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ABSTRACT 
. 

I 

At the end of 1967, the Chinese government promu l ga ted an 

administrat ive decree on delegat ion of author ity, and esta bl ished 

the P er s onne l Bureau d irect ly under the Execut ive Yuan . These two 

occurrences, f rom the admin istrat ion point of view, are mi les ton�s in 

the renovat ion of the Chinese Republ ic in modern his tory . 

The a im of these a ct ions is to improve the conduct of govern-

ment and in sp ire ef f ic iency in government per sonne l--problems 

en countered in government . P rogress  invo lves the ana lys is of theor ies 

of pub l ic administrat ion as wel l as the pra ct ica l problems pre sent ly 

ex ist ing in the government . The s cope· of this thes is does not permit 

cons iderat ion of t he prob lems of the government and government per -

sonnel in their en t ire ly . The ma in des cr ipt ions are concent ra ted on 

the fo l lowing : 

A .  The pr ob lems encountered : the ba ckground and cau se of 

the exi s t ing per s onne" l ad�in istra tive system in the govern-

ment, a nd how to a f fect to the f ield of personne l problems . 

B .  The concrete content of the ma jor change in the per sonne l 

or ganizat ion in 1967., and how these act ions might d ispel 

the diff icu l t ies in the Chinese bureau cr acy . 

i i i  
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II 

The study is ba sed on the a s sumpt ion tha t  Ch inese governmenta l 

organiza t ion for ms and pract ices cou ld be compa red with the pract ices 

of the Western nat ions and with the p res cr ipt ions and des cript ions of 

lead ing textbooks and monographs . Certa in d iffer ences in the Chinese 

sy stem might then prof it ably be redres sed t o  conform t o  the Wes tern 

model . Consequen t ly, the study f irst comp a res practices with the model . 

Certa in of the des cr ipt ion s of the Ch inese pract ices and mode of or gan­

iza tion a re based upon my own t rans lat ion of Chinese s tud ies,  report s,  

and documents . Extens ive use was a ls o  made of data  obta ined in a 

1963 s amp le survey of the Chinese bureauc r a cy conduc ted by Profes s or 

Chang for the Chinese A s s ociat ion of Pers onnel Adm in is t r a t ion . 

III 

The thes is is deve loped in f ive chapters of which the f irs t is 

emp loyed to s et out a shor t des cr iption of the trad it iona l examinat ion 

s y s tem and the organ izQt ion of the government . Chapter II des cr ibes 

the chara cter i s t ic s  of the present bu reaucracy and examines the admin­

is t r a t ive pr oces s a nd per s onne l ma chinery . The third chapter focuses 

on current prob lems in per sonne l mana gement and the fourth des cr ibes 

the major chan ges  occurring in 1967 a s  a resu lt of an ex tended re­

or gan ization s tudy . Chapter V sets ou t a br ief conc lus ion and a set 

of recommendat ions . Find ings made in the thes is  inc lude the f o l l owing : 

The fact tha t execut ives do not want to de legate au thor ity to 

their workers is d irec t ly re la ted t o  the cent r a l ized type of or gan iza t ion. 
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O�e of the purposes of adopt ing centra l iz a t ion is to ma inta in control 

over the machinery of admini s t r a t ion . For this rea son, execut ives 

have t o  depend pr ima r i ly on a bod y of prec ise, comp l ica ted laws and 

ru les . However , before l ong the laws and rules f a i l  to act  a s  a re­

stra in t  upon worker behavior and the execu�ives res or t to the he lp 

of c onf ident ia l appo intments . This pra ct ice dis rupt s the per s onnel 

sys tem, b locking out oppor tun ities f or other workers t o  get promot ions, 

and in turn , deepening the ir sense of d is s a ti s fact ion with the organi­

zat ion . As  a res u lt, the s itua t ion i s  made wor se with respect to ef f i­

ciency and worker performance. 

On t he other hand , the independence and power of the pers onne l 

orga n iza t ion over adminis tra t ion causes a dup l ica t ion of supervi s ion 

over per s onne l workers and resu l t s  iri con f lic t s  between the adminis­

trat ive or gan izat ion and the examinat ion sys tem, thus brea king down 

the integr a t ion of admin is trat ive au thor ity in an important aspect of 

pers onne l administrat ion. The ina dequate sys tem and improper ru les 

are left untouched and even good ru les a re on ly on paper and are not 

rea l is t ica l ly pr act iced . As a resu lt, exam inat ion s  a re d ivor ced from 

emp loyment and young and able peop le are prevented f rom enter ing govern­

ment serv ice . Eff iciency eva luat ion is but a forma l ity , a nd el imina t ion 

of the ineff ic iency is impos�ib le . Under such circums tances , it is 

usele s s  to ta l k  about the improvement of the qu a l ity of worker s. 

A l l  these f a c tors are s omething l ike a cha in cons is t ing of a 

series o f  r ings wh ich have bound the government a gen c ies s o  t ight ly 

t hat  t here is no room fo r their movement . Th is cha in of rea ct ion s 
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con s t itutes  the ve ry prob lems ex ist ing in the adminis tra t ive ma chinery . 

Th is bind ing cha in can be broken only through the reorgan iza tion and 

re-orient at ion of pers onnel mana gement . Tha t is why , in 1967, the 

Chine se government adopted two mea surements  des igned to ad ju st the 

author ity as it rela tes to the ma ch inery of organ iz at ion .  One is the 

sys tem of d e l e gat ion of authority , based on the importance of pos it ion , 

which is be ing re a l ized through d ivis ion of respon s ib i l ity . The other 

is the trans ference of authority i� the f ield of pers onnel through the 

e s t ablishment of the P ersonne l Bure au . It is pred ict able.that the two 

me a sure s wi l l  produce promis ing ef fects , for both are not only d ire cted 

toward the need s of government, bu t also are cons is tent with t heoret ica l 

princ iple s of administrat ion .  
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CHAPTER I 

I. INTRODUCTION 

A. A BRIEF STATEMENT ON THE TRADITIONAL EXAMINATION SYSTEM 

The examination system for personnel selection in China has had 

a long history and has been highly valued. The system was first con­

ceived by Emperor Kao Tsu of the Han dynasty when he came into power 

in 206 B. c. His son, Emperior Wien Ti (179 B. C.), advanced the con­

cept by requesting his minister to recommend virtuous and qualified 

persons to become officials. However, it was not until 132 A. D., 

during the reign of Emperor Shun of the Han dynasty, that formal 

examinations were adopted as a system of selecting officials. 

In the Wei period (220-264 A. D.), special officials known as 

Chung Chang were charged with discovering men of talent and holding 

them in reserve for possible service in the government. This reserve 

was graded into nine classes by periodical examinations. 

During the Sui dynasty (581-618 A. D.), the system of examina­

tion was further improved. Under the new system, successful candi­

dates were given the degree Chin Shih which opened the door to a 

government career. Successful candidates were either assigned to 

the Han Lin Yuan (Imperial Academy) for further study or appointed as 

apprentices to government functionaries. Not infrequently they were 

appointed district magistrates. The Han Lin Yuan, to which.only a 

1 
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handfu l of candidate s  w a s  admitted , be came a r e s e rvoir from which 

. prime ministe r s  and ministeria l officia l s  were drawn . Once the 

p rinciple of open competitive examination s wa s e s tab lished , cand id ate s 

offered themse lves f re e ly . The government depended heavily on this 

system . 

A l ong  with the growth of the s ystem of examinations , go ve rnment 

s choo l s  came into bein g .  P romising young men were admitted to the s e  

schoo l s  and pa rticipated in annu a l  examinations . Thos e who did we l l  

were a ppointed to pos itions in the gove rnment . 

During the Tang dyn a s ty ( 618- 9 35 A .  D . ) , examinations covered 

many sub jects , inc luding cla s sica l l earning , history , literatur e ,  law , 

ca l ligraphy and mathematic s . Candidates  who pres ented thems e lves to 

the Ministry of Rites ( s ic) fo.r examination were genera l ly of two 

kind s :  ( 1 ) tho s e  recommended by dis trict magistrate s , after they had 

pa s s ed pre limin a ry examination , and ( 2 )  those graduated with honor s 

f rom government s choo ls . C a ndidates who p a s sed were  entitled to p ar­

ticipate in another examina'tion given by the Ministry of Civil Office 

prior to their a s s ignment to officia l pos itions . 

This system continued into the Sung dyn a sty ( 9 60 - 12 79 A .  D . )  

without any ma j or change , but the examination proces s became more e l ab­

orate . C a ndidate s re commended by ma gistrate s were required to ta �e a 

pr e limin a ry examination befor e  they s at f or their third s chola stic de­

gre e  in the exa mination he ld in the ca pita l by the Ministry of  Rite s .  

Thos e  who pa s s ed this n ation-wide competitive examination we re awarded 

the degree of Chin S hih and were admitted to a re-examination supervis ed 



by the Empe ror . The le aders in the f ina l examinat ion cou ld be 

appointed to gove rnment pos ts . 

3 

The f o l l owing changes took p l a ce in the ex aminat ion sys tem 

dur ing the Sung dyna sty : ( 1) Interpr etat ion of th e c la s s ics and e s s a y 

wr iting began to be u s ed in pre ference to the poetry compos it ion of 

the Tan g dyna sty; ( 2) supervis ion became s t rict er; and ( 3) t�e quota 

of e l igible  cand ida te s  was much higher . 

During the Ming dyna sty ( 1 3 68- 1 643 A .  D . ) , the pra ct ice of 

rec ommend ing cand id ate ·s was abo l ished and on ly s tudent s  at  gove rnment 

academ ie s were admitted . Th is p ra ctice wa s cont inued in the Ching 

dyna s ty ( 1644- 1 9 1 1  A. D.) . A na tional  c o l lege (Kuo Tze Chien) wa s 

e s tabl ished in the capita l ,  and an ac ademy was se t up in e a ch d ist rict . 

During the Ching dyna s ty, a l imited numb er of s cho l ars  were 

admit ted by annua l entrance exam inat ion . Succe s s fu l cand idates were 

awarded the Hs in Ts a i  degree . Thos e  who showed profic iency were 

awa rded fe l lows hips and given admis s ion to the Kuo Tze Chien in the 

capit a l . Once every three years a provincia l  examination wa s he ld . 

S cholars  in the loc a l  a cademies as  we l l  a s  in Kuo Tze Chien were e li­

gib le . C and ida te s  who pa s s ed the examinat ion were given the Chu Jen 

degre e, which ent it led them t o  comp lete in the ex am inat ion he ld in 

the na t ion a l  capita l onc e every three ye ars for the highe st degree of 

Chin S hih. Tho se who pa s s ed this examina t ion were ent it led to t a ke a 

specia l exa minat ion, supervis ed by the Emperor , for admis s ion t o  the 

Han Lin Yuan . Anyone who pa s s ed thes e examinat ions cou ld expect an 
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appointment of superior rank . Thos e  who received lower degrees we re 

appointed to of fices  of lower rank .  

In recent centurie s ,  a s e rious d e f e ct became obvious in the 

examina tion s y s t em .  Becau s e  the candid a t e s  were required t o  expound 

on theme s limited to the Chine se  c l a s sics , the examination did not 

ne ces s a rily produ ce able a dminist rator s. Toward t he c lose of the 

C hing dyna s ty , the 2000-ye ar-o ld system wa s s crapped and modern edu­

ca tion introdu ced . 1 

Dr. S un Ya t-S en , founder of the Repub lic , believe s tha t ex am-

ina tions , like anothe r ancient sys tem of control ( impe a chment ) , cou ld 

be adapted to meet mode rn need s . He a dvoca ted tha t  examin a t ion and 

contro l functions be written in to the Chine s e  Cons titution . 

1 .  

B. TilE ORGANI ZATION OF TilE REPUBLIC 

2 Genera l Organization of the Cent ra l Gove rnmen t 

The Con stitution of the Repub lic of China is ba sed on the f ive ­

power s y s tem3 originated by Dr . Sun Ya t-S en , f ounder  of the Repub lic . 

1chang Chin-Chien , The Chine s e  P er sonnel Adminis t ra tion (Ta ipei , 
Ta iwan :  Chengchi Unive rsity , 1 9 62 ) , pp . 8- 14 . 

2"'The Con s titut iona l Law of the Repub lic of China , "  China Ye a r  
B ook 1 9 6 6- 6 7  (Taipei , Taiwan :  China Pub lishing Co . ) , pp . 7 1 7- 72 1-. -

3The concept of the five-power s ys tem s tems from Dr . Sun Ya t­
S en's polit ica l t heory . Dr . S un ,  the founder of the Repub lic of China , 
a r gued tha t  government ha s to ho ld five powe rs--executive , legis l at ive , 
judicia l ,  exa mina tion and contro l which a re s epa rated in the centr a l  
gove rnment organs . 
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It combines  the cabinet and presidentia l systems of gove rnment . 

The gove rnment of the Republic of China was  e stablished in 

1 948 und er th e Cons titution adopted in the winter of 1 94 7 . I n  gene ra l ,  

the or ganization is patterned a fter that of its predeces s or , the 

Nationa l Gove rnment ru led by the Kuomintang ( Nationa list P a rty of 

China ) .  The Chinese  government s ys tem ha s certain cha ra cte ristic 

f e atur e s  in the division of politica l  a nd administrative powers . 
I 

According to Dr . Sun , there  are  two sour ces of po litic a l power--the 

peop le  and the government . The former--the power to·c ontro l the 

government--may a ls o  be ca l led popu l a r  power . The latter-is the 

p ower of the government itself . The re a re four politica l  powe rs--

s uf f r a ge , reca l l , initiative , and referendum--and five governmenta l 

powers --executive , legis lative , judicia l ,  examination , and contro l .  

Only when the po litica l powers a re in the hand s  of the peop le ,  who 

have s overeignty , and admini�trative powe rs a re p l aced in government 

or gan s with the power to ma nage the nation ' s busines s can tru ly demo-.-

cratic ru l e  be estab lished . 

The 1 947  Constitution vests politica l power in the Nationa l 

As s emb ly , composed of de l e gates e lected on geographica l and occupa-

tiona l ba s e s , which exercis es  the four po litica l powe rs  on beha l f  of 

the peop le .  The d e le gate s are  e lected once every s ix yea rs.  , The 

chief function s of the Nationa l As s emb ly are e l ection and re ca l l  of 

the president and vice pre sident , amendment of the Constitution , and 

approva l of propos ed constitutiona l  amendments submitted by the Legis -

lative Yuan o r  b y  referendum . The f ive governmenta l powers are given 
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to a s  many s eparate gove rnment branche s : Executive , Le gis l a ture , 

Judicia l ,  Exa mination , and Control Yuan .  

O rganization of administration . 4 There a r e  five cate gories of 

subordina te organization s und er  the Executive Yuan : ( 1 ) Po licy-making 

organiz ation--the Executive Yuan C ounci l ; ( 2 )  executive organiz ation s--

th e ministrie s and commis sions; ( 3) sta ff  organiz ation--the s ecreta riat; 

(4) a ccounting or ganiz ation--Directorate Genera l of Budge s , Accounts 

and S tatistics ; and ( 5 )  an information organization--the Gover nment In-

formation O ffice . 

Executive Yuan C ouncil . The counci l is compos ed of the pr e si-

dent and the vice pre sident of the Exe cutive Yuan , heads of the minis -

tries and commis sions , and ministers without portfo lio , with the pre s i-

dent of Exe cutive Yuan a s  chairman .  The council meets once a we e k .  An 

extraordin a ry me eting may be convened when nece s s ary . I f  the pre sident 

of the Exe cutive Yuan , or the heads of the ministrie s or commis sion s 

concerned , s hou ld dis a gree w ith a re s olution , the pre sident of the 

Executive Yu an wi l l  make the fina l decision . 

Ministe r s  and C ommis sion s . The Exe cutive Yuan ha s eight minis -

trie s and two commis sion s . They a r e  the ministries o f  ( 1) the in-

te rior , ( 2 )  f oreign a f f airs , ( 3) nationa l defen s e , (4) f in ance , 

4"The Organiz ationa l Law of Exe cutive Yuan , "  Artic le  5 - 1 5 . The 
Six C a te gories of Law Book , edited by D r . Yu Shu-Pin ( Taipei ,  Taiwan : 
Far-e a st C o . P res s:-19 5 3) , pp . 895-89 7 .  This code is avai l ab l e  on ly in 
C hine s e . The tran s lation here and in the text a r e  my own . 
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( 5) edu ca t ion, ( 6) just ic e, ( 7) economic affa ir s ,  and ( 8) c ommun ica­

t ions ; and commiss ion s of ( 1) Mongo l ian and T ibetan affa irs,  and 

( 2) ove r s e a s  Ch ines e  a f fa irs . 

The tempor a ry a gen c ies subord inate to  the Execut ive Yu an in­

c lude : ( 1) The Counci l fo r Internat iona l Economic Cooperat ion and 

Deve l opment; ( 2 )  the Vocat ion a l  As s is tan ce Commis s ion f o r  Ret ir ed 

S ervicemen; ( 3) the Fore ign Exchange and Trade Commis s ion; and ( 4) the 

Commis s ion for Youth As s is t an ce and Gu idance . 

Each min is try is headed by a m inis ter, and each commis s ion by 

a cha irman, a l l  of whom a re members of the Execut ive Yuan, nominated 

by the premier  and appo inted by the p re s ident . The funct ions and 

organ ization of the se min is tr ie s  and commis s ions are : 

Th e Minis try of the Inte r ior hand les home administrat ion, in­

c luding territor ies ,  et iquette and cu st oms, l and administrat ion, etc . 

Under this min is t ry a re dep a rtment s of c iv i l  affa irs , census admin is­

t rat ion, conscr ipti on, pol ice admin is trat ion, s oc ia l a f fa ir s, l abor, 

pub l ic he a l th, land admin istrat ion and genera l affa irs . In each de­

pa rtment is a d irector, und er whom a re s e ct ion ch ie f s ,  specia l i sts,  

and s t a f f  members . 

The Min is t ry of Pore ign Affa irs  hand les in terna t iona l  negot ia­

t ions and a l l  ma t ters  pe rta ining to Chine s e  na t iona l s  res id ing abroad, 

f ore ign res idents in China, and commercia l a f fa irs  re lating to 

fore igners . I t  compr ises twe lve depa rtments : Ea st  As ian and P a ci f ic 

affa irs, West As ian affa irs,  African affa ir s,  Eu rope an affairs , 
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treatie s , internationa l organiz ation , inf ormation , protocol , con su l a r  

a f f a ir s , a n d  gen era l a f fair s . 

The Ministry of Nation�! D e fens e  dea l s  with every pha s e  of the 

nation ' s military de fen s e .  I ts organization is s imi l a r  to that of the 

American sy stem , but does not have a s eparate depa rtment for e ach 

s e rvice . The chief of the gene ra l sta ff , whi le answerable  to the 

commander-in-chief (president) , is a l s o  subordin ate to the minister 

of nation a l  defen s e  in a l l  administrative matters . He is a s sisted by 

the deputy chief of the genera l s ta ff and a s s istant chiefs . 

The Ministry of Finance .is the fis ca l or gan of the nation . 

The ministry consi s ts of the depa rtments of the nation a l trea sury , 

customs , taxation , cu rrency , nationa l bonds and gene r a l a f fair s . 

The Ministry of Educ ation is cha rged with the re spons ibility 

of promoting and supervising the nation ' s education a l  programs . I t  

is compos ed o f  the dep a rtments o f  higher education , s econda ry educa­

tion , e lementary education , socia l educ ation , cu lture bureau , and 

gene ra l a ff air s . The re is a l s o  a bureau of internationa l cu lture 

and educationa l  re l ation s . 

The Ministry of Justice , which administers  the nation ' s judicia l 

a f f air s , contain s  four d epartments : depa rtment of  civi l courts , 

crimina l courts , pris on adminis tration , and genera l a f f airs . There is 

a l s o  an investigation bureau to he l p  protect nationa l s e curity and in­

tere sts . 

The Ministry of Economic Affair s hand l e s  the nation ' s  economic 

administration and economic deve lopment . I t  ha s d epa rtments of 
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indus try , mining , commerce , a gricu l ture and f ores t ry , wa ter con s e rv­

ancy , pub l ic en terp ris e s , and gener a l  a ff a irs . 

The Min istry of Communicat ions cont ro l s  ra i l ro ad s , highways , 

te lecommun icat ion s , pos t of f ice , na viga tion , and aviat ion. The 

Min is try supervis es  both s tate-owned a nd pr iva te commun ica tions 

e nterpr i s e s , and ha s depa rtment s of navigat ion and avia t ion , ra ilways 

and highways , pos ts and te l ecommun icat ions and genera l affa irs.  

The Mongo l ian and Tibe tan Affa irs C ommis s ion hand les a l l  

matters  concern ing Tibet and Mongo l ia.  I n  add it ion t o  the cha irma n 

and vice cha irman , a number of  members s erve as a dvis or s on pol icy 

matters . Under the commis s ion a re a Mongol ia affa irs depa rtment , a 

T ibetan affa ir s  depa rtment , and a gene r a l a ff a irs depa rtment. 

The Oversea  Chine s e  Affa ir s Comm is s ion devotes its e l f to the 

int er e s t s  of Chines e  nation a l s  in f ore ign count r ie s  and a rea s . I t  is 

interes ted in protect ing the ir right s a s  we l l  a s  in promot ing better 

re lat ionships betwe en them and the ir host count r ies . The c ommis s ion 

g ives  s chol ar ships to young ove r s e a s  Ch ines e  for s tudy in Ta iwan/ 

Und er the commis s ion are depa�tment s  of adminis trat ion , educa t ion , 

resea rch , and genera l a ff a irs . 

The secret a r ia t  s e rves the pre s ident and the vice pr e s id en t  of 

the Execut ive Yua n  and Execut ive Yuan Counc i l . A secretary genera l ,  

a d eputy s e cretary gene ra l ,  a nd s ecre ta r ies  c onst itute th e adminis ­

trative organizat ion of the off ice . Counse lors prepa re b i l l s  and 

o rders , s creen adminis tra t ive ru les  and p lans , and hand le the wor k 



involved in survey des ign, comp ilat ion, and transla t ion. Ed it ors 

a s s is t  th e coun s elors. The Execut ive Yu an ha s a petit ion committee 

t o  study and a ct on pet it ion s concerning admin i s tra t ive a f f a irs. 

10 

The Government Inf orm a t i on Of fi ce expla in s nat ional policy, 

publ ic ize s laws and regulat ions, and d i s s emina tes inf o rma t ion at  

home and abroad . The of f ice is headed by a d irector, a s s is ted by a 

deputy d ire ctor� On the working level, the off ice ha s three depart ­

ment s . 

The D ire ctora te General of Budgets,  Accounts  and S t at is tics 

handles budget, a ccounting, and s t a t is t ics . It is composed of a 

budget bureau, an account ing burea,  and s t a t ist ics bureau . 

Organiza t ion of legislatur e. 5 The le gisla t ive Yu an exercis es 

legislat ive power on behalf of t he people . The f irst ele ct ion of 

members of the le g isla t ive Yuan was held in 1948 . A tot al of 7 60 legis­

lators we re ele cted, of whom approx ima tely on e- tenth were women. B e­

cause of the impra cticability of hold in g an ele ct ion on the ma inland 

now, the coun cil of Grand Ju stices  ruled tha t th e pre s ent members of 

both the Legislat ive Yuan a nd Control Yuan should cont inue to funct ion 

until new members could be ele cted . At pre s ent the Yuan ha s 457 mem­

bers . 

The Le gisla t ive Yu an operates  through (1) the le gislat ive Yuan 

s e s s ion, (2) the c ommittee s wh ich s creen and exam ine bills, and (3) the 

5Ibid . ,  Art icle s 4-23, pp. 90 3-90 5 . 



s e creta riat. The Yuan s e s sion meets twice a year, with the first 

s e s sion l a s ting f rom Februa ry to May , and the second from September 

to December . Meetings may be extended . The s e creta riat office ha s 

a se creta ry genera l and deputy s e creta ry gene ra l ,  and the us ua l re­

spon sibilitie s of such an of fice . 

1 1  

There a re twe lve committees : home a f f airs , foreign a f f airs , 

nationa l defens e , economic a ff a ir s , f inance , budget , education, com­

munications , f rontier a f f airs , ove r s e a  Chin e s e  a f f airs , judicia l 

a f f air s , and organic laws . Ea ch committee is limited to ninety members .  

A member may s e rve on on ly one committee .  Specia l committee s  ha ve been 

s et up to hand l e  spe cific matter s .  They a re :  ( 1 ) C redentia l s  Com­

mittee�-re s pon sib le for examining cred entia l s  of member s e le ct ;  

( 3) C ommittee on Maintenance of O rder--re s ponsib l e  f or the decorum 

of member s  and for  recommending dis cip lin a ry a ction ; ( 3) Committe e on 

Ru l e s --re spon sible  for prepa ring the a genda ; and ( 4) Committee on 

Accounts --responsible for checking the a ccounts and e stimates of the 

Legis l ative Yu an . 

Organiz ation of judiciary . 6 I mpartia l jus tice is the s pirit 

and aim of the judicia l system of China . The Con stitution stipu l ate s 

that "Jud ges sha l l  be above partis anship and sha l l , in accordance 

with the l aw , ho ld tria l s  independently , f ree f rom any interf erence." 

The O rganic Law of the court pre s cribes  qua lifications for jud ge s and 

insure s that they be p roper ly s elected . P rotection of the office is 

6r bid . , Artic le s 2-7 , pp . 9 1 7-9 18 . 
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wr itten into  the Cons t itu t ion . 

C iv i l  and crimina l cases  a re handled throu gh a s ys tem of three 

t r ial s on three leve l s of court s : the di strict court , the high court , 

a nd the supreme court . 

The Judicial Yuan direct ly c ontrol s  the f o l lowing organ�zat ions : 

(1) The Min is try of Jus t ice; (2) the Supreme Court; ( 3) the Ad�inis -

trat ive Court ;  and (4) the Comm ittee on the Dis c ip l ine of Pub l ic Func-

t ionar ies . 

The M inistry of Ju st ice� which has  jur isdct ion ove r  dis t ri ct 

an d high court s ,  was  shifted to  the E xe cut ive Yuan in 1932 , and back 

to the Judic ial Yuan in 1934 . Since Januar y ,  1 94 3 , it ha s been under 

the Execut ive Yuan. In Augus t ,  19 60 , the Counc i l  of Grand Ju s t ice  

ru led tha t a l l  cour ts and thei r  branche s shou ld be  unde r the jur is -

dict ion of th e Judic ial Yuan . Sinc e then , the Execut ive Yuan and the 

Judic ia l Yuan have es tablished a spec ial pane l to s tudy measu res for 

re ad justmen t of the judic ial supervis ory system. 

. . 1 
7 

O rgan�z a t�on o f  contro . 

supervisory,organ of the nation . 

The Contro l  Yuan is the highe s t  

I t  i s  compos ed o f  members e lected 

by provincial and mun ic ipal counc i l s  and Mongol ian and oversea Chine se 

group s .  The al location of  seats  is as  fo l lows : Five for each pr ovince , 

two for e a ch munic ipal ity under the dire ct jur isd iction of the Execu-

t ive Yuan , e i ght for the Mongol ian le agues and banner s , e ight for 

7�., Articles  3-9 , pp . 925-926 . 

,•. 
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Tibet , and eight for  Chine s e  re siding abroad . A l l  the members of the 

Contro l Yuan form the Contro l  Yuan Counci l . The p re sident and the 

vice president are  e l ected from and by the members of the counci l . 

The P re sident of the Contro l  Yuan is re spon sib le for c a l ling 

the month ly meeting of the Yuan. The gene ra l meeting , he ld in May 

to review the ye ar's work , must be attended by at l e a st one-third of 

the members . 

The Contro l Yuan may exerci s e  powers o f  impea chment and cen sure 

a gainst fun ctiona rie s of the Nationa l and l oc a l  gove rnments , and pro­

pos e corrective mea sure s for exe cutive a ction . The Executive Yuan  and 

its ministrie s  and commis sion mus t  submit origina l orders  and a ll other 

re levant documents to the C ontro l Yuan upon reques t .  The Contro l Yuan 

ma y a l s o  exercis e power of  impea chment and censure a gainst the personne l 

of the Judicia l Yu an a nd Examination Yuan and their subordinate organs , 

and may propos e me a sure s for correction and improvement . 

Committe e s . The Contro l Yuan h a s  ten committee s : - Civil 

affair s , foreign a ff airs , nationa l defens e , fin a nce , economic a f f air s , 

education , judicia ry , communications ,  f rontier a f fair s , and ove r s e a  

Chine s e  a f f airs . I t  i s  the duty o f  the committees  t o  check o n  the wo rk 

of government organs . A chairman or co-chairman are e l ected by e a ch 

committee . Meetings a re ca l l ed by the chairman or at the request of 

at l e a st three member s .  

S e creta riat . The S ecretariat is·he aded by a S ecreta r y  Genera l ,  

s e lected by the C ontro l Yuan and r e s ponsib le to the Yuan pre sident . 

He administer s  the a ff air s  of the Yuan  and supervises  subordinate 
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off icia l s .  Each commit tee ha s one s e cretary ind one spe c ia l ist who 

are res pon s ib le for res earch and rout ine work und er the d ire ct ion of 

the Secretary Genera l and the c hiirman. 

Minis try of Aud it. The Minister of Audit administers  the 

a ff airs of his office , under  the direct ion of the p re s ident of the 

Contr o l  Yuan , and as s is ted by a Vice M in is ter or As s i s tant Aud ito r  

Gener a l .  The organ ic l aw o f  the Minis t ry of Aud it provide s that a 

department of aud it shal l be e s tab l ished in each province and mun i�i­

p a l ity  under the d i rect jur isdict ion of the Centra l Gove rnment , and 

an audit divis ion shal l be f ormed in e a ch of th e major gove rnmental , 

f inancia l and economic agencie s .  Due t o  the extrao rd inary c ircum­

s t ances of re cent years , a l l  the depa rtments and d ivis ions have been 

c l osed except the dep artment in Taiwan province . 

2. The E xaminat ion Yuan8 

The Examinat ion Yuan is the supreme na tiona l organ in charge of 

e xaminat ion for recru it ing and promot ing gove rnment emp loye e s .  The 

Yuan ha s a pre s ident , vice pres ident and a number of members who are 

appointed by t he Pres ident of the Repub l ic with the concurrence of the 

C ont rol  Yuan . Members  of the Examina tion Yuan are above pol it ics and 

ex�rc ise  thei r  dut ies  in a ccordance w ith the law . 

Or ganizition and.powe r .  The Counc i l  of the Exam ination Yu an, 

the pol icymaking organ , is compos ed of the pre s ident and vice pres id ent 

8Ibid. , Art ic l e s  3- 19 , pp. 923-924. 



of the Examinat ion Yu an and a number of commi ss ioners.  The members 

are appointed by the Pres ident of .the Republ ic, with the cons ent of 

the C ontro l Yuan, for a term of  s ix years.  

A spec ial Examinat ion Board, e s tablished for each national 

examinat ion , supervise s  prepa rat ion and condu ct of th e examina t ion 

and announces the results.  I t s  dut ie s  end with comp let ion of the 

examinat ion. 

15 

The Yuan has two min is t r ie s --the M inistry of Examination , and 

the M in is try of P ersonne l. The M inis try of Exam inat ion a ttends to 

ma tters pert a in ing to recru itment of pub l ic funct iona ries and pro­

fes s iona l and techn ical per s onne l through compet it ive examinations . 

I t  appoints the members of the spe c ial Examina t ion Board and comp i l es 

the l is t  of succe s s fu l  candidates . 

The Minis t ry of P ersonne l is in cha rge of the re gist r�t ion of 

pub l ic funct iona r ie s ,  checkin g  the ir s e rvice re cords , determin ing the ir 

qual ificat ions for prop er ranking and promot ion , f ixing s a lary s c a l es , 

and handl ing p l acement , trans fer , demot ion , dis charge , s e rvice security , 

awa rds , commenda t ion, pens ions , and ret iremen t. 

The Yu an has the following committ ees : Le ga l Codif icat ion , 

Improvement of Examinat ion Methodo l ogy , Personne l Re s ea rch , and D e­

partment of P l ann ing and Fun ct ion. 

The Examinat ion Yuan rega rds compet it ive examinat ions as the 

ba s ic method of recru it ing qualified persons for gove rnment pos it ions . 

I t  cou ld be ca l led the pers onne l  branch of the government , becau s e  it s 
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functions d e a l primari ly with per sonne l adminis t r ation . The main func­

tion of  the Yu an is to ensure the s e l ection of the best qua lified per­

s ons , a nd to provide  fair and equa l opportunity for a l l t o  ent er  

government s ervice . The ma jor function s  may be detai l ed a s  f o l l ows. 

Examinations : 

1 .  Higher and ordinary examination . Examination s  a re conducted 

a nnua l ly on higher  and ordinary leve l s  to qua lify candidates  f or the 

civil s ervice and p rof e s s iona l and te chnica l posts . The civi l s ervice 

examination covers civi l adminis tration , personne l  management , educa ­

tion , s ocia l we l f a re , pub lic finance economics , cooperative mana ge­

ment s , l and adminis tration , pub lic he a l th , accounting a nd auditing , 

s t a tis tic s , tax adminis tration , int e rnationa l t rade , bus ine s s  mana ge­

ment , judicia ry , proba tion penitentia ry wo rk , medica l jurisprudence , 

pub lic informa tion , border adminis tra tion , libra ry s ervice , dip l omatic 

and consu l a r  s ervice and public works . P rofes siona l and t e chnica l 

examinations a re given t o  lawyers , a ccountants , medica l per s onne l  

( physicians , pha rma cis t s , dent is t s , nur s e s ) , agricu ltura l t echnicians 

( genera l agricu ltur e , a gri�u l ture chemistry , forestry , pe s t  contro l ,  

ma rine product s ,  anima l hus bandry , vete rin a ry medicine , etc . ) , ind�s ­

t ria l personne l  ( civi l , e l ectrica l ,  mechanica l ,  a eronautica l ,  chemica l 

engineering , a r chitecture , hydrau lics , envir onmenta l situation , ma chin­

ery , s hip bui lding , etc . ) , mining t echnicians ,  and many others . 

2 .  Qua lification examination s .  The qua lifica tion examina tion 

is given f or persons who l ack f orma t ion educa tion suff icient to p a r­

ticipate in ordin a ry a nd higher examina tion s . C andid ates who pa s s . the 
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qualif ica t ion examinat ion on the or dinary and higher leve l s  a r e  re-

qu ired to  parti cipate in other exam inat ions on  corresponding leve l s . 

3 .  Examinat ions for promot ion . The se examinations a re 

usu a l ly conducted a t  the requ e s t  of government off ice s fo r empl oyees 

seeking promotion . 

4 .  Stireeningaccording to  the examinat ion law .  Certa in profe s -

s iona l s  and techn icians may be qu a l ifie d  for pr a c t ice by submis s ion 

of pe rsonal da ta  t o  the Ministry of Examinat ion f or s creening . The 

proces s is  noncompet it ive . A l s o  subj ect  t o  s c reen ing are candidates  

for e lect ive off ices in l ocal government. The candidates qualif ied 

in the spe c ia l exam inat ions are e mployed be caus e .thes e exa�inat ions 

are he l d  to  mee t  specific needs ·of gove rnment agenc ie s .  
j 

P e r s onnel administration : 

The administ rat ion of c ivi l s e rvants , pub l i c  s chool teache rs and 

emp loyee s of pub l ic enterpr is e. is unde r the juris dict ion of the �inis -

try of Per s onne l .  Mos t government of f ices , s choo l s , and pub l ic enter-

prises  ha ve personne l  of fices integrated into the government pe rsonne l 

system. The main activities of the M inistry are a s  f o l lows : 

1. C ivil s e rvice po s it ion c l a s s ificat ion. The civi l servi ce 

pos it ion clas s if icat ion program has the dual  ob jective of getting the 

r ight men f or the r ight pos i t ions and providing equa l pay. for equ a l  

work . The Ministry of Personne l publishe s a ·�andbook for Pos it ion 

. C las s if ication and Grading Operat ions , "  and promu l gate s  ''Measur es 

Governing P os it ion C la s s if icat ion s an d Payment for Taiwan P rovinc ial 

Govern�en t Enterpr is e s . "  
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2 .  C ivil  s ervant s insurance. Civil servants  insurance in it i­

a ted in S eptember , 1958 , ha s been exp anded to cover more pub l ic func­

t iona r ies . I t  cove rs s icknes s ,  in jury , d is ab i l ity , o ld a ge , death , 

funer a l expense , and ch ildbir th .  As of Ma rch , 1 9 6 6 , a tota l of 

240 , 9 5 3  emp loye es  of  3 , 925 gove rnment agencies we re ins ur ed. The in­

s urance program is administered by th e Centra l Trust of China , a 

governmenta l  f inanc ia l organ , und er supervi s ion of  the Min istry of 

Pers onn e l . 

3 .  F i l ing of personne l dat a . The M in is try of Per s onne l  ha s 

e s t ab l ished a cent ra l ized s ys t em for f i l ing government pe r s onne l data . 



CHAPTER II 

'!HE CHARACTERIS TICS OF CHINESE BUREAUCRACY 

To unders tand t he importance of the delega t ion of authority and 

of agenc ies for pers onnel admin is tra tion, the s ituation relat ive t o  

organ iza t ion o f  the Republ ic at  the present t ime mus t  b e  con s idered. 

Such cons idera t ion reveals problems and the consequences tha t res ult 

from inef f ic iency based on the fact ors ju s t  noted. 

A. '!HE ADMINISTRATIVE PROCESS 

1. Theoret ical B a ckground of the Bureaucracy 

The bureaucra cy of a nat ion is always subject to the influence 

of it s hi story and culture-- the longer the his t ory is, the deeper the 

ef fects  are. Ch ina has the longest history and living culture of all 

the nat ions of the world . As a result, it has inherited deep influences 

of trad it ional culture . Pfif fner and Pres thu s state the point : 

Bureaucracy differs from nat ion t o  nat ion, reflec t ing the 
values and ins t itut ions of the society , moreover , bureaucracy 
is ambivalent, exhibi t ing both a will to power and growth and 
a res is tance to change . One of the mos t helpful theoret ical 
models for s tudying large-s cale organizat ion is the ideal type 
concept of bureaucracy set down by Max Weber , a German economis t 
who wrote around the turn of the twent ieth century. However , his 
generalizat ion mu s t  be applied with caut ion . 9 

9John M. Pfiffner and Robert Pres thus , Publ ic Adminis trat ion 
(Fifth ed it ion; New York : The Ronald Pres s Co. ,  1967) , p .  41 . 
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When China wa s in the proce s s of becoming a democ racy under ru le of 

law , it s concept of law came f rom Europe . Thus it s concept of admin-

is t r a t ive organ iz at ion was  l ikewise a ff ected by continenta l l aw . 

The refore , the characte r ist ic s  of Chine s e  bure aucracy can be exp l a ined 

if we app ly M ax Weber's c oncept of or ganiz a t ion . P f if fne r and Pres thus 

summar ized We ber's concept of admin is tr a t ive organiz ation a s  f o l lows : 10 

1 .  Bureaucracy is a term which ap p l ie s  to both pu b l ic and 
pr iva te e ff ort . 

2 .  Ra t iona l ized job s tructure . There i s  a ra t ional d ivis ion 
of labor , and e ach pos it ion is ac compan ied by the lega l author ity 
nece s s a ry t o  accomp l i sh the goa ls set . 

3 .  Forma l iz a t ion . Acts , decis ions and ru les  a re formu la t ed 
and rec orded in wr it ing ( red t a pe) . 

4 .  Mana gement s eparat ed from owners hip; there is a hired 
profe s s ional adminis trat ive c l a s s . 

5 . There is no property r ight to off ice . 

6 .  S pe c i a l  compet ence and tra ining are  required of the admin­
i s t r a t ive c la s s . 

7 .  Members are se lected compet it ive ly on the bas is of compe­
tence . 

8. Le ga l f l avor . Weber's cons tru ct ref lects the lega l is t ic 
f lavor at t a ching t o  admin is t r a t ion in co ntinenta 1 Europe . "Each 
off ice ha s a cl early def ined sphe re of competence in the legal 
s ense . "  

Judging f rom the point s s t ated above , ·�eber's concept of adminis trat ive 

organiza t ion'' merely a ims t o  s e ek and identify the ma chinery of control. 

10Ib id . , pp . 4 1-42 . The P f iffner and Pres thus s ources inc lude 
Max Weber:-ESs ays in Soc iology , ed . and trans . H .  H .  Gerth and C .  W .  
M i l l s  ( Fa ir Lawn , N. J . :  Oxford Un ivers ity P r e s s , 1946) ,  and The 
Theory£! S ocia l and Economic O rganiz&tion, ed . and trans . Ta lcott 
P ar s ons ( Fa ir Lawn , N . J . : Oxfor d  Un ivers ity Pres s , 1 947) . 
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However ,  in a modern la rge-s ca le  organ iza t ion , an execu t ive is un able 

t o  exert  pe r s ona l control ove r ever ything . Therefore , one mu st  re ly 

on re gu l a tions or ru les , whereby the behavior of a worker is expected 

to be made  to c onform to certa in des irab l e  st and a rd s . Limiting the 

worker ' s  behavior with regu la t ions  is intended to a chieve two things-­

re l iab le and pred ictab l e  behavior . If  a wo rker's behavior is found to 

be both re l iab le and pred ic tab�e , goa ls  once e s t ablished may be atta ined 

in mo s t  ca s e s . At the s ame t ime , the adminis trator may effec t ive ly 

contro l his organiz at ion . Max Webe r be l ieved that th is the ory not on ly 

ap p l ies  to the genera l s itu at ion of admin is trat ive organizat ion , but 

a l so su its  the p a r t icu l a r  needs of a rmy , chu rch , poli tica l pa rty , and 

c ivic organiz a t ions . 

We may compare the ma in po ints of Max Weber's theory w ith the 

pre s ent admin i s tr a t ive organiz a t ion of the Chinese  gove rnment . The 

patho logica l cha racteri s t ic of the Chines e  admini stra t ion a re e a s y  to 

f ind , such as an over-empha s is p l a ced on ru les and laws, too much cen­

tra liz a t ion of power focused on the person in cha rge , and a lack. of 

se lf  re l iance on the part of the workers . The fo l lowing chapters 

offer s t a t ist ica l evidence obta ined from workers in the Min is t ry of 

Economic Affa irs , M in is try of the I nter ior , M in is try of Educat ion , 

M in i s t ry of Communica t ions by the Chine se As s ocia tion of P e rsonne l Ad­

ministration (C . A .  P .  A . ) . 



2 .  Empha s is on Ru l e s  and Laws 

The present administr a t ive organiz a t ion of t he Chine se  govern­

ment give s gre a t  emphas is to the importance of ru les  and laws . For 

examp le , "The Exis t ing Adminis tra t ive Laws of the Republic of China , "  

compi led in 1 9 5 0 ,  cont a ins more than 1 300 pages . The pr imary a im of 

a l l  the "ru le s "  and "regu l a t ions'' and "pr inc ip les " and "important 

p o ints"  and "ou t l ines., of thi s  hu ge book is to prove tha t behavior can 

be bound w ithin certain l imit s . Cons id e r  the Dep a r tment of P opu l a t ion 

of the Mini s t ry of the Inter ior as  a s pecific examp l e : Not in cluding 

the genera l ru l e s  tha t every worker. mu s t  abide  by , there a re fourteen 

s er ie s  of ru les  c omp iled especia l ly f or the se  wor kers . On June 1 5 , 

1 9 6 7 , the Execut ive Yuan promu l ga ted a s e t  of "Ru le s  for Gene r a l  Af fa ir s 

Management , "  inc lud ing 61 6 a r t ic l e s  dea l ing with paper work , f iling , 

c a s hier ' s  work , and p rope rty ke eping . The ru le s even specify the way 

a d e s k  and a cha ir shou ld be p l aced , the pattern of put t ing s t a t iona ry 

on a desk , and the place  in a room wher e  a ha t and coat shou ld be 

p la ced . This  examp le of over-empha s is is  ext reme but by no means 

un ique . 

Theoret ica l ly ,  s tres s ing the importance of regu l a t ions shou ld 

result  in work ing procedures that are un iform and by s t r ict f o l lowing 

of the ru les  and f ixed procedure s , the r e l ia b i l it y  and pred ic tabil ity 

of the worker ' s  behav ior shou ld be  in sured . S ince the admin istra tive 

machinery is des igned t o  enf or ce dependab il ity and pred ictability , it 

ma kes coun t le s s  ru l e s  and l aws wh ich seek t o  restra in and res t r ic t  

wo rke r's behavior . T o  a s sure t he  succe s s  o f  the r e s t ra ints , the 
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administra tion s t re s s e s  the re l a t ionship between the super ior and in-

ferior a s  one of order giving and order t a king . 

3 .  Adopt ion of Centra lization in O rganizat ion 

A l l  the adminis trat ive agenc ie s  st res s cont ro l from top to bot-

tom . As the sca le of organ izat ion gets  l a rger and l a rger , adminis-

t ra tor s increa s ingly depend on many ru l e s  and laws . For tightening 

the organ iz at ion and for the exercise  of cont ro l , they apot centra l i-

z a t ion .  Centra l iz a t ion , in the mind of an execut ive , gives him re spon-

s ib i l ity for his workers ' behavior and the r ight to interfere in hand ling 

any a s s ignmen t .  As a resu l t , no a s s ignment can be ca rried ou t wi thou t 

a s king for advice f irs t and a t  every important s ta ge in the work . How-

ever , s ince technica l know-how ma y change from day to day , the d ivi s ion 

of respons ib i l ity mu s t  be very precis e , and spec ia liz a t ion is  looked 

upon as of gre a t  importance . Thu s the s ize of the organiz a t ion ha s to 

be en larged a s  pr incip les of spe c ia liz a t ion and d ivi s ion of res pon s i-

b i l ity are fol lowed . The expanding organiz a t ion mu s t  go in one of two 

d irect ions: the ve rtic a l or horizonta l .  The former tends  to ent a il 

too much s c a lar  proces s ;  in the la tter , the s pan of contro l may be  too 

wide . S omet imes , an organiz a t ion wil l  be en l arged in both dir e ct ions . 

In this instance , both the sca lar  proce s s  and the span of contro l a re 

too gre a t  f or an execut ive to accommod a te . An adequ a te s pan of control 

. "d f" . d 1 1  f" �s often s a � to cove r �ve to s even un �ts un e r  one person --a �gu re 

1 1For a us eful ana lys is of the s pan of contro l  concept ,  s e e  
W i l l iam H .  S t a rbu ck , "Organiza t ional Growth and D eve l opment , " in J .  
March , Handbook o f  Organiz a t ion s (Chica go: Rand McNa l ly and Co . ,  19 65) , 
pp . 49 6-498 . 



not nece s s a r ily a ccurate now for modern admin is t r a t ive machinery . 

However , for t he pu rp os e  of ha ving effe ct ive and po s it ive cont r ol , 

the f ewer the un its a re , the bette r the sup ervis ion be comes . The 

Min is t ry of Int e r ior , M inis try of Educat ion , M inis try of Economic 

Affa ir s , and Minis try of Commun ica t ion s may be taken for ex amp l es: 
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Twen ty-one un it s a r e d irect ly under the Min ister  of the Inter ior; in 

Economic Affa ir s , twenty-four; in Educat ion , s ixte en; and in C ommuni­

c a t ions , e l even . The se  f igures ind ic ate  tha t  th e s pan of contro l 

tha t a top Chine s e  adminis tra t ive executive ha s to contend is by no 

means sma l l .  Whe re the s pan is too wide the ex ecut ive may intend t o  

care and be respons ib il e  f o r  everything; but ne ithe r h i s  t ime nor 

his ene rgy w i l l a l low him to  do s o . If the min ister  t r ie s  to d irect ly  

supervise too many individu a l s , he  wi l l  sure ly  not have t ime to con­

s ider  and make proper pol icy decis ions  for his min is try . As a conse­

quence , s ome min is t ers are  ter r ib ly ove rburdened bu t fee l tha t they 

per s on a l ly , shou ld check a l l papers and make dec is ion s be cau s e  they 

do no t want to  s e e  errors  made . Withou t adequate per s ona l supervis ion 

mis t a ke s  a re common occurrences and l aws on which the adminis tra tor de­

pends for  control  cea s e  t o  be in thems e lves an effect ive re s tra in in g 

f or ce . 

If , in order  to  na rrow the s pan of contro l , the ever en la rging 

machinery ha s t o  ex pand vertica l ly ,  the s ca lar  proces s under the 

execu t ive is lengthened . As a result , it l engthens the upwa rd and 

downward commun icat ion channe ls , and , for conven ience , more communica­

t ion s teps  ha ve to  be e s tabl ished . In other word s , in commun ica t ing 
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from bottom t o  top, one ha s to go through a mu lt itud e of subord in a t e s  

at  d if ferent or gan iz a t iona l leve l s . The s o-ca l led  p aper-t ra ve l is  

ma in ly du e to  t he mu lt ip l icity of s t eps ex is t ing in the channe l of 

commun ica tion .  During the cours e of get t ing a p l an of act ion up to  

the  t op admin is tra tor , mu ch of  the thought and work of  the originator 

ma y be de le ted or amended a t  any l eve l , for e a ch ind ividua l in the 

cha in of commun ica tion ma y le ave on ly wha t he thinks wil l p l e a s e· his 

immed iate supervisor . Cons equently , by the t ime t he p l an is  submitted 

to the top execut ive , it ma y be comp l et e ly d ifferent from the origin a l. 

Such be ing the ca s e , the plan cannot be unders tood or reviewed 

t horough ly and many worthwhi l e  sug ges t ion s and comments of the worke r s  

a re prevented f rom rea ching the t o p  execut ive s . Thu s the execut ive , 

a l though theore t ica l l y in contro l of the machinery , is not se rving in 

h is fu l l  capa c ity when his organ izat ion is be ing expanded in such a 

way a s  to in crea s e  the problems of centra l iz a t ion . 

4. La ck of P a rt ic ipat ion � the P a rt of Worke rs 

The pattern of the organiz a t ion and of its lea dership determines 

whether or not the gene ra l workers  obta in the r ight of part ic ip a t ion 

in agency a f f a irs . In an a gency that adopts  an organ izat iona l form 

which empha s iz e s  centra liz a t ion ,  the execut ive is apt to demand tha t 

he be in cont rol o f  a l l  po l icy ma king for f e a r  that  his author ity may 

be weakened . The fact that the worke rs u sua l ly a r e  not able to p a r­

t ic ip ate in decis ion-ma king , be caus e of  extreme cent r a l izat ion is 

cha racter is t ic of Chine se  bureaucra cy . 
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P a rt ic ipat ion invo lve s the right of wor ke rs to part ic ip ate in 

ma king dec is ions concerning the work which th�y are to undertake . D e-

c is ions in mos t agenc ie s a re made by the execu t ive a lone and the 

worke r s  a re expected on ly to obey . P a rt ic ip a t ion can , however , s e rve 

a s  a s t imu lu s to ra ise the workers' intere s t  and to he lp them channe l 

the ir a b i l itie s to be s t  accomp l ish agency pu rpos es  and goa ls . I t  can 

a l s o  he lp them in the sens e that they fee l thems e lve s to be of s ome 

import ance in the machinery , t hereby giving them the psychologica l and 

emotiona l s a t is fac t ion of be ing p a rt of an organiz a t ion and e s s ent ia l 

to it s eff iciency . Imagina t ion and crea t ivity of the wo rkers  al s o  a re 

. d b . . . 12 �mpro ve y part �c�p a t �on . The workers  who have p a r t icipa ted in 

dec is ion-ma king are  ab le to draw up � ide l ines  for the ir own work . 

They are  the one s who shou ld be mo st  interes ted in d is cove r ing effec-

t ive ways of dea l ing w ith problems and the kinds of work s ituat ion s 

that mus t  be f a ced . In other words , emp loye es  do not have to re ly on 

the ir ex ecut ive for d irect ion on each minor deta il  in carrying out 

p lans w ith which they are fami l ia r  and for which they fee l s ome sense 

of r e s pons ib i l ity . In this way they a re comp e l l ed to  u s e  the ir own 

mind s al l the t ime , and mu st  p l an and mot ivate thems e lve s toward the 

goa l s et by a join t  decis ion . On the other hand , the ma chinery can 

of ten rece ive su gge s t ion s of gre a t  value from the workers , which may 

contr ibute to job e f f ic iency. 0 .  G len S tahl s a id tha t 

12P f iffner and Fe ls , The Supervis ion of P ersonne l  Human Re la­
t ions in Management of Men ( New York: P rent ice-Ha l l , 1958) , p . -g:-



In any fa ir-s ized e s tab l ishment it has been found adv is a ble 
to adopt sys tema t ic methods whereby the workers are encouraged 
to expre s s  the ir ide a s  and ga in recogn it ion . The ir exper ience 
goe s to prove that a res ervo ir of id e a s  ma y be ta�ped by this 
method , ide a s  that are often of re a l va lu e for improving both 
work proce s s e s  and wo rking condit ions . Such contr ibut ions , 
when adopt ed and gi�en due recognit ion , obviou s l y add to the 
workers s ens e of partn ership and pers ona l wort h . l 3 
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On the contrary , if workers are not  permitted to pa rt ic ipa te , 

they are ign orant of the princip l es e s tablished f or their work , and 

are ob l iged to depend constant ly on d ire ct ion s or de crees . Thus , they 

s imp ly be come ma chine tools , withou t any in it ia t ive , exerc is ing on ly 

the ir phy s ica l capab i l i tie s . Keith Davis po ints out tha t ·� art ic ipa-

t ion means menta l and emot iona l movement ra ther than mere mu s cul ar 

act ivity . A pers on ' s  s e l f  is  a product of his mind and his emot ions . 

It is psycho logi ca l ra ther than phys ica l . "14 P art icip a t ion by the 

workers , it may be pointed ou t ,  doe s  not mean tha t  in the f ina l 

ana lys is the execu t ive is not re s pons ib le for the dec is ion . The 

f ina l cho ice mu st  be his even where workers share in decis ion making . 

B .  PERSONNEL MACHINERY AND PROCEDURES 

1 . P ersonne l Un it s in D if ferent Leve l s  

The politica l sys t em o f  t he  Republic o f  China is ba sed on the 

thought of Dr . Sun Yat-S en , the f a ther of the Repub l ic .  I t s "f ive-

13 0 .  Glen S tahl , Publ ic P ersonne l Admin is tra t ion (Fifth ed i-
t ion ; New York : Harper and Row Pres s ,  19 62) , pp . 211-21 2 .  

14 . h . H 1 . t W k (2 d d N Y k Ke Lt DavLs , uman Re a t Lons a or n e . , ew or : 
McGraw-H i l l, 19 62) , p .  427 . 

- --
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power system" covers  execut ive , legis l a tive , jud ic ia l ,  contro l ,  and 

examin a t ion . The p re s ent per sonne l machine ry began a ft e r  the govern­

ment ena cted a law for per s onne l  mana gement of gove rnment a genc ies . 

This  law s t ipu l a t e s  not on ly the func t ion s of the p ersonne l  a f f a irs 

a gency a nd the ranks of the off ic ia ls working in it , but a l so that the 

f ive Yu an s and the ir d ifferent min istr ies , provincia l government s ,  and 

the mun ic ip a l government shou ld s et up per s onne l a f fa ir s  depa r tments . 

S ince 194 7 ,  when the Con s t itu t ion w a s  promu lgated , a l l  the laws have 

been renewed or a mended in accordance w ith the Cons t itution , and the 

organiza tion l aw of the Examina t ion Yuan , s t i l l va l id , wa s promu l gated 

by the Centra l Gove rnment . B a s ed on the laws and a ct s , a brief exp lan­

a t ion of the pe r s onne l a f f a ir s  a genc ie s both in the centra l gove rnment 

and the loc a l  government can be set out : 

Centra l gove rnment . 

Art ic l e  83 of the Con s t itut ion s t ipu la tes tha t "the Examin at ion 

Yuan is the highe s t  author ity on the personne l ma na gemen t of the 

Chine s e  Gove rnmen t .  I t s  funct ion s are : hold ing exa mina t ions , ta king 

care of a ppointments , a s c erta ining  eff iciency eva luat ion , arranging 

s a l a ry ranges , provid ing protect ion , making compens at ion s chedu l e s , 

and p l ann in g ret irement am p en s ion . "  Art ic le  85 s t ipu lates  tha t "the 

s e lect ion of gove rnment workers  mu s t  be done through open examinat ions 

by l imit ing the numbe r of names . The exa mina t ion c an be he ld in d if­

ferent provinc e s . No one fa i l ing to p a s s the examinat ion can be 

a ppointed to t a ke up any job in the gove rnment . "  The ex i s t ing orga ni­

z a t ion law of the pe r s onne l a gency wa s ena cted in accordance with 
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Art icle 89 of the Con s t itut ion . It covers ma inly the f ollowing point s : 

a .  The e s tablishment of the examinat ion committee : Art icle 84 

of the Cons titut ion s t ipulates tha t "In addition to the Pre s ident and 

vice pre s id ent of the Examina t ion Yuan , there s hould be 19 c ommit tee 

members nomina ted by the Pre s ident and approved by the Control Yuan . "  

In regard t o  the qualif ica t ions of e a ch member , Item 3 of the organi-

zat ion law o f  the Examina t ion Yuan ha s very s trict s t ipula t ions , and 

Art icle 88 of the C ons t itut ion holds tha t "the member s hould not be re-

la t ed t o  any polit ical party so tha t by hims elf ba s ing on the law , he 

may a c t  independently . "  

b .  The e s t abl is hment of the Min is try of Examinat ion and the 

M in is try of Pers onnel : Accord ing to item 6 of the organiza tion law 

of the Examina t ion Yu an , as in the preced ing s t atement , the Yu an 

e s t abl is he s  the M in is try of Ex aminat ion s and the Min is try of Pers onnel . 

The latter adminis t ers the pers onnel a f fa irs of the government and 

ha s  the execut ive charge of the pers onnel department s . B oth are re -

spons ible for carry ing out the decis ions made by the Ex aminat ion Yu�n . 
,1,  ' 

c .  In order to carry ou t pers onnel pol icy independ ently , per-

s onnel units should be e s tablished in d if ferent levels of government . 

The Pre s ident ial H all (includ ing each department of it) , the f ive 

Yuans , and e a ch min is try (includ ing e a ch a f f ilia ted body of di fferent 

min is tr ie s ) , have e a ch establis hed a pers onnel department of a per-

s onnel se ct ion . 
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d .  The appointment and d ismi s s al and evalu ation o f  personnel 

workers in Central government agencies are done by the Minis try of 

Pers onnel . 

Local government . 

The pr inc iples followed in e s tablishing local pers onnel un its 

have t hree cha ra cteri s t ics . F irs t , the M in is try of Pers onnel serves 

a s  a hand hold ing a whip . Second , t he Pers onnel D epa rtment s or com­

mittees work independently bu t s t and merely a s  a s ta f f  to the chief of 

the government agenc ies . Thirdly , the min is try of pers onnel can exer­

c ise it s r ight of ma king appointment s and di smiss als by law. The 

follow ing ma in point s serve to clarify these princ iples : 

a .  The ex amina t ion and pers onnel dep artment in the provinces 

cons is t s  of variou s un its. Due to the large s ize of the Chinese 

provin ces , it is imposs ible for the two min istries under the Examina ­

t ion Yu an to take direct charge of the examina tion s and pers onnel of 

all local government. It is , therefore , st ipulated in item 16 of the 

organiza t ion law of the Examinat ion Yuan that in the prov inc es and 

spec ial mun icipal c it ies , the Yuan should es tab l ish departments of 

examinat ion and pers onnel respons ible for examinat ion and pers onne l 

management . These dep artments are , of cour se , under the jurisd ict ion 

of both minis tr ies --Examina t ion and Pers onnel . Prior to the establish­

ment of such a dep artment , the prov ince mu s t  a t  lea s t  set up an exam-­

inat ion pers onnel committee respons ible for appo intment , s alary range , 

and evaluat ion and registra t ion of pers onnel records.  
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b .  Ea ch provin ce ,  and ea ch spec ial mun ic ipal , city , or coun ty 

government ha s es t ablished a pers onnel department , a pers onnel sec-� 

t ion , or a pers onnel adminis tra tor . 

c .  Ea ch public un ivers ity , college , s chool , public enterprise 

company , in proport ion to it s number o f  tea ching s ta f f  or its bu s ines s ,  

ha s es tablished a pers onnel department ,  a sect ion , or an adminis tra tor . 

d .  In a local government ,  in a ddit ion to the chief s of the 

personnel department of the provinc ial and spec ial mun icipal govern­

ment under the M inis try of Pers onnel , the Min is try of Pers onnel 

appoints , d i smis ses , a nd evalua tes pers onnel through the rec ommenda t ion 

of the government ch ief of whom their section is a s ta f f  unit . 

2 .  Tra its of Pers onnel Managemen t 

In a ccordance w ith the above-li s ted principles for es tablis hing 

,Pers onnel agencies and rules or laws f or it s management , the Chinese 

ma chinery of pers onnel managemen t ha s the following chara cterist ics : 

s t a tes tha t  t he  M in is try of Examina t ions admin is ters the examina t ions  

in a c c ordance with n a tional pol icy , while the Min is try of  Pers onnel 

ma nages the pers onnel affa irs of the government and ha s the execut ive 

charge o f  the pers onnel depart ments . Therefore , personnel from the 

Pres ident ial Hall ( f ive Yuans ) and all min is tries , down to the county 

and c ity governments and public s chools , are under the supervis ion and 

d irect ion of the M inistry of Pers onnel . The pers onnel serv ice s imply 

adopts  a whip-hand pol icy and the local un it s  mu s t  con form to central 

d irect ion . 



b .  Res tra int of d ifferent p e r s onne l  l aws : A personne l de­

pa r tment s t and s  as a s t a f f  un it to  the chief of e a ch gove rnment 

a gency , and shou ld not take awa y his right s  in personne l  af fa ir s . 

However , except for examina t ions s e t f o r  new appo intees , g iven by 
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the Min is try of Examina tions , other author ized activit ies such as 

che cking requ irements ,  a s certaining e f f ic iency eva lua t ion , ar ranging 

s a l a ry ranges , as we l l  as prot ect ion and pens ion are  st rict ly governed 

by the ru le s  e s t a b l ished by the Min istry of Personne l .  As a result , 

it is impos s ib l e  to avoid inf r inging upon t he r ight of pe rsonne l 

a f f a irs  of the a gency chief , t hough in theory t he p er s onne l d epa rt­

ment is but a s ta f f  un it to him .  

c .  The inde pendence o f  per s onne l ma chinery : Accord ing t o  its 

organiz a t iona l law , the Examina t i on Yuan ha s very s tr ict  s t ipu l a t ions 

for the qua l if ica tion of  e a ch of its  members . Art ic l e  88 o f  the Con­

s t itu t ion , st ates  tha t "the member shou ld not be re l a t ed to any po l it ic a l 

party s o  tha t by hims e l f  ba s ing on the law , he  ma y act independent ly . "  

A l l  the regu l at ions on personne l  are  enacted by the s e  members , and pu t 

into force by the Minis try of Examina t ion and M inistry of P e r s onne l .  

Furthermore , the Minis try of  P e r s onne l has the a u thor ity to appoint a l l  

personne l chief s  of a l l organiz a t ions in the Centra l Government . I t  

a l s o  appoints the per s onne l  chief s who work in loca l gove rnment , even 

those  in pub l ic s choo l s . A lthough the chie f s  of loca l gove rnment a nd 

the princ ip a l s  of pub l ic s choo l s  have t he r ight to  recommend s omeone 

for pos it ions , the ir accept ance or reject ion s t i l l rema ins with the 
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M inis try of P e rs onne l .  I n  other words , if the nominee cannot ge t the 

support of the Min ist ry of P e r s onne l ,  he cannot obta in a pos it ion in 

the pe r s onne l s e rvice . The pe r s onne l ma chinery is rea l ly an inde­

pendent unit in the tota l bu reaucracy . 

3 .  Drawba cks of the S ys tem 

Ana lys is of the cha racter is t ics  of the pr es ent pe r s onn e l  s ys tem 

lead s  to t he conc lu s ion tha t it ha s d if f icu lt ies tha t wil l be ha rd to 

ove rcome . 

a . The personne l worker s ,  on one hand , se rve a s  working s t a f f  

t o  the government body in which they are  p la ced; on t h e  othe r hand , 

they are  sub ject to the author ity of the pe rsonne l minis try . In 

othe r word s , they a r e  under two d ifferent supervisors . S hou ld the 

two supervis ors ho ld d ifferen t  idea s ,  the personne l  worker wil l immed i­

ate ly f ind himse l f  in a d il emma , not knowing whos e order to fol low .  

For n o  matter which choice he ma kes , he wi l l  sure ly offend on e of the 

two . 

b .  Superfi cia l ly the pers onne l s e rvice tha t  adopts  a firm 

po l icy seems good , for it can thus e s cape in terfe rence from any admin­

istrative body , and can obj ective ly and fa ir ly fu l f i l l  its funct ion s . 

Howeve r ,  it may damage the integrity of the orga niz a t ion , a nd thus 

cau s e  d if f icu lty . For in stance , a ccord ing to l aw , neither promot ion 

and d ismis s a l  of a per s onne l worker are  not in t he hands of the chief 

of the orga n iz a t ion in which he works but in t he hand s  of the ch ief 

of the per s onne l depa rtment , which ranks higher t han his own un it . 
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Thus , the personnel department is spared the interference of the ad­

m inistrative department- -yet the adm inistrative department is often 

thwarted and blocked by the personnel units . Therefore trouble makers 

can use d ifferences of op inion to create contradictions and contro­

versies in personnel service , result ing in damage to the leadership 

of an administrator. The team wor k of the organizat ion can be reduced 

and its efficiency diminished by the dualism that exists between admin­

istrat ive respons ib il ity and personnel authority. 

c. The present system, possess ing an independence that enables 

it to carry out its wor k  free from outside disturbance , is always 

al ien to the practical situation of the organization of which it is 

part. Therefore the measures it takes do not always suit the ·needs of 

the organization. On the other hand , an administrator may cons ider 

the very existence of the unit in the organizat ion to be an int rusion , 

and refuse to cooperate with the personnel policy it maintains . The 

admin istrator somet imes uses this relationship with the personnel unit 

an excuse for h is own failure in that field . Without effect ive admin­

istrative s upport the best planned personnel service cannot succeed 

in its miss ion. In the last analysis the statement that "personnel is 

a function of management" is as true in the Republ ic of China as it is 

elsewhere. 



CHAPTER III 

PROBLEMS IN TilE PERSONNEL FI EID 

Having s t a ted the characteris tics of the organ izat ion of both 

bureau cra cy and pers onnel ma ch inery , one is in a pos ition to cons ider 

problems in the personnel f ield . 

A .  SHORTCOMIOOS OF STAFF 

From the pr actical point of view , adminis tra tors ignore the f a ct 

tha t s tres s ing the importance of rules and laws can  s t ile a worker ' s  

ab ility t o  u s e his own knowledge and crea tivity . C onsequently , many 

adminis trators become men with cautious , conserva t ive , and nega t ive 

att itudes . This is true particula rly in China where the present laws 

and regula tions f or a worker are not only numerou s and compl ica ted bu t 

of ten are overla pping , conflicting and frus tra t ing . Thu s when confron ted 

with a problem wh ich is not spec if ically discus sed in a manu a l ,  a worker 

may not know wha t to do or where to go for ins truc t ions . As a result , 

he bec omes t imid , ind if ferent , and pas s ive . In the pres ent a dminis­

tra t ive ma ch inery , dur ing the proces s of handl ing a problem , a sect ion 

or a worker f or his own s a fety always adheres to his  own unders t and ing 

of the a pplic a t ion of the rules , w ith no conces s ions or yield ing to in­

nova t ion or the search for a "better way . .. Not only does the problem 

rema in un solved , but new conflict and new tens ion arises between the 
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workers  or the se ctions and the top mana gement . This s itu ation is 

c aused by the overempha s is of ru l e s  and procedure s .  

3 6  

I n  the pres ent adminis tr ative machin ery , with ru le s overempha s iz ed 

and worke r s  ob liged to fol low them exp licitly , there  is  no f l exibi lity 

for the wor ke r  to a pp ly when hand ling any given pr ob l em .  He is not 

a l lowed to make any adaptation or ad jus tment of the ru l e s . They a re 

written and unchangeab le , even though ci rcums tances a re every changing . 

I t  is dif ficu lty , if not impos sib le , to hand le a l l  prob l ems a ccording 

to ru l e s  which a re never to be amend ed . Obviou s ly then , it is pos sib l e 

that s ome prob lems may never  be s o lved if the ru l e s  a re strictly ob­

se rved . In orde r to a rrive at an e ff ective s olution , a t  le a st s ome­

time s the ru le s mus t  be put a side . The ru les  may work toda y , but ma y 

not work tomorrow . I n  considering "The Existing Administrative Laws of 

the Repub lic of China , "  an ob s erva tion a nd ana lysis of the rea l situa­

tion of the administrative machine ri�s in the Repub lic of China may 

le ad us to another conc lusion . S ince ru l e s  or l aws may f ai l  to re­

strain the worke r s , a wor ker's on-the- job behavior may not pos s e s s the 

supposed dependability and predictability . Through the s imp le stre s s ­

ing o f  ru l e s , prob lems often cannot be  effective ly s o lved on time or by 

the b e st method s . S ome of the existing laws have ce a s ed to regu l ate a 

worker's on-the-job behavior , a situation which s tems from the f a ct tha t 

a worker , for his s e l fish intere st of benefit , wi l l  try to app ly to the 

ca s e  the ru les  that are  advanta geou s to him and inte rpret the other s  to 

support what he in f a ct doe s  in a given situation . 
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Confining a worker's on-the -job behavior to a fixed norm by 

fo rce o f  law while s olving a prob lem d e stroys th e w orke r's wil l  to 

reta in his autonomy and s e lf re s pe ct .  I f  the right an d ob ligation of 

each and eve ry of fice are a l ready set by written l aw , a worke r mus t  at 

le a st in theory condu ct his work within the s e  defined limits . This can 

be done on ly a fter a succe s s fu l  c la s sification of  the dutie s of  each 

o ffice . The Chine s e  gove rnment ha s for ye ars  worked on detai l ed regu­

l ations for e a ch office . The Examin ation Yu an , at one point , set up 

a committee f or this purpos e . A s et of ru les  cove ring a l l  offices  wa s 

recent ly ena cted and forma l ly promu lgated by the Pre sident . Yet how 

can the s e  ru l e s  be enfor ced? Under such gen er a l  ins tru ctions , s ome 

c la s sification , autonomy , and hindrances  in the proce s s  of carrying 

out work are  inevitab le . Cons equent l y , worker s of ten compete for  the 

job s  that a re e a s ily done and whe re the pr ocedures  and ru l e s  a re ade­

qu ate and try to a void those that are  hard . In  the p re s ent situation , 

on ly by decree or di rection can a ha rd or non-routine j ob be expected 

to be done succe s s fu l ly .  Decrees and directions may be given incor� 

rectly and a re not a s o lution to prob lem s o lving . B e for e the o ld 

pr ob lems a re s o lved , new ones  have appe ared and new decrees and direc­

tions are needed . The process  is end le s s . 

Without a certain amount of autonomy in s o lving a prob l em , a 

worker  mu st depend tota l ly upon his superyisor ' s d ecree or dir ection , 

or he mu st con stantly a s k  his supe rior for advice . As a resu lt , e ach 

worker become s a robot , and fails  to pa rticipate at a l l .  Furthe rmore , 
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obs ta c les may appea r in the l ines of commun icat ion between super ior and 

infe r ior . S tahl  s ta tes tha t  "any group of peop le as s ociated to get 

work done aut oma t ica l ly cons t itut es  a kind of social  or ganism tha t  de-

vi s e s  its own way of ke ep ing a l ive through ex change of inte l l igence a s 

to wha t  is go ing on , "  and S tahl added , "c ommunica tion is f ound , f or 

examp le , in the s t imu lation of emp loyee id ea s for work impr ovement and 

in the forma l ana lys is  of emp loye e fee l ings through att itude su rveys . " 15 

C ommunica tion is an impor tant f a ctor tha t l eads  worke rs to conc en tra te 

on the ir work , and he lps to promote team wor k .  Wit hout e f f e ctive com-

mun icat ion a ce rta in emot iona l ba rrier w i l l  be crea ted betwe en the exec-

ut ive and his subord ina tes . There is litt le hope f or funct ional team 

work ,
1 6  

which is nece s s a ry t o  obta in suc ces s , in an or gan iz at ion hope-

les s ly enme shed in deta i l ed ru les and r e gu la t ions . 

Be ing l imited by c omp l icated ru les and laws , the wor king behavior 

of government workers can be entir e ly diffe rent f rom the ir soci a l  and 

off -the- j ob behavior , which may be cong enia l and crea t ive . Mod e l s  of 

behavio r s e t by th e government may run counter to the natura l behavior 

of the worker . In the pres en t  admin is tra tive o rgan iza t ions , wo rke rs 

oft en wond er and wor ry about the ru les , and a s  a cons equ ence , get 

l itt le  work d one . Y e t  workers of an inf o rma l o rganiza t ion , bas ed ma in ly 

on fr iends hip , may be very eff ic ient in the i r  a ct ivi t ie s . Suppos e one 

t ion : 
Gib son 
1 9 66) ' 

15
stahl , op . c it . , pp . 2 10-2 1 1 . 

1 6  Gera ld G .  Fis ch ,  ' 'Line-S t a ff is Obso lete , "  Pub l ic Adm in is tra -
Rea d ing in Ins titutions , Proces s es , B ehavior . Ed it ed by Frank 
and Geoff rey Y .  Co rnog (Chica go : Rand McNa l ly and C omp any , 
pp . 1 62- 1 63 .  
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goe s t o  a government a gency f or h e l p  on a certain matter . H e  may en­

counter much difficu lty becaus e he ha s to go through a l l  the channe l s  

that the l aw demand s , even though this may not a ctua l ly b e  ne ces s a ry. 

Ve ry often a reque st is d e l ayed or turned down on the ground that the 

situation is not covered by the ru les . On th e other hand , if an indi­

vidua l  knows some one in the a gency , a nd make s u s e  of this conta ct by 

a s king an individua l  f o r  he lp , his request ma y be fu lfil led immediate ly 

on the b a sis of friend ship or per s ons recommend a tion. S ome s ay that 

it is a p a rt of Chine s e  nature , to va lue friend ship highly , and tha t 

the Chin e s e  a re e a sily persuaded on a per s ona l ba s is.  In f a ct , the s e  

a r e  traits which a re fostered b y  too much empha s is being p l a ced on 

ru les  and laws , and by the f a ct that the s e  ru les  are r a re ly amended 

or ab o lished . Thos e invo lved are f orced to re ly on informa l . chann e ls , 

per s ona l conta cts and f riend ships a s  ways to me et the needs of an 

existing situation. 

B. CONFIDENTIAL APPOIN'IMEN'IS 

S ince the emp loyees  of a growing governmenta l a gency incre a s e  

in number , by what me a sures can a n  executive ke ep suf ficient and effi­

cient contro l over the organiz ation? S ome executive s resort to confi­

dentia l appointments as a me ans of contro l. When an executive is 

ap pointed , he often sta ff s  his of fice with his re latives  and friends , 

who a re expected to he l p  him contro l  the organization. But this prac­

tice a f fects and ups ets the other workers ' f e e lings , and in e ffect de­

fe ats the executive's purpos e  of control. Workers  who fee l that they 



40 

a re e ligib le  and wil l  be  considered f or promotion wi l l  try to p l e a s e  

their superior in order t o  win his trust  and f avor . On the othe r hand , 

thos e who do not think that the y c an get a promotion--or who believe 

that their opportunitie s have b e en ta ken away by the f o l lowers --and 

r e latives of the executive--wil l  become dis couraged and res ort to nega­

tive a ction , s ome directed to und ermining the position and authority 

of the chie f . A lthough the worker s  may s e em to get a long we l l  with the 

executive ' s  f o l lower s , in rea lity they res ent them , ho ld thems e lve s 

a loof from them , and have no des ir e  to cooper ate with them . This kind 

of attitude wi l l ,  of cour s e , ha rm the organiz ation and its efficiency . 

According to Weber ' s  theory , which w a s  cited b e f ore , the appointment 

of personne l f or e ffective administrative ma chin ery mus t  be done through 

a fair and open examination system . S e l ection mus t be b a s ed on the need 

of the organization ; promotion mus t  be b a s ed on the worker ' s  record of 

performance and his working experience . The exis ting Chine se  s ystem of 

examination is not adequate in many instances  (as  is pointed out later) , 

but it is compar ative ly fair and f a r  superior to appointment by favori­

tism of the executive . Appointing thos e who did not pa s s  the examina ­

tion given by the minis try and f a iling t o  appoint thos e who did certain ly 

a f f ects the mor a l e  of  the worke r s  and the regard of the peop le for  the 

civil s ervice . 

In order to e s tab lish what I pre sumed and inferred above , I can 

cite the answers  the Chine se  As s ociation of P e r s onne l  Administration 
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rece �ve �n a po of the wor ers of four m�n �s t r �e s . Among the qu es-

t ion s in the que st ionna ire was  the fo l lowing : ·�s far  as  you know in 

add it ion to the gene ra l requirement s ,  wha t is  the e s s ent ia l  c r iterion 

for new appointment s in your min is try"? The answers were a s  shown in 

Tab le 1 .  At the s ame t ime , the C .  A .  P .  A .  d is t r ibuted more than 100 

que s t ionna ire s  to department chie f s . Answers to the same que st ion we re 

shown in Tab le 2 .  The se statis t ics revea l a dif ference in the re sponse  

of  the depa r tment chie f s  and those of  the  genera l workers  to the same 

que s t ion . For examp l e , in answer , 69 pe r cent of the wor ke rs in the 

survey s a id that pe rs ona l re lat ions are  e s s ent ia l , but on ly 3 1  per cent 

of the depa rtment chie fs  he ld the s ame op in ion . P erhaps the f o l l owing 

exp l ana t ions app ly :  

1 .  Many of the f r iend s or re la tive s appo inted b y  the minis try 

execu t ive s usua l l y occupy pos it ions as department chie f s . They wou ld 

never , therefore , admit tha t nepot ism exis t s  in the min is try . And 

they wou ld a l so deny tha t nepot ism is invo lved in appo intment in lower 

ranks , f or if any ex is ts , the y might be the ve ry one s who e st ab l ished 

it . 

1 7The Survey S ta t i s t ics  of Per s onne l P rob l ems in the Centra l 
Governmental Agenc ie s  (Ta ipe i , Ta iwan : Chine se A s s ociat ion o f  P e rsonne l 
Administrat ion , 1 9 63) , d irected under P rofes sor Chang Chin-Chien , con­
ducted a 24-que s tion survey of 600 workers  in four centra l governmenta l  
agenc ies , inc lud ing Min is t ry of the I nter ior , Edu ca t ion , Communica tion , 
and Economic Affa irs . Ab out 100 -330 respons es  were rece ived . This re­
port is ava ilable  on ly in Chines e .  The trans lat ion here in the text 
are my own . 



TABLE 1 

WORKER ' S VIEWS OF ESS ENTIAL REQUIREMENTS 
IN NEW APPO IN'IMENTS 

Number 

Abi lity 4 1  

Educ ation and Expe rience so 

P e r s ona l Re lations 200 

42 

P e r  Cent 

14 

1 7  

69 

S ource : The Survey S tatistics of P er s onne l P rob lems in the 
C entra l Gove rnme�Agencie s ( Taipei, Taiwan : Chine s e  As s ociation of 
P e r s onne l  Administration , 1 9 63) , p .  1 1 . 



TABLE 2 

SUP ERVISORS' VI EWS OF ESS ENTIAL REQUIREMENTS 
FOR NEW APPO IN'IMENTS 

Numb er 

Ability 15 

Education and Experience 34 

P e r sona l Re l ations 2 2  

4 3  

P e r  C ent 

2 1  

48 

3 1  

S ource : The S urvey S tatistics o f  P er sonn e l  P rob lems in the 
Centra l Governme�Agencie s ( Taipei , Taiwan : Chine s e  As s ociation of 
P ersonne l  Adminis tration , 19 63) , p .  1 1 . 
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2 .  S ome of  the department chief s  had b een in that position be­

fore the minis try executive came . They we re not re latives nor f riend s 

of the executives .  Yet by wo rking with the executives a l l  the time , a 

c l o s e  re lationship is built , which doe s not a l l ow him to s a y  othe rwi s e . 

3 .  M os t  general worke r s , inc luding some of the s e ction chie f s , 

be lie ved tha t pe rsonal re la tion s a r e  e s s entia l for new appoints in their 

ministry . 

The main reas on they say this is tha t an executive often pre f ers  

promotion f rom without rather than  from within whenever  there is  a 

vacancy in his ministry . This a s sumption is  a l so  bas ed on statistics 

dr awn by the s ame As s ociation . The worker s  of the above mentioned 

minis trie s were given the fo l l owing ques tion : ' 'How many promotions 

have you had since you came to wor k in the p res ent machinery"? The 

an swers  were as  shown in Tab l e  3 .  The s e  s tatistics indicate tha t an 

abs o lute ma j ority of the worke r s  in the survey have had no promotion or 

on ly one . Natura l ly ,  they a r e  not satis fied with the situation . The 

channe l of promotion is s imp ly b locked by the p ractice of promotion 

from without . As a resu lt , the workers  are led to be lieve that the 

executive is fond of nepotism , even though what he d oe s  may be b a s ed 

on the ne ed of the ma chinery and through fair s e lection . The wo rkers' 

fee lings , however , are  fund ament a l  to the ef ficiency of the ma chine ry ; 

without their coope ration efficiency is impos s ib le .  
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TABLE 3 

NUMB ER OF PROMO TIONS SINCE EMP lOYMENT 

Persons Responding 

None 105 

One 7 6  

Two 39  

Mor e than two 33 

S ource : The Survey S tat i s t ics  of P er sonne l P rob lems in the 
Cent ra l Governme�Agencies (Ta ipe i ,  Ta iwan : Chine se As socia t ion of 
P ers onne l Adm in is t ra t ion , 19 63) , p .  12 . 
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C . PARTICIPATION AND RESPONSIBI LI TY  

P a rticipation means that the wo r�er within the sphere o f  his 

rights and responsibilitie s is given s uf ficient authority for p l anning 

and c a rrying out his work . On  the othe r hand , the executive s hou ld be  

wi l ling and a lways ready to  bea r  the responsibility of the re su lts · of 

their wor k .  It i s  pre sumed that a wo�ke r who i s  given authority for 

performing his duty wi l l  a s sume that his exe cutive wi l l  be r e s ponsib l e 

for the resu lt of his work . He wil l  fee l free to ta lk  with the execu­

tive about pr ob lems at  any time . The fo l lowing respon s e  from a p o l l  

provides a va luab le b a sis and support f or this a s sumption . 

The se  answer s  provide two conc lus ions : One is that worke rs who 

have authority in d e a ling  with their work f e e l  that their executive s 

are re s ponsib le for the re su lts of their work; another is that the 

a mount of authority a worker  ha s is in dire ct proportion to how free he 

fee l s  to ta lk  with his executive s .  Only  14 per  cent of the wo rkers  

a s ked s aid they had  suf ficient a uthority; but 3 6  per cent of them s tated 

tha t  they had no authority at a l l .  F rom the s e  data we may d raw three 

inferences : 

1 .  The executive not on ly shou ld give his workers proper 

authority for his work but a l s o  shou ld be wi l ling , to be a r  th e re sponsi­

bi lity for the re su lts of their work . 

2 .  Dele gation of authority wi l l  not hurt the leadership of the 

executive s .  On the c ontra ry , it wil l  he lp his pre stige and fa ci litate 

communication , both upward and downward . 
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3 . From Tab le 4 we notice that on ly 14 per cent have sufficient 

authority , and 5 1  pe r cent , comparative ly suf ficient . Yet 3 6  per cent 

have no authority . It indicate s  that as f ar as participation is con­

cerned the s ituation of the administrative machinery in the Repub lic 

of China is sti l l far  from s atis f a ctory , and it wou ld be worthwhi le for 

executive s to give it more thought . 

As  a ma tter of f a ct , thos e who are  given fu l l  authority in their 

work a re a l so  given opportunitie s to show their a bility and ta l ents . 

Likewise , in order to show their abi lity and ta lents , they mu st ha ve 

sufficient authority for their wor k .  The opportunity t o  emp loy their 

ta lents and ability s timu late s the worker s' interest in their wo rk , 

ke eps them s atis fied with their s ituation , and leads  them to fee l that 

they a re going to get promoted . And f rom Tab l e  4 we c an a l so  a s sume 

that the opportunity to us e their ta lents can a f fect the workers' in­

tere st , s en s e  of s atis f a ction , initiative for work , a nd hope for the 

future . The d ata reve a l s  that the pers onne l administration of the admin­

istrative ma chinery in the Repub lic of China ha s much ro om for improve­

ment . More wi l l  be  given about this l ater . 

D .  EXAMINATION SYS TEM 

As previou s ly d e s c ribed , civi l s ervice examinations in China 

have a long history and have been high ly va lued . But now , becau s e  of 

the l a ck of cooperation between the examination and the administration 

of p e r s onne l mana gement , s e lection by examination without the power of 
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TAB LE 4 

WORKERS ' SENSE OF PARTICIPATION AND RESPONS IBI LI TY 

Re sponse Number P e r  Cent 

Do you in the Suf f ic ien t 3 6  14 
s phere of your 
right and re- Comparative ly 
spons ib i l ity Suff ic ie nt 1 34 5 1  
ha ve suf f ic ient 
author ity to Not a t  a l l  9 5  3 6  
c a rry out your 
work? 

D o  you think C an 2 9  80 
your executive 
can be he ld re- Suff ic ient S ome time s 7 20 
spon s ib le f or 
the resu lt of Cannot 0 0 
your work? 

Can 61 47 

Compa rative ly 
Suf ficient S ome time s  5 3 43 

Cannot 1 1  10 

Can 2 6 2 8 

Not at  a l l  S ome time s 3 6  38 

C annot 32 34 
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TABLE 4 (CONTINUED) 

Response Number Per Cent 

In the course of Very Free 2 7  75 
carrying ou t your 
work , do you fee l  S uf f ic ient Comp. Free 9 2 5  
free t o  ta lk w ith 
your execut ive? Not a t  a l l  0 0 

Very Free 51  41  
Comparative l y  Cornp . Free 71  5 7  Suff ic ient 

Not at a l l  3 2 

Very Free 14 15 

Not at a l l  Comp. Free 63 67 

Not at  a l l  1 7  18 



so 

TABLE 4 (CONTINUED) 

Re s2onse Number Per Cent 

D o  you have oppor- Yes, I do  75  29 
tunity for your Not much 124 48 
talents and ability? Not a t  all 60 2 3  

How interested are Very much 2 7  11 
you in your work ? Not much 159 59 

Not at all 64 30 

Do you have Yes , I have full 4 3  16 
authority in your authority 
work? Yes, I have some 133 so 

Not a t  all 91 34 

Do you feel that Yes , I do 29 15 
you can get pro- Yes ,  perhaps 89 34 
moted ? No, I cannot 60 24 

I do not know 75 2 7  

Source : The Survey S tat is tics of Pers onnel Problems in the 
Central Governme�Agenc ies (Ta ipe i ,  Ta iwan : Ch inese As socia t ion-of 
Pers onnel Adm in i s trat ion, 1963) , pp. 39-40 ; 72- 75. 
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appointment hurt s the effectivenes s  of the exam ination sys tem. Presently , 

the organiz a t ion with the power to hold examinations does not have the 

authority t o  make appo intment s ,  a nd the organ iza t ion with authority t o  

make appointments does n o t  have the power t o  hold exam inat ions . As a 

re sult , those who have pa s sed the var ious examin a t ions  conduc ted by the 

Exam inat ion Yu an a cqu ire merely the qualif ica t ion for some appointment-­

but not a def in ite pos it ion . Con sequently , this s ituati on has two 

ef fect s :  { 1) Mos t  of the a mbit iou s young people gradually lose interest 

in the examinat ion ; and { 2) the government mach inery loses its  vigor as 

it cea ses to t a ke in new blood pos ses s ing t he proper qualif icat ions . 

Indeed , the age level of pers onnel ha s a def in ite effect on the improve­

ment of eff ic iency . The government c an be very a ct ive and dynamic if 

it is f illed w ith young people . Convers ely , it is incl ined to be 

pa s s ive-minded and res is t ant to change if it s per s onnel age-level is 

h igher . The age levels of government workers in the Republic of China 

are demon s tra ted in Table 5. 

Table 5 shows the average ages of workers in the four min istr ies , 

not includ ing the pers onnel in the ir affilia ted bodies , a s  48 for Home 

M inis try , 49 for Educa tion , 49 for Commun icat ions , and 47 for E conomics. 

The average age in each of the four minis tries is s lightly over 48 

years . This  i s  higher than it should be , f or the average span of life 

of the Chinese people is 61 yea rs --ma k ing only 13 years d ifference be­

tween the two averages . Of course , mo st civil servant s  are intellec­

tuals and know more about the preservation of health ; their aver age age 
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TABLE 5 

AVERAGE AGE OF WORKERS --FOUR CENTRAL MINIS TRIES 

Me an AQse D istribu t ion ( in P ercentase) 
Minis try P e r s ons Age 20-2 9 30 -39 40 -49 S0 -59 60 - 69 

Home 24 48 2 1 7  40 3 1  9 

Edu c a t ion 1 83 49 1 10 44 32 13 

Commun ic a-
t ions 1 2 9  49 6 1 8  34 2 8  14 

Economic 149 4 7  10 2 3  33 2 8  6 

S ource : The Survey S ta t is t ic s  of P ersonne l  P r ob lems in the 
C entra l Governme�Agencie s  (Ta ipe i ,  Ta iwan : Chine s e  A s s o c ia t ion-of 
P er sonn e l  Adminis trat ion , 19 63) , p .  88 . 
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i s  like ly t o  b e  a l it t le h ighe r than tha t of the nat ion a s  a who le . 

Howeve r ,  in China , where l iving cond it ions change ra p id ly du e to swift 

economic deve lopment , gove rnment worke rs mu s t  be a ct ive , vigorous , and 

fu l l  of new ide a s . The se are qua l i t ie s  found in young peop l� , -but 

usua l ly lac king in a ged ones . 

Genera l ly s pe a king , both the thought and beha vior of a Chin e s e  

pe r s on wou ld have t a ken shape by the t ime h e  reache s  the - a ge � of 45 . It 

wou ld be d if f icu lt for a Chinese  over  45 t o  accept new idea s .  In ot her 

word s , pe rsons over 4 5  a re the conserva tives in the gove rnment organi­

z a t ion . However , new ide a s  a re ind is pens ib le when the government is 

end e avoring to imp rove and incre a s e  its e f f ic iency . New ide a s  a re the 

ba s is of reforma t ion , yet they are the thing s tha t older peop le re s is t . 

The refore , youn g peop le with dynamic id e a s  and ima gina t ion mu s t  be  given 

more re spons ib i l ity if the government is to  expe rienc e new deve lopments . 

The high ave r a ge a ge of workers a l so ind ic ates  the unhea l thy 

s itua t ion of pers onne l  mana gement , in which , becau s e  the re is no attri­

tion of t he o ld , there can be no absorpt ion of the new . Accord ing to 

the record s of pers onne l mob i l ity in the Min is try of the Inte r ior , from 

Janua ry , 1 9 60 to December , 1 9 64 ,  only 28 va cancies resulted from re­

t irement , trans ference , and dea th--on ly 5 . 6  pe r cent of the tota l pe r­

sonne l .  Among this  numbe r ,  17  a s ked f or ret irement , three transf erred , 

five r e s i gned , and t hree d ied . Furthermore , of the 1 7  who a s ked for 

ret iremen t , 13 were under the a ge of 35 ; and those who trans ferred were 

s t i l l  in the government . And the f a ct tha t the three who transferred 
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were s ti l l  in the gove rnment a gencies a c tua l ly reduced the 28 va cancies 

to  2 5 .  Therefore , on the avera ge , on ly five va cancie s came up in a 

ye a r ,  on ly a lit t le more than 2 pe r cent of it s tota l of 24 (not in-

eluding the personne l of the a ffilia ted body of the Minis try) . 

The Chines e gove rnment is ful ly awa re of the situa tion , and ha s 

c ontinua l ly a s ked it s a gencie s to emp loy more young peop l e  in order to 

imp rove it s e fficiency . The various government ma chineries have absorbed 

s ome y oung peop l e , yet many ambitious youths a re prevented f rom entering 

government s ervice becaus e of its na rrow door . This is due to the fa ct  

tha t the retirement s y s t em has not b e en put into e ff ective f orce . The re 

a re two main r ea s ons why the s ys tem ha s not been e f f ective . One con-

c erns pensions and the othe r c onc ern s  the e fficiency eva lua tion s ys tem . 

B oth of the s e s ha l l  be dis cus s ed in the fo l lowing cha pter . 

E . RETIREMENT AND E VALUATION SYS TEM 

I n  the concept of modern pers onne l administra tion , pension does 

not s o le ly mean r emunera tion fo r s ervice . The retirement sy s tem is a ls o  

fo r the purpos e of e limina ting the superannua t ed wo rke rs s o  a s  t o  keep 

the ma chinery active a nd dynamic . S tahl obs erves : 

A proper retirement p l an not on ly r e su lts  in the e l imina tion 
of many inefficient emp loye es but tends a ls o  to improve the mora le 
of the whole  f orce and to f a ci lita te the proces s  of retirement . 
From the s tandpoint of t he emp loyee the advantages  of a retir e­
men t p lan a re obvious . It su pp lements an income which is ordin­
a ri l y  not adequa t e  t o  pe rmit the a c cumu la tion of any la rge amount 
of s a vings . 18  

18s t a h l , op . cit . , pp . 397-398 . 
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But most government worke rs  d o  not a ppreciate the system . According 

to the retirement l aw for government workers promu lgated in November ,  

1 9 5 9 , a commis s ioned officer 60 yea r s  of a ge with 2 5  yea r s  of s ervice 

in the government , and having thr ee depend ents--his wife , a s on ,  and 

a daughte r--a s ks for  retirement but wants to keep his name under  the 

gove rnment umbre l l a of insuranc e  purpos e s ;  a l l  he can get , even if his 

r ank  is in first c l a s s , is about NT $4 6 740 . Under  the method of com-

puting pension s , he is given 5 1  unit s . One unit is about NT $ 7 60 ,  

his s a l a ry NT $ 6 10 ,  and another  NT $ 800 which is equa l to the amount 

o f  mone y given f or his dependents ' living exp ens e s  for a two-ye a r  

period . I f  he put this amount of money into a b ank , with the most 

favorab le monthly intere st of 1 . 3  per cent , he c an prob ab l y  get NT 

$ 60 7 . 88 a month . It  is very c lo s e  to the monthly pay  he received be-

fore his retirement , but no l onger can be get support f or his f a mi ly. 

The re fore , without anothe r job , he cannot live on the bank interes t. 

This is the main rea s on why many workers  linger in the gove rnment 

though they ha ve reached retirement a ge . This prob lem a l so re lates to 

the eva lua tion s ystem . 

Ef ficiency eva lu ation is des igned to che ck both the qua lity and 

the quantity of work a person ha s done . It  is the ba sis u s ed for pro-

motion , demotion , commendation , and punis hment . This is a very important 

e lement in per s onne l administration , and no organiz ation hopin g to in-

crea s e  its ef ficiency can ignore it . According to S tah l : 

One of the ba s ic prob l ems in any la rge of f a r -f lun g organi­
zation is to d ete rmine and rec ord the pe rformance va lue of 
s ta f f  members . This is fund amenta l not on ly a s  a guide to the 



administration of promotion , d emotion , and trans fer , but a l s o  
a s  a means of checking the efficiency o f  origina l s e le ction 
method . l 9  

5 6  

Eva luation , i f  carried out prope r l y , can produce two e f f ects : ( 1) I t  

can ob tain dependa b l e  materia l s  to support the administration o f  com-

mend ation and punis hment . With eva luation , on the one hand , the in-

e f ficient can b e  improved or e limina ted and hard worke r s  can be moti-

vated to work  even ha rder . Eva luation c an e l iminate much of the 

jea l ou sie s or comp laint s  a gainst mea sure s ta ken f or commendation and 

punishment . This in turn wi l l  promote cooper ation among the workers 

and heighten mora le  and the de sire  to a chieve . ( 2 )  Eva lu ation c an give 

the superior executive incre a s ed know l ed ge of the attitude , ability , 

superioritie s ,  and limitation s of his workers . Therefore , he may he lp 

the good worke r s  to d eve lop their potentia l a nd give them more oppor-

tunitie s to use their ta l ents . And he can coun s e l  and advis e thos e  

with dif ficu ltie s so  a s  t o  he lp them correct o r  improve their a ttitude 

or ability . Efficiency eva luation in per s onne l  administration a t  le a s t  

can he lp get rid of pre judice s ,  wrong impre s s ions , and individua l f e e l-

ing s a gain s t  promotion and demotion . Unfortunate ly , the efficiency 

eva lua tion s ys tem adopted by the Chine s e  government ha s not on ly f ai l ed 

to function correctly , but ha s become me re ly a me aningle s s  pro cedu re or 

a joke . The fo l lowing d a t a  supports  the p reviou s s ta t ement . 

In o rder to dis cover the a ctua l respons e  of government worker s  

towa rd the existing system of eva luation , P .  A .  C .  A .  submitted the 

f o l lowing que stions to 2 60 pe r s ons : 

1 9rbid . , p .  2 5 7 .  
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a .  Are you s atis fied with the exis ting s ys tem of  eva luation? 

b .  What are the cau s es that make you dis s atis fied with the 

existin g s ys tems of eva luation? 

The answers were a s  s hown in Ta b l e  6 .  Ta ble  6 shows tha t m ore 

than 70 per cent of th e workers w ere not s atis fied with the exis ting 

s ys tem of eva luation whi l e  on ly 4 per cent indicated satisfa ction with 

the s ys tem . The c aus e s  of their dis s atis f a ction are  tw of o ld : O ne is 

due to the s ys tem its e lf , the othe r  is l a rge ly m an-made . Of  the man-

made  f au l ts --i . e . , "not s e rious enou gh to put it into force , "  and "the 

chief s  p l a y  f a voritism"--the latter is more s erious than  the former . 

How cou ld s uch a s ituation exist? P r of . K .  C .  Chang once s aid : 

Mo s t  of  the ma c hinery chief s ,  ne glect its cons equ ences , 
with a s ort of p l ayful attitude , never try to ca rry it out 
s erious ly . I n  f a ct , they do not have cou rage and determina­
tion enough f or this tas k .  Therefore ,  unde r their eva lua tion , 
worke r s  a r e  a lmost the s ame i n  working e f ficiency . A l l  the 
grades  a chief gives a re but B .  and c . 20 

Acco rding to I tem 4 and Item 5 of the eva lua tion l aw ,  eva luations can 

be c l a s sified into five grades . Grade  A gets pr omotion and a ha lf  month ' s  

extra pay . G ra d e  B gets promotion on ly . Grade C gets neither pr omotion 

nor extra pay . Grade D gets demotion or trans fer and grade E gets dis -

mis s a l .  However ,  e ffici ency eva luation a t  pre s ent is but a kind of f or-

m a lity , for the chief s  wou ld not give a grade be low C ,  even to the 

wor s t  wor ke r . At the s ame time, many workers , with their m ea ger month ly 

pay , a r e  a l ready unhappy and grumb ling about their s ituation . They a re · 

2 0  Chang , op . cit . , pp . 85-8 6 .  
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TAB LE  6 

ATTITUDE TOWARD EXISTING S YS TEM OF · EVALUATION 

Answer  to 2ue stion a Numbe r  P .e.r.roenit 

S atis factory . 1 1  4 

Uns atis factory 190 73 

No Idea 5 9  2 3  

Answer _ to 2uestion b Number P er Cent 

The S ystem I ts e lf 
Unreas onab le 94 2 5  

Not S erious Enough 
to Put it Into For ce 1 52 42 

The C hie f s  P lay 
Favoritism 1 18 33 

S ource : The S urvey S tatistics of P e r s onne l  P rob lems · in the 
Central Governme�Agencie s ( Taipei , Ta�wan : Chine se  As s ociation-of 
P ersonne l Ad�ini stra tion , 1 9 63) , p .  64: 
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e a s i ly irritated and ma y go to extreme s if a nd when s ome thing fru s ­

trates  them . The f act tha t the s y stem ha s not been put into effective 

force , is  not du e to  d iff icu lt i e s  that the ma chine ry chie f s  cannot 

overcome , but to the workers whom the chie f s  d a r e  not offend . The 

chie f s  do not want to  court troub le with the ine f f ic ient workers  by 

giving them low ma rks . This s itu a t ion exi s t s  becaus e  some a gencies  and 

some s choo ls encount er a gre at dea l of diff icu lty when the ir chie f s  try 

to d is m is s  s ome of the ir workers or s tud ents . 

The s ys tem its e lf ha s defects too . First , accord ing to l aw ,  

the number of wo rkers given grade A shou ld never be more tha n one­

third of the tot a l workers in a un it . As a resu lt , s ome worke rs who 

a re re a l ly eff ic ient cannot be given a grade of A .  This i s  unf a ir , and 

na tu ra l l y they w i l l  be d is appointed and ma y react a ga ins t their chie f s . 

S ome chie f s , trying to b e  f a ir and s eeking to avoid hurting th e f e e l ­

ings o f  the wo rkers , adopt a s ys tem o f  rot at ion . I t  means tha t a n  A 

gr ade wil l be g iven to  a l l  workers  in ye a r ly tu rn . 

S e cond l y ,  the form of eva lu at ion provid es on ly for grad es but 

not for record s  of work which a r e  suppos ed to be the b a s is for grades . 

Therefore , the grades  given are  me rely  a chie f ' s  impre s s ion of his 

workers . I t  is common for a ha rd wo rker who s e  turn to rece ive a grade 

of A i s  s t i l l  fa r away but who ha s l aboured a l l  ye ar long to get a B 

grade . On the other hand , s ome one who mere ly id led his t ime away get s  

grade A ,  because  his turn ha s come . This s itua t ion encourage s the a ged 

workers to s tay in of f ices  and wa it for the ir turn to receive an A .  
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They do not re t ire f rom work becaus e they s t ill  have a chance for a 

good eva lua t ion , even though t hey  may be ineff icie nt in re a l ity . Thus , 

the inad equa cy of eva lua tion a ls o  hinders  the e f fe ct ive op era t ion of 

the reti rement s ys tem . 

F .  WORKE R QUAL! 'IY 

One of th e tend encies o f  modern governmen t adm inis tra tion is 

s pe c ia liz a t ion of  government a f f a irs , which has , of cours e ,  resu lted 

from indus t r ia l i z a t ion . Us ing s t a t is t ics given by co l l ege gradua tes 

in h igh federa l off ices , P f if fner and Pres thus po int out tha t "a lmos t 

four -f if ths of a l l  high of f ic ia l s  in the Uni ted S t a tes have had t e ch-

nica l profe s s iona l educa t ion . Although many highe r  civi l s e rva nts a re 

ind eed gene ra l is ts , the va s t  ma jor ity of them , pe rha ps f our out of 

five , a re specia l i s ts en gaged in program and s c ien t i f i c  technica l 

. . . .,2 1 . . . 1 a c t�v�t �e s . However , exam�nat �ons a re not necess a r� y the mos t 

effective way to a ttract s pecia l is ts . There mus t  be oth er methods in 

ord er t o  meet the need s  of young p e op l e . The pr ob lem is  tha t the 

government is given author ity to appoint on ly thos e who ha ve pas s ed 

the proper exa mina t ions , and it wou ld be a ga ins t th e l aw if it w e re 

done othe rw is e . As a result , this become s anot he r  ob s ta c le in imp rov-

ing the qua l i ty of workers . 

The qua l ity of a worke r is cl o s e l y  a s s ocia ted w i th his educa-

t ion , which in turn ha s a bea r ing on the qu a l ity of work that  he can 

P f iffne r and P res thus , op . ci t . , pp . 128- 1 2 9 . 
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contribute to  the government . The chances a r e  tha t those  who are  we l l  

educa t ed can a lways ho ld higher positions , and their ide a s  on prob l ems 

a re more readily a ccepted . At the s ame t ime ,  they a re more ambitiou s 

and e a ger for advancement . On the othe r hand , the we l l  educ ated a re 

a l s o  the ones who may e a si ly get excited or ups et . They wil l  quit their 

job s  when they find thems e lve s in a hop e l e s s  situa tion . As a re su lt , 

the gove rnment wil l  find it not on ly difficu lt  to e liminate inefficient 

workers , but a l s o  to keep the ef ficient ones  from leaving the f ie ld .  

In this rega rd , 2 60 per s ons re spond ed t o  the f o l l owing que s tion s : 

a .  Wou ld you ma chine ry chief a ccept your sugges tions , if any? 

b .  I f  there a r e  two j ob opportunitie s before  you , one inside 

your own ma chinery and the ot her out side , both of which are  s a ti s f ac­

tory to you , which one wou ld you like to t ake ? 

The an swers  were a s  shown in Tab l e s  7 ,  8 ,  and 9 .  F rom the 

answers  lis ted in Tab l e s  7 ,  8 ,  and 9 ,  we can infer  the fo l lowing : 

1 .  In Tab l e  7 ,  a ma jority of the re sponden t s  were co l lege 

gradu a t e s . The f a ct tha t co l le ge gradu a t e s  a re the main force in the 

government is a good s ign . Yet the re a re two point s und e r l ying that 

do not warrant  it . Fir s t l y , of the tot a l  worke r s  giv ing answers , 1 3 7  

a r e  co l l ege gradu a te s . Yet , among the 1 3 7 , 9 0  pe r s ons a re a l ready over 

the a ge of 40 . According to what I s ta t ed in the previous chapter , 

Chine s e  peop le  ove r the a ge of 40 a re physio logic a l ly f a r  from being 

young , and ment a l ly tend to  be cons erva tive . The re f or� , they are  not 

th e  workers  that the government needs a t  the pre s ent . S econd l y , the 



TABLE 7 

EDUCATIONAL BACKGROUND O F  WORKERS IN CEN TRAL GOVERNMENT AGENCI ES 

A� B r a cket 20-2 9 30-39 40 -49 50-59 Over 60 

Number  of 
P e r s on s  1 9  68 10 7 54 1 1  

Educat ion Number  % Number  % Number  % Number  % Number % 

S en ior High 
S choo l 5 2 6  12 18 2 9  2 7  9 1 7  0 0 

Jun ior 
C o l l e ge 2 1 1  10 1 5  2 0  1 9  1 5  2 8  2 1 8  

Fu l l  
C o l l e ge · 8 42 3 9  5 7  5 5  5 1  2 7  so 8 7 3  

P o s t -
G radua te 4 2 2  5 7 3 - 3 3 6 1 9 

O ther s  0 0 2 3 0 0 0 0 0 0 

S ource : The Survey S ta t i s t ics  of P er s onne l  P rob l ems in the C entra l Gove rnment 
Agenc ie s  ( Ta ipe i�a iwan : Chine s e  As s oc i a t ion o f  P e r s onne l Adm in is tration , 1 9 63) , p .  10 3. 

� 
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TABLE 8 

ACCEPTANCE O F  WORKERS ' SUGGESTIONS 

S en ior High Junior Fu l l  Post-
S choo l C o l  lese C o l  lese Gradua te 

Re sponse  Number  % Number % Number % Number % 

Ye s , he wou ld 4 8 0 0 4 3 0 0 

Ye s , prob ab ly 1 7  35 25 5 6  84 64 14 78  

No , never 7 15  1 2 7 5 0 0 

No ide a  2 42 1 9  42 3 7  2 8  4 22 

Tota l 30 45 1 32 18  

S ource : The Survey S ta t ist ics of Personne l P rob lems in  the 
Centra l Gove rnment Agencies  ( Ta ipe i , Ta iwan : Chine s e,;\A s s ocia t ionof 
P e r sonne l Admin is tra t ion , 1 9 63) , p .  109 . 

*Re spond ent s were a s ked : ·�ou ld your ' ma chinery ' chief a ccept 
your sugge s t ions , . if any? ' '  
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TABLE 9 

CONCERNING JOB CHOICES OF WORKERS BY EDUCATIONAL LEVEL 

Answe r  to 
Educ a t ion Number Que s t ion b Numb e r  Percentage 

S en ior H igh 5 7  ( 1 )  The one ins ide 43 7 7  
S choo l ( 2 ) The one ou ts ide 14 2 3  

Jun ior 4 7  ( 1 )  The one ins id e 34 69 
C o l lege ( 2 )  The one out s ide 1 3  3 1  

Fu l l  132 ( 1 )  The on e ins ide 76 5 8  
Col lege ( 2 )  The one outs ide 5 6  42 

Pos t- 1 9  ( 1 )  The one ins ide 1 3  68 
Gradua te  (2)  The one out s ide 6 32 

O thers 2 ( 1 )  The one in s ide 1 50 
( 2 )  The one out s ide 1 50 

S ource : The Surve y S t a t is t ics of Pe rsonne l P rob lems in the 
Centra l Gove rnme�Agencies ( Ta ipe i ,  Ta iwan : Chin e s e  As soc ia t ion-of 
P ersonn el  Administrat ion , 1 9 63) , p .  1 13 .  
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number of workers who have rece ived pos t -graduate edu cat ion, all having 

Ma s ter ' s  degrees, is the smallest of all educat ional levels --16 persons 

altogether . Th is shows tha t in an age of spec ializa t ion, there is 

st ill a long way to go in ra is ing the qu al ity of workers. 

2. Table 8 shows tha t the percent age of workers answer ing ·�e s, 

prob ably, " get s larger in moving from the high s chool bra cket to that 

of pos t-gradua te ; high s chool, 35 per cent; jun ior college, 56 per 

cent; full college, 64 per cent ; and gradu ate s chool, 78 per cent . The 

percentage of workers answer ing ''No, never , '' get s progres s ively smaller . 

In the pos t-gradu ate bracket, none bel ieve that their sugges t ions would 

be r� jected . Th is is another f act ind ic at ing that those who are more 

educa ted are given more opportun it ies to make suggest ions,  and that the 

pos s ib ilit ies of a ccept ance of their suggest ion s are grea ter . Th is 

is due to the f act tha t higher pos it ions are often held by tho se who 

are more educa ted . And those who are in higher pos it ions  c an have more 

opportun it ies to expres s their idea s and to part ic ipa te in dec is ion­

mak ing . 

3 .  Table 9 reveals that mos t  of the workers, no matter wha t 

bracket of educ at ion, chose to t ake the j ob in s ide . However, in com­

paring percentages of workers in d if ferent brackets, the smalles t per­

cent age, 5 8 , is those who f in is hed their college edu c a t ion .  The rea son 

is that the qu alif icat ion of thos e with h igh s chool a nd jun ior college 

educat ion is comp arately poor . They know that they can s eld om get bet­

ter jobs af ter leaving the present ones . Theref ore, 7 7  per cent of them 
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chose to s t ay and would not take jobs ou ts ide . Those w ith pos t­

gradua te edu cat ion either have the advant age of sen iority , or already 

hold higher pos it ions , and are not will ing to qu it unle s s  another job 

is really prom is ing. Therefore, only those who were from univers it ies 

(full college) , mo s tly being young and jun ior in rank , like to get out 

of the present job and ha ve a change . There are of ten many experienced 

hand s s t and ing in their way for promotion , and the ir s alaries may be so  

low that  any other job will seem a ttra ct ive. But they are the ones 

tha t the government need s for renova t ion or reforma tion .  How to keep 

them from leaving is therefore another t a s k  bef ore the personnel admin­

istra t ion. 



CHAPTER IV 

THE MAJOR CHANGE OF 1967 

On September 8 ,  1967, the C hine se government promulga ted a n  ad­

min i s tra t ive order on the delegat ion of author ity; and in the same year , 

on September 16 , the Pers onnel Bure�u , d irectly under the Execut ive 

Yuan, was  f ormally es t�bl ished. These two occurren ces, coming in the 

s ame month, con s t ituted a very important move t oward reforming public 

pers onnel org�n izat ion . These two ch an ges have tran s ferred au thority-­

decentral izing au thor it y in ma chinery from top to bottom--and mov in g 

the power of pers onnel adminis tra t ion from the Examina t ion Yuan to the 

Execu t ive Yuan . The former is a vert ical authority change, and the 

la tter is a horizontal cha nge . 

A . D ELEGATION OF AUTHORITY 

The strongest tenden cy in the organiza t ion o f  the present admin­

is tra t ion is tha t it ha s to keep exp�nd ing as the work becomes more 

spec ialized . The more special ized it bec omes, the more it s proces ses 

are divided. Centraliza t ion ma y take either a verti cal or horizont al 

cours e .  The organ iza tion o f  admin is trat ion w ill inva riably bec ome 

en tangled in this maze of growth . The concept of delega t ion of author­

ity and the new rules promulga ted by t he government can now be con­

s idered in some det a il .  

67 
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De lega t ion of aut hor ity  a l s o  can be c a l led d ivis ion of au thor ity . 

I t  me ans tha t the subord ina te s of the ma chine ry are  given or entru s ted 

with more respons ib i l ity . By d ivid ing author ity on rou t ine work and 

giving it to the chiefs  of the lower un its , a l l the un it s in a sphere 

of author ity can work with a gre a t er de gree of indep endence . The exec-

ut ive does not have to conce rn hims e lf with matters  tha t are not , 

ac cord ing to t he d ivis ion of duty , h is prima ry bu s ine s s . One t r a d i-

t iona l concept ion ha s kept the ex ecut ive , be ing the chief of machinery , 

is respons ib l e  f or each and every funct ion . One a l so ha s to de legate 

respons ib i l it y  to his wo rkers . The me aning of de lega t ion of authority 

covers tha t of de lega t ion of respons ib i l ity . However ,  this d oes not 

me an tha t the execut ive who de lega tes au thor ity is free from respon s i-

b il ity . He s t i l l  ha s the respons ib i l ity of supervis ion . The goa l of 

the sys tem of hiera rchy is to he lp one ot her among the un its at the 

d ifferent leve l s  of ope r a t ion . The author ity and re spons ib il ity of 

22 both the execut ive and his subord inates  a re c l os e ly re l a ted . 

As the work of admin is trat ive ma chinery become s more specia l iz ed , 

a worker  in a s pe c ia l ized pos it ion mus t  re ce ive specia l ized tr a ining 

and a cquire s pec ia l iz ed knowl edge . But the execu t ive s of the adminis-

tra tive or gan iz a t ion are  mos t ly genera l is t s . They do not fu l ly under-

s tand the expert is e with which a spec ia l is t  conducts  his wor k .  I n  such 

22victor A .  Thompson , '�ie ra rchy , S pecia l iz a t ion and O rganiz a ­
t iona l Conf l ict ; ' ' ed ited b y  Maur ice E .  O 'Donne l l , Read ings in Pub l ic 
Admin is tr a t ion (New York : Houghton Miff l in Co . , 19 66) , p :  54 . 
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c ir cums t ances , the high ranking exe cut ives  s imp ly cannot d irect , advise , 

or command them eff ic ient ly .  To try wou ld s imp ly r e su lt  in e mot iona l 

tens ion or conf l ict betwe en th e genera l i s t s  and spec ia l i s t s . This sort 

of tens ion and con f l ict leads t o  emot iona l une a s ine s s  on the pa rt of 

the s pecia l is t s , a f fecting the ir working behavior and bringing  about 

many unnece s s a ry personne l conf l icts . Con s equent l y , in s e lf-defen s e , 

the specia l i s t s  have to  adopt a s or t  of con s e rva t ive a t titude which 

wi l l  not a l low them to  ma ke fu l l  u s e  of the ir ta l ents . I f  a s  a re su l t , 

a l l  they do is wha t they a re t o ld ; the ir s pe c ia l iz a t ion go es to wa s te . 

O therwis e ,  the cen t ra l ized sys tem of or gan i z a t ion is c hanged . The re-

su lt cou ld be a s  Thomps on s ta ted : 

There a re the soc ia l pro ce s s  of  spe c ia l iz a t ion and cultura l  
ins t itut ion of hie rarchy . A gre a t  dea l of ins ight into  these  
organ iza tions can be ga ined by tra cing out the re lat ions between 
spe c ia l iz a t ion and hierarchy , particu la r ly , any under lying ten­
s ions or conf l ict s can be e l imina ted in this fa shion . 2 3  

Wha t makes d e l e ga t ion o f  authority supe r ior? Wha t  a r e  it s e f f ects on 

the behavior of the worke r s ?  An exp l a na t ion of the super ior ity of the 

de lega t ion of author ity conta ins the f o l lowing point s . 

Firs t ly ,  on ly through de l e ga t ion of au thor ity can th e worker s 

have autonomy , and ca rry out the ir work ind ep end ent ly . With autonomy , 

worke r s  have opportun it ie s to deve lop their  potent ia l and u s e  their 

knowledge--which in turn , he lps to ra is e  working eff ic iency . Many 

sociologica l s cho l a r s , conduc t ing experiment s on the s e  points , have 

2 3I b id . , p .  5 3 .  
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f ound such evidence . C ock and French ind icated that a worke r ' s e f f i-

c iency wi l l  become s t a gn ant a t  a certa in l eve l  if he cons tant ly works 

und e r  s t r ict supervis ion . On the contra ry , if given suff icient autonomy , 

his working e f f ic iency wi l l  improve . The f o l l ow ing is a re su lt they 

obt a ined a fter three months of exper iment a t ion in a f a ctory . Unde r  

s t r ict supe rvis ion , a worker ' s  hour ly produ ct ion wa s about 40 p iece s . 

Without any supe rvis ion , beg inning with the f if th day ,  his hou r l y  pro-

duct ion began to incre a s e , r is ing  to 60 p ieces  an hour a fter  the 30th 

24 d a y . W ith autonomy , the worke r determines  how to do his work , and 

ha s on ly hims e l f  t o  b l ame if he f a i ls . Hence it he lps  a worker to be 

respons ib l e  and pos it ive . Furthe rmore ,  it  keeps him from d epend ing 

t oo much � on his supe r iors , and from avoid ing any d i f f icu lt ie s  that may 

a r is e . Thus , we f ind a c le a r  re l a t ions hip between autonomy and e f f i-

c iency . 

S e cond l y , a fter having obta ined fu l l  autonomy , a worker  can de-

ve l op not on l y  his potent ia l and w isdom , but a l s o  can deve l op an in-

tere s t  in h is work , thus obta in ing pe rsona l s a t is fa ct ion . Bur s k  un-

expe�ted ly· d i scove red a pertinent · f a ct in 1950 , us ing two wor king units 

in on e ma chinery with the s ame na ture of  work and the s ame pay , but 

having  d if f erent leve l s  of eff iciency . The f a ct that prompted his s tudy 

of the s itua t ion was tha t the worker s  of lower ef f ic iency often b roke 

up and de s troyed pub l ic property . After c l os e  ob s erva t ion , he f ound 

24 . . h 1 . d . ( Dorw1n Ca rtwr1g t and A v1n Z an er , Group Dynam1cs New York : 
P eters on and Company , 1 9 62 ) , pp . 334- 335 . 
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tha t  there wa s too much int erference in their work . I t  a ff ected the ir 

intere s t  and ga ve them no persona l s a tis f action .  This ind ica tes  an 

. . . b k ' d h "  . 
2 5 Lmpor tant re l a t LonshLp e tween a wo r er s aut onomy an LS Lntere s t .  

Thir d l y , a c cord ing to the modern soc iolog is t ' s  view , peopl e 

l iv ing together wi l l  na tu ra l ly produc e a kind of  interact ion and mu tua l 

inf luence among thems el ve s . As a resu l t , f r iend ly  groups are  f ormed . 

They a r e informa l groups , in the terms of adm in is tr a t ion , which exer-

c is e s  cons iderab l e  res tra int upon the workers ' behavior . If  an admin-

istrat ive organ iz a t ion adopts a s tr ict type of cent ra l iz a t ion , not hing 

can be done without app rova l .  And in order to res trict its worker s '  

behav ior within a f ixed s phere , it mus t  ena ct l aws and ru l e s . Then 

the informa l group , w ith s t rong re s t ra int be ing exerted upon it s 

membe rs , wi l l  natura l ly adopt a nega tive , uncoopera t ive a t t itude to-

wa rd it s work . However , if the workers have enough autonomy in the ir 

work , the inf orma l group , ins tead of be ing indifferent abou t the ir 

work , w i l l  he lp s e rve a s  a mot iva ting for ce . The rea son for this is 

that so  long as the workers  have suf f icient l ib erty in the ir work and 

are not ob l iged to a s k  for approva l c ons tant ly ,  the y have f l ex ib i l ity 

of behavior . They a re better prepa red in c a s e  of emergency , for if they 

mus t  go by ru le s , and a s k  for approva l before a ct ing , a prob lem s e ldom 

can be s o lved on time . Therefore , de legat ion of au thority  give s wor ker s  

2 5Edwa rd C .  Bur s k , Human Re lat ion for Management (New York : 
Ha rper and Brothers , 1 9 5 6)� 2 50 -2 5 5 . 
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f l exib i l ity and h e lps them to so lve urgent adminis trat ive prob lems . 

Dub l in c l a ims : 

I submit that  this p a radox is re a l  on ly to those  who ins i s t  
tha t an organizat ion is what  t he organizat ion cha rts and j ob 
des cript ions  s a y  it is . Inf orma l re lat ions in the o rganizat ion 
s e rve to preserve the organ izat ion from the s e lf  d e s t ruct ion 
that wou ld re su lt from l ite ra l obed ience to the forma l pol icies , 
ru les , regu l at ion s , and procedures . 2 6  

Fourthly , de lega t ion of authority can a l s o  s imp l ify the procedure 

of admin istra t ive wo rk and rende r  less c omp lex the c ommun icat ion sys tem . 

C entra l iz at ion in an admin istrat ive organiz at ion c onfus e s  admin istra-

tive . procedur e s  and de lays wor k .  Und er cent ra l iz a t ion , the execut ive s 

are  unwil l ing to entrust  author ity to s ubord inate s .  I f  a pro ject needs  

the c ooperat ion of  two unit s to get s t a rted , accord ing to its  procedure , 

one o f  them , un it A for examp l e , ha s to a s k  for appr ova l f irst . To be  

a pproved , the p l an of  unit A mu s t  go  thr ough many l eve ls  before rea ch-

ing the t op execut ive . Then the execut ive wi l l  hand down appr ova l in 

the s a me way to un it B .  The fo l l owing f igure may se rve a s  an i l lustra­

. 2 7 
t �on : 

A 
B L 

c M 
D N 

E 0 
F p 

2 6 b b . 1 . . Ad . . . ( Y k . Ro ert Du �n , Human Re at �on s �n m�n�strat �on New or : 
P rent ice Ha l l , 195 1 ) , p� 

2 7chin-Chien Chang , Pub l ic Admin is tra t ion ( Ta ipe i ,  Ta iwan : I n  
Chine se S ixth Ed it ion : Nat iona l Chengchi Univers it y  Pre s s , 1 9 61 ) , p .  
1 3 1 . 
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This f igure me ans that un it F f a ces a prob lem o f  which the solut ion is 

pos s ib le if un it F can work toge ther with un it P .  W ithout de le ga t ion 

of author ity , unit F ha s to a s k  un it P for cooperat ion through execu­

t ive A ;  a nd un it P cannot lend its hand without a�prova l not if ic a t ion 

from exe cut ive A .  To comp l ete the proc edu re , unit A ' s  reque st ha s to 

go through ten s teps before it gets  an answer . W ith the de l egat ion of 

au thor ity , un it F can go d irect ly and ask un it P ' s cooperat ion , and the 

prob lem can be ea s ily s olved . No time is was ted by going through so  

many steps--an obvious contr ibut ion to eff ic iency . S imp l if ica tion of  

wor king p rocedure and a min imum of  commun icat ion s tops are  e s s ent ia l to 

admin i s trat ive e f f ic iency . Confronted by commun ic a t i on s tops the or ig­

inator of a p l an ha s no way of persona l ly control l ing the succe s s  or 

fa i lure of his work . With a min imum of commun ica t ion stop s , the suc­

ce s s  or f a i lure of his p l an is f e l t  by him per sona l l y .  This kind of 

fee l ing def in it e ly he lps a worker to become be tter mot iva ted , invo lved , 

and respons ib le for his work . 

Throu gh an a lyses  made from the viewpoints  of both theory and 

re a l ity , we f ind that b road de l e ga t ion of au thor ity is the mos t effec­

t ive way for so lving the prob lems s temming from the tra its of admin is ­

trative organiz a t ion .  This is the ba s is upon which I have p la ced s o  

much empha s is on the d e l egat ion . o f  author ity . Af ter long s tudy and 

experiment at ion , the Chine se gove rnment ha s f ina l ly found the key to 

the door of eff ic iency , and the Execut ive Yuan had promu l gated it s 

' 'ru les  for imp lement a t ion of the de legat ion of author ity in the admin­

istra t ive mach ine r ies . "  The new ru le compr i s e s  1 3  article s , inc lud ing 



purpos e s , l imits , pr inc ip les  for the de legat ion and the c ont ent s  of 

author ity and res pons ib i l ity . The f ol lowing is a br ief summa ry and 

eva lua t ion of the n ew ru le s : 

A ims and l imit s . Art ic le 1 s ta t e s : ·rn order t o  ra ise the 
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eff ic iency of admin is trat ive machiner ie s , it is requires  that dut ie s  

mus t  be  carried out through de lega t ion of authority . A l l  the exe cu­

ti ve s , vice execut ives , and chie f s  of a l l  s c a le s  of which t he de lega t ion 

of author ity and the divis ion of respons ib i l ity mus t  be b a s ed on the s e  

ru le s ; I ts app l ica t ion i s  l imited t o  the f o l lowing government a genc ie s : 

(machine r ie s ) : 

a .  The Execut ive Yuan and it s aff i l ia ted min is t ries , commis s ion s , 

department s ,  and bure aus . 

b .  P rovinc ia l and specia l mun ic ipa l governments  and a l l  the ir 

a f f i l ia ted ma chine r ie s . 

c .  C ount y and c ity government s and the ir a f f i l ia ted mach iner ies . 

C l a s s if icat ion of s ca l es . The c l a s s if ic a t ion of s ca les  mu s t  be 

b a s ed f ir s t  on organiz a t iona l law . .  The s c a l a r  proce s s  cove rs  no mor e 

than f our steps . The ex ecutives  are  on the top s tep , and s e c t ion 

ch ief s  on the bot tom . The who le work f ir s t  mus t  be s pe c if ica l ly c l a s ­

s if ied a ccord ing to the natu re and importance o f  pos it ion s , and then 

grouped and printed in a l is t . This c an be put into force af ter a pprova l .  

The content s of author ity and re spon s ib i l ity . ( This is the mos t  

import ant part of the new ru le . )  

a .  The execu t ive of machinery ha s aut hor ity to make decis ions 

on the f o l lowing ma tters : 



1 .  He is author ized to ma ke decis ions on po l ic ie s , work 

pl ans and pro ject s , and eva lua t ion s of his ma chinery and of a l l  his 

a f f i l ia ted bod ies .  
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2 .  To check , ad jus t or increa s e  the budge t of his ma chine ry 

and tha t  of a l l  his a f f i l ia ted bod ies . To spend the reserved fund if 

nece s s ary . 

3 .  To app rove , amend , or abo l ish the ru le s or regu lat ion s 

of his ma chinery and tha t  of a l l  its a f f i l ia ted bod ies . To exp la in the 

ru les  about h is ma chinery and a l l  of its a f f i l ia ted bod ies . 

for advice . 

4 .  To c a rry out the important orders given by h is super ior . 

5 .  To make sugge s t ions , appe a ls  and repor t s  and to  a s k  

6 .  To d irect and supervis e the important me a sure s  ad opted 

by his a f f i l ia ted bod ie s . 

7 .  To appoint , trans fe r ,  cu t or ra is e s a l a r ie s , eva lu a te , 

and pra ise  or pun ish the workers of his ma chinery . 

8 .  To appoint , f ire , tr ans fer , and pr a is e  or pun ish the 

workers  in the midd le c la s s  of his a ff i l ia ted mach ine ry . 

9 .  To approve or re ject any trea ty or contra ct tha t his 

machinery or his a f f i l iated bod ie s  have made with out s ide organiz a t ions . 

10 . To c l a s s ify  and ad ju s t  the r e s pons ib i l it ies  for the 

un it s of his ma chinery and to pa s s  judgement on mis t a ke s . 

1 1 .  To hand le any conf l icts  of his a f f i l i a ted bod ie s . 

12 . To answer impor t ant inqu ir ie s f rom the machiner ie s  a t  

the same leve l . 
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1 3: . To pres ide over and pa rt ic ipate in important me etings . 

14 . To t a ke care of other import ant ma tter s . 

b .  Matters  ove r  which authorized chie f s  on s e cond or third 

leve l  ha ve author ity : . 

1 .  Accord ing to po l icies and wor k p lan , to d ir ect , super­

vise and check the work under the ir care . 

approva l .  

2 .  To spend fund s  in the budget or fund s with s pe c ia l 

3 .  To c arry out work accord ing t o  his chief ' s d irect ion or 

the approved pr inc ip le s . 

4 .  To grant or re ject reque s t s  a ccord ing to ru le s or laws . 

5 .  To exp l a in ru l e s  e s t ab l ished for his work . 

6 .  To p a s s  on or ca rry out the orders from above and t o  co­

ord inate with ma chiner ie s on the same leve l .  

un it . 

workers . 

dut ie s . 

7 .  To d i rect , supe rvise  or ad ju s t  the pe rsonne l  in his own 

8 .  To appo int , dismis s , eva lua te , p ra i se  or pun ish tempor ary 

9 .  To grant leave s  within one month for h is subord ina tes . 

10 . To col lect and supp ly common materia l s . 

1 1 .  To pre s ide ove r  or participate in meet ings re l a ted t o  his 

12 . To c a re for other ma tters  au thor ized . 

c .  In  add it ion to the chief of mach iner y , who ha s the author ity 

to approve of out -b ound papers , ch ie f s  in lower leve l s  can a l so approve 
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out -bound pa pers if they a re within the limit s o f  the ir re spon s ib i l­

it ie s . 

1 .  An out-bound paper tha t is a pproved by a department 

ch ie f s t i l l  c an be se nt out in the name of the ma ch in ery chi ef and in 

that of the machinery to wh ich his department be longs . However ,  his 

name shou ld a l s o  be given as the ·subs t itute under the s igna ture of h is 

chief . 

2 .  In an eme rgency , an out-bound paper can be  approved by 

a chief on the third or fourth leve l .  However , it ha s to be sent out 

in his own name a nd with the s e a l of h is own sect ion . 

Chief s , in urgent c a s es , have ap proved out-bound papers , but 

they a l s o  have to be ar a l l  resu lt ing respon s ib i l it ies . And , by the 

end of the mon th , they mu s t  submit to  the ir ch ie f a l is t  of papers 

they have a pp roved in his p l a ce . 

Chief of a ma chine ry bea r·s the re spon s ib i l ity of supervi s ing 

and eva lua t ing work c a rried out through the de lega t ion of his author ity . 

He mu s t  a s s ign a particula r  per s on to inve s t iga te job s  done by de­

partment chie f s  in his p l ace , and by chie f s  on the third or fourth 

leve l s . The depa rtment ch ief , in tu rn ,  mus t  examine jobs  done by the 

chiefs  b e l ow .  In c a s e  of trans gre s s ion , irre spon s ib i l ity or dere l ic­

t ion , reports mu st  be made immedia tely . .  

B .  ES TABUSHMENT OF THE PERSONNEL BUREAU 

Aga in s t  the above ba ckgr ound , the gove rnment of the Repub l ic of 

China d e c ided the P e r s onne l Bureau shou ld be e s tab l ished d irectly  under 
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the Execut ive Yuan . Except for the examination , a l l of the authority 

of per sonne l mana gement w a s  moved from the Examinat ion Yuan to the 

Execut ive Yu an , a trans ference of au thority from one ma chinery to  

an other . The f o l l owing paragraphs exp la in :  

How was  the bureau e s tabl ished? The re is no provis ion f or the 

or gan iz a t ion of the P e r s onne l Bureau in the organ iz a t iona l l aw of the 

Execut ive Yu an . The Const itut ion st ipu l ates  tha t no new organ iz at ion 

can be e s tab l ished without the approva l of the Leg is lative Yuan . How­

ever , the Execut ive Yuan cannot a s k  t he legis lature to approve the 

e s tab l ishment of the Personne l  Bureau , for th e functions of the bu re au 

have connect ion both with the Execut ive Yuan and Examinat ion Yuan ; and 

by the Cons t itut ion , the s t and ing of the Execu t ive Yuan , the Legis ­

lative Yuan , and the Examinat ion Yuan are  equa l .  Where a s  the Ex ecut ive 

Yu an is respons ib l e to the legis lative , the Examina t ion Yuan is not . 

Therefore , the P er sonne l Bureau was  not es tab l ished through ord ina ry 

· legis lat ive p roces s ,  but by Art��le 5 of provisiona l l aw a tta ched to 

the Cons titut ion . It s t ipu l a t e s  tha t "The Pres ident is  author ized to 

read ju s t  the admin is t rative mach ine r ie s  and the pe rsonne l ma chine r ies  

when he  s ees the need . " S o  the  bureau wa s es tab lished by  a pres ident ia l 

de cree . 

The purpos e for re organiz ing the pe r s onne l management is that 

the Examina tion Yu an is concerned on ly with ho ld ing exam ina tions . The 

r e s t  of the wor k of personne l  mana gement , such a s  appointment , d i s ­

miss a l , promot ion , demot ion , trans ference , eva lu a t ion , and retirement , 
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are  immed i a te ly under the d irect ion and supe rvis ion of  the admin i s ­

tra t ive ma ch ine r ie s . This is intended to  improve the pub l ic p er sonne l 

admin is tr a t ion , and contribute to the admin is trat ion re form which is  

now und er  way in China . 

The bureau ha s four department s and f ive admin is tr a t ive s ec­

t ions . The number of its working s t a f f  is 105 , not inc lud ing super­

numera ries . The greate s t  d ifference in pe rsonne l  admin is tr a t ion a f ter 

the bureau came into ex is tenc e is t ha t  th e bureau d i rec t l y  admin is ters  

a l l personne l  aff a ir s  of the d ifferent administrat ive mach iner ie s  and 

pub l ic ent e rpr is e s  tha t are under  the jur i s d ict ion of the Execut ive 

Yu an . The s e  a ff a ir s  were p revious ly under the d irect ion and super­

vis ion of the Examina t ion Yu an . In  other words , the super ior of f ic ia ls  

of  the personne l department in the Execut ive Yu an former ly were the 

Examin a t ion Yu an , bu t now they are  in the Execu t ive Yuan . As f a r  a s  

per s onne l is concerned , the Examin a t ion Yuan here a ft e r  w i l l  occupy a 

s econd a ry p l ace . 

The f ir s t item of organiz a t iona l law s ays that ' 'In the t ime of 

mob i l i z � t ion f or suppre s s ing the commun i s t  rebe l l ion ,  the Execut ive 

Yu an e spec ia l l y e st ab l ishes  the per s onne l  bureau with a purpose  to 

s trengthen the pe r s onne l mana gemen t on the d if f erent leve l s of it s 

admin is t ra t ive ma chiner ies and its pub l ic enterpr is e s ; a t  the same 

t ime to  prepare  and s tore d if f erent ta lent s f or the future . "  This 

genera l s t atement ind ica tes tha t  a l l  gove rnment per s onne l are  und er  its 

care . I t  doe s  have a supp lementary ru le s ay ing  tha t "In connect ion with 
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examinat ion and appoin tment the P e rsonnel Bu reau is a l s o  subject  t o  

the d irection and supe rvis ion of the Examin a t ion Yuan . "  I t  is , how­

ever , a matter of procedure withou t any force of res t r iction . The 

ensu ing exp lanat ion of its  funct ions ma y he lp  one to understand it 

better . 

a .  The f ir s t depa rtment ha s the f o l l owing dut ies : ( 1 ) p lann ing 

and mana ging per sonne l a f f a ir s  on a l l leve ls  of Qdminis t r a t ive mach in­

e r ie s  and pub l ic enterpr i s e s ; (2) studying and sug ge s t ing po licie s  and 

a c t ions on per s onne l ;  ( 3 ) sugge s t ing and eva luQ t ing the es tabl ishment 

or reforma t ion of the pe rsonne l ma chineries  in Exe cut ive YuQn and in 

it s a f f i l iated bod ie s ; ( 4) manag ing appo intment , dismis s a l ,  tr ans ferr ing , 

eva lua t ion , pra ise  and pun is hment of the c ivil s erva nt s in t he admin­

istr a t ive ma ch iner ie s  and pub l ic enterpr ises  und er the jur isdict ion of 

the Execut ive Yu an ; ( 5 ) s tudying the dra f t ing of personnel  acts for the 

are a s  tha t a re not yet recovered and put und er t he jur isd ict ion of the 

gove rnment ; ( 6) tra ining and preparing c apab le worke rs  f or the future . 

b .  The s e cond depa rtment ha s four dut ies : ( 1) p lanning and 

eva lu a t ing appointment , d ismis s a l , and transfer of the per sons of 

s e lected r anks ; ( 2 )  p l anning and eva lua t ing the or gan iz a ti ona l l aw and 

categories of different leve ls of th e adm inis trat ive ma chine ries ; 

( 3) eva lua ting the appointment , d ismis s a l , and tran s f e r  of the he ads 

and boa rds of d irectors of pub lic ente rpr is e s ; ( 4) p lQ nning the prepa­

ra t ion and d is tr ibut ion of personne l for a l l  leve ls  of the adminis­

tr a t ive ma ch ineries . 
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c .  The third department c overs these items : (l) plann ing the 

s ys tem and rules of efficiency evaluat ion , and method s of increas ing 

administrat ive ef f ic iency of all levels of adminis trat ive machineries ; 

(2) underst and ing , evaluat ing, preparing s t a t is t ic s , and analyz ing the 

persons now employed ; ( 3) evaluat ing and checking the ef f ic iency evalu­

at ion s , and taking actions necess ary e ither to pra ise or pun ish workers 

on al l levels of the adm in istrat ive machineries; (4) arranging and 

keeping the record s of evaluat ion of the admin i s tra t ive mach iner ies 

and publ ic enterpr ises; ( 5) planning and arranging f or the c ivil s ervan t s  

pre- appo intment training, tra in ing in service, sem inar , fu rther- s tudy 

a f ter work and s tudy tours; ( 6) arranging for adm in i s trat ive med al award s, 

ceremon ies , and c itat ions . 

d. The dut ies of the f ourth department are s ix-fold : (1) pla n­

ning and regula t ing the workers ' s alaries, boun ties , and general welfare 

pro jects; (2) ma king sugges t ions on improvement of c ivil servants ' in­

s ur ance policy; ( 3) working for and regula ting c ivil servant s '  ret ire­

ment and pens ions; (4) d oing inves t igat ions, s tat i s t ics,  and analyses 

of pers onnel data; ( 5 )  s tudying development s in pers onnel management, 

and publis hing rela ted books and translat ions . 



CHAPTER V 

CONCLUSIONS 

The problems of pers onnel orga nizat ion des cribed ab ove are due 

in no small mea sure to the fact that the admin is trat ive execut ives , 

for one rea son or another , do not entru s t  authority to their subord in­

ates , or if t hey do , it is always w ith some degree of res ervat ion . Be­

cause of reluctance to delega te , workers do not have author ity for in­

dependent act ion nor in it i a t ive to do the ir work well . Hence workers 

lose interes t and f ind lit tle sat is faction in their pos it ions , and 

l ittle concern f or ef f iciency . Poor eff ic iency result s in negat ive 

evalua tion by superiors , and poor evaluat ion in turn damages opportun­

ity f or promot ion . The f act tha t execut ives do not want to delegate 

author ity to their workers is d irectly rela ted to the centra l ized type 

of organiz a t ion .  As wa s sta ted , one of the purposes of adopt ing cen­

tralizat ion is to ma int a in control over the machinery of adminis tra­

t ion .  For th is purpose execut ives have to depend primarily on a body 

of prec ise , complicated laws and rules . However , long before the laws 

and rules fail to act  as a restra int upon worker behavior , for they 

lack flex ibil ity and cannot be ad apted to chang ing environment s and 

c ircums tances . The execu tives also resort to the help of the ir friends 

and rela t ives . Yet these so-c alled conf iden t ial appointments d isrupt 

the pers onnel sys tem , blocking out opportunit ies f or ot her workers to 

get promot ions , and , in turn , deepen ing their sense of d is satis faction 
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with the organ iz at ion . As a resu lt , t h e  s ituat ion i s  made worse  w ith 

re spect to  e f f ic iency and worker performa nce . 

Fr om the above information we may deduce tha t the independence 

and powe r of the pe rs onne l organizat ion over admin is t ra t ion cau s e s  a 

dup l icat ion of supe rvis ion over personne l workers and re su lts  in con­

f l ict s between the admin is trat ive organ ization and the exam ina t ion 

sy stem , thus brea king down t he integr a t ion of adm inistrat ive author ity 

in an important a spect of per sonne l administrat ion . The inadequate  

s ys tem and improper ru les  a r e  left  untouched and even the good rul e s  

a re on ly on pa pe r , and are  not re a l is t ical ly pract iced . As  a resu l t , 

examina t ions a re d ivorced f rom emp loyment , and young and ab le peop le 

are prevented f rom enter ing government se rvice . Ef f iciency eva lua ­

t ion i s  but a forma l ity , and e l imin a t ion o f  the ine ff ic ient i s  impos ­

s ib le . Under such c ircums tance s , it is  u s e le s s  to t a lk about the 

improvement of the qua l ity of workers , even though qua l ity is a vit a l  

nece s s ity t o  s pe c ia l iz ed work .  

A l l  the s e  fact or s  a re s ome thing l ike a cha in cons is t ing o f  a 

se ries  of r ings which have bound t he government a genc ie s s o  t ight ly 

tha t  there is no room left for the ir movement . This cha in of  rea ct ions 

con s t itutes  the very prob lems ex is t ing in the adminis tra t ive machinery . 

How can this b ind ing cha in be b roken? I t  can be done on ly through the 

re organiz a t ion and re-orientat ion of per sonne l management . That is why , 

in 1 9 6 7 , the Chine se  gove rnment adopted two me a su rement s de s igned to 

ad ju s t  the author ity as it re l a te s  to the mach inery of organi z a t ion .  
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One is the sys tem of de lega t ion of author ity , b a s ed on the importance 

of pos it ions , which is be ing rea l ized through d ivis ion of respon s i­

bil ity . The other  is the trans ference of authority in the f ie ld of  

personne l  thr ough the estab l is hment of  the P e r s onne l Bure au . It  is  

pred ictab le tha t the two me a sures wi l l  produce promis ing effects , for  

both are  not  on ly d ire cted toward the ne ed s of  gove rnment ,  but a l s o  a re 

cons is t ent  with t heoretica l p r incip l e s  of administr at ion . 

S ince it s e s tabl ishment in S eptember , 1 9 6 7 , the P e r s onne l Bureau 

ha s ad opted a s ys tem ca l led ' 'triple -che ck , "  involving thr ee c a rds  for 

e a ch worker . One c a rd is u s ed to che ck his d i l igen ce and a ttendance . 

Another is to che ck the a ccura cy and e f f ic iency of his work . And the 

third is to che ck his working hab it s  an d genera l conduct . There ha ve 

been two evident re spon s e s  from the wo rkers . F ir s t , the worker is no 

longer l a te to the of fice . He is ma rked with a l a t e check (V) on his 

attend ance card if he come s t o  his off ice f ive minutes  a f te r  the off ice 

hou r begin s . He is ma rked with an ab sent without leave (X) if he come s 

twenty minutes  late . The s e  ma rks a re irremed iable , for the c a rd s  are  

und e r  the care  of  the pe r s onne l workers . The me thod is u s ed for leav­

ing the of f ice ; he wi l l  be given a ma rk of le aving ahead of t ime (V) 

in the attend ance card if he leaves his  of f ice f ifteen minutes  ear ly . 

As a r e su lt , many more peop le ha ve a s ked for e a r l y  ret irement . 

The se  who have a l ready reached ret irement a ge f ind that there is no 

way to change the card rega rd ing  eff ic iency . I f  a wo rker is to  be d is ­

mis sed , and his ye a r-end eva lua t ion , which i s  ba s ed on his record s of 
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e f f ic iency , i s  uns a t is fa ct ory f o r  a succe s s ion o f  yea r s , the d ismis s a l  

deprive s him o f  his r ight of pe ns ion .  The re for e he i s  a f r a id to s tay 

id le . Accord ing to st a t is t ics  c omp i led by the Personne l  Bureau , 500 

worke r s  have been compe l led to ret ire , and another 1000 worke r s  a re 

bow app lying for ret irement . This f a ct a l one reve a ls  that the govern­

ment a gencies  are und ergo ing a d e f inite change in the motivat ion of 

the ir worke r s . The eva lua t ion of the • ' triple-check" is pr oduc ing re­

sults if on ly through f ear . There is s t i l l  need for mor e pos itive 

mot iva t ion and mora le . 

The above effect is therefore only a beginn in g in the succes ses  

of the new sys tem . Based on it s au thor ity , the Bureau mus t  endeavor to  

en cou r a ge the wo rke rs by  bu ild ing up  more rea s onab le sys tems of  s a l a ry 

and eva lua t ion tha t encour ages improvement and i f  pos s ib le , provid ing 

wo rke r s  with better treatment and job s ecu r ity so as to  enab le them to 

l ive more de cent ly . At the s a me t ime , the sys tem wi l l  a l s o provid e  a 

wa y for youn g peop l e  t o  ent er gove rnment service , and enc oura ge the 

aged to r e t ire by ra is ing the amount of pens ions , and paying more 

at tent ion to we lf a re pro jects f or emp loye e s . 

As to  the rea liz a t ion of the de l egat ion of au thor ity , a lthough 

the gove rnment has approved and promu l gated "the ru les for imp lement ing 

the de lega t ion of author ity , "  the e ff e cts s t i l l l e ave mu ch to . be de­

s ired . The re a l iz a t ion of au thor ity de le gat ion mus t  be b a s ed on the 

succe s s  achieved in pos it ion c l a s s if icat ion , with pos it ions c l a s s if ied 

in a way tha t is cons is tent with the work and respons ib i l ity a t tached . 
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The r e spon s ib i litie s  o f  a pos ition mus t  b e  c l ea r ly ind ica ted 

and und e r s tood and accepted both by the supervi sor and the emp loyee . 

S evera l points  in the ru l e s  ca l l  f or further con s iderat ion . F ir st , 

the d e f init ion of authority given to the ma chinery chief s ta tes , "He 

is author ized to d irect and supervis e the important me a sure s under­

taken by his a f f i l ia ted ma ch ine r ie s . "  Interpr e t a t ions of this s tate­

me nt can b e  ve ry f lex ib le . Without more deta iled exp lana tion , it can 

be s o  app l ied a s  to jus tify in terference by the chie f s . I n  order to 

avoid such amb igu ity of the ru le , a s et of mor e deta i led princ ip l e s  

for it s imp lementa t ion shou ld b e  wo rked ou t , s o  tha t  e a ch supe rvis or 

knows ex act ly wha t a f f a irs  are  rea l ly under  his author ity . S econd ly ,  

the rule s ta t e s  tha t "the author ity g iven to t he chie f s  on s econd and 

third l eve l s "  mu s t  be re spected . For examp l e , the chie f s , a ccord ing 

to the ir given authority , may approve or re j ect a p l an  a bout s ome 

a f f a ir s . The ir super ior then mus t  re spe ct their author ity and not 

try to interfere , and mu s t  avo id giving decrees or d irection s , s o  

tha t the chie f s  c an fee l f r e e  to  devi s e  the ir own wa y o f  perf ormin g 

the ir dut ies . At the same t ime , the cen t ra l author ity to  s a y  ye s or 

no on certa in ma tters , un le s s  it  goes beyond the l imit given in the 

ru le , is not sub ject to any admin i s t ra t ive decrees  or direct ions . 

Third l y , the worke r s  on the lowe s t  leve l a re s imp ly t o  work for imp le­

menta t ion of the ope rat ion . However , in China , a s  e l s ewhere , the 

worke r s  at the lowe s t  leve l oft en or igina te and work out ope rat ing 

p l ans . There fore , in the ru les , there  s hould be a c lear-cut c la s s i­

f ication of re s pons ib i l ity which s tr ict ly s t ipu lates  tha t the workers 



8 7  

on the f our th l eve l are  on l y  t o  ca rry out the p l ans given by . the ir 

chief . T hey a re not suppo s ed to do any p l ann ing work but thei r sug­

ges tions shou ld be made to  and rece ived by the ir immed ia te s up ervisors . 

I t is good to know tha t the s e r ies  of  a cts  on "examinat ion given 

t o  c la s s if ied pos it ion s , "  "on appo in tment s , " ''on s a l a ry range s , "  and 

"on eva lua t ion., were en a cted by the le gis l ature and s igned by the P r e s ­

id ent o f  the Repub l ic o f  China  i n  Janua ry , 1 9 68 . They wil l  be in ef fect 

from Ju ly 1 ,  19 68 .  They a pp ly p r imar i ly t o  the f if teen c a tegor ie s of 

the ma ch inery und e r  the Ta iwan P r ovinc ia l Government , a nd , s e cond a r i ly 

to the other  a genc ie s and pub l ic enterpr i s e s . The le gis l a ture ha s con­

s idered the s e  acts  s ince 1954 . The f a ct that they were f ina l l y enacted 

and promu lgated , immed ia te ly a fter the e s t ab l ishment of the P e rs onne l 

Bureau , a nd the promu l gat i on of the "ru le s  for de lega t ion of authority" 

ind ic a te s  the d e s ir e  of the government for admin is trat ion reform and 

the determ inat ion to a ch ieve needed change . By imp lement ing  the s e  

ru les , i t  is  expected tha t the two above mea sure s for  reorganiz a t ion 

a f fecting pe r s onne l  mana gement wi l l  b r ing succes s in improving  the 

admin istr a t ive e f f ic iency of the gove rnment of the Repub l ic of China . 

The great  t a s ks of we l f are and economic deve l opment f a ced by the Re­

pub l ic ma ke s it e s sent ia l  tha t  it s emp loyees  cont r ibute in fu l l  me a sure 

to the succe s s  of a l l  governmenta l programs . 
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