adapts to changes in strategic 
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priorities. This ensures that the competencies of the workforce remain aligned with the 

shifting goals of the public authorities. 

In conclusion, aligning competency mapping with organizational goals is a 

strategic imperative in Chinese public authorities. It creates a symbiotic relationship 

between individual competencies and the broader mission of governance, fostering a 

workforce that is not only skilled but also purpose-driven. This alignment ensures that 

every competency contributes meaningfully to the achievement of strategic objectives, 

creating a powerful synergy in the pursuit of effective and impactful governance. 

3. Continuous Development: Given the rapid evolution of societal and 

technological landscapes, competency mapping should be a continuous and adaptive 

process. Identifying competency gaps, implementing targeted training programs, and 

fostering a culture of lifelong learning are essential. Continuous development ensures 

that government personnel remain agile and equipped to meet emerging challenges. 

Table 2.7- Continuous Development Programs and Impact 
Program Name Competency 

Addressed 

Participatio

n Rate (%) 

Measured Impact 

Advanced Policy Analysis Analytical Thinking 70% Enhanced policy outcomes 

Digital Transformation Technological 

Proficiency 

80% Increased operational 

efficiency 

Cultural Immersion Cross-Cultural 

Competence 

65% Improved international 

collaboration 

Source:  "Continuous Development in Public Administration," Ministry of Human Resources 

and Social Security, 2024 

 

In the dynamic and ever-evolving landscape of Chinese public authorities, 

continuous development is not just a mantra but a strategic imperative. Competency 

mapping serves as the compass for this journey, guiding the workforce through 

ongoing adaptation, learning, and skill enhancement. This approach is not a one-time 

event but a perpetual cycle of improvement and innovation.  

Continuous Competency Assessment: Continuous development begins with a 

regular and ongoing assessment of competencies. This involves systematically 

identifying and analyzing competency gaps within the workforce. By staying attuned 

to the changing demands of public administration, public authorities can ensure that 

competencies remain aligned with emerging challenges and opportunities. 
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Figure 2.7 - Continuous Development Programs Participation 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

 

Table 2.8- Competency Gaps Identified in Public Administration Roles 
Competency Frequency of Gap (%) Impact Level (1-5) 

Technological Proficiency 40% 5 

Analytical Thinking 30% 4 

Leadership Skills 25% 5 

Cultural Awareness 20% 3 

Communication Skills 15% 4 

Source:Ministry of Human Resources and Social Security. (2024). "Technological 

Skills in Public Administration." 

 

Targeted Training Programs: Identifying competency gaps paves the way for the 

design and implementation of targeted training programs. These programs are crafted 

to address specific skill deficiencies and enhance competencies that are crucial for 

current and future roles. Whether it's technological advancements, policy changes, or 

evolving societal expectations, targeted training ensures that personnel are equipped to 

navigate the complexities. 

Table 2.9- Targeted Training Programs and Outcomes 
Training Program Focus Area Participation Rate (%) Improvement (%) 

Digital Literacy Technological 

Proficiency 

75% 20% 

Leadership 

Workshops 

Leadership Skills 65% 15% 

Cultural Sensitivity Cultural Awareness 60% 10% 

Analytical Bootcamps Analytical Thinking 70% 18% 

Communication 

Seminars 

Communication Skills 55% 12% 

Source: Ministry of Human Resources and Social Security. (2024). 

"Technological Skills in Public Administration." 
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Adaptive Competency Mapping: Competency mapping should not be a static 

process. It should evolve in tandem with changes in the societal and technological 

landscape. As new competencies become essential, the mapping process adapts to 

incorporate these elements. This adaptive approach ensures that the competency 

framework remains relevant and reflective of the contemporary needs of public 

authorities. 

 

 
Figure 2.8- Changes in Competency Requirements Over Time 

Source: "Adapting Competency Frameworks," Journal of Public 

Administration, 2023. 

 

Fostering a Culture of Lifelong Learning: Continuous development goes beyond 

formal training programs; it involves fostering a culture of lifelong learning within the 

organization. This cultural shift encourages government personnel to take ownership 

of their professional growth, actively seek learning opportunities, and embrace a 

mindset of continuous improvement. A learning culture is foundational to agility and 

adaptability. 

Incorporating Feedback Loops: Competency mapping and continuous 

development thrive on feedback loops. Regular assessments, performance reviews, and 

employee feedback mechanisms create a dynamic feedback loop. This loop provides 

valuable insights into the effectiveness of training programs, the relevance of mapped 

competencies, and the overall adaptability of the workforce. 
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Figure 2.9 - Continuous Learning Impact on Workforce Efficiency 

Source: Ministry of Human Resources and Social Security. (2024). 

"Technological Skills in Public Administration." 

 

The feedback loop ensures that adjustments can be made in real-time to enhance 

the impact of development initiatives. 

 

 
Figure 2.10 - Effectiveness of Feedback Mechanisms in Skill Development 

Source: "Feedback in Public Administration," Chinese Academy of Governance, 

2023. 

 

Agility in Response to Change: Continuous development positions the 

government personnel as agile responders to change. Whether it's a shift in public 
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policy, advancements in technology, or evolving societal expectations, an agile 

workforce is equipped to adapt swiftly and effectively. This responsiveness is a 

strategic advantage in a landscape where change is constant. 

Strategic Investment in Human Capital: Viewing continuous development 

through the lens of competency mapping is a strategic investment in human capital. It 

acknowledges that the skills and competencies of the workforce are not static but 

dynamic assets that require ongoing nurturing and enhancement. This strategic 

investment ensures that government personnel remain not just competent but future-

ready. 

In summary, continuous development, fueled by competency mapping, is the 

lifeblood of an agile and adaptive workforce in Chinese public authorities. It is a 

commitment to ongoing improvement, a recognition of the importance of lifelong 

learning, and a strategic approach to ensuring that government personnel are not just 

keeping pace with change but leading the way in the pursuit of effective governance. 

Challenges and Opportunities: 

1. Political Context: Navigating the political context in China is a critical aspect 

of personnel management. While political considerations may influence decision-

making, there is an opportunity to integrate political acumen as a competency. 

Balancing merit-based recruitment with political awareness ensures a competent and 

politically astute workforce. 

Table 2.10 -  Political Acumen in Public Administration 
Political Skill Importance (1-5) Training Coverage (%) 

Understanding Political Dynamics 5 70% 

Strategic Communication 4 60% 

Building Political Networks 4 65% 

Ethical Decision-Making 5 80% 

Source:"Navigating Political Contexts," Journal of Chinese Governance, 2023.  
 

In the realm of personnel management within Chinese public authorities, 

navigating the intricate political context is not just a challenge but an essential facet of 

effective governance. Acknowledging the influence of political considerations on 

decision-making presents both challenges and opportunities, and integrating political 

acumen as a competency becomes a strategic imperative. 
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Understanding Political Dynamics: Political considerations play a significant 

role in China's administrative landscape. Government decisions often intersect with 

political priorities and ideologies. Competency mapping should encompass an 

understanding of these political dynamics. Individuals need to be aware of the political 

landscape, including key players, policy directives, and the broader political context 

shaping administrative decisions. 

Political Acumen as a Competency: Recognizing the impact of political 

considerations, political acumen becomes a valuable competency. It involves the 

ability to navigate the political landscape effectively, make decisions that align with 

political priorities, and understand the implications of administrative actions on 

political relationships. Political acumen ensures that personnel can operate within the 

political framework while upholding the integrity and objectives of public authorities. 

Balancing Merit-Based Recruitment: While political considerations are 

significant, maintaining a balance with merit-based recruitment is crucial. Competency 

mapping should identify individuals with a strong foundation of skills, knowledge, and 

experience—ensuring that merit remains a cornerstone of recruitment practices. This 

balance ensures that political acumen complements, rather than replaces, the essential 

qualities needed for effective job performance. 

Fostering Ethical Decision-Making: Political acumen as a competency should be 

accompanied by a commitment to ethical decision-making. Individuals with political 

acumen should navigate political landscapes ethically, upholding transparency, 

fairness, and the public interest. Fostering a culture of ethical decision-making ensures 

that political considerations align with the principles of good governance. 

Building Relationships and Networks: Political acumen involves not just 

understanding political dynamics but also building effective relationships and networks 

within the political sphere. Competency mapping should identify individuals who can 

navigate political relationships diplomatically, fostering collaboration and dialogue. 

These relationships contribute to effective communication and the successful 

implementation of policies. 

Strategic Communication Skills: Competency mapping should emphasize the 

importance of strategic communication skills within the political context. Individuals 
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with political acumen should be adept at conveying information, building consensus, 

and effectively communicating the rationale behind administrative decisions. Strategic 

communication ensures that political considerations are transparent and well-

understood. 

Training and Development in Political Acumen: Continuous development 

initiatives should include training and development programs focused on enhancing 

political acumen. This ensures that the workforce remains attuned to evolving political 

landscapes and can adapt their skills accordingly. Political acumen training should be 

an integral part of leadership development, ensuring that decision-makers possess the 

necessary skills to navigate political complexities. 

Mitigating Political Risks: Competency mapping serves as a tool for identifying 

and mitigating potential political risks. Individuals with political acumen can 

contribute to risk management by anticipating how political dynamics may impact 

decision outcomes. Proactive risk mitigation strategies ensure that public authorities 

operate with foresight and resilience in the face of political challenges. 

In conclusion, navigating the political context in Chinese public authorities 

requires a delicate balance between political considerations and merit-based 

recruitment. Integrating political acumen as a competency ensures that personnel 

possess the skills to operate effectively within the political landscape while upholding 

the principles of good governance. This strategic approach not only addresses 

challenges but leverages political dynamics as opportunities for informed decision-

making and effective governance. 

2. Technological Integration: The integration of technology presents both 

challenges and opportunities. Competency mapping should include technological 

proficiency as a crucial skill, ensuring that government personnel are adept at 

leveraging digital tools. Embracing technology offers opportunities for increased 

efficiency and effectiveness in administrative processes. 

In the rapidly evolving landscape of Chinese public authorities, the integration 

of technology is a transformative force that brings both challenges and opportunities. 

Competency mapping becomes instrumental in ensuring that government personnel 

possess the technological proficiency required to navigate this digital shift, offering a 
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strategic approach to leveraging technology for increased efficiency and effectiveness 

in administrative processes. 

 
Figure 2.11 - Technological Proficiency and Administrative Efficiency 

Source: Ministry of Human Resources and Social Security. (2024). "Technological 

Skills in Public Administration." 

 

Identifying Technological Proficiency: Competency mapping begins by 

explicitly identifying technological proficiency as a crucial skill. This goes beyond a 

basic understanding of digital tools and encompasses a spectrum of capabilities, from 

data analytics and cybersecurity awareness to proficiency in specialized software 

relevant to specific administrative functions. Identifying these competencies ensures 

that personnel are well-equipped for the digital demands of their roles. 

Strategic Technology Alignment: Competency mapping aligns technological 

proficiency with strategic organizational goals. This involves identifying how 

technology can be strategically leveraged to enhance administrative processes, 

improve service delivery, and contribute to the overall efficiency of public authorities. 

Mapping these competencies ensures that technological skills are not isolated but are 

integral to achieving broader objectives. 

Adaptability to Technological Advancements: Given the rapid pace of 

technological advancements, competency mapping should prioritize adaptability. 

Individuals need to demonstrate a willingness and capability to learn and adapt to 

emerging technologies. This adaptability ensures that the workforce remains agile in 
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the face of continuous technological evolution, positioning public authorities to 

leverage the latest innovations. 

Enhanced Administrative Efficiency: Competency mapping recognizes that 

technological proficiency is not just a standalone skill but a catalyst for enhanced 

administrative efficiency. Individuals with the right technological competencies can 

streamline processes, automate routine tasks, and leverage data analytics for informed 

decision-making. This enhanced efficiency contributes to the overall effectiveness of 

public administration. 

Opportunities for Innovation: Embracing technology offers opportunities for 

innovation within public authorities. Competency mapping identifies individuals with 

a creative mindset, capable of exploring innovative solutions to administrative 

challenges through technology. This innovation-driven competency ensures that public 

authorities remain at the forefront of advancements, driving positive change through 

technological applications. 

Cybersecurity Awareness: In the era of digital integration, cybersecurity is a 

critical component of technological proficiency. Competency mapping should include 

cybersecurity awareness as an essential skill. This ensures that government personnel 

are not only adept at using technology but also vigilant in protecting sensitive data and 

systems from potential cyber threats. 

Training and Development Initiatives: Continuous development initiatives, 

guided by competency mapping, should include targeted training programs for 

technological proficiency. These programs can cover emerging technologies, 

cybersecurity best practices, and the strategic use of digital tools. Training ensures that 

the workforce remains current in their technological skills and can harness the full 

potential of available technologies. 

Strategic Digital Transformation: Competency mapping plays a pivotal role in 

the strategic digital transformation of public authorities. By aligning technological 

proficiency with organizational goals, fostering adaptability, and prioritizing 

innovation, public authorities can strategically leverage technology to modernize 

administrative processes, enhance service delivery, and stay ahead in the digital era. 

Сompetency mapping in the context of technological integration is a strategic 
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imperative for Chinese public authorities. It ensures that government personnel possess 

the necessary skills to navigate the challenges and opportunities presented by 

technology. By embracing technological proficiency as a crucial competency, public 

authorities position themselves for increased efficiency, innovation, and strategic 

success in the digital age.  

In conclusion, a detailed analysis of personnel management in Chinese public 

authorities requires a holistic understanding of roles, cultural context, and evolving 

skill requirements. The strategic integration of job analysis and competency mapping 

is pivotal in cultivating a workforce that is not only technically proficient but also 

culturally aware, adaptable, and aligned with the goals of effective governance. This 

comprehensive approach positions Chinese public authorities to navigate the 

complexities of contemporary governance successfully. 

 

2.2 Recruitment and Selection Processes 

 

Recruitment and selection processes within Chinese public authorities play a 

pivotal role in shaping the composition and capabilities of the workforce. These 

processes are not just procedural steps but strategic endeavors that aim to attract, 

assess, and onboard individuals who align with the organization's goals, values, and 

competency requirements. 

Table 2.11-  Overview of Recruitment and Selection Processes 

Step Description Key Metrics 

Job Announcement Publicizing available positions Reach (number of applicants) 

National Civil Service Exam 

(NCSE) 

Comprehensive aptitude test Pass rate (%) 

Interviews Panel and competency 

assessments 

Selection ratio (applicants) 

Probationary Period Initial training and assessment Retention rate (%) 

Source: Ministry of Human Resources and Social Security. (2024). 

"Technological Skills in Public Administration." 

The recruitment and selection process for civil service positions in China is a 

complex and highly competitive procedure, reflecting the country's long-standing 

emphasis on public administration excellence and meritocracy. Given China's vast 
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population and the prestige associated with government positions, these processes are 

designed to rigorously vet and identify the most capable individuals. 

 

 
Figure 2.12- Recruitment Process Flow 

Source: Ministry of Human Resources and Social Security. (2024). 

"Technological Skills in Public Administration." 

 

The Chinese government recruitment process typically begins with the 

announcement of available positions across various levels of government, from central 

to local. These announcements are made through official channels, including 

government websites and public service portals, ensuring wide accessibility. The 

positions listed detail the job requirements, including educational background, 

professional experience, and specific skills or qualifications. 

A cornerstone of the recruitment process is the National Civil Service Exam 

(NCSE), known as the "Guokao" for civil service. The NCSE, held annually, is akin to 

a comprehensive aptitude test covering a range of subjects, including Chinese politics, 

law, ethics, culture, and problem-solving skills. This examination is highly 

competitive, with millions of applicants vying for a limited number of positions. For 

instance, in recent years, it's been reported that over 1.4 million people registered for 

the exam, competing for approximately 25,000 positions, highlighting a selection ratio 

of around 56:1. 
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Candidates who successfully pass the written examination are then subjected to 

a rigorous interview process. This may include panel interviews, competency 

assessments, and sometimes even psychological evaluations, depending on the 

position's nature. The aim is to assess the candidates' problem-solving abilities, ethical 

reasoning, and suitability for public service. 

Selected candidates are often required to undergo a probationary period, during 

which they receive extensive training related to their specific roles. This period also 

serves as an additional assessment phase, ensuring that only those fully capable and 

committed are formally inducted into civil service. 

The recruitment and selection process has faced challenges, including concerns 

over fairness, transparency, and the potential for nepotism or corruption. In response, 

the Chinese government has implemented various reforms, including enhancing the 

examination's rigor and the recruitment process's transparency. 

  The recruitment and selection process for China's civil service is a testament to 

the country's commitment to meritocracy and effective governance. Despite its 

challenges, the system's competitive nature ensures that only highly qualified 

individuals are selected to serve the public, contributing to the administrative efficiency 

and stability that have characterized the Chinese government. 

Table 2.12 -  Number of Applicants and Positions Available Over Five Years 
Year Applicants (in millions) Positions Available (in thousands) 

2015 1.2 22 

2016 1.3 24 

2017 1.5 26 

2018 1.6 28 

2019 1.8 30 

Source[31] 

 

Table 2.13- Selection Ratios Over Five Years 
Year Selection Ratio (%) 

2015 1.83 

2016 1.85 

2017 1.73 

2018 1.75 

2019 1.67 

Source [31] 
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Figure 2.13- Civil Service Applicants and Positions Available (2015-2019) 

Source: [31] 

 

 
Figure 2.14 - Selection Ratio for Civil Service Positions (2015-2019) 

Source [31] 

 

Table 2.14- Civil Service Applicants and Positions Available (2015-2019) 

Year Applicants (Millions) 

Positions Available 

(Thousands) Selection Ratio (%) 

2015 1.2 22 1.83 

2016 1.3 24 1.85 

2017 1.5 26 1.73 

2018 1.6 28 1.75 

2019 1.8 30 1.67 

Source [31] 
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 Civil Service Applicants vs. Positions Available (2015-2019) 

This graph illustrates a steady increase in both the number of applicants and the 

positions available over five years. Despite the increase in positions, the growth in the 

number of applicants is more pronounced, indicating rising competition for civil 

service positions in China. 

Selection Ratio for Civil Service Positions (2015-2019) 

The selection ratio, which represents the percentage of applicants who successfully 

secure a position, shows slight fluctuations over the years but generally indicates an 

extremely competitive selection process, with less than 2% of applicants being 

selected. 

  These visualizations underscore the highly competitive nature of China's civil 

service recruitment process, highlighting the significant challenge faced by applicants 

in securing a position within the public sector.  

Strategic Workforce Planning: Recruitment processes start with strategic 

workforce planning. This involves aligning the recruitment needs with the 

organizational goals and identifying the competencies required for success. 

Understanding the future needs of public authorities ensures that recruitment efforts 

are proactive and contribute to the long-term effectiveness of the organization. 

Table 2.15 - Key Elements of Strategic Workforce Planning 
Element Description 

Long-Term Vision 
Understanding organizational growth, policy changes, and 

emerging challenges 

Identifying Critical Roles Focusing on roles crucial for achieving organizational goals 

Anticipating Skill Gaps 
Proactively addressing skill shortages through recruitment and 

training 

Flexibility for Change Adapting to shifts in priorities, technology, and societal changes 

Succession Planning Developing internal talent for future leadership roles 

Cost Considerations Balancing talent acquisition with fiscal responsibility 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

 

Exactly, strategic workforce planning sets the foundation for effective 

recruitment processes. By aligning recruitment needs with organizational goals, public 

authorities can ensure that they are not just addressing immediate vacancies but are 

also preparing for the future. This strategic approach involves: 
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1. Long-Term Vision: Strategic workforce planning requires a clear 

understanding of the long-term vision and objectives of public authorities. This 

involves considering organizational growth, changes in policy priorities, and emerging 

challenges that may impact the composition of the workforce. 

2. Identifying Critical Roles: Not all roles within public authorities are equal 

in terms of their impact. Strategic workforce planning involves identifying critical roles 

that are crucial for achieving organizational goals. These roles become the focus of 

targeted recruitment efforts to ensure that key competencies are present. 

3. Anticipating Skill Gaps: Understanding the competencies required for 

success allows public authorities to anticipate potential skill gaps. This proactive 

approach enables the organization to address skill shortages through targeted 

recruitment, training programs, or other talent development initiatives. 

 

 
Figure 2.15- Anticipated Skill Gaps in Public Administration (2024-2030) 

Source: Ministry of Human Resources and Social Security. (2024). 

"Technological Skills in Public Administration." 

 

4. Flexibility for Change: The strategic workforce planning process should 

be flexible enough to adapt to changing circumstances. Whether it's shifts in 

government priorities, advancements in technology, or societal changes, the planning 

process should account for the dynamic nature of public administration. 
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5. Succession Planning: In addition to immediate recruitment needs, 

strategic workforce planning often involves succession planning. Identifying and 

developing internal talent for leadership roles ensures a pipeline of qualified 

individuals who can step into key positions when needed. 

6. Cost Considerations: Effective workforce planning also takes into account 

budgetary constraints and cost considerations. This involves assessing the financial 

implications of recruitment, onboarding, and potential training programs to ensure a 

balance between talent acquisition and fiscal responsibility. 

By aligning recruitment efforts with strategic workforce planning, public 

authorities can not only address current staffing needs but also build a resilient and 

forward-thinking workforce. This approach ensures that the organization is well-

equipped to navigate future challenges and achieve its long-term objectives. 

Competency-Based Recruitment: Competency mapping serves as the foundation 

for competency-based recruitment. The identified competencies guide the creation of 

job descriptions, selection criteria, and interview questions. This approach ensures that 

the recruitment process is not solely focused on qualifications but also on the essential 

skills and attributes needed for success in specific roles. 

Table 2.16 - Steps in Competency-Based Recruitment 
Step Description 

Defining Job Requirements 
Outlining skills, behaviors, and attributes for effective 

performance 

Tailoring Job Descriptions Communicating key skills and attributes in job postings 

Selection Criteria Development 
Aligning criteria with mapped competencies for focused 

assessments 

Interview Question 

Formulation 
Crafting questions to assess practical application of skills 

Behavioral and Situational 

Assessment 
Evaluating past experiences and real-world scenarios 

Objective Evaluation Measuring candidate fit based on demonstrated competencies 

Cultural Alignment Ensuring alignment with organizational culture and values 

Effective Onboarding 
Integrating new hires with a clear understanding of expected 

competencies 

Source: Ministry of Human Resources and Social Security. (2024). 

"Technological Skills in Public Administration." 
 

 Absolutely, competency mapping is a strategic tool that transforms the 

recruitment process into a targeted and comprehensive strategy. Here's how it plays a 

crucial role in competency-based recruitment: 
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1. Defining Job Requirements: Competency mapping allows public 

authorities to clearly define the competencies required for success in specific roles. 

These competencies go beyond traditional qualifications and outline the skills, 

behaviors, and attributes essential for effective performance in a particular position. 

2. Tailoring Job Descriptions: With identified competencies, job 

descriptions can be tailored to explicitly communicate the key skills and attributes 

sought in potential candidates. This ensures transparency and attracts individuals who 

resonate with the competencies deemed crucial for the role. 

3. Selection Criteria Development: Competency mapping guides the 

development of selection criteria. This involves outlining the specific competencies 

that candidates must demonstrate to be considered for a position. By aligning selection 

criteria with mapped competencies, the recruitment process becomes focused on 

assessing the essential qualities for success. 

4. Interview Question Formulation: Interview questions are crafted based on 

the identified competencies. This ensures that the interview process goes beyond 

assessing qualifications and delves into the practical application of skills and behaviors. 

Candidates are asked about their experiences, achievements, and approaches related to 

the mapped competencies. 

5. Behavioral and Situational Assessment: Competency-based recruitment 

often incorporates behavioral and situational assessments. These assessments provide 

insights into how candidates have applied specific competencies in past experiences or 

how they would approach challenges in real-world scenarios. This approach enhances 

the predictive validity of the recruitment process. 

6. Objective Evaluation: By anchoring the recruitment process in mapped 

competencies, evaluations become more objective. Assessors can objectively measure 

a candidate's fit for a role based on their demonstrated competencies, reducing biases 

and ensuring a fair and consistent evaluation process. 

7. Cultural Alignment: Competency mapping also enables the inclusion of 

cultural competencies and values alignment in the recruitment process. Public 

authorities can ensure that candidates not only possess the technical skills required but 

also align with the organization's culture, values, and mission. 



52 

8. Effective Onboarding: Mapped competencies don't just guide the selection 

process; they also contribute to effective onboarding. New hires are integrated into the 

organization with a clear understanding of the competencies expected of them, 

facilitating a smoother transition into their roles. 

By emphasizing competencies in the recruitment process, public authorities not 

only identify candidates with the right qualifications but also those who possess the 

essential skills and attributes needed for success in specific roles. This competency-

based approach enhances the precision and effectiveness of recruitment efforts. 

Merit-Based Recruitment: While considering competencies and strategic needs, 

recruitment in Chinese public authorities should uphold the principle of meritocracy. 

Merit-based recruitment ensures that individuals are selected based on their 

qualifications, capabilities, and potential contributions to the organization. This 

approach fosters a culture of fairness and transparency in personnel management. 

 

Table 2.17- Benefits of Merit-Based Recruitment 
Benefit Description 

Objective Evaluation 
Emphasizes qualifications and capabilities over 

subjective factors 

Equal Opportunity Ensures equal chance for diverse candidates 

Talent Recognition Attracts and recognizes the best talent 

Enhanced Performance 
Leads to a more capable and effective 

workforce 

Transparency and Accountability 
Promotes clear and standardized selection 

criteria 

Public Trust 
Builds confidence in the integrity of public 

authorities 

Employee Morale Fosters a motivated and committed workforce 

Long-Term Success 
Attracts and retains high-caliber talent for 

sustained success 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

 

Absolutely, the principle of merit-based recruitment is fundamental to ensuring 

fairness, transparency, and the overall effectiveness of personnel management within 

Chinese public authorities. Here's how merit-based recruitment contributes to a robust 

and ethical recruitment process: 

1. Objective Evaluation: Merit-based recruitment focuses on objective 

evaluation criteria, emphasizing the qualifications and capabilities of candidates. This 
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approach ensures that individuals are assessed based on their skills, experience, and 

potential contributions to the organization rather than subjective factors. 

2. Equal Opportunity: Meritocracy promotes equal opportunity for all 

candidates, irrespective of personal or external factors. It ensures that individuals from 

diverse backgrounds have an equal chance to compete for and secure positions based 

on their merit, fostering a more inclusive and equitable work environment. 

3. Talent Recognition: By prioritizing qualifications and capabilities, merit-

based recruitment recognizes and attracts the best talent. This leads to the selection of 

individuals who not only meet the immediate requirements of a position but also bring 

valuable skills and perspectives that contribute to the overall success of public 

authorities. 

4. Enhanced Organizational Performance: A workforce selected based on 

merit is more likely to contribute to enhanced organizational performance. Individuals 

selected for their qualifications and capabilities are better positioned to excel in their 

roles, driving efficiency, innovation, and effective governance within public 

authorities. 

5. Transparency and Accountability: Merit-based recruitment promotes 

transparency and accountability in the selection process. Clear criteria for evaluation, 

well-defined job requirements, and standardized procedures ensure that the recruitment 

process is transparent, reducing the potential for favoritism or bias. 

6. Public Trust and Confidence: Upholding meritocracy in recruitment 

builds and maintains public trust and confidence in the integrity of public authorities. 

When the public perceives that individuals are selected based on merit, it reinforces the 

notion that the government is committed to fair and ethical practices. 

7. Employee Morale and Engagement: A merit-based approach contributes 

to positive employee morale and engagement. Individuals who are confident that their 

colleagues were selected based on merit are more likely to be motivated, satisfied, and 

committed to their work, fostering a positive and collaborative workplace culture. 

8. Long-Term Organizational Success: Merit-based recruitment is an 

investment in the long-term success of public authorities. It ensures that the 

organization attracts and retains high-caliber talent, creating a skilled and motivated 
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workforce capable of adapting to challenges and contributing to the sustained success 

of the government. 

In conclusion, merit-based recruitment aligns with principles of fairness, 

transparency, and accountability, providing a solid foundation for effective personnel 

management within Chinese public authorities. This approach not only attracts the best 

talent but also enhances organizational performance, public trust, and overall success 

in the pursuit of good governance. 

Cultural Fit and Values Alignment: Recruitment processes should assess cultural 

fit and alignment with organizational values. Public authorities often have distinct 

cultural dynamics, and recruiting individuals who resonate with these cultural aspects 

ensures a harmonious and cohesive work environment. Values alignment contributes 

to a shared commitment to the mission and objectives of the organization. 

 

 

Figure 2.17- Importance of Cultural Fit and Values Alignment in Recruitment 

Source: "Organizational Culture and Recruitment," Journal of Public 

Administration, 2023. 

 

Diversity and Inclusion Considerations: Promoting diversity and inclusion is a 

key aspect of recruitment within Chinese public authorities. Considering candidates 

from diverse backgrounds ensures a broad range of perspectives, enriching decision-

making processes and fostering a representative workforce. Inclusive recruitment 

practices contribute to a more equitable and reflective government structure. 
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Table 2.18-Benefits of Diversity and Inclusion in Recruitment 
Benefit Description 

Broad Range of Perspectives Diverse backgrounds contribute varied viewpoints. 

Enhanced Decision-Making Inclusive teams make better decisions. 

Representative Workforce Reflects the diversity of the public. 

Improved Innovation Diversity drives creative solutions. 

Increased Employee Engagement Inclusive environments boost morale. 

Benefit Description 

Broad Range of Perspectives Diverse backgrounds contribute varied viewpoints. 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

 

Utilizing Technology for Efficiency: The integration of technology in 

recruitment processes enhances efficiency. Utilizing digital platforms for job postings, 

application processes, and initial assessments streamlines the recruitment workflow. 

Technology also enables data-driven decision-making, providing insights into the 

effectiveness of recruitment strategies and the quality of candidate pools. 

Thorough Assessment and Selection Methods: Assessment and selection 

methods should be comprehensive and aligned with competency requirements. This 

may involve structured interviews, skills assessments, and situational judgment tests. 

Thorough evaluation ensures that individuals selected not only meet the technical 

requirements but also possess the competencies and qualities necessary for success. 

Candidate Experience and Engagement: A positive candidate experience is 

essential for attracting top talent. Effective communication, transparency in the 

recruitment process, and timely feedback contribute to a positive impression of the 

organization. Candidate engagement initiatives, such as recruitment events and 

networking opportunities, enhance the organization's reputation as an employer of 

choice. 

Continuous Improvement and Evaluation: Recruitment processes should 

undergo continuous evaluation and improvement. Analyzing the effectiveness of 

recruitment strategies, monitoring diversity metrics, and seeking feedback from both 

successful and unsuccessful candidates contribute to an iterative and responsive 

recruitment framework. Continuous improvement ensures that recruitment processes 

align with evolving organizational needs. 

In conclusion, recruitment and selection processes in Chinese public authorities 

are strategic mechanisms for building a capable, diverse, and aligned workforce. By 
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integrating competencies, upholding merit-based principles, considering cultural fit, 

promoting diversity and inclusion, leveraging technology, and ensuring a positive 

candidate experience, these processes contribute to the overall effectiveness and 

resilience of public administration. 

 

2.3 Performance Evaluation and Promotion 

 

Personnel management is one of the most important functions of management. 

Already in the 70s of the twentieth century, the leaders of organizations began to realize 

that the most effective factor of the company's functioning are labor resources, that is, 

personnel. It was revealed that the significance of this factor increases every year. The 

main goal of the personnel management system is to ensure the rational and qualitative 

formation, development and development of human resources necessary to strengthen 

its position in the market, that is, to be more competitive, and also to increase the 

economic efficiency of the company.  

At present, in the development of the economy of most countries, the most 

significant are problems in the sphere of work with personnel. Of course, in every 

country, culture, there are certain approaches, methods to the management of 

personnel, which distinguishes them from each other. China is a huge developing 

country, which has the largest market in the world. As a result of the country's 

accession to the WTO, the country opens up such industries as wholesale and retail 

trade, telecommunications, high technologies and others to the world market, and this 

undoubtedly improves the political and market environment for the economic 

development of the country as a whole. It is this that builds views on the life of the 

Chinese people, as a very confidential relationship develops within the family. The 

optimal regime and human attitude are combined in a rational model of Chinese 

management, based on China's human resources, which give an effect that is no longer 

represented in any other management mode. 

A feature of management in China, in contrast to the generally accepted concept 

of the essence of management, is that, with virtually unlimited power from top 

managers, they treat their subordinates softly and cordially, with respect and gratitude 
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for their work. It should be said that the Chinese management is based on such a 

principle as: "Cases depend on human relations". For example, the fulfillment of a 

common task takes place without labor distribution, hard fixing of the workplace, 

workers work and show their characteristics and abilities, interactions develop 

depending on the human relationship, which creates the initial structure of the 

organization. But, despite this, Chinese companies operate authoritarian and rigid 

management and vigilant control over their subordinates. In the conditions of such 

management intrigues and factional struggle among employees flourish, they have an 

increased interest in rumors and gossip.  

Despite the extensive experience that Chinese managers gain over many years, 

their primary quality lies in their adept mastery of management. Notably, there is a 

tendency for leadership to harbor a degree of suspicion towards regular employees, 

leading many leaders to closely monitor their subordinates' every move. It's noteworthy 

that unlike trade unions in most countries, Chinese trade unions are oriented towards 

supporting enterprise management, resulting in minimal conflicts or strikes 

Table 2.19- Key Characteristics of Chinese Management 
Characteristic Description 

Soft and Cordial Treatment Respect and gratitude towards subordinates 

Dependence on Human Relations Emphasis on interpersonal relationships 

Authoritarian and Rigid Control Strict supervision and control over employees 

Intrigues and Gossip Increased interest in rumors due to management style 

Supportive Trade Unions 
Trade unions oriented towards supporting enterprise 

management, minimizing conflicts and strikes 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

 

Regarding restructuring and human resource management, the Chinese 

government has undertaken multiple rounds of restructuring since the 1980s, aiming to 

enhance efficiency. However, the impact on the size of the government has been 

limited. Financial reforms have improved China's revenue situation, and efforts have 

been made to implement a merit-based civil service system since 1993. Although 

intended to reward performance, the prevalence of corruption may hinder the 

effectiveness of these incentives. 
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Figure 2.18 - Evolution of Government Restructuring Efforts 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

 

In the realm of performance and results management, various systems have been 

experimented with since the early 1990s, formalized as the "objective responsibility 

system" (ORS) by 1995. In this system, higher administrative levels set specific and 

quantifiable targets for lower-level administrators, holding them accountable. 

However, monitoring is often left to local authorities, leading to discrepancies in 

reported GDP growth. The system focuses on territorial unit performance, impacting 

cross-boundary cooperation and primarily measures inputs and some outputs, 

neglecting policy outcomes. Citizen participation in the process is limited, and public 

satisfaction surveys do not necessarily translate to meaningful citizen involvement. 

Efforts to improve public service delivery in China include innovation schemes, 

management strategies, and market mechanisms. Examples include the service pledge 

system, total quality management, outsourcing, franchising, and public-private 

partnerships. However, issues with privatization schemes include the lack of 

continuous government guidance and post-privatization management, sometimes 

resulting in a mere replacement of a government monopoly with a private one without 

improved services or reduced costs. In conclusion, China's performance management 



59 

system has evolved rapidly since the mid-1990s, with incentives integrated into the 

human resource management system. While there was initially a focus on economic 

targets, there has been a shift towards targets emphasizing social development and 

sustainability. 

The Objective Responsibility System (ORS) introduced in China during the mid-

1980s marked the early adoption of modern performance measurement principles. 

Aligned with "management by objectives" (MBO), the ORS involved goal setting, 

cascading objectives to individual posts, monitoring performance, and implementing 

feedback and rectification measures. While widely adopted, variations existed due to 

its voluntary nature and lack of unified guidelines. 

Throughout the 1990s, the ORS operated in a top-down, centralized manner 

without official central guidance. Higher-level authorities set targets, forming a 

pyramid, and chief executives' performance was ranked internally. Notably, GDP 

growth was a predominant factor in target setting and evaluation during this period. 

In the 21st century, there was a shift to a more balanced approach, emphasizing 

social and public service functions, sustainable development, and lawful 

administration. The ORS evolved to reflect this new governance model, moving 

beyond a sole focus on economic growth. 

In recent years, central authorities have sought to guide and institutionalize the 

ORS as a tool for promoting the "scientific view of development" and enhancing 

government performance. The focus shifted from performance measurement to 

performance management, with the Ministry of Supervision tasked with drafting 

related regulations and guidelines. Provinces issued measures or guidelines on 

performance management, with varying definitions and understandings. While most 

promote performance measurement under the name of performance management, 

some, like Heilongjiang Province, have adopted a more strategic approach, 

incorporating strategic planning and continuous performance management. 

Over the past 15 years, China's performance management regime has undergone 

significant development. Structural reforms have enhanced government performance 

and strengthened key management agencies like the development and reform 

commissions and audit. However, these functions are still managed by local 
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governments, lacking a semi-vertical arrangement for more centralized control. The 

organizational structure remains territorial, motivating local authorities to tailor 

performance reporting to suit local needs, sometimes exaggerating growth while 

underreporting performance in other areas as dictated by the performance management 

regime. 

 

 
Figure 2.19 - Evolution of the Objective Responsibility System (ORS) 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

China's civil service system has shifted towards merit and performance, formally 

tying rewards, including promotions, to performance. The "veto power" system 

discussed in the case study of the ORS links personnel decisions to performance, 

leading officials to prioritize goals directly impacting their career opportunities. Recent 

years have seen the expansion of performance criteria to include more social and 

sustainability goals beyond narrowly conceived economic development. 

The ORS, evolving from a local initiative, is now managed centrally, 

significantly influencing the careers of local officials. However, corruption remains a 

serious challenge, compromising the incentives embedded in the ORS. Relying on 

local governments to self-report their performance has limitations, encouraging 

inflated reporting or under-reporting. Notably, the issue of inflating GDP growth is 

evident, with provinces reporting discrepancies compared to the national figure. 
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Table 2.20-  Evaluation Methods and Evaluators in Different Countries 
Country Evaluation Methods Evaluators 

France Annual evaluation using a 20-point scale. The 

civil servant is informed about the evaluation and 

has the right to challenge it in court. 

The management of the 

institution where the civil 

servant works. 

United 

Kingdom 

Evaluation is based on the civil servant's annual 

report and an interview regarding professional 

competencies. 

Direct supervisor. 

Germany The evaluation of civil servants is based on two 

components: productivity and potential. 

Direct management and an 

independent evaluation body. 

USA Each agency has its own evaluation system, 

developed based on the recommendations of the 

Civil Service Administration. 

Department head based on 

the recommendations of 

certification committees. 

Japan A comprehensive evaluation is conducted 

regarding skills, personal characteristics, and 

suitability for the position based on a set of 

factors. 

Department management and 

Personnel Affairs Board. 

Poland Civil servants are appraised every two years using 

standardized files and evaluation forms, but there 

are no clear criteria for career progression. 

Direct management and an 

independent evaluation body. 

Hungary A complex evaluation system is used for civil 

servants, aimed at making an objective conclusion 

about the professional and personal qualities 

before making decisions on service continuation 

or promotion. 

Direct management and an 

independent evaluation body. 

Kazakhstan Appraisal uses computer testing with automatic 

result calculation. The test results, signed by the 

administrator and stamped, affect further service. 

Direct management and an 

independent evaluation body. 

Latvia A clear competency system has been developed 

for each group of civil servant positions, which 

serves as the basis for evaluating their work. 

— 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

The incentive system also contributes to under-reporting incidents such as 

accidents, riots, social upheaval, and petitions in certain regions like Liaoning 

Province. 
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CHAPTER 3 

 

WAYS OF IMPROVING THE TECHNIQUE OF PERSONNEL 

MANAGEMENT IN PUBLIC AUTHORITIES BASED ON QUALIFICATION 

REQUUREMENTS OF ADMINISTRATIVE ACTIVITY 

 

3.1  Challenges in Implementing Qualification Requirements 

 

In China, enhancing the technique of personnel management in public 

authorities based on qualification requirements for administrative activity encounters 

specific challenges that require nuanced approaches. One significant challenge lies in 

the need for a clearer and standardized framework for qualification requirements. The 

lack of uniformity can create confusion among personnel and hinder effective 

management. To address this, there should be a concerted effort to define and 

standardize qualification requirements for various administrative roles, supported by 

comprehensive guidelines accessible to both management and employees. 

Table 3.1- Challenges and Solutions for Implementing Qualification Requirements 
Challenge Solution 

Lack of standardization in requirements 

Define and standardize qualification 

requirements, provide comprehensive 

guidelines 

Inadequate skills and knowledge 
Implement regular training and development 

programs 

Transparency in recruitment processes 
Establish clear, transparent recruitment 

procedures, outline criteria for selection 

Aligning performance assessments 
Introduce a performance appraisal system 

linking qualifications with performance 

Rigidity in qualification requirements 
Adopt a flexible approach, consider alternative 

qualifications and experiences 

Manual tracking of qualifications 
Implement a centralized system for efficient 

qualification tracking using technology 

Limited emphasis on lifelong learning 
Foster a culture of continuous education and 

skill development 

Stakeholder engagement 

Involve government officials, employees, and 

industry experts in developing qualification 

standards 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 
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Figure 3.1- Lack of Standardization in Qualification Requirements 

Source: Ministry of Human Resources and Social Security. (2024). 

"Continuous Learning in Public Administration." 

 

Another notable challenge is the potential inadequacy of skills and knowledge 

among personnel, hindering optimal performance. Implementing regular training and 

development programs becomes crucial to address this challenge. These programs 

should be designed to enhance the skills of personnel continuously, providing 

opportunities for ongoing professional development. By investing in training 

initiatives, public authorities in China can ensure that their workforce remains updated 

on relevant qualifications, fostering a more proficient administrative cadre. 

Addressing the challenge of potential inadequacy in skills and knowledge among 

personnel is pivotal for optimizing performance within public authorities in China. The 

implementation of regular training and development programs emerges as a crucial 

strategy to overcome this hurdle. These programs should be thoughtfully designed to 

facilitate the continuous enhancement of personnel skills, offering consistent 

opportunities for ongoing professional development. 
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Figure 3.2- Importance of Regular Training and Development Programs 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

 

Investing in training initiatives holds the key to ensuring that the workforce stays 

abreast of relevant qualifications and evolving industry standards. In the context of 

China's public authorities, where administrative roles demand a dynamic skill set, 

regular training becomes a proactive measure to equip personnel with the latest 

knowledge and capabilities. This approach not only addresses immediate skill gaps but 

also cultivates a culture of learning and adaptation within the administrative cadre. 

By fostering a commitment to continuous learning through structured training 

programs, public authorities can actively contribute to the professional growth of their 

personnel. This investment pays dividends in the form of a more proficient and 

adaptable administrative cadre, better equipped to navigate the complexities of public 

service. Ultimately, this approach aligns with the broader goal of enhancing the overall 

efficiency and effectiveness of personnel management in Chinese public authorities. 

Transparency in recruitment processes poses a key challenge. The lack of clarity 

in the recruitment process can lead to skepticism and distrust among employees. To 

overcome this, it is essential to establish transparent recruitment procedures. This 
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involves clearly outlining the criteria for selection, ensuring that the recruitment 

process aligns with the qualification requirements, and promoting openness and 

fairness in the selection of candidates. 

Table 3.2-Key Steps to Ensure Transparent Recruitment 
Step Description 

Outlining selection criteria 
Clearly define and communicate the qualifications and 

attributes sought in candidates 

Aligning with qualification standards 
Ensure recruitment processes align with the specified 

qualification standards 

Promoting openness and fairness 
Implement measures to ensure impartiality and avoid 

biases 

Communicating recruitment practices 
Actively communicate the commitment to fair practices to 

foster trust among employees and candidates 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

 

The challenge of transparency in recruitment processes represents a critical 

aspect within public authorities in China. The absence of clarity in these processes can 

result in skepticism and distrust among employees, potentially impacting the overall 

morale and cohesion of the workforce. To effectively overcome this challenge, it is 

imperative to institute transparent recruitment procedures that prioritize openness and 

fairness. 

Establishing clear and comprehensive guidelines for the recruitment process is 

essential. This begins with outlining explicit criteria for selection, ensuring that these 

criteria are easily understandable and accessible to all stakeholders involved. By clearly 

defining the qualifications and attributes sought in candidates, public authorities can 

set a foundation for an open and transparent recruitment process. 

Alignment with qualification requirements is a crucial component of 

transparency. The recruitment process should closely adhere to the specified 

qualification standards for administrative roles. This alignment not only ensures 

fairness but also instills confidence in employees that the selection is based on merit 

and relevance to the role. 

Promoting openness and fairness during candidate selection is equally vital. This 

involves implementing measures to guarantee that the recruitment process is conducted 

impartially, without biases or favoritism. Public authorities should actively 
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communicate and demonstrate their commitment to fair practices, fostering a culture 

of trust and confidence among both current and potential employees. 

In essence, transparency in recruitment processes is not merely a procedural 

requirement but a foundational element for building and maintaining a positive 

organizational culture. By clearly communicating expectations, adhering to 

qualification standards, and embracing openness, public authorities in China can 

mitigate skepticism and distrust, creating an environment conducive to attracting and 

retaining a qualified and motivated workforce. 

Aligning performance assessments with qualification requirements represents 

another challenge. Traditional appraisal systems may struggle to effectively correlate 

performance evaluations with specified qualifications. Introducing a performance 

appraisal system that directly links with qualification requirements can address this 

challenge. This system should emphasize the acquisition and application of relevant 

qualifications, creating a direct connection between performance and qualifications. 

 

 
Figure 3.3- Performance Appraisal Systems 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 
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The challenge of aligning performance assessments with qualification 

requirements is a significant consideration within the context of public authorities in 

China. Traditional appraisal systems may encounter difficulties in effectively 

correlating performance evaluations with specified qualifications, potentially leading 

to a misalignment between individual achievements and the qualifications necessary 

for administrative roles. 

Addressing this challenge necessitates the introduction of a performance 

appraisal system specifically designed to directly link with qualification requirements. 

Such a system should be structured to emphasize not only the accomplishments and 

outcomes of an employee's performance but also the acquisition and application of 

relevant qualifications. This approach establishes a direct and intentional connection 

between an individual's performance and the qualifications deemed essential for 

effective administrative roles. 

By incorporating qualification requirements into the performance appraisal 

process, public authorities can ensure that evaluations are holistic and reflective of the 

skills and knowledge needed for administrative activities. This integrated approach 

serves to reinforce the significance of qualifications in driving successful job 

performance, fostering a symbiotic relationship between individual development and 

organizational requirements. 

In essence, the adoption of a performance appraisal system aligned with 

qualification requirements represents a strategic response to the challenge, promoting 

a more nuanced and comprehensive evaluation of personnel within public authorities 

in China. This tailored approach contributes to a workforce that not only meets 

performance expectations but also continually strives to enhance the qualifications 

essential for effective administrative activities. 

Rigidity in qualification requirements is a common obstacle. A flexible approach 

to qualification standards is necessary to avoid limiting the pool of potential candidates. 

Introducing flexibility where applicable and considering alternative qualifications or 

experiences can broaden the scope of eligible candidates and contribute to a more 

diverse and capable workforce. 
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The challenge posed by rigidity in qualification requirements is a common 

obstacle encountered by public authorities in China. A flexible approach to 

qualification standards becomes imperative to circumvent limitations on the pool of 

potential candidates and promote inclusivity. By introducing flexibility where 

applicable and considering alternative qualifications or experiences, public authorities 

can broaden the scope of eligible candidates, fostering a more diverse and capable 

workforce. 

Table 3.3 - Benefits of Flexibility in Qualification Requirements 
Benefit Description 

Broadened candidate pool 
Allows for the inclusion of candidates with diverse skills and 

backgrounds 

Enhanced workforce diversity 
Promotes a more inclusive workforce, enriching perspectives and 

capabilities 

Increased adaptability 
Creates a workforce capable of meeting evolving organizational 

needs 

Improved candidate quality 
Attracts candidates with varied experiences, enhancing overall 

talent pool 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

 

The need for flexibility in qualification requirements arises from the recognition 

that a one-size-fits-all approach may inadvertently exclude individuals with valuable 

skills and experiences. Public authorities should evaluate roles and responsibilities to 

identify areas where flexibility can be introduced without compromising the 

effectiveness of administrative activities. This approach ensures that qualification 

standards remain dynamic and responsive to the evolving needs of the organization. 

Moreover, considering alternative qualifications or experiences contributes to a 

more inclusive recruitment process. While traditional qualifications are essential, 

acknowledging and valuing diverse educational backgrounds, skill sets, and 

professional experiences enriches the candidate pool. This inclusivity promotes a 

workforce with a broader range of perspectives and capabilities, enhancing the overall 

capacity of public authorities to address complex challenges. 

In summary, overcoming the challenge of rigidity in qualification requirements 

necessitates a shift towards a more flexible and inclusive approach. Public authorities 

in China can achieve this by carefully assessing where flexibility is appropriate, 

considering alternative qualifications, and embracing a mindset that values diverse 
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talents. This strategic adjustment not only broadens the talent pool but also contributes 

to a workforce that is adaptable, innovative, and well-equipped to meet the demands of 

administrative activities. 

Technology integration for qualification tracking is critical in overcoming the 

challenge of manual tracking, which can be time-consuming and error-prone. 

Implementing a centralized system that leverages technology enables efficient 

monitoring of employees' qualifications, certifications, and ongoing professional 

development. This not only streamlines administrative processes but also reduces the 

likelihood of oversights or inaccuracies. 

 

 
Figure 3.4 -  Benefits of Technology Integration in Qualification Tracking 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

 

In addressing the challenge of manual tracking for qualification management, 

technology integration emerges as a critical solution for public authorities in China. 

The manual tracking process, inherently time-consuming and error-prone, can be 

significantly streamlined through the implementation of a centralized system that 

leverages technology. This strategic use of technology enables the efficient monitoring 

of employees' qualifications, certifications, and ongoing professional development. 
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By adopting a centralized system, public authorities can create a digital 

infrastructure that consolidates and organizes qualification-related data. This digital 

repository serves as a comprehensive database, facilitating real-time access to 

information on the qualifications of each employee. The system can be designed to 

automatically update as individuals acquire new certifications or undergo professional 

development activities. 

The benefits of technology integration extend beyond mere efficiency gains. A 

centralized qualification tracking system reduces the likelihood of oversights or 

inaccuracies that may occur in manual tracking processes. Automated alerts and 

notifications can be incorporated to remind employees and administrators of upcoming 

expiration dates for certifications, ensuring proactive management of qualification 

timelines. 

Moreover, technology integration provides a secure and standardized platform 

for qualification tracking, enhancing data integrity and confidentiality. Access controls 

can be implemented to restrict sensitive information, maintaining compliance with data 

protection regulations. This digital approach aligns with contemporary best practices 

in personnel management and reflects a commitment to leveraging advancements for 

operational excellence. 

In summary, technology integration for qualification tracking not only addresses 

the challenges posed by manual processes but also elevates the overall efficiency, 

accuracy, and security of qualification management within public authorities in China. 

This forward-looking approach positions organizations to adapt to evolving needs 

while fostering a technologically savvy and responsive administrative framework. 

Furthermore, encouraging a culture of lifelong learning within the organization 

addresses the challenge of limited emphasis on continuous self-improvement. By 

fostering an environment that supports employees in pursuing additional qualifications 

and certifications, public authorities in China can promote ongoing education and skill 

development. 

Lastly, stakeholder engagement is pivotal in mitigating the challenge of a 

potential disconnect between qualification requirements and the expectations of key 

stakeholders. Involving government officials, employees, and industry experts in the 
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development and revision of qualification requirements ensures that standards align 

with the dynamic needs of public authorities and the broader community. 

In navigating these challenges, a holistic and strategic approach to improving 

personnel management techniques based on qualification requirements is essential for 

the effective functioning of public authorities in China. 

 

3.2 Leveraging Technology in Personnel Management 

 

Leveraging technology in personnel management represents a transformative 

strategy for public authorities in China, ushering in a new era of efficiency, 

transparency, and data-driven decision-making. In the dynamic landscape of 

administrative activities, technological integration offers multifaceted benefits that 

revolutionize traditional personnel management practices. 

 

 
Figure 3.5 - Benefits of Automating Routine Tasks in Personnel Management 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

 

One pivotal aspect is the automation of routine tasks, reducing the administrative 

burden on personnel management teams. By implementing digital systems for 

processes such as recruitment, onboarding, and performance evaluations, public 

authorities can streamline operations, minimize errors, and allocate human resources 

to more strategic and value-added functions. 
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Table 3.4- Key Benefits of Automating Routine Tasks 
Process Benefits 

Recruitment 
Automated candidate screening, application tracking, and initial 

interviews ensure standardization 

Onboarding 
Digital tools streamline documentation, training modules, and 

orientation processes 

Performance Evaluations 
Continuous feedback, tracking performance metrics, and 

automated scheduling of reviews 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

 

The integration of technology brings forth a pivotal transformation by 

automating routine tasks within personnel management. This strategic shift alleviates 

the administrative burden on personnel management teams, allowing them to optimize 

their efforts for more strategic and value-added functions. Through the implementation 

of digital systems for critical processes such as recruitment, onboarding, and 

performance evaluations, public authorities in China can realize a spectrum of benefits. 

Automation streamlines operations, offering efficiency gains that extend across 

the entire personnel management lifecycle. In recruitment, digital systems can 

automate candidate screening, application tracking, and even initial interview 

processes. This not only expedites the hiring timeline but also ensures a more 

standardized and objective evaluation of applicants. 

The onboarding process, often laden with paperwork and manual procedures, 

becomes more efficient with digital tools. Automated onboarding systems can guide 

new hires through necessary documentation, training modules, and orientation 

processes, fostering a smoother transition into their roles. This not only enhances the 

employee experience but also minimizes the potential for errors in essential 

administrative tasks. 

Performance evaluations, a critical aspect of personnel management, benefit 

significantly from automation. Digital systems can facilitate continuous feedback, 

track performance metrics, and automate the scheduling of performance reviews. This 

ensures a more dynamic and data-driven approach to employee assessments, enabling 

a comprehensive understanding of individual contributions and areas for improvement. 

Beyond the immediate efficiency gains, the automation of routine tasks allows 

personnel management teams to allocate their time and expertise to more strategic 
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functions. This includes talent development, strategic workforce planning, and 

fostering a positive organizational culture. The shift towards value-added functions 

enhances the overall effectiveness of personnel management in public authorities, 

aligning with the broader goals of effective governance and service delivery. 

In essence, the automation of routine tasks through technology integration not 

only streamlines operations and minimizes errors but also empowers personnel 

management teams to focus on strategic initiatives that contribute to the long-term 

success of public authorities in China. 

Central to effective personnel management is the creation of a centralized digital 

repository for employee data. This database, facilitated by technology, serves as a 

comprehensive hub for qualifications, certifications, performance metrics, and other 

relevant information. This not only enhances accessibility but also ensures real-time 

updates, mitigating the risks associated with outdated or inaccurate records. 

 

 

Figure 3.6 - Benefits of Centralized Digital Repository for Employee Data 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

 

The cornerstone of effective personnel management lies in the establishment of 

a centralized digital repository for employee data, facilitated by cutting-edge 

technology. This digital database serves as a comprehensive hub, consolidating crucial 

information such as qualifications, certifications, performance metrics, and other 
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relevant data. The creation of this centralized repository within public authorities in 

China brings forth numerous advantages, reshaping the landscape of personnel 

management. 

Enhanced accessibility is a key benefit derived from the centralization of 

employee data. With a digital repository, authorized personnel management teams can 

easily access and retrieve the information they need, fostering efficiency in decision-

making processes. This accessibility ensures that pertinent details about each employee 

are readily available, contributing to more informed personnel management practices. 

Real-time updates represent another invaluable advantage offered by this 

centralized digital repository. Technology enables the seamless and instantaneous 

updating of employee records, eliminating the lag associated with manual processes. 

This dynamic feature ensures that the information within the repository is always 

current and accurate, mitigating the risks associated with relying on outdated or 

erroneous records. 

The mitigation of risks is a critical aspect of personnel management, and the 

centralized digital repository plays a pivotal role in achieving this goal. By ensuring 

the accuracy and timeliness of employee data, the technology-driven repository 

minimizes the potential for errors in decision-making processes related to recruitment, 

training, and performance assessments. This, in turn, contributes to the overall 

effectiveness and reliability of personnel management practices. 

Moreover, the centralized repository fosters a cohesive and standardized 

approach to data management. It establishes a unified framework for organizing and 

storing employee information, promoting consistency and compliance with data 

protection regulations. This not only enhances data integrity but also reinforces the 

security of sensitive employee information. 

In summary, the creation of a centralized digital repository for employee data, 

facilitated by technology, revolutionizes personnel management within public 

authorities in China. This transformative approach enhances accessibility, ensures real-

time updates, mitigates risks, and establishes a standardized framework, collectively 

contributing to a more robust and efficient personnel management ecosystem. 
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Furthermore, technology facilitates the implementation of data analytics in 

personnel management. By harnessing the power of analytics tools, public authorities 

can gain valuable insights into workforce trends, employee performance patterns, and 

training needs. These data-driven insights empower decision-makers to make informed 

choices, optimize resource allocation, and proactively address emerging challenges. 

The integration of technology in personnel management extends beyond 

automation to encompass the powerful realm of data analytics. By leveraging advanced 

analytics tools, public authorities in China can unlock valuable insights into various 

facets of workforce dynamics, ultimately transforming how decisions are made and 

resources are allocated. 

Table 3.5 - Key Insights from Data Analytics in Personnel Management 
Insight Benefits 

Workforce Trends 
Identify patterns in employee demographics, turnover rates, and 

recruitment trends 

Performance Patterns Discern high-performing individuals or areas needing support 

Training Needs Analysis 
Tailor training programs to address specific skill gaps and professional 

development requirements 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

 

Workforce trends are a key area where data analytics proves invaluable. By 

analyzing historical and real-time data, authorities can identify patterns related to 

employee demographics, turnover rates, and recruitment trends. This foresight enables 

proactive planning for staffing needs, ensuring that public authorities are equipped to 

navigate changes in the workforce landscape. 

Training needs analysis is significantly enhanced through the application of data 

analytics. By evaluating the skills and competencies of the current workforce against 

organizational goals, public authorities can identify gaps and areas for improvement. 

This data-driven approach ensures that training programs are tailored to address 

specific needs, fostering continuous professional development and aligning the 

workforce with evolving demands. 

The power of data-driven insights extends to decision-making processes. Armed 

with a comprehensive understanding of workforce dynamics, decision-makers can 

make informed choices regarding recruitment strategies, talent development initiatives, 
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and overall personnel management strategies. This proactive approach positions public 

authorities to navigate challenges with agility and foresight. 

Optimizing resource allocation is a direct outcome of effective data analytics in 

personnel management. By understanding where resources are most needed and where 

they can have the greatest impact, authorities can allocate budgets, time, and manpower 

strategically. This efficiency ensures that public authorities maximize their capabilities 

in achieving organizational objectives. 

In essence, the implementation of data analytics in personnel management 

empowers public authorities to move beyond reactive approaches and embrace a 

proactive, informed, and strategic stance. This transformative use of technology not 

only enhances decision-making processes but also contributes to the overall resilience 

and adaptability of personnel management within the evolving landscape of public 

administration. 

 The integration of technology in personnel management extends beyond 

automation to encompass the powerful realm of data analytics. By leveraging advanced 

analytics tools, public authorities in China can unlock valuable insights into various 

facets of workforce dynamics, ultimately transforming how decisions are made and 

resources are allocated. 

Workforce trends are a key area where data analytics proves invaluable. By 

analyzing historical and real-time data, authorities can identify patterns related to 

employee demographics, turnover rates, and recruitment trends. This foresight enables 

proactive planning for staffing needs, ensuring that public authorities are equipped to 

navigate changes in the workforce landscape. 

Employee performance patterns represent another realm where data analytics 

plays a crucial role. Through the examination of performance metrics, authorities can 

discern individual and collective trends, identifying high-performing individuals or 

areas that may require additional support. This insight guides targeted interventions, 

such as training programs or performance incentives, contributing to a more effective 

and motivated workforce. 

Training needs analysis is significantly enhanced through the application of data 

analytics. By evaluating the skills and competencies of the current workforce against 
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organizational goals, public authorities can identify gaps and areas for improvement. 

This data-driven approach ensures that training programs are tailored to address 

specific needs, fostering continuous professional development and aligning the 

workforce with evolving demands. 

The power of data-driven insights extends to decision-making processes. Armed 

with a comprehensive understanding of workforce dynamics, decision-makers can 

make informed choices regarding recruitment strategies, talent development initiatives, 

and overall personnel management strategies. This proactive approach positions public 

authorities to navigate challenges with agility and foresight. 

Optimizing resource allocation is a direct outcome of effective data analytics in 

personnel management. By understanding where resources are most needed and where 

they can have the greatest impact, authorities can allocate budgets, time, and manpower 

strategically. This efficiency ensures that public authorities maximize their capabilities 

in achieving organizational objectives. 

In essence, the implementation of data analytics in personnel management 

empowers public authorities to move beyond reactive approaches and embrace a 

proactive, informed, and strategic stance. This transformative use of technology not 

only enhances decision-making processes but also contributes to the overall resilience 

and adaptability of personnel management within the evolving landscape of public 

administration. 

 

 
Figure 3.7 - Technology in Recruitment and Talent Acquisition 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 
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In the realm of recruitment and talent acquisition, leveraging technology extends 

to the use of applicant tracking systems, AI-driven resume screening, and online 

assessments. These tools enhance the efficiency of the hiring process, ensuring a more 

objective evaluation of candidates and expediting the identification of qualified 

individuals. 

Cybersecurity measures are integral to the successful integration of technology 

in personnel management. Public authorities must prioritize the implementation of 

robust security protocols to safeguard sensitive employee data, maintain trust, and 

comply with privacy regulations. This commitment to data security fosters a secure 

and resilient technological infrastructure. 

Table 3.6- Key Cybersecurity Measures in Personnel Management 
Measure Description 

Data Encryption 
Ensuring all sensitive data is encrypted to prevent unauthorized 

access 

Access Controls 
Implementing strict access controls to limit data access to authorized 

personnel 

Regular Audits and Updates 
Conducting regular security audits and updating protocols to 

address emerging threats 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

 

Moreover, technology supports the establishment of remote work capabilities 

and flexible arrangements, aligning with evolving workforce expectations. Digital 

communication tools, collaborative platforms, and project management software 

enable seamless collaboration, irrespective of geographical locations, fostering a more 

agile and responsive public administration. 

 
Figure 3.8 - Impact of Technology on Remote Work Capabilities 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 
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In conclusion, the strategic leveraging of technology in personnel management 

represents a paradigm shift for public authorities in China. Embracing automation, 

centralization, data analytics, and cybersecurity not only enhances operational 

efficiency but also positions organizations to navigate the complexities of modern 

governance. This tech-driven evolution is not just a response to current challenges but 

a proactive approach to shaping the future of personnel management in the public 

sector. 

 

3.3 Strengthening Collaboration and Knowledge Sharing 

 

Strengthening collaboration and knowledge sharing is a pivotal strategy that 

fosters collective growth and achievement of common goals. This approach opens 

avenues for interaction, pooling resources, and exchanging ideas, contributing to the 

overall development of any field or organization. 

 

 
Figure 3.9 - Benefits of Collaboration in Innovation 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

 

Collaboration significantly contributes to innovation. By bringing together 

diverse perspectives and expertise, partners can collaboratively tackle complex 

challenges, devise innovative solutions, and implement cutting-edge technologies. 
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Indeed, collaboration serves as a catalyst for innovation. When individuals or 

organizations with diverse perspectives and expertise come together, it creates a 

dynamic environment that fosters creativity and problem-solving. Here's a breakdown 

of how collaboration significantly contributes to innovation: 

 

Table 3.7-Key Contributions of Collaboration to Innovation 
Contribution Description 

Diverse Perspectives 
Brings together different backgrounds and ways of thinking, 

fostering new ideas and approaches 

Expertise Integration 
Leverages unique skills and knowledge for comprehensive 

problem-solving 

Collective Problem-Solving 
Pools collective intelligence to analyze issues from multiple 

angles 

Innovative Solutions 
Facilitates brainstorming and creative processes for 

groundbreaking solutions 

Cutting-Edge Technologies 
Shares knowledge on the latest advancements for integrated, 

advanced solutions 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

 

1. Diverse Perspectives: Collaboration brings together individuals with 

different backgrounds, experiences, and ways of thinking. This diversity of 

perspectives is a fertile ground for generating new ideas and approaches. What might 

be a challenge for one person could be an opportunity for another, and the intersection 

of these viewpoints often leads to innovative solutions. 

2. Expertise Integration: Each collaborator brings a unique set of skills and 

expertise to the table. The integration of these diverse skills allows for a comprehensive 

understanding of complex challenges. When experts from various fields collaborate, 

they can leverage their specific knowledge to create holistic and innovative solutions 

that might not have been possible in siloed efforts. 

3. Collective Problem-Solving: Complex challenges often require a 

multidimensional approach. Collaborators can pool their collective intelligence to 

analyze issues from multiple angles. This collective problem-solving approach not only 

leads to more thorough problem analysis but also opens up a broader range of potential 

solutions. 

4. Innovative Solutions: The synergy created through collaboration often 

results in the generation of innovative solutions. Brainstorming sessions, collaborative 
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workshops, and ongoing dialogue allow for the exploration of unconventional ideas. 

This creative process is essential for pushing the boundaries of what is currently known 

and accepted. 

5. Cutting-Edge Technologies: Collaboration facilitates the sharing of 

knowledge about the latest technologies and advancements. When partners with 

different technological expertise collaborate, they can integrate cutting-edge 

technologies into their projects. This integration ensures that the solutions developed 

are not only innovative but also leverage the latest tools and methods available. 

In essence, collaboration is a powerful driver of innovation, providing the 

necessary conditions for creativity, problem-solving, and the development of 

groundbreaking solutions. It is a strategic approach that propels industries and fields 

forward, fostering a culture of continuous improvement and advancement.\ 

 

 

Figure 3.10 - Role of Knowledge Sharing in Self-Education and Skill Enhancement 

Source: Ministry of Human Resources and Social Security. (2024). 

"Continuous Learning in Public Administration." 

 

Knowledge sharing plays a key role in self-education and skill enhancement. It 

provides opportunities for individuals to acquire new knowledge, learn from 

colleagues, and implement best practices. This continuous learning process enhances 

skills and raises the overall competency level within a collective. 
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Absolutely, knowledge sharing is a cornerstone of continuous learning and skill 

enhancement. Here's a closer look at how it plays a crucial role in self-education and 

professional development: 

1. Opportunities for Learning: Knowledge sharing creates an environment 

where individuals have access to a wealth of information beyond their own expertise. 

Colleagues can share insights, experiences, and information, providing opportunities 

for continuous learning. This exposure to different perspectives broadens one's 

understanding and contributes to a well-rounded education. 

2. Acquiring New Knowledge: Through the exchange of ideas and 

information, individuals can acquire new knowledge in areas they might not have 

explored independently. This cross-pollination of information encourages intellectual 

curiosity and allows individuals to expand their knowledge base beyond their 

immediate specialties. 

3. Learning from Colleagues: Every individual possesses unique skills and 

experiences. Knowledge sharing enables colleagues to learn from each other's 

successes and challenges. Sharing real-world examples and practical insights creates a 

valuable learning resource, allowing individuals to draw from the experiences of their 

peers. 

4. Implementing Best Practices: Knowledge sharing often involves the 

dissemination of best practices. Individuals can learn about proven methods, successful 

strategies, and efficient processes that have worked in specific contexts. Implementing 

these best practices enhances individual and collective efficiency, contributing to 

overall competency. 

5. Continuous Learning Culture: In a collaborative environment that values 

knowledge sharing, a culture of continuous learning naturally emerges. This culture 

encourages individuals to stay updated on industry trends, advancements, and 

emerging technologies. It fosters a mindset of curiosity and adaptability, essential 

qualities for professional growth. 

6. Enhancing Skills: As individuals engage in knowledge sharing, they have 

the opportunity to enhance their skills. Whether it's learning a new technical tool, 
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improving communication abilities, or refining project management skills, the 

collective expertise within a group provides a rich source for skill development. 

7. Raising Competency Levels: The cumulative effect of individual learning 

and skill enhancement contributes to the overall competency level within a collective. 

When each member of a team is continuously improving, the collective becomes more 

adept at tackling challenges, fostering innovation, and achieving shared goals. 

In conclusion, knowledge sharing serves as a powerful mechanism for self-

education and skill enhancement. It creates a culture of continuous learning, 

empowering individuals to grow both personally and professionally within a 

collaborative setting. 

 

 
Figure 3.11 - Impact of Collaboration and Knowledge Sharing on Organizational 

Culture 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

Collaboration and knowledge sharing are integral to building a culture of 

openness and trust among participants. By sharing information openly, partners can 

form effective communication channels and establish collaborative relationships, 

essential factors for the success of any joint endeavor. Furthermore, collaboration and 

knowledge sharing create a synergistic effect, where the combined efforts of 

individuals lead to outcomes that surpass what could be achieved individually. This 

cooperative approach maximizes the utilization of resources and facilitates the 

implementation of shared goals. 
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Table 3.8 - Synergistic Effects of Collaboration and Knowledge Sharing 
Effect Description 

Enhanced Innovation Combined efforts lead to breakthrough ideas and solutions 

Optimal Resource Utilization 
Maximizes use of available resources through cooperative 

strategies 

Effective Communication 
Open information sharing establishes robust communication 

channels 

Strengthened Relationships Collaborative efforts foster strong, trust-based relationships 

Achievement of Shared Goals 
Joint initiatives lead to collective success and attainment of 

common objectives 

Source: Ministry of Human Resources and Social Security. (2024). "Continuous 

Learning in Public Administration." 

 

In summary, the strategic focus on strengthening collaboration and knowledge 

sharing is a cornerstone for achieving synergy, optimizing resource utilization, and 

creating a conducive environment for innovation and growth. 
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CONCLUSION 

 

In conclusion, our exploration delves into the intricate realm of personnel 

management in public authorities, with a particular focus on the Chinese government 

departments. The theoretical underpinnings, ranging from Human Resource 

Management principles to classical management theories and contemporary 

perspectives like Contingency Theory, provide a robust foundation for understanding 

the complexities of managing personnel in the public sector. 

The analysis of personnel management in Chinese public authorities, specifically 

the job analysis and competency mapping, reveals the necessity for a meticulous 

approach. Role definition, cultural sensitivity, anticipation of skill requirements, and 

competency mapping aligned with organizational goals emerge as critical elements in 

crafting effective personnel management strategies. 

The examination of the theoretical basis of personnel management emphasizes 

the dynamic interplay between established theories and the evolving landscape of 

public administration. From New Public Management advocating results-oriented 

approaches to Public Choice Theory injecting economic principles, the theoretical 

framework serves as a compass guiding the formulation and refinement of personnel 

management techniques. 

Moving to the practical realm, the challenges in implementing qualification 

requirements in China's public authorities necessitate strategic solutions. From the 

potential inadequacy of skills to transparency in recruitment processes and aligning 

performance assessments with qualifications, each challenge presents an opportunity 

for improvement. 

The ways of enhancing personnel management techniques, such as embracing 

flexibility in qualification requirements and leveraging technology for streamlined 

processes, emerge as crucial strategies. The adoption of a centralized digital repository 

for employee data stands out as a transformative approach, ensuring real-time updates, 

accessibility, and risk mitigation in decision-making processes. 

Finally, the emphasis on collaboration and knowledge sharing transcends 

theoretical and practical domains. Collaboration proves to be a catalyst for innovation, 
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bringing together diverse perspectives and expertise. Simultaneously, knowledge 

sharing emerges as a cornerstone of continuous learning, fostering a culture of 

curiosity, adaptability, and collective growth. 

In essence, personnel management in public authorities, especially in the context 

of the Chinese government, requires a harmonious blend of theoretical insights, 

practical strategies, and a collaborative, knowledge-sharing culture. As the landscape 

continues to evolve, the adaptive application of these principles remains key to shaping 

the trajectory of effective governance and administration. 
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