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Tynayk-baTein megarorukaiblk YHUBEPCUTETUHHH Kaipiap 6eimymy
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"KAHBI IOOPIOI'Y ’KOT'OPKY OKYY JKANJIAPJIBIH KAJIPJIAP
KAHA TAJTAHTTAP/JAbI BAIIKAPYY HIHTEPUHIEI'!
CAHAPUIITEIITHUPYY U3NJTTIOO

Annoramusi: IlaptusaeiH XX cbhe3nuHIe OWPUHYM JKOJIy OwimM Oepyy, WIMM JKaHa
TEXHOJIOTUSIIAP, OLIOHJON 3J€ TaJaHTTapIbl OHYKTYPYY OOIOHYA Y4 CTpaTerus OMPUKTHUPUIIMIL
TUTAHAAIITHIPBUIBI, OyJl MapTUSHBIH XaHBI JOOPAOTY JKOTOPKY OKYY JKalIapAblH KaJap HIITEPU
O0OIOHYAa >KaHBl TaJANTApPBIH YarbulAbipar. JKOropky OKyy JKaillapIblH Kaap HIITEpH
OKYTYy4yJapJblH KECUITHK JKAIIOOCYHYH Oap/bIK 3TaNTapblH KaAMTBHITAH KOMIUIEKCTYY Oamkapyy
KbI3MaThl OOJIym caHanaT »JkaHa TaJlaHTTapAbl OHYKTYPYY YYYH CaHApUNTEIITUPYYHYH
MYMKYHUYJYKTOPYH TOJYK Maiijlananyy 3apbul. BUpOK, )KOTopKy OKyy *aillapAblH KaJapJbIK HIII-
apakeTTepUHUH ©3TeYeYKTOPYHOH KaHA CAHAPUNTEIUNTUPYYAe Maiga OONroH KeWreiinepieH
yliaM, MUCAJbI, )XOTOPKY JIEHII3JIeTH TU3alHIbIH, OMIMMIUH KETHILICU3IUTH KaHa aJuCTepIuH
KETHUILCU3IUTU  CBIIKTYY  MacelelepAeH  yjlaM, CaHApUOTHUK  CUCTeMajapibl  TY3YY
CaHApUITEIITUPYYHYH MYKTQXKIbIKTapblHAaH Kblilla apTTa Kanyyna. byn makanana keiireiire
OarpITTalraH BIKMA CYHYIITQJIBIN, O€lml NpPaKTUKAIBIK H3WJINe6 KYPTY3YJYI, KaIpAbIK WII-
apakerTepre OailijaHbIIIKaH MaajblMaTTaplJaH ‘“‘ajam” Tyypalyy KaJlbl MaajdbiIMaTKa OachIM
KBULABIPBUIBIT, KAAPJBIK MINTH CAHAPUITEIITUPYYHYH >KaHbl MOJENACpH, HAesIapbl >KaHa
BIKMaJIapbl U3WIJEHET.

Herusru ce3nep: anam, Kaapiap, TaJaHTTap KOTOPKY OKYyYy Xainmap, OMiuMm, nnu3aiH, bIKMa,
Oamkapyy; CaHapUIITEIITUPYY.
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[A®POBU3ALIUSA KAJTPOBOM PABOTHI U YIIPABJIEHUA
TAJTAHTAMU B YHUBEPCUTETAX HOBOI'O BPEMEHH

AnHoTauusi: Ha 20-M cbe3le MapTHM BIEpBbIC ObUTM HHTETPUPOBAHBI TPU CTPATETHMH —
o0Opa3oBaHUe, HayKa U TEXHOJIOTHH, a TAK)Ke Pa3BUTHE TAJIAHTOB, UTO OTPa)KaeT HOBbIE TPEOOBAHUS
MapTUU K KaJpoBOM paboTe W YNpaBJIeHUIO TaJaHTaMH B YHHBEpcUTeTaX HOBoOM snoxu. Kanposas
paboTa W ympaBleHHE TajlaHTAaMH B YHUBEPCUTETAX SIBJISAETCS KOMIUIEKCHON yIpaBieHYECKON
3a/1aueii, OXBaThIBAIOMICH BCe JTambl MPO(ECCHOHATBFHON JKU3HU MperojaBaTeieil, U J0DKHA B
MIOJTHOM Mepe MCIIOJIb30BaTh BO3MOXHOCTH IU(PPOBHU3ALMU JUISI COJACHCTBUS Pa3BUTHIO TaJlaHTOB.
OnHako, u3-3a 0COOCHHOCTEH KaJIpoBOil pabOThl B YHUBEPCUTETaX U MpoOIeM, BOZHUKAIOUIUX MPH
U POBU3AINH, TAKUX KAK OTCYTCTBHE BEPXHEYPOBHEBOT'O IMPOEKTUPOBAHMS, HEJIOCTATOK 3HAHUN U
HEXBaTKa CHEIHMAJIMCTOB, CO3JaHHE IU(PPOBBIX CHCTEM 3aMETHO OTCTaeT OT MOTpeOHOCTEelH
uupposuzanuu. B nmaHHONW cTaThe mnpeasiaraeTcs MpOOJIEMHO-OPUEHTUPOBAHHBIA TOIXOJ H
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MIPOBOJIUTCS MATh NPAKTUYECKUX UCCIIEIOBAHUM, B XOAE€ KOTOPBIX aKLEHT CMEIIAETCS C JAHHBIX O
KaJ[pOBOM JEATEIbHOCTH Ha BCEOOBEMIIIOIIME JAHHBIE O YeJIOBEKE, YTO CHOCOOCTBYET MOUCKY
HOBBIX MOJIEJICH, UACH U METOJ0B IU(POBU3AIUHU KAAPOBOU pabOTHI U YIIPABJICHUS TaTAHTAMHU.

KiroueBble cjioBa: JIOaM, Kaapbl, TaJaHTHI, BBICIIEe oOpa3oBaHHe, oOpa3oBaHUE, TU3aliH,
METO/l, MCHEJDKMEHT U(PPOBU3ALINS;
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DIGITALIZATION OF PERSONNEL WORK IN COLLEGES
AND UNIVERSITIES IN THE NEW ERA

Abstract: In the year of 2022, education, science and technology, and talent were first time
integrated into a unified strategic plan, reflecting the China’s new requirements for personnel
management in colleges and universities in the new era. Personnel management in colleges and
universities involves comprehensive management and services throughout a teacher's career and
should fully leverage digital capabilities for talent development. However, due to the specific
characteristics of personnel management in colleges and universities and the emerging issues in
digitalization, such as the lack of top-level design, basic knowledge, and talent, the development of
digital systems has lagged significantly behind the needs of digitalization. This paper adopts a
problem-oriented approach to conduct five practical strategies, gradually shifting the focus of data
from “personnel” data to comprehensive “people” data. It explores new models, new ideas, and new
methods for the digitalization of personnel management.
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Since the year of 2012, with his clear view on the trends of digitalization, networking, and
intelligence, President Xi Jinping, the President of People’s Republic of China, has made a series of
new assertions, deployments, and requirements. These actions have pointed the way forward and
provided fundamental guidelines for transitioning China's economy from a phase of rapid growth to
high-quality development. It was in the year of 2022, education, science and technology, and talent,
as the three major strategies, were first integrated, emphasizing the implementation of the strategies
of invigorating the country through science and education, strengthening the country with talent,
and driving development through innovation. This reflects China’s new requirements for personnel
management in colleges and universities in the new era. The further integration of modern
information technology into their governance systems for personnel management is needed. By
leveraging digital intelligence technology, colleges and universities can advance the digital
transformation of personnel management, fully harness the power of digitalization to drive talent
development, and support the transition from being a large country with strong education to a great
power in education. This will provide strong support for building a learning-oriented society and a
learning-oriented nation.

1. Background of Digitalization of University Personnel

The Ministry of Education of the People’s Republic of China released the “Education
Informatization 2.0 Action Plan,” marking the transition of China's educational informatization
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from the era 1.0 to the 2.0. The rapid development of information technology has brought new
challenges and opportunities to education, making “what education is for and where it is heading” a
global issue of concern. In the year of 2022, China included “building a great power in education”
as a key objective for China's development by 2035. Fully promoting the digital transformation of
education is of great strategic significance for implementing the Digital China strategy, supporting
the construction of a powerful nation of education, and advancing education modernization with
Chinese characteristics. It is the only way to cultivate modern talents who can adapt to and lead in
the digital age and is an inevitable choice in line with the global trend of educational reform [1].

Colleges and Universities, as the main ground for educational digital transformation, bring
together various types of personnel in teaching, research, and management. Each type of talent has
its own professional field and development path. In colleges and universities, the freedom for
academic research and innovation shall be provided, however, the efficient administrative
management shall also be maintained. This requires human resources departments to continuously
explore and innovate management concepts and methods, establishing a more scientific, efficient,
and reasonable personnel management system to meet the needs of higher education development
in the new era.

2. Features of Digitalization of Personnel Work in Colleges and Universities

a) Complexity and Diversity

Personnel management in colleges and universities encompass the entire career lifecycle of
teachers, including their recruitment, professional title evaluation, job appointments, salary
distribution, social security services, performance assessments, and retirement services.
Additionally, it involves responsibilities such as fostering teacher ethics and conduct, professional
development, and reward and punishment management. These tasks are closely related to the
personal interests of each teacher and constitute a vast and complex system [2].

On one hand, the diversity of personnel positions and the complexity of various tasks create a
complicated intertwining of personnel and task management. On the other hand, as colleges and
universities expand in scale and construction, the dimensions of personnel management information
have greatly expanded, which makes it increasingly difficult to manage due to its large volume and
dispersed feature [3].

0) Individuality and Collectivity

Personnel in colleges and universities is a group with a higher educational background, which
means they have different characteristics in terms of work expectations and career development
paths compared to people from other industries. With their explicit long-term development goals
and core values, colleges and universities shall clearly and effectively pass these information to all
faculty and staff. This encourages them to align their personal career plans with the future vision of
colleges and universities, fostering consensus and resonance. At the same time, colleges and
universities should provide personalized career development guidance and support based on the
individual needs of different types of personnel. This helps individuals achieve personal value while
also bringing new growth opportunities to the colleges and universities. It is crucial to actively
balance the collective norms of personnel management in colleges and universities with the flexible
demands of individual development.

B) Regulatory Compliance and Procedural Consistency

Regulatory Compliance and Procedural Consistency are key requirements for personnel
management in colleges and universities. With the establishment of clear policies and processes and
enhancement of oversight mechanisms, a fair, just, and efficient management for personnel in
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colleges and universities will be ensured. This not only helps to improve faculty and staff job
satisfaction and career development opportunities but also promotes the overall stability and
development of the colleges and universities.

For example, policies related to job positions appointment, selection, promotion and
performance evaluation must be rigid and minimize subjective interference. It is essential to
effectively implement standardized procedures and conduct timely monitoring and evaluation.

However, this can also result in numerous steps, high entry barriers, and procedural path
dependencies, making it challenging to navigate the system.

The above-mentioned features have resulted in an overwhelming amount of data in personnel
management, with data being constantly changing and wide-ranging. This often leads to issues such
as outdated data, fragmented data, and increased risks to data security. These challenges make it
difficult to update and maintain data effectively, becoming real obstacles to achieving the digital
transformation of personnel management.

3. Challenges in the Digitalization of Personnel Work in Colleges and Universities

a) Lack of Top-Level Design in Management

In the digital transformation of colleges and universities, hardware upgrades are the easiest to
implement. Some colleges and universities, eager for quick results, invest heavily in hardware
facilities without prior data analysis and top-level design. They often fail to conduct a
comprehensive, objective, and reasonable assessment of the college or university’s actual situation.
Additionally, they tend to overlook the enhancement of soft power, such as training for digital
proficiency among management personnel. This leads to a disconnection between hardware
facilities and actual work processes once the hardware is in use. As a result, the workload of
management personnel increases, or the mismatch between their digital management skills and the
facilities leads to low utilization efficiency of the hardware. Consequently, the return on investment
is not high, and the hardware fails to achieve its intended purpose.

0) Lack of Basic Knowledge in Digitalization

In today's rapidly advancing digital age, although some colleges and universities have made
certain achievements in the digitalization of personnel management, and some have attempted to
address current management challenges through digital means, it is undeniable that most personnel
management processes still follow traditional models. Personnel management are crucial aspects of
university administration, leading many colleges and universities to maintain a cautious and
conservative approach in this area. As a result, traditional management models cannot be
abandoned, and modern system management models cannot operate independently. This situation
increases the repetitive workload for HR personnel, preventing digital processes from realizing their
full value and potential. Consequently, this limits the efficiency of management work and poses
significant challenges to the digitalization of personnel management in colleges and universities.

3. Poor Digital Literacy of Management Team

Management staffs have varying attitudes toward the digitalization of personnel management
in colleges and universities, leading to differing levels of proficiency in using information
technology for management. If these staffs are content with the status quo and do not actively
acquire new knowledge and skills, much of the management work remains manual, or only partially
digitized for tasks such as data input, output, retrieval, and storage. This lack of awareness of the
superiority and advanced nature of digital transformation, and the failure to fully explore the
functions and value of digital tools, results in a low level of digitalization. Currently, most of their
digitalization in personnel management are still at a relatively low level. There are few staffs in the
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management team who are proficient in using digital technology, and the overall quality and
capabilities of the staffs need further improvement to meet the demands of digital management.

4. Strategies applied to the Digitalization of Personnel Work

a) Breaking Tradition to Create a “New Platform”

precise management of personnel work in colleges and universities is inseparable from the
establishment and improvement of information platforms. In promoting this construction, it is quite
necessary to maintain consistency in thinking, achieve a unified understanding of digital
management in personnel work, update the concepts of all faculty and staff, establish a digital
consciousness, and recognize that digital construction enhances management efficiency with the
help of science and technology rather than increasing burdens [4].

Firstly, the leadership should place a high priority on the digital transformation of personnel
management, allocating certain resources for digital construction and system maintenance. They
should also strengthen the education and promotion of digital concepts so that teachers and
administrators can genuinely appreciate the benefits brought by the digitalization of personnel
management. Secondly, the top-level planning and design for digital construction shall be
conducted. In the early stages of information technology construction, scientific and reasonable
planning is necessary. This includes the necessary division of tasks, clarifying the connections and
boundaries between subsystems, and planning the integration of internal systems from the
perspective of business collaboration. This also involves referencing other systems, standardizing
personnel codes, pushing data to a data center for integration, and establishing a real-time
intercommunication mechanism for the digital exchange center. Through this, an information-
sharing mechanism can be established to fully integrate human resources and talent data archives,
ultimately creating a big data platform for personnel management. Finally, at the operational level
of personnel management, colleges and universities should guide faculty and staff to fully utilize
the information service platform, continuously improving and optimizing it through practical use.
This process should gradually shift from offline to online services, from dispersed to centralized
services, from passive to proactive services, and from manual to network services. The goal is to
create a comprehensive, full-lifecycle personnel operation system.

0) Establishing Rules and Building a “Resource Shared for All” System

Personnel management is a task of great significance where people is the center, therefore, it
is essential to have clear guidelines and standardized procedures. During the management process,
normalization and institutionalization are the foundations and guarantees for establishing and
improving the personnel management and service mechanism, thereby enhancing work efficiency
and standards. This also promotes transparency and openness in personnel work to some extent. As
various talents develop in their careers, their personal information changes accordingly. Timely and
accurate information updates, along with transparency, reflect the quality and level of management
Services.

Personnel departments in colleges and universities are typically divided into multiple sections,
each responsible for different tasks and duties, and each maintaining its own data information
system. In traditional work modes, asynchronous data updates or differing data standards among
sections often result in a large amount of redundant data, affecting the integrity and coherence of
the information. Since personnel work is an integrated task, the data should be interlinked. Most
current personnel management software cannot achieve complete automation and lacks automated
data update mechanisms. The interconnection between data modules often relies on manual updates
or synchronization, increasing operational complexity and the risk of errors. Introducing automated
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data update mechanisms should be considered to ensure timely and accurate interconnections
between data modules. This would streamline the data flow, making it easier to retrieve various
types of information and better understand the personnel structure and needs of the university.
Consequently, more scientific and reasonable personnel management strategies can be formulated.

B) Standardized Governance to Guarantee “High Quality Data”

By implementing a series of standardized measures, organizing data inventories, clarifying
data flow, and integrating, maintaining, and storing comprehensive information related to faculty
and staff through multiple channels, the support data provides to operations, services, and decision-
making can be enhanced, thereby improving data quality. First, clarify the source. For basic data
management, adhere to the principle of “the one who generates it, is responsible for it,” ensuring a
single source of data origin and designated data management personnel. Second, standardize the
norms. The personnel management department should develop and publish coding standards.
Faculty and staff should fill in the relevant data according to these standards, continuously updating
and refining the data standards through processes such as professional title evaluation and annual
performance assessment. Third, analyze the data. By conducting departmental needs assessments,
identifying data collection, and performing data quality checks, different data fields are bound to
one or more data quality testing rules to identify issues in data quality. Subsequently, technical and
managerial solutions are proposed to address these identified problems. Fourth, clean the data.
Based on data quality testing, colleges and universities shall correct erroneous data according to
data standards, and for missing data, they should backtrack to the corresponding business to
supplement and improve it. In addition, a data ledger for comprehensive data management shall also
be established.

(4) Optimizing Processes to Achieve Efficient Management

The digitalization of personnel work signifies a revolution in work methods and a change in
the hierarchical levels of internal management within colleges and universities. This advancement
pushes internal organizational structures of universities from a previous flat structure towards a
matrix-oriented direction. To better meet the demands of digital development, optimization
adjustments should be made to personnel operations, reconstructing new operation processes. Each
operation department within the personnel management department should achieve smooth
communication of data links. Colleges and universities should facilitate data sharing and effective
integration among various functional departments, undergo process reengineering, and optimize
workflow. This optimization is crucial for enhancing the efficiency of personnel management. The
personnel data platform can incorporate various content related to teaching, research, competitions,
and other aspects involving all types of talent. Through multidimensional co-construction and
sharing of digital resources, it promotes operation synergy among departments, collectively striving
to meet the growing information demands of faculty and staff. As a result, the efficiency and service
level of relevant operation processes will be significantly enhanced.

(5) Data Integration for Precise Evaluation of Personnel and Units

By collecting teachers’ information data across their entire lifecycle and multiple dimensions,
along with accompanying data, analyzing the academic activity of various personnel, and creating
precise profiles for teachers, we can assist them in planning their career development. For instance,
through big data analysis of various dimensions such as education, scientific research, training,
rewards, ethics, research direction, and peer evaluation, we can create profiles for individual teacher
growth. By linking with the position task system and establishing a teacher evaluation model, this
approach not only facilitates scientific, efficient, and precise decision-making by the personnel
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department but also helps teachers conduct self-assessments for their own development. It provides
data support for judging personal development strengths, potential, and warning signs for meeting
individual task standards.

In summary, the process of digitalization of personnel work in colleges and universities is a
continuous discovery of data value. By combining the characteristics of personnel work and
adopting a problem-oriented approach, conducting five strategies, we can gradually shift the focus
of data from “personnel” operation data to comprehensive data about individuals. This progression
starts with emphasizing the efficiency improvement achieved through the informatization of small-
scale operational data, then moves on to empowering operation processes through the digitalization
of big data and optimizing workflows. Ultimately, we can achieve innovative operation value by
intelligently processing the data.

5. Prospects for Digital Transformation of Personnel Work

With the advent of the era of education informatization 2.0 and the national strategic goal of
accelerating the construction of a powerful nation of education and building a high-quality
education system, the digital transformation of personnel work in universities is an important part of
education modernization. Leveraging information technology can not only reduce the workload of
routine and procedural personnel tasks, saving labor costs and improving work efficiency, but also
simplify operation processes, save processing time, unleash the development potential of school
management work. It also helps establish teachers’ career data archives, covering comprehensive
teacher information data, teaching data, research data, performance assessment data, promotion
data, and other teacher information platforms, helping teachers manage personal information, self-
evaluation, and conduct multidimensional comparative analysis, improve the refinement of
personnel management and enhance the scientific and accuracy of decision-making. By combining
the introduction and cultivation of personnel management teams, continuously using information
technology to promote the development of university personnel platforms, data governance, co-
construction and sharing, process optimization, and evaluation reform, we can explore new models,
new ideas, and new methods for digitalization of personnel work while solving personnel work
issues, and enhance the governance capacity of colleges and universities in a scientific way.

In the future, the extensibility and transferability of the comprehensive personnel data
platform can be further developed. This can be achieved by integrating operation requirements with
strong data correlations, creating core modules, and enabling interaction between modules through a
small number of data fields to ensure stability. Additionally, the functionality and value of digital
tools can be explored. We also need to further utilize data sharing platforms, construct a unified
standard sharing system for school-wide information, and effectively break down data application
barriers to facilitate the use of data across departments. Through the positive feedback loop of
continuous digital transformation, consolidating digital thinking patterns and work concepts, we can
collectively promote the high-quality development of personnel work in colleges and universities.
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