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Abstract
This paper aims to observe the determinants of empowerment towards the prediction of human
resource efficiency in public sector, China and explicate the role of empowerment and the
potential mediation role of empowerment. With the prediction that the empowerment role in
mediating the determinants and the subject of investigation is worth to call for a further
investigation. Hence, the main motive of the study focusses on the mediation of empowerment
role in two ways; (i) empowerment mediate the green service innovation and human resource
efficiency in public sector and (ii) empowerment mediate the organizational flexibility and
human resource efficiency in public sector. The context of the study in the scope of Beijing
state of China, which also justified as the capital city of China that concentrated with public
services and agencies in governing the administration matters throughout the country.
Keywords: service innovation, organizational flexibility, empowerment, Human resource
efficiency, China
1.0
BACKGROUND
The study of China public administration as an academic discipline has expanded throughout
the years. In China, public administration as an academic discipline is still in its infancy; yet,
the philosophical underpinnings of public administration may be traced back at least a thousand
years (Holzer & Zhang, 2002). The conquest of China by Qin Shi Huang in 221 BC resulted in
the development of the first organised China bureaucracy, which made it possible for the
emperor of China to exercise authority over such a large region. This particular civil service
system was designed with the intention of selecting candidates for open positions on the basis
of their performance on exams rather than their familial relationships. More than 1,300 years
ago, civil workers in China were chosen for their posts according to the results of imperial
examinations (Roberts, 1993). In the latter half of the nineteenth century, Kang Youwei was
responsible for introducing Japan to many of Germany's ideals and ideas of public
administration (Harris, 2002).
According to the records kept by the Guangdong Province School of Law and Politics, public
administration was first introduced to the China educational system in the year 1905 as a
subfield of political science (Wang, 2006). During the early 1950s, however, the government
of Mao Zedong believed that the Communist Party's primary role should be to resolve class
conflicts. As a result, it viewed public administration and other social science fields as being

IJBMC : An International Journal

e-ISSN: 2785-8413

Page 1

International Journal of Business,
Marketing and Communication

Vol.2(3), No.26, 2022, 1-11

unimportant to the socialist model that they were attempting to implement. As a direct
consequence of this, the field of public administration, along with a great number of other
academic specialisations, almost died out in China during the three decades that passed
between 1952 and 1982.
In China, the study of public administration did not become an accepted academic discipline
again until the 1980s (Yu, Rubin, & Wu, 2012). The government of China participated in a
meeting in 1985 with the purpose of discussing ways to enhance the country's public
administration. Soon after the conclusion of the meeting, the State Council granted
authorization to establish the China Public Administration Society. The 1980s marked the
beginning of a period of rapid expansion for China's state administration (Zhang, 1993). At the
beginning of the 1990s, there were over a thousand books produced on various aspects of public
administration. These volumes covered a broad variety of subjects. Both the number of
scholarly publications and the number of research groups increased significantly. More than
two million state personnel received training in public administration via a variety of channels
between the years 1984 and 1992. (Zhang, 1993). It was in 1994 that the China National School
of Administration (CNSA) was established. Since 2010, the "China National Security
Academy" has been referred to by its new name, the "China Academy of Governance." On
January 1, 2002, a total of 24 PRC colleges offered MPA programmes to government and nonprofit personnel. In 2015, the PRC government gave official approval to 228 of these
institutions to grant these degrees. This was the result of the establishment of several stateowned public administration schools at the provincial and city-levels (National MPA
Education Steering Committee, 2015).
As a point of contrast, the United States (US) had 197 MPA-related programmes that were
certified, according to (NASPAA, 2018), and just as many more provided the MPA without
NASPAA certification (but in colleges and universities accredited by regional higher education
associations, as are virtually all higher education institutions in the US.). The Maxwell School
of Citizenship and Public Affairs at Syracuse University was the first institution in the United
States to offer a Master of Public Administration degree. In comparison, the PRC has
developed 228 MPA programmes in less than 15 years, indicating the compelling need for
skilled public officials to deal with the increasingly complicated challenges of governance in a
society that is rapidly evolving.
The study of public administration places a strong emphasis on the importance of comparative
research (Fritzen, 2010). In spite of this, there have been very little attempts made with regard
to China up to this point. The majority of the research that has been done in this field so far has
focused on making parallels between the experiences of public administration in other
democracies (for examples, see Grimmelikhuijsen, Porumbescu, Hong, and Im, 2013; Kim et
al., 2013).
Authoritarian states, such as the People's Republic of China (PRC), get less attention from
academics. Given that globalisation has fundamentally altered the responsibilities that
governments play in society, comparative public administration is an unavoidable aspect
(Holzer & Kasymova, 2012). The welfare state has given way to a "hollow state"
(Frederickson, 2006), a "contracting state" (Farazmand, 1999; Smith & Lipsky, 2009), or a
"corporate administrative state" as a direct result of globalisation (Farazmand, 1997a, 1997b,
1999). Jreisat (2005) contends that while investigating a specific administrative reform, it is
necessary to take into account not only the national environment but also the international
environment.
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According to Riggs (1961), academics can no longer afford to base their ideas on the unusual
American experience since doing so restricts the study of comparative public administration to
the examination of governments in other countries. Instead, Riggs (1961) contends that the
process of defining the principles of public administration and obtaining accurate information
is fundamentally comparative. As a result of the United States government's expanding role in
the governing of the globe, Kettl (2000) comes to the conclusion that comparative public
administration is more important than ever.
According to Heady (2001), the comparative approach is crucial to the process of developing
administrative theory and refining its implementation. It has been suggested by Collier (1993)
that comparison is one of the most important aspects of a successful analysis, and this is
supported by the fact that the scientific process inherently involves comparison. According to
research conducted in a variety of different areas, the vast majority of social scientists believe
the comparative technique to be the epicentre of both the humanistic and scientific
methodologies (Almond & Verba, 2015). Aberbach and Rockman (1987) argued that it is very
difficult to achieve a clear understanding with noncomparative studies of public administration
and that comparative study advances scholarship to the level of conceptual and methodological
self-consciousness. Aberbach and Rockman indicated that comparative study advances
scholarship to the level of conceptual and methodological self-consciousness.
Comparative public administration is also a topic of interest because of the wider social and
political repercussions it can have. More specifically, it assists public servants in developing a
deeper comprehension of their own organisations, the shifting demographics of their
communities, and "the various political contexts" in which they must operate (Khademian,
1998, p. 273).
Efficiency at all levels is one of the imperatives of public administration. Public organisations
are tasked with the responsibility of providing vital public goods and services to people. The
aims of public administration require that performance be measured not just in terms of cost–
benefit analysis but also in terms of giving value to residents. In an age where few resources
have grown even scarcer, it is critical to revisit historical perspectives on public administration
efficiency and try to forecast its future.
1.1
Problem statement
It is fair to do so while operating inside a system that has quantitative input and output
measurements. In other words, the system should be able to measure both input and output.
However, when taken into consideration in the context of usually quantifiable parameters
inside a system that is mostly reliant on ideas, inspirations, and human opinions, efficiency
takes on a new meaning and may be viewed in a different manner. This novel viewpoint on the
inefficiency of public administration is made possible by the introduction of a "value"
component, which does not already exist (Manzoor, 2014).
In addition, there is a dearth of study in the existing body of literature that identifies the factors
that drive the expansion of human resources efficiency in the public sector, as well as the value
contribution that this efficiency has to make from the perspective of efficiency. According to
Guglielmi et al., self-efficacy is the most significant unique resource since it has an influence
on the activities that individuals engage in (2012). Those individuals who have a robust sense
of self-efficacy are able to take on challenging job because they have a larger resource pool at
their disposal (Hobfoll 2001). According to Salanova et al. (2005), the association between
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self-efficacy and job engagement has not received sufficient attention from researchers
(Wibawa & Takahashi, 2021). In a nut shell, there is still a lack of research that identify the
factors that drive the rise of human resources efficiency in the public sector and its crucial
contribution to the perspective of efficiency. This is another area where there is a scarcity of
study. This corpus of research has a serious gaping hole in it.
2.0
LITERATURE REVIEW
2.1
Service innovation
The goals of the corporations may lead to inventions with a longer shelf life, which will provide
them an edge over their rivals in the markets in which they compete. From this perspective,
innovation is seen as a valuable asset that, when used inside an organisation, would result in
increased competitiveness and positive returns on investment. When discussing the business of
providing services to customers, the term "service innovation" refers to the process of
conceptualising, marketing, and implementing fresh service concepts with the goal of
enhancing the competitive advantages enjoyed by service-based businesses (Jian and Wang,
2013). As the managerial and operational environment becomes more dynamic and as
competition between organisations develops, the innovation of services provided by public
sector corporations is becoming more important to the continued growth and success of such
corporations. This is because such corporations must compete with other organisations in order
to maintain their growth and success (Tajeddini and Martin, 2020)
2.2
Empowerment
As the new century began, the need to modify administrative work procedures became more
important as a result of the rapid advancement of technology and the explosion of information.
This was a consequence of both the information explosion and the progression of technology
(Shih and Tsai, 2016). In today's modern businesses, there has been an effort made to alter the
way in which human resources are managed. This has been accomplished through the adoption
of human resource-focused strategies, which emerged alongside the development of
managerial ideology. This has been done in an effort to win the allegiance and support of
individuals in order to realise the objectives of the business (Meyerson and Dewettinck, 2012).
Empowerment may be defined as the degree to which people and groups are able to exercise
their own freedom and make decisions for themselves. This enables people to represent their
interests in a responsible and self-determined way while also providing them the capability to
act on their own behalf. Additionally, this enables persons to represent their interests in a
manner that is consistent with the law. It is the process of becoming more strong and selfassured, especially in terms of taking responsibility of one's life and expressing one's legal
rights. Specifically, it is the process of getting more powerful in terms of taking charge of one's
legal rights. People are able to overcome feelings of helplessness and lack of influence, as well
as become aware of and make use of their own resources, through the process of selfempowerment as well as through the professional assistance of other people, which is referred
to as empowerment as action. Self-empowerment allows people to become aware of and make
use of their own resources; it also enables people to become aware of and make use of their
own resources.
2.3
Organizational flexibility
HR flexibility is an organisational capability that can be conceptualised as follows: 1) the
degree to which human resources possess a variety of skill and behavioural repertoires; and 2)
the degree to which HR practises effectively utilise those human resources to build
organisational flexibility, responsiveness, agility, and success in a dynamic environment.
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Specifically, HR flexibility refers to the degree to which human resources possess a variety of
skill and behavioural repertoires (Bhattacharya, Gibson, & Doty, 2005; Wright & Snell, 1998).
The flexibility of human resources may be broken down into two categories: resource
flexibility and coordination flexibility (Way et al., 2015). The adaptability of an organization's
resources to meet the requirements of a wide range of tasks and conditions is what we mean
when we talk about resource flexibility (Sanchez & Heene, 1997). The importance of having
adaptability in one's area of employment
The need for organisational adaptability is of utmost significance. When considering the
reasons why there is a need for flexibility in the workplace, there are a number of variables that
are contributing to the development of this need. Because of the constant flux of events, it is
necessary for every organisation to have the flexibility to adapt to new circumstances. Because
the social, technical, economic, legal, and political elements, as well as other worldwide
aspects, in which a company operates are always changing, organisations should be ready to
adapt whenever these changes take place. Therefore, to put it another way, they need to be
adaptable. According to what is said, there is a need for flexibility in the workplace;
nevertheless, there is also a need for flexibility in the workforce, which is another term for the
personnel. Because the manner in which work is performed is subject to change as a result of
change, the workforce itself need to be adaptable.
Those characteristics, including the component of change that necessitates adaptability in the
workplace, were discussed above. Another aspect that I believe should not be overlooked is the
workforce. The people around us are evolving. Their requirements and preferences, as well as
the manner in which people go about their daily lives, their places of employment, and the
manner in which they do their jobs, are all subject to change. As a result, there are certain
individuals who do not want to perform a typical job consisting of 9 to 5 hours, Monday through
Friday. People want to have more control over how they spend their time, and as a result, they
want to work less hours, on particular days of the week, take more time off, or do whatever
else they can think of. As a result, there are certain organisations that may stand to profit from
being more flexible in the sense of making these items available to their staff members.
Therefore, this aspect of the job should allow for some degree of adaptability.
2.4
Human resource efficiency
In talking about organisational performance, managers often cite employee morale as one of
the most important variables. Even Napoleon said, "The efficiency of an army is dependent on
its numbers, training, experience, and morale, and morale is more important than the other
qualities combined." Recent evidence suggests that managers like to deal with individuals who
have a positive outlook on the job and are content with their employment.
Workers with a high degree of job satisfaction often like their jobs; they believe that their work
environment is fair, and that their jobs provide them with benefits such as variety, challenge,
decent income and security, autonomy, and friendly coworkers, among others.
Technology and the economy, both of which are dependent on growth in a global setting, tend
to scale up and become increasingly complicated in their organisational structures and systems
of operation. As a direct consequence of these advances, administrators now have advanced
notice of the dangers and opportunities that lie ahead. They will confront in order to expose the
performance of the company, they need to identify what those challenges will be in generating
forecasts, the logical tactics, and must successfully practise these techniques. As a result,
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strategic management is no longer considered a strategic partner in the context of organisation;
this department is referred to as human resources (Birdal and Aydemir, 1992).
As the influence of globalisation becomes more prominent, it can be seen that the company
that successfully grabbed an advantage worldwide level of accomplishment, and shown that
the key to this degree of achievement is "growing the significance of the use of human
resources (Tikici and Akdemir, 2002). During this procedure, as a result of the highly difficult
environmental circumstances, human resource management became important. Moreover, the
majority of the managers started to understand that human resource man began to play a vital
role.
3.0
RESEARCH METHODOLOGY
The sampling is carried out by several government-owned institutions in Beijing, China, which
are run as part of the public service. Participants in this research were required to have worked
for the company for at least a year. The organisation chart is used to decide on departments and
sub-divisions inside the company. The population for this study is comprised of workers who
have been assessed using a performance assessment application that is carried out in the firm
on a periodic basis. The minimum organisational tenure required for participation in this study
is one year.
This study makes use of both the real performance assessment data gathered in the firm on a
regular basis and the data gained via the use of questionnaires. In addition to the demographic
data of the participants, a scale for group performance as well as a scale for the effectiveness
of human resource management are used using the 5-degree Likert scale. When examining the
prior year, assessing the effectiveness of human resource management from the many aspects
of human resource management using an organisational tenure of one year is necessary.
Therefore, assessing the performance of the department of human resources may be
accomplished in a straightforward manner.
The supervisors of working groups at the first and second levels of a hierarchical structure are
the ones responsible for assessing the groups' levels of productivity. In the first step,
participants use a scale devised by a reputable researcher to assess the performance of
perceptual groups. This rating system is intended to be used for assessing individual
performance. Therefore, the word "individual" will be substituted with the word "group" so
that collective performance may be evaluated.
Efficiency of human resource management: 16 item scales were produced by modifying Chen
and Huang (2009), Eryigit (2015), and Mazzanti et al. (2006), Delery and Doty (1996), and
Khilji and Wang's previous work (2007). The scale allows for the comparison of human
resource practises over a one-year period as well as the evaluation of an increase or decrease
in satisfaction resulting from human resource applications.
4.0
CONCLUSION
By analysing the problem within the context of that setting, this research provides a
contribution to the efficiency perspective for China's public administration. This study makes
an effort to shed light on previously unknown information by presenting voluminous amounts
of literature that has been gleaned from previous experiments. This is done with the goal of
providing value and introducing innovation to the process. The study looks at the factors that
lead to effective public administration, such as the development of new services, the
digitization of established processes, and the flexibility of organisations. In addition, the
IJBMC : An International Journal

e-ISSN: 2785-8413

Page 6

International Journal of Business,
Marketing and Communication

Vol.2(3), No.26, 2022, 1-11

research added fresh information to the body of research that had previously been conducted
on the moderating impact of self-efficacy on the efficiency of public administration, which
resulted in a deeper degree of understanding.
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