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AHOTAIIS

Ban Croeden, AamiHicTpaTUBHE yIpaBIiHHS MiANPUEMCTBOM: CTaH 1 MPOMO3UIT
moa0 BAockoHanmeHHs (JlepkaBHa MepexxeBa kopropamis Kwurtato, Cy Mei).
Crnemianbricth 073 "Menemkment" OIl  "AaMiHICTpaTUBHMA  MEHEIKMEHT'
kBanmdikailiitna arecraiiitna po6ora. CHAY, Cymu-2024 - Pykonuc.

VY naniit kBamigikarmiiiHii aTtectaniiHii poOOTI B AaHiii poOOTI y3araabHEHO
HEOOXTHICTh CTBOPEHHS HAyKOBOI Ta 3aCTOCOBHOI aJMIHICTPATHBHOI CHCTEMU
YIOPABIIHHSA PO3BUTKOM CYYaCHOTO YIPaBJIIHHS MIAMPUEMCTBOM. AJIMIHICTPAaTUBHUMN
MEHEKMEHT € CTaHJapPTOM CTAJIOTO PO3BUTKY MIANPHEMCTB 1 MEXaHI3MOM MIATATYBAHHS
MpaliBHUKIB. 3a JOMOMOTOI0 3allMCIB, 3a0XO0YEHb 1 IOKApaHb BOHA TOBIIOMIISIE
CHiBpOOITHUKAM, IO MOTPIOHO MIANPUEMCTBAM, SIKY TOBEIIHKY CJiJ] 3a0X0UYBaTH 1 SIKY
MOBEIHKY CJI17] 3a00pOHUTH, a TAKOXK BKa3y€ Ha PO3PUB MK OUIKYBaHHSIMHU ITiIITPUEMCTB
1 (aKkTUYHUM CTAaHOBUIIEM TMPAIIBHUKIB 3a JOIMOMOIOI0 3BOPOTHOTO 3B'S3KY,
HaIpaBJISIIOYM  CHIBPOOITHUKIB BYUTUCA 1 BJOCKOHATIOBATUCS, 11100 BIANOBIIATH
BUMOraMm. Y Tipoiieci peopMyBaHHS 1 PO3BUTKY EJIECKTPOCHEPTEeTUYHI MiIIPUEMCTBA
BHCYBAaIOTh BCE OLIbII BUCOKI BUMOTH JI0 BJACHOTO PIBHS YIPaBIiHHS, BCE OLbIIE yBaru
OPUALIAIOTH aAMIHICTPATUBHOMY YIPABIIIHHIO.

VY nepriomy po3ain «3HaueHHS BUCIOBJICHHS MPOOJIEMH Ta JOCIIKCHHS Ta CTaH
PO3BUTKY TEOpii aJMIHICTPATUBHOIO VYIPABIIHHI» B OCHOBHOMY PO3IJIAIAIOTHCS
NepeyMOBA  BUHHUKHEHHS  aJMIHICTPATUBHOTO  MEHEDKMEHTY,  aKTyaJbHICTh
BIIPOBAHKEHHS aMIHICTPATUBHOTO MEHEHKMEHTY, MPOIIEC YIPABIIHHS Ta MACYMKOBOI
OI[IHKM, HaJaHHSI TEOPETUYHOTO 3a0e3MeyYeHHs Ta NPAKTUYHOTO KEPIBHHUIITBA
aMIHICTPAaTHBHUM MEHEIHKMEHTOM.

VY npyromy posaun «CydacHUN CTaH Ta aHalli3 aJMIHICTPATUBHOTO yIpPaBJIiHHS
MITPUEMCTBAMH EIEKTPOMEPERK», 10 BKIFOYAE 4 TAPO3ILITH, PO3TIISAAETHCS CydacHUN
CTaH aJAMIHICTPATUBHOTO YMPABIIHHS MIANPUEMCTBAMHU E€JICKTPOMEPEX, OCHOBHI
npoOiemMu, 10 ICHYIOTh MNpU  3AIMCHEHHI  aJAMIHICTPAaTUBHOTO  YIPaBIIHHS
HIANPUEMCTBAMHU  €JIEKTPOMEPEXK, AaHANI3YIOThCA Ta y3araJbHIOIOTHCS  ICHYIOUI

aAMIHICTPATHBHI PEKUMH YIPaBIIHHS MIANPUEMCTBAMU €JICKTPOMEPEXK Ta TEHJCHIII1



PO3BUTKY aJIMIHICTPATUBHOTO YIIPABJIIHHS MIANPUEMCTBAMHU €ICKTPOMEPEK BIAMOBITHO
BUBYatOThCA. [Is1XxoM aHanmi3y craTyc-KBO aMiHICTPaTUBHOTO YIIPaBIiHHS AP KaBHUM
HiAMPUEMCTBOM BCTAHOBJICHO, ITI0 ICHYIOTh TaKi OCHOBH1 MPOOJIeMHU, SIK HEBIMOBIIHICTD
[IJIed yOpaBIiHHA CTPATEeTIYHUM UM IMANPUEMCTBA, HECTaHJIAPTHICTh MPOLECY
MEXaHi3My yIpaBJiHHS, HECBOEYACHE 3BEJICHHS PE3yIbTaTiB MEXaHi13My yIpPaBIiHHS.

Y tperbomy po3zaim «lloOygoBa cucreMu aaMiHICTPATUBHOTO YIIpaBJIIHHS
MIIMPUEMCTBAMU CJICKTPUYHUX MEPEX» BUIAUIAIOTH CIM MIAPO3AUIIB: MeTa MOOYI0BU
aJIMIHICTPATUBHOI CUCTEMH YIPABIIHHS MIANPUEMCTBAMHU E€JIEKTPUUHUX MEPEK, OCHOBHI
poboTn 3 mMOOYIOBU aAMIHICTPATUBHOI CHUCTEMH YIPABIIHHS MiJNPUEMCTBAMU
CJICKTPUYHUX MEPEX, IMOOy/IoBa Ta OI[IHKA CHUCTEMHU aJMIHICTPATUBHOI OIIIHKHU
NIJIPUEMCTB €JIIEKTPUYHUX MEPEXkK, pealizalisi MOCHUJIEHHS 17ei aJAMIHICTPaTUBHOIO
VOpaBIIHHS, YAOCKOHAJEHHS OpraHizaili aJMIHICTPaTUBHOTO YMPAaBIIHHSA Ta
BJIOCKOHAJICHHS  JOMOMDKHHX  3aXOAIB  aJMIHICTPATUBHOIO  MEHEIKMEHTY.
3anponoHOBaHoO, IO 3aXO0JaMHU 3 YJOCKOHAJIEHHS aJMIHICTPAaTUBHOTO MEXaHI3MYy
YIOPaBIiHHSA JCPKABHUMHU EJIEKTPOCHEPTEeTUYHUMH TMIANMPUEMCTBAMH €: TIO-TIEpIIIE,
BCTAHOBUTHU LIIbOBUU TMOKA3HUK YIPAaBIIHCHKOrO OYIIBHULITBA, SIKUWA MIIAXOIUTH IS
PO3BUTKY €JIEKTPOCHEPreTUYHUX mianpueMcts; [lo-apyre, npoiec 1 METO CTBOPEHHS
aJIMIHICTPaTUBHOI CHUCTEMHU YIPaBJIIHHS PUHKOBOIO e€JeKTpoMmepexero; Hapemri, e
BJIOCKOHAJICHHSI CTpaTerii YIpaBIiHHS JIsl CTAIOTO PO3BUTKY MiAIPUEMCTB.

Tomy, HOCHITKYyHOUM aJMIHICTPAaTUBHE YIMPABIIHHS €JIEKTPOSCHEPTeTUUHUMU
MINPUEMCTBAMU: CyYaCHUM CTaH Ta MPOMO3UIIiT 00 BIOCKOHAJIEHHS, Y 1aHiil poOOTI
PO3TIIAIAETHCS TPOIEC Ta METOJ[ CTBOPEHHS aJMIHICTPATUBHOI CHUCTEMHU YIPABIIHHS
PUHKOBO-OPIEHTOBAHMMH €HEPrOMEPEKEBUMHU MIIMPUEMCTBAMH, SIKa MOXE 30aratutu
BHYTPIIIHIO YHOPABIIHCHKY TEOPit0 aJIMIHICTPATUBHOTO yHOPABIIIHHS
CJICKTPOCHEPTETUUYHUMH TIANPUEMCTBAMHU, a TaKOX CHOPSIMYBaTH TIPAIliBHUKIB Ha
HaBYaHHS Ta BJOCKOHAJICHHS IJIs BUKOHAHHS BHUMOT. Y Tipolieci pedhopMmyBaHHS Ta
PO3BUTKY €JIEKTPOCHEPreTUYH1 MiAMPUEMCTBA BUCYBaIOTh BCE BUILI BAMOTH J0 BJIACHOTO
PiBHS yIIpaBJIiHHS, BCE OUTBINE yBAru MPUIIISIOTh aIMIHICTPATUBHOMY YIIPABIIHHIO.

Karw4yoBi ciaoBa: enexkrpoMepexeBl KowmmaHii, YIpaBliHHSA €(QEKTHUBHICTIO,

YIPaBIIHHS 32 IIISIMHU



ABSTRACT

Wang Xuefeng, Administrative management of the enterprise: the state and
proposals for improvement (State Grid Corporation of China ,Su Mei). Qualification
work on specialty 073 "Management” EP "Administrative Management”. SNAU ,
Sumei-2024 - Manuscript.

In this qualification certification work, this paper summarizes the need for
establishing a scientific and applicable administrative management system is the
development of modern enterprise management. Administrative management is the
standard for the sustainable development of enterprises and the pulling mechanism for
employees. Through records, rewards and punishments, it tells employees what
enterprises need, which behaviors should be encouraged and which behaviors should be
prohibited, and points out the gap between the expectations of enterprises and the actual
situation of employees through feedback, guiding employees to learn and improve to meet
the requirements. In the process of reform and development, electric power enterprises
put forward higher and higher requirements for their own management level, and pay
more and more attention to administrative management.

In the first chapter, "The importance of problem expression and research and the
development status of administrative management theory”, it mainly includes the
background of the emergence of administrative management, the urgency of
implementing administrative management, the process of management and summary
evaluation, providing theoretical support and practical guidance for administrative
management.

In the second chapter, "Current Situation and Analysis of administrative
management of Power grid enterprises”, including 4 sub-chapters, the current situation of
administrative management of power grid enterprises, the main problems existing in the
implementation of administrative management of power grid enterprises, the analysis and
summary of the existing administrative management mode of power grid enterprises and
the development trend of administrative management of power grid enterprises are
respectively studied. Through the analysis of the State grid enterprise administrative

management status quo, it is found that the main problems exist such as the mismatch



between management objectives and enterprise strategic objectives, non-standard
management mechanism process, and late summary of management mechanism results.
In the third chapter, "the construction of the administrative management system of
power grid enterprises”, there are seven sub-chapters: the goal of the construction of the
administrative management system of power grid enterprises, the basic work of the
construction of the administrative management system of power grid enterprises, the
construction and evaluation of the administrative assessment system of power grid
enterprises, the implementation of strengthening the idea of administrative management,
improving the organization of administrative management and improving the supporting
measures of administrative management. It is suggested that the measures to improve the
administrative management mechanism of State grid enterprises are as follows: First, to
establish the management construction target which is suitable for the development of
electric power enterprises; Secondly, the process and method of establishing the
administrative management system of marketized power grid company; Finally, it is to
improve the management strategy for the sustainable development of enterprises.
Therefore, by studying the administrative management of electric power
enterprises: current situation and improvement suggestions, this paper discusses the
process and method of establishing the administrative management system of market-
oriented power grid companies, which can enrich the internal management theory of
administrative management of electric power enterprises, and guide employees to learn
and improve to meet the requirements. In the process of reform and development, electric
power enterprises have put forward higher and higher requirements for their own
management level, and pay more and more attention to administrative management.
Key words: power grid companies, administrative management, management by

objectives



CONTENT
INTRODUCTION
CHAPTER 1 FORMULATION OF THE PROBLEM AND THE
SIGINIFICANCE OF THE STUDY AND THE CURRENT STATUS OF
THE DEVELOPMENT OF ADMINISTRATIVE MANAGEMENT
THEORY
CHAPTER 2 CURRENT SITUATION AND ANALYSIS OF POWER
GRID ENTERPRISE ADMINISTRATIVE MANAGEMENT
2.1 Current situation of power grid enterprise administrative management
2.2 The main problems in the implementation of administrative
management in power grid enterprises
2.3 Analysis and summary of the existing administrative management mode
of power grid enterprises
2.4 Development trend of power grid enterprise administrative management
CHAPTER 3 CONSTRUCTION OF POWER GRID ENTERPRISE
ADMINISTRATIVE MANAGEMENT SYSTEM
3.1 The goal of power grid enterprise administrative management system
construction
3.2 The basic work of power grid enterprise administrative management
system construction
3.3 Construction of power grid enterprise administrative appraisal system
3.4 Assessment work
3.5 Strengthen the concept of administrative management
3.6 Improve the Administrative management organization
3.7 Improve the implementation of administrative management supporting
measures
CONCLUSION
REFERENCES

13

22

22
23

28

29
32

32

34

37
49
58
61
64

69
71



INTRODUCTION

The establishment of scientific and applicable administrative management system
is the need of the development of modern enterprise management. Administrative
management is the standard for enterprises to measure the work of employees, and it is
also a traction mechanism. Through records, rewards and punishments, it tells employees
what the enterprise needs, which behaviors should be encouraged and which behaviors
should be prohibited, and points out the gap between the expectations of the enterprise
and the actual administrative of employees through feedback, guiding employees to learn
and improve to meet the requirements. In the process of reform and development, electric
power enterprises put forward higher and higher requirements for their own management
and pay more and more attention to administrative management.

However, as a key and difficult point of human resource management,
administrative management has always been a problem that enterprises repeatedly discuss
and constantly study. According to an online survey conducted by China Human
Resource Development and Management Network, 39.29 percent of people believe that
administrative management is the biggest challenge in the construction of enterprise
human resource management. In the process of system reform, electric power enterprises
have conducted a lot of exploration of administrative management, and many enterprises
have established a administrative appraisal system, which has made a lot of achievements,
but there are still some places to be further improved. For example, some assessment
methods are not reasonable enough, assessment standards are not clear enough, the
selection of indicators is not scientific enough, the "assessment" is emphasized much, the
attention to counseling is not enough, and the coverage is not enough, such as the team
or the operator is more complete, the administrative management of managers is less, and
the method is less mature.

As a technology-intensive and asset-intensive enterprise, the scientific
management and sustainable development of State Grid has been a hot topic in recent ten
years. Strengthening human resource management, improving organizational behavior

and improving administrative have become urgent tasks for electric power enterprises.
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According to the characteristics of state-owned electric power enterprises, the
construction of administrative management system must be based on the development
strategy of the enterprise, market-oriented, shorten the reaction time, innovative
technology and service, attach importance to team cooperation, and long-term
management, etc. Only in this way can we meet the requirements of electric power market
reform and make enterprises in an invincible position in the increasingly fierce market
competition.

The purpose of this paper is to analyze in detail the status of the administrative
management of electric power enterprises, and formulate them according to the best
practices for implementing efficient administrative management methods for electric

power enterprises.

The main objectives of the study, which ensure the achievement of this goal, are

as follows:

Firstly, to enrich the practice of internal management through the formulation of
administrative management issues and the importance of research and the development

status of administrative management theories.

Secondly, to in-depth study of the current situation and analysis of the administrative

management of power grid enterprises.

Thirdly, to deepen the research on the construction of the current administrative

management system of power grid enterprises.

Finally, to provide strong theoretical and methodological support for the sustainable

development of power enterprises.

The object of research in this paper is the current situation of enterprise

administration and suggestions for improvement.

The subject of the study is modern administrative management methods and
theories and methods for the sustainable development of electric power enterprises.

The research base is a state-owned power enterprise in China, State Grid.
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The main results of the work are as follows:

Through the study of the current situation and improvement suggestions of the
administrative management of electric power enterprises, the process and method of
establishing the administrative management system of market-oriented power grid
companies are discussed, which can enrich the internal management theory of the
administrative management of electric power enterprises, and guide employees to learn
and improve to meet the requirements. In the process of reform and development, electric
power enterprises have put forward higher and higher requirements for their own

management level and paid more and more attention to administrative management.
The following main methods were used to solve the research problems:

The literature research method is mainly to sort out the relevant research on the
current situation of enterprise administration, so as to lay a foundation for avoiding the

repetition and blindness of subsequent research.

Questionnaire survey method, this study will mainly select the staff of State Grid as
the random questionnaire survey object, and use more advanced questionnaire statistical

methods to obtain more objective research data.

The work is done by the student independently and consists of an introduction, three
sections, conclusions, a list of references from 37sources and appendices. The total length
of the work is 76 pages, including the length of the main text is 58 pages. Number of

tables is 9, figures 3.

The information database of this study includes analytical research and scientific
development results from scientists in China and around the world, from the State Grid
Corporation of China. The annual administrative evaluation method of the company's
leaders [9]. The practical significance of the research results lies in the fact that this study
focuses on the process and method of establishing a market-oriented power grid company
administrative management system, and the establishment of a scientific and applicable
administrative management system is the need for the development of modern enterprise

management. In the process of reform and development, electric power enterprises have
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put forward higher and higher requirements for their own management level and paid

more and more attention to administrative management.
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CHAPTER 1

FORMULATION OF THE PROBLEM AND THE SIGINIFICANCE OF THE
STUDY AND THE CURRENT STATUS OF THE DEVELOPMENT OF
ADMINISTRATIVE MANAGEMENT THEORY

The establishment of a scientific and applicable administrative management system
is the need for the development of modern enterprise management. Administrative
management is the standard for enterprises to measure the work of employees, and it is
also a traction mechanism, which tells employees what the company needs, which
behaviors are worth encouraging, and which behaviors should be prohibited through
records, rewards and punishments, and points out the gap between enterprise expectations
and the actual situation of employees through feedback, and guides employees to learn
and improve to meet the requirements. In the process of reform and development, electric
power enterprises have set higher and higher demands on their own management levels
and have paid more and more attention to administrative management.

However, administrative management, as a key and difficult point of human
resource management, has always been a problem that enterprises have repeatedly
discussed and studied. According to an online survey conducted by the Chinese Human
Resources Development and Management Network, 39.29% of people believe that the
administrative management challenges encountered in the construction of enterprise
human resource management are the greatest. In the process of structural reform, electric
power enterprises have made a great deal of exploration in administrative management,
and many enterprises have established a administrative appraisal system and made many
achievements, but there are still some areas that need to be further improved. For example,
some assessment methods are not reasonable enough, the assessment standards are not
clear enough, the selection of indicators is not scientific enough, the "assessment” is
emphasized too much, the attention to guidance and improvement is not enough, and the

coverage is not enough, such as the team or operator is relatively complete, the
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administrative management of management personnel is less, and the methods are less
mature.

As a technology-intensive and asset-intensive enterprise, the scientific and
sustainable development of the State Grid has been a hot spot in the past decade.
Strengthening human resource management, improving organizational behavior, and
improving administrative have become the top priorities of electric power enterprises. In
view of the characteristics of state-owned power enterprises, the construction of the
administrative management system must be based on the development strategy of the
enterprise, market-oriented, shorten the response time, innovate technology and services,
attach importance to teamwork, and face long-term management, etc., only in this way
can we comply with the requirements of the market-oriented reform of electric power, so
that the enterprise is in an invincible position in the increasingly fierce market
competition.

Internationally, the administration of enterprises has experienced three stages:
people-oriented, work-centered and goal-centered [1].

Administration was first proposed and applied in the United States. American
enterprises used to pay according to the position, hire what people the company lacks,
and set a good pay standard. The downside of this approach is that no matter how good
or bad a person is, his or her income is not linked to the profits or losses of the business.
Even if the enterprise loses money, it must be paid according to the original contract. By
the mid-1980s, the management style of Japanese companies was challenging American
companies. Americans began to carry out corporate restructuring, from the organizational
structure, personnel system and other aspects of reform, especially in the way of
compensation, personal administrative and corporate objectives linked to the ups and
downs with the enterprise. Administration has since become popular in corporate
America. Research on hundreds of companies in the United States has shown that
companies using administrative management programs have higher financial
administrative and productivity than companies without administrative management

programs. At present, the continuous attempts of domestic enterprises and State grid on
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administrative management are also the objective needs of enterprise management
development to a certain stage. [2]

Administrative management is a set of systematic management tools, is a complete
management thought system. The implementation of the administrative management
system, in the final analysis, is the change of enterprise management, which not only
needs a complete system specification, but also needs the real thinking of change, through
the guidance of the thinking of change, to comprehensively promote the implementation
of the system. Therefore, the root of the success of enterprise administrative management
lies in the unity of ideas of all employees, how to let employees realize that administrative
management is a win-win development of employees and enterprises, so that employees
feel hopeful, promising, have a sense of accomplishment and career development space,
Is the necessary condition for the implementation of administrative management. But at
present, a considerable part of the State grid in the implementation of administrative
management, more attention to the administrative management system itself, but ignore
the construction of administrative management ideas. Due to the lack of due ideological
support, the administrative management system can not be deeply rooted in the hearts of
the people, managers, employees passive acceptance, speculative use, resulting in the
administrative management system is a mere formality.

In recent years, the national power shortage situation has been alleviated, but the
power supply situation is still severe, the State grid how to use the existing resources,
improve work efficiency, and better provide quality services for the healthy and stable
development of the national economy, has become the top priority of the State grid, and
administrative management is an important means to solve this problem. However, the
current performance management of State Grid is more to follow the pattern before the
system reform, which is the product of planned economy. As can be seen from the
problems summarized in the above section, this model can not meet the needs of
enterprise development, and even hinder the development of enterprises to a certain extent.
Therefore, the State Grid urgently needs to introduce a new administrative management
concept, build a new set of administrative management system, integrate resources,

improve efficiency, and promote the management level of the State grid.
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The main reasons for the lower asset profit efficiency of electric power industry are
as follows: the market system of electric power industry is not perfect; Prices of basic
energy and resources continued to rise. Electricity price control; Enterprise performance
and employee performance are ignored in several aspects. However, there are some
difficulties in the administration of the State Grid, such as the ideological imprisonment
of state-owned enterprises and the outdated concept of big pot rice; Without the
establishment of scientific, in line with the characteristics of enterprise strategic
development of administrative management system, performance management is difficult
to continue. In order to solve these problems, one should pay attention to the propaganda
of administrative management ideas and concepts, and the other is to establish an
effective administrative management system, especially the responsibility system and the
index evaluation system. After all, the administrative management system
implementation of auxiliary management tools, need a set of effective system
management tools to solidify it.

Today, administrative management theory is also developing very rapidly, and there

are three main types that are widely used in practice around the world:

The first is the management by objectives theory, the earliest born, now in addition
to the simple goal step-by-step decomposition system, but also to join the PDCA cycle
system (planning, execution, inspection, processing). The concept of "management by
objectives" was first proposed by management master Peter Drucker in 1954 in the
Practice of Management, and later he put forward the proposition of “management by
objectives and self-control". Drucker believed that it is not the work that has a goal, but
on the contrary, it is the goal that determines everyone's work. Therefore, "the mission
and task of the enterprise must be transformed into a goal”, if there is no goal in a field,
the work in this field is bound to be ignored. Therefore, managers should manage
subordinates through goals. After the top managers of the organization determine the
organizational goals, they must be effectively decomposed and transformed into sub-
goals of various departments and individuals. Managers will assess, evaluate, reward and

punish subordinates according to the completion of sub-goals.
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The specific methods of management by objectives are divided into three stages: the
first stage is the setting of objectives; The second stage is to achieve the goal of the
process management; The third stage is to measure and evaluate the results achieved.

Target setting

This is the most important stage of management by objectives, and the first stage
can be broken down into four steps:

Senior management predetermined goals, this is a temporary, can change the goal
plan. That is, it can be proposed by superiors and discussed with subordinates;

It may also be proposed by a lower level and approved by a higher level. Either way,
we must discuss and decide together;

Second, leaders must evaluate the opportunities and challenges brought by the
objective environment according to the mission and long-term strategy of the enterprise,
and have a clear understanding of the advantages and disadvantages of the enterprise.
Have a clear idea of what the organization should and can accomplish.

Review the organizational structure and division of responsibilities. Management by
objectives requires that each sub-objective has certain responsibility subjects.

Therefore, after setting the target, it is necessary to re-examine the existing
organizational structure, adjust it according to the new target decomposition requirements,
and clarify the target responsibility and coordination relationship.

Set goals for subordinates. First, the subordinates define the organization's plan and
goals, and then agree on the sub-goals of the subordinates. In discussion, superiors should
respect subordinates, treat others equally, listen to subordinates patiently, and help
subordinates develop consistency and supportive goals.

Sub-objectives should be specific and quantified to facilitate assessment; Prioritize,
S0 as not to neglect the other; It needs to be challenging, but it needs to be realistic. The
sub-objectives of each employee and department are aligned with other sub-objectives to
support the achievement of the objectives of the unit and the organization.

Superiors and subordinates agree on the conditions necessary to achieve each goal
and on the rewards and punishments for achieving the goal. After the subheading is

formulated, the subordinate should be granted the corresponding power of resource
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allocation to achieve the unity of rights, responsibilities and interests. Written agreement
by subordinates,

Compile a goal record card and draw a goal map after the entire organization
aggregates all the data.

Management of the process of achieving the goal

Management by objectives emphasizes results, autonomy, autonomy and self-
awareness.

It does not mean that the leader can let go, on the contrary, because of the formation
of the target system, a mistake will affect the overall situation. Therefore, the management
of leaders in the process of target implementation is indispensable. First of all, regular
inspections should be carried out naturally, taking advantage of frequent contact
opportunities and information feedback channels between the two sides; Secondly, we
should inform the subordinates of the progress, so as to facilitate mutual coordination;
Thirdly, we should help the subordinates to solve the difficult problems in the work.
When unexpected and unpredictable events seriously affect the realization of
organizational goals, we can also modify the original goals through certain procedures.

Summary and evaluation

After reaching the predetermined time limit, the subordinates first carry out self-
assessment and submit a written report;

Then the upper and lower levels together assess the completion of the target, decide
the reward and punishment; At the same time discuss the next stage of the goal, start a
new cycle. If the goal is not achieved, we should analyze the reasons and sum up lessons,
avoid mutual accusations, and maintain an atmosphere of mutual trust.

Key management indicators

The specific quantitative indicators used to measure the performance of staff in a
certain position are the most direct way to measure the effectiveness of work. Key
management indicators come from the decomposition of the overall strategic objectives
of the enterprise and reflect the key driving factors that can most effectively affect the
value creation of the enterprise. The value of setting up key management indicators is to

enable managers to concentrate on the business actions that have the greatest driving force
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for administrative management, timely diagnose the problems in production and business
activities and take corrective measures to improve the level of enterprise development.

Key indicators can not be directly used or suitable for all positions of personnel
assessment, but because the key indicators can reflect the organization's business focus
and stage direction to a considerable extent, so become the basis of administrative
assessment. The specific extraction and decomposition methods of key indicators are
explained in detail in chapter 3 of this paper.

Work objectives and process setting

That is, the superior leader and the employee jointly determine the main work that
the employee should complete during the assessment period and its effect, and at the end
of the assessment period, the superior leader scores the employee according to whether
the goal set at the beginning of the period has been achieved.

It is a kind of assessment method for the completion of some relatively long-term,
procedural, auxiliary and difficult to quantify main work tasks within the scope of work
responsibilities.

The relationship between administrative indicators and work objectives

Administrative indicators and work objectives complement each other in the
administrative management system.

The common denominator is:

All of them are set according to the job responsibilities and nature of the target
position, reflecting the key value drivers derived from the decomposition of the
company's strategic goals, and only reflecting the most important business activities of
the target position, rather than all the work.

The difference is:

Administrative indicators can be used to calculate the quantitative results of
employees' business activities, focusing on the work that employees have direct control
over the business results, it examines the current and final business results; The work
objective is a qualitative evaluation of the main work that is difficult to be quantified by
the superior in the form of scoring, focusing on the work that the employee does not have

direct control over the business results, and it examines the long-term work and work
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process. Using work objectives to complete the effect evaluation can make up for the
shortage of only using fully quantified key indicators to assess, so as to reflect the work
performance of employees more comprehensively. The evaluation of the achievement
effect of the work goal mainly includes the setting of the work goal and purpose, the
formulation of the evaluation standard, the determination of the weight, and the
evaluation of the evaluation level.

Balanced scorecard method

The Balanced Scorecard went through two main stages of development.

In the first stage, the balanced scorecard presents a new set of administrative
management system in front of people, which focuses on the perfection and balance of
performance indicators. In the second stage, the executive management system evolves
into a strategic management tool, which can be used to formulate, communicate, execute
and adjust strategies.

The idea of scoring, or measuring performance, as a management tool has been
around for a long time and is an important feature of the management of almost all leading
companies.

Managers who believe in administrative metrics believe that without metrics you
cannot manage. In order to evaluate, it is necessary to develop some indicators to measure
the health of the enterprise (such as customer satisfaction) and set goals to achieve, and
then compare the actual results with the predetermined goals, identify the gaps and
reasons, and come up with solutions. This is what we often call management by numbers
and facts.

However, in the past, administrative evaluation was often limited to financial
indicators. However, financial metrics are lagging indicators that only tell you what your
past actions have achieved, and you still don't know whether some of the key factors
driving your business have changed or how far you are moving toward your strategic
goals.

The appearance of balanced scorecard has completely changed the situation that
financial index dominates the world and administrative evaluation index is extremely

unbalanced. Instead of ditching financial metrics, it has added metrics for customers,
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internal processes and learning and growth, which measure what drives good business
performance. These four indicators, together, constitute the internal and external, results
and drivers, long-term and short-term, qualitative and quantitative balance, so as to
provide a three-dimensional and forward-looking evaluation basis for the performance

evaluation management of enterprises.
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CHAPTER 2

CURRENT SITUATION AND ANALYSIS OF POWER GRID ENTERPRISE
ADMINISTRATIVE MANAGEMENT

2.1 Current situation of power grid enterprise administrative management

The continuous deepening of the market-oriented reform of the power industry
and the increasingly fierce competition have prompted power grid enterprises to further
strengthen management innovation, and make new progress and breakthroughs in
corporate governance structure, corporate management mode and various basic
management work in accordance with the requirements of modern enterprise system.
Under the background of the basic easing of the tension between supply and demand of
electricity and the increasing capacity of national energy conservation and emission
reduction, China's power grid enterprises have begun to accelerate the market process of
the entire industry by improving and improving administrative management.

As the core link of enterprise management, administrative management has been
concerned by the majority of power grid enterprises. The effectiveness of administrative
management directly affects the implementation of enterprise development strategy, the
standardization of enterprise production and operation, the development of staff
enthusiasm and creativity, and the formation of enterprise culture. In recent years,
administrative management has become one of the forefront topics in the development of
enterprise management theory, many new concepts and tools have emerged, and many
power grid enterprises have formed a good model and experience in practice.

Through the investigation and data collection and analysis of several power grid
enterprises, the author summarizes the current administrative management methods and
status quo of power grid enterprises:

First of all, for the subordinate companies, the superior unit will issue some
important indicators and objectives to evaluate the overall administrative of the

enterprise, such as the current common annual administrative assessment of the head of



23

the enterprise [3] (asset management target responsibility system assessment, production
safety responsibility system assessment, party conduct, clean government and spiritual
civilization construction assessment, etc.); And set up targeted assessment indicators:
such as communication guarantee rate, network accidents and so on.

Secondly, the internal development of the department, middle management and
staff assessment system. However, the assessment content of the department is more
developed by each department from its own perspective, rather than from the company
level. Some work may be inconsistent with the company's goals, so there will be a
phenomenon that the department's work is completed well [4], but the overall
administrative of the company is not good. The assessment of middle managers is
generally conducted from the aspects of morality, ability, diligence administrative,
integrity, etc. This kind of assessment content is more from the perspective of assessing
administrative cadres, and is not suitable for the examination of managers in enterprises.

Third, at present, many power grid enterprises copy and apply the advanced
administrative management mode directly, and the result is that the administrative
formula often fails because it is not consistent with the status quo of enterprise
management. The current assessment of most power grid enterprises is not a real sense of
administrative management, just for the purpose of distribution, the assessment system is
almost equivalent to the bonus distribution system, and these systems often violate what
regulations and deduct how much money, to a large extent, hit the enthusiasm of

enterprises and employees. [5]

2.2 The main problems in the implementation of administrative management in

power grid enterprises

Administrative management is an important management tool for enterprise
strategy execution and improvement of enterprise strategy execution. It is fundamentally
different from traditional administrative appraisal. It pays more attention to the process
of management execution while paying more attention to the result of management

execution. And pay more attention to the continuous improvement and promotion of
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corporate administrative. Although power grid enterprises have a certain understanding
of the importance of Administrative management, there are still considerable conceptual
deviations from the current implementation of Administrative management [6], which are
mainly reflected in: (1) Lack of in-depth understanding of the connotation, lack of in-
depth understanding and understanding of the important significance of Administrative
management for enterprise strategy and development, lack of understanding of the
concept of Administrative management, equating Administrative management with
administrative appraisal, or copying or improving on the basis of the original economic
responsibility system and administrative appraisal, focusing only on scoring. Little
attention is paid to how to implement strategy and strengthen management through this
tool; (2) Internal managers and employees generally believe that Administrative
management is the work of the human resources Department or relevant functional
departments, and enterprise leaders, managers and employees rarely take the initiative to
participate in Administrative management and do not assume their respective
responsibilities [7], so that Administrative management cannot play the role of
management; (3) Regarding administrative-based administrative, the process of
Administrative management lacks the necessary communication mechanism, and
employees are passively involved or even viewed in opposition, which makes it difficult
to truly improve employees administrative and promote their career development through
Administrative management.

Administrative management is a set of systematic management tools and a
complete management thought system. The implementation of the administrative
management system, in the final analysis, is the reform of enterprise management [10],
which requires not only a complete system specification, but also a solid thinking of
change. Through the guidance of the thinking of change, the implementation of the system
iIs comprehensively promoted. Therefore, the fundamental point of the success of
enterprise administrative management lies in the unity of ideas of all employees, how to
let employees realize that administrative management is a win-win development of
employees and enterprises, so that employees feel hopeful, promising, have a sense of

accomplishment and career development space, is the necessary condition for the
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implementation of administrative management. But at present, quite a number of power
grid enterprises pay more attention to the administrative management system itself when
implementing administrative management, but ignore the administrative management
thought construction. Due to the lack of ideological support, the administrative
management system can not be deeply rooted in the hearts of the people, managers and
employees passively accept, speculative use, resulting in the administrative management
system is a mere formality. [11]

(1) The responsibility of the management team, managers and employees in
administrative management is unclear.

Administrative management system as a systematic tool, its operation and
continuous promotion need all departments and managers at all levels to clarify their
responsibilities, perform their respective duties, and promote together. In the process of
the construction and operation of the administrative management system, who is the
center of administrative management, who is responsible for the administrative of the
enterprise and its departments, and what role does the human resources department,
management team, managers and general employees play in administrative management?
If there is no satisfactory answer to these questions or the answer is not clear enough, it
will directly lead to the dislocation of roles and responsibilities. Finally, the process of
administrative management is confused and the implementation of administrative
management system fails. At present, power grid enterprises have the phenomenon of
unclear responsibility in the implementation of Administrative management, which is
mainly reflected in: (1) The enterprise management team, especially the leader, does not
pay continuous attention to the construction and implementation of the Administrative
management system, the overall administrative planning of the enterprise is not clear, the
enterprise management team does not understand the concept of Administrative
management deeply [12], can not well publicize and promote Administrative
management, and the problems arising in the process of Administrative management can
not be timely decision and solution. Therefore, the implementation of Administrative
management deviates from the direction, and can not receive the corresponding effect; (2)

The human resources department has taken on too many Administrative management
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responsibilities that are not borne by the department itself, which is thankless; (3)
Managers at all levels passively accept Administrative management, thinking that
Administrative management is the business of the human resources Department, which
has little to do with themselves, and has little effect on the management of the department.
They even think that Administrative management increases the workload, passively cope
with it, and even complain a lot; (4) Due to the culture formed by the power grid
enterprises in the long-term monopoly industry, some employees have conflicts with
Administrative management, respond negatively, ignore their role positioning and
function in the Administrative management system, and think that Administrative
management is a management control tool for individuals, which limits freedom and has
a low degree of participation. Administrative management can not be effectively extended
to the grass-roots staff, resulting in the implementation of the whole system is not in place.

(2) Administrative management is disconnected from corporate culture, strategic
goals and organizational framework

Administrative management is a system management tool, which cannot function
independently from other management systems, especially if it is closely related to
important strategic execution tools such as corporate culture, strategic management and
organizational management. If these systems are not perfect enough, or the connection
with the administrative management system is not complete enough, It will directly affect
the operation and operation effect of the administrative management system [13]. In the
process of implementing administrative management in power grid enterprises, there are
also obvious defects in this aspect, mainly as follows:

Corporate culture can not support the operation of administrative management
system well. Corporate culture advocates the idea of enterprise and ICBC as the standard,
is the spiritual pillar and soul of enterprise management, but also the guiding ideology of
administrative management operation and the content of administrative measurement.
However, a considerable part of the existing concepts may conflict with the
administrative-oriented concept of administrative management. In addition, there is an
obvious disconnect between the administrative management system and corporate culture.

Corporate culture cannot effectively support administrative management, nor can
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administrative management comprehensively deepen the elaboration of corporate culture,
administrative management and corporate culture. It affects the personality and
sustainable development of administrative management. [14]

Some enterprise strategy and strategic goal system is not systematic or unclear, so
that administrative management lacks detailed goals and specific measurement standards.
Administrative management is centered on the strategy and business objectives of the
enterprise, and the realization of the business objectives and strategic objectives of the
enterprise is the embodiment of the final results of administrative management. If the
enterprise strategy is not clear, the strategy and business objectives are not clear and
systematic, the construction and operation of the enterprise administrative management
system will be affected. [15] When implementing administrative management, power grid
enterprises should establish a scientific and systematic administrative indicator system
according to the working requirements of State Grid Corporation, provincial electric
power company and their own units, so as to lay the operational foundation of
administrative management.

As an important strategy execution tool of an enterprise, the organization system
established through the analysis of enterprise business process and the organization
design can well support the realization of enterprise strategy and administrative objectives.
If the organization design of the enterprise is unreasonable and the core business process
of the enterprise is chaotic, it is bound to cause the chaos of the value chain of the
enterprise. The establishment of administrative management on the unscientific
organization management system will certainly lead to the operation of the administrative
management system. Many power grid enterprises also improve the organizational
management system according to the needs of the administrative management system.
However, due to the lack of scientific method guidance, necessary strategic analysis and
process analysis have not been carried out before the organizational design of enterprises.
Organizational functions cannot effectively support the needs of corporate strategy and
core business processes. It has seriously affected the operation of administrative

management system.
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Other related management systems are not compatible. Such as salary
management, employee career management, employee promotion management, training
management and other systems are not perfect, or not closely combined with the
administrative management system, so that the administrative management system has
lost its due driving force, and ultimately affect the stable operation of the administrative
management system [16].

Therefore, in order to ensure the systematic administrative management system,
when designing the administrative management system, it is necessary to timely improve
and update the relevant supporting systems, such as the organizational management
system, strategic management system (key administrative indicator system), salary
management system, employee career management system and promotion management
system, etc., should also be improved accordingly. To reflect the integrity of the

administrative management system.

2.3Analysis and summary of the existing administrative management mode of

power grid enterprises

In recent years, the national power shortage has been alleviated, but the power
supply situation is still grim. How to use the existing resources of the State grid, improve
work efficiency, and better provide quality services for the healthy and stable
development of the national economy has become the top priority of power grid
enterprises, and administrative management is an important means to solve this problem.
However, the current administrative management of State Grid is more to follow the
pattern before the system reform, which is the product of planned economy. As can be
seen from the problems summarized in the above section, this model can not meet the
needs of enterprise development, and even hinder the development of enterprises to a
certain extent. Because of this, power grid enterprises need to introduce a new
administrative management concept, build a new set of administrative management
system, integrate resources, improve efficiency, and promote the management level of

power grid enterprises.
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The main reasons for the lower asset profit efficiency of electric power industry
are as follows: the market system of electric power industry is not perfect; Prices of basic
energy and resources continued to rise. Electricity price control; Enterprise administrative
and employee administrative are ignored in several aspects. However, the administrative
management of State Grid does have some difficulties, such as the ideological
imprisonment of state-owned enterprises and the outdated concept of big pot rice;
Without establishing a scientific administrative management system that conforms to the
characteristics of enterprise strategic development, administrative management is
difficult to continue. In order to solve these problems, we should pay attention to
publicizing the ideas and concepts of administrative management, and establish an
effective administrative management system, especially the responsibility system and the
index evaluation system. After all, the auxiliary management tool of administrative
management system implementation requires a set of effective system management tools
to solidify it.

2.4 Development trend of power grid enterprise administrative management

The characteristics of power grid operation and management determine the
management mode of power grid enterprises, and power administrative management has
also experienced five modes of change from "focusing on production safety" to "dual
management that takes into account financial benefits and industry leadership” to
"corporate capital evaluation” and "Performance of State-owned enterprises under the
guidance of SASAC" and finally to "market-oriented administrative management".
Although these five models have played a certain role in different periods, the current
overall power administrative management in China is still not very ideal, the quality of
power assets is not high, the profit level is not high, and the profit rate of assets is lower
than the average level of various industries in the country. At the same time, in the current
large operating environment, the price of thermal coal, the promotion of energy
conservation and emission reduction and other factors force the State Grid to quickly

improve the level of administrative management.
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State Grid 2023 revenue chart
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Figure 2.1- State Grid's revenue data in 2023

The performance of the State Grid needs to be improved urgently. In recent years,
China's power industry has developed rapidly. According to the data, by 2023, the total
assets of the State Grid Corporation of China will be 1,365.9 billion yuan, the profits and
taxes will exceed 100 billion yuan, reaching 114.2 billion yuan, the total profit will be
47.09 billion yuan, the main business income will be 1,015.7 billion yuan, and the labor
productivity of all employees will be 278,000 yuan/personeyear, an increase of 13.9%.
All of them have increased significantly compared with previous years. Although the total
amount has increased rapidly, the performance of the State Grid is not ideal, and the
administrative management level needs to be further improved. However, the low
performance level of the State Grid directly leads to the urgent need to improve the quality
and profitability of power assets. China's power grid construction is relatively lagging
behind, the construction of power grid power supply is uncoordinated, and the proportion
of power grid investment is low. According to the data, the growth of the main business
in 2023 will be 18.9%, but the return on assets will only be 6.66%, which is lower than
the average of 12% for central enterprises. Since a perfect market mechanism has not yet
been established, compared with the 18% asset return level of the international large-scale
power and the State Grid, the profitability of China's power industry is still not high.This

IS not only related to the characteristics of the industry, low electricity prices, and the



31

continuous rise in coal prices, but also requires the State Grid to further strengthen
administrative management and improve the performance of enterprises.Enterprise
reform is a gradual process, especially for the National power grid with a profound history.
Only on the premise of the current management status of the national power grid and
combining advanced administrative management concepts with current management
resources as far as possible can a suitable administrative management scheme be designed,
so as to improve enterprise administrative and strengthen staff capacity building. With
the basic easing of the tension between power supply and demand and the increasing
efforts of the national energy conservation and emission reduction, the development and
reform of the power industry has entered a new stage. The continuous deepening of
market reform and the increasingly fierce competition will encourage enterprises to
further strengthen management innovation, in accordance with the requirements of the
modern enterprise system, in the corporate governance structure, enterprise management
model and various basic management work to make new progress and breakthroughs, in
order to better achieve sustainable development, for the development of the national

economy to provide reliable support.
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CHAPTER 3

CONSTRUCTION OF POWER GRID ENTERPRISE
ADMINISTRATIVE MANAGEMENT SYSTEM

3.1 The goal of power grid enterprise administrative management system

construction

First of all, we should establish the concept of administrative management, and
build a win-win administrative management system with the goal of improving employee
administrative and the overall administrative of the enterprise.

All activities of managers are carried out around administrative management,
including enterprise administrative, department administrative and employee
administrative, and employee is the carrier of all administrative [17]. Administrative
management is not for "people divided into three sixty-nine, survival of the fittest", but
should be through the correct guidance, strengthen the existing correct behavior of
subordinates, overcome the inefficient behavior found in the assessment, and "correct
errors, correct errors, improve administrative" as the basis to improve the work initiative
and effectiveness of employees. Make the staff more competent, the team more excellent,
and the organization more efficient, improve the company's management level, improve
the staff management ability. Achieve a win-win situation for the organization and
employees.

Secondly, through administrative management, the company's goals are
appropriately delivered to achieve the hierarchical decomposition of the company's goals.

Administrative management is one of the important means to achieve the
company's goals, that is, through effective target decomposition and step by step
realization, to help the company achieve the predetermined goals. Administrative
management divides the company's goals into departmental goals, and then the

departmental goals are implemented to employees, so that each employee has a clear
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direction of effort, so as to achieve the traction of goals on employees, and ensure the
consistency of personal goals and organizational goals.

Administrative management is also an effective management control means to
ensure the realization of the company's objectives. The administrative appraisal measures
the current situation of the company's management, compares the current situation with
the future goal, finds the gap, and adjusts and optimizes the company's resources and
management mechanism on this basis to continuously narrow the gap and finally achieve
the company's goal.

Third, through administrative management, enterprises can form an effective
communication atmosphere [18].

Many managers understand administrative management simply as administrative
appraisal, and think that they only need to fill out a few forms at the end of the appraisal
period. In fact, administrative appraisal is only a part of the administrative management
cycle, which is a circular process including administrative planning administrative
guidance administrative appraisal and administrative feedback interview, that is, "there
are goals in advance, control in the matter, and assessment after”. Establish the correct
administrative management concept, strengthen the sense of responsibility, and promote
the continuous improvement of administrative.

Administrative management is also a process of dynamic and continuous
communication between managers and employees, emphasizing the full participation of
employees in the administrative management cycle. Through a high degree of employee
participation, to build employees' sense of responsibility and mission, give full play to
employees' ability and value, and maximize the motivation of employees.

At the same time, administrative management can effectively improve the
management level of middle managers [19].

Through the implementation of administrative management, we can find the
shortcomings of the company's management and make continuous improvement,
standardize the management activities of the enterprise, straighten out the management

process of the enterprise, optimize the management means, improve the management
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level of managers and the administrative level of employees, so as to improve the overall
quality and internal potential of the enterprise and enhance the core competitiveness.

As the core strength of the company, the middle managers play the role of
connecting the previous and the next. They are responsible for the administrative
management system of the company at the top and the administrative improvement of the
subordinate employees at the bottom. Therefore, Administrative management needs the
full commitment of the middle managers of the enterprise, and must fully mobilize the
enthusiasm of the middle managers and clarify the responsibilities they must bear. Middle
managers play five roles in administrative management: partner, counselor, recorder,
notary and diagnostician. The various roles are designed to help employees improve their
administrative, truly play their role in administrative management, and create a

harmonious environment for common progress and development.

3.2 The basic work of power grid enterprise administrative management system

construction

Management by objectives is to decompose the overall objectives of the
organization step by step and convert them into sub-objectives of each department and
each employee through special procedures. In the process of goal decomposition, power
and responsibility have been clearly defined, and these goals have the same direction, are
interlinked and cooperate with each other to form a coordinated goal. This system
effectively combines individual needs with organizational goals and enhances incentive.

The successful implementation of administrative management is inseparable from
a good administrative management environment and shaping a good administrative
management culture. The core of the implementation of administrative management
culture is teamwork and execution, and teamwork and execution come from the effective
communication, deep understanding and sincere recognition of the common goal of all
employees, from the willingness of all employees to take the initiative and take the action
without hesitation, and from the conscious coordination between each other. Therefore,

enterprises should carry out extensive publicity and launch.
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On the basis of determining strategic objectives, enterprises must implement and
deliver them effectively in organization and management. As a means to achieve the
strategic objectives of enterprises, administrative management must rely on reasonable
organizational design to carry out smoothly. Organizational design includes the selection
of organizational model, department setting and process sorting [20]. The enterprise must
first choose the right type of organization according to its strategy, business scale, product,
complexity and difficulty of management. Then, on the one hand, we should set up
departments according to the main functional activities of the value chain of the enterprise,
and divide the responsibilities and authority of each department. On the other hand, the
internal management process and business process should be straightened out to improve
the operating efficiency of the organization.

Many enterprises have annual assessments, but found that the evaluation of the
initiative did not help employees improve administrative, and some even had some
negative effects. There are many reasons for this, but one of the most important is that the
responsibilities of the position are not clearly defined.

As the name implies, "performance appraisal” is to assess "performance” and
"efficiency”, that is to say, to assess the administrative of employees' responsibilities. The
job description formed by job analysis is the basis and basis for administrative
management of employees. The administrative evaluation of the incumbent is mainly
based on his job responsibilities, comparing the results of his actual work with the
requirements of the target, and then obtaining his administrative level.

The job description specifies the responsibilities of the incumbent's position. The
administrative objectives of the enterprise are first decomposed to the departments, and
then the departments decompose the administrative objectives to each post according to
the responsibilities of each post, and the administrative objectives of each post are formed.
Employees may deviate from the administrative objectives of their own posts in the
process of completing administrative objectives according to their post responsibilities.
At this time, administrative management will play a role. It can correct the behavior of
deviating from administrative objectives and enable employees to complete the

established administrative objectives according to their post responsibilities, that is, it
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plays a role of “correcting deviation™. Therefore, job analysis is the basic work, and it is
necessary to do a good job of job analysis before administrative management to lay a
good foundation for the smooth implementation of administrative management system.

In order to achieve the desired effect of the administrative management system, in
addition to the system design itself to be scientific, reasonable and operable, supporting
administrative management training is also essential.

Before the formal implementation of the new administrative management system,
managers and employees must be carefully trained on the purpose and role of
administrative appraisal, which in a sense is even more important than the program design
itself.

First of all, through the training of all staff, the concept of administrative
management is fully penetrated to improve their understanding of administrative
management, eliminate misunderstanding and resistance, and minimize the influence of
subjective factors in the implementation of assessment, in order to pave the way for
follow-up work. Secondly, through systematic training, we can make clear what is the
difference between "Administrative management" and "performance appraisal”, why
enterprises should implement administrative management system, how enterprises should
conduct administrative management, what kind of goals can be achieved by
administrative management for enterprises, departments and individuals, and what kind
of improvement plans can be proposed. Only when these issues are clearly identified by
all members will they be widely supported. Secondly, systematic training should be
conducted for department heads. Through training, so that they know how to grade, how
to communicate administrative, how to conduct administrative interviews, etc.? Let them
really master the operation methods and communication skills of administrative
management, let them play a traction role in enterprise administrative management, so as
to ensure the smooth progress of administrative management. Third, the training can
change the concept of administrative management of State Grid, so that all employees
have a comprehensive and correct understanding of administrative management, realize

that the implementation of administrative management is not only beneficial to
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enterprises but also beneficial to individuals, and then actively support and cooperate with

the implementation of Administrative management.

3.3 Construction of power grid enterprise administrative appraisal system

At present, there are many different views on administrative management: some
think that administrative management is organizational administrative; Some think it is
employee administrative; Some believe that it is the integrated management of
organizational and employee administrative.

Performance is understood as organizational administrative, emphasizing the
implementation of organizational strategic objectives through the adjustment of
organizational structure, production process, business process, etc. Here, employees are
affected by changes in technology, structure, business processes, etc., but they are not an
important consideration; The administrative is understood as a simple employee
administrative, emphasizing the employee-centered Administrative management; At the
same time, it emphasizes organizational administrative and employee administrative, and
believes that the goal of Administrative management is to tap the potential of employees,
improve their administrative, and improve the administrative of the organization through
the realization of personal goals and corporate strategy.

This paper holds that the administrative management system should include three
levels of organizational administrative, departmental administrative and employee
administrative, that is, to conduct comprehensive management of the administrative of
organizations, departments and employees. Administrative management is achieved by
establishing assessment objectives and standards among employees, managers,
departments and managers. A management process that enables organizations,
departments, and individuals to achieve better results on the basis of mutual
understanding.

Organizational administrative comes from the integration of department
administrative, and department administrative comes from the creative force of each

individual employee. Tracing back to the source, all levels of administrative come from
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the administrative of employees. As can be seen from the figure above, without the
success of the employees, there would be no achievements of the department and no
brilliant organization. On the other hand, without the success and profit of the
organization, there would be no achievements of the department, and there would be no
harvest and return of the employees. Administrative management creates an atmosphere
of the same goals and shared benefits within the organization.

The framework of administrative appraisal index system includes three parts
administrative appraisal index, index weight and index evaluation standard administrative
appraisal index refers to the key elements of the assessment, that is, the content of the
assessment of the posts. Index weight refers to the relative importance of each indicator,
and each indicator corresponds to one weight. Each administrative index corresponds to
an evaluation standard, and the evaluation standard is divided into several grades,
corresponding to different administrative completion conditions. The Dbetter the
administrative completion, the higher the evaluation level.

At present, the theory of administrative appraisal index design mainly includes key
administrative index, target management index and balanced scorecard [21]

The application of key administrative indicators is to refine and summarize the key
success factors in the operation process of the company and the organization. It has the
following characteristics: First, the work of employees is connected with the company's
vision, strategy and department, layer by layer, layer by layer support, so that each
employee's individual administrative and department administrative are directly linked to
the overall benefit of the company; The second is to ensure that employees administrative
Is connected with the value of internal and external customers, and jointly serve the value
of customers; Third, the design of employee administrative appraisal indicators is based
on the company's development strategy and process, rather than the function of the post.
[22]

The application of management by objectives is to jointly develop a set of work
objectives that are easy to measure with employees, and take them as administrative
evaluation indicators and formulate corresponding standards. Include the following

aspects: It is necessary to jointly develop a set of measurable work goals with each
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employee, regularly discuss the completion of the goals with employees, and evaluate the
goals. The goals are the expected results, the direction of individual, department or
enterprise efforts, and the development and vision of the organization or individual. A
specific and practical goal can refer to the actual work of employees. And give full play
to their initiative in their work. [23]

The application of balanced Scorecard focuses on enterprise administrative from
four perspectives: customer perspective, internal process perspective, learning and
development perspective and financial perspective. It changes the traditional single
financial evaluation system and extends the administrative evaluation to four dimensions.
The balanced scorecard puts the enterprise strategy in the central position. According to
the overall strategic goal of the enterprise, it divides the enterprise strategy into different
goals according to four dimensions, and sets up specific administrative evaluation
indicators for them.

According to the above theory on the design of administrative indicators, the design
of scientific and perfect administrative evaluation indicators should be combined with
three evaluation methods: First, according to the perspective of balanced scorecard
analysis of more comprehensive evaluation indicators related to the evaluated personnel.
The second is to select several key indicators that have a greater impact on employee
administrative according to the method of KPI key indicators combined with the situation
of the unit [24]. Third, according to the strategic objectives of the enterprise to decompose
and then get the department and post objectives. According to the requirements of post
objectives, the assessment requirements of selected key indicators are set up and
evaluation criteria are formulated, and the weights of each indicator are determined to
form a complete indicator assessment system, as shown in Figure 3.1.

According to the establishment model in Figure 3.1 administrative appraisal
indicators are set on the basis of key administrative indicators and combined with post
objectives. Since key indicators are extracted on the basis of balanced scorecard, the
assessment indicators should also be set around four dimensions, and each assessment
indicator, corresponding assessment standard and weight should be set based on post

objective requirements [25].
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Figure 3.1- Flow chart of administrative appraisal indicators

(1) Determination of assessment indicators

The assessment index is designed according to the balanced scorecard. The four
levels of the balanced Scorecard enable companies to achieve a balance between short-
term and long-term goals, outcomes and drivers, hard objective indicators and soft
subjective indicators (see Figure 3-2). Objectives at the financial level describe the results
of the successful strategy (revenue and profit growth and productivity) : Objectives at the
customer level describe the strategy - target customers and value proposition; Internal and
learning and growth level goals will describe how the strategy will be achieved; Internal
processes implement two key elements of corporate strategy to produce and deliver a
value proposition to customers; Improve processes and reduce costs for financial
productivity factors.

First of all, enterprises have different financial goals at different stages. For
example, enterprise A is in the maintenance period, and its financial goal is of course to
seek for development on the basis of maintaining the status quo. At the customer level of
the BSC, companies identify the customer groups and market segments they want to
compete with. These market segments represent revenue sources for the company's
financial objectives. The customer level enables enterprises to adjust the outcome
indicators of their core customers: satisfaction, loyalty, retention, availability and profit,
according to their target customers and market segments. In addition to satisfying and
pleasing customers, business unit managers must transform their mission and strategy

statements into specific goals at the customer level of the BSrecard.
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Once the enterprise has determined and selected the market, it can set targets and
indicators for these target markets. They mainly include the following indicators: market
share, customer retention, customer acquisition, customer satisfaction, customer
acquisition rate); internal business processes, managers to identify links critical to
achieving both customer and shareholder objectives. It includes three main business
processes: innovation process, operation process and after-sales service process. In the
innovation process, the business unit surveys the customer's immediate needs and
potential needs, and then develops products and services that can meet these needs. In the
business process, manufacturing and providing products and services to customers, in the

process of after-sales necessary services. [26]
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The last level of the balanced scorecard is the goals and indicators designed to drive
enterprise learning and growth. The three goals at the first level determine where
companies must perform well in order to achieve breakthrough administrative. The
learning and growth goals provide the basic framework for the realization of the other
three grand goals and are the driving factor for the results in the first three scorecard levels.

Learning and growth can be divided into three main categories: employee
competence, information system capability, motivation, empowerment, and collaboration.
The three core employee measures are: employee satisfaction, employee retention, and
employee productivity.

According to the above principles, the design idea of state Grid Corporation level

balanced scorecard is shown in Figure 3.3.
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Figure 3.3- Flow chart of balanced scorecard design ideas

Separate administrative reviews can be conducted for headquarters (total

production costs), core operating functions (such as marketing and maintenance



43

maintenance activities), and individual departments (if their importance is required).
After completing the company-level balanced scorecard, the scorecard should be used to
decompose the company goals into business units, and identify the assessment indicators
that can contribute to the administrative of the scorecard at the process level. For
prefecture-level power supply companies, due to the same enterprise strategy, the index
of their balanced scorecard is roughly the same, but only the target needs to be further
decomposed. The scorecards of each business unit can be compared with each other to
determine the relative competitiveness of each business and its contribution to the
administrative of the company. Cost, quality, and time indicators at the process level are
also easy to be compared with each other to determine the relative efficiency and
productivity of the main processes and individual sectors.

(2) Identification of key administrative indicators [27]

The most critical step in the administrative appraisal workflow is the determination
of the administrative appraisal indicators. After clarifying the strategic objectives of the
company and dividing the company's strategy through the balanced scorecard, it is
necessary to study and formulate the key administrative indicators of key positions, and
then make necessary modifications by listening to the feedback, and finally form a set of
key administrative indicators system. [28]

When developing administrative indicators, we must focus on some issues, such as:
based on the company's strategic goals, guidance, and the value function positioning of
the department, we must be on the company's " financial, market / customer, process /
business management competition. Similarly, departmental administrative indicators and
employee administrative indicators are gradually decomposed based on the four aspects
of the company's strategic objectives.

The core of target decomposition is to establish the target system within the
enterprise, so that all employees perform their own duties and do their best to promote
the achievement of organizational goals. In the target system of an enterprise, the goals
of the general manager, the goals of the department manager and the goals of the
department director are different, but their goals are closely related to the overall goals of

the enterprise; the overall goal depends on the smooth realization of the goals of each
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department; from the perspective of managing employees, employees should manage
themselves to change "I want me to do" to "'l want to do". There are two main significance
of the decomposition goal: one is to improve administrative, the other is to improve ability.
The core of administrative improvement management is to establish the target chain from
top down, decompose the overall goal to people and responsibility to improve
administrative, and the core of administrative improvement management is to set personal
goals spontaneously and realize the gradual ability through self-inspiration to improve
the quality of work. But the two are unified:

The fundamental purpose is the same: for the completion of a certain period of
business tasks administrative directly for this service, and ability indirectly achieve this
purpose;

Both emphasize self-management and self-control;

The key to their success lies in the communication and coordination between up
and down;

In the ability goal, there is the content of administrative, and the administrative
target can not meet the requirements of ability improvement. The two complement each
other. In most cases, the two aspects of the same problem, which is difficult to separate,
and can only be focused on according to different situations. [29]

Therefore, the process of goal decomposition requires the joint participation of the
examiners and the assessed, so that both sides can have a deep understanding of the goal.
The goal should be clear. In the actual process of decomposition, the horizontal depth
decomposition should be achieved, so that the goal can be as detailed as possible, the
vertical process should be standardized, and more details should be grasped as far as
possible.

1) Longitudinal procedure for administrative target decomposition

The vertical program of hierarchical decomposition of enterprise administrative
objectives can be based on the classical theory of management by objectives of Drucker,

as shown in Figure 3.4.
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Figure 3.4 - Longitudinal decomposition procedure for administrative objective

decomposition

First of all, it is necessary to determine the long-term development strategy, short-
term business objectives and the assessment scope of the overall administrative of the
enterprise, and to clarify the overall strategic objectives and tasks of the next working
cycle. Secondly, each department and the organizational leaders shall jointly negotiate
the work administrative goals of the department according to the overall administrative
goals of the enterprise, and determine the administrative goals of the department and the
administrative goals of the department head. Finally, according to the administrative
objectives of the department, the department director and the subordinate employees
discuss to determine the administrative objectives of each position and the personal work
objectives of each employee, that is, what contribution they must make to achieve the
goals and tasks of the department. In the vertical procedure of administrative target
decomposition, enterprises can implement standardized process operations and
management to help employees grasp the work details more clearly, decompose tasks into
unified standardized details, which can improve individual work efficiency and greatly
improve the execution and combat ability of the team.

Horizontal program of administrative target decomposition The horizontal
procedure of administrative objective decomposition refers to the sequence formed by

each link of administrative objective from transmission to determination in the vertical
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procedure of setting administrative objective. The first is the decomposition and
communication of administrative objectives, that is, according to certain rules or basis,
the decomposition of enterprise objectives is communicated to various departments or
departmental objectives are transmitted to each post, so that each employee can
understand the administrative expectations of the enterprise or department. The second is
feasibility analysis and discussion [30]. After the administrative goal is broken down and
transmitted to each employee, the employee will inevitably make a comparative analysis
on the expectation of this goal and the resources they have before, find out the gap, and
repeatedly communicate and give feedback to the supervisor. Finally, determine the
administrative target value. After adequate communication and feedback between
employees and supervisors, a consensus is reached and a goal is set that is both timely
and challenging. The horizontal procedure of administrative objective decomposition is

shown in Figure 3.5.
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Figure 3.5 - Horizontal procedures for administrative objective decomposition

Performance target decomposition of horizontal program, the higher the degree of
detail, do the more fine, the better the execution effect, in turn, the more execution, help
employees to deeper understand the strategy itself, can understand the more thoroughly,
can guarantee the enterprise of strategic and tactical strategy understanding consistency

and clarity, thus forming resultant force, improve administrative. Therefore, the task
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should not be simply assigned according to the department responsibilities or job
responsibilities, but should be defined as far as possible on the basis of the subdivision or
the nature of the task.

In the process of each subdivision target, which is employees thinking how to
complete the process, when the target decomposition, the business personnel for the next
step of work details are basically confident, can according to the importance of each detail
and tight, acute arrange their work plan, and the characters, as to track execution progress
feedback, more can ensure the operation efficiency and effect.

Through the deep decomposition of goals, the result management is transformed
into process management, so that each employee can know their responsibilities and
tasks, eliminate blindness, and is conducive to the extraction of key business, facilitate
the supervision and control of both management parties, and ensure the execution effect.

According to the operating characteristics of the State Grid, the administrative

evaluation index can be considered from the following aspects:

(@ financial index

Financial index is the comprehensive evaluation of enterprise management effect,
namely from the financial point of view, the enterprise administrative evaluation usually
from profitability, solvency, development ability and operation ability to four aspects,
according to the characteristics of state grid, choose the key financial indicators: total

profit, return on net assets, cost of purchase and sale of several main indicators.

(2 Indicators of the customer's perspective

For the indicators from the perspective of customers, it can be set from the
marketing objectives and corporate image objectives: the marketing objectives can be
reflected in: one household, one table share, market share

The corporate image goal can be reflected in: customer satisfaction rate, power

supply reliability rate

3 internal operations
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For state Grid, the safety index is the index with the biggest impact on customer
satisfaction. Once the safety problem occurs, it will have a significant impact on the whole
society and increase the indirect cost. The safety index should be the most concerned
internal operation index of the State Grid:

Annual 100-day safety cycle rate = annual 100-day safety cycle / 3.6

The internal operation indicators that have the greatest impact on customer
satisfaction can also be measured by the following indicators: reduce power supply loss
and improve labor efficiency:

Comprehensive line loss rate = (power supply-electricity sold) / power supply full
labor productivity = output value / average annual number of employees

Enterprise development speed:

Growth rate of power supply = (power supply of current year-power supply of

previous year) / power supply of previous year

@ Index of learning and growth

Learning and innovation metrics aim to accelerate improvements in finance,
customer satisfaction, and internal operations. The human resource goal is to improve the
quality of enterprise employees. The following indicators can be used to measure: three
high personnel proportion, the training rate of all staff.

Three high personnel ratio = the number of three high personnel / the total number
of employees;

Training rate of all staff = number of people trained / number of all employees;
rationalization proposal per capita = staff proposal / average number of staff

Science and technology input-output ratio = total cost of technology innovation
activities / electricity sales equipment novelty coefficient = present value of production
equipment / original value of production equipment.

Indicator weight is a relative concept, which is for a certain indicator. The weight
of an indicator refers to the relative importance of the indicator in the overall evaluation.
In the evaluation process, the index weight represents the quantitative allocation of the

importance degree of different sides of the evaluated object, and the role of each
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evaluation factor in the overall evaluation is treated differently. In fact, the evaluation
without the focus is not an objective evaluation, and the nature and level of each employee
are different, so the focus of their work is definitely not the same. The job evaluation of
the relative position must estimate the importance of the contribution of different contents

to the goal, that is, determine the weight.

3.4 Assessment work

In Administrative management, the assessment cycle refers to how long an
evaluation is conducted. The purpose of setting the assessment cycle is to evaluate the
administrative of employees more objectively and effectively. One principle of setting
the assessment cycle is to set it according to the different actual conditions of the
enterprise, and it should not be too long or too short. If the evaluation period is too long,
on the one hand, the evaluation result will bring serious "near-cause effect”, which will
bring error to the evaluation. On the other hand, it will make employees lose their
attention to administrative appraisal, and ultimately affect the effect of examination and
verification, which is not conducive to the purpose of improving employee administrative.
If the assessment cycle is too short, on the one hand, it will lead to increased assessment
costs, and the most direct impact is that the workload of various departments will increase.
On the other hand, because the work content may span the assessment cycle, many work
administrative cannot be evaluated.

According to the actual situation of State Grid, the assessment of departments can
be quarterly and supplemented by annual assessment, because the assessment of
departments is actually a process of comprehensive assessment of the operation and
management of the entire enterprise. The effect of such strategy implementation and
improvement plan can not be achieved in a short period of time. For ordinary employees,
the work is relatively fixed, and in order to find and solve problems at the grass-roots
level in a timely manner, the assessment cycle can be monthly assessment cycle,

supplemented by annual assessment.
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In the administrative appraisal, the appraisal subject determines the reliability and
validity of the assessment, and also affects the fairness and authority of the assessment.
The assessment subject usually has the following types: direct supervisor evaluation,
colleagues evaluation, self-evaluation, subordinate evaluation, evaluation group
evaluation, 360 degree evaluation, etc. Different assessment subjects have different
characteristics, such as the assessment from the perspectives of accuracy, reliability,
sensitivity, economy, acceptance, feasibility and so on, which can be summarized as

shown in Table 5.1.

Table 5.1 - Analysis and comparison of the pros and cons of different assessment

subjects
type accuracy reliability|  sensibility]  economy | acceptance feasibility
superior higher higher sort higher sort higher
subordinates higher sort higher higher sort sort
workmate higher lower lower sort higher higher
self sort lower lower higher higher sort
External sort higher lower lower sort lower
experts
Evaluation higher higher sort higher higher higher
group

When we establish the administrative management system, in line with the
principle of "who knows the situation, who evaluates", we determine the appraisal subject
of the department administrative appraisal and the employee administrative appraisal.
The subject of the department administrative appraisal is the company appraisal
committee. The company gives great authority to the appraisal committee. Each
assessment team is composed of a number of people, among which the minister of human
resources department serves as the leader, responsible for the organization of evaluation,
process supervision, etc. The appraisers are randomly selected from the company's
appraisal staff database. All the appraisal personnel are the backbone of the company, and
have been trained in systematic assessment and obtained the company's internal appraisal

certificate. Individual assessment of employees is similar to the 360-degree assessment.



51

The assessment subject is composed of the direct superior (subordinate), colleagues and
themselves. Considering the accuracy, reliability and feasibility of each assessment
subject participating in the assessment, different weights are divided for each assessment
subject (see Table 5.2).

Table 5.2 - Weight of each assessment subject

The main body Employee self Direct superior Direct subordinates colleague
Weights 10% 40% 20% 30%

The administrative guidance stage is in the middle link in the whole administrative
management process. It is also the longest time-consuming and most critical link in the
administrative management cycle. It is the key link for managers and employees to
complete the administrative goals together, and the quality of this process It directly
affects the success or failure of administrative management.

Administrative assessment includes all activities from the formation of the plan
to the realization of the goal. It mainly includes two aspects: one is continuous
administrative communication, and the other is data collection and recording. continuous
administrative communication is the process [31] in which managers and employees
share all kinds of administrative. This information includes progress of work, potential
barriers and problems about employees, possible solutions and how managers can help
employees.

Collective communication. Collective communication mainly refers to meeting
communication [32], which includes communication between departments and
communication within departments. Both enterprises and departments should establish a
regular meeting system, hold regular work operation analysis meetings, and provide a
formal communication environment for managers and managers at the meetings. Direct
communication through the meeting can meet the needs of team communication to a large

extent, and grasp the work progress of other members of the team. Because in the
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operation process of modern enterprises, the work between departments and employees
is closely related, and in most cases, the work between departments or employees affects
each other. Departments or employees can understand each other's work progress and
work problems, solve problems together or exchange experience and lessons, which will
be of great help for employees to complete personal tasks and complete the administrative
of the enterprise together. At the same time, through meeting communication, employees
can learn the work priorities and changes of the enterprise or department from formal
channels, and this information is of great significance for employees to achieve
administrative goals with high quality. [33]

When taking the form of meeting communication, we should make full
preparations, clarify the focus and purpose of the meeting, and try to avoid holding those
unnecessary meetings and reduce the cost of the meeting. Participants should be guided
to focus on the most important issues, create a good atmosphere for communication,
communicate about problem discovery and solution, and avoid the phenomenon of
mutual blame and buck-passing. At the end of the meeting, a written meeting summary
or minutes should be formed on the relevant matters and solutions as soon as possible.

Separate communication between superiors and subordinates. Meeting
communication is often more time and energy, and some problems are not easy to discuss
in the meeting. Therefore, the superiors and subordinates can be done through written
reports, face-to-face communication or some informal communication.

Written report is an effective form of communication. subordinates regularly
report the progress of the plan, problems encountered, needed support, changes of the
plan, problem analysis, etc. to the superiors through text or forms. Since written reports
do not require superiors to face or gather people, it does not cause great difficulties for
employees to schedule their work. However, because the written report is generally only
a single flow of information from the subordinate to the superior, there is a lack of two-
way communication between the management parties, and it is easy to make the
communication become a mere formality. A lot of word-processing work can also take
up a lot of time for managers. In addition, the form of written report cannot meet the

information sharing required by the team work, and more information is only flowing in
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the two sides of the report. Therefore, it is necessary to unify a concise report form or
report (as shown in Table 5.3).

As a supplement to the reporting system, other informal communication, such as
direct superior and subordinate interviews or telephone communication, is also very
necessary, especially when complex or difficult problems arise. This way can discuss the
problems and the means to solve the problems, which is very effective for the early

detection of problems and finding the solution to the problem.

Table 5.3 - Monthly Work Completion Report of the Department

: . Planned Problems or
serial Focus Assist the completion The present obstacles
number department titiie state
Support
1s
needed
remark

Table 5.3 Analysis: When the assessment period of the department is long, in
order to grasp the progress of the work of each department at any time, the superiors and
subordinates can use this table to communicate. On the one hand, the superiors can
understand the work completion of the department under their jurisdiction, and on the
other hand, the subordinates can report the difficulties in the work to the superiors and
get the help from the superiors. In this way, the problems in the work are solved in the
process, and the management process control is realized.

The collection and recording of administrative data is an organized and systematic
method to collect employees' work activities and organizational administrative, which

provides a basis for the fair evaluation and feedback of employee administrative level in



54

the next stage, so that the whole Administrative management cycle can continue to
continue and have a good impact on the organization [34].

(1) Purpose and content of data collection and recording

The purpose of data collection and recording is to provide the factual basis for
administrative evaluation; provide the factual basis for improving administrative; find the
administrative problems and the causes of excellent administrative; and provide the
factual basis for enterprises in labor disputes. Main contents of records: goals and
standards met (not met); praise and criticism of employees for work or other behaviors;
specific evidence needed to prove outstanding or low administrative; record
conversations with employees on administrative issues, etc.

(2) Methods of collecting administrative information

Administrative management is a long-term and complex work, which requires
high requirements for data collection as the basis of evaluation. Generally, there are two
ways of direct superior collection and related personnel. In order to ensure the correctness
of the evaluation, the superior must pay attention to data collection, in the enterprise is
the most common key event recording, especially employees or abnormal error, record,
key event record is beneficial to supervisor of subordinate outstanding administrative of
timely incentives, to subordinate problems to timely feedback and correction. In addition
to tracking the work progress of the staff, the superior should also pay attention to the
relevant personnel to provide relevant data. Because work is often not done by individuals
alone, collaboration is inevitable, so relevant personnel are needed to provide data, which
helps to evaluate employees more accurately. It should be noted that the focus of the data
collection and record by the superior must be based on administrative. Therefore, the
supervisor should point out the mistakes to the employees, and help them to correct them
in time. [35]
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Table 5.4 - Employee Key Event Record Form

Name: Department: Post: Time:

Achievement of
milestones

Outstanding
performance in the
appraisal cycle

Mistakes in the
appraisal cycle

Methods and measures
for improvement

Communication
between superiors and
subordinates

Table 5.4 Analysis: For key events in the assessment cycle, timely, detailed and
solid records, and mistakes or mistakes should be pointed out at the same time. Because
recording the administrative of employees' work is not for "late accounting”, which is not
the purpose of enterprise administrative management, only to timely find problems,
timely communicate and solve problems, and solve problems and defects in the process
of Administrative management. This process, on the one hand, provides opportunities for
effective communication between superiors and subordinates; on the other hand, can
reduce the loss of the enterprise.

Administrative assessment through certain process evaluation department and
employees personal work target completion, department and staff responsibilities, the
overall operation efficiency of the enterprise, etc., and assess the results feedback to
employees and organization, put forward the corresponding improvement measures of.

The reasons for the assessment appeal are that the assessed person is dissatisfied
with the assessment results, or that the examiner is unfair in the grasp of the evaluation
criteria; and the employee think that the use of the assessment criteria is improper and
unfair. Therefore, certain procedures should be set up to promote the rationalization of
the administrative appraisal work from the system. Handling assessment complaints,
based on the characteristics of power supply enterprises, can be handled by the relevant

departments of the party and the masses.
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First of all, respect individual employees when handling the assessment complaints.
The complaint handling organization should carefully analyze the problems raised by
employees and find out the causes of the problems. If it is a problem of employees, it
should be based on facts and guided by the assessment standard, and it must be corrected.

Secondly, the process of handling assessment and appeal should be regarded as a
process of interaction and mutual progress. When employees make assessment and appeal,
the organization should regard it as an opportunity to improve the administrative
management system and promote employees to improve their administrative, rather than
simply thinking that employee appeal is problematic for employees.

Third, to deal with the assessment appeal, we should tell the staff that the
complainant is convinced of the processing result. If the problem belongs to the
assessment system, the assessment system shall be improved,; if the problem of the
examiner, the relevant problem shall be fed back to the examiner to correct it; if the
problem of the employee, the convincing evidence shall be presented and handled

reasonably, as shown in Table 5.5 administrative management Appeal Form.

Table 5.5 - Administrative management Appeal Form

Complainant: Department: Post:

Grounds for appeal:

Observations of the
Office of Appeals:

Grievance Handling
Opinions:

Table 5.5 Analysis: The appeal procedure provides a green channel for employees.

If employees have any opinions on the administrative management process, they can fill
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in this form to appeal. This table can be anonymous or signed. The complaint office
should take every opinion or suggestion seriously, actively investigate and verify, and
give results in time. In this way, the administrative management system can be supported
by employees and be better implemented.

After the administrative assessment, the enterprise to good salary, promotion, for
poor administrative, in the form of interview timely criticism and feedback, but the
administrative management is not over, the results of the administrative appraisal before
us: some employees, high administrative, some employee administrative is low, every
manager hope their employees can have high administrative, but the fact is always not
satisfactory. How to change the low administrative status of the employees, so that the
employee administrative is improved, without the incentive mechanism to support,
without the reasonable application of the assessment results, the administrative
management activities will also become inefficient. Therefore, the administrative
appraisal results should be fully used in the.

(1) For the distribution and adjustment of remuneration

According to the salary structure of the State Grid, the salary of employees is
composed of base pay and pay for administrative. According to the actual situation of
State Grid, in the administrative assessment, in addition to assessing the personal
administrative of employees, the completion of the company's business objectives and the
work administrative of the department should be linked to each employee. For people
engaged in a different nature of the work, the weight of personal administrative and the
completion of the company's business objectives is different. In addition, the adjustment
of salary is also determined by the administrative, which links the level of salary
promotion with the results of the administrative appraisal.

(2) For the deployment of personnel and positions

An important task of state Grid human resource management is to put the right
people in the right position. The result of employee administrative appraisal is an
important basis for personnel position change. Employees are outstanding in some aspect,
so they can be in this respect take on more responsibility. If the employee's administrative

in some aspect is not good enough, it may be that the current position is not suitable. He
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can be made to do more suitable jobs by adjusting the position to achieve the matching
of people and posts.

(3) For staff training and development

By analyzing the records of the accumulated assessment results, | can find out the
gap between the employee group or individual and the organization, so as to organize
relevant training and development activities in time. Companies will find the
shortcomings in their employees and provide targeted training. At the same time, it can
also meet the specific needs of employees in the development aspect, so as to maximize
the development of their advantages, minimize the disadvantages, enhance the training
effect, reduce the training cost, and maximize the value of talents.

(4) For the selection of annual excellent employees

In order to motivate the employees with excellent administrative, the headquarters
of Lu Pharmaceutical Group will evaluate and select the employees with excellent
administrative every year and give them commendations to the system. The main basis
for selecting excellent employees is the comprehensive administrative of employees this
year.

(5) Provide the basis for the decision-making of the senior leaders of the
organization

Human resource management is an important part of the company management.
So, the senior leaders of the company should take into account the internal and external
environment of the company when making decisions. Then, "people” is an important
factor that must be considered. The results of the administrative appraisal reflect the
administrative of the employees and the overall situation of the employees, so as to
provide a basis for the leaders to make decisions.

(6) It is used to activate the precipitate

Employees with poor assessment results will gradually become the precipitation
layer. If they cannot be activated, they will be eliminated eventually. Therefore, for these
employees, the company will increase the competitive pressure, alert them, and provide
relevant ability training and competition opportunities. The employees who still cannot

adapt to the work can only terminate the relationship between the two parties. The very
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few employees at the bottom of the list in the company's assessment results, only rely on
the improvement of their ability and constantly improve their work level, can they turn

defeat into victory in the competition.

3.5 Strengthen the concept of administrative management

Administrative management is a set of systematic management tools, not so much
a system tool as a complete set of management ideas. The implementation of
administrative management is not so much the construction and implementation of the
Administrative management system, but also the reform of enterprise management. The
management reform not only needs the complete system specification, it needs the real
change thinking, through the change thinking guidance, and the continuous operation of
the department needs the support of management concept. Without scientific and
systematic concept guidance, the operation of administrative management can only be an
empty talk. Therefore, the fundamental point of the success of enterprise administrative
management lies in the thinking of all employees; how to make the employees realize that
administrative management is a win-win development of between the employees and the
enterprise, let the employees feel hopeful, promising, ambitious, have the sense of
achievement of self-value and career development space, is the necessary conditions for
the implementation of administrative management.

Due to the long-term influence of the nature of the industry and the state-owned
mechanism, although they have a certain understanding of the importance of
Administrative management, and they also promote the concept of Administrative
management from top to bottom, and in the process of implementing Administrative
management by companies at all levels. A number of reformers have emerged to
implement the Administrative management system, but the employees generally have
relatively little contact with the modern enterprise management concept, and there is still
a large deviation in their understanding of the Administrative management concept.
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Figure 6.1 - Schematic diagram of different stages of enterprise management reform

Specificc administrative is into have a little knowledge of the Administrative
management concept, Lack of deep understanding of the connotation of Administrative
management, Can not deeply understand and understand the significance of
Administrative management for the company's strategy and development; Equivalent of
Administrative management with administrative appraisal, Focusing only on the results,
Pay very little attention to the process; In terms of administrative, based on administrative,
The Administrative management process lacks the due communication mechanism;
Managers and employees generally believe that Administrative management is the work
of human resources department or related functional departments, Business leaders,
managers and employees rarely participate in Administrative management, Seriously
administrative management from the specific tasks and values of enterprises and
departments, Administrative management does not achieve the purpose of improving
administrative; Some employees think that Administrative management is to copy or
improve on the basis of the original economic responsibility system and administrative
appraisal.

In view of the above problems, the company should organize relevant concept

training and publicity according to the different stages of administrative management,
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and at the same time strengthen the construction of ideological environment, namely "soft
environment". The specific contents include:

(1) Strengthen the concept of enterprise strategic development

Administrative management is an important management tool for enterprise
strategy execution and its execution ability. Its operation is built on the basis of scientific
and clear enterprise strategy. Therefore, the strategic management system should be
established and improved, so that the department and employees can clearly understand
the enterprise strategy, and take the initiative to undertake the pressure of the enterprise
strategy implementation in this position, so as to form a strategic partnership for the
common development and progress of the enterprise and employees.

(2) Strengthen the concept of enterprise management by objectives

Since there is an essential difference between administrative management and the
original administrative appraisal, it should pay more attention to the value creation
process of management and execution. It requires the company to pay more attention to
the balanced development of the enterprise while completing the established goals, and
pay more attention to the continuous improvement and promotion of the enterprise
administrative. Through the concept of goal management stable cross, let employees
system understand the value of enterprise management system and target system, and the
goal of the enterprise strategy, business objectives, influence, guide employees to actively
participate in the construction of enterprise management system value chain, and the
department, post target into the administrative management system, promote the
realization of enterprise business objectives.

(3) Strengthen the modern human resource management concept

From the perspective of strategic system of modern enterprise strategic human
resource management concept and system, highlight administrative management in the
core position of modern enterprise human resource management system, guide employees
to actively participate in the enterprise human resource management system strategic
upgrade and system operation, actively support company strategic management, human
resource management and administrative management change. [36]

(4) Strengthen the concept of administrative management
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From the perspective of enterprise development strategy, the role of
administrative management on the execution of enterprise strategy is systematically
interpreted, the whole process of administrative management is explained, and the
relationship between the whole process of administrative management and employee

development is analyzed.

3.6 Improve the administrative management organization

Administrative management is one of the implementation tools of enterprise
strategy, and its operation involves the specific interests of various departments and all
employees. If there is no sound administrative management organization and no strict
division of organizational functions, the continuous operation of the system cannot be
guaranteed Line. In order to promote the efficient operation of the system, the
administrative management organization should be established and improved from top to
bottom, and the division of administrative management responsibilities and operation
functions should be defined according to the requirements of the Administrative
management system. At the same time, the responsibilities of the management level, all
departments and employees in the operation of the administrative management system
should be implemented through strong organizational management. Focus on the
following aspects:

(1) The functions of senior managers

The establishment and continuous promotion of the administrative management
system is a systematic project, and also the "top™ project of enterprise management. Its
construction and operation require the senior management personnel of the enterprise to
take the corresponding responsibilities and maintain continuous attention to the operation
of the system. The specific contents include:

(D Senior management personnel should play the role of change promoter,

actively learn the concept and system of Administrative management, participate in the
construction of Administrative management system and concept publicity, pay high
attention to and pay great attention to the continuous promotion of Administrative
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management system, and take the promotion of Administrative management as a key
work to grasp;
@ As the administrative planner of the enterprise, the senior leaders of the

company should complete or guide the administrative planning of the enterprise and the
business system in charge according to the requirements of Administrative management,
including the enterprise strategic planning, the construction of the business target system
in charge and the specific business promotion plan;

(3 The senior management personnel of the company must master the operation

skills of Administrative management, complete the monitoring and evaluation of the
promotion process of Administrative management of the business system in charge, and
timely put forward the problems and solutions in the operation process.

(2) Participation of relevant functional departments

The whole process of administrative management is closely related to the business
management department and strategic functional departments of the enterprise. For
example administrative planning is closely related to the development strategy of the
enterprise, which requires the corresponding data and data; the indicators (such as quality
control indicators, financial indicators) require the participation of professional control
departments; in the administrative evaluation stage, the managers should make objective
and fair administrative evaluation, it also requires the relevant functional departments to
provide accurate and objective data: etc. How to clearly identify their responsibilities in
the system in the construction of the administrative management system, and let them
actively participate in the operation, and jointly promote the virtuous cycle of
administrative management, is what the company must always pay attention to. The
system without the participation of relevant functional departments is an incomplete
system. Without the participation of relevant functional departments, the administrative
management cannot be run smoothly. Its specific work includes:

(2) Discussion of Administrative management system;

(2 Construction of Administrative management index system and the formulation

of administrative evaluation standards;
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(® Provide reference data and materials for administrative evaluation; opinions
and suggestions for the continuous operation and improvement of the administrative
management system, etc.

(3) The implementation of the grass-roots management personnel

In the grassroots management personnel is the core of administrative management,
the key is the implementation of the administrative management in grassroots managers
involved in and in strict accordance with the requirements of the administrative
management system of continuous implementation and use, through the use of
Administrative management tools to complete management role, and promote the
operation of Administrative management and continuous improvement. Its specific
responsibilities include:

(D Publicize the Administrative management concept of the departments or
business units;

@ Improve the basic work of Administrative management of the department or

business unit, such as the division of job responsibilities, indicators and target points

(3)The operation practice of the Administrative management system of the
department or the business unit in charge, including the administrative planning
administrative guidance administrative analysis and evaluation administrative feedback
and incentive of the position and subordinate employees;

(4 )Buggestions and opinions on the operation and continuous improvement of the
administrative management system.

(4) The active participation of general employees

General employee administrative is the basis of the overall administrative, only
the company staff are involved in the administrative management system, in strict
accordance with the administrative management system, the operation of the
administrative management system is complete, administrative management of
comprehensive function and utility is likely to fully reflected, the enterprise goal of the
implementation is really guaranteed. Its specific responsibilities include:

(UFully understand the concept of administrative management;
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(2)Under the guidance and requirements of the direct supervisor, complete the
cycle of administrative management according to the administrative management system,
including administrative planning, process self-inspection, self-evaluation and incentive;

(3) Suggestions and opinions on the operation and improvement of the

administrative system.

3.7 Improve the implementation of administrative management supporting

measures

Administrative management is a complete management system, the establishment
of administrative management system requires the support and guarantee of some internal
and external conditions (take the establishment process of administrative plan as an
example, we can see the necessary support conditions for the establishment of
administrative management system); its effective operation needs the promotion of other
relevant systems. Some of these are essential, such as the process and organizational
structure, and the establishment of smooth and effective communication channels. At the
same time, the modern human resource management has become a inseparable whole,
Administrative management as the core of human resource management module, and
other modules have very close connection between, especially organization, post
management system and compensation system, the lack of any module, are likely to lead
to the failure of administrative management. Therefore, in the establishment and
implementation of the administrative management system, the company must improve
other relevant systems or supporting measures. [37]

(1) Design a challenging target system

In the design of administrative index system and the determination of
administrative goals, the concept of common development of the enterprise and
employees is used to establish a challenging target system, to promote the initiative to
accept and undertake challenging goals, promote the high administrative of the enterprise
and the improvement of employee quality, and finally achieve the common success of the

enterprise and employees.
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(2) Optimize the organization structure

The implementation of administrative management emphasizes the important role
of the process, and the highly changing market environment, the increasingly intensified
market competition and the changing customer groups make the enterprise organization
change to the team. The process and team management requirements all challenge the
traditional linear functional organization structure of power enterprises.

Linear functional organization refers to a comprehensive organization based on
the linear organization and supplemented by the management functional department set
up according to the professional division of labor. It is a form that adapts to the increasing
complexity of enterprises, retains the advantages of linear centralized and unified
command, and absorbs the advantages of functional professional division of labor, so it
IS a better organizational form that helps to improve the management efficiency. However,
the horizontal connection between its functional departments is poor, which is easy to
produce conflicts. The goals between functional departments and linear command
departments are inconsistent, and often need coordination, functional departments have
no command, and everything should ask for instructions and report, so that the linear
command personnel have no time to pay attention to the major problems of the
organization. Establishing a process-centered organization is an important way to
improve enterprise management efficiency and improve enterprise administrative.

(D According to the business process of the enterprise, the scattered work into the
whole, remove the transmission process, the work in the due order, can be several work
at the same time, reduce inspection and monitoring;

(2) Break the boundaries of departments, integrate the interrelated work of each
independent department, and do where the work is appropriate;

(3 Where the previous process required to seek solutions to the senior
management is now up to the process staff. As a result, the management level is simplified,
and the organizational structure changes from a hierarchical pyramid structure to a flat

structure;
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(@ The structure unit of work changes from functional department to process team.

The content of the work should also be changed, from a decentralized single task to a
multi-dimensional work, where everyone is responsible for a complete job and the whole
process;

® The functions and roles of the department heads have changed. Within the

process team, the monitoring function of the department head will be greatly weakened,
and then turn to solve problems with the team and provide various assistance to the team
members. Someone proposed the concept of "coach” based on this shift.

It is worth noting that the process-centered organizational structure mode does not
completely break through the existing linear functional organization types of power
enterprises, but the division around the center is not the professional division of labor, but
the process within the enterprise, and the departments and posts are set according to the
business process.

(3) Establish a sound post management system

The original post system of electric power enterprises is directly linked to the
salary system without administrative management, leading to the chaos of enterprise post
management. After the establishment of the administrative management system, the job
responsibilities will become one of the important bases for the administrative
management. Through job analysis, define job responsibilities and tasks, establish
standardized and reasonable work procedures and structures to provide a good foundation
for administrative management and management; meanwhile, since the key technologies
and key essentials are defined, employees can use their skills and experience reasonably,
complete tasks and avoid long detours, so as to improve work administrative.

With clear job responsibilities and work standards, enterprises can judge whether
employees are competent through administrative management, and then make training
and development demand plans, so that new employees can quickly adapt to new jobs, so
that old employees can be more competent for work through training. Through job
analysis, staff training and development are more targeted, and the efficiency of the

enterprise can also be improved.
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"Whether managers can go up or down" is also one of the main problems existing
in electric power enterprises, which sometimes makes the administrative management
results become a mere formality, which seriously affects the administrative management
to play its role. Therefore, ensuring the liquidity of positions also has a great role in
promoting the smooth implementation of enterprise administrative management.

(4) Establish a scientific salary management system

Administrative management concept is the most important thing to reflect the
rationality of the evaluation results, and salary is the most direct incentive factors for
employees, the results of administrative appraisal large part in the form of salary,
therefore, the result of administrative management to ensure the adequacy and timeliness
of incentives, it must have compensation system as its backing.

To ensure that the assessment results can be fully reflected, we must get rid of the
original status of the post (rather than the job administrative), from the total salary

(5) Establish the employee career management system

Design the employee career management system, establish the career
development channels of all kinds of employees, and closely combine the administrative
evaluation results with the career development of employees, comprehensively use the
administrative evaluation and quality evaluation results, comprehensively drive the
operation of the administrative management system, and promote the employees to carry
out career planning.

(6) Improve the training system

Around the Administrative management cycle process, improve the enterprise
training management system, and combining staff training and administrative promotion,
on the one hand, the administrative tracking and guidance, analysis and evaluation
become an important channel to identify staff training needs, at the same time through
training implement comprehensive support employee administrative promotion, promote

enterprise high administrative.
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CONCLUSION

In the increasingly competitive market economy, how to improve the
competitiveness of the state grid has become an eternal topic, and human resource
management has become an important tool for enterprises to obtain competitive
advantages, which plays a vital role in improving the competitiveness of enterprises.
Human resource management can enhance the value of enterprises because labor, a
special resource, is no longer simply regarded as a machine for making money as in the
past. It has become a resource that can increase output by increasing input. The
implementation of enterprise strategy should be specifically implemented as each link of
human resource management. As a part of human resource management, administrative
management undertakes specific implementation tasks.

Any reform can not be achieved overnight, especially for the state-owned state
grid. Therefore, in the construction and implementation process of administrative
management, we should follow the principle of "seek improvement in stability", gradually
improve and standardize the management of all aspects, and lay a solid foundation for the
construction of administrative management system.

As the research topic of this paper, the theory and method of power grid
administrative management system is targeted and focused research. At present, many
national power grids have established administrative appraisal mechanisms, but they have
little understanding of administrative management. Therefore, it is necessary to make
clear the relevant concepts of administrative management, understand the importance of
Administrative management to the State Grid, and understand the connection and
difference between department Administrative management and employee
Administrative management and organizational administrative. In the design and
implementation of the department administrative management scheme, State Grid must
deepen the understanding of the department administrative management process, clarify
the concept and method of administrative management, so as to design a scientific,
practical and repeatedly communication department administrative management scheme.

Due to the limitations of the author's knowledge, there are continuous improvement and
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modification in this paper. | sincerely request all experts and scholars for advice. At the
same time, the topic of this paper will be continuously supplemented, modified and

improved in the future theoretical study and practical work.

28.08.2024 /,/1/0«2/%4875 s
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