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THE EVOLUTION AND DEVELOPMENT OF CHINA'S PUBLIC ADMINISTRATOR SYSTEM
IN THE CONTEXT OF DIGITAL TRANSFORMATION: A CASE STUDY OF HANGZHOU

Background.Under the wave of global digitalization, governments are reshaping public management. China has made
digital government a national strategy, but policy implementation relies on public administrators. This paper aims to explore the
evolution and innovation mechanism of China's public administrator system in the context of digital transformation, and analyzes
it by taking Hangzhou as an example.

Methods.This study mainly adopts a combination of literature research, historical method, comparative method,
comprehensive analysis, and case study. The historical method is used to trace the institutional evolution of China's public
administrator system from the "unit system" to the "post system." The comparative method allows cross-regional comparison
between Hangzhou and other provinces, highlighting local innovation characteristics. The comprehensive method integrates
multi-source data (policy texts, reports, and digital platform outcomes) to synthesize a holistic understanding of institutional
transformation under digitalization.

Results.Chinese public administrators are divided into on-the-job and non-staffed, and the personnel are divided into
administrative and career establishments, and the way of entry affects career development. The digital transformation of
Hangzhou has significantly promoted the adjustment of job setting and staffing. For example, "City Brain 3.0" introduces Al
models to improve administrative efficiency. The digital management platform for civil servants has improved the efficiency of
personnel management. The reform of "one thing at a time" of government services reduces administrative posts and supports
the reuse of establishment. Hangzhou has also trained administrators in digital capabilities through Zhejiang University, and
established a "dynamic staffing pool" and a "digital talent pool" to solve cross-departmental collaboration problems and improve
the efficiency of emergency response and task execution.

Conclusions.The Hangzhou model has formed a collaborative governance innovation model of "platform + talent +
system". However, its promotion faces challenges: high dependence on the high-end talent market and large salary gap inside
and outside the system. Generalization is limited, and Hangzhou's success depends on its digital economy foundation, which is
not suitable for underdeveloped areas. In addition, the risk of "data-only" cannot be ignored, which may lead to excessive focus

on quantitative indicators and neglect of humanistic care.
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Background

The Chinese government attaches great importance to
digital transformation. In 2015, the State Council of China
issued the "Action Plan for Promoting the Development of
Big Data", which elevated big data to a national strategic
resource for the first time, and clearly required breaking
down departmental barriers and promoting the integration
and sharing of information platforms (Action plan for
promoting big data development, 2015). In 2021, the "14th
Five-Year Plan for Promoting National Government
Informatization" once again listed the construction of digital
government as a key task, and proposed to build a new
government system with data resource sharing as the core
and online government services as the mainstream (The
14th Five-Year Plan for Promoting National E-government,
2021). Under the guidance of this policy, reforms such as
"running at most once" and "one network" have been
deepened, and breakthroughs have been made in the
construction of digital government affairs.

However, no matter how advanced the technology
platform is, it is the "executive center" of public administrators
that ultimately undertakes and implements policies. Based
on this, this paper will systematically discuss the evolution
logic and mechanism innovation of China's public
administrator system based on the era of digital
transformation, focusing on the case of Hangzhou, and
provide reference for the reengineering of the personnel
system in the construction of digital government in China.

Purpose. Based on the Hangzhou case, this paper
further proposes methods to improve China's public
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administrator system under the broader context of digital
innovation. Firstly, this paper will sort out the current
institutional framework of establishment management,
functional classification and performance evaluation from
the macro level, and reveal the profound impact of digital
reform on personnel structure and job setting. Furthermore,
taking Hangzhou as a typical case, focusing on its practical
measures such as building an "urban brain" and adding Al
digital special courses, it analyzes its achievements and
challenges in adding digital professional positions, fully
using Al digital humans, building dynamic compilation pools,
and incorporating digital literacy into performance appraisal.

Literature Review. In the field of digital government
research, global scholars have conducted in-depth
discussions on the public administrator system from
multiple dimensions such as system evolution, capacity
building, performance appraisal, and case evidence.
Internationally, the OECD systematically expounded in its
Digital Government Policy Framework that the construction
of digital government should pay attention to both
technology platforms and personnel governance, and
proposed the establishment of a digital literacy training
system, cross-departmental collaboration mechanism, and
data-driven performance appraisal system (The OECD
Digital Government Policy Framework, 2020). The United
Nations E-Government Survey 2022 assesses the service
coverage and inclusiveness of digital government based on
193 countries around the world, pointing out that digital
transformation must balance "technological accessibility"
and "human-centric factors" (United Nations E-Government
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Survey 2022 ..., 2022, pp. 183-186). In addition, Chinese
scholars have conducted a lot of research on China's
public administrator system and digital government
construction. Wang Lefu (2003) sorted out the historical
context of the transformation of Chinese administrators
from the "unit system" to the "post system", and pointed out
the key role of classified management in improving
government efficiency. Zhou Zhiren (2014) analyzed the
relationship between personnel selection mechanism and
administrative efficiency through empirical data, and
proposed that the linkage between recruitment, rotation
and performance can significantly improve the quality of
grassroots governance. Wang Xiang, & Yu Xiao (2023)
examined the stressors and performance of grassroots civil
servants in digital reform from the perspective of
organizational behavior, and provided theoretical support
for personnel incentive mechanisms in the digital age.

In terms of digital capability and performance appraisal,
Xu Feng (2020) studied the dual drive mode of Chinese
and technology in the digital construction of "local
governments”, and proposed that talent training and
technology application processes must be designed
simultaneously. Cao Qinglong, & Zhang Jinchen (2022)
conducted a follow-up study on the practice of cadre
training and assessment in the reform path of local
governments' "one network office” and "run at most once",
and found that the problems of uneven distribution of
training resources and single assessment orientation need
to be solved urgently.

Although the above studies have achieved relatively
good results in macro system design and capacity
mechanism construction, there is little literature focusing on
the systematic analysis of "how to reconstruct the system
of specific urban public administrators in the wave of
digitalization". Taking Hangzhou as an example, although
Liang Zheng (2021) evaluates the technical architecture
and management effectiveness of the "City Brain" project,
there is still a gap in combing its experience in the linkage
of staffing increase and decrease, the construction of
dynamic staffing pools, and the reconstruction of
performance appraisal indicators. Therefore, this paper
intends to fill the research gap in the evolution of local
public administrator system under the background of
digitalization through in-depth case studies on the basis of
previous research.

Methods

This study mainly adopts the method of literature
research and case study, in order to summarize the
institutional innovation path of universal significance while
deeply analyzing Hangzhou. First, by systematically sorting
out the policy documents and official reports publicly
released by the central government, Zhejiang Province and
Hangzhou Municipal Government, macro data and
institutional texts in digital government construction and
public administrator management are obtained. For
example, the "Action Plan for Promoting the Development
of Big Data" and the "Digital Government Policy
Framework" provide first-hand information on policy
evolution for this study. Secondly, this paper uses the case
study method to focus on Hangzhou and track the
personnel system adjustment of the "urban brain" from
2018 to 2024. Through an in-depth analysis of the policy
details and implementation effects of key measures such
as dynamic compilation pools, the addition of digital posts,
and the reconstruction of performance appraisal indicators,
we can gain insight into the interaction between
technology-driven and organizational management.

Results

First, this paper will sort out in detail the overall
composition and hierarchical distribution of public
administrators in China.

In China, public administrators are divided into two
parts, one is in the staff, and the other is non-staffed, and
there is a difference between the two (tab. 1), and the staff
is divided into administrative staff and career staff, and
there is also a difference between the two (tab. 2).

Public administrators in a narrow sense usually refer to
staff with formal staff; In China, it is not easy to obtain a
compilation, and different admission paths will profoundly
affect the future development trajectory — in general, the
enroliment method has roughly determined the upside and
career prospects of individuals in the system. (Table 3 for
the differences between different selected students, and
Table 4 for the differences between national examination,
provincial examination and Table 5 for the differences
between municipal examination and public institution
examination).

Table 1

Differences between current and non-registered personnel

Dimension Staff

Non-staffed

Legal status

Management of Public Institutions)

Included in the establishment of civil servants or public
institutions, their status is protected by national laws (such as
the Civil Servants Law and the Regulations on the Personnel

It does not belong to the establishment, but exists in
the form of a contract, and is governed by the Labor
Contract Law or service agreement

Management It is managed by the organization, human resources and social | The employer directly hires or entrusts the labor
security, and the compilation office, and needs to pass the civil | service company, and the management process is
service examination or open recruitment by public institutions simplified and flexible

Job stability strong stability, in principle, "follow the person”, and the | The contract period is short (mostly 1-3 years), there
dismissal procedures are strict; It has institutional guarantees | is no promotion system, and whether to renew or not
such as retirement and transfer depends on the needs of the unit

Benefits The salary includes basic salary, performance, allowances, | The salary is relatively low, the benefits are limited,

care, and public leave

year-end bonuses, etc., and enjoys statutory benefits such as
five incomes and one housing fund, publicly-funded medical

and the five social inconveniences, one housing fund
and holidays are implemented according to the
contract

Responsibility
assessment

promotion and salary adjustment

Undertake core functions such as policy formulation and
administrative law enforcement, and assess the impact of

Engaged in auxiliary or temporary work, the
assessment results determine the renewal and
remuneration
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Table 2

The difference between administrative personnel (i.e., civil servants) and career establishment personnel

Dimension Administrative staff (i.e. civil servants) Career staff
Legal basis Civil Servants Law of the People's Republic of China Regulations on the Personnel Management of Public
Institutions
Employers State administrative organs (ministries and commissions | Public institutions established with the approval of the
of the State Council, provincial, municipal and county | State Council or local governments (schools, hospitals,
governments and their dispatched agencies) scientific research institutions, etc.)
Functional Perform state administrative functions, such as the | Provide public services such as education, science and
positioning implementation of laws and regulations, administrative | technology, culture, and health

law enforcement, and public policy implementation

Recruitment
method

Civil service examination (national examination,
provincial examination, municipal examination), selection
and transfer of students (divided into central selection,
targeted and non-targeted), special recruitment plan
("three supports and one support" personnel transfer,
college student village officials, volunteers of the Western
Plan, special project for retired soldiers).Serve grassroots
project personnel)

Public recruitment by public institutions (including
recruitment examinations or interviews)

Management

The organization department + compilation office "dual
management", the implementation of the parallel system
of administrative level and rank

The human resources and social security department is in
charge, and some units are managed with reference to
civil servants

Promotion and

With political quality, professional ability, and annual

According to job requirements and performance appraisal,

assessment performance as the main assessment elements, | the promotion channel is relatively narrow and relies on
mechanism promotion is subject to job and rank review professional title review

Salary Civil servants enjoy special benefits such as allowances | Personnel in public institutions are paid according to the
structure and subsidies, performance-based wages, various year- | salary standard of the institution, and the performance

end bonuses, and medical care for civil servants

incentive ratio is low

Organizational

It is subordinate to the administrative organ system and

Subordinate to the public institution system, the party

affiliation accepts the dual leadership of the party and government organization plays a leading role in the unit
Table 3
Differences between different selected students
Dimension Central selection and transfer students Targeted selection and transfer Non-targeted selection
students students

Definition The Organization Department of the CPC | The organizational departments of all | All provinces are open to
Central Committee organizes and selects | provinces (municipalities and autonomous | colleges and universities
fresh graduates from some "double first- | regions) will select outstanding graduates | across the country, and
class" colleges and universities, and is | from some colleges and universities, | fresh graduates can apply
promoted after entering the grassroots work | generally targeting specific universities | freely, which is the most
of central ministries and commissions, state | and majors to serve key areas or units in | common selection method.
organs or key provinces, autonomous | the province
regions and municipalities

Selection Organization Department of the Central | Provincial Organization  Department | Provincial Organization

unit and Committee of the Communist Party of | Limited Colleges and Universities | Departments National

scope China Nationwide (limited to a few | (Orientation) Outstanding fresh graduates | Colleges and Universities
universities) Fresh graduates of "double | of orientation colleges and universities Open Application for All
first-class" universities such as Tsinghua eligible fresh graduates
University and Peking University

Selection Organized Department of the CPC Central | Each province has its own proposition or | Qualification review is

procedure Committee Individual Proposition Written | uses the national examination/provincial | carried out simultaneously
Test + Interview Strict Political Review + | examination to recommend colleges and | with the provincial civil
University Recommendation universities + political review service examination

Training and | Grassroots positions in the central or key | Grassroots civil servants in counties and | Grassroots civil servants

promotion areas have clear promotion channels, and | townships have more opportunities for | need to be promoted

paths priority is given to promotion and key | promotion "one-on-one" follow-up training | through competition, general
training, and may be temporarily assigned management, and training
to the Organization Department of the
Central Committee

Table 4
Differences between national examination, provincial examination
. . National Examination Provincial Examination
Dimension

(National Civil Service Examination)

(Provincial Civil Service Examination)

Organizational unit

Bureau)

Central Civil Service Authority (State Civil Service

provincial civil servant departments

Exam time

The written test is held around November every year

Written test in March — April or October every year

Preparation type

Establishment of civil

edition)

servants (administrative

Establishment of civil servants (administrative edition)
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Ending table 4
. . National Examination Provincial Examination
Dimension

(National Civil Service Examination)

(Provincial Civil Service Examination)

Exam content

Behavioral test + application + some professional
subjects

Behavioral test + application + local characteristic
questions

Recruitment target

For the whole country, some positions are limited to
fresh graduates or special plans

Most of them are for the household registration or place of
origin in the province, and some are not limited

Job level Central ministries and commissions, provincial and | provincial, prefectural, municipal, county, district, township
central vertical management units units

Difficulty and High (average admission ratio is about 1:60, popular | Middle and high school (fierce competition, some positions

competition positions are 1,000 to 1) are higher than the national examination)

Recruitment Written test — interview — physical examination — | Same as above, organized by the provincial level

process political review — publicity

Development The promotion path is clear, and there is an | The promotion speed varies greatly due to regional

prospects advantage of the "ministry system" differences, and some grassroots are slow to promote

Stability in work

Extremely high (iron rice bowl)

high

Table 5

Differences between municipal examination and Public institution examination

Municipal Examination (Prefectural

Dimension and Municipal Special Recruitment)

Public institution examination

Organizational unit
bureaus in various cities

Organize human resources and social security

local human resources and social security bureaus or
competent units

Exam time Irregular (depending on region) Irregular
Preparation type The establishment of civil servants is the mainstay, Business (full/differential allocation, partial contract
and some areas include public or career staff system)

Exam content It is usually consistent with the provincial

examination

Job test + comprehensive (or application) + professional
knowledge (depending on the position)

Most of them are limited to local household
registration/student source/education/age

Recruitment target

Positions are flexible, partly limited to local or specific
majors

Job level Mainly grassroots units in prefectures, cities, education, medical care, scientific research, culture and
counties and townships other public welfare institutions

Difficulty and Medium (locally oriented, small range, relatively low Relatively low, but the competition for popular positions is

competition heat) also fierce

Recruitment Same as above, organized by the municipal level Written test — interview — physical examination, political

process review of some positions

Development Promotion is slow and opportunities are few Promotion is slow, management positions are limited

prospects

Stability in work High Higher, some units contract system

Salary Localized treatment, some of which include "food Generally slightly lower than civil servants, stability and

and accommodation” or supernumerary performance

benefits vary from unit to unit

In terms of hierarchical distribution, according to the
Civil Servants Law of the People's Republic of China, the
parallel system of civil servants' positions and ranks has
been fully implemented since 2019. The leadership
positions are divided into: national level main position,
national level deputy position, provincial and ministerial
level official position, provincial and ministerial level deputy
position, department and bureau level official position,
department and bureau level deputy position, county
department level deputy position, county department level
deputy position, township section level head position,
township section level deputy position. The rank sequence
of comprehensive management civil servants is divided
into: first-level inspector, second-level inspector, first-level
researcher, second-level researcher, third-level researcher,
fourth-level researcher, first-level chief clerk, second-level
chief clerk, third-level chief clerk, fourth-level chief clerk,
first-level clerk, and second-level clerk. "Position" is a job
title in the unit, reflecting the size of management
responsibilities.

"Rank" is the level treatment of civil servants, which
reflects qualifications and abilities, and is more related to
"salary" and "honor". A civil servant may have no position,
but may have a rank.

There is a similar hierarchical division of public
administrators, but there is no such hierarchical division for
public administrators without establishment.
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Secondly, the adjustment of job setting and staffing
driven by digital transformation is particularly significant.
Today, Hangzhou's "City Brain 3.0" is creating "digital
intelligent civil servants" by introducing Al models such as
DeepSeek-R1 — they can complete tasks such as official
document generation, one-click typesetting and automatic
analysis and reporting, and improve the work efficiency of
administrative staff to a very high level (such as "one-click
reporting efficiency increased by 80 %)". This shows that
the government is transferring functions in digital positions,
from traditional posts to skilled posts.

In addition, the Hangzhou Civil Servant Digital
Management Platform has integrated the basic information
of more than 1,500 institutions and more than 48,000 civil
servants at the municipal and regional levels, realizing
"one-click application, one-network joint office, and 30-
minute approval completion" for recruitment approval,
transfer, retirement, salary allocation and other matters.
This transformation effectively reduces paper forms,
material submission and multi-departmental joint processes,
which is of great significance to improving the efficiency of
institutional and personnel management, and reflects the
momentum of preparation and management innovation
under digital transformation.

As of November 2022, the integration of government
service forms in the province has reached 79.2 %, and
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such "process reduction" has released a large number of
administrative resources (such as administrative window
positions), which may be diverted to digital skills positions
or platform maintenance. This kind of institutional logic
strongly supports the policy concept of "increase-decrease-
linkage, preparation and reuse".

Third, the digital transformation of ability training and
performance appraisal mechanisms provides an
institutional guarantee for the continuous growth and
efficient implementation of administrative personnel.
Zhejiang University in Hangzhou, through its College of
Continuing Education and the National Cadre Education
and Training Base, has long customized and implemented
special training on big data, artificial intelligence and digital
government for party and government organs, with courses
based on theory + case + practice, and using face-to-face
and online hybrid teaching; After completing the required
hours and passing the completion assessment, students
can obtain a certificate of completion of continuing
education issued by Zhejiang University; For technical
professional qualifications (such as digital technology
engineers), there is also a unified industry/provincial level
assessment process. Whether these trainings are
"included in the performance weight" or directly affect
promotion needs to be checked by the specific employer or
local organization department.

Fourth, the construction of cross-level and cross-
departmental  coordination mechanisms has truly
implemented digital reform. In order to solve the problems
of "departmental walls" and "information islands" in the
traditional system, Hangzhou has innovatively established
a "dynamic compilation pool" and a "digital talent pool".
The Municipal Party Committee Compilation Office can
quickly deploy professionals such as "data specialists”,
"platform operation and maintenance"” and “intelligent
operation and maintenance" from the pool according to the
needs of major projects or emergencies, without changing
their original affiliations, which greatly improves the
efficiency of emergency response and key task execution.
The digital talent pool uses the information system to unify
the coding and dynamic update of administrative personnel
with digital background and training experience in the city
to achieve accurate matching and intelligent scheduling of
"people-post-thing".

To sum up, the public administrator system in
Hangzhou has formed a set of "platform + talent + system"
collaborative governance innovation model in the context of
digital transformation: first, by adding digital professional
positions and reducing traditional affairs posts, a flexible
and efficient establishment and management framework is
built; second, relying on the special courses and visual
performance boards added by Zhejiang University, a
closed loop of "digital literacy-ability training-performance
incentives" is built; third, use the "dynamic compilation
pool* and "digital talent pool" to open up cross-
departmental collaboration channels and improve the
efficiency of emergency and normal government affairs
execution; Fourth, adhere to the unified leadership of the
party and government and pay equal attention to the
professional division of labor, and release the innovation of
professionals while ensuring political efficiency. The above
experience not only provides "people" support for
Hangzhou to continue to deepen the construction of digital
government, but also provides a system model and
operation path for other cities across the country to learn
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from in the process of promoting the digitalization of public
administration.

Discussion and conclusions

Although Hangzhou has achieved remarkable results in
the innovative practice of the public administrator system
in digital transformation, its experience still faces some
challenges and limitations in the promotion process.

First of all, dependence on the high-end talent market is
the primary challenge it faces. The continuous supply and
high-quality operation of digital professional positions
depend on the introduction and training of high-end
technical talents. At present, the number of appointment-
based civil servants is relatively limited, and the gap
between market-oriented salaries and in-institutional
salaries makes it challenging to continue to attract and
retain top digital talents in the public sector. In the future,
itis necessary to further explore and expand talent
introduction and training channels, and establish more
competitive salary and incentive mechanisms.

Secondly, there are bottlenecks in the universality of
promotion. The success of the Hangzhou model is largely
due to its deep digital economy foundation and strong
technical support. This model puts forward higher
requirements for technical conditions and network
environment. In economically underdeveloped areas or
weak links at the grassroots level, the effectiveness of
online training, the accuracy and real-time of data
visualization and monitoring may be restricted, resulting in
a significant reduction in the effect of reform. Therefore, it
is necessary to adapt to local conditions and avoid "one-
size-fits-all".

Finally, the risks of "data-only" cannot be ignored. While
incorporating digital metrics into performance appraisals
can be effective in motivating people, it can also lead to
executives focusing too much on quantifiable data and
neglecting hard-to-quantify but equally important tasks,
such as coordination of complex issues, interpersonal
communication, and human care. This can lead to
simplified and formalized administrative work. How to
maintain a balance between quantitative evaluation and
humanistic value is an issue that needs to be continuously
paid attention to and solved in future reforms.

Overall, this study has successfully achieved its initial
objective — to explore the evolution and innovation
mechanisms of China's public administrator system under
digital transformation, using Hangzhou as an empirical
case. Through historical and comparative analysis, it
verified that digital governance reform directly reshapes
personnel  structures, training mechanisms, and
performance systems. The Hangzhou case confirms that
the combination of digital talent pools, platform-based
coordination, and institutional innovation can effectively
enhance administrative efficiency. However, the research
also reveals that these mechanisms require local
adaptation in less developed regions. Therefore, it is
recommended that future reforms expand pilot programs in
other provinces, strengthen cross-regional digital talent
exchange, and institutionalize continuous evaluation of
public administrators' digital literacy.

Sources of funding. This study did not receive any grant from
a funding institution in the public, commercial, or non-commercial
sectors.
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KuiBcbkui HauioHanbHUIA yHiBepcuTeT imeHi Tapaca LUeBuYeHka, KuiB, YkpaiHa

EBOJIOLUIA TA PO3BUTOK CUCTEMU KAJPOBOI'O 3ABE3MNEYEHHSA AEPKABHOIO YMNPABIIHHA KUTAIO
Y KOHTEKCTI LU®POBOI TPAHC®OPMALUII — MPUKNAL MICTA XAHYXOY

B cTyn. HazonoweHo, wo Ha mni anobanbHoi xeuni yugposizayii ypsadu ecbo2o ceimy 3miHoomb depxasHe ynpaeniHHA. Kumai 3po6us
yugppose ynpaeniHHS HayioHanbHOI cmpamezieto, ane peanizayiss nonimuku 3anexums 8i0 nepcoHasny Oep)xasHo20 ynpasesiHHs. [locnidxeHo
MexaHi3mu eeosoyii ma iHHoeauili cucmemu kadpoeozo 3abe3neyeHHs1 OepxasHoz20 ynpaeniHHa Kumaro y koHmekcmi yugppoeoi mpaHcgopmauyii
Ha npuknadi XaH4xoy.

MeTtonaun. [lepesaxHo eukopucmaHo MOEOHaHHA JlimepamypHo20 OOCiOXKeHHsl, icmopu4YyHo20 Memody, MopieHANbLHO20 Memody,
KOMM/IEKCHO20 aHasily ma eu8YeHHSI KOHKpemHux eunadkie. IcmopuyHuli mMemod eukopucmosyembcsi Ons eidcmexeHHs iHcmumyuyitiHoi
esosoyii cucmemu AdepxxasHoz2o ynpaeniHHa Kumaro eid "cucmemu nidpo3dinie” Ao "cucmemu nocad”. [MopieHsnbHUli Memod do3eosisie
nposodumu MixpezioHanbHe NOpPi8HSIHHSI MiX XaH4)X0y ma iHWuMu NpoesiHyismMu, euceimtoro4u ocobnusocmi micyesux iHHosauyil. KomnnekcHul
MemoOd iHmezpye GaHi 3 pi3Hux Axepen (mekcmu nonimukie, 3eimu ma pe3ynsmamu yugpoeux nnamgopm) 0ns cuHme3sy YinicHo2o po3yMiHHs
iHcmumyuitiHoi mpaHcghopmauii 8 ymosax yudgposizauii.

Pe3ynbTaTtu. OkpecrneHo, wo nepcoHan depxaeHo20 ynpaeniHHsa Kumaro knacugpikyembcs siKk npayieHuUk Ha po6o4yomy micyi ma nosa
HuMm. [lepcoHan Ha pob6o4omy Micyi makox Knacugikyembcss siKk adOMmiHicmpamueHuli ma OJepxaeHull iHcmumyyiliHul, a wnsixu (020
npayeenawmyeaHHs1 enauearomb Ha pPo3e8umok kap'epu. Ljugppoea mpaHcghopmauyisi XaH4Koy 3Ha4yHO crpusiia CMeopPeHHIo po6oyux micyb ma
kadpoeum 3miHam. Hanpuknad, "City Brain 3.0" 3anpoeadxye modesni wmy4Ho20 iHmenekmy Ans nideuwjeHHs1 aOMiHicmpamueHoi egpekmusHocmi.
Mnamdpopma yugppoeozo ynpaesniHHA OepxkasHOIO cryx60t0 nidsuulye egpekmusHicmb ynpaeniHHs nepcoHanom. Pegpopma "eduHozo eikHa
o6cny2oeyeaHHs1" AepxasHUX MOCJy2 CKOPOYye KinbKicmb adMiHicmpamueHux nocad ma nidmpumye noemopHe eUKOPUCMAaHHSI MepcoHary.
XaH4)xoy makox eukopucmae YHieepcumem YxeussiH Onsi Hae4yaHHs1 aOMiHicmpamueHo20 nepcoHasny yugposux Moxusocmel ma cmeopus
"QuHamivyHuli kadpoeuli nyn" i "yugpoeuli kadpoeulii nyn" ons cmeopeHHs1 Mixeidom4ol crienpayi ma Nokpauw,eHHs1 egpekmueHocmi peazyeaHHs
Ha Had3euyaliHi cumyauii ma eUKOHaHHs1 3ae0aHb.

BucHoBEKMU. BusHayeHo, wjo Modesnib XaHWxoy chopmyeana iHHoeauiliHy Modenb ynpaesiHHsl, sika iHmezpye "nnamgopmy + manaHm +
cucmemy". OOHak i wupoKe enpoead)XeHHsi cmuKaembcsi 3 mMpyGHow,aMu: 8UCOKOHO 3asleXXHicmio 8i0 PUHKY eucoKokeasighikoeaHux manaHmie ma
3HaYHUM POo3pueoM y 3apobimHiii nnami ecepeduni ma nosa cucmemoro. Ii yHieepcanbHe 3acmocyeaHHs1 o6MexeHe, OCKINbKU ycnix XaH4yxoy
3anexums gid lio2o Yughpoeoi eKOHOMIYHOi OCHOBU ma He 3acmoco8yembCcsi 00 MeHW POo38UHEHUX pezioHie. Kpim mozo, He cnid izHopysamu
pu3uk nioxody "nuwe Ha ocHoei daHux", OCKiNbKuU ye Moxe npu3eecmu Ao HaOMIiPHO20 aKyeHmy Ha KinlbKiCHUX rMoka3Hukax 6e3 ypaxyeaHHsl
2yMaHiCmu4YHuUX MipKyeaHb.

KnwuyoBi cnoBa: Kumal, yugppoee epssdysaHHsi, depxkasHuli aOMiHicmpamop, yugposa mpaHcgopmayis.
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