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Officials and State Owned Enterprise Manager of P. R. China’

Lee, Sangyoun”

Abstract

The Chinese government has been operating the socialist market economy, and Chinese
public organizations have been their typical human resource development and recruitment
schemes for long periods of time. The human resource development and recruitment schemes
of Chinese public organizations have been adopted by the Chinese government, CCP(Chinese
Communist Party organization), public organizations, and SOEs(State Owned Enterprises)
consistently and coherently. As China's economic and political influences over the world have
been growing, the systematic research on the human resource management system of Chinese
government and public organizations would be of great value, since not only the human
resource development and recruitment system of Chinese SOEs could be understood through
this study, but also this system of Chinese government and public organizations could be
understood more clearly. This study has attempted to present the theoretical and practical
suggestions to help us to understand how the cadres and senior managers are promoted and
recruited.
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I. Introduction

Nowadays Korean political situation is in the state of confusion, and the government could
neither offer hopes for the future and keep the nation together, rather makes whole country
waste valuable time and energy due to a series of inappropriate appointments of senior
government officials. Is Korean politics more competent than Chinese politics?*

There have been a lot of examples of prejudice against China in South Korea. There are so
many misconceptions about China, and it is not easy to know the reason why. Generally
speaking, Korean people holds biased views of Chinese politics, enterprises, societies, and
Chinese people and behaviors, so their views would not be objective. In almost all industry
fields, especially in trade and business, P. R. China should be one of the most important global
partners for South Korea. For this reason, it is essential to have a good understanding of China.

In order to understand China more clearly, it would be very important Chinese
Communist Party organization as the highest state authority in China. Furthermore it would
be more important to have a good grasp of core executives called Party and governmental

Leading Cadres (5 EBl415 T3B) to identify the operation methods of CCP(Chinese Communist
Party).”

The Chinese Communist Party has the authority to appoint/dismiss persons for the core
duties of the government and major public organizations and has the power to disseminate
the ideology, ideas and information of the Chinese government. * The Chinese Communist
Party and Organization Department can appoint/dismiss high-ranking leaders and managers
of government agencies and state-owned enterprises, and this enable the appointment of men
of talents observed over long periods of time. This relationship between the two sides could
mean loyalty to the Chinese Communist Party and unity centering around the Communist
Party. As such, China has been operated in a bureaucratic way for a long period of time, and
the Chinese Communist Party inherits this bureaucratic way of operation, and there is also a
Chinese way of fostering men of talent. To understand the way how the Chinese government
and the Chinese Communist Party are operated, which is different from that of not only
Western countries but also East Asian countries, it is thought necessary to examine in detail
the role of the Organization Department within the Chinese Communist Party, what efforts
they make to foster core talents, and how the process to foster talents looks like. Despite the
importance and practical value as such, there is a lack of in-depth and systematic studies.

Therefore, this study will first examine the manpower operation of public organizations
including the government, public institutions, and public enterprises, and examine the
manpower operation of Chinese public organizations, and the manpower operation
regulations of Chinese public organizations. Next, how organizations such as the Chinese
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Communist Party, Organization Department, and Party Schools observe, and foster Chinese
core talents for long periods of time will be examined.

II. Public organizations’ manpower operation related studies

1. South Korean public organizations’ manpower operation related studies

In this section, for better understanding of Chinese public organizations’ manpower
operation, South Korean public organizations’ manpower operation will be examined first.
Among existing studies, there was a study that compared the macroscopic human capital
development methods of East Germany and China (Park 2009), and a study that compared
the human resource development methods of various East Asian countries (Choi 2010). A
study conducted in relation to the manpower operation of South Korean government and
public organizations showed a result indicating that the methods of appointing the heads of
government-affiliated organizations were different by organization and that as of 2004, the
heads of 45 organizations were appointed by the president, those of 71 organizations were
appointed by the minister, those of 131 organizations were approved by the minister, and those
of 250-350 organizations were elected by the board of directors, the general meeting, the
steering committee, or the and the commission of recommendation(Choi 2004).

Identically to new appointment, the promotion appointment of South Korean national
public officials is carried out through the evaluation and verification of work performance,
career, and ability to appoint the most highly evaluated one among candidates for promotion
first followed by the next highly evaluated one; provided that, ability and career are regarded
as important in the case of high-ranking position public officials, while candidates for
promotion to grade 5 are required to participate in a promotion examination and undergo the
screening by the promotion screening committee. In addition, in the case of grade 6 public
officials, the candidates may be required to take an promotion examination as with grade 5
public officials based on the presidential decree and excellent public officials may be required
to first participate in the promotion examination and may be selected for promotion through
a resolution by the personnel committee(Korean Society for Public Personnel Administration
2010).

Through the career development plan, the government has made efforts to improve the
efficiency of organizational operation and organizational management so that the objectives
of the organization and individuals are aligned. Through the career development plan as such,
in the organizational aspects, organizational performance can be maximized through the
development of members’ capabilities, competent talents can be discovered, and the talents
can be strategically fostered and used at the right places. In addition, in the aspect of
individuals, job satisfaction and commitment can be enhanced, self-realization and
improvement of the quality of life can be pursued to achieve individuals’ visions, and
individuals’ social value can be increased. The Central Personnel Committee stated that
individuals’ goals and organizational goals could be aligned through the career development
plan (CDP), and the CDP can be also regarded to have an advantage of enabling integrated
management of public officials’ placement path management, job management, and capability
management (Civil Service Commission 2006).

Despite these efforts, the CDP seems to be hardly effective in South Korean public
organizations even if it is introduced because the average tenure of each position is very short.
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In particular, “Z-shaped’* position transfer is very common in government organizations.
According to a simulation by the Central Personnel Committee, in case where the Ministry of
Strategy and Finance was cited as an example, when grade 2 public officials are promoted to a
grade 1, as many as 76 public officials can be moved to another position through a chain of
promotions and transferences in the case of only section chief or higher positions. The reality
as such shows how difficult it is for the CDP to achieve effects. In particular, the fact that the
number of ministries where the average tenure of the positions of the head of a department or
the director of a bureau is no longer than 1 year is quite large eventually means declines in the
expertise of public officials and declines in the external bargaining power at a certain
level(Choi et al. 2004; Choi 2006).

Considering the characteristics of human resources management of South Korean
government organizations, when examined in two aspects; the expertise of public officials and
the design of job paths, the government personnel system is based on the class system so that
the public official groups have a strong obsession with promotion to upper positions while
there is a practice to carry out transfer between departments and promotion through circular
positioning. For these reasons, it is difficult to foster experts in certain fields, and it seems that
there is a lack of standards for job placement and operation based on expertise (Choi and
Chang 2009). In particular, given that works are carried out continuously and administrative
management should be operated unceasingly, long-term service in one field is necessary, long-
term and consistent paths should be set from the stage where the career of a public official
begins for career management above all, and fostering into core talents and experts will be
necessary. For the career management as such, the head of the organization and the personnel
management department should regard the career management of public officials as
important, and managers and members should work together in one direction for career
management of public officials. In addition, although observation and fostering of public
officials of many related departments are necessary in the long term, the consistent and long-
term effort as such is thought to be still lacking.

2. Chinese public organizations’ manpower operation related studies
In this section, to examine Chinese public organizations’ manpower operation, the

definitions of names related to cadres will be looked into. “The Party manages cadres (% T

ZR)” refer to important cadres who are managed by party committees at various levels and
have been recommended. “Party management leading cadres” refer to cadres who are in office
at positions not lower than the department grade(#}£[) corresponding to grade 9-12 according
to the Work Ordinance on the Selection and Appointment of Party and Governmental Leading
Cadres (&S TEBEKEA TI/EEHINS TEBEAER TIESEAH). “Leading cadres” refer
to the cadres who perform the duties of leaders (%15) at the Communist Party at various levels,

government organizations (K#1XK), or military organizations and the management

4 When the typical position transfer is executed, low-level low-rank position would be promoted to low-level

middle-rank position, once again this position could be transferred to low-level high-rank position. And then low-
level high-rank position would be promoted to middle-level low-rank position, middle-rank position and high-
rank position. Finally, high-level low-rank position is promoted to high-level middle-rank position, and then
transferred to high-level high-rank position. In this sense, position transfer in Korean civil workers’ organizations
is carried out in the form of letter 'Z'.
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hierarchy of state-owned enterprises such as central government-affiliated central
corporations (FR1\). In addition, “Reserve cadres (J5&T&F)” refer to those reserve

personnel who are expected to fulfill the duties of higher grade cadres, that is, one grade higher
leading cadres.

Next, Chinese public official system will be looked into and the Chinese State Public
Officials Act will be examined. According to the Chinese State Public Officials Act, a public
official means a worker who fulfills public duties in accordance with the law and is included in
the national administrative organizations and receives salary and welfare benefits through
national finance (National People's Congress 2018). To understand public organizations’
human resource management in China where a socialist political system is maintained, it is
necessary to examine the public spirit (/A $£$5##). The public spirit as such is the basic spirit

of the Chinese State Public Officials Act and can be regarded to be the fundamental standard
for human resource management in Chinese government organizations. The public spirit can
be understood at the following three levels: First, the values of public officials’ public spirit of
which the starting point is what the people hope, second, the process through which public
officials’ public spirit is realized intended to ensure that the people’s legitimate rights and
interests are protected, and third, the results realized through the public spirit, which are
intended to realize the government’s public goals (Du 2005).

Following the Chinese public official system, the Provisional Ordinances on National

Public Officials (B R A % 58 17541) of China will be examined as the second item. First, the

positions of public organizations’ jobs at various levels will be examined. According to the
Provisional Ordinances on National Public Officials of China, the positions of the public
officials of Chinese public organizations can be divided as follows. First, the Premier of the

State Council (E%5FR2E) corresponds to grade 1. Second, the Vice Premier of the State
Council([E %5 8l 2 38) and State Councilors (E$5Z 52) corresponds to grades 2-3. Third,
grades 3-4 include ministerial heads (FBZR1EER) and provincial heads (& RIEER). Fourth,
grades 4-5 includes ministerial deputy heads (£F£k&IER) and provincial deputy heads (& £k &
HR). Fifth, grades 5-7 include division chiefs (E]2k1EHR), department chiefs (JTZR1EHR), and
inspectors G&#L 7). Sixth, grades 6-8 include division deputy chiefs (E]£&E/ER), department
deputy chiefs (JT R &IHR), and assistant inspectors (BJ ¥ #f 72). Seventh, grades 7-10 include
division-level principals (4:£RIEER), county-level principals (E£R1EER), and investigators (i
ff52). Eighth, grades 8-11 include division-level deputy principals (4£REIER), county-level
deputy principals grade (B £kEIER), and assistant investigators (BJ¥£1&#ff 7). Ninth, grades 9-
12 include section-level principals (F£RIEER), town-level chiefs (% £RIEER), and chief-level
section members (E{EF52). Tenth, grades 9-13 include section-level deputy principals (£+£%
&IER), town-level deputy chiefs (% £kEIER), and deputy chief-level section members &3 %}
51). Eleventh, grades 9-14 are section members (£} 51). Twelfth, grades 10-15 are clerks (/15
R) (PIEARANMEE KPR, 1993).
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Since the Chinese Communist Party introduced the socialist system from the former Soviet
Union, the cadre appointment system (nomenklatura) of the former Soviet Union was also
accepted and the operation method in which the Chinese Communist Party seizes control of
all processes of manpower operation such as the appointment, promotion, dismissal, and
transference of cadres and lower classes undertake responsibility for upper classes as with the
Communist Party of the former Soviet Union has been adopted by Chinese public organization
until now (Edin, 2016). The Chinese Communist Party is using the transference of personnel
to other regions(rotation) as a way to suppress cadres from participating in corruption and
make them pay much higher prices for wrongful conducts (Zeng, 2017). The Chinese
Communist Party and public organizations are showing organizational management methods
that strengthen their influence on lower cadres by making cadres show ideologically high
loyalty and the passion to support the political doctrine. In Chinese public organizations,
becoming cadres who are evaluated as good cadres by higher classes in political aspects is the
most important and in addition, economic performance is also important to be evaluated as
good cadres. In addition, state-owned enterprises, which are public enterprises in China, have
the practice for the manager to be appointed by higher organizations due to aspects of their
governance (Zhi et al. 2017; Sun et al. 2019; Shevchenko 2004).

The Chinese Communist Party and the government manage the workers of organization
such as the Chinese Communist Party and the government, and social organizations and
managers of enterprises and businesses through the Chinese cadre personnel management
system. After the People's Republic of China was established in China, government policies
have been changed and developed by area, but the Chinese government has been consistently
adopting the management system in which the party committees uniformly coordinate at
organizations at different levels and the organization department of the party committee and
the personnel department jointly manage (Luo 2009; Yun 2010). The huge and uniform efforts
can be regarded to be possible only in socialist countries.

The Chinese government made two important adjustments to the cadre personnel system,
which are the adjustment of the personnel management system in the era of planned economy
into a personnel management system that coincides with the socialist market economy system,
and the transition of the traditional personnel management system into the level of human
resource development, respectively. The Chinese government implemented the national

public official system, > promoted the reform of the personnel system of businesses and state-
owned enterprises, 6 promoted intensive reform of the method of selecting and appointing
cadres led by the Communist Party and the government, and introduced a new cadre

management system, " and is devoting efforts such as devising an integrated reform of the

cadre personnel system ® and promoting the reform of the cadre personnel system I (Yang

5 Refer to Provisional Ordinance for Civil Servants (E|ZRA % RB1T51)

6 Refer to Company Law of the People's Republic of China (‘A S3%), Regulation on Transforming the Operating
Mechanism of Industrial Enterprises Owned by the Whole People (& R il Tl 4l #5342 E M 1 5 451)

7 Refer to Party and Government Leading Cadre Work Appointment Selection Regulations (% B4 ST 2Bk F
AITRBITEAD)

8 Refer to Outlines for Deepening the Reform of Cadres Personnel SystemsGR{t T2 A B EREME)

9 Interim Provisions on Leading Party and Government Cadre Open Selections Work(A FF % % B S T2 T
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2005).

On reviewing the 80-year history of the Chinese Communist Party as a whole, it can be
expressed as the history of the development of the Chinese Communist Party’s cadre personnel
system. The Chinese Communist Party's cadre personnel system can be divided into an early
period from 1921 to 1949, a growth period from 1949 to 1966, a recession from 1966 to 1978,
and an exploratory reform period from 1919 to 2000, respectively (Li 2010). One of important
contents of the cadre personnel system is the establishment of the Party Committee (3£Z or

74[) in 1949 by the Central Committee of the Chinese Communist Party. In 1953, the Central

Organization Department established an cadre appointment/dismissal system in which cadres
within the scope of appointment and dismissal by the Central People's Government of China
and the Administration Council are managed according to the managing cadre regulations
inside the Party before they are appointed and the Central Organization Department (2843 %R)

of and the Organization Departments of Party Committees at all levels are responsible for the
screening, evaluation, investigation, and recommendation of candidates for cadres thereafter
(Luo 2009). The systematic and continuous management of all processes for manpower
management such as the screening, appointment, evaluation, and promotion of cadres by the
Chinese Communist Party's Central Organization Department and the party committees of
local governments at various levels as such can be viewed as one of important reasons that
enable Chinese public organizations to show continuity and consistency in manpower
operation. When seen based on the standard for expertise and problem integrating and
adjusting ability, Chinese public organizations regard the political aspect as very important
and show an aspect of regarding general administrators as important while developing careers
through long-term evaluation and observation of cadres and prospective cadres.

On reviewing the competitive cadres selection system in the macroscopic political
environment of China, it can be seen that there are the principle for the Communist Party to

manage cadres (% & TZB/RN) and systems such as people’s democratic principle (ARERE
JRM), People’s Congress system (ARAKFZRASHIE), head accountability system (B K73
#1), and reserve cadre system (5 % T &f % E) and these systems are complicatedly related with

each other (&R, 2015). There are some problems with these systems, such as the

phenomenon that talents as reserve cadres are entered into the talent pool during the
implementation of the reserve cadre fostering system and are not additionally managed
thereafter, the aspect that they are not dynamically managed or effectively evaluated, and the
fact that sufficient opportunities for promotion are not given during the period of
reorganization of leadership, etc. (Chen 2020).

3. Fostering Chinese public organizations’ cadres: “From technical cadres to moral cadres”
To understand the human resource management of the Chinese government and public
organizations, it is necessary to look at what aspects the Chinese Communist Party regards as
important. The Chinese Communist Party has maintained the principle that the Party

E 1T E), Interim Provisions on Leading Party and Government Cadre Open Selection and Competition for Posts
Work (RBHlRE% K ITEEITME), Interim Provisions on Leading Party and Government Cadre
Resignation(R NS TR EERVE THLE)
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manages cadres (% & T 3B, the principle of Party control of cadres) from the Yan'an (&%)

period to the establishment of the People's Republic of China in 1949 and to now. The Chinese
Communist Party’s Organization Department manages cadres selected and appointed on the
basis of political aspects, and it is known that less than 1% of the 4 million cadres can be
appointed to the leadership, the level of competition experienced by cadres in public
organizations in China can be called infinite competition, and this can be understood as the
concept of RDA (regionally decentralized authoritarian regime), which means “decentralized
authoritarianism at the regional level”. For human resource management, in addition to the
methods that follow the former Soviet Union’s methods such as the promotion of cadres,
responsibility for the upper class, absolute evaluation, and personnel management, Chinese
public organizations operate a system in which unlimited competition at the local government
level and local performance leads to promotion (Landry 2008; Xu 2011).

Local governments appoint and evaluate leading cadres ($15T%F) through the

Organization Department, and carry out a system for cadre responsibility for political goals.
Rather than being directly influenced by economic performance, the promotion of cadres can
be regarded to be affected by economic performance along with political factors that act with
time differences (Kou et al. 2004; Edin 2003; Sun et al 2019).

The 14th People's Congress of China presented the view that the personnel labor system
should be promptly reformed, and scientific management systems and effective incentive
systems that fit different characteristics such as those of organizations, enterprises, and
businesses should be established, and the 4th Plenary Session of the 14th Central Committee
of the Chinese Communist Party stated that reforms of the system for the selection and
appointment of core Communist Party cadres should be promoted as soon as possible and
showed an opinion that the method for the Party to manage cadres should be improved.

Public officials can be classified according to two criteria, such as expertise by field and
problem integration and coordination ability. If a public official has excellent expertise by field,
he/she can be regarded as a specialist, and if he/she has excellent in problem integration and
coordination ability, he/she can be regarded to be a generalist. If he/she is moderate under
the two criteria, he/she can be regarded as a practician. In future eras, a ‘specialized generalist’
will be needed (Choe and Kim 1999).

To foster cadres in public organizations, the Chinese Communist Party has traditionally
regarded political standards as important and has selected and fostered cadres based on these
standards. In particular, political standards were the most important to the revolutionary
generation, including the first generation of revolution that experienced Chinese Civil War and
revolution, and they were called “revolutionary cadres”. As China went through a period of
reform and opening up, the importance of experts with practical and professional knowledge
was magnified so that “bureaucratic technocrats” appeared. Recently, the Chinese Communist
Party has fostered ‘generalists’ who do not have specialized knowledge in science and
engineering, do not have much experience related to their majors, and have many experience
in working at public organizations such as the Communist Party and the government (Lee 1997;
Joo 2017; Seo 2017; Yun 2012). Although the type of cadres the Chinese Communist Party
wants to foster recently can be called ‘general cadres’, in this study, they will be named
‘morality cadres’ in that they are cadres equipped with morality.

The selection and fostering of morality cadres as such by the Chinese government has a
Chinese background. According to the Interim Ordinance for Selecting and Appointing Core

Cadres of the Communist Party and the Government (% B41S T 3Bk EH TVES) enacted
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in 2002, the standard £ AMEER, X R’ was presented to prevent recruitment corruption

that takes private benefits and makes relatives to be appointed in selecting and appointing

core cadres and among the aspects of &, 8, &, &%, &,

which are procedures to evaluate cadres, ‘morality’ was magnified to be so important that in
tegrity and work performance should be reviewed when observing cadres (Takahara et al.
2017). With regard to the foregoing, at the National Conference on Organizational Affairs of
China in 2013, Chinese President Xi Jinping presented a direction toward the condition of ex
cellent cadres as “Should have a firm conviction, serve for the people, be diligent, make effort

for work, have a sense of responsibility, and have an honest and upright attitude (& +ZBE

HEEZRE. HERS. BREE. BTESL. BERSE)' .

Recently, there has been a policy change in relation to the selection of cadres and this
seems to be due to fact that cadres are selected and fostered by the guidance by the Party
Committee rather than open selection and open examination, and that open examination and
open selection have problems.

Ill. Chinese public organizations’ methods for fostering talents and
manpower operation

In Chapter 2 of this study, studies related to manpower operation in South Korean public
organizations and studies related to manpower operation in Chinese public organization were
examined. In Chapter 3, along with the laws that present a framework for how to operate
government organizations such as the Chinese Communist Party and the Organization
Department, how core talents of the Chinese Communist Party are observed and evaluated for
long periods of time to foster them into core talents will be examined.

The Chinese public organizations use a series of methods to manage their cadres. First,
based on the Party’s Central Organization Department, the Central Party directly manages the
appointment and dismissal of cadres. Second, a list of candidates for cadres managed by the
central or local party organization is prepared. Third, when appointed by a local government,
the local government should get approval by the Central Organization Department and the
Communist Party of the local government and should report to these organizations without
fail. The Central Committee of the Chinese Communist Party and the Central Organization
Department firsthand manage, appoint, and dismiss the cadres of the Party Central, Party
organizations, state organizations, the State Councils, public organizations, and provincial

10 Sheng Ruo Wei. 2013. “President Xi Jin Ping delivered an important speech.” People Network.

June 30./ http://cpc.people.com.cn/n/2013/0630/c64094-22020855.html / (accessed June
2.2020)
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government organizations, as well as senior managers such as representative directors, vice-
presidents, secretaries, and vice-secretaries of state-owned banks and state-owned companies
(Mori 2013).

1. Selection, appointment, and promotion of cadres
The Chinese Public Security Organization Department, which plays the most pivotal role
in Chinese public organizations’ human resource management, has clarified the roles of the
core cadre groups of individual levels of the Party and the government in order to select and
foster reserve cadres. The core cadre groups of individual levels of the Party and the
government should regard the selection and fostering of major persons in charge and should

be equipped with and foster sufficient levels and numbers (RE&1&, HEFZRE) of reserve

cadres (Organization Department of the Central Committee of the CPC 1983).
Next, the qualifying conditions for the selection of core cadres of the Communist Party and
the government will be examined. The standards are the Interim Ordinance for Selecting and

Appointing Leading Cadres of the Communist Party and the Government (3 B41ST3Bi% K
£ T EZAHI). First, in the case of the county (division)-level (£ (4L)£Rk) leadership jobs, at

least five-year experience of work in frontline organizations is necessary. Second, in order to
be in charge of the county (division)-level (& (4})£k) leaders, the relevant person should have
a career of having been in charge of at least two jobs at the position immediately below the

foregoing leaders. Third, if a person in charge of a deputy (&l) job wants to take charge of the

job of county (division)-level (£ (4t)£R) leaders, he/she should have worked for the deputy job
for at least two years. For a person to be promoted from the principal job of his/her position
to the deputy job of the position immediately above his/her position, he/she should have
worked for at least three years for his/her current job. Fourth, cadres should have an academic
background of at least junior college or in general and leading cadres at positions of prefecture

(department) (#(/T)) level, division(bureau) (2](/F))level or higher level should have an

academic background of at least four-year university. Fifth, cadres should have received at
least 3 months of education for 5 years at the Party School, an administrative university, or an
educational institution approved by the Organization Department (personnel department). In
case where a cadre has not reached the required level of education due to a special situation,
he/she should complete the education within one year after the appointment to the position.
Sixth, cadres should be is physically healthy. Seventh, to be promoted to a leadership position
in the Communist Party, the person must meet the age requirements specified in the Chinese

Communist Party Chapter (3 [E#~=H E72).

Next, the adjustment of positions, that is, the promotion system, defined in the Chinese
State Public Officials Act will be examined. In order for a public official to be promoted, he/she
must possess the ideological and political aptitudes, work ability, academic background, and
job experience required by the job. When public officials are promoted, they can be promoted
in stages by one position at a time. However, if a public official is especially excellent or there
is a special demand for work, the public official may be promoted exceptionally or by more
than one level. When a public official is to be promoted to a leader-level job, first, some public
officials are democratically recommended to determine the subject of observation, second, the
government organization observes the public official to present a way to place him/her in the
job through a process of preparation within a certain range when necessary, and third, the
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decision is made after discussion based on management authority, and the person is made to
undergo the procedure for appointment according to the regulations (National People's
Congress 2018).

The Chinese Communist Party operates concrete and systematic procedures for
appointment and dismissal of cadres. First, the decision is made through observation by the
Chinese Communist Party Organization Department and discussion by the party committee.
First, the Organization Department observes the candidate according to a certain standard
and prepares the observation data, and then the person in charge of the organization sector
who is in charge of the observation signs the data and submits it to the Party Committee or
Party Group, and the Party Committee or Party Group discusses the observed situation to
make a decision. Second, the data is submitted to the upper echelon for screening. Before the
upper echelon makes a decision for appointment after screening, the organization sector of
the Party Committee at the same level observes in-depth, the person reported by the upper

echelon to recommend the candidate and the person for the major principal (1E) job and the

organization sector of the government department where the candidate will take charge of a
job hear the opinions of the head of the government at the relevant level and the cadre for the

deputy (&l) job for practical work. In addition, the opinions of the party committee and

superior department of the region to which the candidate belongs are heard. Thereafter, the
candidate may be officially appointed through legal procedures and the Chinese Communist
Party conducts elections and appointments in public organizations and state organizations in
accordance with the relevant laws (Wu et al. 2010).

Based on the Chinese Public Officials Act, the Chinese Communist Party may adopt an
appointment system or a delegation system for the positions of Chinese state public officials.
Leadership positions are subject to a tenure system in accordance with the government
regulations. Among them, public officials subject to the election system are elected for office
when the election results become effective and are not consecutively appointed after their term
of office. In addition, when public official has moved to another job or has been dismissed
within his/her term of office, the position held by the relevant public official is suspended. In
case where a public official subject to the appointment system has completed the probation
period, passed the examination, and his/her position was changed, if he no longer takes charge
of the position of a public official, or is appointed to the position due to other circumstances,
or is dismissed from the position, he/she is appointed to or dismissed from the position
according to the administrative authority and prescribed procedures. For a person to be placed
in the position of a public official, the stipulated limit and number of positions in the
organization should be followed, and there must be a vacancy in the corresponding position.
When a public official is required to take a concurrent job due to the needs of his/her work, it
should be approved by the relevant organization and he/she cannot receive compensation for
the concurrent job.

2. Long-term and systematic fostering of cadres

The Chinese government is making efforts to foster the cadres of Chinese public
organizations with a continuous and consistent policy. These efforts and characteristics can be
seen as differences from the South Korean government's public official organizations, where
individuals are autonomously developing careers by department for executives.

Among the various systems related to cadre personnel management examined above, the
reserve executive system will be examined hereafter. Here, Article 1 of the Opinions of the
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Organization Department of the CPC Central Committee on Establishing a Reserve Cadres at
the Departmental and Provincial Levels (b3t op RLBIOIPR TR B IPREZ TIBHENEN)

will be examined. Provincial and departmental level reserve cadres mean reserve cadres for
deputy secretary and standing committee members of party committee of provinces, cities,
and autonomous regions, the governors (deputy governors), mayors (deputy mayors), and
premiers (vice-premiers) of people's governments of provinces, cities, and autonomous
regions, and the presidents (vice-presidents) of central state organs. One thousand reserve
cadres were selected before July 1984 and among them, 200 were reserve cadres for
secretaries of provincial committees, provincial governors, and department heads of central
state organs, and 800 were reserve cadres for vice secretaries of provincial committees,
standing committee members, vice-provincial governors, and vice-department heads of
central state organs. Here, the number of reserve cadres should always be maintained constant
and should be replenished immediately when any vacancy has occurred due to selection,
promotion, or adjustment. According to Article 2 of these regulations, the selection of reserve
cadres should include outstanding talents with professional abilities in various fields such as
party, politics, economy, culture, education, and scientific research, and female cadres and
minority cadres in multiethnic regions should occupy a certain ratio (Organization
Department of the Central Committee of the CPC 1983).

In order to understand the process of managing the reserve cadres, Articles 18 and 19 of
the Interim Provisions on the Work of Reserve Cadres of the Party and Government Core

Cadres Groups (RBENSHFE&ETIHIFEITME) will be examined. According to the

foregoing provisions, reserve cadres should be regularly observed to especially understand
their political level, work performance, integrity, and potential. In addition, the situations of
their work should be understood irregularly to use the observation results as the basis for
fostering, utilizing, and adjusting the reserve cadres. In addition, Article 20 of these provisions

indicates that reserve cadres should be dynamically managed, the reserve cadre pool(/5%& T

ZBEA{R) should be adjusted and replenished at appropriate times, the number of members or

scale of cadre groups should be at a sufficient level after appointment at all times and along
with the high level, the manpower pool as such should be of a rational structure. In particular,
Article 21 indicate that reserve cadres, who have any problem in fields such as political thought,

morality, party spirit (3¢/X), and integrity, are not excellent in work performance, lack
development potential (T/EZKER), caused great losses or adverse effects to the organization,

are subject to bad public opinions, lack dignity (), are unable to carry out cumbersome

and difficult tasks due to problems such as health problems, are too old, or cannot become
reserve cadres due to other factors should be adjusted in or excluded from the reserve cadre

group. In addition, the lower level party committees (%2, 3 £f) are required to report the
list of adjusted cadres to the higher level party committee every year. According to Article 21

of these provisions, personnel files for reserve cadres (f5& T3B#42€) must be created,

including a summary situation table of reserve cadres (J&#& T &8 fE &1%.513%), observational

data and fostering plans, democratic recommendation and disclosure situations, democratic
evaluation opinion situations, yearly evaluation situations, and fostering and
reward/punishment situations (Organization Department of the Central Committee of the
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CPC 2000).

Below, cadre fostering and human resource management for them by period will be
examined. The Chinese Communist Party and the government faced different situational
demands for cadre fostering policies by period. The first period was from the end of 1948 to
the time of establishment of the People's Republic of China, when it was urgent for the
Communist Party of China’s Political Bureau (CCP) to select and foster a large number of
industrial worker cadres. Through education and fostering, party organizations at all levels
fostered many cadres from among active participants, including industrial workers, employees,
and farmers in all liberated areas (f#5{[X). At that time, newly selected cadres and existing

cadres were sent to newly liberated large cities and industrial and commercial fields to
participate in the work of the Communist Party, the government, the military, and the private
sector. The second period was from May to June 1964, when Mao Zedong proposed to foster
ten million successors of the proletarian revolution. The third period was after the 11th Triple
Plenary Session of the CCP, when the Chinese government presented policies such as
revolutionizing, age lowering, knowledge enhancement, and specialization of cadres for cadre
fostering (Wu et al. 2010).

An example of the long-term talent fostering of the Chinese government and the

Communist Party is the cadres of the third echelon (38 =#FA). In China, many cadres of the
third echelon were selected for three years of 1983-1986 through strict observation and
fostering by party organizations at all levels grew and these cadres grew into the leadership of

organizations at all levels thereafter. Of the 1,000 reserve cadres selected during the two years
of 1985-1986, 200 were studied at the Central Party School, and many of these reserve cadres,

who originally performed deputy jobs (&JER), became to perform principal (1E) jobs. Of the

144 persons newly selected as “party and government leadership (%4153 F)” during this

period, 79 were reserve cadres, accounting for 55%. Although these reserve cadres became to
undergo trials and difficulties through the great waves of reform and opening up, they grew
into cadres that lead socialist projects thereafter (Chen 2013).

One of the important aspects of human resource management of Chinese public
organizations is that the Communist Party is at the center. The principle for the party or the

party's cadres to manage cadre (3£ & T&F R M) can be understood as meaning that the Chinese

Communist Party is in charge of all businesses in China, and that this principle must be
observed in cadre selection and appointment work (Ma and Cui 2011). First, the Communist
Party presents the line, courses, and policies for cadres, second, the Party organizations
manage important cadres and recommend important cadres at state organizations at all levels,
and the Party organizations manage and supervise situations such as the evaluation, selection,
and fostering of cadres, ensure that such cadre-related works are implemented soundly, guide
and promote the reform of the cadre personnel system, while managing cadres scientifically

and systematically. In this respect, the “Party manages cadres (& T&B) system” can be
viewed as a fundamental principle and institution for realizing the growth and fostering of
youth cadres (£42 F3f) (Shao 2020).

In addition, the reserve cadre system (f5#& T &B#lIE) can be characterized by the aspect

that reserve cadres become to serve for core cadre groups of the Communist Party and the
government, the aspect that the Communist Party and organizations at all levels implement
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. . . 11
strict regulations and procedures to select, foster, and appoint reserve cadres = ~, the aspect

that along with the reform of the cadre personnel system, competitive selection becomes an
important principle that must be observed in the selection and appointment of core cadres of
the Communist Party and the government, and the aspect that in cases where such cadres are
not promoted and appointed in the process of fostering the reserve cadres of the Communist
Party and the government, new selection and appointment of reserve cadres are carried out.
Pursuant to the ‘Ordinance on the Selection and Appointment of Party and Government

Leading Cadres (% B4 S T3Pk 3k £ A TYE%H1), the members of the party and government

leading cadres are generally selected from among the reserve cadres. Therefore, the
construction of a reserve cadre organization enables the creation of a reserve organization that
consists of high level cadres who are sufficient in number and diverse in type and is rationally
structured. It is said that such sufficient preparation can improve the passive aspect of the

reorganization of the leadership (75 3¥1¥) for which talents are temporarily searched (Liu

2012; Xie 2015). As examined in Section 2 of Chapter 2, the management of cadres’ career by
Chinese public organizations can be regarded as having the advantage of enabling the
development of the capabilities of members in the aspect of organization, discovering excellent
talents at the level of organization, and fostering them in the long-term at the level of
organization to grow them as successors who will lead the organization.

The “competitive selection” of cadres, adopted by the Chinese government and the
Communist Party, collectively refers to various methods of selecting excellent talent by
concentrating talents through procedures such as acceptance of job applicants, public
examination, observation, voting, and appointment. Not a few leading cadres in China were
first confirmed as reserve cadre, were gradually promoted to important leadership positions
through the process of fostering and observation of the “organization”, and are fostered as
such (Xie 2015; Liu 2012, Joo 2017).

In the Chinese Communist Party, party committees at all level firsthand manage core
cadres at a certain level according to their cadre management authority and scope, recommend
important cadres to state organizations according to the regulations, and adjust and transfer
fostered cadre candidates, and the Party Committee of the Chinese Communist Party
supervises and controls the work situation of the entire cadre works, and manages cadres by
managing non-party member (5 51) cadres. In order to manage cadres, China has learned

and introduced the cadre management system of the former Soviet Union, which first learned
the operation of socialism and cadre education and fostering, to implement “hierarchical

management (9% EIE)” (Wu et al. 2010). "Hierarchical management” is managing cadres

according to the jobs for which the cadre are responsible and the positions of the cadres, and
the management is carried out by the CCP committees at various levels (different levels),
related departments of the CCP committee, the party committees of enterprises and
businesses, and the department party organization. The hierarchical management is the
management of cadres at various levels divided among the central party committee and party

committees at various levels based on the cadres’ “job name table”.

" Interim Provisions on the Work of Reserve Cadres of the Party and Government Core Cadres Groups (%
BASHFE&TEHIFEITAE)
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3. Evaluation and verification of cadres

In this section, the laws related to the evaluation standards for cadres at public
organizations will be examined first, and the concrete manpower operation by public
organizations will be examined again thereafter. According to the management authority,
Chinese administrative agencies conduct comprehensive evaluation of the morality, ability,
diligence, and achievements of national public officials, and predominantly evaluate work
performance. Evaluation of national public officials should be conducted with objective and
fair principles and is conducted regularly and frequently by leaders and crowds. The
evaluation of national public officials is carried out occasionally as well as at the end of the
year. Among the evaluations, the results of occasional evaluations become the basic data for
annual evaluation. When conducting the annual evaluation, the national administrative
agency organizes an evaluation committee and evaluation team, which are non-permanent
organizations, and is responsible for the annual evaluation of national public officials under
the guidance of the department head (State Council 1993).

In the annual evaluation, individuals report personal summaries (‘" A&\¢%), and the

leader who manages them (EE41S A1) writes an evaluation opinion after hearing the

opinions of the ‘people’, that is, the members of the organization, and classifies the evaluation
grades. Thereafter, the evaluation committee or evaluation team reviews the evaluation
opinions and evaluation results, and the department manager fixes the evaluation grades
thereafter.

In case where the State Council conducts the evaluation of national public officials in

charge of leadership roles at levels not lower than division/bureau levels (2]/8£k) or various
levels of governments not lower than the county level, a civil opinion polls (REN3E) or a
democratic evaluation conferences (RFE i) may be held. The results of the annual
evaluation are divided into three categories: excellent ({£35), job performance possible (¥RER),

and job performance impossible (“1~¥7ER). The results of evaluation of national public officials

are notified to the relevant persons in writing, and when a person evaluated has an objection,
he/she can apply for a re-examination according to the relevant regulations. The results of the
annual evaluation are the basis for awards, discipline, training, and retirement, as well as the
basis for determining position and salary.

Next, whole people-owned enterprises will be examined in order to examine the human
resource management of state-owned enterprises, which are public enterprises in China.
These whole people-owned enterprises are business organizations, that is, independent
corporations and exercise their own authority over personnel management. Whole people-
owned enterprises can hire and evaluate managers and technical personnel and can place
managers and technical personnel with whom the labor contract has been terminated or those
who have not been hired to other jobs, including jobs for front-line workers. Whole people-
owned enterprises can select and appoint managers and technical manpower from among
excellent workers, and if necessary, can employ foreign technical manpower and managers
after obtaining approval from relevant government departments. In addition, in the case of
whole people-owned enterprises, the president (J~ 4K, that is, CEO) may appoint and dismiss

the middle-level managers (FZ1THE¥E A RR) according to the state regulations. Deputy
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CEO-level managers may be appointed or dismissed by the president by requesting the
competent government department or after being entrusted with the authority from the
competent government department and reporting the appointment or dismissal to the

competent government department to leave records (% 28); provided that, these method may

not be applied in cases where there is a provision in the law (1= A B F] %%, 1993).

The role of the Party organization in the process of appointment and dismissal of high-
ranking officials of Chinese state-owned enterprises will be examined hereafter. China Mobile
Communications Corporation, one of Chinese representative state-owned enterprises,
operates a party organization, and the Party Committee plays core roles in the important

personnel management of the corporation. Among them, the ‘motion for appointment (2%

1Y)’ system of China Mobile Communications Corporation is said to act to ensure that ‘open
competition’ for jobs and selection at the ‘organizational level’ are implemented, reserve cadre
candidates are selected, and reserve cadres are provided. In particular, the party organization

should take responsibility during the process of cadre ‘selection resolution (%3 zh1Y),” and

the party committee secretary should take direct responsibility (Zang 2018). In particular, this
resolution system can be adopted not only by state-owned enterprises such as mobile
communication corporations but also other public organizations to enable the people, that is,

members to raise opinions through the motion for appointment (2 1E551%) when there is any

problem in the appointment of cadres or cadres lack the qualification required for cadres and
participate in the procedure for appointment through meetings.
Railroad companies, which are representative public organizations in China, should also

observe the principle of adhere to the principle that ‘The Party manages cadres (3& T38)

and the organization and personnel department of railroad companies observes the principle
that the Party manages cadres in the entire processes for ‘cadre selection and appointment’
and makes efforts to realize the lines and policies of the Party and the state among railroad
business managers and cadre organizations (Yang 2017).

In order to understand the role of the Local Governments’ Organization Department,
the case of the Organization Department of the Party Committee of Jiangbei District,

Chongqing City (E/X™>IL1tX) will be examined. The Organization Department of the Party

Committee of Jiangbei District, Chongqing City evaluates the political aspect of cadres in five
aspects. The first one is an evaluation of what kind of political qualities they show and whether
they fulfill their political responsibilities. The second one objective evaluation, in which the
members of the leadership, middle managers and immediately superior managers of the
department, members of the party committee of the organization, retirees, and
representatives of non-Communist workers among the personnel of the organization to which
the persons being evaluated belonging. The third one is interviews, which generally consist of
field interviews and telephone interviews conducted after fixing the contents according to
actual situations by comparing the contents and concrete standards in order to observe the
political aspect. The interviewees must be at least 10% of the total number of employees.
Surveys can be conducted through an independent specialized agency. The fourth one is
methods used after decisions made through meetings such as discipline inspection and
supervision (£24&¥5%%), patrols, and civil complaint reception(reflection of people's opinions
in the form of letters and visits, etc.), through which the feedbacks provided by departments,
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people's representatives, political negotiation meetings, various media related representatives,
related people, and independent survey agencies are gathered to fix the evaluation as excellent,
passed, or failed to qualitatively express the results and concrete examples are referred to
along with the foregoing results to conduct accurate evaluation. As the fifth one, the evaluation
results are reviewed and decided by the district committee and written feedback is provided
to the party committee of the observing organization and the cadre being observed. The district

party (X %) committee creates a leading cadre political qualities record file and organizes it

on a regular basis to enable tracking and searches in the reverse direction (Hu 2020).

As the criteria for cadres in Chinese public organizations are changing from those that
regarded technical bureaucrats with expertise as important in the past to those that regard
moral cadres as important as examined in Section 3 of Chapter 2 above, it can be seen that
Chinese public organizations’ criteria for evaluation of cadres are changing from those that
regard political aspects as important to those that strengthen practical aspects and in
particular, it can be also seen that President Xi Jinping regards the morality of cadre as
important and regards the political aspect as very important. In addition, it can be seen that
these political and moral standards have been verified by party organizations and
Organization Departments at different levels, and selection is being made accordingly (Ahlers
et al. 2018)

Those cadres who have been fostered with consistent standards through the concrete and
meticulous procedures as such in Chinese public organizations will be able to devote more
efforts to the development of the country and the public organizations. Until now, the South
Korean government and public organizations have not been able to make such concrete and
meticulous efforts to foster public officials. Therefore, it is pitiful that it should be always
difficult to conduct prepared and verified selection of personnel at an important or appropriate
time. If the South Korean government can also introduce a long-term cadre cultivation method
as such and cultivate talents from a long-term perspective, it will be helpful to enhance the
expertise of the manpower of public and government organizations.

IV. Conclusion

South Korean politics is more democratized than China and allows the presentation of a
variety of opinions, and even opinions and demands different from the position of the
government, and it seems that these diverse social demands are taken for granted socially.
Why is it difficult to find and appoint qualified talents in South Korea, which aims for liberal
democracy?

One of the objectives of this study is to examine the process through which the Chinese
Communist Party fosters the core cadres of the Chinese Communist Party and the government
in a very Chinese way, and find out how the Chinese Communist Party improves its ability to
run the country and its ability to manage organizations through the foregoing. This study was
intended to help South Korean researchers who study China and policies better understand
the Chinese Communist Party' while reviewing the cadre fostering and management method
of the Chinese Communist Party accumulated for a long period of time, the policies, systems,
and regulations of the Chinese Communist Party, and cases of Chinese public organizations
and state-owned enterprises. In this study, studies related to the manpower operation of the
Chinese government and public organizations were examined in Chapter 2, and the selection,
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appointment and promotion of cadres, long-term systematic fostering of cadres, and the cases
of Chinese government and public organizations related to the evaluation and verification of
cadres were examined in Chapter 3 to obtain the following results.

First, even in situations where the People's Republic of China was established in China and
the government's policies were changing and developing in various areas, the Party Committee
uniformly guided at organizations at all level, and consistently adopted the management
system in which the Organization Department of the Party Committee and the Government
Personnel Department jointly manage cadres. In particular, the standards of cadre are
changing from those that regarded technical bureaucrats that represented existing types of
Chinese cadres as important to those that regard morality cadres as important, and these
political and moral standards are used to verify and select cadres through party organizations
and Organization Departments at local governments, central governments, and public
organizations.

Second, as can be seen through the 4th plenary session of the 14th Central Committee of
the Chinese Communist Party, the Chinese Communist Party will continue to maintain the
principle that the Communist Party manages cadre with regard to the selection and
appointment of core cadres while making effort to improve the way for the Party to manage
cadres. In particular, the Organization Department of the Central Government of China and
the Organization Department of the Party Committee of the local governments are responsible
for the process of reviewing and evaluating, investigating, and recommending candidates for
cadres, and prior to the appointment/dismissal of cadres, the Organization Department and
the Party Committee evaluate the cadres. As such, the efforts made by the Chinese Communist
Party’s Organization Department and party committees at all level to continuously manage all
processes ranging from the screening to dismissal of cadres is an important aspect that enables
public organizations to carry out continuous and consistent organizational operation and
cadre fostering development in manpower operation. In practice, a method in which the party
committees at all levels guide entirely, and the party committees at all levels the personnel
department jointly manage is adopted.

Third, with regard to the principle that the party manages cadres (& TEZBREN)), the

Chinese Communist Party is in charge of all businesses in China and this principle is observed
in cadre selection and appointment works, too. The Communist Party presents the lines,
courses, and policies for cadres, and the Party organizations manages and recommends
important cadres at state organizations at all levels, supervise cadre works, ensure that cadre
work is carried soundly, and guide and promote the reform of the cadre personnel system.
Fourth, in addition to the Party Cadre system, which is a competitive cadre selection

system, in the reserve cadre system (f5 & T ZB#lE), reserve cadres serve the Communist Party

and core government cadre groups, the Communist Party and organizations at all levels have
strict regulations and procedures for selection, fostering, and appointment of reserve cadres,
and along with the reform of the cadre personnel system, competitive selection is becoming
more important between the selection and appointment of core cadres of the Communist Party
and the government.

Fifth, the process through which the party and the government manage reserve cadres
includes observation and adjustment of reserve cadres, and personnel file management. In
particular, reserve cadres should be regularly observed, and their work situations should be
understood so that the results of observation are used as the basis for the fostering and
adjustment of cadres. in particular, the political level, achievements, and integrity of the
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reserve cadre. The potential should be grasped, and the work situation should be understood
from time to time to use the observation results as the basis for fostering and adjusting the
reserve cadre. Reserve cadres, who have any problem in fields such as the political aspect,
morality, morality and integrity as party members, lack work performance, development

potential or the ability to perform work, are subject to bad public opinions, or lack dignity(&
{8) are excluded from the reserve cadre group. In particular, China, which is a socialist country,
operates a ‘personnel file’ system, and the personnel files for reserve cadres (& TEZF42)

include a summary situation table of reserve cadres (f& & 385 215,51 &), observational data

and cadre fostering plans, democratic recommendation and disclosure situations, democratic
evaluation opinion situations, yearly evaluation situations, and fostering and
reward/punishment situations so that systematic and consistent management of cadres is
possible.

Sixth, a lot of time and effort is devoted to the evaluation of public organizations’
manpower, especially cadres. The Chinese government conducts comprehensive evaluations
of the morality, ability, diligence, and achievements of public officials, and predominantly
evaluates work performance. The evaluation of public officials is conducted objectively and
fairly by leaders and crowds as occasional and regular evaluations. When conducting the
annual evaluation of national public officials, Chinese = public organizations organizes an
evaluation committee and evaluation team, which are non-permanent organizations, and
conduct the under the guidance of the department head.

Seventh, the Chinese Communist Party's cadre appointment/dismissal procedures show
very systematic and consistent aspects. The first one is decisions made through observation
by the Chinese Communist Party’s Organization Department and discussion by the Party
Committee. The second one is the examination of appointments by a higher level organization.
First, the Organization Department of the Party Committee at the same level makes in-depth
observations, and the head and organization sector of the government department in which
the candidate will be in charge of a job, the government head at the relevant level and the cadre
for the practical deputy job present opinions. If consistent evaluation is conducted after
grasping the order of incident as such, it will be of great help to conduct fair personnel
management.

Eighth, in case where a cadre in a public organization is to be promoted to a leadership-
level job, candidates are democratically recommended to select the targets of observation, and
the government organization observes these cadres and suggests placement in the job and a
preparation process may be undergone when necessary. Democratically determining the
subject of recommendation as such and continuing observation at a close distance is thought
to be very important. To that end, the government's continuous and systematic long-term
efforts are important, and the Chinese Communist Party’s willingness to make such effort for
the management of the careers of cadres at public organizations and the effort is thought to
imply not a few things to the South Korean government.

This study was intended to concretely and tri-dimensionally study the human resource
operation method of Chinese government organizations and public organizations from a
theoretical perspective to carry out historical studies of the organization operation of Chinese
government organizations and public organizations and the methodology thereby presenting
a new viewpoint through in-depth consideration and analysis of the Chinese government,
party organizations, and government-invested companies. Second, this study was intended to
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contribute to research in the field of regional studies by conducting concrete and in-depth
studies of the manpower operation method of government organizations and public
organizations surrounding Chinese government organizations, public organizations, and
government-invested enterprises.

There are also problems in the human resource management method of Chinese
government and public organizations. One of the problems with these Chinese public
organizations’ manpower operation systems is that dynamic and systematic management and
effective evaluation are not performed after cadre talents are entered into the talent pool in
the form of personnel files to foster cadre candidate groups. Secondly, rather than open
selection and examination to select cadres that meet political and moral standards, selection
at the internal level of the organization is carried out by the guidance and management of the
party committee. Thirdly, the Communist Party and the Organization Department are
controlling numerous pieces of personnel-related information for the consistent and
meticulous development and management of human resources ranging from reserve cadres to
senior cadres. In order to relieve this problem, it is believed that the Chinese government
should strive to realize human resource development and management based on the rule of
law and system, not human resource management by leaders and organizations represented

by “Rule of man (AJ8)”.

This study was conducted to provide a perspective on how human resources of Chinese
government organizations and public organizations are gradually fostered and selected as
middle-class cadres and high-ranking officials in practical terms. The understanding of how
the unique manpower operation of the Chinese government organizations and public
organizations is carried out through the study as such is thought to be helpful to investors who
invest in China and hands-on workers of companies interested in Chinese government
organizations, public organizations, and government-invested enterprises in the process of
enhancing their understanding of Chinese government and public organizations and making
mid-long-term decisions.

Despite the efforts and studies as such, this study did not include consideration on how
the trend of changes as such affects the operation of human resources in public organizations
of the Chinese government and the Communist Party in relation to the recent Fourth
Industrial Revolution surrounding the Chinese industry and economic sector, and what new
efforts are made by the Chinese government and the Communist Party to foster cadres while
being affected as such. In addition, this study did not consider how such changes in external
environments affect the management of cadre personnel files. Through studies that will be
conducted hereafter, these two parts will be considered in-depth. This study considered the
long-term cadre fostering methods of Chinese public organizations and it is hoped that this
study will be helpful to studies of expert fostering by South Korean public organizations and
government organizations and related fields.
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