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ABSTRACT

Xia Yuanyuan. Personnel management of educational institutions in China. -
Qualifying scientific work on manuscript rights.
Dissertation for obtaining the scientific degree of Doctor of Philosophy in

specialty 073 - Management. — Sumy National Agrarian University, Sumy, 2022.

The dissertation substantiates theoretical-methodical and scientific-
practical provisions regarding personnel management of educational institutions.

The global sustainable development goals put forward higher requirements
for the quality of education. Whether high-quality education could be provided
mainly rests with the personnel management of educational institutions, that is the
managerial competence of the managers and the quality of the staff. Therefore, it is
necessary to improve personnel management competence and innovate
management methods in educational institutions to achieve overall quality
improvement. Due to the typicality and representativeness of preschool education
in various educational stages, this study mainly focuses on the theoretical research
and practical application of personnel management in preschool educational
institutions to divine the whole from a part.

The theoretical determinants of personnel management in educational
institutions are analyzed based on the review of the connotation of personnel
management in educational institutions and related theories in China. It is proposed
that the key point of personnel management in educational institutions lies in the
managerial competence of personnel managers and the methods and techniques
used in the process of management. It is concluded that principals have three roles
by comparing the professional standards of principals in China, the United States,
New Zealand, and Canada, which include educators, leaders, and managers. The
dimensions of the managerial competence of the principals are determined
according to the professional standards for principals in China, mainly including

planning institution development, guiding teacher growth, optimizing internal
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management, and adapting external environment, providing the foundation for the
empirical study.

A comparative analysis of the educational personnel management practices
and progressive experiences is conducted in Europe, America, and Asia, including
teacher management and principal team construction in the United Kingdom, the
“four high” advantages of preschool teachers in Finland, and the training and
management of outstanding male teachers in Norway. Moreover, the experiences
of the United States and Canada in the Americas and Malaysia in Asia are mainly
summarized, which makes the existing theoretical research more systematic.

The application of personnel management methods in practice in educational
institutions is improved through the systematic review of the evolution of the
methods and policies of personnel management in Chinese educational institutions.
It is refined that the content of personnel management in educational institutions
mainly includes selection and recruitment, training and promotion, and evaluation
and remuneration. The personnel management methods used in the process of
personnel management of educational institutions are summarized, which mainly
include organizational methods, economic methods, and social psychological
methods. It has been determined that a mixture of different management
approaches is commonly used for achieving organizational goals more effectively.

The methodical approaches to assess the personnel management of
educational institutions are explored. Based on a review of previous assessment
methods, three basic principles of developing the assessment system are proposed,
including the principle of combination of self-assessment and other-assessment,
the principle of combination of the overall evaluation and sub-dimensional
evaluation, and the principle of combination of quantitative and qualitative
evaluation. A hierarchical structure model of the assessment system of personnel
management is established by adopting the method of the Analytic Hierarchy
Process, which includes the target layer, criterion layer, and index layer. The

percentage weight summation method is used to calculate the final score and the
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score for a single dimension of the personnel management performance of
educational institutions.

A questionnaire on the current situation of personnel management in
educational institutions is compiled, based on which an empirical study on the
current state and dynamics of personnel management of educational institutions in
China is carried out. A total of 420 questionnaires were distributed to 25
kindergartens in 5 cities of Henan Province in China, among which 362
questionnaires are valid. The SPSS 22.0 were used to record and analyze the data
collected, mainly using the methods of descriptive statistical analysis, frequency
statistical analysis, one-way ANOVA, and correlation analysis. It is determined
that both the scores of the principal evaluation and the faculty evaluation are higher
than the general level on all dimensions. The scores of faculty evaluation are
higher than that of principal evaluation, indicating that the principals are generally
accepted as qualified managers. Besides, both the principal and faculty members
scored the lowest on the dimension of optimizing internal management (D3),
which indicates where the educational institutions need to improve the most.
Specifically, the mean value of each dimension of managerial competence in
principal evaluation from high to low is guiding teacher growth (D2), planning
institution development (D1), adapting external environment (D4), and optimizing
internal management (D3). In each dimension of managerial competence in faculty
evaluation, the mean value from high to low is planning institution development
(D1), adapting external environment (D4), guiding teacher growth (D2), and
optimizing internal management (D3).

Three principals of educational institutions are selected for semi-structured
interviews through purposive sampling to deeply diagnose the personnel
management system of educational institutions in China. The difference analysis
results of demographic variables on the managerial competence of principals show
that the ages of principals have very significant differences in guiding teacher
growth (D2), The teaching experience has significant differences in planning

institution development (D1) and guiding teacher growth (D2). The current highest
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degree showed significant differences in guiding teacher growth (D2). There are
significant differences between the major of the current degree and the planning
institution development (D1), guiding teacher growth (D2), adjusting external
environment (D4), and the overall level (D). Finally, different regions have
significant differences in planning institution development (D1) and guiding
teacher growth (D2). The analysis results of an in-depth interview with the
principal show that personal experience, including front-line teaching experience,
administrative work experience, and professional background has a positive impact
on principals’ managerial competence. Among them, the teaching experience and
professional background of principals contribute to implementing personnel
management under the guidance of scientific educational values and establishing
professional authority, to better influence and guide the staff in the work. Further,
administrative experience and management experience are conducive to helping
principals adapt quickly to the management model and operation mechanism of
educational institutions, and be better competent for personnel management work.

The influencing factors of personnel management in educational institutions
are analyzed systematically. It is determined that the personality qualities of
principals are one of the dominant factors affecting the personnel management of
educational institutions. The good personality qualities of the principals could
contribute to managerial competence, which mainly involved personality traits and
moral qualities. The personality traits of excellent principals are highlighted
through the frequency analysis of the interview text, which mainly includes
cheerfulness, patience, affability, enthusiasm, persistence, and aggressiveness,
while moral qualities of excellent principals mainly include the aspects of
responsibility, fairness and impartiality, integrity, respect, and tolerance.

Besides, the other factors that affect personnel management are generalized
based on the analysis of results of the questionnaire survey and interview, which
include the low motivation and high job mobility of teachers, the obstacles of
superior administrative intervention, and limitations of the principal's professional

knowledge and competence. Specifically, the heavy workload and low scientific
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research quality are the significant factors restricting the professional development
of teachers. Also, the administrative intervention from superior departments is too
much to play the autonomy of the educational institutions. Additionally, the
professional knowledge and competence of principals are insufficient and need to
be further improved, which leads to unscientific methods used in teacher
performance evaluation and comprehensive evaluation, and then affects the
construction of harmonious organizational culture. Besides, it is proposed that the
organizational environment, personnel quality, material conditions, and other
factors in the process of personnel management should also be considered.

The effectiveness of the development of managerial functions of heads of
educational institutions 1is systematized, which mainly covers pre-service
preparation and in-service training. By taking H University in China and M
University in Malaysia as an example, the textual analysis method is used to
compare the differences in the design of the training program in the pre-service
preparation between the two universities. The orientation and emphasis of pre-
service preparation are clarified through a comparative analysis of pre-service
preparation for future managers. The difference between in-service training of the
managerial function of the head of educational institutions and the training of
ordinary teachers is analyzed. The strategies for implementing the in-service
training are proposed, mainly including carrying out differentiated training,
enriching training methods, strengthening the practicality, improving the training
system, and tracking the training feedback and training effects.

The other two related dimensions of principal managerial competence in
educational institutions are expanded and analyzed, that is leading childcare and
education (D5) and creating organizational culture (D6). Among them, the former
reflects the professional ability of the principals, while the latter reflects the
cultural literacy of the principals. The results of correlation analysis showed that
the two dimensions are significantly positively correlated with the total level of
principal managerial competence in both the principal evaluation and the faculty

evaluation, indicating that the professional ability of principals could support the
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development of managerial competence, and the cultural literacy of principals
could improve the managerial competence development. Besides, it is concluded
that private educational institutions are facing many difficulties in the context of
the Covid-19 epidemic through literature review and interviews, such as business
stagnation, the rising turnover rate of teachers and students, and the general lack of
emergency management mechanisms. It is proposed that the crisis managerial
competence of principals is the guarantee of the operation and development of
educational institutions under the background of epidemic normalization, and the
construction of the prevention and control emergency management system of
educational institutions should be continuously strengthened.

A scientific assessment system of personnel management of educational
institutions has been improved. It is verified that this assessment system mainly
includes four dimensions of the principal’s managerial competence and the other
two related dimensions. Based on the hierarchical structure model of the
assessment system proposed above, it is determined that the final assessment
system of personnel management in educational institutions includes the target
layer, the criterion layer with 6 dimensions, and the index layer with 40
corresponding indicators (20 indicators for each of the principal evaluation and
faculty evaluation). The final score of personnel management performance and the
score for a single dimension of principal managerial competence gained based on
the formulas would determine the total level and the single dimension level of
principal’s personnel management performance in educational institutions, such as
unqualified principals, qualified principals, and excellent principals. Different from
existing methods, it establishes the information feedback channel of the effect of
personnel management to improve the effectiveness of personnel management and
promote the realization of educational goals.

The model of the personnel management strategy of heads of primary
institutions was developed. With the dimensions as the core of this model, it is
systematized that there are mainly other 11 influencing factors of the managerial

functions of the heads, including personality, professional knowledge, major,
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educational background, teaching experience, administrative work experience,
teaching age, age, learning competence, innovation competence, and reflective
competence. It is highlighted these factors correspond to three stages in the
formation of managerial competence, diagnostics and project-oriented, content and
process-oriented, and assessment and correction-oriented. The first two stages
contribute to helping principals grow into qualified principals. The competence
formed in these two stages is the ontological competence of principals. The
competence of the third stage is mainly related to ductility, which is also necessary
for qualified principals to grow into excellent principals. This model is more
operational other than the existing methods. In the process of the formation of
managerial competence, it is clarified that pre-service preparation and in-service
training play a basic role, professional ability has the supporting function, cultural
literacy has the promoting function, and crisis managerial competence plays the
guarantee function.

Finally, the noteworthy concerns that the heads of educational institutions
need to focus on in developing the managerial competence from qualified to
excellent are put forwards based on the model of personnel management strategy
described above. Also, the optimization strategies for improving the personnel
managerial functions in educational institutions were proposed, including creating
a shared vision and culture, providing professional leadership and research
assistance, establishing the management system and work team, realizing role

change, and internal and external integration.

Keywords: management, human resource management, Chinese higher
education, regional cooperation platform, college teachers, causal analysis,
professional skills, professional development, change management, labor potential,

China.
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AHOTALIA
Cs IOanbtoanb. YTpaBiliHHS MEPCOHAJIOM HaBYaJIbHUX 3akiaaiB B Kwurai.
KBamidikariitHa HaykoBa po00Ta Ha IIpaBax PyKOIHUCY.
Hucepramiss Ha 3100yTTS HAyKOBOTO CTyMeHS HIOKTOp (imocodii 3i
cnemianpHicTIO 073 - MenemxmenT. - CyMCbKuUM HaIllOHAJIBHUA arpapHUn

yHiBepcuteT, Cymu, 2022.

VY nucepraiiii 0OTpyHTOBAaHO TEOPETUKO-METOIAMYHI Ta HAYKOBO-TPAKTHUYHI
MIOJIO’KEHHS 1100 YIPABJIiHHS MEPCOHAIOM HaBYaIbHUX 3akiiafiB B Kurai.

['mo6asibHI Tl CTAJIOT0 PO3BUTKY BUCYBAIOTh MiABUIIIEHI BUMOTH JI0 SKOCTI
OCBITH Ta MEPCOHATY HABYAIBHUX 3aKkiaiB. Un MoxkHa Oyne 3a0e3MeUYnTH SKICHY
OCBITY, TOJIOBHHUM YMHOM 3aJI€KUTh B1Jl YIPABIIHHSA I[EPCOHAIOM HAaBYAIBHHUX
3aKJIaJiB, TOOTO BiJ YMOPaBIIHCHKOI KOMIIETEHTHOCTI KEpIBHHUKIB 1 SKOCTI
OiATOTOBKM TiepcoHamy. TomMy HEOOXiTHO MiABHILYBaTH KOMIIETEHTHICTh
YIPABIIHHS MEPCOHAJIOM Ta BIPOBAKYBaTH 1HHOBAI[IHHI METOAM YIpPaBIIHHS B
HaBYAJIbHUX 3aKJafax JJisl JOCATHEHHs 3arajlbHOTO MiABUIICHHS SIKOCTI OCBITH.
3Bakal0yM Ha THUIOBICTH 1 PENPE3EHTATUBHICTh JOUIKUIBHOI OCBITM Ha PI3HHUX
OCBITHIX €Talax, JlaHe JOCIIKEHHS 30CEPEIKEHO MEPEBAKHO HA TEOPETUUYHOMY
JOCHIPKEHHI Ta MPAaKTUYHOMY 3aCTOCYBaHHI MEHEIKMEHTY IIEpCOHAIy B
HaBYAJIbHUX 3aKja/iax /Il BA3HAYEHHsI LIJIOr0 BiJl YACTHHHU.

Y  TeopeTWyHi dYaCTHHI JHUCEPTAlIHHOT POOOTH  CHCTEMATH30BAHO
TEOPETUYHI OCHOBM, IIOIJIMOJIEHO MOHATTA Ta C(HOPMOBAHO METOAOJIOTTYHUN
MIJX11 OLIHIOBAHHS YIIPaBIiHHSA IEPCOHAJIOM HaBYAJIbHMUX 3akjiadiB B Kwurai.
TeopeTnyHi JeTepMIHAHTH YIPABIIHHSA MEPCOHAJIOM Yy HABUYaJIbHUX 3aKIajax
aHaAMI3yIOThCA HAa OCHOBI OMVISIAY KOHOTAlli YIpaBiIlHHSA [EPCOHAIOM Yy
HaBYaJIbHUX 3aKJIaJax Ta MOB’sA3aHUX Teopiil ynpasiinHg y Kurtai. Byno BusBieHo,
10 KJIIOYOBUM MOMEHTOM YIIPaBIIHHS MEPCOHAJIOM y HABYAIBHUX 3aKjalax €
yHpaBIiHChKAa KOMIIETEHTHICTh MEHEKEPIB 3 NEPCOHAY Ta METOAM 1 MPUHOMH,
SIK1 BUKOPUCTOBYIOTHCS B MTPOIIEC] YIIPABIIIHHS.

Jocnimpkyroun 3apyO0iKHUN JTOCBI Ta TMOPIBHIOIOYU MPOQECiiiHI CTaHIapTH
kepiBHuKiB y Kwurai, Cnonyuennx Illrarax, Homiiti 3emanmii ta Kanangi, sxi

BKJIIOYAIOTh II€JIaroriB, JIJEpiB Ta MEHEKEpIB, BHU3HAYEHO, IO SKICTh
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YIPaBIIHCHKOI KOMIIETEHIIIT JUPEKTOPIB BU3HAYAIOTHCS BIAMOBIIHO JI0 ICHYHOYHX
npodeciiHuX CTaHAApPTIB KepiBHUKIB y Kwurtai, TOMOBHMM YHMHOM BKIIOYAIOUU
IJTaHYBaHHS PO3BUTKY 3aKJIamy, CKepyBaHHS MPOodeciitHOro 3pOCTaHHS BUHUTEIS,
ONTHUMI3aLIII0 BHYTPIIIHBOI'O YIIPABIIHHS Ta aIallTallli0 30BHIIIHBOIO CEPEIOBHILIA,
no 3a0e3neumsio OCHOBY [JIi  EMIIPUYHOrO  JIOCHIKEHHA.  3J1MCHEHO
NOPIBHSUIBHUM aHam3 y €Bpormi, AMepuil Ta A3li, IPAKTUK YIPaBIiHHSA OCBITHIM
MEPCOHANIOM 1 Cy4aCHOTO MPOTPECUBHOIO JIOCBIY, Yepe3 YIpPaBIiHHS BUUTEISIMU
Ta MOoOyI0BU JUPEKTOPChKOi koMaHau y Benukiit bputanii, nmepeBaru «4eTBipKm»
BHUXOBATEIIIB JOMIKUILHUX 3aKiIaAiB y DIHIISHIIT, a TAKOK HAaBYAHHS Ta YIIPaBIIHHS
BUJIATHUX Y4YWTENiB-40JIOBIKiB y Hopgerii. KpiMm Toro, y3araabHeHO 1OCBiJ
Cnonyuyenux IllrariB, Kanagu ta Manaizii, uo poOUTh ICHYIOUYl TEOPETUYHI
JOCIIJIKEHHS OUIbIII CUCTEMAaTUIHUMU.

B poGoTi 371HCHIOETBCS CHUCTEMaTHYHUN OIJISA E€BOJIOIT METOMIB Ta
NOJIITUKY YTPABIIHHA [EPCOHAJIOM NUIIXOM 3aCTOCYBaHHS LUX METOJIB ¥y
KUTAChbKMX HABUYaJIbHUX 3aKJIajax. YTOYHEHO, W0 YIpaBiIiHHA Ta miadip
NEpCOHAly Y HABYAJIBHUX 3aKaJax B OCHOBHOMY BXOIATh A00ip 1 HAaOIp,
HABYaHHS 1 MPOCYBAHHS MO CIIyXkO01, OLIIHKA i BUHAropoja. ¥Y3araibHEHO METOIU
YOpaBIIHHS  TEPCOHANIOM, SIKI  3aCTOCOBYIOTBCS B TIPOLIECT  YIPaBJIIHHSA
HAaBYAJIBHUMHU 3aKJIaJlaMU, JO0 SKMX B OCHOBHOMY BIJIHOCATHCS OpraHi3alliiiHi,
C€KOHOMIYHI Ta COIIAJIbHO-TICUXOJIOTIYHI MeToAu. Bu3HaueHO, IO CyMIIICHHS
PI3HUX TIIXOJIB JI0 YNpPaBIiHHS, 3a3BUYail, BUKOPUCTOBYETHCS I OUIBII
¢(hEeKTUBHOTO JIOCSITHEHHS OpraHi3alliiiHuX IijIeH.

JlocnmipkeHO METOAMYHI MIAXOAM IMOAO OIIHKHA YHPABIIHHS NEPCOHAIOM
HaBYaJIbHUX 3akjagiB. Ha OCHOBI oIy MONEpeaHiX METO/IB OLIHIOBaHHS
3alPOTIOHOBAHO TPH OCHOBHI TPHWHIMIH PO3POOKH CHUCTEMHU OIlIHIOBaHHS,
BKJTFOYAIOYM TPUHITUATT TIOETHAHHS CAaMOOIIIHKW, TPUHIIMI TTOETHAHHS 3arajbHOl
OIIIHKU Ta CyOAaCHEKTUBHOI OI[IHKM Ta MPUHIUII MOEJHAHHS KIJIBKICHOI Ta SKICHOI
OIIIHKA. Mozenp 1€papXi4HOi CTPYKTYpU CHUCTEMHU OILIIHIOBAHHS YIPaBIIHHSA
MIEPCOHAJIOM BCTAHOBIIOETHCS IIISAXOM TMPUHAHATTA METOAY aHATITHYHOTO
1€EpapXigyHOTO TPOLIECY, SKUN BKIIOYAE IIJILOBUN PIBEHb, PIBEHb KPUTEPIiB Ta

piBeHb 1HJEKCY. [l po3paxyHKy IMiJICYMKOBOI OIIIHKA Ta OIIHKH 32 OKPEMHUM
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BUMIpOM  €(QEKTUBHOCTI YMPaBIIHHS TMEPCOHAIOM HABYAJIBHUX  3aKJIAJiB
BUKOPHCTOBYETHCS METOJI CyMyBaHHS BiJICOTKOBOI Barw.

ABTOpPOM TMPOBEACHO E€MITIPUYHE IOCTIKEHHS Yepe3 aHKETYBaHHS IIOJ0
MOTOYHOI CUTYaIlil 3 YIPaBIiHHA EPCOHAIIOM B HaBUAJIBHUX 3aKJIaJax, Ha OCHOBI
JOCIIKEHHSI TMOTOYHOIO CTaHy Ta JWHAMIKM YIOpPaBIiHHSA IEPCOHAIOM
HaBUabHUX 3aknaAiB Kuraro. 3arasiom y 25 HaBUajdbHUX 3aKiajJax B 5 MicTax
npoBiHIi XeHnanb B Kurtai Oyno pozicimano 420 anker, cepen sikux 362 aHKeTH
Oynu mivichumu. Ilporpamue 3abesmnedeHHss SPSS 22.0 nmo3Bomwmiio 3m1MCHUTH
aHai3 Ta OOpOOKy 310paHMX JaHMX 3 BUKOPUCTAHHSM METOJIB OIKMCOBOTO,
YaCTOTHOI'O CTaTUCTHUYHOTO aHalli3y, OJHOCTOPOHHBOTO JUCHEPCIHHOrO aHalli3y Ta
KOopeJdiiiiHoro aHamizy. BusHaueno, mo O6anu OCHOBHOI Ta (aKyJIbTETCHKOI
OIIIHKMA BWIII 32 3arajibHUN piBeHb 3a BciMa mnapamerpamu. OIIHKM BUKJIaJIa4yiB
BUII[l, HDK OIIHKK JTUPEKTOPIB, IO BKa3y€ Ha Te€, IO JAUPEKTOPIB 3arajioMm
BBAKAIOTh KBali(PiKOBaHUMH MeEHeKepaMu. KpiM Toro, sK AMPEKTOp, TaK 1
BUKJIaJa4l OTPUMAIM HaWHWK4Yl Oaid 3a mapaMeTpoM ONTHUMI3allii BHYTPIIIHHOTO
ynpasmiaas (D3), skuii BKazye Ha Te, J€ HaBYabHI 3aKjIaJd IMOTPEOYIOTH
HAOUTBIIIOT0 BJOCKOHAJICHHS. 30KpeMa, CepellHE 3HAYEHHS KOXXHOTO BHUMIPY
YOPABIIHCHKOT KOMIIETEHIII B OIHII JUPEKTOpa BiJ BHUCOKOTO JO HHU3BKOTO
ckepoBye 3poctanHs Buutens (D2), mimanye posButok yctanoBu (D1), amantye
3oBHilHE cepenoBuiie (D4) ta ontumizye BHyTpimHe ympaniiHHs (D3). YV
KOXXHOMY BHUMIP1 YIPABIIHCHKOI KOMIETEHTHOCTI B OIIHIIl BHKJIaJa4iB CEPEIHE
3HAYEHHsI B1Jl BUCOKOTO JI0 HU3BKOTO — 1€ TUIAHYBaHHs PO3BUTKY 3aknany (D1),
ajanTallisi 30BHIIIHbOrO cepenoBuiia (D4), ckepyBanHs 3poctanns Buntens (D2),
ONTHUMI3allisl BHYTPIIIHBOTO yrpasiiHHs (D3).

[linr d4Yac TpoBeAECHHS HAMIBCTPYKTYPOBAHOTO  I1HTEPB’I0  LLISAXOM
iTecpsiMOBaHOi BUOiIpkH Oyino BimiOpaHO TPHOX JTUPEKTOPIB HaBUAIBHHUX
3aKJagiB s TAUOOKOi JIarHOCTUKH CHCTEMHU YIPABIIHHA IEPCOHATIOM
HaByalIbHUX 3akiafiB Kuraro. PesynbraTl aHamizy BiAMIHHOCTEH aeMorpadiuHux
3MIHHUX IIOAO YIHPaBIIHCHKOI KOMIETEHTHOCTI AUPEKTOPIB MOKAa3yIOTh, IIO BIK
JUPEKTOPIB MA€ JYyXe CYTTEBI BIJIMIHHOCTI B KEPIBHOMY 3pocTaHHi Buutens (D2),
NeJaroriyHiil 10CBiI Ma€ 3HA4YHI BIJIMIHHOCTI B TUIAHYBAaHHI PO3BUTKY 3aKjiaay

(D1) 1 xepyBanHi 3poctanHsiM Buutens (D2). Ilorounuit HaliBUIUN CTYMiHb
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MOKa3aB 3HA4YHI BIJMIHHOCTI B KepiBHOMY 3pocTanHl Buutens (D2). IcuyroTs
3HAYHI BIJIMIHHOCTI MDX CHeIlali3ali€l0 MOTOYHOrO CTYNEHS Ta IJIaHyBaHHSIM
po3BuTKy 3akiagy (D1), kepiBHHIITBOM pocToM Bukianada (D2), kopuryBaHHsIM
30BHIIIHBOTO cepeaosuina (D4) ta 3aranbaum piBHeM (D). Hapemri, pi3Hi perionu
MarTh 3HAa4yHl BIAMIHHOCTI B IUIAaHYBaHHI po3BUTKY 3aknaaiB (D1) 1 xkepyBaHHI
3pocTaHHsAM Bukianayis (D2). AHami3 pe3yapTaTiB TIIMOMHHOTO I1HTEPB’IO 3
JUPEKTOPOM IIOKa3ye, 0 OCOOMCTHI JOCBI, y TOMY YHCII AOCBIJ IEIaroriaHoi
po0OTH, TOCBIT aAMIHICTPATUBHOI pOOOTH Ta IpodeciiiHa MAroTOBKa, MO3UTHUBHO
BIUTMBA€ Ha YIPABIIHCHKY KOMIETEHTHICTh aupekTopiB. Cepen HUX JOCBiJ
BUKJIaJIaHHA Ta TMpodeciiHa MIArOTOBKA JUPEKTOPIB CIPHUAIOTH 3A1MCHEHHIO
YOPABIIHHS TEPCOHAIOM IMiJI KEPIBHUIITBOM HAYKOBHX OCBITHIX I[IHHOCTEH 1
CTBOPEHHIO MPOGEeCIHHOrO aBTOPUTETY, OO0 Kpallle BIUIMBATH Ta HAIMPABIATH
nepconan y po6oti. Kpim Toro, agMmiHICTpaTUBHMI Ta YHPABIIHCHKUN JTOCBIJ
CIIPUSAIOTH TOMY, 1100 AUPEKTOPH MIBUJAKO AJANTyBAJIUCS 0 MOJIEl YNpPaBIiHHS
Ta MEXaHi3My poOOTH HaBYaJbHUX 3aKJIafdiB, a TaKoX Oynu OuLIbII
KOMIIETEHTHUMH B pOOOTI 3 yIPaBIIHHS EPCOHATIOM.

CucremMaTH4HO TpOAHANI30BaHO (AaKTOpPW BIUIMBY Ha  yMNpaBIiHHS
MEPCOHANIOM Yy HaBYAIbHUX 3aKkjiajax. Bu3HA4YeHO, 10 OCOOMCTICHI SKOCTI
JTUPEKTOPIB € OJIHUM 13 JOMIHYIOYMX (PaKTOpiB, IO BIUIMBAIOTH HA YIIPABJIIHHS
MEPCOHAIOM HaBYAJIbHUX 3aKJIaJiB. XOPOIIl OCOOUCTICHI IKOCT1 KEPIBHUKIB MOTJIN
O crpuATH yIpaBIiHCHKIM KOMIETEHTHOCTI, sIka B OCHOBHOMY TNependavaiia pucu
0COOMCTOCTI Ta MOpaJIbHI SKOCTi. 3@ JIOMOMOTOK) YacTOTHOTO aHali3y TEKCTY
IHTEPB’I0 BUCBITIIIOIOTBCA PHUCH XapakTepy €TAJIOHHUX JIUPEKTOPIB, SKI B
OCHOBHOMY BKJIIOYAIOTh JKUTTEPAJICHICTh, CTIHKICTh, MPHUBITHICTh, E€HTY31a3M,
HaIOJIETJIUBICTh T arPECUBHICTh, TOAL SIK MOPaJbHI SKOCTI €TAIOHHUX JTUPEKTOPIB
B OCHOBHOMY BKJIIOYAIOTh AaCHEKTH BIANOBIAAJIBHOCTI, CIPABEAJIMBOCTI Ta
HEyIepeHKEHOCTI, YECHICTh, ITOBara Ta TOJIEPAHTHICTb.

Kpim Toro, Ha OCHOBI aHami3y pe3yJbTaTIB AHKETHOTO OMNHUTYBAHHS Ta
IHTEPB’ 10 y3arajibHEHO 1HIII YAHHUKH, 1[0 BIUIMBAIOTh HA YIIPABJIIHHS [IEPCOHAIIOM,
cepen SKUX HHM3bKa MOTHBAIlSi Ta BUCOKAa MOOUIBHICTH POOOTH BUYHUTENIB,
MEPENIKOIM BUIIOTO aIMIHICTPATUBHOTO BTPY4YaHHS Ta OOMEXEHHs MpodeciiftHuX

3HaHb JUPCKTOpaA Ta KOMIIETCHTHICTb. 30erMa, BCJINKC HaBAaHTA>KCHHA Ta HU3bKa
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SKICTb HAYKOBUX JOCHIIKEHb € CYTTEBUMHU (PAaKTOpaMH, ULI0 CTPUMYIOThH
npodeciiHuil po3BUTOK memaroriB. KpiM Toro, aaMiHIiCTpaTWBHE BTPYYaHHS 3
OOKy BHIIMX BIOMCTB € 3aHAATO CHJIBHUM, M[00 TMOPYIIUTA aBTOHOMIIO
HaBYAIbHUX 3aknaniB. Kpim Toro, mpodeciiiHi 3HaHHS Ta KOMIIETEHTHICTh
JTUPEKTOPIB € HEJOCTATHIMU Ta MOTPeOYIOTh MOAANBIIOIO BIOCKOHAJICHHS, IO
MPU3BOJUTH JI0 BUKOPUCTAHHS HEHAyKOBUX METOJIIB OLIHIOBAaHHS AiSTTbHOCTI
BUMTEJIIB Ta KOMIUIEKCHOI'O OL[IHIOBAaHHS, IO BIJIMBA€E HA MMOOYAOBY TapMOHIMHOI
oprasizaniiHoi KyiabTypu. KpiM TOro, mnpONOHYETbCS TaKOX BpPAaXOBYBATU
oprasizaifiiiHe cepeJoBHIle, SKICTh MEepCOHATy, MaTepiajibHi YMOBH Ta IHIII
dakTopu B IIpolLIeci yIPaBIIHHS IEPCOHATIOM.

Cucrematn3oBaHo €(EKTUBHICTh PO3BUTKY YNPABIIHCHKUX  (YHKIIIHA
KEpPIBHUKIB HABUAJIbHUX 3aKJAJiB, II0 OXOIUIIOE MEPEBAXHO JIOAATKOBY
MIrOTOBKY Ta MmigBuilieHHs kBamidikamii. Ha mpuknanl Yuisepcutetry H y Kutai
Ta YHiBepcuTeTy M y Manaii3ii BAKOPUCTOBYETHCS METOJ TEKCTOBOT'O aHAMI3y JJIs
NOPIBHSHHS BIJMIHHOCTEH HaBYaJbHUX IMpOrpaMm y TOJATKOBIM MIJATOTOBILI MIX
nBoMa yHiBepcuTeTaMu. CHOpsIMOBaHICTh Ta aKIEHTH JOAATKOBOI IIJITOTOBKH
3’SCOBYIOTBCSI IUISIXOM  IOPIBHSUIBHOTO  aHaNli3y JOAATKOBOI  MIATOTOBKHU
MaiOyTHIX MeHemkepiB. [IpoaHanizoBaHO PpI3HUIIO MK  MIJIBUIICHHSIM
KBaMiQikaiii ynpaBIiHCHKOI (YHKIII KepIBHUKA 3aKJIaJy OCBITH Ta MiATOTOBKOIO
PAAOBOrO BUMTENS. 3ampONOHOBAHO CTpaTerii BIPOBAKEHHS HaBYaHHA Oe€3
BIIPUBY B1JI BUPOOHUIITBA, SKI B OCHOBHOMY BKJIIOYAIOTh TMOCHUJICHHS
IOPAKTUYHOCTI, PO3LIMPEHHS METOMAIB HABYaHHs, BJOCKOHAJIEHHS CHCTEMHU
HaBYAHHS, BIPOBAKEHHS 3BOPOTHOTO 3B’SI3KY 3 HABYAHHSIM Ta BiJCTE)KECHHS
edeKTiB HaBuaHHA. PO3MIMpeHO Ta MPOAHATI30BaHO 1HINI JBa MOB’SI3aHI BUMIpHU
OCHOBHOI YIPaBIiHCHhKOI KOMIIETEHIIi B OCBITHIX yCTaHOBaX, TOOTO KEPIBHULITBO
JOTJIS0M 3a JITbMHU Ta OcBiTOIO (D5) Ta CTBOpEeHHs OpraHi3aliiiHOl KyJIbTypHU
(D6). Cepen nux mepmmii BigoOpaxkae mpodeciiiHi 3110HOCTI TUPEKTOpPIB, a
apyruii  BimoOpakae  KyJdbTypHY TpPaMOTHICTb JAHPEKTOpiB. Pesympratu
KOPEJALIHOrO aHali3y I[OKa3ajid, [0 JBa BUMIPU CYTTEBO IO3UTHUBHO
KOPEJIIOIOTH 13 3arajJbHUM PIBHEM YNPaBIiHCHKOI KOMIIETEHTHOCTI TUPEKTOpa 5K B
OIIHIIl JUPEKTOpa, TaK 1 B OLIHII BUKJIAJAYiB, [0 BKAa3ye Ha Te, 10 MpodeciiiHi

3M110HOCTI  JAMPEKTOPIB  MOXYTh  MIATPUMYBATH  PO3BUTOK  YIIPaBIIHCHKOI
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KOMITETEHTHOCTI, @ TaKOX KYJbTypHa I'PaMOTHICTh KEPIBHUKIB MOXXE MOKPAIIUTH
PO3BUTOK YIMPABIIHCHKOI KOMIETeHTHOCTI. KpiM Toro, 3po0sieHO BHCHOBOK, IIO
NPUBATHI HAaBYAJIbHI 3aKJIaJ CTUKAIOTHbCA 3 OaraThbMa TPYIHOIIAMH B KOHTEKCTI
emigemii Covid-19 dwepe3 ormsg niTeparypu Ta I1HTEpB’I0, Taki fK CTarHaiis
0i3Hecy, 3pOCTaHHS IUIMHHOCTI BHUKJIAJadiB 1 CTYJEHTIB 1 3arajibHa BIJICYTHICTh
MEXaHI3My YTNpaBIiHHS HAI3BUYAMHUMH CUTYAIlIIMH. TakKMM YUHOM aHTHKPH30Ba
YOPaBIIHChKAa KOMIIETEHTHICTh KEPIBHUKIB € 3alopyKOI0 (PYHKIIOHYBaHHS Ta
PO3BUTKY 3aKja/iB OCBITH Ha (pOHI HOpMai3alii emijemii, a modyJoBa CUCTEMHU
3ano0iraHHsl Ta OOpOTHOM 3 HAA3BUYAWHUMU CUTYAIlISIMU 3aKJIa/iiB OCBITH Mae
HOCTIHHO MOCUITFOBATHUCS.
3MIHCHEHO YIOCKOHAJIEHHS CUCTEMHM HAyKOBOT'O OIIIHIOBAHHS YNPAaBIIHHS
MEePCOHANIOM 3aKJajiiB OCBITH. llepeBipeHo, IO Isi cCUCTeMa OIIHIOBAHHS B
OCHOBHOMY BKJIIOYA€ YOTHPU BUMIPH YIPABIIHCHKOI KOMIETEHTHOCTI AUPEKTOpa
Ta JBa IHIII MOB’si3aHl BuMipu. Ha OCHOBI 3ampomoHOBaHOI BHINE MOJEII
1€EpapXiyHOi CTPYKTYPHU CHUCTEMHU OI[IHIOBAHHS BCTAaHOBJIEHO, IO IM1JCYMKOBa
CHUCTEeMa OI[IHIOBAHHS YMPABIIHHSA TEPCOHAJIOM 3aKJaJiB OCBITH BKJIOYae |
LHITbOBUM pIBEHb, 6 BHMIPIB y KpuTepiaipHOMy miapi Ta 40 BiANOBIIHHUX
MOKa3HUKIB B 1HAEKCHOMY mmiapi (rmo 20 MOKa3HMKIB JJIsi KOKHOTO 3 OCHOBHOI
OIIIHKA Ta OIIHKMA BUKIanauiB). OcTaTouHa OllIHKAa €(PEKTUBHOCTI YIPaBIIHHS
MEePCOHAJIOM Ta OI[IHKa 3a OJHUM BHMIPOM YIPABIIHCHKOI KOMIIETEHTHOCTI
JTUPEKTOpa, OTpUMaHa Ha OCHOBI (OpMyJ, BU3HAYaTHME 3arajbHUNl PIBEHb Ta
pPIBEHb OKpEMOro BUMIpY €(GEKTHBHOCTI YIPABIIHHS MEPCOHATIOM JTUPEKTOpa B
HaBYAJIbHUX 3aKiafaX, TaKuxX SK HEKBami(ikoBaHI TUPEKTOPH, KBaiidikoBaHI
JTUPEKTOpU, Ta 3pa3KoBl AWpekTopu. Ha BiIMIHY BiJ ICHYIOUMX METO[IB, BIH
BCTAHOBJIOE 1H(OpMALIHUNA KaHAJT 3BOPOTHOrO 3B'A3KY BIUIMBY YIPaBJIIHHSA
MIEPCOHAJIOM JUIS TiABUIIEHHS €EKTUBHOCTI YIIPaBIIHHS NEPCOHAIIOM 1 CIIPUSHHS
peanizali OCBITHIX IILJIEH.
Po3po6neno Moxens cTparerii ympaBiiHHS mepcoHanoM KepiBHuKiB JIH3,
B OCHOBY MOJENi TMOKJIAJEHO CHUCTeMaTH3alio icHyrounx 11 d¢akropiB, o
BIUTMBAIOTh Ha YMPaBIIHCHbKI (YHKIT KEPIBHUKIB, BKJIIOYAlOYU OCOOHUCTICTS,
npodeciifiHi  3HaHHS, CIEMialbHICTh, OCBITY, JOCBiA BHUKIAIaHHS, JOCBIJ

aJMIHICTpaTUBHOT pPOOOTH, TMENAaroriyHMi BIK, 3arajJlbHUM BIK, HaBYAJIbHY
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KOMITETEHTHICTbh, IHHOBAIlIIIHY Ta peeKCUBHY KOMIIETEHTHICTh. BuineHo, 1o 11
(dakTopu  BIANOBIJAOTH  TPbOM  eTanmaM  (OPMYBAaHHS  YNPABIIHCHKOT
KOMIIETEHTHOCTI: J1arHOCTUYHO-MIPOEKTHOMY, 3MICTOBO-IIPOIIECHOMY Ta OILIIHHO-
KopekuiiiHoMy. Ilepuri nBa eranu COpHSIIOTH BUPOCTAHHIO KEPIBHUKIB AUTSIYHUX
cajakiB y kBaiidikoBaHUX nupekTopiB. KoMmneTeHTHICTD, c(hopMOBaHa Ha X JBOX
eTarnax, € OHTOJIOTTYHOI KOMIIETEHTHICTIO KEpIBHUKIB. KOMIETEHTHICTh TPETHOTO
eTaly B OCHOBHOMY IOB'Si3aHa 3 IUIACTUYHICTIO, sIKA TAKOXX HEOOX1JHA JUIsl TOrO,
00 kBai(pikoBaHI AUPEKTOPU JAUTSIUYUX CAJIKIB BUPOCIHU B BIIMIHHUX KEPIBHUKIB
TUTAYNX cankiB. L{g mMonenb € OLIbIl OMEpPaTUBHOI, HIK ICHYIOUI METOIH. Y
nporieci GopMyBaHHsI YIPaBIIHCHKOT KOMIIETEHTHOCTI 3’SICOBaHO, 110 0a30BY POJIb
BIJIIFpa€ 10 AWIUIOMHA MIArOTOBKA Ta MiABUIICHHS KBami(ikailii, MATPUMYOUY —
npodeciitHi 3110HOCTI, CTUMYJIIOIOUY — KYJbTypHa T'PaMOTHICTh, TapaHTYHOUy —
AHTUKPU30Ba YIPABIIHCHKA KOMIIETEHTHICTb.

Ha ocHOBI 3amponoHOBaHOi MOJENl CTpaTerii yopaBiHHS HEPCOHAIIOM,
BHUCYBAIOThCSl BAXJIMBI MpOOJEMHU, Ha $KI KEpPIBHUKM HaBUAJbHUX 3aKJIaJ1B
MOBUHHI 30CEPEIUTH YyBary HpH PO3BUTKY YMNPABIIHCHKOI KOMIIETEHTHOCTI BIJ
KBaJI1(p1KOBAHOI /10 BIIMIHHOI. Takox OyJM 3alpOnOHOBaHA CTPATErisl ONTUMI3ALT
JUTsl BIOCKOHAJIEHHsT (DYHKIIIM yIpaBiIiHHS MEPCOHAJIOM B HaBUAJbHUX 3aKJIajax,
BKJIFOYAIOYM CTBOPEHHS CHUIBHOTO OayeHHs Ta KYJIbTYpH, 3a0e3leueHHs
npo¢eciiHOro JiiepcTBa Ta HAYKOBOI IOIIOMOTH, CTBOPEHHSI CUCTEMHU YIIPABIIIHHS
Ta poOOYOi KOMaHAM, peajizaililo poJii 3MIHM Ta BHYTPINIHBOI Ta 30BHIIIHBOI
iHTerpamii. OTpumaHi pe3yibTaTH 3acBIIUYIOTh MPAKTUYHY 3HAUYYIIICTh Ta
JOLIIBHICTh BHUKOPHUCTAHHS B YIPABIIHCBKOMY MPOLIECI PO3POOJIEHHUX ] 4ac

JOCIIIJIKEHHS TT0JI0KEHD.

Knrouosi cnosa: MeHEIHKMEHT, yIpaBiIiHHS MEPCOHAIOM, KUTalChbKa BHUILA
OCBITa, perioHalbHa IIaTdopma CcHiBIpalll, BUKIaAadl KOJEIKIB, MPUYHMHHO-
HACJIIIKOBUW aHaui3, mpodeciiiHi HaBUYKU, MPOECiiiHII PO3BUTOK, YIPABIIHHSA

3MiHaMHM, TPyAOBUH noTeHIialn, Kutaii.
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INTRODUCTION

Relevance of the topic. Since the concept of sustainable development was
proposed in 1987, the international community has been exploring how to make
education an auxiliary factor for sustainable development. The role of education in
sustainable development has been further clarified by a series of initiatives (Qu et
al., 2021), such as the United Nations Decade for Education for Sustainable
Development (2005-2014) (UNESCO, 2003) and the Global Action Plan on
Education for Sustainable Development (2015-2019) (UNESCO, 2014). Among
the 17 Sustainable Development Goals called for by the United Nations to
transform the world, SDG4 clearly states the mandate of education to ensure
inclusive and equitable quality education and promote lifelong learning
opportunities (UNESCO, 2016). Unlike previous global goals, SDG4 focuses on
the quality of education, such as indicators related to teacher training and student
outcomes.

Furthermore, SDG1 aims to end poverty in all its forms throughout the
world. Preschool education has been recognized internationally as an important
anti-poverty measure, which is helpful to prevent the intergenerational
transmission of poverty and achieve sustainable poverty alleviation. China is a
developing country with the largest population and a large rural population in the
world. In 2021, China has completed the arduous task of eliminating absolute
poverty and achieved the poverty alleviation target set out in the 2030 Agenda for
sustainable development issued by the UN 10 years ahead of schedule, winning
wide acclaim from the international community. Such achievements are closely
related to China's adherence to the policy of poverty alleviation through education.
In particular, providing children with high-quality education can fundamentally
change the plight of children in impoverished areas, helping them achieve
academic success and become productive adults.

It is fair to say that the improvement of education quality is a significant part
of realizing the SDGs. And the ability to provide quality education rests with the

human resources of educational institutions, namely the quality of the staff, which
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depends on the systematic personnel management activities that include the
recruitment, selection, and salary policies. Thus, it is very significant to carry out
the study on the theories and methods of personnel management in educational
institutions to improve education quality and achieve the SDGs.

In the whole education system, preschool education is the starting point of
basic education and lifelong education, and the improvement of education quality
has always been a key concern of all sectors of society. Since the 1980s, China's
compulsory education and higher education have expanded in turn, occupying a
priority position in the development of education. In contrast, preschool education
has not been effectively promoted. With the growth of the market-led preschool
education scale, the current educational institutions have formed a pattern in which
both public and private schools are established, with private preschool education
occupying a dominant position. As a result, the issues of personnel management in
educational institutions are more complex compared with other education stages.
Therefore, the research on the theory and method of personnel management in
preschool educational institutions is representative and practical.

Moreover, the new crown epidemic has brought a serious crisis of survival
and development to educational institutions in China since 2019 (OECD, 2021).
Some preschool educational institutions have been unable to continue operating
due to financial difficulties, mass layoffs, or staff resignations. Data from China’s
Ministry of Education showed that China had a shortfall of about 110,000
preschool institutions in 2021. Also, the serious shortage of teachers has become a
major bottleneck restricting the high-quality development of preschool education.
At present, personnel management in educational institutions is facing enormous
challenges.

Meanwhile, with the implementation of the “three-child policy” in 2021 in
China, which stipulates that one couple could have three children, the Chinese
government has proposed to establish and improve inclusive childcare institutions
for 0-3 years old and related supporting policies to solve the problem of childcare

for couples of childbearing ages. It also puts forward higher requirements for the
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personnel management of educational institutions. It is determined that the study
of personnel management in preschool educational institutions is more urgent and
representative at all levels of educational institutions.

The literature review was based on the research of Ukrainian and Chinese
scientists and representatives of developed countries. The works of Chinese and
foreign scientists such as Ackerman D., Armstrong, Bai H., Brownhill J., Castetter
W., Chu H., David W., Diao H., Hong X., Zhu W., Jiang X., Li Z., Liu Y., Liu Z.,
LuoR., Maslow A., Norton M., Pamuk D., Olgan R., Shan Y., Taylor D.,
Tashakori A., Wang H. and others are devoted to the research issue of personnel
management of educational institutions. Along with this, issues related to the
formation of the potential for professional quality, leadership and competence are
insufficiently researched in the scientific literature, there are few studies on the
personnel management functions of managers and their competence, how to
improve the quality of education by optimizing internal management, subject to
compliance with the national " three-child policy' to solve child-rearing problems,
etc. So, what was obtained determined the choice of the topic of the dissertation
research.

Connection of work with scientific programs, plans, and topics. The
dissertation was carried out in accordance with the directions of research work of
the Department of Management of the Sumy National Agrarian University:
"Development of management in the context of international integration processes"
2019-2023 (state registration number 0119U001336), within which the author
investigated the main trends and evaluated the foreign experience of personnel
management of the educational institution.

The purpose of the work is to improve theoretical and methodological
principles and develop practical recommendations for personnel management of
educational institutions.

The implementation of the research goal led to the setting and solving of

tasks:
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- to find out the economic nature and theoretical determinants of personnel
management of educational institutions in modern conditions;

- to analyze the foreign experience of personnel management of educational
Institutions;

- to generalize and justify methodical approaches to the management of
personnel management of educational institutions;

- to analyze the current state and dynamics of personnel management in
Chinese educational institutions;

- to carry out a diagnosis of the personnel management system and analysis
of the factors influencing the personnel management of educational institutions in
China;

- to determine the effectiveness of the development of management
functions of heads of educational institutions;

- to improve the personnel management evaluation approach of educational
Institutions;

- to develop a conceptual model of the personnel management strategy of
heads of primary institutions.

The object of the study is the personnel management processes of
educational institutions in China.

The subject of the study is theoretical, methodological, and practical bases
approaches and scientific and applied aspects of personnel management of
educational institutions in the conditions of modern education reform.

Applicant's personal contribution. The dissertation is an independently
performed scientific work. All the results of the study, presented in the paper and
presented for defense, are received by the author personally.

Research methods. The theoretical and methodological basis of the
dissertation work became the scientific works of domestic and foreign scientists
who created the fundamental provisions of economic theory, which became the
basis for researching issues of personnel management of educational institutions.

To achieve the set goal and solve problems, a wide list of methodological
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techniques was used in the work, such as: monographic method and the method of
theoretical generalization; - to collect the information base of the dissertation
research; system analysis; - to identify and systematize general problems of
personnel management of educational institutions; regression analysis; - to
determine the impact of the decentralization process on the development and
management of personnel of educational institutions; hypothetical method; - to
identify common positions and conduct analogies in personnel management of
Asian countries and Ukraine; the method of mathematical modeling and
forecasting; - to build a matrix for determining the satisfaction of consumers of
educational institutions' services; empirical survey and interview methods to
generalize the process of managing educational institutions, as well as existing
difficulties and initial effective mitigation strategies through the status quo.

The information base of the study was legal acts from official open
sources of China (the State Statistics Service of China, National Development and
Reform Commission (NDRC), Ministry of Public Security (MPS), Ministry of
Human Resources and Social Security (MOHRSS), National Health Commission,
Ministry of Emergency Management), own field research, other types of
theoretical, methodical, justice and scientific works from the Internet.

The scientific novelty of the obtained results lies in the deepening of the
existing theoretical provisions and the development of scientific-practical and
methodical recommendations for personnel management of educational institutions
in China. Scientific results are authentic, and by their scientific essence can be
presented as follows:

First obtained:

- The dimensions of managerial competence of the heads of educational
institutions are clarified and elaborated based on the professional standards for
principals issued by the Chinese government, which serves as the basis for the
empirical investigation.

- A conceptual model of the personnel management strategy of heads of

primary institutions is proposed that covers three stages in the development of
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personnel managerial functions such as diagnostics and project-oriented, content
and process-oriented, and assessment and correction-oriented.

Improved:

- The questionnaire on the current status of personnel management in
educational institutions is prepared mainly based on the principal professional
standards in China and other related questionnaires used in the previous survey.

- The influencing factors on personnel management of educational
institutions in China are systematically analyzed through the combination of a
questionnaire survey and interview, including the factors of teachers’ personalities
and characteristics, the administrative intervention of superior departments, the
principal’s professional knowledge and ability, as well as the personality qualities
of the principals.

- The managerial competence development of the heads in educational
institutions is identified as a process from qualified to excellent. Ontological
competence, such as personality and professional knowledge, could help them
grow into qualified principals, while extensional competence like innovation
competence contributes to promoting qualified principals to grow into excellent
principals.

Further developed.:

- The evolution of personnel management methods and related policies in
Chinese educational institutions is systematically analyzed, as well as the
application of personnel management methods in practice.

- The contents and strategies of pre-service preparation and in-service
training were put forwards as a significant guarantee for the development of
managerial functions of heads of educational institutions.

- An assessment system of personnel management of educational
institutions is developed based on scientific principles, which consists of the target
layer, criterion layer, and index layer. The final score of the calculation determines
the personnel management performance level of the heads of educational
institutions, such as unqualified principals, qualified principals, and excellent

principals.
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The scientific and practical significance of the dissertation is to put
forward a set of scientific and reasonable regulations and conclusions to solve the
scientific problem of personnel management in educational institutions.

Personal contribution of the acquirer. Dissertation research is an
independent scientific work of the author. Scientific results, conclusions, and
proposals submitted for defense were received by the author personally.

Approbation of the results of the dissertation. The main provisions and
results of the dissertation research were made public by the author at conferences,
seminars, meetings, among which the most important was International scientific
conference «Digital and Innovative Economy: Processes, Strategies, Technologies:
Conference Proceedings (25th January 2019. Poland), 16th International
Conference on Efficiency and Responsibility in Education, Czech, (June 67, 2019
Prague), I1I International Scientific-Practical Conference «Management of The Xxi
Century: Globalization Challenges», (23-24 April, Poltava), the 6th International
Scientific Conference — ERAZ 2020 (May 21, 2020, Belgrade, Serbia), VII
International Scientific-Practical Conference «Modern Management: Trends,
Problems and Prospects for Development» (April 14, 2021. Alfred Nobel
University, Dnipro), 37th International Business Information Management
Association (IBIMA), (May 2021, Cordoba, Spain)

Publication of obtained results. The main scientific results of the author's
theoretical and experimental research, the main scientific propositions, and the
conclusions of the dissertation are sufficiently covered in 17 scientific works,
including: 6 publications in professional journals and collections of scientific
works of Ukraine; 3 publications in scientific publications, citations Scopus, Web
of science; 1 international monograph; 7 abstracts of reports at scientific
conferences. The total volume of publications is 3.28 publications. sheets, of which
3.08 are printed sheets belonging to the author personally.

Scope and structure of the dissertation. The work consists of an
introduction, three sections, conclusions, and suggestions laid out on 186 pages of
the main text, including 36 tables, and 14 figures. The list of used literary sources

contains 165 items on 11 pages.
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SECTION 1. THEORETICAL AND METHODOLOGICAL
APPROACHES TO MANAGING THE PERSONNEL OF CHINA'S
EDUCATIONAL INSTITUTIONS

1.1. Theoretical determinants of personnel management in Chinese

educational institutions

Educational institutions are a system that realizes the joint development of
schools, teachers, and students, in which the development of students is the
ultimate goal, and the development of teachers is the basis and source of strength
for the development of students and schools. The success of this system in the
pursuit of achieving the educational objectives as well as satisfying the needs of
the individual staff is hinged on the establishment of a conducive working
environment geared towards the advancement of productive capacities of people at
work (Alabi, 2000). Personnel management in educational institutions aims to
manage teachers through a scientific and systematic approach to help the system
achieve its main goals, which are of great significance to teaching and learning in
educational institutions. Duke and Canady (1991) stated that it is needed to find
out one area where policy has a greater impact on teaching than staff, which
highlighted that personnel management policies and rules directly affect the quality
of teaching in educational institutions. Likewise, Norton and Kelly (1997)
proposed that whenever the topic of educational advancement is discussed, the role
of school members in that advancement is unparalleled, which is consistently
valued in providing quality education by educational leaders. The quality of
teaching depends on the quality of teachers, and the quality of teachers depends on
the policies that affect the recruitment, selection, and salary of teachers. Policies
involving teacher supervision and improvement will contribute to the improvement
of teacher competence and loyalty (Duke & Candy, 1991).

Moreover, Seyfarth (1996) highlighted that the personnel management
function is useful in enhancing the level and quality of instructional support

services that affect teacher and student effort. For example, the training and
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guidance of teaching staff could directly affect the quality of teaching and the
learning of students. And the work arrangement of making the best use of talents
could promote the improvement of teachers' labor productivity and work
effectively. In addition, the creation of an organizational climate could improve or
reduce the effect of teaching and learning. Hoy and Miskel (2001) explored the
impact of different school climate types on teaching, certifying that a positive
school climate is a major determinant of staff morale and motivation. Other studies
have also demonstrated that positive teacher efficacy is closely related to
perceptions of goals, peer relationships, and managerial support, and a positive
organizational climate could increase teaching commitment (Coladarci, 1992;
Taylor & Tashakori, 1994; Ebmeier, 2003).

According to O'Neill (1994), the human resources available to schools
constitute their most valuable asset and greatest management challenge. Every
procedure of personnel management directly or indirectly affects the teaching
quality of teachers and the learning effect of students in educational institutions. It
1s necessary to conduct a systematic study on personnel management in
educational institutions. However, the concept, characteristics, and relevant
theoretical basis of personnel management in educational institutions should be
clarified first.

Definition of personnel management in educational institutions. Tead and
Metcalf (1920) were one of the first researchers to define personnel management.
In their book "Principles and practices of personnel management", which is one of
the earliest books on personnel management, they introduced the new terms that
personnel management and the relevant theories. Subsequently, many researchers
defined personnel management from various perspectives, such as the perspective
of personnel management functions and objectives, and started to focus on the
characteristics and development trends of personnel management in various
industries. With the increasingly prominent role of personnel management in the

development of educational institutions, the concept of school personnel
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management has been put forward. The definitions of personnel management by

famous scientists worldwide are mainly listed in table 1.1.

Table 1.1 - Definition of personnel management by famous scientists

Scientists | Definition

Personnel management is to direct the human relations in any organization and
Tead and : . ) 2

promote good cooperation among employees with the aim of maximizing benefits
Metcalf . . I . ;
(1920) with the least amount of investment and friction and paying due attention to the

well-being of employees.
Stahl Personnel management is the whole process of dealing with human resources in an
(1962) organization.

Personnel management is an umbrella of specific activities specifically engaged by
Van Zwoll C. .

the personnel department to ensure the realization of the employer's employment
(1964) L S

objectives and the maximization of work benefits.

. Personnel management is the activity of effectively mobilizing human resources

Ogunsaju ) . . . .

based on appropriate recruitment, selection, training, and placement of designated
(1990) . . L

staff to achieve established goals and objectives.

Personnel management encourages the full utilization of the skills and abilities of
Armstrong . . . . e
(1991) all staff in an organization to achieve the potential of individuals and

organizational goals.

Personnel management is a series of management activities such as planning,
Liu (1987) | organizing, directing, coordinating, supervising, and controlling cadre work by

applying scientific principles, theories, systems, and methods.

. School personnel management functions include recruiting adequate and qualified
Adesina . . o
(1980) staff, and developing and maintaining staff so that they are able and willing to

provide students with effective and efficient educational services.

The goal of the personnel management functions is the same in all school
Ribeau education systems, that is, to recruit, retain and train employees, to adopt scientific
(2001) incentives to achieve the goals of the school district, and to help each employee

achieve their highest personal achievement and optimal career development.

Castett and
Young
(2000)

The goal of the school personnel management is to recruit, train, retain and
motivate staff, to help the staff to fulfill their duties and goals given by the
organization, and to make everyone achieve their goals while maximizing their
career development.

Zhang and
Chu (1995)

Personnel management in a broad sense mainly involves the management of cadres
of government agencies, enterprises, and public institutions by personnel
departments at all levels.

The narrow sense of personnel management is the management of personnel
administration, which mainly covers the management of government personnel
administration organs to the cadres of government agencies.

School personnel management refers to all the activities that involve planning,
organizing, coordinating, directing, and supervising in dealing with the staff
affairs, such as recruitment and employment, deployment and dispatch, rewards
and punishments, appointment and dismissal, training and evaluation, wages and
welfare, and retirement and resignation, with the application of personnel
management science-related theoretical principles and methods.

Source: prepared by the author.
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According to these studies, the functions of school personnel management
mainly include recruitment, selection, entry, remuneration, evaluation,
development, discipline, motivation, coaching, and promotion of personnel within
the school system. The object of school personnel management is intellectuals as
the main body, and the purpose of personnel management activities is to serve
talent training and intellectual development.

The educational institutions in this study include public schools belonging to
national public institutions and private schools managed based on the management
mode of public institutions. Therefore, the definition of personnel management in
educational institutions in this study is consistent with the school personnel
management defined by Zhang and Zhu (1995). Similarly, the object of personnel
management in educational institutions is the same as that in schools.

Compared with general personnel management, the personnel management
of educational institutions not only reflects the common scientific management
principles and methods but also shows some unique rules and characteristics,
which are embodied in the following aspects.

Objects of personnel management in educational institutions. Generally,
China's current personnel management targets state functionaries, mainly including
functionaries of Party and government agencies as well as managerial and
professional technical personnel of national public institutions and enterprises.

According to the scope of personnel and authorized strength management,
the objects of personnel management in educational institutions generally include
teaching staff, management staff, teaching auxiliary staff, logistics staff, etc. Some
higher educational institutions also have specialized scientific research personnel.
The management objects have special attributes including diversity of personnel
categories, occupational particularity, the intersectionality of work content, and
finiteness of incentive. The diversity of personnel categories means that the staff of
educational institutions covers various types of personnel with different
responsibilities, tasks, and educational levels, who ensure the daily operation of

educational institutions. The occupational particularity mainly refers to the work of
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educational institution staff is full of autonomy and personalization, as well as the
need for self-respect brought by education and knowledge. The intersection of
work content means that some staff has undertaken or engaged in two or more post
responsibilities with the expansion of the enrollment scale and the increase in the
demand for personnel. As for the finiteness of incentives, it means the state finance
bears most of the remuneration of employees under the current management
system, which leads to the lack of sufficient freedom for educational institutions to
design economic incentives like enterprises.

Establishment of personnel management departments in educational
institutions. For any educational institution to function effectively, it is necessary to
have a personnel department or personnel manager who performs personnel
functions. Due to the differences in training objectives, education, and teaching
tasks between Chinese institutions of higher education and middle and primary
schools, there are also differences in the establishment of personnel management
departments. The leading system of higher educational institutions is established
following the principle of the “President’s responsibility system under the
leadership of the Party committee”. A series of important issues such as personnel
in the university have been discussed and decided by the Party committee, and then
the president is in charge of organizing the relevant administrative departments for
implementation.

The personnel management system in higher educational institutions is
generally operated by the specially established functional organization, namely the
personnel department, under the leadership of the president in charge of personnel
work. The personnel department may set up several sections with different
functions depending on the size of the institution, such as the personnel section,
teacher section, labor and wages section, and training section. The main
responsibility of the personnel management department is to be responsible for the
allocation and use of personnel and to formulate the personnel management system,
measures, and opinions of the whole institution. Besides, the organization

department is also involved in personnel management in higher educational
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institutions, which is responsible for the investigation, transfer, and arrangement of
cadres within the scope of the university.

In China, the establishment of the organization and management system in
full-time primary and secondary schools and preschool educational institutions also
reflects the separation principle of the Party committee and administration.
However, primary and secondary schools and preschool educational institutions do
not have special personnel and organizational departments. The personnel
management work is mainly in charge of the (vice) principal, and the specific
affairs are carried out by the personnel working group. Therefore, it is very
important to pay attention to the managerial competence of the managers, namely
the principals, and the personnel management methods adopted in their personnel
management.

Contents of personnel management in educational institutions. The content
of personnel management in educational institutions mainly includes selection and
recruitment, training and promotion, and evaluation and remuneration. To meet the
needs of teaching, scientific research, administrative management, student
counseling, logistics services, etc., educational institutions need to introduce
outstanding staff through public recruitment, targeted transfer, and selection within
a certain range. According to the needs of the work and the characteristics of the
posts, all kinds of staff are reasonably arranged to different posts to maximize the
role of talents. According to the needs of the post, the staff is organized to attend
various political, business training and professional ethics training as planned to
improve their ability to perform their duties and promote their professional
development. According to the professional titles, post levels, and evaluation
results of various categories of personnel, the staff will be given corresponding
salaries and rewards, to achieve the incentive effect of rewarding the good and
punishing the poor, and mobilizing staff with the same work nature to form healthy
competition.

Characteristics of personnel management in educational institutions. First of

all, it is a human-led multi-level bilateral activity. Bilateral activity is a
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characteristic of any management activity, but the bilateral nature of personnel
management activities has its unique features. In the process of personnel
management activities, the "product" produced is a fully developed person. A
manager is a person, and the management includes people and things, as well as
various things in which people are involved. Educational work is highly creative,
with many levels of subject-object relationships, complexity, and change. It
includes principals and teachers and students, principals and teachers, teachers and
students, students and students, teachers and parents, principals and employees,
employees and various things, etc. These management objects are mainly people,
and the management of bilateral relations between respondents and objects is
different from the management process of material production.

Moreover, personnel management activities have a purpose centered on
nurturing people. Personnel management activities should be closely focused on
the purpose of education activities. The object of training and service is students,
and all the work is to achieve the same purpose, that is, to educate students well.
Therefore, in personnel management activities, the combination of all management
elements and the development of all work should be the main purpose of nurturing
people.

Besides, personnel management has an orderly nature marked by phases.
Personnel management is generally carried out in an orderly cycle with the
semester or school year as the stage. The control of certain conditions is the center
of management activities. In personnel management, the development of things
sometimes deviates from the predetermined goals of the prerequisites, which is the
management of "out of control". For example, for the sake of the momentary
economic benefits, over-enrollment in the classroom, infringing on the interests of
students, etc. In this regard, the leader should make a quick judgment and take
effective measures to correct the situation, so that the work can develop toward the
intended goal.

In the continuous exploration and research in the field of personnel

management, a series of classic theories of globalization have been formed so far.
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This study on personnel management in educational institutions is mainly based on

famous theories, as shown in table 1.2.

Table 1.2 - Famous personnel management theories

Theories Characteristics

* The management roles in an organization can be divided into three types,

including managing the survival and development of organizations, managing
Management managers, and managing workers and jobs, which are constantly changing.
roles theory * It mainly focuses on the most basic issues of management, such as the way
managers do their work, the steps of decision-making, the way organizations
function, and the process of strategy formation.

e The hierarchy of needs, from the most basic to the highest level, includes
physiological needs, security needs, love, and belonging needs, esteem needs,

Maslow's and needs for self-actualization, which is the force that motivates and guides

hierarchy  of | individual behavior.

needs theory |[* The lower the level of needs, the greater the power and the greater the
potential. As the level of need rises, the power of need decreases accordingly.

» Before higher-level needs can emerge, lower-level needs must be satisfied

* Organizational culture has been described as the shared values, principles,
traditions, and ways of doing things that influence the actions of

Organizational | organizational members and distinguish different organizations.

culture theory |® Organizational culture can be divided into seven dimensions, including

attention to detail, innovation and risk-taking, stability, drive, team orientation,

people orientation, and results orientation

e All activities with the process are composed of four stages, including Plan,
Do, Check and Act, which constitute a circle of management activities to form

Deming's a complete management process.

management |* The planning stage is mainly to form work objectives, tasks, methods, and

process theory | action programs. The doing stage is to put the plan into practice and action.

The checking stage is to inspect the progress and effectiveness of the plan. The

acting stage is to summarize, adjust and improve the whole process.

Source: prepared by the author

Management roles theory. In 1955, Peter F. Drucker first introduced the
concept of the "management role". The discussion of the management role theory
system is mainly from Mintzberg (1978), who is the founder of the management
role school and classified management roles into ten major roles in interpersonal
relations, information transfer, and decision making. Later, Speck (1999) analyzed
the role of elementary and secondary school principals in managerial positions and
divided the professional roles of principals into four areas, namely, educator, leader,
manager, and selfhood. Among the many roles of the principal, the role of the

manager is the main role, which is the responsibility given to the principal to
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manage internal affairs under the principal's responsibility system and is also an
important guarantee of the principal's continuous development. For example, they
need to plan institution development and lead the professional growth of teachers
as the leader, undertake various management tasks inside and outside as the
manager, and focus on organizational culture as the organizer. So principals should
face up to their role as managers, assume the corresponding responsibilities, and
consciously improve their professionalism to be better qualified for their position.

Hierarchy of needs theory. Maslow (1970) proposed the hierarchy of needs
theory, which occupies an important position in modern behavioral science.
Individuals always differ in their pursuit of needs, with some having a greater need
for self-esteem than for love and belonging (Peng, 2003). If all the needs of a
person in life, such as physiology, security, love, and self-esteem are not met, then
the organism is dominated by physiological needs (Ye, 2004). Security needs are
mainly manifested by preferences, that is preferring familiar and known things to
unfamiliar and unknown things (Ye, 2008). Love and belonging needs refer to the
approval of others, such as affection, friendship, love, and a sense of belonging.
Esteem needs include internal self-respect, behavioral autonomy, etc., and external
respect, such as respect for status, etc. (Yu, 2009). Self-actualization needs are
people’s main desire to achieve their potential and perfect it.

From the perspective of the hierarchy of needs theory, faculty of educational
institutions must be able to prioritize the satisfaction of physiological needs, which
are broadly defined as wages that meet the basic needs of life and relieve the
burden on the family. When basic needs are met, managers should provide a safe
work environment and a stable job to make their lives stable. When safety needs
are met, they expect to live in harmony with their colleagues and enjoy their work
in the workplace. Therefore, this study focuses on physiological needs, safety
needs, and love and belonging needs as the main components of the needs theory.

Organizational culture theory. It is significant for managers to focus on
organizational culture, which can make employees feel included, allowed, and

supported, or have the opposite effect (Stephen & Mary, 2017). Regarding the
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school organizational culture, Sergiovanni (1984) argued that school organizational
culture includes values, symbols, beliefs, and meanings shared by parents, students,
teachers, and other groups that determine the values and ideas of group members.
Deal and Peterson (1999) considered school culture as unwritten habits, traditions,
norms, and expectations in everything. Wu (2006) proposed that the organizational
culture of a school refers to the beliefs or values that are used to solve problems as
a result of internal and external interactions. Cai (2010) argued that the school's
organizational culture is the values and beliefs created by the interactions of its
members to achieve its goals and maintain normal operations. These values and
beliefs are implicitly transmitted to the school members and transformed into a
common mindset and code of conduct, thus creating a unique organizational
culture. The decisions managers make are influenced by the culture in which they
operate. Organizational cultures could influence and limit the way managers plan,

organize, lead, and control, as shown in Figure 1.1.
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Figure 1.1 - Types of management decisions influenced by culture

Source: prepared by the author based on Stephen and Mary (2017)
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Deming’s management process theory. Management process refers to the

steps and procedures of common activities guided by the manager and carried out
by the members of the organization according to the plan to achieve the desired
goals of the organization (Liu & Ma, 2014). Deming pioneered the ideological
approach and working steps of total quality management and put forward the four
basic stages, that is plan, do, check, and act, which constitute the cycle of
management activities (Wan, 2013). Whereafter, Deming's management process
theory also known as the Deming cycle has been introduced into the management
of research work and personnel management in educational institutions. The
personnel management process in educational institutions is a process in which the
principal organizes all staff members to work together to achieve organizational
goals in education, which consists of four main stages of plan, do, check, and act,
see Figure 1.2. This is both the basic procedure of the management process and the
basic method of management by the manager of educational institutions. Therefore,
managers should correctly grasp the management process based on a correct

understanding of the uniqueness of work.
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Figure 1.2 - The four phases of management activities

Source: prepared by the author based on Wan (2013)



43

Definition of the heads of educational institutions. It is necessary to clarify
the connotation and extension of the leaders of educational institutions. The
principals are the most typical and important leaders in educational institutions.
The Concise Education Dictionary defines the principal as the main leader or
responsible person of educational institutions (Jiang & Han, 1988). In the
Dictionary of Early Childhood Education, the principal has the following statement
that the principal is the leader and organizer of the educational, and is the key to
realizing the leadership function and running the educational institutions well. At
the same time, the principal is the main administrative leader, entrusted by the state
to manage the work of the educational institutions, fully implement the national
education policies, fully responsible for the work of the educational institutions
(Wang, 2004). The "Educational Regulations" in China pointed out that China's
educational institutions implement the principal responsibility system, requiring
comprehensive management of education. In addition, the Ministry of Education of
China put forward that principals are responsible for the leadership and
management of educational institutions (MoE, 2015). The principal's main
responsibility is to carry out educational policies and be responsible for the
management of the whole institution (Yang, 2018). In this study, the principal is
defined as the principal is the main administrative leader, a professional who
performs the responsibilities of leadership and management of the institutions, and
the key to running the institutions well.

The principal is the executor of education policy and the leader of the
planning institution development. Although education is different from primary
and secondary education, principal and primary and secondary school principals
combine three roles: educator, leader, and manager (Liu, 2015). Each role of the
principal undertakes different main tasks, and different knowledge and abilities are
required to complete these tasks. Since the beginning of the 21st century, many
countries and regions in the world have put forward important policy guidelines or
academic research on school leadership and management. For example, the former

British Prime Minister Blair reported at the opening of its Leading of Excellence
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Conference for Leadership that there is no more important job in the UK than that
of a school head (NCSL, 2003).

China, the United States, New Zealand, and Canada mainly adopt the
formulation principle and methodology of "role before quality" when formulating
professional standards for principals (Yi, 2014). That is, the role positioning of
principals is determined first, and the corresponding job responsibilities of each
role are analyzed on this basis, to determine the professional concept, knowledge,
and ability that should be possessed to achieve the job responsibilities. To promote
the professional development of principals and build a high-quality team of
principals, the Ministry of Education of China issued the professional standards for
principals in 2015 following the Education Law and other relevant laws and
regulations. This standard is a basic requirement for the professional quality of
qualified principals, a basic criterion for leading the professional development of
principals, and an important basis for formulating the qualification standards,
training course standards, and evaluation standards for principals (MoE, 2015). In
this standard, the principal’s role is divided into three types, including the leader,
educator, and manager, each of which has corresponding tasks and professional
responsibilities.

In 2005, the National Association for the Education of Young Children
(NAEYC) issued new Early Childhood Program Standards and Accreditation
Performance Criteria. The part on "leadership and management" proposed the
management standards of organization, leader, policy, and other aspects required
for the smooth development of the work of childcare institutions, and also involved
the role and function of program managers, as well as the core abilities that
managers need to possess (Suo & Yao, 2015). In the same year, How to Integrate
Professional Standards into Preschool Performance Management issued by the
Ministry of Education of New Zealand was issued, which pointed out that
principals play multiple roles as educators, leaders, and managers, and reflect the
integration of professional roles such as "educational manager", "educational

leader" and "management leader" (MoENZ, 2005). The Occupational Standards for
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Child Care Managers (Canada) stipulated principals can also serve as
administrators and educators and spend part of their day with children (CHRSC,
2013), see table 1.3.

Table 1.3 - The role orientation of principals in professional standards of

four countries

Country Role orientation of principals

China manager leader educator
United States manager leader --

New Zealand manager leader educator
Canada manager leader educator

Source: prepared by the author based on official website information

In general, the standards of principals in the four countries all emphasize the
role of managers and leaders, while there are some differences in the role of
educators. In contrast, the NAEYC in the United States does not specify the role
and responsibilities of principals as educators. Any profession has its special role
positioning, which is different from other professions. The difference in the role of
educators comes from the different understanding of the professional independence
and professionalism of principals. Some scholars believe that the professional role
of principals is different from that of teachers. The significance of the transition
from the teaching position of teachers to the management position of principals is
not only to enrich and expand their careers but also to turn and change their careers
(Chu, 2003). In reality, many principals think their profession is the teacher. They
come from the teacher group, and the principal is also a position in the teaching
profession. Academic notes that principals think of themselves as teachers first and
administrators second (Tony & Qiang, 1998). Although the United States does not
indicate the role of principals as educators, it is still emphasized that principals
should have a professional understanding of education and teaching in the two core
abilities of "education knowledge and skills" and "management knowledge and

skills" that NAEY C managers should possess. To sum up, it is considered that the
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leaders of educational institutions have three roles, the educator, leader, and
manager in this study.

Connotation of managerial competence of the principals. As for the research
on personnel management, more and more scholars believe that effective
management practice in educational institutions is a necessary condition for the
supply of high-quality education services (Lower & Cassidy, 2007). International
scholars have developed special evaluation tools for personnel management quality
(Connors, 2016). At the same time, as the fundamental purpose of personnel
management is to improve the class process quality and promote children's
development, some studies have begun to explore the relationship between
management quality and educational institution class quality and even children's
development results (Lower & Cassidy, 2007). Most of the research on personnel
management in China focuses on academic discussion, mainly on how to
implement a management concept and theoretical perspective in personnel
management practice (Li & Yuan, 2008; Bai, 2008), or reflection on the problems
in personnel management practice (Yang, 2016). A small number of empirical
studies mainly investigated specific issues such as the value orientation of
personnel management (Wang & Liu, 2005). In general, there are few local
empirical studies on the quality of personnel management.

Related research on educational institutions’ managerial functions is limited,
the existing research mainly focuses on enterprise managers' managerial
competence. Ghiselli (1971) argued that successful managers have different from
ordinary people personality traits, or there is quite a big difference from ordinary
people in some of the characteristics and personality traits. These personality traits
include supervision, achievement motivation, intelligence, self-achievement need,
self-confidence, and assertiveness. The later path-goal theory holds that managers'
styles are not immutable, but can be adjusted according to different situations
(Zhen, 2015). However, when conducting managerial competence research in this
way, it does not emphasize the ability of managers themselves but takes the

situation at the time as the variable.
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The functional research method mainly focuses on the managerial
competence that managers should have to complete the task. Moulton and Fwicked
(1993) believed that leaders should have the following managerial competence.
The first is environmental awareness, including global outlook, understanding of
different cultures, political literacy, and foreign language ability. The second is
leadership, which refers to the ability to actively lead, understand values and ethics,
innovate and create, and inspire others through a sense of mission. The third is
management, which is the ability to integrate, technical ability, taking into account
the depth, breadth, flexibility, and adaptability of knowledge. The fourth is the
interpersonal relationship, which refers to coordination and communication skills,
and psychological and physical harmony. And the fifth is skills to get the job done,
including strategy formulation and policy development, functional orientation, etc.
Abraham, Karns, Shaw, and Mena (2001) studied the correlation between
management capability and performance appraisal in 2500 enterprises since 1998.
Six key managerial competence were identified in the study, namely leadership
skills, customer focus, results-oriented, the ability to solve problems, the ability of
communication skills, and the ability to work in a team.

It can be learned that managerial competence should at least have
professional skills, interpersonal communication skills, conceptualization skills,
organizational development ability, problem-solving ability, environmental
cognition ability, motivation ability, and teamwork ability. Among them, there is
only one paper related to the managerial competence of principals. Zhen (2015)
studied the factors influencing the managerial competence of the education
industry in China and found that leadership style, demand theory, organizational
learning, and organizational culture have a positive correlation with managerial
competence.

Based on the above research results and in combination with the definition
of personnel management, this study defines the managerial competence of a
principal as the principal could adopt scientific working methods and management

methods to reasonably organize human, financial, material, and other factors,
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mobilize the enthusiasm of all aspects and achieve the training objectives
stipulated by the state and the ability of educational tasks with high quality and
efficiency under certain educational policies and the objective laws of education.

Dimension of managerial competence of principals. The principal is the
most basic and key leading force in the development of education in China. The
quality of the principal directly affects the development level of education.
According to the staffing standards stipulated in educational regulations issued in
2016, in addition to the principal, the teaching and administrative staff in the
educational institution mainly refers to the deputy principal, teachers, child-care
staff, health care personnel, cooks, and other staff. Stakeholders mainly include
students, superior departments, parents, and social people. In the management
process, the behavior of the principal not only affects the teaching and
administrative staff of the educational institution but also affects the stakeholders
of the educational institution. In this study, stakeholders include teachers and staff,
children, and their parents. The task of personnel management lies in the rational
organization of various educational resources, leading the professional growth of
teachers through planning, organization, leadership, control, and other
management processes, ensuring the improvement of education quality, realizing
the expected educational goals, and serving families.

In addition, personnel management mainly refers to educational institution
administrative work management, including the administrative organization and
management system, work objectives and administrative plans, and other
management functions of the educational institution, as well as the environment
creation, health care, fund operation, and other related general affairs and logistics
work. The management of education includes the overall management of education
and the management of classes. The personnel management of educational
institutions is related to the development and quality improvement of educational
institutions and is the main content of the connotation construction of educational
institutions. The personnel management of educational institutions is mainly about
the construction of teachers, and the improvement of the quality of managers and

service personnel. The key point of management is the professional growth of
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teachers and the development of organization and leadership. The management of
educational institutions' parents and community work requires the cooperation and
coordination of parents and the community. Personnel management should make
full use of the resources of parents and the community, and establish a stable co-
construction mechanism (Zhang, 1997).

Based on the existing related research and the definition of the role of
qualified preschool principals in the professional standards issued by the Ministry
of Education of China in 2015, the managerial competence of principals mainly
covers the following aspects, including planning institution development, guiding
teacher growth, optimizing internal management and adapting external

environment, see table 1.4.

Table 1.4 - Ability and behavior requirements of each dimension of the

principal managerial competence

Dimension | Competence and behavioral requirements

* To form the institution development ideas based on current situation analysis.
* To formulate institution development plan by bringing together many forces.

Planni . : . .

in:trilgggn * Guide the staff to develop and implement work plans and provide them with

develobment adequate support.

p * To supervise the implementation process and effect of the development plan,
and make timely adjustments and improvements.
* To provide conditions and environment for teachers’ professional
L development according to their professional development needs.

Guiding . . . . .

teacher To establish and improve incentive and assessment systems for teacher
growth.

growth

* To cultivate excellent teacher ethics and working style.
* To establish salary incentive system to protect the rights and interests of staff.

* To develop the principal cohesion and exert the leading core role of the Party
Optimizing | organization.

internal * To improve scientific personnel management rules and regulations.
management | ®* To establish the faculty meeting or faculty representative meeting system.

To establish and improve the emergency management mechanism.

To establish cooperation mechanisms between institutions and society.
* To adopt various ways for families and communities to carry out public

Adjusti L Ve . ; m
extjeﬁ;{lg welfare scientific education guidance and publicity.

. * To strengthen the links between institutions and society, and make full use of
environment

social educational resources to enrich educational activities.
* To guide the parent committee to participate in education management.

Source: prepared by the author based on official website information

Policy evolution of principal managerial competence. Since the reform and
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opening up in 1978, China’s education has made great progress. In 2019, compared
with 1978, the total number of educational institutions nationwide had increased by
71.5%, the number of children enrolled in educational institutions had increased by
4.98 times, and the gross enrollment rate of education had increased by 72.8%
(MoE, 2020), see figure 1.3. The gradual development and popularization of
education in China could promote human resources development and increase the
accumulation of human capital, and then improve people’s social serviceability and

value creativity.
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Figure 1.3 - Scale of education and gross enrollment rate in China

Source: formed by the author

But preschool education is the weakest link in China’s education system. In
recent years, while preschool teachers have been widely concerned by scholars,
principals have gradually entered the field of vision of researchers. Also, the
relevant policy documents on the requirements of principals’ managerial
competence have been gradually improved. By summarizing and analyzing the
existing literature, it is further concluded that the existing policy research on

principals focuses on the interpretation of professional standards for principals
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after 2015. In the level of policy analysis, Liu (2015) interpreted the professional
standards for principals from the change of the role of principals. Wu (2017)
compared the standards for principals in China and Canada with the literature
method and argued that there are commonalities in the framework and content of
the standards. On the practical level, Wang and Jiao (2015) proposed the
construction of principal training course based on the professional standards for
principals. Wang (2018) conducted a comparative study on the training methods of
principals based on the professional standards for principals. Through a
questionnaire survey, Hong, Zhu, Liu, and Jiao (2018) concluded that the
competence of rural principals needs to be improved.

Through the analysis of the previous literature, it is found that the existing
research mainly focuses on the level of management practice and the summary of
the overall policies and regulations. There is little research on the policies of
leader’s competence and less research on the development process and systematic
analysis of relevant policies.

Referring to the classification of preschool education policy development
stages (Zhang, 2019), the development of policies and regulations related to
principals’ managerial competence can be divided into the following three stages:
the formation periods. The working authority of the principals is clarified, and the
requirements of managerial competence are not refined.

The formation period of China’s policies and regulations is from 1979 to
1989. It mainly selects representative policies and regulations of the decade for
analysis and discussion to clarify the changes in the requirements of the principals’
managerial competence.

From July to August 1979, the Ministry of Education, the Ministry of Health,
and other departments jointly held a national conference to address the problems of
a small number of educational institutions and low quality of education. The
meeting recommended that the State Council set up a leading group for preschool
education, which opened the prelude to standardizing the development of

preschool education. In November 1979, the “Regulations on Urban Educational
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(Trial Draft)” issued by the Ministry of Education was the first preschool education
regulations promulgated after China’s reform and opening up (Zhang, 2019),
which stipulated that the principals are responsible for leading the whole park
under the leadership of the higher party committee and the education
administrative department. It can be seen that since the promulgation and
implementation of this regulation, the responsibility system for Chinese urban
principals has been clarified. Although the provision of implementing the principal
responsibility system does not cover the larger number of rural educational
institutions in China, rural educational institutions still implement the principal
responsibility system in practice. In this regulation, there is no clear distinction
between the requirements of the leaders’ managerial competence, and the main
focus is on the leaders’ administration of general affairs and finance.

In October 1981, the Ministry of Education promulgated the “Education
Program (Trial Draft)” (Pang, 2009). The draft aims to improve the quality of
preschool education, mainly referring to the educational content and requirements
of educational institutions. The draft mainly focused on the level of curriculum
management, and the principals’ managerial competence is not specifically
described. The general office of the State Council of China forwarded the
“Opinions on Strengthening Early Childhood Education” (MoE, 1989), which
clarified the overall evaluation criteria for the management of principals. This is
the fundamental purpose of education reform and the fundamental criterion for
testing and evaluating education.

To sum up, the policy documents on educational institutions are mostly
issued in the form of a draft at this stage. It covers a wide range, including
education and teaching standards. Meanwhile, it clarifies the absolute leadership
position of the principals in educational institutions and summarizes their work
authorization. The content focuses on general affairs management and financial
management and does not pay much attention to the managerial competence of the
principals. The detailed requirements of principals’ managerial competence were

not discussed.
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The development periods. The administrative management of educational
institutions is concerned, but the leaders’ professional status is not fully reflected.

From 1990 to 2009, it was the development period of the educational
institution policy. To strengthen the management of educational institutions and
promote the development of early childhood education, the Ministry of Education
of China promulgated the “Regulations on the Administration of Educational
Institutions” (MoE, 1988), which is the first preschool education administrative
law issued by the State Council since the founding of China. In the regulations, it
is proposed that the principals are responsible for the work of the educational
institutions. The principals should be appointed by the unit or individual holding
the educational institution and register with the registration authority of the
educational institution for the record. Teachers, physicians, health workers,
childcare workers, and other staff members are appointed by the principals. The
management authority of the leader is put forward, and it is proposed that the
educational institution can collect the tuition fee from the parents of the students
according to the charging standards set by the government of the province,
autonomous region, and municipality. In the regulations, the financial management
responsibilities of the principals were reemphasized.

In March 1996, the National Board of Education officially issued the
“Working Regulations for preschool educational institutions”, which stipulated that
the principals should have a diploma from the normal school (including a
vocational school specializing in preschool education) or obtain a teacher
professional qualification certificate. In addition, they should have some
organization and managerial competence and practical work experience. The
principals are responsible for the overall work of the educational institution,
including organizing and guiding parents. It is emphasized again that the principal
should hold regular garden affairs meetings to strengthen democratic management
and supervision (Pang, 2009). The promulgation of this regulation plays an
important role in strengthening scientific management within the educational

institution and improving the quality of protection and education. However, the
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requirements for principals are more focused on their management experience, and
lower requirements for their academic qualifications and management theory.

In order to promote quality education in educational institutions and improve
the quality of education in an all-around way, the Ministry of Education issued the
“Guidelines for the Guidance of Education (Trial)” (MoE, 2001) 2001. The outline
mainly divided education into five fields, including language, art, society, health,
and science. The objectives, contents and requirements, and guiding points of the
five fields are proposed. This is a guiding document that instructs teachers to
transform the educational thoughts and ideas in the educational rules into
educational behaviors. It does not explicitly mention the managerial competence of
principals, but involves that principals and teachers should guide educational
activities.

In March 2003, the general office of the State Council forwarded the
“Guiding Opinions on the Reform and Development of Early Childhood
Education” (CPG, 2003). This document depicts the goals of China’s early
childhood education reform and development in the early 21st century. In terms of
management, educational institutions are required to establish mechanisms to
promote the continuous improvement of teachers’ professional level. This
document guides the education management of educational institutions from the
macro level.

In general, this stage still attaches importance to education and teaching
activities and 1s more specific and detailed. For the management of educational
institutions, in addition to general affairs and financial management, special
attention is paid to the management of teachers. There are preliminary provisions
on the entry criteria for principals, and the status of the principals is firmly
established. However, the regulations on the managerial competence of principals
lack operable standards and do not fully reflect the professional level of the
development of principals.

The perfecting period. The professionalism of the principals is emphasized,

and their managerial competence is further clarified.
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From 2010 to now, it is a perfect period for policies and regulations. The
State Council issued the “Several Opinions on Current Development of Education”
in 2010, which mainly provides for the deployment of teacher management, fee
management, and access management in preschool educational institutions (MoE,
2010). As the general program for the development of preschool education in the
new era, the opinions opened the prelude to the high and intensive introduction of
China’s preschool education policies and regulations.

In November 2012, the Ministry of Education and other departments jointly
issued the “Opinions on Strengthening the Construction of Teachers”, which
specifically proposed the establishment of a qualification system for principals
(MoE, 2012). The promulgation of the regulation indicates that the relevant
departments have begun to pay attention to the professional level of the principal,
and set about developing relevant standards. Subsequently, the professional
standards of principals were issued, which is the basic requirement for the
professional quality of qualified leaders of educational institutions and the basic
criterion for leading the professional development of principals (MoE, 2015). Also,
it is an important basis for formulating the qualification standards, training
curriculum standards, and evaluation criteria for principals. Six core areas of work
and professional responsibilities that the principal should focus on were established
in this standard. The specific requirements for the optimization of the internal
management of principals are also put forward, which also marks the establishment
of the professional status of principals.

In 2016, the Ministry of Education issued the revised “Working Regulations
for educational institutions” (MoE, 2016), which stipulated that the principals
should have the teacher qualification stipulated in the regulations on teacher
qualification, college degree or above, more than three years of educational
experience and certain organizational managerial competence, and obtain the
principals’ job training certificate. The principals are responsible for the overall
work of the educational institution, and their main responsibilities are explained.

From 2010 to now, the density of the document issued is big and the number
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is large. Taking 2010-2018 as an example, the policies and regulations introduced
in the past eight years exceed the comprehensive policies and regulations over the
past 30 years. The policy documents cover a wide range of issues and some of the
past documents and regulations have been revised in accordance with the
requirements of social development. The promulgation of professional standards of
principals not only affirmed the professional status of principals but also
specifically divided and elaborated on their managerial competence. However,
there is still a lack of methods and techniques that can be used for reference and
operability if principals meet the requirements of improving managerial
competence.

By analyzing the policies and regulations on the managerial competence of
principals during the 41 years of China’s reform and opening up, it is found that
the status of the principals’ responsibility system has been consolidated and
strengthened, and the requirements for entry standards and managerial competence
have also been continuously improved with the social development. Through a
comprehensive review of a series of policies and regulations, although the state
council and the ministry of education have begun to pay attention to the
professional quality and managerial competence of principals, there is still a lack
of operable methods for principals to meet the requirements of relevant national
departments for their managerial competence. This dilemma will also make some
of the principals, especially the leaders of rural educational institutions, seem at a
loss for what to do, and there will be certain difficulties in implementation.

The organizational structure of educational institutions. In China,
educational institutions are governed by a system of principals. The principal's
responsibility establishes the central position of the principal in the educational
institution, and in addition to the principal, other organizational structures within
the educational institution establish leadership relationships and division of
authority through the establishment of appropriate institutions and rules of activity
(Liu, 2015). Organizational structure refers to the pattern or interconnected

framework of the constituent elements and the way they are combined within the
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organization in order to achieve organizational goals.

In recent years, influenced by the ideas of learning organization and
democratization of management, many organizations have begun to seek changes
and the organizational structure has shown flattening characteristics. The existing
single-section hierarchy structure has shown more defects in the education system,
highlighted by the strict hierarchical management advocated by the section
hierarchy, which makes the grassroots teachers little opportunity to intervene in the
management's decision-making, and the autonomy and creativity of the grassroots
teachers are restricted. Compared with the section hierarchy, flattening the
organizational structure can reduce the management level and increase the
management range, which aims to establish a compact horizontal organization and
achieve the purpose of making the organization flexible, agile, flexible, and
creative.

Generally, the flat organizational structure model is divided into three levels,
including the decision-making level, coordination level, and executive level.
Specifically, different types of educational institutions differ in terms of
institutional settings, management levels, division of functions, and staffing. Each
educational institution sets up its organizational structure according to its actual
conditions and staffing status, and cannot be generalized. Figure 1.4 provides a
preschool educational institution's organizational structure.

As can be seen from figure 1.4, the organizational structure of preschool
educational institutions shows flattening characteristics. However, the
organizational flattening of educational institutions is not the result of
organizational structural change and optimization, but a natural choice because of
the relatively small number of classes and the small size of educational institutions.
If this organizational characteristic is only a product of unconscious, natural choice,
it cannot fully exploit the advantages of organizational flattening. In a flat
organization, as the management range increases, the management difficulty also
increases, and the flat organization that only remains in the form is likely to cause

the principal to face the decision-making and management of many affairs in the
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educational institution alone so that the principal's workload increases

exponentially and he/she falls into a busy situation.
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Figure 1.4 - Organizational structure of a city experimental educational institution

Source: formed by the author

Therefore, the advantages of organizational flattening in educational
institutions still require the principal's efforts to improve his or her managerial
competence and to optimize and adjust the organizational structure of the
educational institution, making the rationalization of the educational institution
organizational structure a long-term, difficult and significant change that must be
adjusted and improved hierarchically and rationally to gain benefits.

In addition to the differences in institutional nature, orientation and
administrative organization, the composition of organizational members is one of
the important qualities of preschool educational institutions compared to schools.
Preschool educational institutions are institutions in which women are the main
organizational members, and within them, almost all of the full-time teachers and
other employees are women, and most of the principals are also women. In the
field of education, teachers are also predominantly female in absolute proportion

and number worldwide, with the absolute number and relative size of male
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teachers being very low. For example, only 2.5% of ECE teachers in the United
States are male (BLS, 2020) and the proportion of male full-time teachers in China
is only 2.21% (MoE, 2020). Relevant research analysis indicates that the
imbalance in the gender ratio of teachers in ECE is influenced by social, family,
gender traits, and economic aspects, and is a result of social and cultural
expectations and patterned expectations of gender constructs, such as the gender
division of labor and gender stereotypes all lead to the feminization of the gender
structure of teachers (BLS, 2020) and reflect the characteristics of female culture
(Suo, Meng, & Shi, 2017). The feminization of the gender structure of teachers not
only affects the physical and mental development of young children, but also
harms the social status of teachers themselves, resulting in low income in the labor
market, low professional prestige, and lack of protection of their autonomy, which
in turn leads to a shortage and loss of male teachers (Xu, 2006).

The culture of teachers reflects a feminine culture that is necessary for the
growth of young children, but it is also becoming apparent that some feminine
culture has a negative impact on the development of young children. There is no
denying that some of the innate maternal feelings that women have are necessary
for the development of young children compared to men and that the emotional
characteristics that women focus on contributing to a harmonious teacher-child
relationship. Women's qualities of gentleness, patience, and meticulousness make
them better suited for this job. However, an all-female culture in educational
institutions is not conducive to the gender identity of young children, nor is it
conducive to the promotion of gender qualities that contemporary society promotes
and recognizes in men, such as masculinity, courage, risk-taking, and competition
(Yan, 1995). At the same time, this all-female organization can also create
difficulties for management, for example, "working and living in a same-sex
environment for a long time, teachers are prone to develop habits of interaction
that compare and secretly attack each other, and also somehow make the
educational institution an extremely 'overweight' place in terms of emotional

intensity and various irrational The teachers are also prone to form the habit of
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comparing each other and secretly attacking each other. The problem is that
educational institutions are the place where women are the most important part of
the school (Wang, 2009). Therefore, it is necessary to establish a good
organizational culture and flexible management in educational institutions, which
are mainly composed of women.

Educational institutions are prominent in terms of all-female teachers due to
gender imbalance. In addition, compared to primary and secondary school teachers,
there is greater staff turnover and lower professionalism within preschool
educational institutions (Stoyanets & Xia, 2019). In China, the educational
function of educational institutions has developed from the initial nurturing and
caregiving to professional early childhood educational institutions. In practice,
however, teachers have been in an awkward situation of low social status and low
salary, which has led to the high mobility of the early childhood teaching force and
difficulties in absorbing outstanding talents. Many teachers in educational
institutions do not have a formal establishment and are competitively recruited to
obtain this "scarce resource", which makes the working atmosphere in educational
institutions very tense and competitive, and many teachers report that they have
poor interpersonal relationships with other colleagues, which affects their normal
work and leads to burnout. In addition, with a large proportion of contract and
temporary staffing in the educational institution teaching force, many teachers are
in fact "completely free" and could leave the educational institution jobs at their
option.

In terms of economic treatment, although the labor income of teachers varies
according to the level of regional economic development, it seems that, in general,
the salary of teachers is in the middle and low level in all regions, and there are
more contract and temporary workers, so there is no way to talk about welfare
benefits. In a situation where both social status and treatment are low, many
teachers have the idea of leaving their jobs and changing careers. Primary teaching
jobs are not very attractive to students, and even among semester education

graduates, some choose not to become teachers. And when they do enter the ECE
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profession, there is a greater turnover after one year (Pan & Tang, 2006). Some of
the best teachers with work experience also seek better job opportunities to jump
ship or move to other industries after some time. As a principal, in order to better
lead institution development, it must first focus on the internal management of the
organization. With the development of society and the attention of the state, the
above-mentioned series of problems will gradually be solved, but the principal
cannot simply rely on, and wait for, the adjustment of macro policies. Under the
existing conditions, the situation faced by principals is complex in terms of how to
enhance the professionalism of teachers and strengthen the stability of the teaching
force based on the actual situation in educational institutions. Therefore, the
requirement to improve the managerial competence of the principal is much more
urgent.

In addition, in terms of the way of working, there are three workers in a
classroom at the same time, including the main teacher, the sub-teacher, and the
caregiver. The main teacher is usually an experienced teacher with a high level of
education and teaching, the sub-teacher goes to work with the main teacher, and
the caregiver is mainly responsible for the daily life of the children. In educational
institutions, the primary and secondary teachers and caregivers are the three most
closely connected in terms of space and time and must work together to achieve
optimal performance. Because young children are young, have poor self-care and
self-protection skills, and require adult supervision at all times, teachers generally
enter their classes and rarely leave their classes until the end of the day, which
results in a general lack of time and opportunities for communication and time
together between teachers in different classes and between the principal and
teachers in educational institutions. Therefore, forming a harmonious and
cooperative atmosphere and breaking the poor communication between members
of the organization are prerequisites for the principal to lead the educational
institution to gain development and achieve the vision. All of these factors pose a

challenge to personnel management.
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1.2. Foreign experience of personnel management to Chinese

educational institutions

Experience in personnel management in Europe. The diversity of institutions
in the UK is unparalleled in many countries around the world, and this has made
education in the UK a worldwide leader, see table 1.5. The Early Childhood
Voucher Program has made it possible for more teachers to enjoy the right to

education and has been a major feature in the history of education in the UK.

Table 1.5 - Types of primary educational institutions in the UK

Child care facilities Educational institutions
Elementary schools with both nursery and
preparatory classes

Elementary schools with preparatory
classes only and no infant classes

Full day care

Time-sensitive conservation

Out-of-school care (after-school clubs and
holiday clubs)

Children's center --
Caregivers of young children --
Source: prepared by the author based on Huo and Sun (2015)

Preschool educational institution

For the diversity of preschool providers, the UK government has established
standards for the levels of qualifications that preschool staff should hold
concerning childcare services. The National Standards for Day Care and Home-
Based Care for Children under 8 years of age, introduced in 2003, set 14 national
standards for each type of care setting, including the minimum levels of
qualifications required for each type of staff working in care services. The Early
Childhood Foundation Stage, which replaced the National Standards for Day Care
and Home-Based Child Care for Children under 8 years of age in September 2008,
also sets clear requirements for the qualification levels of staff in different
childcare settings (Huo & Sun, 2015). In the educational institution class, the staff
1s divided into 3 levels: assistant, caregiver, and teacher, where the teacher must be
a 4-year university graduate with a bachelor's degree in education, and the assistant

and caregiver must have 2 years of pre-service training. In particular, it is
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important to note that not only do educational institutions require professional
training for those who come into direct contact with children, but also for the wait
staff in the cafeteria and the librarian in the library. At the same time, all
institutions that provide care for children aged 0-5 should meet this statutory
requirement. These establish a statutory basis for employing staff in educational
institutions and provide strong assurance of the quality of the educational force.
Teachers in the UK enjoy benefits comparable to those of primary and secondary
school teachers, which has become one of the most important conditions for early
childhood education to be able to retain the best talent.

For the management of teachers in the UK, all educational institutions in the
country evaluate teachers based on the professional standards for teachers. The
evaluation classifies teachers into five levels of proficiency based on different
criteria: qualified teachers, core teachers, core teachers, excellent teachers, and
senior teachers. Each level evaluates teachers according to three areas: professional
attributes, professional knowledge, and professional skills (Li, 2009). In addition,
for the year-end evaluation and evaluation of teachers, in addition to the
quantitative evaluation, there is a written report of the overall evaluation of
teachers, and the written report is also fed back to teachers. In this way, teachers
are more aware of their strengths and weaknesses, as well as their future directions.
At the same time, teachers can complement each other and parents in their role as
educators that guide the home education of children (Tima, 1988).

In addition, the UK pays particular attention to the development of the
principal team, clarifies the educational force development strategy, and strives to
build a team of highly educated leaders is also a worthy reference for the UK
educational institutions. In the current strategic plan for the development of the
British children's workforce, the professionalism of leaders in early childhood care
and educational institutions has become a core concern of the government and has
been incorporated into the early childhood workforce development strategy. This
strategy has been repeatedly reaffirmed in policy texts such as Plan for Children:

Shaping a Better Future, Building a Better Tomorrow. The National Strategy for
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Children and Young People's Work 2020 is to achieve at least one early childhood
professional leading early childhood learning and development in every full-day
care setting by 2015, and, at least two such highly educated professionals in full-
day care settings in disadvantaged areas. A clear development strategy identifies
the current priorities for development. Under this strategy, the government has set
up a special financial allocation and the Child Worker Development Committee
has assisted with training to build a team of highly educated leaders to guide
childcare practices and improve the overall developmental achievement of children.

Finland was the first Nordic country to educate children. The education of
children is paid for by national and local finances, and parents often do not have to
pay (Li, 2014). Also, from the results of the Program for International Student
Assessment (PISA) published by the Organization for Economic Cooperation and
Development, Finland ranked top in all four PISA tests from 2000-2009 (OECD,
2013). Among European and American countries, Finland is the only country that
has consistently scored in the top three overall. The "four highs" of Finnish
teachers form a virtuous circle. Finnish teachers have a high educational
background and a high social status, which promotes Finnish teachers to have a
high sense of responsibility and a sense of mission in teaching. The high level of
teaching makes Finnish teachers win a high degree of trust in society and thus have
a high degree of teaching autonomy.

In Finland, playing is the most important thing for children in educational
institutions, and this takes the form of both free play and teacher-directed play. The
principal is a participant in the design of the children's play. The principal respects
the teacher's independent design of play activities. principals are fully involved in
front-line play activities. In daycare centers, the principal is involved in the daily
activities of the different classes throughout the day on a biweekly basis and uses
the time before the children enter, after their nap, and after they leave the school to
attend to the school's business. In some of the larger educational institutions, the
principal is also involved in as many mixed-age group activities as possible before

breakfast, at lunchtime, and after meals (Liu, 2018). Principals are more concerned
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with guiding instruction through team building and information provision rather
than controlling teachers' instruction through inspection and quantitative grading
(Wang, 2018).

In the area of co-education and communication, the educational institution
also develops individual plans for the child, taking into account the diversity of the
family, the individual needs of the child, and the personal circumstances of the
guardians and parents. The guardians participate with the teachers and the children
in the planning, development, and enhancement of early education activities and
goals, which is a form of "personalization" of early childhood education and, on
the other hand, makes the purpose of early education for children a reality. The
focus of the individual plan is to give children the experience of success, the joy of
learning in early childhood, and the development of self-esteem, self-expression,
and social skills while providing adequate education and care for children.

Norway is considered to have one of the highest levels of gender equality in
the world, ranking second in the world for gender equality after Iceland according
to the Global Gender Gap Report 2020 (WEF, 2020). Norway has been recruiting
male teachers and teachers in various ways since the 1970s and has increased the
proportion of male teachers from 5.7% in 2003 to about 20% today (Dagor, Siana,
& Wang, 2010; FCT, 2020), becoming a global leader. Norway's achievement is
inextricably linked to its social development and a series of measures to encourage
men to work in educational institutions, which in turn provide useful lessons for
other countries and regions to break the gender imbalance in teachers.

The salaries of teachers and elementary school teachers in Norway, although
not linked, are also largely similar, with teachers earning 0.9 times the salary of
elementary school teachers (Liu, 2018). Policies to reduce the wage gap have also
been developed in recent years. For example, since 2002, the average monthly
salary for all different positions in public educational institutions has increased by
50-70%, with the largest increases occurring in the highest-paid positions (OECD,
2020). Today, teachers in Norway are among the highest-paid teachers in the world,

with higher salaries than many other professions. According to Statistics Norway,
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the average salary for teachers in 2016 was 450,000 Norwegian kroner (about
$47,777) per year, well above the national average salary (RTK, 2020).

In Norway, the education system actively directs males to certain teacher
training colleges to create a concentration that unites male students rather than
allowing them to participate alone in female classes. As more and more male
students apply, it becomes much easier to bring male students together in one class.
Norwegian teacher training colleges are allowed to establish their distinctive
curricular models according to the teacher Education Syllabus and are entitled to
offer multi-disciplinary or interdisciplinary courses within certain limits. The
University College of Bergen, for example, established a linear curriculum model
in 2003 focusing on outdoor sports and art courses, intending to increase the
competence of teacher-training students in these specialized areas (Dagor, Siana, &
Wang, 2010). The emphasis on outdoor sports courses is a clear manifestation of
the emphasis on outdoor activities and play in Norwegian educational institutions,
and is also very popular with teacher-training students, especially male teacher-
training students, and facilitates the teaching of boys directly after they enter
educational institutions. The curriculum in teacher training colleges is also
designed to equip male students with the confidence, awareness, skills, and support
networks to work well with colleagues (mainly women) and parents of young
children in a highly feminized environment. In the daily school day, college faculty
and administrators actively incorporate images of male teachers into the classroom,
for example by displaying images of men who work in nurturing and caregiving in
the classroom hallways in addition to presidential posters (Suo & Wang, 2021). In
order to encourage male students to view educational institution teaching as a
profession, a living role model, rather than a virtual one, is needed to give them an
idea of what it is like to be a male teacher.

Although some males may receive professional development during the pre-
service period, they may be less motivated to teach due to the "reality shock" of the
gender culture in the workplace at the time of entry or after entry and may choose

to quit teaching due to the "glass ceiling effect" in teachers' career development,
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which may reduce their motivation to teach. For this reason, Norwegian
educational institutions use a "positive discrimination" system to provide a "male-
friendly" recruitment policy and career development environment. In the
recruitment of male teachers, the Norwegian Gender Equality Act allows for
"Positive Discrimination" in favor of male applicants for educational institution
jobs (Brownhill & Warin, 2016). For example, if two applicants have the same
qualifications, male candidates are favored. The Men Recruit Men strategy for
recruiting male teachers has also been shown to be effective. That is, once men are
hired, it is much easier to recruit more men. It also helps to recruit male teachers if
the manager is male (Hoel, & Johannesen, 2020). Since the spirit of gender
equality is the basis of Norwegian culture and policy-making, it is considered
normal for men to teach in ECE institutions and there is no "stigma" attached to it.
In addition to professional requirements, any person seeking a position in an ECE
facility must provide a police certificate stating that the person has not previously
been charged with sexual abuse of a child. The police certificate of the person who
has not previously been charged, prosecuted, or convicted of sexual abuse of a
child, and the police certificate of the person whose presence in the educational
institution is regularly checked by the municipal authorities (MER, 2011). The high
requirements for male teachers at the beginning of their employment and the
attention paid by educational institutions to male teachers after their employment
are also one of the reasons for male teachers in educational institutions to be able
to work at ease.

Experience in personnel management in the Americas. The United States is
one of the most economically advanced countries in the world, and its gross
national product and per capita income are at the top of the world's economic
development list. Educational institutions in the United States can be divided into
three systems: the public system, the private system, and the Early Head Start
program. The public education system is based on educational institutions and
child care programs; the private system is a market-oriented, service-purchasing

system that serves children from age 0 to compulsory education; and the Head
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Start program is designed to help underprivileged children (Huo & Sun, 2015).

All 50 states in the United States require a minimum of a bachelor's degree
for teachers to be qualified, and some states also require courses or certification in
early childhood (Ackerman, 2004). Public teachers have relatively higher working
conditions, income levels, and benefits than teachers in other childcare and
education settings (LRE, 2014). U.S. educational institutions pay special attention
to disadvantaged groups, increasing early compensatory education for
disadvantaged children and efforts to provide the appropriate education for
children with disabilities. In the educational institution-family partnership, teachers
and families work together in a two-way relationship. Parents play the role of
supporters and participants in educational decision-making. Parents not only assist
educational institutions in educational cooperation as supporters and volunteers,
such as visiting educational institutions, attending parent-teacher conferences, and
raising funds for educational institutions but also participate directly in the
management of educational institutions as decision-makers, such as participation
and final review of opinions on various management systems of educational
institutions, teacher appointment and evaluation, educational content and goal
setting, etc., whose main content concerns the main aspects of children's education
and their quality (L1, 2019).

Located in the northern half of North America, Canada is a culturally and
ethnically diverse country of immigrants (MCI, 2011). In Canadian education,
educators are encouraged to design and integrate the curriculum of children's
education with a multicultural perspective, which is a uniquely Canadian model of
cultural education (He, 2013). The core of the Canadian curriculum is to promote
the development of socialization, which means that children are encouraged to be
exposed to society and things so that they can explore and gain direct experience
through exposure. Canadian education places great emphasis on pre-service and in-
service training for teachers, who are trained to be knowledgeable about the
cultural diversity of Canadian society, including language, ethnicity, religion,

wealth, social class, and regional interests; to understand the relationship between
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school organization and cultural differences, to have a basic knowledge of racial
prejudice discrimination and to be able to design instruction to eliminate it, and to
have the ability to communicate about culturally degrading topics such as racism
(He, 2013).

At the same time, Canadian educational institutions are concerned with the
development of children, attach importance to communication with families, and
have a good attitude and enthusiasm for attracting students and gaining the trust of
parents. For example, through the ANCHOR program (Addressing, Need, Children,
Observation, Response), parents are helped to deeply understand the characteristics
of their children. They also help parents to keep track of their children's school
activities through notes, etc. (Li, 2014).

Experience in personnel management in Asia. Malaysia is an Asian country
along China's "One Belt, One Road" and a multi-ethnic country composed of
Malays, Chinese, Indians, and others. With the unique background of multi-racial
and multi-cultural coexistence and the clash between East and West, tradition and
modernity, Malaysia has gradually established a large-scale, diverse, multi-level,
unique, and integrated education system to meet the needs of lifelong education.
There are two types of educational institutions in Malaysia: public and private. The
former is managed by the government, but it is not a specialized institution because
the manager is not a professional, and the management organization is not a
specialized institution. The latter is managed directly by the founder, or by an
education committee established by the founder. The Malaysian government
requires that teaching staff in charge of education must have professional training
and qualified professional certification. In particular, the National Association of
Education trains teachers of all types for up to three years (Wang, 2016).

In September 2012, the Malaysian Ministry of Education issued the
Education Blueprint 2013-2025, which proposes to improve the quality of
preschool education and achieve 100% enrollment by 2020, and to raise the entry
barrier for teachers so that only the top 30% of graduates can enter public schools

starting in 2013. Starting in 2013, competence-based principal selection criteria
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were implemented, the re-election process for principals was standardized, more
support was given to schools and principals who achieved improved student
learning outcomes, greater operational flexibility was given to curriculum and
program leaders, and a clearer accountability mechanism was emphasized (Yang &
Hong, 2018).

Pre-service training for teachers in Malaysia is mainly conducted by a range
of institutions that fund early childhood education, and different training
institutions, although the content and duration of the training vary, all focus on in-
service training (Li, 2014). This also poses certain challenges to the management
of educational institutions.

As one of the world's largest developing countries, China has made great
strides in education. By 2020, there will be 292,000 educational institutions in
China, an increase of 10,000 or 3.8% over the previous year. Among them, 234,000
educational institutions are inclusive, accounting for 80.2% of educational
institutions nationwide. A total of 17.914 million children were newly enrolled in
preschool education nationwide. A total of 48.1826 million children were enrolled
in preschool institutions, 1,044 million more than the previous year, an increase of
2.2 %. Among them, 40,828,000 children in inclusive educational institutions, an
increase of 4,999,000 over the previous year, an increase of 14.0%, accounting for
84.7% of the nation's children in educational institutions. In 2020, the proportion
of elementary school enrollment that had enrolled in preschool education was
99.5%. There were 2.913 million full-time teachers nationwide, an increase of
150,000 or 5.4% over the previous year. The student-teacher ratio decreased from
15.9:1 in the previous year to 15.5:1. The full-time teacher qualification rate (high
school and above) was 98.6%, with the proportion of teachers with special
education and above increasing from 82.7% in the previous year to 85.0% (MoE,
2021). For the qualifications of principals, China has implemented a qualification
system for principals. principals should have a teaching qualification, a college
degree or higher, more than five years of experience as a teacher or educational

institution manager, and a certificate of qualification from the training for
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principals organized by provincial education administrative departments (MoE,
2020). To solve the problem of "different remuneration for equal work", local
governments have explored ways such as financial appropriations per student,
special subsidies, and government purchase of posts to narrow the pay gap between
the two types of employment. The Joint Committee has also been working on the

development of a new approach to teacher education (Xia & Shen, 2021).

1.3. Evolution and development of methodological approaches for

personnel management in Chinese educational institutions

Due to the rapid pace of technological change and social innovation, the
organizational structure and personnel management of educational institutions are
also facing important institutional changes to continuously meet the needs of
achieving the overall goal of education in the whole society (Lao, 2015). Managers
need to have systematic personnel management solutions to deal with various
difficulties encountered in the development of education reform and overcome the
impact of system reform on the participants in the educational process to ensure the
right direction for education (Zhi, 2022). The method of personnel management of
educational institutions needs to be based on the guiding regulations and opinions
of the state. Therefore, it is necessary to review the methodical approaches used in
the main process of personnel management in Chinese educational institutions
based on the relevant personnel management system.

- Selection and recruitment. All movements in progressive societies have
hitherto been a movement from identity to contract (Maine, 1961). This assertion
applies equally to the selection of teachers in educational institutions and the
development of the corresponding system. Establishing a series of teacher selection
system to enrich the teaching staff is the primary content of personnel management
in educational institutions, and is essentially a movement from identity to contract,
which mainly includes the teacher qualification system, teacher employment

system, and teacher professional title system. The establishment and
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implementation of these systems clarified teachers’ career development and
identity management, that is the transition to post management and the transition

from administrative management to legal management, see figure 1.5.

Certification of '_ Post employment Evaluation of _ | Title appointment
teacher qualification i of teachers teacher titles of teachers

Teacher qualification system Teacher employment system  Teacher professional and technical position system

Figure 1.5 - Relationship between teacher career process and appointment system

Source: prepared by the author

Teacher qualification system. In 1995, China’s "Education Law" was
promulgated, which stipulates that "the state implements the teacher qualification
system". The 1994 "Teacher Law of China" stipulates the basic conditions of
teacher qualifications, the educational requirements of different teachers, physical
conditions, and the accreditation institutions and powers of teacher qualifications.
The teacher qualification system is China's legal teacher professional licensing
system, which reflects the country's basic requirements for professionals
specializing in education and teaching. The main contents teacher qualification
system in China is listed in Table 1.6.

Through the identification and issuance of teachers' laws and teachers'
professional qualification certificates, the standards of teachers' professional
qualifications, teachers' rights, obligations, responsibilities, and teachers' pre-
service training, in-service training, and appointment management are all brought
into the legal system. This not only improves the professional standard of teachers
but also preserves the sanctity of teachers' professional tradition and its status in
modern society. At the same time, it also prompts individual teachers to
continuously shape and improve themselves, and improve their quality, so as to
achieve social satisfaction. The popularization of teachers' professional

qualification certificates has promoted the formation and development of the
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teacher resource market and gradually attracted more outstanding teachers to

choose the teaching profession, which provided a guarantee for the talent resource

foundation for the construction of the teaching team.

Table 1.6 - Requirements for different types of teacher qualifications

Classification

Requirements for obtaining teaching
qualifications

Minimum education

Moral and

Legal reasons for
revocation or
disqualification of

requirements rizrligzztelﬁfs teacher qualifications
Teacher qualification Primary normal
school graduates lified i
Primary school Secondary normal i lQu.a 1116 dl n I
teacher qualification school graduates ! eoigegri;%cj;oﬁora Disqualifying
Normal specialized ’ qualifications of the
Junior middle school | postsecondary college Qualified in teachers subject to
teacher qualification | or other junior college . criminal punishment;
oraduates educational and
. . teaching ability; :
Senior middle school Normal undereraduate caciiing ablitys Revoking
teacher qualification g . . qualifications of the
- college or other Qualified in the level .
Secondary vocational umiversit of Mandarin: teachers with
school teacher Y ’ unethical conduct
lification undergraduates . . .
qli.af tions f Qualified in physical
Qualifications for Postgraduates or examination

teachers in higher
educational
institutions

university
undergraduates

Source: prepared by the author based on relevant law in China

Teacher employment system. In 2002, the State Council forwarded the

"Opinions of the Ministry of Personnel on the Trial Implementation of the

Personnel Employment System in Institutions", which specified a series of key

issues in the employment of teachers, including the scope of implementation, the

open recruitment mechanism, personnel employment procedures, the content of

employment contracts, assessment system, management mechanism, dismissal and

resignation system, handling of personnel disputes, and placement of unemployed

personnel, etc. This document has completely changed the administrative

appointment management method that has been followed for decades in colleges

and universities from the institutional level and empowered the recruited personnel
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to move. In 2005, the Ministry of Personnel issued the "Public Institution
Employment Contract (Model)", which marked that the principal provisions of the
teacher employment system had concrete employment contract terms and content,
and effectively safeguarded the legitimate rights and interests of institutions and
employees. The selection process of teaching staff in educational institutions is

shown in figure 1.6.
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Figure 1.6 - Selection process of teaching staff in educational institutions

Source: prepared by the author based on official website information

Reasonable determination of authorized strength and posts is the premise for
educational institutions to implement the teacher employment system. The
management of teaching staff in Chinese educational institutions mainly adopts the
method of authorized strength management. The authorized strength is a way for
the state to check the number of teaching staff according to the number of students
in different regions and different educational institutions. It aims to scientifically
allocate the teaching staff and effectively utilize the national financial resources.
The staff with authorized strength means that the staff has a capacity similar to that
of national civil servants.

On the whole, according to the teacher-student ratio stipulated by the state,
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the current number of teachers in educational institutions is in a state of
overstaffing. However, due to various reasons such as the flow of teachers caused
by the unbalanced development of regions and urban and rural areas, the actual
situation is that many school teachers are seriously understaffed. With the
development of the market economy, the scale of some educational institutions and
the number of students has been expanding, and the demand for administrative
personnel and logistics personnel has also increased. However, the existing number
of authorized strengths has been unable to meet the actual number of teaching staff.
It has prompted the emergence of personnel relations outside the authorized
strength in educational institutions, such as personnel agencies, government
procurement of service posts, labor dispatch, and temporary employment.

Posts are the foothold of the teacher employment system and represent the
actual needs of educational institutions. Improving the post management
mechanism of colleges and universities is also the key work of the reform of the
employment system of college teachers. Post setting and its hierarchical
management include four closely related work links, that is, setting posts on
demand, competing for posts, hiring by posts, and contract management. In 2006,
the Ministry of Personnel issued the "Trial Measures for the Management of Post
Setup in Institutions" to implement a post management system in institutions. In
2007, the Ministry of Personnel and the Ministry of Education jointly issued the
"Guiding Opinions on the Management of Post Setup in Colleges and Universities",
which proposed the general post grades in colleges and universities, as shown in
table 1.7. Teacher professional title system. The establishment and improvement of
the professional title system for teachers have become an important part of the
reform of the personnel system in colleges and universities. In 1986, The State
Council issued the “Provisions on the Implementation of the Employment System
for Professional and Technical Titles”, which for the first time put forward the
concept of professional title system and clarified the requirements for setting up
professional and technical posts, the corresponding duties and conditions of

holding the post, and the salary standard.
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Table 1.7 - Comparison of post grades in higher educational institutions

Other professional and

Teacher post technical posts Management post Logistics post
Professional | Post Professional Post | Administrative title | Post | Logistics | Post
title grade | level title grade level grade level | title grade | level
Professor I 1 . . I"rgvmgal or 1 Technician 1
ministerial level I
Professor Il ) . . Depgty prqvmmal ) Technician )
or ministerial level 11
Professor Il | 3 Senior title IIT 3 Department level 3 TechIrIlIlman 3
Professor 4 Senior title IV 4 Deputy department 4 Technician 4
1\ level 1\%
Associate 5 Depu.ty senior 5 Division level 5 Technician 5
professor | title | \
Associate 6 Deputy senior 6 Deputy division 6 General 0
professor 11 title I1 level technician
Associate Deputy senior )
professor IIT 7 1 7 section level 7 -- --
Lecturer I 3 Inteqnedlate ] Deputy section 3 N .
title | level
Lecturer II 9 Intemedlate 9 Staff member 9 -- --
title II
Intermediate
Lecturer III 10 title III 10 Clerk 10 -- --
Assistant [ 11 Junior title I 11 -- -- -- --
Assistant 11 12 Junior title 11 12 -- -- -- --
- -- Member 13 -- - -- --

Source: prepared by the author based on official website information

Teachers' professional titles have the structure ratio of high, middle, and

junior posts, which is the basis for determining teachers' wages and benefits. A

person who obtains a certain professional title must have specialized professional

knowledge and a corresponding academic level. Therefore, the responsibilities of

various professional titles, the evaluation procedure of qualifications, and the

appointment or appointment are specified. The professional titles in educational

institutions at all levels are listed in table 1.8.

In the past, the professional titles of primary and secondary school teachers

were set independently. After the reform, the two will be unified into the newly

established series of teacher titles for primary and secondary schools (including

preschool). In the reform, for the first time, teachers of primary and secondary
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schools (including preschool) have been added with senior titles. This is an
important measure to improve the professional status of primary and secondary
school teachers and motivate more highly educated and high-quality talents to

engage in primary and secondary education.

Table 1.8 - List of professional titles and post grades of teachers

Professional title

Educational institution Senior title Intermediate Junior title
Senior Deputy senior title Assistant Member
Teachers .Of c‘?ueges and Professor Associate Lecturer Assistant --
universities professor
Secondary professional - Senior lecturer Lecturer Assistant lecturer Instructor
school teachers
Teach f pri d . . .
CAchiers of primary an Senior (Deputy) First-grade Second-grade Third-grade
secondary schools )
. . teacher senior teacher teachers teachers teachers
(including preschool)
Experimental technician - S.e mor- Experimentalist As.swtant . Experimenter
experimentalist experimentalist

Source: prepared by the author based on official website information

Training and professional development. Excellent teachers are the most
important human resources of educational institutions and the key element to
achieving organizational goals (Wang & Yan, 2022). However, the growth process
of excellent teachers is long-term, complex, and staged, and it is by no means
achieved overnight. Teacher training is an important way to improve the overall
quality of teachers and the level of personal professionalism. In personnel
management, it is necessary to fully understand the progressive nature of teachers'
growth, to create resources for teachers' growth, and to provide training
opportunities and a platform for professional development. The Teachers Law
stipulates that it is the right and duty of primary and secondary school teachers to
participate in training. In 2011, the Ministry of Education's "Opinions on
Vigorously Strengthening the Training of Teachers in Primary and Secondary
Schools" clarified the overall goals for the training of all teachers in primary and
secondary schools, including pre-service training for new teachers, in-service
training for in-service teachers, improve the training of key teachers, improve the

educational level of teachers, vigorously strengthen the special training of head
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teachers.

At present, all parts of China have formulated local continuing education
regulations for teachers according to local conditions and formed an institutional
guarantee system for teacher training and professional development in primary and
secondary schools. Teacher training for primary and secondary schools in China is
organized and implemented by normal colleges and universities, teacher training
institutions, and other qualified institutions of higher learning under the leadership
of government education administrative departments at all levels.

Pre-service training is of great significance for new teachers to integrate into
the team more quickly and to perform their duties well. At the national policy level,
clear requirements for pre-service training are also made. Only after reaching a
certain number of hours and passing the evaluation can obtain the teacher
qualification and start teaching.

Specifically, educational institutions at different levels have made clear
regulations on pre-service training.

Pre-service training for teachers in universities and colleges.

. Policy document: “Notice on Launching and Implementing the
National Training Demonstration Project for Newly Recruited Teachers in Colleges
and Universities”.

. Objects: Newly recruited full-time teachers of undergraduate colleges
and universities affiliated with the central and western regions, as well as the heads
of the provincial education administrative departments in charge of college teacher
training and trainers from provincial training institutions.

. Content: Three modules including "professional philosophy and
norms", "teaching theory and skills", and "information technology and application".

. Methods: A hybrid training method combining "special lectures +
practical teaching + return-to-post teaching and research" is adopted.

Pre-service training for primary and secondary school teachers.

. Policy document: “New Teacher Orientation Guide”.

. Objects: Mainly targeted at rural special post teachers and public-
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funded normal students in primary and secondary schools with less than three
years of teaching experience

. Content: Four dimensions including professional understanding and
practice of teachers' morality, teaching routine and teaching practice, class
management and moral education experience, teaching reflection, and teaching
research foundation. An additional dimension of compensation for educational
theory and professional knowledge was added for teachers with non-normal majors.

. Methods: Two to three years of progressive training, including
centralized training, in-service learning, and practice, follow-up guidance, etc.

Pre-service training for preschool teachers.

. Policy document: “Guidelines for the Implementation of Standardized
Training for New Teachers”

. Objects: Newly recruited teachers

. Content: 18 training topics around 4 modules of teacher's moral
cultivation and professional belief, early childhood research and support, early
childhood care and education, educational research, and professional development.

. Methods: Coaching (concentration), mentoring (base), garden-based
(returning to work), workshops, sharing sessions, etc.

In-service training refers to an organized behavior of professional
knowledge transfer and skill improvement accepted by teachers after undertaking
prescribed educational and teaching tasks. The development of China's in-service
training policy for teachers has experienced three stages, including the education
compensation stage, the transition stage towards continuing education, and
continuing education overall promotion stage. The process of continuing education
is shown in figure 1.7.

Education compensation stage. n the 1850s, due to the lag in the
development of teacher education, many unqualified teachers entered the teaching
team. Therefore, for a long period of time, the policy theme of in-service education
for teachers in China was “education compensation” training, that is, for those who

do not Teachers who meet the required qualification standards will obtain qualified
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qualifications. The specific goal is to make most primary school teachers graduate
from secondary normal schools, most junior high school teachers from normal
colleges, and most high school teachers from normal colleges. This idea was

reflected in many policies during this period.

Instructions on strengthening part-time cultural
tutoring for in-service teachers in primary schools

Notice on the implementation of national training
program for primary and middle school teachers <

Instructions on strengthening
— part-lime in-service (raining
middle schools teacher

Opinions on strengthening in-service training
of primary and middle school teachers

Opinions on further strengthenin
in-service training of primary an
middle school teachers

in-service training

Opinions on improvin
'dtﬁe school teachers

of primary and mi

Report on setting up and piloting the
professional degree of education master

Several opinions on the reform and

education network alliance plan and implementing a new
round of training for primary and middle school teachers

Opinions on accelerating the promotion of teacher

'y

Decision on further strengthening
education in rural areas

Opinions on reform and
development of teacher education
during the tenth five-year plan

1

. o -
1998 i 1_9_99 2000 ! 2002! 2003 520045201
ition stage towards Continuing education
uing ﬁdu_catmn overall promotion stage

Continuin% education engineering
program for primary and middle
school teachers (1999~2002)

Provisions on continuing education for
primary and middle school teachers

Action plan for education revitalization for the 21st Century

development of teacher education

Opinions on strengthe‘ning the construction of primary and middle
school teachers during the ninth five-year plan period

Figure 1.7 - Development stages of in-service training and relevant policies

Source: prepared by the author

Transition to continuing education. In the mid-to-late 1890s, the in-service
training policy for teachers emphasized education compensation on the one hand
and put forward the task of continuing education, on the other hand, to improve the
overall quality of teachers and train a group of key teachers. In particular, the
Ministry of Education promulgated the "Regulations on Continuing Education for
Primary and Secondary School Teachers" in 1999, which clearly stated that
participating in continuing education is the right and obligation of primary and
secondary school teachers. In 1996, the National Academic Committee established
the professional degree of Master of Education, which recruits full-time teachers

and managers of basic education with more than three years of first-line teaching
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experience. There is an essential difference between the continuing education that
teachers carry out to improve the degree level and comprehensive quality and the
degree remuneration.

Continuing education overall promotion stage. In the 21st century, although
there is still a situation where teachers' educational qualifications are not up to
standard, the teacher education policy at this time mainly points to continuing
education, and comprehensively promoting the continuing education of primary
and secondary school teachers is the policy theme of this period. Continuing
education for primary and secondary school teachers is to improve the overall
quality of primary and secondary school teachers, to meet the needs of the reform
and development of basic education, and to promote quality education in an all-
round way. The full and national requirements for continuing education have been
clarified in the policy. The training model has also shifted to a targeted
categorization approach, such as new teacher training, backbone teacher training,
and rural special post teacher training.

The evolution of the policy shows that the in-service training policy for
primary and secondary school teachers in China has experienced an evolutionary
process of training based on education compensation, the coexistence of education
compensation and continuing education, and the comprehensive promotion of
continuing education. This development process emphasizes that the value concept
behind academic education and continuing education is that primary and secondary
school teachers must have a certain degree, and after reaching a certain degree,
they must continue to study, so the state should provide academic education and
continuing education. These trainings could encourage teachers to keep learning to
improve the quality of human capital,

Teacher professional development. The research on teacher professional
development began in the 1960s, marked by the Teacher Concern Questionnaire
compiled by the American scholar France Fowler (Fedeles, 2004). Throughout the
recent domestic research results on teacher professional development, from the

individual perspective, teacher professional development refers to the acquisition
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of individual knowledge and skills and the growth of teacher quality of life through
systematic efforts. From the perspective of groups, teachers' professional
development is defined as the degree to which teachers' professional groups meet
professional standards (Zhu & Zhou, 2007).

The professional development of teachers should include three aspects,
namely the professionalization of teachers' profession, the professionalization of
teacher education, and the professionalization of teachers' spirit (Zhang, 2018). In
other words, teacher professional development refers to the formal and informal
learning experienced by teachers in a complex and ever-changing learning and
work environment, including not only technical dimensions such as knowledge and
skills but also moral, political, and emotional dimensions.

The professionalization of the teaching profession means that teachers as a
profession are established and recognized by law or society, and the historical
process of its development is discussed. The professionalization of the teaching
profession in China is marked by the Teachers Law promulgated in 1993, which
clearly states that teachers are professionals who perform educational and teaching
duties.

The professionalization of teacher education means that teachers, as the
main body performing education and teaching duties, require teachers to be
persons who have been systematically trained and studied by professional colleges
and have obtained teacher qualification certificates, and master pedagogy,
educational psychology, teacher professional ethics, and teaching skills. and other
professional knowledge, with professional education and teaching concepts,
teaching implementation process, teaching methods, etc.

The professionalism of teachers' spirit, also known as teachers'
professionalism, refers to the psychological growth process of teachers in the
process of fulfilling their educational and teaching duties, the transformation from
non-professionals to professionals, involving teachers' professionalism, humanistic
spirit and scientific spirit (Diao & Wang, 2019).

To sum up, the process of teachers performing education and teaching
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responsibilities is the development process of teacher professionalization,
education specialization, and spiritual specialization, and this development process
depends to a greater extent on teachers' in-service training and learning.

Evaluation and remuneration. Teacher evaluation refers to the regular and
irregular examination and evaluation of teachers' work by the personnel
department according to the conditions and responsibilities of teachers' posts. It is
one of the important methods in personnel management. However, teachers' labor
1s the dissemination and creation of advanced knowledge and talent cultivation, the
process is difficult to monitor, and the labor results are difficult to measure.
Teaching work takes the form of teaching and educating people, and the work is
flexible, professional, and difficult to assess. There are also difficulties in the
verification of teachers' teaching workload. Except for the number of class hours,
the time and energy teachers spend on preparing lessons after class is not fixed,
and it is difficult to monitor and quantify. Teachers' teaching work objects are far
more complicated than general materialized entities. Similarly, the scientific
research work of teachers is different from general product production and service
supply. It mainly revolves around the innovation and application of knowledge and
technology, and the process is full of hardships and challenges.

At present, there is no nationally universal evaluation standard specifically
for college teachers. Colleges and universities generally use the "Interim
Regulations on the evaluation of Staff in Institutions" and the requirements of
related documents to assess teachers from the aspects of morality, ability, diligence,
performance, integrity, and learning. However, the content is too broad, the
evaluation indicators are vague, and the evaluation classification is unclear.
Scientific, the specific quantification of evaluation indicators also lacks
scientificity, making the specific operation extremely difficult (Tian, 2010).

For the application of evaluation results, the performance evaluation of
college teachers in China is more focused on reward and punishment evaluation,
while ignoring developmental evaluation. This is mainly reflected in the fact that

the use of year-end evaluation results in colleges and universities mostly stays in
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the traditional stage of linking with salary, year-end rewards, and job evaluation,
and the incentives for teachers are relatively simple. At the same time, taking the
current work performance of teachers as the only object of evaluation, ignoring the
development and evaluation of teachers' development potential, young teachers are
also obviously disadvantaged in the evaluation.

In 2016, the "Guiding Opinions of the Ministry of Education on Deepening
the Reform of the evaluation and Assessment System for College Teachers"
requires colleges and universities to take the evaluation and evaluation of teachers
as an important part of the reform of the personnel system in higher education, and
give full play to the comprehensive functions of appraisal, guidance, motivation,
and education of evaluation and evaluation, widely mobilize the enthusiasm of
teachers, and stimulate their enthusiasm for work. Social service evaluation,
leading teachers' professional development, etc. The reform of college teacher
evaluation and evaluation has been implemented in some pilot colleges and
universities, and some of the results are shown in table 1.9.

Different from higher educational institutions, the main content of the
evaluation in the compulsory education stage is teachers' performance of their
statutory duties, as well as their performance in fulfilling the post duties and work
tasks prescribed by the school, including teacher ethics, education, and teaching,
engaging in the work of class teachers, etc. The performance evaluation work is
generally carried out by the school in accordance with the prescribed procedures in
combination with the annual appraisal.

The results of the performance evaluation shall be used as the main basis for
the allocation of performance pay. For teachers who have fulfilled their post
responsibilities and completed the educational and teaching tasks stipulated by the
school, the basic performance salary will be paid in full; for teachers who have
outstanding performance or made outstanding contributions, different levels of
incentive performance wages will be paid according to different circumstances. At
the same time, the evaluation results should also be used as an important basis for

teachers' qualification recognition, job appointment, job promotion, training,



recognition, and reward.

85

Table 1.9 - Practices to deepen the reform of teacher evaluation and

assessment system in some Chinese universities

) Corresponding
Evaluation . . .
. . Specific practice educational
dimensions R
Institutions
Build a multi-participated teacher morality assessment | Tsinghua University,
Teacher system, and store the evaluation results in teacher's file | Tianjin University, etc.
ethics . . .
. ) . . L h f
evaluation Establish academic integrity system to dismiss or ¢ na UnlYer51ty ©
o . . Political Science and
dismiss teachers with academic misconduct.
Law, etc.
Strictly assess the workload of education and teaching, Northeast Normal
Education and increase the proportion of teaching performance University, North
and teaching allocation in the distribution plan of performance China Electric Power
performance allowance University, etc.
evaluation The 360-degree assessment method is used in the Universities in Jiangsu
teaching quality evaluation and Henan
Implement an assessment system for representative
achievements. The original quantitative criteria were o
. Fudan University
Scientific changed to an assessment system centering on
research academic contribution, impact, and vitality.
performance Change the previous research assessment system of
evaluation quantitative points, and encourage peer scholars to Renmin University of
replace the administrative evaluation and qualitative China
evaluation instead of quantitative evaluation.
Establish a "five-year stepped" talent training model
. vey PP . ng ’ Central South
Teacher multiple measures to guide teachers' classified and o
! . . ) . University
professional hierarchical development, and classified evaluation.
development .
evaluation Implement the "rise or leave" mode. The transfer and Sun Yat-sen
exit mechanism of teachers is established through the University, Beijing
evaluation of the employment period. Jiaotong University,
Establish a system of professional title evaluation, post
management, evaluation, and income distribution ) .
LT . L Some universities in
. mechanism in line with the characteristics of the Hunan Province
Soc%al transformation benefits of scientific and technological
Service achievements.
evaluation

Pay attention to the transformation of achievements,
technology promotion, and social services to obtain
social and economic benefits.

Some universities in
Jiangsu Province

Source: prepared by the author based on official website information

A scientific salary system is a key incentive for teaching staff (Hu & Yuan,

2021). The current salary structure of teaching staff in educational institutions
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includes post salary, grade salary, performance salary, and various allowances and
subsidies, of which post salary and grade salary belong to the basic salary. The

standard is unified across the country, see table 1.10.

Table 1.10 - Standard of post salary of professional and technical personnel

in public institutions in 2019 in China

Title Level Amount (China Yuan)
1 6665
. 5157
Senior title 3 1553
4 3915
5 3405
deputy senior title 6 3005
7 2773
8 2440
Intermediate title 9 2174
10 2007
11 1819
Primary title 12 1797
13 1675

Source: prepared by the author based on official website data and information

The grade salary is related to the tenure of service, professional title,
education, etc. The standard is unified across the country, see table 1.11.
Performance salary is divided into basic performance (70%) and reward
performance (30%). Faculty and staff who complete their post responsibilities and
pass the evaluation can obtain full basic performance. The reward performance is
based on the evaluation, and the educational institutions determine the distribution
method.

In fact, the teacher performance salary system is an external manifestation of
education reform, and it is the result of several reforms in the teachers' salary
system. At first, Chinese teachers' salary was generally determined according to
their teaching years and professional titles, which was closely related to teachers'
work performance and work content. They are relatively independent. In short,

seniority is the main feature of teachers' salaries.
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Table 1.11 - Standard of grade salary (China Yuan) of professional and

technical personnel in public institutions in 2019 in China

Grade | Amount | Grade | Amount | Grade | Amount | Grade | Amount | Grade | Amount
1 288 14 827 27 1885 40 3381 53 5337
2 317 15 887 28 1985 41 3513 54 5511
3 346 16 954 29 2085 42 3645 55 5702
4 375 17 1020 30 2195 43 3777 56 5894
5 409 18 1093 31 2305 44 3920 57 6097
6 444 19 1167 32 2414 45 4063 58 6300
7 484 20 1249 33 2524 46 4206 59 6514
8 523 21 1331 34 2645 47 4363 60 6728
9 569 22 1413 35 2766 48 4519 61 6960
10 614 23 1504 36 2887 49 4676 62 7192
11 665 24 1595 37 3008 50 4832 63 7446
12 716 25 1686 38 3128 51 4988 64 7700
13 767 26 1785 39 3249 52 5162 65 7989

Source: prepared by the author based on official website data and information

In fact, the teacher performance salary system is an external manifestation of
education reform, and it is the result of several reforms in the teachers' salary
system. At first, Chinese teachers' salary was generally determined according to
their teaching years and professional titles, which was closely related to teachers'
work performance and work content. They are relatively independent. In short,
seniority is the main feature of teachers' salaries. Those young teachers, who are a
group of young teachers with low professional titles, are paid less. Even if they
devote all their time to work and devote themselves to education, they are not as
paid as older teachers with mediocre work performance. The backward wage
system has led to the enthusiasm of competent teachers in the workplace being
dampened. Many teachers who have made great achievements have also reduced
their innovation and enthusiasm for work because of unfair wages, which has
limited the development of education. Therefore, the reform of the teacher salary
distribution system has begun to be paid attention to by all sectors of society, and
the road to the reform of the teacher wage system has been opened, as shown in

figure 1.8.
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1985: The second 2006: The fourth
Before 1956 wage system reform wage system reform
. Salary is divided into basic Established a performance-
M1txed usz of salary  galary, job salary, teaching age based salary system gradually
> ci{rﬁlgrlsy:;/:r%e-m- zill_o_vza_n_c g _a_nii _11_1c_e_nt1yf _Sallfn;y Clarified the wage structure
““““““““ *  Established a normal promotion To increase the 1)5}‘, _g;a_d;:—»
alid sapital neteaso SyAEMm _ salary each year

———————————————— -

Established a separate wage system
separated from state agenmes

Teacher performance pay

system is regulated for full
Implemented 13-level salary system S e i i b 4 implerﬁgntation

1956: The first 1993: The third
wage system reform wage system reform

Figure 1.8 - Previous wage system reforms and their main contents

e

After 2008

Source: prepared by the author based on official website information

In 1956, the first reform stopped the mixed use of the wage system and the
physical wage system, established a job grade wage system, and implemented a
13-level wage system for scientific researchers and teaching personnel. In 1985,
the Central Committee of the Communist Party of China and the State Council
jointly issued the “Reform Plan of the Wage System for Staff of State Organs and
Institutions” which started the second reform of the teacher wage system, dividing
the salary into basic salary, job salary, teaching age allowance and reward salary;
began to pay teaching age A normal promotion and capital increase system was
established. In 1993, the wage system reform established a separate wage system
for public institutions; classified management was implemented within public
institutions; post allowances were set. salary principle.

In 2006, the new wage system reform proposed to gradually establish a post-
performance wage system and clarified a clearer wage structure, including post
wage, grade salary, performance wage, and allowance. According to the evaluation
results, the staff will increase their grade salary by one salary scale every year. In
2008, the State Council's “Notice on Guiding Opinions on Implementing

Performance Pay in Compulsory Education Schools” standardized the performance
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pay system for teachers. It was decided that starting from 2009, the performance
pay system should be implemented for all primary and secondary school teachers.
This is a breakthrough in the reform of the work system for teachers in China.

In general, prior to 2006, the practice of determining salaries based on
teachers' posts and length of service, based on seniority, lacks incentives for young
teachers who undertake major work tasks. Teachers achieve effective incentives.
The purpose of implementing performance-based wages is to abandon the previous
fixed wage distribution model, achieve more work, more rewards, better wages,
and better remuneration, and improve teachers' enthusiasm and enthusiasm for
work. In the performance wage system, teachers will actively carry out teaching
work to improve teaching quality, and devote themselves to the advancement of
education, thereby obtaining higher remuneration, The transformation of this
process lies in the formation of incentives.

- Analysis of personnel management methods in educational institutions.
Through the relevant policy analysis of the main contents of personnel
management, we can see the evolution of the implementation process of personnel
management in educational institutions and the innovation of personnel
management methods in the reform. To scientifically display the systematic
personnel management methods, it is necessary to classify the personnel
management methods according to different criteria.

According to the principle of action, it can be divided into the economic
method, organizational method (including administrative law), and sociological
psychological method. Based on the universality of the management method, it can
be divided into general management methods and specific management methods.
According to the quantitative degree of the method, it can be divided into
qualitative management method and quantitative management method. Based on
the influencing factors, the methods of direct and indirect influence can be
specified. If the basis is situational factors, it can be said to be official and
unofficial methods of personnel management.

For example, direct methods include commands, instructions, disposals, and
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rewards, which can have a direct impact on management objectives; indirect
methods aim to create conditions for achieving organizational goals, such as
improving working conditions and environment, and rationally arranging work and
rest time. In practice, different approaches reflect the characteristics of a particular
management style. Usually, it is more common to classify according to the
principle of action.

The organizational methods of personnel management in educational
institutions is to rely on administrative authority and administrative means based
on the organizational relationship of the faculty and staff to directly command and
coordinate the management methods of the faculty and staff, including the method
of organizational stability influence, administrative and disciplinary influence. The
organizational stabilization approach aims to create an organizational foundation
for joint work in educational organizations. It includes the assignment of duties,
responsibilities, rights, powers, and the establishment of order in business
relationships. For example, scientifically arrange authorized strength and posts;
formulate a post responsibility system; clarify the conditions and requirements for
teacher rank promotion, formulate work performance standards; formulate a clear
salary system, etc. The administrative influence method aims at arranging faculty
and staff to accomplish organizational goals through a top-down imperative
method according to the existing system of the organization, usually implemented
in the form of directives, orders, instructions, resolutions, etc. For example,
according to the training system, teachers and staff are required to participate in
various pieces of training and evaluation on time as required. Regular rotation
plans for management personnel are implemented in accordance with regulations,
etc. The main goal of the method of disciplinary influence is to maintain the work
foundation of the organization and complete the established work clearly and
promptly. tasks and responsibilities, and eliminate deviations in educational
organizational systems, such as supervision, inspection, discipline, and
accountability.

The economic methods of personnel management in educational institutions
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refer to the method of promoting the realization of management goals by adjusting
and influencing the material needs of teaching staff through economic means,
including wages, bonuses, material rewards, fines, quota management, and fund
allocation, etc., using performance pay to stimulate the enthusiasm of faculty and
staff to participate in teaching, research, and social services. By reasonably setting
the difference in remuneration for different professional titles, teachers can be
attracted to participate in the promotion of professional titles and achieve personal
professional development.

The social psychology methods of personnel management in educational
institutions refer to the method of using the principles of sociology and psychology,
using education, incentives, communication, and other means to mobilize the
enthusiasm of the staff towards the organizational goals by meeting the social
psychological needs of the staff. Social psychology methods include advocacy and
guidance, communication of ideas, various forms of motivation, providing social
support, team building and cooperation, work atmosphere, building a shared vision,
caring for life outside of work for faculty and staff, and other targeted individual
methods. For example, it provides good catering services for faculty and staff;
cares and condolences for poor faculty and staff; care policy for the children of
faculty and staff to study in the institution; colleges and universities have
strengthened the construction of affiliated primary and secondary schools and
educational institutions to solve the problem of faculty and staff enrollment.

All of the above-mentioned personnel management methods are used in the
complex because the relationships on which they are based are inseparable and
organic. When these methods are used in combination, the maximum effectiveness
and quality of the personnel management system are achieved. The systematic
method of use allows the object of improvement to be viewed from all sides, which
helps to avoid errors and misjudgments in personnel management. For example, in
teaching staff training activities, on the one hand, it is necessary to formulate a
training system using an organizational method, requiring trainees to participate in

the training as required, and correcting behaviors that deviate from the training
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goals through discipline. On the other hand, economic methods and social
psychology are also required. The method provides material incentives and
spiritual rewards to the teaching staff who are excellent in the training results
evaluation.

- Practical application of personnel management methods. To further explore
the application of personnel management methods in practice, this study lists
several management practices in educational institutions in recent years and the
corresponding methodological analysis, such as high-level talent recruitment, the
promotion of the system of specified number of personnel, and practice of
principal/teacher rotation communication.

- High-level talent recruitment with mixed personnel management
approaches. In 2020, the "Guiding Opinions on Strengthening the Reform of the
Construction of College Teachers in the New Era" stipulated that the relevant
departments of the government will no longer uniformly organize the examination
for the employment of college personnel. According to the relevant regulations of
the state and the actual needs of running a school, the university could
independently formulate the employment conditions for teachers to conduct public
recruitment. The streamlining of administration and decentralization in personnel
recruitment has made it a reality for colleges and universities to establish a more
flexible approach to talent introduction. The competition between colleges and
universities is in the final analysis of the competition of talents. The introduction of
talents, especially the introduction of high-level talents, can effectively promote
the construction of the teaching staff. At present, the talent introduction plan of
colleges and universities generally has the following characteristics.

More flexible hiring arrangements. Colleges and universities have changed
the previous method of organizing recruitment during the summer vacation. For
doctoral graduates and high-level talents, the method of appointment recruitment
throughout the year has been generally implemented, which has improved the
efficiency of talent introduction. During the Covid-19 pandemic, recruitment has

also been allowed to take place via online meetings.
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More lenient conditions for candidates. The evaluation of candidates no
longer regards graduate institutions, overseas (outside) study experiences, study
methods, papers, patents, etc. as restrictive conditions. For the applicants who have
completed the doctoral dissertation but have not yet obtained the academic
certificate, they can sign a contract of intent and enter the job in advance.

More generous benefits. Colleges and universities generally formulate
favorable policies such as settlement allowances, housing subsidies, talent
subsidies, highly recruited professional and technical posts, scientific research
start-up funds, settlement of spouse jobs, and supportive housing to attract talents
to supplement the teaching team.

Improvement of evaluation mechanism for talent introduction. Colleges and
universities have generally begun to implement talent introduction policies with an
evaluation mechanism, which clearly states the evaluation tasks of the introduced
talents during the employment period. Settlement allowance and other benefits are
no longer issued at one time but are issued in batches over 3-5 years according to
the staged evaluation results, to avoid the increase in the cost of talent introduction
due to the disorderly flow of introduced talents.

At present, colleges and universities implement the way of "one person, one
discussion" for the treatment of all kinds of high-level talents and teams, and
determine the salary treatment through negotiation. There are generally clear
criteria for the introduction of highly educated personnel. Table 1.12 lists the
doctoral talent introduction plans of universities at different levels of development
in Henan Province of China. Key universities (level 1) generally have a better
organizational guarantee and a more favorable platform for teacher development,
so the economic conditions and social support provided by them are much lower
than those of general universities (level 4).

Promotion of the system of specified number of personnel. Although
colleges and universities have autonomy in the selection of teachers, the total
number of teachers authorized strength needs to be carried out in accordance with

the relevant regulations. The problems of authorized strength restrictions and



94

structural proportions are essentially the problems of autonomy in running schools.

Table 1.12 - Salary plan for universities of different levels in Henan province

to recruit doctoral graduates (Thousand, China Yuan)

North China Shangqiu
Institution Henan normal university of water Henan institute of science and normal
university (Level 1) resources and technology (Level 3) university
hydropower (Level 2) (Level 4)
Dr. Category | A B Or%?ary Excellent Orclglrlary A B C --
Settling-in | 250- | 230- 400- 200-
allowance 300 | 250 200 B B 800 600 250 300
Research Engineering: 100; . . Natural science: 100-300; Smgnce gnd
. Con. Engineering: 100; o . engineering:
start-up Science: 80; : Humanities and social )
funds Liberal arts: 50 Others:50 sciences: 60-150 130,
) ) Others: 100
Successful candidates Successful
. Successful candidates . . Successful candidates will be candidates will
Professional . . will be appointed one . . .
. will be appointed one . appointed one level higher be appointed
title ) level higher than the - ) .
. level higher than the - . than the original title for 5 one level higher
appointment .. : original title for 3 .2
original title for 5 years. years. than the original
years .
title for 3 years.
Housing subsidy:154;
Purchase subsidy: Housing
Housing 100; . ) subsidy:36;
allowance - Providing a Housing allowance: 28.3 Purchase
preferential house in subsidy: 300
5 years.
Intermediate and below
professional title
personnel: 2-2.5 per 30 per
Otl.ler month year for 5 - - 5 per month
subsidies .
Deputy senior and years
above title personnel:
3.5-4 per month
Personnel Personnel | Contract
Spouse _ agency _ agency employ- _ Personnel
placement post post ment post agency post

Source: prepared by the author based on the universities’ official websites.

At present, the personnel authorized strength in colleges and universities

belongs to the public institution’s authorized strength, and the number of personnel

and the number of leadership posts are checked and approved by the authorized

strength management department of the higher-level institution, and the real-name

system 1is strictly managed. The most important feature of authorized strength

management is to determine the number of staff. According to certain procedures,

principles, and standards, the corresponding authorized strength amount is

scientifically and reasonably approved, and the proportion of various types of
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personnel in the authorized strength is specified. The authorized strength structure
is relatively stable in a certain period of time. However, the insufficient number of
authorized strength and the unreasonable proportion of the structure leads to the
coexistence of multiple employment methods, and the phenomenon of unequal pay
for equal work is prominent, which has long plagued the development of the
teaching staff and restricted the entrepreneurial vitality of teachers.

In 2011, the "Guiding Opinions on Promoting the Reform of Public
Institutions by Classification" issued by the State Council clarified the
classification of public institutions. Among them, public primary and secondary
schools are public welfare institutions, which are fully funded and subject to strict
authorized strength management. Higher educational institutions and public
educational institutions whose resources can be partially allocated by the market
are classified into the second category of public welfare. This means that colleges
and public educational institutions will gradually realize that they are not included
in the authorized strength management, and explore the management model of the
total number of personnel, that is, the system of specified number of personnel.

The system of specified number of personnel allows colleges and
universities to independently set the total number of personnel and the proportion
of the structure according to their development plans, discipline construction,
talent development needs, and financial resources, and dynamically adjust them
according to construction needs.

Authorized strength belongs to the individual teacher, which means that the
total authorized strength in the different institutions will be changed, such as
decreases, with the turnover of personnel. In contrast, the system of specified
number of personnel also has a certain amount of officially budgeted posts. But
these posts belong to the institution and will not increase or decrease due to
personnel turnover. Compared with authorized strength management, the system of
specified number of personnel mainly emphasizes the autonomy, flexibility, and
adaptability of personnel management, and does not distinguish between inside and

outside the system, which is conducive to the construction of high-quality teaching
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staff.

The practice of principal/teacher rotation communication. Teachers are an
important element in the development of national teachers' careers. In a broad
sense, teacher resources not only belong to the schools they belong to, but also the
human resources of their systems, regions, and countries. However, due to the
imbalance of urban-rural/regional development, teacher resources, and the transfer
and flow of students. More high-quality teacher resources are gathered in
developed cities or regions, which is not conducive to the balanced development of
national education (Shan, Li, & Chen, 2022). Therefore, to promote the balanced
allocation of teacher resources and enhance the vitality of the teaching force, a new
teacher beyond the scope of the school The personnel management system
appeared, namely the principal/teacher rotation teaching system. The education
administrative department, together with the relevant departments, shall manage
the personnel relations and appointment exchanges of teachers in a unified manner,
and implement the "non-institution management" of teachers so that teachers can
change from "institution people" to "system personnel”.

The Outline of the National Medium- and Long-Term Education Reform and
Development Plan (2010-2020) proposes to implement the exchange system of
teachers and principals within the county (region) area, and take the lead in
realizing the balanced development of urban and rural areas within the county
(region) area, and gradually promote it on a larger scale. The "Opinions of the
State Council on Strengthening the Construction of Teacher Teams" proposes to
establish a rotation exchange mechanism for principals and teachers of compulsory
education schools within counties (regions). Until 2014, the Ministry of Education,
the Ministry of Finance, the Ministry of Human Resources and Social Security
issued the "Opinions on Promoting the Exchange and Rotation of Principals and
Teachers of Compulsory Education Schools in Counties (Regions)", which
clarified the goals, scope, methods and methods of exchange and rotation, as well
as incentive measures.

The scope of personnel for the exchange and rotation of principals and
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teachers includes the in-service teachers of public schools in the compulsory
education stage and the principals and vice-principals of public schools in the
compulsory education stage. Mainly through regular exchanges, cross-school
competitions, integrated management of school districts, school alliances, famous
schools run branch schools, group-based schools, counterpart support, teachers in
township central schools, and other ways and means to carry out job rotation
exchanges. As for the incentive measures, it is mainly to formulate preferential
policies to encourage principals and teachers who exchange posts in rotations in
terms of authorized strength approval, post setting, post (title) promotion,

employment management, performance evaluation, training and training, and

commendation and recognition, see table 1.13.

Table 1.13 - Exchange status of primary and secondary school teachers in

different regions

Regions

Specific situations

Management method and effect

Counties (cities and
districts) of
Shandong province

A total of 180,000
principals and teachers
exchanged posts in five

years.

Guided the return of students;

Realized the professional growth of teachers;
The satisfaction rate of education consumers with the
improvement effect of teaching quality reached
100%

Miyun district of
Beijing

A total of 2,730 principals
and teachers exchanged
posts from 2005 to 2018,
accounting for 63% of the
total staff.

Achieved the improvement of enrollment rates and
student achievement;
Made up for the shortcomings of backward education
in rural areas.

60% of counties
(cities, districts) in
Jiangxi province

623 principals and 5416
teachers exchanged posts
in 2014.

Developed policies to give priority to rotating
teachers in merit pay distribution and title promotion;
The number of rural teachers has been optimized.

Partial counties
(cities, districts) in
Anhui province

A total of 35,273
principals and teachers
exchanged posts in 2015.

Set up work subsidies in towns (townships) and
living subsidies in remote and backward areas;
Provided teachers turnover rooms or dormitories.

All counties (cities,
districts) in
Zhejiang province

A total of 15,000
principals and teachers
exchanged posts in 2019.

Activated teacher resource potential;
Promoted the professional growth of teachers.

Source: prepared by the author based on official website data and information

The ideal state is to achieve organizational goals through scientific personnel

management methods while the rational material needs of the faculty and the

spiritual needs of self-development are also satisfied. In fact, due to the differences
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in the managerial competence of educational institution leaders and the specific use
of personnel management methods, the degree of goal realization, operation, and
education and teaching of each institution is very different. Therefore, it is
necessary to conduct empirical research on the status quo of personnel
management in educational institutions in China.

Methodical approaches to assess the personnel management of educational
institutions. To ensure the effectiveness of personnel management, it is necessary
to establish a scientific assessment system for the personnel management of
educational institutions. The essence of an assessment system of personnel
management in educational institutions is to establish the information feedback
channel of the effect of personnel management, and to diagnose and correct the
problems existing in the process of personnel management according to the
information feedback, so as to improve the effectiveness of personnel management
and promote the realization of educational goals.

Previous studies have shown that the evaluation of principal leadership
mainly involves students' academic achievement, learning effect, teachers’ job
satisfaction, and teachers’ professional development. Four influential evaluation
models of principals’ teaching leadership have emerged in the United States, which
are the model developed by Bossert et al. 1982, the model developed by Hallinger
et al. 1985, the principal's teaching leadership evaluation model in Maryland, and
the VAL-ED model (Liang & Zhou, 2021). In 2007, Vanderbilt University
conducted a comprehensive study on 66 principal assessment systems and found
that the current assessment systems take student test scores as the main indicators
to assess the principal’s competence, and many of them do not involve factors such
as course participation, teaching quality, and organizational climate. Moreover,
most assessments are often aimed at exposing unqualified principals rather than
helping them identify the competence for improvement and provide support for
them (Goldring, et al., 2009). To change this situation, school districts participating
in the Principal Pipeline Initiative in the United States have revamped their

principal assessment systems, primarily using the Vanderbilt Assessment of
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Leadership in Education, which focuses on the principal's behavior (Zhong &
Hong, 2010). It replaces the absolute standard with the flexibility and operability
standard, which to some extent highlights the tendency of pragmatism in the
evaluation of American principals (Gallardo, 2020). The review of the existing
literature shows that the research on the evaluation of personnel management in
educational institutions mainly focuses on the evaluation of the leadership of
principals in primary and secondary schools and higher educational institutions.
There are few assessment methods of personnel management in educational
Institutions.

The traditional quantitative assessment based on text materials has added an
enormous amount of work burden to educational institutions in China. Considering
the effectiveness and ease of operation of evaluation, this study mainly follows the
following principles when improving the evaluation approach of personnel
management performance of the heads in educational institutions.

Principle of the combination of self-assessment and other-assessment. At
present, many educational institutions, such as colleges and universities, often use
a simple self-assessment method, allowing the evaluators to assess their situations
according to a certain evaluation standard system. The combination of self-
evaluation and other evaluations is helpful to reduce the bias caused by human
subjectivity and further enhances the integrity of the evaluation.

Principle of the combination of the overall evaluation and sub-dimensional
evaluation. The overall evaluation is often to clarify the current level of the
personnel being evaluated, but cannot reflect individual personality characteristics,
such as the advantages and disadvantages. The evaluation according to different
dimensions could show the difference and individuality of the evaluated object.
The combination of the two methods could make up for the disadvantages of the
traditional overall evaluation and is beneficial to the professional development of
the evaluated object.

- Principle of the combination of quantitative and qualitative evaluation. The

application of the analytic hierarchy process in the evaluation of personnel
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management in educational institutions could quantize a large number of
qualitative analysis indicators, such as people’s subjective judgment so that the
evaluation results have strong objectivity and accuracy. The combination of
qualitative and quantitative assessment could make the evaluation of personnel
management in educational institutions more scientific and reasonable.

The assessment system of personnel management in educational institutions
in this study is mainly used to assess the performance of principals in personnel
management. According to the method of the Analytic Hierarchy Process, it is
necessary to establish a hierarchical structure model, including the target layer,
criterion layer, and index layer, as shown in table 1.14. The target layer is the
highest level, which refers to the specific problem to be solved, that is the
performance of personnel management. The criterion layer is the middle level,
which refers to the main factors and criteria to be considered, namely the main
dimensions and related dimensions included in the principals' managerial
competence. As the lowest level, the index layer is instantiated with the specific

indicators used in the assessment, such as the score items in the survey.

Table 1.14 - Construction of the assessment model of personnel management

in educational institutions

Target layer Criterion layer (m) Index layer (k / t)
Dpl-1
. . Dpl-2
Principals’ Principal evaluation P
managerial The dimensions of Dl-k
competence in managerial competence Dl;l 1
personnel (D1-Dm) ool '2
management Faculty evaluation .
Df1-t

Source: prepared by the author

To be simple and easy to operate, the percentage weight summation method
i1s adopted to calculate the evaluation score of the personnel management of

educational institutions, and then to determine the personnel management
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performance level of the heads of educational institutions.

Since the dimensions of managerial competence involved in the professional
standards of principals and each indicator of the dimensions have logical
equivalence, this study uses the subjective assignment method to assign equal
weight to each dimension, as well as the indicators under the same dimension. In
addition, regarding the weight allocation of principal evaluation and faculty
evaluation, this study mainly follows the usual allocation ratio of Chinese
education departments in education evaluation, that is, principal evaluation
accounts for 30% and faculty evaluation accounts for 70%.

The calculation formula of the final score (S) is as follows.

m n m
S=30% S Sp+70%(1/n) ¥ 3 S
i=1 i=li=1 (1.1)

Among them, the score for a single dimension in principal evaluation (Sp)

could be gained through the following formula,

k
So= S W)i(D»)i
j=1 (1.2)

The score for a single dimension in faculty evaluation (Sf) is based on the
calculation formula as

St = %(Wf)zj(Df)ij
j=1 (1.3)

Where m is the number of dimensions in the criterion layer. n represents the
number of faculty members in the same educational institution participating in the
evaluation. The k is the indicator number of the index layer in principal evaluation,
while t represents the indicator number of the index layer in faculty evaluation.

Besides, (Wp);j and (Wf); is the weight of the corresponding indicator in each
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index layer, and (Dp);j and (Df);; are the specific score of a single indicator for each
index layer in the principal evaluation and faculty evaluation, respectively.

For the score for one of the dimensions (S'), the corresponding calculation
formula is as follows.

n
S'=30%S,+70%(1/n) > S
i=1 (1.4)

Based on the above methods, the final score and the score for a single
dimension of personnel management performance evaluation of educational
institutions could be calculated, which determines the different personnel

management at both the overall level and dimensional level.

Conclusions to section 1

In section 1, this study focused on the theoretical and methodological
approaches to personnel management in educational institutions through thematic
research and theoretical generalization and drew the main conclusions as follows.

1. The definition and characteristics of personnel management in
educational institutions were proposed. Compared with general personnel
management, the personnel management of educational institutions has some
unique characteristics, which reflects in the objects of personnel management,
personnel management departments, and the contents of personnel management.
Specifically, the objects of personnel management generally include teaching staff,
management staff, teaching auxiliary staff, and logistics support staff, which have
special attributes including diversity of personnel categories, occupational
particularity, the intersectionality of work content, and finiteness of incentive. Also,
the relevant classical theories of personnel management of educational institutions
were elaborated, including management roles theory, the hierarchy of needs theory,
organizational culture theory, and W. E. Deming's management process theory.

2. Due to the typicality and representativeness of personnel management in

preschool education in all education stages, preschool educational institutions were
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highlighted as the focus of this study. The demarcation of the educational
institutions, the managers, and their management roles were proposed, among
which the educational institutions mainly focus on preschool institutions, and the
principals are the main managers and professional personnel to perform leadership
and personnel management responsibilities in educational institutions. By
comparing the professional standards of principals in China, the United States,
New Zealand, and Canada, this study concluded that principals have three roles,
including educators, leaders, and managers.

3. The key point of personnel management in educational institutions lies in
the managerial competence of personnel managers and the methods and techniques
used in the process of management. This study discussed the connotation and
dimension of the managerial competence of principals in educational institutions.
According to the professional standards for principals issued by the Ministry of
Education of China in 2015, the managerial competence of the principals mainly
covers four dimensions, including planning institution development, leading the
professional growth of teachers, optimizing internal management, and adapting the
external environment. Also, the policies on the managerial competence of
principals were analyzed since the reform and opening up in 1978 in China.

4. Educational institutions carry out the principal responsibility system and
established the principal’s central position. Compared with other education stages,
the number of classes and scale of teaching in educational institutional institutions
are relatively small, which determines that the organizational structure of
educational institutions tends to show the characteristics of flattening. In addition,
the composition of organization members in educational institution institutions is
also one of the considerable characteristics. The phenomenon of the high
proportion of female teachers in primary educational institutions is prominent due
to the imbalance in the ratio of male teachers to female teachers.

5. This study compared the foreign experience of personnel management of
educational institutions in Europe, including teacher management and principal

team construction in the United Kingdom, co-education and cooperation between
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family and educational institutions in Finland, and the training and management of
outstanding male teachers in Norway. In addition, the experiences of the United
States and Canada in the Americas and Malaysia and China in Asia were analyzed.
The combination of these experiences could provide a useful reference for
subsequent research.

6. This study reviewed the specific methods and relevant policies of
personnel management in educational institutions in China. In the process of
selection and recruitment, the establishment of the system, including the teacher
qualification system, teacher employment system, and teacher professional title
system, stimulated more outstanding talents to teach for a long time and achieve
self-realization in their profession. Moreover, teacher training is a significant
means to enhance human capital and realize teacher professional development,
which includes the three stages of education compensation stage, the transition
stage towards continuing education, and continuing education overall promotion
stage. Teacher evaluation and remuneration are also the main content of personnel
management. The former is to assess, monitor, and adjust the performance of
teachers' post responsibilities through scientific assessment methods. The latter is
to meet the material needs of teachers through economic incentives and promote
them to better focus on organizational goals.

7. Based on the analysis of personnel management policies, this study
summarized the systematic personnel management methods in educational
institutions, including organizational methods, economic methods, and social
psychological methods. Organizational methods cover the method of
organizational stability influence, administrative influence method, and
disciplinary influence method. The economic method of personnel management in
educational institutions includes wages, bonuses, material rewards, fines, quota
management, fund allocation, etc. Besides, the social psychology method includes
advocacy and guidance, motivation, social support, team building and cooperation,
work atmosphere, shared vision, and other targeted individuals’ methods. In the

process of personnel management, a mix of different management approaches is
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always used to achieve organizational goals more effectively.

8. To ensure the effectiveness of personnel management, the methodical
approaches to assess the personnel management of educational institutions are
explored. This study proposes three principles of developing the assessment system
through a review of previous assessment methods, including the principle of
combination of self-assessment and other-assessment, the principle of combination
of the overall evaluation and sub-dimensional evaluation, and the principle of
combination of quantitative and qualitative evaluation. The method of the Analytic
Hierarchy Process is adopted to establish a hierarchical structure model to assess
the personnel management of educational institutions, including the target layer,
criterion layer, and index layer. The percentage weight summation method is used
to calculate the final score and the score for a single dimension of the personnel

management performance of educational institutions.
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SECTION 2. THE CURRENT STATE AND DYNAMICS OF

PERSONNELL MANAGEMENT IN CHINA'S EDUCATIONAL
INSTITUTIONS

2.1. The current state and dynamics of personnel management of

educational institutions in China

The study on personnel management in educational institutions should be
based on a comprehensive and clear understanding of the current situation of the
development of principals' managerial competence. Empirical research is the best
way to understand the overall state of principals' managerial competence.
Quantitative research methods are suitable for large-scale investigation and
prediction of research issues at the macro level, so this section adopts a
quantitative research method to examine and analyze the overall state of the
principal's management competence through a survey of the principal's
management competence.

Preparation and implementation of the survey. This section mainly adopts
two methods: the questionnaire survey method and the interview method. Among
them, the questionnaire method mainly designs questionnaires according to the
composition dimensions of the principal's managerial competence, through
surveying the principals, teachers, and caregivers' perceptions of the current
situation of personnel management, analyzing the obtained information, examining
the current situation of the principal's managerial competence, and laying the data
foundation for launching interviews and in-depth exploration of managerial
competence issues. The interview method mainly focuses on the factors affecting
the managerial competence of principals for in-depth excavation and analysis.

Purpose of the empirical study. Specifically, the study aims at three main
aspects.

Through the survey and research on the current situation of personnel
management, we examined the overall situation of the principal's managerial

competence and the development of each dimension and compared the level of
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development between the dimensions.

Analyze and discuss the relationship between the background differences of
the principals and their managerial competence, including the principals' age,
teaching experience, years of service, education, professional background, and the
economic region and geographical location of the educational institution, and
discuss whether these factors lead to differences in the principals' managerial
competence.

Based on the results of the data analysis, the background factors that have
significant differences will continue to be explored in depth in the interviews.
Based on the above analysis, the elements of the formation of principals'
managerial competence were summarized and concluded, and a model of
principals' management competence formation was constructed.

Research method. This study used a self-administered questionnaire of the
current status of personnel management in educational institutions, which started in
late October 2021 and ended in early December 2021, and the specific steps of the
questionnaire were.

An open-ended questionnaire based on the professional standards for
principals issued by the Chinese Ministry of Education was developed and
distributed to principals, teachers, and caregivers for pilot testing.

The results of the open-ended questionnaire were analyzed and a preliminary
questionnaire was developed.

The initial questionnaire was tested for expert validity, while a small-scale
questionnaire was distributed, and the questionnaire was revised for the first time
by combining the expert's opinion and the principal's opinion.

The questionnaires were distributed for trial testing, the differentiation of the
recovered items was analyzed, and the questions with item differentiation less than
0.5 were deleted.

A reliability analysis was conducted to test the internal consistency of the
questionnaire. The questionnaire was revised for the second time, a formal

questionnaire was prepared, and the questionnaire was distributed.
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Statistical analysis of the questionnaire was performed using SPSS22.0
software. Questionnaire development. The questionnaire was prepared based on
the professional standards for principals issued by the Ministry of Education of
China in 2015. The Ministry of Education stipulates that education administrative
departments at all levels should take this standard as an important basis for the
construction and management of principal teams, give full play to the leading and
guiding role of these standards, and formulate plans for the construction of
principal teams. Principal training institutions take this standard as the main basis
for principal training. At the same time, principals should use this standard as a
basic guideline for their professional development, and strive to become experts in
education and personnel management (MoE, 2015). In particular, this standard
divides the professionalism of principals into six dimensions: planning institution
development, creating organizational culture, leading childcare and education,
guiding teacher growth, optimizing internal management, and adapting external
environment, containing a total of 60 entries. The researcher designed an open-
ended questionnaire based on these six dimensions and asked the participating
principals to fill in the answers. According to the results of the open-ended
questionnaire, combined with the theoretical conceptions and reference to related
questionnaires, this study conducted the preliminary development of the
questionnaire on the current status of personnel management in educational
institutions.

First, there 1s the design of the questionnaire test items. In order to be able to
investigate the managerial competence of principals from multiple perspectives
and relatively objectively, this questionnaire surveyed two groups, including staff
(teachers and caregivers) and principals. The questionnaire consisted of two parts,
the first part was the background information of the principal and the teachers and
caregivers, which aimed to understand the basic profile of the respondents and
mainly to provide data support for the study of the relationship between
demographic variables and managerial competence of the principals. Depending on

the choice of the last question in Part I, the teachers, caregivers, and principals
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responded to a different Part II. The second part is a question developed around the
four dimensions of the managerial competence of the principal and investigates the
managerial competence of the principal from the perspectives of teachers,
caregivers, and principals based on the current management situation. The
questions in the first part are the same for teachers, caregivers, and principals,
while the questions in the second part are slightly different.

The first part of the questionnaire consisted of questions on demographic
variables, including gender, age, position, years of teaching experience, years of
service, education level, major field of study, and level and region where the
institution is located, among which the following questions were designed and
theoretically justified. In the questionnaire, question 13, "Your current position?",
was designed to filter the returned questionnaires by the subjects' choice of
position (principal and deputy principal) to ensure that the respondents were all
full-time principals, so the results of this question were not included in the later

[13

statistics. Question 8 of the questionnaire classified the principal’s “current highest
education” as ‘“secondary school (high school), college, bachelor's degree,
graduate” based on the ‘“National principal qualification duties and job
requirements (for trial implementation)”. Meanwhile, the draft education law of
China (draft for comment) in 2020 states that “the principal should have teacher
qualifications, college degree or above, more than five years of experience in
teachers or personnel management, and by the provincial education administrative
departments organized by the principal of the educational institution job training to
obtain a certificate of eligibility. The selection of basic personal information
enables further screening of the qualifications of qualified principals.

In the questionnaire for principals, question 35 on the “length of service” of
principals adopted the division of the American scholars Katz (1972) and Burden
(1979) on the stages of teacher development, dividing the length of service of
principals into four stages: 0-2 years (the initial period of employment), 3-5 years

(the consolidation period), 6-5 years (the consolidation period), and 6-6 years (the

consolidation period). years (consolidation period), 6-10 years (maturity period),
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and more than 10 years. In this study, the years of service for principals continued
this classification, but a more detailed division was made for the years of teaching
experience beyond 10 years, including 11-20 years, 21-30 years, and 31 years and
beyond.

The questionnaire was designed based on the four dimensions of the
principal's management competence, which was based on the results of open-ended
questionnaires and interviews with the principals. This questionnaire uses not only
single- and multiple-choice questions, but also Likert 5-point scale questions
(5=Totally consistent; 4=Generally consistent; 3=Half-and-half; 2=Generally
inconsistent; 1=Totally inconsistent). The higher the score represents the higher
level of principals’ managerial competence.

Expert validity analysis and small-scale pilot test. An expert validity test was
conducted on the initial questionnaire based on the four dimensions of the
principal's managerial competence. Three associate professors of management and
three doctoral students of education and psychology were invited to semantically
analyze and categorize the 100 items of the questionnaire, and then disorganize all
the items and ask the experts to divide all the items into the corresponding
dimensions according to the meaning of the four dimensions of management
competence, delete the items with ambiguous dimensional attribution, and conduct
expert validity tests on the items. In addition, three principals and three teachers
were invited to conduct a small-scale pilot test of the questionnaire to modify the
words and phrases that were not easily understood or ambiguous by the principals
and teachers, so that the questionnaire would be more consistent with the context
and reality of educational institution discourse. Through expert validity analysis
and the small-scale pilot test, the differentiation of the items included in each
dimension was made more obvious, and the expression of each item was made
more precise and easier to understand, which laid foundation for further research.

By analyzing the results, the first part of the questionnaire was changed from
15 questions to 13 questions on personal information. The second part of the

questionnaire was compressed from 35 questions to 28 questions for the principal
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and educational institution staff to answer separately about the principal's
managerial competence. The 28 questions focused on four aspects of the principal's
managerial competence, namely: the ability to plan institution development, the
ability to lead the growth of teachers, the ability to optimize internal management,
and the ability to adapt to the external environment. In addition to single- and
multiple-choice questions, Likert 5-point scale questions were also used. In the
scoring questions, the higher the score, the higher the managerial competence of
the principal. One of the questions that evaluated the principal's managerial
competence, with educational institution staff as the subjects, also focused on
leadership in child care and education, which is the competence of the principal
best known to front-line teachers. Although this is not among the four established
dimensions of the principal's management competence, it is a necessary
competence for the professionalism of the principal, who is first an educator and
then a manager. The data analysis in this section will provide visual data and
empirical support for an in-depth analysis of the factors that affect the managerial
competence of principals.

The process of conducting the study included sample selection, pilot testing
of the questionnaire, administration of the questionnaire, and implementation of
the interviews.

Trial test of samples. This questionnaire was initially developed in June
2021, and two types of validity tests were also conducted in the preliminary stage:
first, expert validity; and second, a small-scale pilot test was conducted. After the
questionnaire questions were modified, in July 2021, the researcher took the
opportunity to give training lectures to teachers in some municipalities in Henan
Province and selected 20 teachers and 2 principals to conduct an in-person
interview test, and the results showed that the questionnaire test was feasible.

At the same time, 2 respondents were randomly interviewed and both
considered that most of the questions posed by the questionnaire could be
answered, indicating that the questionnaire was ethical and the data obtained were

true. Based on the censoring process, the final official questionnaire of this study
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was formed, which consisted of 69 questions, including 13 questions in the first
part of the background information. According to the different choices of the
respondents in the first part, the second part of the questionnaire for principals was
28 questions, and the second part of the questionnaire for staff was 28 questions,
including single choice, multiple choice, and Likert 5-point scale questions, and
the questionnaire is shown in Appendix A.

Formal administration and distribution phase of the questionnaire. The
official administration of the questionnaire took place between late August and
October 2021. Before administration Based on the consideration of the principles
of hierarchical, regional, and convenient distribution of the questionnaire, five
cities in Henan Province with certain differences in economic development,
Zhengzhou, Xinxiang, Puyang, Jiyuan, and Zhumadian, were selected respectively,
and one provincial-level model educational institution, one municipal-level model
educational institution, one first-level educational institution, one second-level
educational institution, and one associate educational institution were selected
from each city, for a total of 25 educational institutions, in an effort to make the
sample selection balanced and The sample was selected to be balanced and
representative.

Due to the impact of the new crown epidemic, the questionnaire was
administered through the following means: (1) for educational institutions in the
researcher's workplace, the principle of convenience was followed, and the
questionnaire was distributed in person through the introduction of unit leaders and
colleagues; (2) the questionnaire was brought back to the principal and other
colleagues of the educational institution by teachers who were commissioned to
come to our school for study; (3) the questionnaire was distributed electronically
through the Internet to students who had graduated from our school and were
engaged in early childhood education, and educational institutions in our internship
base. (3) Through the Internet, we distributed electronic questionnaires to students
who have graduated from our school and are engaged in early childhood education,

educational institutions in our internship base, etc., and collected them through the
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Internet. A total of 420 questionnaires were distributed, 397 were collected, and
362 were valid. As we can see from Table 2.1, the number of valid questionnaires
in the five cities is approximately equal, and the return rate and effective rate of
questionnaire distribution are 94.5% and 91.2% respectively, which is in line with

the statistical principle of large sample.

Table 2.1 - Formal questionnaire distribution table (geographical area)

Region Number of issues Number of recoveries Valid number
Zhengzhou 90 83 75
Xinxiang 90 85 78
Puyang 80 76 72
Jiyuan 80 77 70
Zhumadian 80 76 67
Total 420 397 362

Source: prepared by the author

In addition, the distribution and return of questionnaires for educational
institutions of different levels are shown in Table 2.2. From the table, it can be seen
that the number of valid copies of questionnaires distributed is 75 for provincial
model educational institutions, 72 for municipal model educational institutions, 69
for first-class educational institutions, 68 for second-class educational institutions,
and 78 for parochial educational institutions, and the number of questionnaires
returned is roughly equal at the educational institution level, which also ensures a
balanced sample.

Data analysis and processing stage. A total of 420 questionnaires were
distributed in this study, and 397 questionnaires were recovered, of which 362
were valid, with an effective rate of 91.2%. All questionnaires were used for data
entry and related data analysis on SPSS 22.0, and the statistical processing was
done mainly in the following ways.

A descriptive statistical analysis was conducted to reveal the current status

of principals' managerial competence.
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Table 2.2 - Summary table of surveyed educational institutions

Campus level Number of issues | Number of recoveries | Valid number
Provincial Model Garden 90 85 75
Municipal Demonstration Garden 85 79 72
First-class garden 78 75 69
Secondary Garden 77 73 68
Para-operated 90 85 78
Total 420 397 362

Source: prepared by the author

A frequency statistical analysis of the difficulties and positive factors
encountered in personnel management was conducted to seek to break through the
bottlenecks of existing management based on an understanding of the current state
of personnel management. One-Way Analysis of Variance (One-Way Anova) was
used to examine the differences in personnel management by age, teaching age,
professional background, education, and region of the educational institution,
respectively, and post hoc multiple comparisons were conducted using LSD for
differences that reached significant levels. Factors influencing principals'
managerial competence were further explored.

The dimensions of managerial competence of principals in Henan Province
in this study were mainly classified according to the professional standards for
principals issued by the Chinese Ministry of Education. The current situation of
principals' managerial competence includes four main dimensions, including
planning institution development, guiding teacher growth, optimizing internal
management, and adapting external environment. Besides, two other dimensions
are investigated, including leading childcare and education and creating
organizational culture, to verify their relevance to managerial competence. The
researcher presents and analyzes the overall status of these four dimensions based
on the results of the questionnaire survey, and also provides an in-depth analysis of
these four dimensions based on the interview results.

Basic information about the respondents. The basic information about the

study respondents is shown in table 2.3.
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Table 2.3 - Analysis table of the basic situation of the research respondents

Variable Name Category Respondents | Proportion (%) prcogglrltlilél:l“(]‘;) )
Under 20 years old 16 4.42 4.42
21-25 years old 173 47.79 52.21
26-34 years old 94 25.97 78.18
Age 35-40 years old 48 13.26 91.44
41-45 years old 18 4.97 96.41
46-50 years old 8 2.21 98.62
51 years old and above 5 1.38 100.00
Gender Male 22 6.08 6.08
Female 340 93.92 100.00
0-2 years 77 21.27 21.27
3-5 years 191 52.76 74.03
Teaching experience 6-10 years 36 9.94 83.98
11-20 years 38 10.50 94.48
21-30 years 17 4.70 99.17
31 years and above 3 0.83 100.00
Senior teacher 4 1.10 1.10
First-grade teachers 20 5.52 6.63
Professional title Second-grade teachers 56 15.47 22.10
Third-grade teachers 6 1.66 23.76
Not yet graded 276 76.24 100.00
< 1500 10 2.76 2.76
1500-2300 127 35.08 37.85
Monthly salary income 2301-3100 115 31.77 09.61
(China Yuan) 3101-3900 55 15.19 84.81
3901-4700 16 4.42 89.23
4701-5500 21 5.80 95.03
>5500 18 4.97 100.00
Primary normal school 32 8.84 8.84
Current highest Junior college 114 31.49 40.33
education level Undergraduate 208 57.46 97.79
Postgraduate 8 2.21 100.00
Education 305 84.25 84.25
The maior of current Music 7 1.93 86.19
degree %hat obtl.:lined Fine Arts 2 0.55 86.74
Sports 1 0.28 87.02
Other 47 12.98 100.00
) , City 200 55.25 55.25
Location of educatlonal County and town 85 23.48 78.73
Institution
Rural 77 21.27 100.00
Principal 24 6.63 6.63
Current position Teachers 309 85.36 91.99
Caretaker 28 7.73 100.00
Total 362 100.0 100.0

Source: prepared by the author
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As can be seen from the table above, the respondents include educational
institution staff and principals. Among them, 93.92% of the respondents were
female, which is in line with the inherent impression of the public perception that
there are more female principals and staff. Among the educational institution staff,
the majority of teachers were young, with 47.79% of the sample choosing "21-25
years old". The percentage of the sample who chose "26-34 years old" was 25.97%.
In other words, 73.76% of the teachers were young.

In terms of teaching experience, "1-3 years" accounted for the highest
percentage, at 37.57%. In terms of professional and technical titles, 276 people in
the sample chose "temporarily unclassified", with a ratio of 76.24%, while the ratio
of senior titles was 1.10%, the lowest. The percentage of respondents earning
RMBI1500-2300 is the highest, at 35.08%. The percentage of respondents
decreases as the salary level increases.

In terms of the highest current education, 59.67% had a bachelor's degree or
higher, 31.49% had a college degree, and 8.84% had a high school or junior
college degree. At the time of obtaining their current education, 84.25% of the
respondents chose to major in education. The educational institutions where the
respondents worked were 55.25% in the city, 23.48% in the county and town, and
21.27% in the countryside. In terms of current positions held, 6.63% were
principals, 85.36% were teachers, and 7.73% were caregivers.

Therefore, in terms of age, teaching age, highest education level after teacher
training, and job title, the sample taken in this study is highly representative and is
mainly composed of young and middle-aged teachers.

Analysis of the dimensions of principals' managerial competence. SPSS22.0
statistical software was used to statistically analyze the questionnaire data, based
on the professional standards for principals, and different variables were generated
based on the questions for different groups of principals and staff, namely,
planning institution development (D1), guiding teacher growth (D2), optimizing
internal management (D3), Adapting external environment (D4), and the total level

of management competence (D). To more objectively reflect the managerial
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competence of the principal, the same dimensions have the principal evaluation
and the faculty evaluation in order to present their management status from
multiple perspectives.

Combining the above analysis of specific topics in each dimension of the
principal's managerial competence, the following comparisons were made for the
variables (D1, D2, D3, D4, and D) that have been generated among principals and

teachers, see table 2.4.

Table 2.4 - Comparison of the mean values of the dimensions of the

principal’s managerial competence

Dimensions Evaluation subjects Average value |Standard deviation
Faculty member evaluation 4.41 0.62
bl Principal evaluation 3.79 0.67
Faculty member evaluation 4.26 0.80
b2 Principal evaluation 3.93 0.70
Faculty member evaluation 4.22 0.69
b3 Principal evaluation 3.44 0.54
Faculty member evaluation 431 0.72
b Principal evaluation 3.78 0.63
Faculty member evaluation 4.30 0.63
b Principal evaluation 3.74 0.55

Source: prepared by the author

The mean score of the total level of the principal's managerial competence
was 3.74, and the mean scores of the four sub-dimensions of the principal's
managerial competence ranged from 3.44 to 3.93. The scores of each dimension
and the total level were higher than the general level, indicating that the principals
considered themselves to have a high level of managerial competence. The mean
score of the total managerial competence of the teachers and caregivers was 4.30,
and the mean scores of the four dimensions ranged from 4.22 to 4.41. The scores

of all dimensions and the total level were higher than the general level, indicating
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that the management level of the principals was generally higher. The respondents
of this questionnaire mainly came from educational institutions in our internship
base, as well as teachers and principal training bases, etc. The quality of the
principals and teachers who participated in the survey was generally good, which
may be one of the reasons for the high level of leadership of the principals in this
survey.

The highest score of 3.93 was based on the mean of the principal evaluation
of managerial competence, with the following dimensions in descending order:
Dp2 > Dpl > Dp4 > Dp3. The highest score for the faculty evaluation of the
educational institution's management status was 4.41 based on the mean
comparison, and the dimensions in descending order were Dfl > Df4 > Df2 > Df3.
According to the principal evaluation and the faculty’s evaluation, the lowest score
for both was D3, which means that principals need to improve internal
management the most. The principals generally felt that they did the best job in D2
and scored the highest. However, the faculty evaluation ranked third, which is a big
difference from the principal evaluation. The analysis of the specific topic
descriptions for each dimension is as follows. In terms of planning institution
development, the items involved in the questionnaire and corresponding variable

numbers are shown in table 2.5.

Table 2.5 - Variables and items for the dimension of planning institution

development

Dimension Items in the questionnaire

Principal questionnaire:
* 14. Master the national education policy and relevant laws and regulations, and
|be familiar with the relevant policies of education. (Dpl-1)
* 15. Organize experts, staff, and parents to participate in the institutions'
development plan. (Dp1-2)
o * 29. Involve the staff in personnel management and decision-making, and
Institution | .
implement democratic management. (Dp1-3)
development - -
Faculty member questionnaire:
(D1) ) . .. . :
* 14. Implement the national education policies and comply with education laws
and regulations. (Df1-1)
* 15. Participate in the development plan of the educational institution.(Df1-2)
* 31. Develop the plan of phased educational activities and a specific program of
activities for the class. (Df1-3)

Source: prepared by the author

Planning
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The mean values of the principal evaluations were 3.96, 3.67, and 3.75,

respectively, based on the specific topics identified. The lowest score was Dpl-1,

as shown in figure 2.1,
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Figure 2.1 - Comparison of principal evaluation among different items
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As shown in figure 2.2, 338 faculty members rated themselves as being able

to participate in the development planning of educational institutions with scores of

4.22 or higher. Among them, the highest score was Df1-1 and the lowest score was

Dfl-2. Combining the principal evaluation questionnaire and the faculty

questionnaire, the best performance in planning institution development is Dp2-2

in principal evaluation, and the best performance is Dfl-1 in faculty evaluation,

although the average values of the two are slightly different. In personnel
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management, the ability to mobilize all parties to contribute ideas and participate in
the institution development is also an important point in the democratic

management of educational institutions.
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Figure 2.2 - Comparison of faculty member evaluation among different items

Source: formed by the author

In terms of guiding teacher growth, the items involved in the questionnaire
and corresponding variable numbers are shown in table 2.6. The overall mean
score of the principal evaluation questionnaire was above 3.7. The first two items
that the principals thought were the best were Dp2-2 and Dp2-3. The two items
with the lowest scores were Dp2-4 and Dp2-5. In interviews with principals, all
three principals said that they supported professional training and further study as
an important way to improve the professionalism of teachers. However, with the
liberalization of China's "three-child policy" and the presence of a large number of
teachers of childbearing age, combined with the mobility of existing teachers, the

principals were caught in a conflict.
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Table 2.6 - Variables and items for the dimension of guiding teacher growth

Dimension Items in the questionnaire

Principal's questionnaire:

* 19. Focus on recommending excellent spiritual and cultural works and classical
[reading materials for young children to teachers. (Dp2-1)

* 21. Make professional evaluations and provide guidance on the educational
[philosophy and behavior of teachers. (Dp2-2)

* 23. Pay attention to the physical and mental health status of teachers. (Dp2-3)

i‘:fﬁ:rg * 24. Support teachers to participate in professional training and further studies.
(Dp2-4)
gz}o)\;’;h * 25. Develop professional development plans appropriate to different levels of

[teachers. (Dp2-5)

Faculty member questionnaire:

* 18. Experience in attending professional training and further study outside or
online within the past year. (Df2-1)

* 22. Get a sense of accomplishment in work. (Df2-2)

* 25. Have a plan for professional development in work. (Df2-3)

Source: formed by the author

The main concern of the principals is that the number of female teachers and
the number of maternity leave teachers has increased the shortage of teachers. If
the teachers go for training, not only will the original work of the educational
institution be affected, but more importantly, the idea of teachers going for
preparation and entering better educational institutions will increase after
professional in-service training. This will invariably increase the mobility of
teachers and the existing staff will suffer some impact. In addition, the existing
educational institution teaching order has already been affected to some extent due
to the cumbersome administrative matters and the new crown epidemic. In
particular, one of the private principals interviewed mentioned that "under the
impact of the new epidemic in the past two years, the survival of private
educational institutions has faced serious challenges, and it is not easy for them to
function normally, so the management of educational institutions is mainly focused
on crisis and emergency management, and there is no extra time and energy to
develop professional development plans for different levels of teachers ".

The lowest score in the faculty evaluation of the principal’s leadership in

teacher growth was Df2-3. In the interviews with three teachers, two of them
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indicated that they did not have a clear professional development plan, mainly
because of the tedious educational institution routine and administrative checks.
Although educational institutions run half-day shifts, half of which must also be
spent in educational institutions preparing lessons or doing other work, the daily
work of educational institutions is already exhausting, and the lack of freedom in
working hours also leaves no time to think about their professional development in
addition to their daily educational.

Based on the survey and interview results of the principal, the principal
believes that Dp2-5 is the most inadequate in leading the professional growth of
teachers. This is in line with the feelings of teachers. Therefore, in the management
of educational institutions in Henan Province, the development of professional
development plans for teachers at different levels is a shortcoming that needs to be
strengthened. How principals can enhance the internal motivation of teachers and
the spontaneous development of professional development plans suitable for them
by teachers is also an area that principals need to focus on.

In terms of optimizing internal management, the items involved in the

questionnaire and corresponding variable numbers are shown in Table 2.7.

Table 2.7 - Variables and items for the dimension of optimizing internal

management

Dimension  [ltems in the questionnaire

Principal's questionnaire:

* 26. Anticipate and skillfully handle various conflicts in the garden. (Dp3-1)

» 27. Establish clear and reasonable rules and regulations suitable for educational
institutions. (Dp3-2)

* 34. The educational institution has a low turnover rate and stable staff over
[time. (Dp3-3)

Optimization
of internal
|management
(D3)

Faculty member questionnaire:

* 17. Participate in the management of the day-to-day affairs of the educational
institution. (Df3-1)

* 26. The existing daily regulations and management system of the educational
institution is clear and reasonable. (Df3-2)

* 27. Be familiar with the safety emergency plan of educational institutions and
[master the basic methods of safety protection and rescue for children. (Df3-3)

* 29. The existing salary and benefit system of the educational institution is clear
and reasonable. (Df3-4)

Source: formed by the author
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The principal evaluation questionnaire scored no more than four points
overall, with the lowest overall score compared to the previous one on planning
institution development and leading teachers' growth. The principals thought that
they did the best job in management in Dp3-2 and the lowest score was Dp3-3.

In the faculty evaluation result, the highest score was for Df3-3. In Chinese
educational institutions, safety is always the priority. In the daily education and
teaching activities, educational institutions have "fire drills" and "earthquake drills",
and teachers have mastered the basic methods of child safety protection and rescue.
The Ministry of Education of China has issued an official guideline document and
manual, "Technical Program for Prevention and Control of New Pneumoconiosis
in Child Care Institutions in the Spring Semester (3rd Edition)", for the sudden
outbreak of New Pneumoconiosis. The manual provides detailed instructions on
preparation before the opening of educational institutions as well as monitoring
and alerting and health reporting after the opening of educational institutions. It
also laid the foundation for educational institution staff to be familiar with the
safety emergency plan for educational institutions.

In the faculty evaluation, the lowest score was Df3-4, but the highest score
was Dp3-2 in the principal evaluation. There are some discrepancies between the
two evaluations. According to the survey on the basic conditions of the staff,
among 338 staff members (teachers and caregivers), the top three-monthly salaries
(China Yuan) were 1,500-2,300, 2,301-3,100, and 3,101-3900. The proportions
were 37.57%, 31.66%, and 15.68%, respectively. In other words, 84.91% of
teachers' salaries are not more than four thousand dollars. In the questionnaire, I set
up a multiple-choice question, the stem of which was "Your unit has paid for you",
and the options were: pension insurance, medical insurance, unemployment
insurance, work injury insurance, maternity insurance, housing fund, and none of
the above. Among them, 196 people, or 57.99%, chose educational institutions that
have paid medical insurance. The number of those who chose to have paid pension
insurance was 192, accounting for 56.80%. The number of people who chose to

pay work injury insurance was 174, accounting for 51.48%. The number of people
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who chose to pay unemployment insurance was 161, accounting for 47.63%. The
number of people who chose to pay maternity insurance was 154, accounting for
45.56%. The number of people who chose to pay housing funds was 97,
accounting for 28.70%. The number of those who chose not to pay all of the above
was 121, accounting for 35.80%. As the basic rights and interests of the staff, the
"five insurance and one fund" is the basic welfare system to protect the staff, but
the percentage of those who did not pay any of the "five insurance and one fund" is
35.80%, which is very high. These data indicate that the lack of attractiveness of
the educational institution's salary and welfare system to teachers is one of the
main reasons why teachers leave or have the intention to leave. Only in this way
can excellent preschool teachers be attracted and retained. is an effective way to
prevent teacher turnover (Stoyanets & Xia, 2019).

In terms of adapting external environment, the items involved in the

questionnaire and corresponding variable numbers are shown in table 2.8.

Table 2.8 - Variables and items for the dimension of adapting external

environment

Dimension Items in the questionnaire

Principal's questionnaire:
* 17. Focus on promoting the philosophy of the school to parents and gaining
support. (Dp4-1)
* 18. Pay attention to the creation of educational institution environment, and
Iplay the role of environmental education. (Dp4-2)
* 30. Encourage and organize teachers and students to participate in community
charity activities. (Dp4-3)
Adapting |* 31. Be good at seeking social resources outside the school to promote
external [educational institution development. (Dp4-4)
environment |[* 32. Focus on the use of information media and other means to achieve multi-
(D4) channel home communication. (Dp4-5)
Faculty member questionnaire:
* 20. Focus on the use of information media and other means to achieve multi-
channel home communication. (Df4-1)
* 32. Regularly use the resources of the family and community for educational
activities. (Df4-2)
* 33. Emphasis is placed on establishing a mechanism of cooperation with family
[by means of parent open days and parent-child activities. (Df4-3)

Source: formed by the author
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A minimum score of 3.63 was found in the principal evaluation
questionnaire by comparing the mean scores, which was Dp4-1. The maximum
score for the principal evaluation is 3.88, which includes Dp4-3, Dp4-4, and Dp4-5.
This shows that leaders can mobilize various external forces for institutional
development. However, in the areas of Dp4-1 and Dp4-2, it is necessary for the
principal not only to pay attention to the philosophy, but also to have certain
managerial competence and skills, and to make use of the strength of the staff to
truly play a nurturing role in the environment. In order to truly play the role of
environmental education, and to gain parental support for the philosophy of
educational institutions.

In the faculty evaluation questionnaire, the scores in descending order were
Df4-1>Df4-2>Df4-3. The first two high scores also focus on the adaptation of the
external environment in terms of philosophy, which coincides with the results of
the principal evaluation. What the staff felt needed to be improved remained at the
behavioral level, i.e., the need to regularly use the resources of the family and
community for educational activities.

Combining the results of the interviews with principals, two of them
identified the same dilemma in the management of educational institutions. In
recent years, due to the epidemic, it has been difficult to conduct activities offline
using family and community resources because there are so many safety factors to
consider. While it is easier to conduct educational activities online using family
resources, it is difficult to do so at the community level. This is mainly due to the
fact that the community has a large scope of jurisdiction and has no time for
cooperation with educational institutions. It can be seen that in adapting to the
external environment, principals need to actively overcome difficulties and
consistently adhere to behaviors, in addition to paying attention to concepts and

ideas.
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2.2. Diagnostics of the personnel management system of educational

institutions in China

To explore the factors influencing the managerial competence of principals,
this study specifically analyzed the relationship between the managerial
competence of principals and the demographic variables through the results of the
principals' questionnaire. The results of the data analysis showed that there were
varying degrees of differences in the managerial competence of principals in terms
of age, teaching experience, highest current education, and professional
background.

Analysis of age differences in management competence. One-way ANOVA
was used to examine the differences in the management competence of the
principals by age, as shown in table 2.9. The results showed that the P-values for
the principals by age was greater than 0.05 for Dpl, Dp3, and Dp4, implying that
there was no difference. Whereas, the p-value for age in terms of Dp2 was less
than 0.01, implying a highly significant difference in terms of Dp2 for principals of
different ages. Further comparison shows that in terms of Dp2, the scores were
from highest to lowest: 41 years and above > 26-34 years > 35-40 years > 21-25

years.

Table 2.9 - Age differences in principal management competence

_ _ Age (mean =+ standard deviation)

Dimensions 21-25 26-34 35-40 >40 F P
Dpl 3.00+0.00 3.93+0.37 3.74+0.75 4.33+0.00 | 1.918 | 0.159
Dp2 3.00+0.00 4.12+0.18 3.79+0.67 4.93+0.12 | 5.849 | 0.005**
Dp3 3.00+0.00 3.60+0.37 3.524+0.55 3.11£0.77 | 1.105 | 0.370
Dp4 3.00+0.00 3.64+0.33 3.86+0.73 4.20+0.00 | 1.768 | 0.186

* p<0.05 ** p<0.01
Source: prepared by the author

Analysis of teaching age differences in management competence. A one-way

ANOVA was used to examine the differences in the management competence of
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the principals by age, as shown in table 2.10. The data showed that the age of the
principals did not differ for both Dp3 and Dp4 (p>0.05). The teaching experience
of the principals showed significant differences for both Dpl and Dp2 (p<0.05).
By specifically comparing the differences in means, in Dpl, the mean value of
principals with different teaching ages in descending order were: 21 years and
above, 3-5 years > 6-10 years > 11-20 years > 0-2 years. For Dp2, the mean value
of principals with different teaching experiences was in descending order, 21 years
and above > 3-5 years > 6-10 years > 11-20 years > 0-2 years. Combining the
results of these two comparisons, principals with 21 years or more of teaching
experience had the highest mean value in both Dp1 and Dp2. In contrast, principals
with less than two years of teaching experience (principals who have just started

their educational institutions) scored the lowest on these two dimensions.

Table 2.10 - Teaching age differences in principal management competence

) . Teaching age (average)

Dimensions 50T 355 6-10 11-20 20 F P
Dpl 3.00 4.33 3.97 3.33 4.33 3.175 | 0.037*
Dp2 3.00 4.20 3.93 3.70 4.93 4.047 | 0.015%*
Dp3 3.00 4.00 3.50 3.56 3.11 1.002 0.431
Dp4 3.00 4.00 3.78 3.80 4.20 1.154 0.362

* p<0.05 ** p<0.01
Source: prepared by the author

Analysis of education level differences in management competence. A one-
way ANOVA was used to examine the differences in the managerial competence of
the principals with different educational levels, as detailed in table 2.11. from the
table, it is clear that the highest educational level of the principals showed
significant differences (p<0.05) for the Dp2 aspect of their managerial competence.
By specifically comparing the differences in the means, in terms of Dp2, the scores
of garden principals with different degrees were, in descending order, college,
graduate, and bachelor's degree. In terms of Dp2, principals with college degrees

scored the highest, followed by those with graduate degrees, and again those with
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bachelor's degrees. Combined with the factor of the principal's teaching experience,
the principal with a college degree has the longest teaching experience and
extensive management experience. The theoretical knowledge of the principals
with postgraduate degrees is richer and their research literacy is higher, which is

also conducive to their professional growth as leading teachers.

Table 2.11 - Degree differences in principal management competence

. . Current highest degree that obtained (average)
Dimensions F p
College Undergraduate | Postgraduate
Dpl 4.33 3.58 4.06 2.542 0.103
Dp2 4.93 3.75 3.90 4.848 0.019*
Dp3 3.11 3.49 3.50 0.645 0.535
Dp4 4.20 3.61 4.00 1.631 0.220

* p<0.05 ** p<0.01
Source: prepared by the author

Analysis of professional background differences in management competence.
One-way ANOVA was used to examine the differences in the management
competence of principals with different professional backgrounds, as shown in
table 2.12. The results showed that there was no significant difference (p>0.05) in
the Dp3 dimension for the major studied when the principal obtained her current
degree, but there was a significant difference (p<0.05) in the dimension Dpl. There
was a highly significant difference (P<0.01) in the Dp2 and Dp4 dimensions for
the major studied when the principal obtained her current degree. By comparing
the differences in the means, it can be seen that in the Dpl and Dp4 dimensions,
the professional backgrounds in descending order of scores were: education > art >
music > other. In the Dp2 dimension, the professional background of principals in
descending order of scores was: art > education > music > other. It is clear from
the comparison that principals who graduated from education majors have obvious
advantages in personnel management, compared with art, music, and other majors,
education majors will offer management courses such as personnel management in

addition to education and other professional courses. In terms of Dp2, the highest
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scores of principals graduated from art majors are probably related to their being

art majors and having some creativity in leading teachers' professional growth.

Table 2.12 - Professional background differences in principal management

competence
) ) The major of current degree that obtained (average)
Dimensions : ; ; F p
Education Music | Fine Arts Other
Dpl 4.58 3.67 4.33 3.53 4.572 0.014*
Dp2 4.50 4.00 5.00 3.63 5.368 0.007**
Dp3 3.75 3.33 2.67 3.49 2.226 0.117
Dp4 4.65 3.80 4.20 3.49 6.717 0.003**

* p<0.05 ** p<0.01
Source: prepared by the author

With the deepening of the principal system, the call for the principal's career
to move from quasi-professional to professional has grown stronger. The
professionalization of the principal requires the principal to master the
organizational management knowledge and abilities, but also to be familiar with
the professional knowledge of educational institution care and education. The
degree of mastery of professional theoretical knowledge is a reflection of the
theoretical training level of the principal, which is the foundation of his or her
development. Only by profoundly mastering professional theoretical knowledge
can they consciously integrate it into their practical work, realize the organic link
between theory and practice, use theory to guide practice, and promote the
understanding of theory through practice (Lv & Yang, 2011). The influence of a
principal's professional background on his or her level of managerial competence
may be due to the fact that principals with a background in education are better
able to take on the role of "chief teacher", i.e., "teacher's guide", which can be
directly or indirectly translated into the promotion of These can be directly or
indirectly translated into the ability to promote institution development. Based on
their rich theoretical knowledge, they can better understand the true meaning of

early childhood education, plan institution development based on scientific
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education concepts, and lead teachers to set appropriate educational goals.

Analysis of regional differences in management competence. One-way
ANOVA was used to examine the differences in the management competence of
principals across geographic regions, as shown in Table 2.13. The results showed
that there was no significant difference between principals across geographic
regions in D3 and D4, with p-values of 0.569 and 0.273 (p> 0.05), respectively.
There was a significant difference in Dpl and Dp2 between principals from
different regions with p-values of 0.025 and 0.039 (p<0.05), respectively, and the
mean values were higher in urban than in rural areas. That is, principals in different
geographical areas are higher in urban than rural areas at D1 and D2 levels. The
reason for this is that there is still a significant urban-rural dichotomy in China,
which also shows that urban areas are better than rural areas in all aspects of
development. As with economic regions, cities and towns are more likely to attract
talented people to work in educational institutions than rural areas. At the same
time, many college students are reluctant to work in rural areas after graduation,
which delays the improvement of the rural educational institution teaching force
and correspondingly reduces the pool of excellent principals in rural areas. In
addition, compared to urban principals, rural principals have relatively fewer
opportunities for training and learning, which also makes them lack strong follow-

up support and resources to supplement their professional growth.

Table 2.13 - Region differences in principals' management competence levels

Region of the educational institution (mean + standard
Dimensions deviation) F p
Cities and towns Rural
Dpl 3.96+0.68 3.28+0.25 5.761 0.025%*
Dp2 4.10+0.69 3.43+0.46 4.797 0.039*
Dp3 3.41+0.52 3.56+0.62 0.335 0.569
Dp4 3.87+0.66 3.53+0.52 1.265 0.273

* p<0.05 ** p<0.01
Source: prepared by the author

The influence of personal experience on principals' management competence.
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In order to deeply analyze the managerial competence of principals, the author
used the interview method on top of the questionnaire to explore the factors
influencing the principals' managerial competence. Through in-depth interviews
with the principals, this study forms a close relationship between the principals'
management competence and the organizational environment and daily events of
the educational institution and to gain a deeper understanding of the values and
emotional feelings behind the principals' management behaviors. The interviews
were conducted in the following steps: first, interview design, which is the
selection of interviewees and the design of the interview outline; second, interview
implementation, which is the core and key of the interviews, by agreeing on the
interviewees, conducting interviews, and collecting the information needed for the
study; organizing the interview data, which mainly refers to converting the audio
data into text data and coding the text data. Finally, the interview data is analyzed
and summarized to draw conclusions.

In order to obtain richer interview data, non-probability sampling was used
for the selection of interviewees, specifically "purposive sampling", that is, the
interviewees were selected according to the purpose of the study, and those who
could provide the greatest amount of information for the research questions were
selected. In this study, the interviewees were mainly from educational institutions
in our internship sites and township educational institutions, and the overall level
of the interviewees was high. A combination of peer nomination and training center
recommendation was used for the specific operation, and three principals were
finally selected as interviewees based on full consideration of their situation and
the characteristics of their educational institutions.

The interviews began in late November 2021 and ended in late December
2021. The author conducted one-on-one on-site interviews with the interviewed
principals, each interview lasting about 1.5 hours, in an undisturbed office. The
author mainly used semi-structured interviews, which were open and flexible, and
the interviews mainly covered the key elements and difficulties of the principal's

managerial competence. The interviews mainly covered the following (see



132

Appendix 2 for the specific interview outline):

. Teaching and administrative experiences before becoming the principal;

. The development history of the educational institution;

. The things that were done successfully in the management of the
educational institution;

. The factors influencing the management of the educational institution;

. The problems or confusions encountered in the management practice.

At the beginning of the interview, the author first explained to the
interviewee the purpose of the interview, the general content, and the use of the
interview data, and promised that the information obtained would be kept strictly
confidential to dispel the interviewee's concerns. Before the interview, the
interviewees were asked whether they agreed to be recorded and whether their
wishes were respected. The interview was conducted mainly around a pre-drafted
interview outline, which was adjusted according to the content of the interviewee's
answers and the specific situation so that the interview process was not completely
confined to the content of the interview outline and the order of questions. During
the interview, the author tried to remain neutral and objective when asking
questions, avoiding subjectivity and bias and asked follow-up questions about the
content or valuable "points" that I did not understand during the interview. At the
end of the interview, the author thanked the interviewees and gave them the books
they needed or management books, and all the interviews were completed in a
pleasant atmosphere.

After the interviews were completed, the researcher organized the interview
data in a timely manner. For the contents recorded by transcription, the researcher
generally transcribed them into electronic text on the same day or the next day to
ensure that the primary notes were organized and supplemented with important
information that was not recorded in time on the spot before the memory faded.
For the recorded interviews, the researcher performed word-for-word transcriptions
and organized them into electronic textual materials for later analysis and research.

In order to follow the ethics of scientific research, the researcher presented the
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names of the interviewed principals in the form of codes. The specific coding of

the information obtained from the interviews was as follows, see table 2.14.

Table 2.14 - Basic information of the interviewed principals

Finally . L Total of
Nol Gender | Academic Major Teaching S.erV1ce life | Nature of the Region | faculty [Number of
! . age  |with the post garden classes
qualifications number
L1 | Female | Postgraduate| Education 10 5 grlvate City 78 15
arden
L2 |Female [ College |- Childhood) 5, 18 | Public Parks | City 92 20
L3 | Male College Management 14 13 Private Rural 33 9
Garden

Source: prepared by the author

Before conducting the interviews, the researcher focused on selecting
principals with different characteristics and backgrounds as interviewees, but
considering the correlation between the level of principals' managerial competence
and their individual growth experiences, the author believes that it is necessary to
understand this aspect of the principals' information in detail so that the practical
performance and influencing factors of principals' managerial competence can be
better analyzed. The following are the teaching and administrative experiences
mentioned by several principals in the interviews.

L1: After graduating with a master's degree in 2010, she worked as a teacher
in a provincial model educational institution in Henan Province. In 2015, she quit
her job at an educational institution. In 2016, she started a private educational
institution with her funds and began working as the principal.

L2: She graduated from a secondary teacher training school in 1990,
majoring in early childhood education. After graduation, I joined my current
educational institution as a teacher. Later, she received a college degree through
continuing education. Due to her outstanding performance, she was promoted to
the position of principal of an educational institution in 1999, deputy principal in
2002, and principal of the provincial model educational institution in 2004.

L3: She graduated from a secondary teacher training school in 2003 with a
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major in general teacher training. Later, she went through further education, and
her highest degree was a bachelor's degree. After graduation, he worked as an
elementary school teacher for three years. In 2007, he and his wife started a private
educational institution with their funds and began to work as the principal of the
educational institution.

All three of the garden principals interviewed had more than 10 years of
teaching experience and all had to experience as front-line teachers. Both
principals L1 and L3 had worked in other organizations before assuming the
position of principal.

In 2020, the Ministry of Education of China released the Draft Law of China
on Education (Draft for Public Comments), which proposed, For the qualifications
of principals, China has implemented a qualification system for principals.
Principals should have a teacher qualification, a college degree or higher, more
than five years of experience as a teacher or educational institution manager, and a
certificate of qualification from the training for principals organized by provincial
education administrative departments.

The national principal qualifications, responsibilities, and job requirements
(for trial implementation), the qualifications of the principal, in addition to the
educational requirements, in terms of work experience as follows, model
educational institution and township center principal has more than five years of
early childhood education work experience and has an elementary school,
educational institution senior teacher position. Other principal should have some
early childhood education work experience and has an elementary school, or
educational institution first-class teacher position. The work experience of
principals before they take office can be divided into front-line teaching experience
and administrative work experience, which help them accumulate front-line
teaching experience and middle management experience, laying a good practical
foundation for them to exercise leadership.

First, frontline teaching experience has an impact on the managerial

competence of the principals. After analyzing and summarizing the background
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information of the principals, we can see that all three principals have front-line
teaching experience and are all key teachers. As principals, only when they are
familiar with the teaching work of educational institutions and have excellent
professionalism can they clearly and accurately establish the philosophy and
development goals of educational institutions, better control and organize the work
of educational institutions in an orderly manner, and promote the rapid
development of educational institutions. The following interview data of the three
principals confirm this point.

L1: When I was studying at the graduate level, I became interested in
educational institution teaching activities through daily visits to observe
educational institutions. After graduation, I also hesitated about whether I needed
to take the preparation exam to enter a university as a teacher. However, at that
time, I was already over 30 years old, and because of the age limit, I could not pass
the exam to enter a career unit like a university. I quickly adjusted my mentality
and joined a provincial model educational institution in Zhengzhou to be a teacher.
In the front-line teaching, I got a deeper understanding of Waldorf and Montessori
teaching. Combined with my understanding of education and the fact that the state
had a good policy that said every residential neighborhood should have at least one
educational institution attached to it, I saw a great opportunity. My family is in
good condition, and my husband and family gave me a lot of support in renting the
space in the neighborhood and going to the relevant education department for the
relevant procedures.

L2: I joined my current educational institution after graduating from
secondary school in 1990. When I joined before, our educational institution was
not a provincial model educational institution, but only an educational institution
attached to a university. In my ninth year on the job, I was promoted to the position
of principal of the educational institution, and in 2002 I was promoted to the
position of deputy principal, and in 2004 1 was appointed to the position of
principal. Our educational institution is now a provincial model educational

institution, and because it is an educational institution affiliated with a university,
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we are mainly responsible for enrolling the children of university teachers and for
enrolling the children nearby, but the main thing is to ensure that the children of
university teachers are enrolled in the educational institution.

L3: Previously, I studied general teacher training in middle school, and did
not study teaching. At that time, our school's training goal was to train qualified
rural elementary school teachers. I graduated in 2003, and the state assigned jobs
for secondary school students who graduated before, but our class, we needed to
find our jobs. After graduation, I went to teach in a township elementary school as
a physical education teacher, including teaching work in elementary school and
teaching physical education in educational institutions. In 2006, with the support of
my family, I opened an educational institution in my village, which was also short
of funds at that time, and the educational institution was a family courtyard type.
After I got married, my wife and I ran this educational institution together, and it is
only now that it is slowly growing ......

The L1 principals interviewed by the author had specifically mentioned that
the principal is not only an administrative position, but it represents professional
leadership, and it is difficult to play a real leading role if you know nothing or little
about the knowledge and cutting-edge issues in the field of education. The three
principals' front-line educational institution teaching experience also makes it
easier for them to understand the needs of staff, children and parents after
becoming principals, and to pay more attention to their interests and feelings, so
that they can provide them with effective support and assistance in a timely manner.

Secondly, administrative work experience and professional background have
a positive impact on the managerial competence of the principal. As a principal, in
addition to being familiar with education and teaching, her management also
includes setting educational institution development goals, creating good
organizational culture, communicating with staff, handling internal affairs, and
coordinating resources outside the educational institution. The professionalization
of the principal is a process of renewal, evolution, and enrichment of the principal's

internal professional structure, in which the principal transforms from the role of
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teacher to that of manager and leader. In China's public educational institutions,
principals are generally selected from a pool of teachers with extensive experience
in front-line teaching. It is difficult for an ordinary front-line teacher to be
promoted directly to the position of principal, and he or she is usually promoted to
the middle-level leader first and then to principal. In the author's interview with the
L2 principal, she found her previous administrative experience to be very helpful.
Because of her previous work as a principal of childcare, she had a more
comprehensive and in-depth understanding of front-line teaching and childcare in
educational institutions, and she performed more comfortably in leadership
practice and had a better understanding of the needs of teachers and other middle
managers.

There are two main ways to appoint a principal to a private educational
institution. One is an educational institution founded on the basis of legal policies,
etc., and the founder can become the principal directly if he or she meets the
criteria for the post of principal. The other is an educational institution founded by
another group or entity, where the board of principals, etc., discusses who to
appoint as the principal, and these principals include key teachers, retired
principals of other educational institutions, and retired elementary school
principals, etc., without being bound to a hierarchical rise in administrative rank.
The two private educational institutions selected for this study were one in an
urban area and one in a rural area. The principals of both educational institutions
belong to the first category, founding their educational institutions and serving as
principals themselves. In the author's opinion, this would give the principals more
relative autonomy. These two private educational institutions have been able to
maintain good operations within educational institutions despite the New Crown
epidemic and other circumstances, which are inseparable from the efficient
management of the principals. However, during the interviews, both L1 and L3
principals reported that they experienced a certain period of adjustment and
frustration after becoming principals due to their lack of administrative work

experience.
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L1: Since I studied education as a graduate student and have been to many
educational institutions for observation, I was quite comfortable with classes and
parents when I was a front-line teacher. In the past, my main focus was on teaching,
and I did not hold any administrative positions. When I started my educational
institution, I had to be more artistic in the way I dealt with problems and managed
teachers, and I still needed to grow in this regard. After becoming the principal of
the educational institution, I mainly brought teachers together to do garden-based
teaching and research in the process of building the garden-based curriculum. I
watched a teacher's lecture and presentation with the teachers who participated in
the study and then organized reflections and presentations on the activities we had
just done. Finally, I will guide and summarize the activity and the teachers'
presentations from multiple perspectives to promote their professional
improvement. In terms of personnel management, I will actively participate in any
meetings and lectures related to principal training. After exchanging with other
principals, it was a great improvement for myself.
L3: I became a principal directly from an elementary school teacher. I started
a family garden educational institution with a total of five or six principals and
teachers. At the beginning of the educational institution, I found it more difficult to
communicate with my parents, the loss of teachers, and how survive in a small
private school. I had some theoretical support because I had studied a college in
management before. For the practical difficulties I encountered, I added a QQ
group for principals to exchange ideas, and in the past few years, I have added
some WeChat groups. When I encountered problems, I could communicate and
exchange with other principals, and I grew a lot of experience. During the new
epidemic, there were some free remote lectures on the Internet, and I listened to
them when I had time, which helped me.
According to the results of the interviews with the three principals, they all
agreed that administrative experience and professional backgrounds related to
education and management contributed to the level of managerial competence.

Professional backgrounds help principals to have a deeper understanding of
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professional knowledge, use professional skills, and guide teachers in education
and teaching. Knowledge is the basis of competence, and deep cultural literacy can
make the principal wiser and more vigorous. Professional subject knowledge helps
the principal implement management under the guidance of scientific educational
philosophy, and also helps establish the principal's professional authority to better
influence and lead the staff in their work and effectively achieve leadership of the
educational institution. On the other hand, the existing administrative experience
helps the principals to accumulate rich management experience, which helps them
to become more familiar with the organizational structure and operation system of
educational institutions faster, so that they can be more competent in personnel
management. Although the two private principals had no relevant administrative
experience prior to starting the educational institution, they both demonstrated a
strong learning ability after assuming the principalship. Moreover, both principals
were very willing to communicate with other peers, and the author believes that
this awareness of lifelong learning and communication skills had an equally

positive impact on the sustainability of their management competence.

2.3. Analysis of influencing factors on personnel management of

educational institutions in China

Management is essentially a process of interaction and influence, and the
principal's management of the educational institution is necessarily a process of
interaction and influence with the staff, parents, and the organizational context. An
excellent principal, with excellent management competence, must also take into
account the organizational environment, staff quality, and physical conditions of
the educational institution in the management process, and sometimes some
problems with these factors can hinder the principal's management competence to
some extent. According to the compilation and analysis of the interview data, the
personality qualities of principals are one of the dominant factors affecting the

personnel management of educational institutions. Besides, the influencing factors
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of personnel management also come mainly from the professional quality and
attitude of teachers, the administrative intervention of superior administrative
departments, and the professional knowledge and competence of principals.

The influence of personality qualities of principals. Since the 1980s,
charismatic leadership theory has been gaining attention, which means that leaders
use their charisma to attract and infect followers, and lead them to achieve
organizational goals together. Compared to power leadership, a leader with good
personality qualities can use his or her charisma to lead the organization's members,
which is more beneficial in this era of change. Good personality qualities also
contribute to the principal's ability to manage. Specifically, the principal's
personality qualities are mainly related to personality traits and moral qualities.

First of all, personality traits have a certain influence on the managerial
competence of the principal. Personality is a relatively stable and consistent
psychological characteristic of an individual's personality in the face of reality,
reflecting the individual's attitude toward reality and the world around him or her,
and expressed in words and actions. Each person's personality has many
characteristics, and the main focus here is to explore the common personality
characteristics of outstanding gardeners. The interview data were compiled, and
the descriptions of the principal of the individual and the personality traits shown
in handling things were analyzed in frequency, and summarized to include the
following aspects: cheerfulness, patience, affability, enthusiasm, persistence,
aggressiveness, etc.

L1: I have a cheerful and lively personality, and I like to chat with the
educational institution staff, not only about work but also about life. I also listen
patiently to the teachers' problems in their lives and try my best to help them solve
them. In addition to consulting with other principals in the principal's group, I also
consult with my graduate student mentor regularly for any problems I encounter in
educational institutions. My graduate student mentor also comes to the educational
institution regularly to give talks to parents about their childcare problems. I also

invite my graduating students to come to the educational institution for the
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internship, and for those who perform well, I will hire them at a high salary to
teach in the educational institution.

L2: In my usual contact with teachers, I do not see myself as a leader, but as
a friend. Sometimes teachers have certain emotions, and I try to understand them.
Most of the teachers are female and often face the double pressure of work and life.
After work, our educational institution will organize some activities, and [ will
enthusiastically participate in them, such as the floral training activities on March 8
Women's Day, and handicraft activities, which can release the pressure on female
staff on the one hand and increase the cohesion of the team on the other.

L3: In the years when I first started the educational institution and faced a
big survival crisis, I said to several teachers that our educational institution must
have its strengths. The educational institution must not only survive, but also run
ahead of other village-run educational institutions. My wife and 1 would often
organize other teachers to learn, including participating in some competitions held
by the township education and research center and actively organizing the annual
June 1 Children's Day program rehearsal ...... Although the educational institution
is developing well now, it has encountered new bottlenecks during the new crown
epidemic in the past two years. During the suspension period, we were able to
figure out how to interact better with children and parents online, what software to
use, and which format to use, while learning from other educational institutions on
our own. Fortunately, our educational institution was not defeated by the epidemic,
and i1t was a great relief to me that [ never gave up my ideal of running a good rural
educational institution ......

An affable and communicative principal is more likely to get closer to
teachers, understand their ideas and dynamics, and achieve democratic
management; an enterprising principal is more likely to be a change agent, set new
goals for institution development, and encourage teachers to innovate. In short, a
principal with good personality traits can make the staff feel that the educational
institution is no longer just a place of work, but a big family full of human feelings

and human care. That is, good personality traits are one of the influencing factors
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that promote the principal's managerial competence.

On the other hand, the moral quality of leaders plays an important role in the
development of management. Moral quality refers to certain solid characteristics
that are formed and expressed when individuals act according to certain moral
codes of conduct. First of all, in China, there is a tradition of moral management,
for example, when dealing with others, it is advocated to "convince people with
virtue"; when governing the country, it is advocated to "rule the country with
virtue". In the Analects of Confucius, Confucius said, "If one's body is right, one
does not follow orders; if one's body is not right, one does not follow orders." This
passage fully demonstrates the emphasis in traditional Chinese culture on the
influence of a leader's moral character on his subordinates and management. In
addition, in 1992, Sajovani systematically explained the theory of moral leadership
in his book, Moral Leadership: Resisting and the Core of School Improvement.
Sajovani proposed that the five sources of school Ileadership authority,
psychological authority, sectional authority, and technical-rational authority should
support professional authority and moral authority. Moral authority is the core
authority of school leadership, which has as an important element a focus on
school vision, core values, and organizational culture building (Cai, 2006). It can
be seen that both traditional Chinese culture and Western moral leadership theories
are concerned with human moral issues. Only moral leadership in traditional
Chinese culture emphasizes the moral qualities of individual leaders and their
tradition of leading by example, Sachovany's idea of moral leadership contains
more elements of public responsibility, and professional ethics.

Based on the human assumption of "moral commitment"”, Sachovany
believes that human beings are capable of making moral judgments beyond the
"profit motive" and has made this view an important foundation of his thinking.
Only a leader with good moral character can establish widely shared values and
become a moral authority based on the shared responsibility and commitment of
the organization's members. Through the compilation of interview data, the good

moral qualities possessed by good leaders were extracted to include mainly
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responsibility, fairness and impartiality, integrity, respect, and tolerance. The
following are examples of the information obtained from the interviews, from
which the good moral qualities embodied by good garden leaders can also be seen.

L1: As the principal of the school, what the teachers of young children are
required to do, the members of the leadership team must do first. Every time we
develop and modify a system, we will seek the teachers' opinions and suggestions,
and we will stand in the teachers' perspective to see if it is reasonable. This is not
only to make the system more rational and scientific but also to show respect to the
teachers. In addition, we are practicing bottom-up management in some cases,
which is a way to exercise the sense of responsibility of the teachers. Although we
have encountered some difficulties in implementation, we have also found a
"vacuum" in management, which is an improvement.

L2: As the principal of the school, we must uphold the principle of fairness
and impartiality. Especially in the annual merit evaluation, which is linked to the
bonuses and honors of individual teachers, it is easy to create conflicts. We had the
first signs of private canvassing by individual teachers, and after discovering this, I
immediately made adjustments to the merit evaluation policy, which was supported
by the leadership team. First of all, all staff members were made candidates for
merit evaluation instead of some of them. At the same time, the 15% excellence
rate was increased to 20%, and the "Best Newcomer Award" and "Best Progress
Award" were added on top of the "Excellent Staff". Let more employees have the
opportunity to enter the ranks of the advanced, but also as far as possible to dilute
the votes of those who canvass. After this adjustment, there will also be a situation
where the votes of employees are not concentrated enough, so we can conduct a
second vote for candidates with less than half of the votes. When we try to ensure
the fairness of a policy, we tend to get more employees' trust and support.

L3: In recent years, some parents of young children are concerned about the
safety of their children because of the media reports of child abuse incidents in
educational institutions around the world. In particular, parents of small classes

have suggested that cameras (surveillance) be installed in the classroom. When I
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encountered such a request, the first thing that came to my mind was what was the
reason behind the parents' desire to install cameras. On the one hand, they want to
know what is going on in the school, and on the other hand, they do not trust the
teachers. As the principal of the school, I trust our teachers. Because of this matter,
I held a special meeting for parents and explained to them the reasons. It is not
because of financial problems that monitoring is not installed, but it is against our
trust in the teachers' ethics, and the privacy of the children when they go to the
toilet and change clothes is not protected. Parents are advised to judge the teachers'
attitudes toward their children by observing their children's willingness to go to
educational institutions. Except for the stage of just entering educational
institutions, if the child is very willing to come to educational institutions, there is
no need for parents to worry atall ......

A principal who is fair and respectful is more likely to establish a good
educational institution ethos and is likewise more likely to be respected and loved
by the staff. These good moral qualities enable the principal to have a high level of
inspiration and create a strong cohesive force to lead the staff to work together to
achieve organizational goals. In conclusion, as the British scholar, Des Dearlove
mentions, decision-makers do not choose their decisions exactly according to the
needs of the problem itself; it is often influenced by personal character. Throughout
the management of educational institutions, the personality traits and moral
qualities of the principal often influence the principal's ability to manage and
ultimately affect management effectiveness.

- Low motivation and high job mobility of teachers. First, teachers are not
highly motivated to work and do not have enough motivation for professional
development. In the multiple-choice section of the principal evaluation
questionnaire, they were asked "the most important difficulties or obstacles you
encounter in personnel management", and the top five in descending order were:
teachers' low motivation and insufficient motivation for professional development;
teachers' high mobility; teachers' professionalism to be improved; their

professional knowledge and management competence to be improved; and the
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daily management system not being perfect. The percentages of these five areas
were 75%, 70.83%, 66.67%, 62.50%, and 50%, respectively. In the multiple-choice
section of the faculty evaluation questionnaire, when asked "What do you think are
the outstanding problems in your educational institution", the top five, from
highest to lowest, were: too much extra workload after daily teaching; high teacher
mobility; low teacher motivation and insufficient motivation for professional
development; inadequate daily personnel management system; and poor semester
(annual) management system. The percentages of these five areas were 62.13%,
58.88%, 38.76%, 27.22%, and 26.04%, respectively. When compared, it can be
seen that the top five overlapping items of the principal evaluation questionnaire
and faculty evaluation questionnaire are: high teacher mobility; teachers’ low
motivation and insufficient motivation for professional development; and
inadequate daily management system of educational institutions. In addition to
daily teaching, too much extra workload took first place in the teacher evaluation
questionnaire.

Stress among teachers is an important reason for their low motivation and
lack of motivation for professional development. In response to the sources of
stress for teachers, the top three in the author's survey were: 240 teachers chose a
large workload, accounting for 71.01%. One hundred and ninety-three teachers, or
57.10%, chose welfare benefits. One hundred and twenty-eight teachers chose low
social status, accounting for 37.87%. The results of the questionnaire survey, show
that a wide variety of workloads is an important factor limiting the professional
development motivation of teachers. The lack of professional development
motivation of teachers will not only affect their professional growth but also lead
to the overall quality of education and teaching.

Secondly, the professionalism of teachers is not high enough. In the principal
evaluation questionnaire, the most significant difficulty or obstacle currently
encountered was the low professionalism of teachers. Of the 338 teachers and
caregivers surveyed, 8.88% still did not have an early childhood teaching license

or a caregiver's license. 51.78% of teachers thought that play was the most
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appropriate activity for children. Another 48.22% of the teachers chose the other
options, indicating that 48.22% of teachers still have a biased understanding of the
most basic issue, which is noteworthy.

In addition, in terms of professional competence, a prominent problem that
1s common among teachers is the very low level of research skills. While having
teachers become researchers and promoting their professional growth through
conducting textbook research activities was recognized by many principals, they
were unclear about how to guide teachers to conduct research together. In the
interviews, two principals mentioned this issue, and even directly stated that they
too had a headache and felt helpless about writing papers and conducting research.
The following words of this principal speak to the heart of many principals:
"teachers hate to write papers, because most of them are graduates of teachers, how
to do the combination of practice and theory, most teachers lack this ability, are to
complete the task to write papers. (L3)" The principal of the provincial model
educational institution (L2) also talked about: "I am very willing to work with
colleges and universities on textbook research projects. When leaders or teachers
from universities declare applied research and other types of research, it is
necessary to have front-line staff such as teachers as members, so we will be part
of the project team. But after a successful declaration, educational institutions and
teachers do not receive specific guidance from the university's subject leader on the
project research, which has little significance for teachers' professional
improvement; if anything, teachers end up with a certificate of completion (L2)."
In conclusion, the low professional competence of teachers is a common dilemma
encountered in personnel management today. While the reality of the dilemma
poses a problem for the principal, it is also a test of the principal's management
competence. Good principals make promoting the professional growth of their staff
an important part of their management. principals improve their own and their
teachers' professional knowledge and expertise through continuing education and
training and help teachers establish their professional beliefs about the cause of

early childhood education through advocacy and communication.
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Another prominent issue is the high mobility of teachers. Among the
teachers and caregivers in this survey, there were 322 female teachers and 16 male
teachers, and the percentage of male teachers was 4.73%. Among the three teachers
that the author conducted interviews with, one of them was a male teacher, who
cited low salary and lack of sense of belonging as the most important reasons for
his mobility intentions. First of all, since the majority of educational institution
staff are female, there are relatively more informal groups in the educational
institution, and conflicts of interest will inevitably arise between groups, which
will not only lead to complicated and tense interpersonal relationships in the
educational institutions but also make some male teachers lack a sense of
belonging. Secondly, based on Maslow's hierarchy of needs theory, most of the
physiological needs and safety needs of teachers are not satisfied. Combined with
this survey on the basic situation of teaching staff, the top three of 338 teaching
staff (teachers and caregivers) with the largest proportion of monthly salary income
were, in order: RMB 1,500-2,300, RMB 2,301-3,100, and RMB 3,101-3,900,
accounting for 37.57%, 31.66%, and 15.68%, respectively. In other words, 84.91%
of teachers' salaries are no more than RMB 4,000. As the basic rights of teachers
and staff, "five insurance and one fund" is the basic welfare system to protect
teachers and staff, but the percentage of "five insurance and one fund" not paid is
35.80%, which is very high, which will greatly weaken the motivation of teachers
and staff. These figures show that the lack of attractiveness of the educational
institutions’ salary and welfare system to teachers is one of the main reasons why
teachers leave their jobs or have the intention to leave. The strong willingness of
teachers to move is not only detrimental to the stability of educational institutions
but can also have a negative impact on educational institutions that are already
short of teachers.
Figure 2.3 shows the influence mechanism of teacher salary level on
education quality. Salary and benefits are important factors to attract excellent
talents to enter the teaching profession and retain qualified teachers. On the one

hand, low wages and benefits are difficult to attract qualified graduates to work in
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education, and on the other hand, it leads to the turnover of existing teachers and
the decline of teaching quality. In this process, some high-quality teachers are
excluded from this profession, resulting in a shortage of teachers, especially high-
quality teachers. To meet the demand for education development for the number of
teachers, the government will relax the qualification requirements for teachers,

thus forming a vicious circle of salary continuous reduction (Liu, 2018).
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Figure 2.3 - Influence mechanism of teacher salary level on education quality

Source: prepared by the author based on Liu (2018)

In conclusion, the young and mobile nature of teachers is not only a problem
for a particular educational institution but also a microcosm of the majority of
educational institutions. The high turnover and mobility of teachers will not only
cause teacher shortage and then lead to an unreasonable teacher-child ratio, but
also make the quality of education and safety issues are not guaranteed, these are
the dilemmas faced by the principal in management, and they hinder the effective
performance of the principal's managerial competence.

- Obstacles of superior administrative intervention. The purpose of the

principal system is to clarify the highest administrative authority of the principal in
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the educational institution and to enhance the autonomy of the educational
institution. However, the current personnel management system still has many
problems that are not adapted to the development of education, which also makes
the principal face troubles and obstacles in management. The administrative
intervention of relevant administrative departments is too much to play the
autonomy of the educational institution. Through interviews, it was found that both
private and public educational institutions indicated that the relevant Through
interviews, it was found that both private and public educational institutions
indicated that the relevant administrative departments of the higher authorities had
excessive administrative interventions and frequent inspections. Taking Xinxiang
City as an example, each semester the educational institutions should deal with the
inspection of relevant education departments at the district and city levels, the
evaluations from relevant departments at the provincial level, the inspection of
food safety for children by the health bureau and other departments, These
inspections, evaluations, and competitions are mandatory administrative
interventions that These inspections, evaluations, and competitions are mandatory
administrative interventions that, if not attended, will have a direct impact on the
qualifications of the educational institution. Excessive administrative intervention
not only makes some teachers tired, but also makes it difficult for principals to
exert Excessive administrative intervention not only makes some teachers tired but
also makes it difficult for principals to exert their autonomy.

In this survey with teachers as subjects, the number one source of stress for
teachers was too much extra workload after daily teaching. In the interview, all the
principals expressed that they could understand the necessity of the supervision
and management of the educational institution by the superior management
department. Against the background of frequent incidents of child abuse in Against
the background of frequent incidents of child abuse in educational institutions, the
issue of early childhood education is the focus of social concern, and serious
supervision of educational institutions is necessary, However, the evaluation and

inspection of various departments will overlap, and it will inevitably affect the
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normal teaching arrangements of educational institutions, which puts the principal
in a dilemma (Stoyanets & Xia, 2019).

The principal of the educational institution (L.1) mentioned: "The inspections
of the educational institution by the higher management are too frequent, I counted
that there are now 12 departments to manage our educational institution, including
community, police station, fire, health prevention, health care, civil affairs,
development, and reform commission, education bureau and so on. Inspections are
too frequent, and basically, educational institutions are inspected no less than 10
times a month. Some inspections are repeated, for example, the fire safety of
educational institutions, the fire department, the community, and the police station
all have to come and check once."

Personnel management in China is governed by a system of principals, with
the aim of establishing a unified and efficient chain of command within the
educational institution, enhancing the autonomy of the educational institution, and
making the educational institution an independent entity. However, some
administrative departments have too much power, resulting in the lack of decision-
making power of the principal in the educational institution and making the
principal's position in the management process unclear. Some principals also
mentioned that they felt helpless because some of their planning and ideas often
could not be realized in their work because of too much administrative intervention.
The rural principal (L3) once said: "To be honest, in previous years, I very much
want to take teachers out to attend training, but educational institutions are self-
financing, funding is very limited, also applied to higher authorities, but they said:
"the Education Bureau has a documented training, educational institutions send
people to attend, the Education Bureau can give reimbursement; the Education
Bureau does not have documents, go to participate in the If there are no documents
from the Education Bureau, they will not be reimbursed. In the past two years, the
situation has slightly improved, because during the epidemic the public welfare
free training has also been more ...... " The principal (L2) also said, "There are quite

a lot of teachers' daily affairs in the educational institution, but every year we have
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to select one or two teachers to participate in the district and city's lesson
observation competition. In the past two years, the epidemic has also organized
online competitions. Sometimes we also have to participate in the "June Ist"
Children's Day cultural performance competition. The teachers are very busy and
the children are small, so they don't participate in such activities willingly, but |
can't do anything about it, because it is requested by the above (Education
Bureau) ......

As an independent teaching and administrative entity, consistency in
authority and responsibility is the basic guarantee for the principal to perform
leadership and management functions. If the principal has only administrative
positions without corresponding reciprocal authority, it will lead the principal in
the management of educational institutions into a passive situation. Then, there is
no way to talk about the principal's ability to manage. Therefore, the integration of
governmental supervisory departments and the rationalization of inter-
departmental supervisory responsibilities is an urgent reform of the education
management system. Only by simplifying the complexity can the effectiveness of
supervision and management be truly brought into play, freeing the principal from
the dilemma of heavy inspections and inconsistent authority and responsibility, and
returning to the right track of centering on the work of education and conservation.

- Limitations of the principal's professional knowledge and competence. In
the multiple-choice section of the principal evaluation questionnaire, when asked
"What are the main difficulties or obstacles you encounter in personnel
management", the top rankings were that their professional knowledge and
management competence need to be improved and that their daily management
system is not perfect. First of all, principals generally believe that their
professional knowledge and abilities need to be improved. For example, home
cooperation is an important way to improve the quality of education, but in home
communication and cooperation, many principals and parents have different or
even conflicting educational concepts, which exist in most regions and are more

prominent in underdeveloped areas. While education must lead to social needs,
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education is non-compulsory, and parents have more choices about their children's
enrollment, and this conflict in philosophy sometimes evolves into the concern of
principals about the loss of students. For example, the rural principal (L3)
mentioned, "In rural areas, there are many parents who let their children enter
educational institutions at the age of two or so. On the one hand, it is because it is
too difficult to bring up their children, and on the other hand, they want their
children to learn more arithmetic and literacy in educational institutions. As
educators, we all know that primary schooling in educational institutions is very
bad and prohibited by the state, but many parents lack a scientific concept of
education. We still have a long way to go in terms of leading parents' education
philosophy."

In reality, some principals adhere to the scientific concept of education to
run the garden and do not cater to the wrong educational concepts of parents,
which may lead to the loss of students. At present, many public parks are
differentially funded, with the local government bearing the basic salary of
teachers, and the welfare of teachers and funds for the renovation of the park to be
borne by the educational institution itself. This is especially true for private schools,
where tuition fees for young children are the only guarantee for the development of
private schools. Therefore, the number of students is directly related to the
development prospects of educational institutions. Under the conditions of the
market economy, how to attract more children to the educational institution in the
fierce competition for students has become the primary problem that most
principals must think about. Whether principals adhere to the scientific concept of
education or comply with parents' erroneous needs to ensure the number of
students is another test of many principals' management competence.

Second, the day-to-day management system of educational institutions is
inadequate. Scholars have held this description of school administrators; Schools
are exciting but draining; school administrators drag their tough and exhausting
feet for long hours. For school administrators, the pace of work is fast and hectic,

and there is a general discontinuity with short periods of concentration (Wayne,
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Cecil, & Fan, 2007). The same is true for the principal, who is stressed by the lack
of time and energy due to the multitude of tasks. Further analysis reveals that the
reasons affecting the time management of principals can be divided into two major
aspects: subjective reasons include personality, habits, and time management
competence, while objective reasons include the excessive size of the school,
frequent administrative inspections, and excessive social affairs. Therefore, for the
survey, the problem of "busy", "chaotic" and "miscellaneous" daily work
mentioned by the principal is a test of the principal's time management and task
allocation skills. The principal must have some time management competence. The
principal must master the art and strategy of time management, rationalize the
work plan, prioritize the work and prioritize important issues. At the same time, a
reasonable daily management system will free the principal from the tedium of
daily tasks. When the task is delegated layer by layer, the principal does not have
to be responsible for every detail of the garden affairs, and the "busy", "chaotic",
and "miscellaneous" problems will be alleviated. Again, teachers' semester (year-
end) performance appraisal and assessment systems are unreasonable, leading to
disharmony in interpersonal relationships and affecting the culture of the school. In
the teachers' questionnaire, when asked "which aspect of your educational
institution's incentive mechanism is the most preferred", the most popular choice

was the excellent faculty evaluation, see Figure 2.4.
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Figure 2.4 - Preference diagram for educational institution incentives

Source: formed by the author
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Generally speaking, the excellent faculty evaluation is at the end of each
year, and it is linked to the performance appraisal. Generally speaking, good
employees also get higher bonuses and better development opportunities.

Therefore, teachers value this reward. As some principals are trapped by
their expertise and ability, it makes the assessment system unfair and causes
interpersonal tension among teachers, which is not conducive to the harmony and
stability of educational institutions.

Although the principal's management competence encounters many
difficulties in practice, with the increasing attention of the state and society to
education, as well as the continuous improvement of the management system in the
change, I believe that many problems will gradually be solved. In addition, the
practice of dilemmas also tests the level of the principal's management competence,
if the principal can continue to think about solutions in the face of difficulties and
focus on improving their professionalism, then the dilemma will also become a
practice to promote the principal's management competence continue to improve

the soil.

Conclusions to section 2

In section 2, a questionnaire survey and interviews on the current situation
and dynamics of personnel management in China’s educational institutions were
conducted, and the main conclusions are as follows.

1. The Questionnaire on the Current Status of Personnel Management in
Educational Institutions was developed based on the professional standards for
principals in China. A total of 420 questionnaires were distributed to 25
educational institutions in 5 cities of Henan Province, with 362 valid ones in the
397 questionnaires collected. The recovery rate and effective rate of questionnaire
distribution were 94.5% and 91.2%, respectively, which conformed to the
statistical principle of a large sample. Purposive sampling was used to select three
principals of educational institutions for semi-structured interviews to deeply
analyze the current situation of personnel management in educational institutions.

2. The SPSS 22.0 were used to record and analyze the data collected,
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mainly using the methods of descriptive statistical analysis, frequency statistical
analysis, and one-way ANOVA. The results showed that both the scores of the
principal evaluation and the faculty evaluation are higher than the general level on
all dimensions and the scores of faculty evaluation are higher than that of
principals, indicating that the principals are generally accepted as qualified
managers. Besides, both the principal and faculty members scored the lowest on
the dimension of optimizing internal management (D3), which means that
educational institutions need to improve the most in the dimension. Specifically,
the mean value in each dimension of principals’ managerial competence evaluation
from high to low is guiding teacher growth (D2=3.93) > planning institution
development (D1=3.79) > adapting external environment (D4=3.78) > optimizing
internal management (D3=3.44). As for the total level of principals’ managerial
competence evaluation, the mean value is 3.74. In each dimension of managerial
competence in faculty evaluation, the mean value from high to low is planning
institution development (D1=4.41) > adapting external environment (D4=4.31) >
guiding teacher growth (D2=4.26) > optimizing internal management (D3=4.22),
and the mean value of the total level of faculty evaluation on principal managerial
competence is 4.30.

3. The difference analysis results of demographic variables on the
managerial competence of principals show that the ages of principals have very
significant differences in guiding teacher growth (D2), and the specific order
follows 41 years and above > 26-34 years old > 35-40 years old > 21-25 years old.
The teaching experience has significant differences in planning institution
development (D1) and guiding teacher growth (D2). The current highest degree
showed significant differences in guiding teacher growth (D2). There are
significant differences between the major of the current degree and the planning
institution development (D1), guiding teacher growth (D2), adjusting external
environment (D4), and the overall level (D). Finally, different regions have
significant differences in planning institution development (D1) and guiding
teacher growth (D2).

4. Through in-depth interviews with three principals, it was concluded that

personal experience has an impact on principals’ managerial competence. Front-
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line teaching work experience, administrative work experience, and professional
background have a positive impact on the principals’ managerial competence.
Among them, the teaching experience and professional background are helpful to
principals to implement personnel management under the guidance of scientific
educational values and establish their professional authority, so as to better
influence and guide the staff in the work. In addition, administrative experience
and management experience could help principals adapt to the management model
and operation mechanism of educational institutions faster, and be competent in
personnel management work faster.

5. According to the interview of principals, the personality qualities of
principals are one of the dominant factors affecting the personnel management of
educational institutions. The good personality qualities of the principals could
contribute to managerial competence, which mainly involved personality traits and
moral qualities. The results of frequency analysis of the interview text show that
the personality traits of excellent principals mainly include cheerfulness, patience,
affability, enthusiasm, persistence, and aggressiveness, while moral qualities
mainly include the aspects of responsibility, fairness and impartiality, integrity,
respect, and tolerance.

6. The principal needs to consider the organizational environment,
personnel quality, material conditions, and other factors in the process of personnel
management. The results of the questionnaire survey show that the lack of
professional development motivation and high mobility of teachers are the primary
problems affecting the personnel management of educational institutions.
Specifically, the heavy workload and low scientific research quality are the
significant factors restricting the professional development of teachers. Moreover,
teachers, especially male teachers, have a strong willingness for job mobility,
which also affects the stability of teachers. Also, the administrative intervention
from superior departments is too much to play the autonomy of the educational
institutions. Additionally, the professional knowledge and competence of principals
are insufficient and need to be further improved, which leads to unscientific
methods used in teacher performance evaluation and comprehensive evaluation,

and then affects the construction of harmonious organizational culture.
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SECTION 3. PROSPECTIVE DIRECTIONS OF PERSONNEL
MANAGEMENT IN CHINA'S EDUCATIONAL INSTITUTIONS

3.1. Effectiveness of development of managerial functions of heads of

educational institutions.

Under the background of the deepening education reform, China attaches
more importance to education to ensure the quality of early childhood As the
managers of educational institutions, principals have the key influence on the
reform and development of educational institutions, so it is particularly significant
to train the talents with professional quality to serve as the principal. However,
there are limited studies on the pre-service preparation of principals in educational
institutions. To bridge this gap, this part mainly attempts to explore methods and
approaches for the training of to bridge this gap, this part mainly attempts to
explore methods and approaches for the training of qualified principals from the
perspective of pre-service preparation.

pre-service preparation for the heads of educational institutions. First of all,
colleges and universities need to constantly innovate the training mode of
managers. The author selected a local undergraduate college in Henan Province,
China, and a representative local college in Malaysia (the sample college is treated
anonymously and only represented by the sample colleges H and M) to compare
their four-year undergraduate training programs in education. The author uses
textual analysis to compare their differences in pre-service preparation. The major
of preschool education in H belongs to the Faculty of Education Science, and the
same major in M belongs to the Faculty of Education and Humanities. Among
them, the H college aims to train socialist builders and successors who could
develop comprehensive development of morality, intelligence, physical education,
art, and labor, and serve education, that is, ideally, these teachers of tomorrow love
education, have good teacher ethics and solid basic theoretical knowledge of
education, possess firm parenting and education.

M College in Malaysia aims to provide students with leadership, managerial

competence, and knowledge in early childhood education. It mainly trains early
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childhood education teachers, team leaders, personnel management consultants,
principals, and so on. The undergraduate training program of H College is more
inclined to cultivate key teachers, while the undergraduate training program of M
College is more inclined to cultivate management talents related to education. In
the training objectives of education major, undergraduate institutions should be
higher than those of junior colleges. In addition to including key teachers, four-
year pre-service preparation time should be fully seized to train potential managers
and leaders for institutions related to education.

As Malaysia and China are both Asian countries, there are similarities and
differences in the curriculum of their education majors, especially in the number of
courses. In terms of the undergraduate curriculum of education, H College in
China mainly includes general education courses, subject basic courses,

professional courses, and practical teaching courses, as shown in table 3.1.

Table 3.1 - Curriculum provision of education major in H College

Course .
structure Course type Course title
Ideological morality and rule of law, Basic principles of
General . Marxism, Introduction to Mao Zedong thought and
) Required general . - . )
education . theoretical system of socialism  with  Chinese
education courses - :
courses characteristics, Career planning, and employment
guidance, College English, College sports, etc.
. Major  platform | Introduction to major, Human anatomy and physiology,
Subject . "
basic courses and | General psychology, Educational scientific research
professional basic | methods, History of education, Children’s health and
courses .
courses health care, Music theory, etc.

Children’s  health education, Children’s language
education, Children’s social education, Children’s science
education, and Children’s art education.

Professional core
courses

Professional | Teacher education | Introduction to education, Educational psychology,

education courses Presentation, Observation of children’s behavior, etc.
courses . : .
SPSS software application, Family pedagogy, Social
Professional psychology, Children’s literature, Early education program
elective courses design and development, educational institution
organization and management, etc.
Practical . . . . : .. .
ter;;}?i;a Professional Military training, Teaching skills training, educational
coursesg practical courses institution novitiate, Education practice, etc.

Source: prepared by the author based on official website information
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The general education courses are required for all undergraduate majors in H
College. College sports requires four semesters, and College English requires two
semesters in succession. In addition to general education courses, many other
courses are offered to enable students to master comprehensive knowledge and
skills in education, covering traditional theoretical courses such as ‘Education,
Psychology, and Child health and health care’, the research course like
‘Educational Science Research Methods’, teaching skills training courses, and
other skill courses like ‘Vocality, Dance, Piano, and Art’. In terms of undergraduate
courses of education, M College in Malaysia mainly includes Mata Pelajaran
Pengajian Umum (MPU) courses, professional courses, major courses, and Elektif

courses, as shown in table 3.2.

Table 3.2 - Curriculum provision of education major in M College

Course type | Course title

MPU Ethnic relation, Islam and Asia civilization, Academic writing, Basic
courses entrepreneurship, Co-curriculum.
Professional | Child growth and development, Children with special needs, Teachers’ ethics and
courses professionalism, School management and leadership, etc.
Language and literacy for young children, Children emotional and social
Major development, Children health, Nutrition and safety, Management and quality
courses early childhood centers, Family involvement in early childhood education,
Science & technology for young children, Teaching practice, etc.
Elektif Moral education in the school curriculum, Teaching methods & strategies in moral
courses education, evaluation in moral education, Issues and trends in moral education.

Source: prepared by the author based on official website information

There are five MPU courses in total, all of which are compulsory courses
taught in Malay. For children’s language, health, social development, and other
aspects, both H College and M College have taken an essential position in
compulsory courses. The difference is that H College gives students more freedom
in elective courses, such as family education, Chinese education history, and other
37 elective courses. H College takes teachers’ moral education as a compulsory

course of teacher education courses. A strong sense of professional identity and
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responsibility can improve students’ willingness to teach and alleviate the shortage
of teachers in the training of teachers’ ethics. M College only set up four elective
courses, but they are all related to moral education. It shows that M College has
also realized the importance of teacher ethics for teachers. In terms of elective
courses, H College gives students more free choice space, while M College gives
students less choice.

In addition, for the ‘Education of special children, School management and
leadership’, and other courses, H College selected them as optional courses, and M
College set them as required courses. Combined with the training objectives of the
two undergraduate institutions mentioned above, M College attaches more
importance to cultivating the managerial competence of education undergraduates.

For managers of education majors, practical education courses before entry
are fundamental. The practical courses in M College mainly include ‘Research in
the classroom, Teaching practice, Pedagogical models and strategies’. The Chinese
practice teaching runs through the four types of courses, and practice credits

account for 30.6% of the total credits, as shown in table 3.3.

Table 3.3 - Curriculum structure and credit ratio of education major at H

College
Compulsory Elective Total . Credits of Ratio of
courses courses Proportion of’ . . .
Course structure Class Class Class | total credits practical | practical credits
Credits hours Credits hours Credits hours teaching to total credits
General 42 | 822 8 128 | 50 | 950 30.3% 55 3.3%
educatlon courses
S“'ZJ:SSZ:SIC 32 | si2 | o o | 32 | s12 19.4% 5 3.1%
Professional 30 | 480 | 29 | 464 | 59 | 944 35.8% 7 4.2%
education courses
Prathoairtse::hmg 2 | — | o || 33| — 14.5% 33.0 20%

Source: prepared by the author based on official website data and information

According to the data in Table 3.3, H College has over-completed the
requirements of the Chinese Ministry of Education, which stipulates that the course

credits of Humanities, Social and Scientific Literacy in general education courses
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should be no less than 10% of the full credits, and the credits of relevant courses
supporting education in all fields should not be less than 20% of the total credits
(MoE, 2017). The independent practical courses of H College are mainly
educational institution internships in each academic year and educational
institution internships in the third academic year.

In terms of class hours, all the core courses in H College have 48 class hours,
among which 32 class hours are face-to-face lectures and 16 class hours are unified
practice classes. Other courses and electives are 32 class hours. Among the 37
elective courses, in addition to ‘Teaching aid design and production, Dance basics,
Children’s dance’ that range from 8-32 class hours of practical teaching, the other
20 elective courses with 32 class hours are all taught in the form of lectures. In the
elective courses mainly based on lecturing, how to combine other teaching forms
to arouse the enthusiasm of undergraduate students’ classroom learning is also the
aspect that needs special attention in the course implementation.

The Total Student Learning Time (SLT) of each course in M College is 120
class hours. Among them, SLT includes Lectures, Tutorials, Practical/Lab/Projects,
and Others. All of the face-to-face lecture class hours are 28, and there is no
distinction between compulsory courses and elective courses. Each course is
arranged with Self-Learning hours, which are around 47 hours. In this respect, it is
very different from H College.

Through the comparison of education training programs between the two
colleges, it can provide enlightenment to colleges in China, Malaysia, and other
countries with the same or similar curriculum, although it cannot represent the
situation of all education undergraduate institutions in the two countries. The
existing training program could be slightly adjusted by adding several courses
related to education management to actively attract students who are willing and
able to take these courses, which can provide students with cutting-edge
management concepts so that more highly educated and capable students could
grow up to be excellent managers smoothly. The establishment and selection of

these courses can comply with the principle as follows. The first is the professional
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standards for principals (MoE, 2015), which is the fundamental requirement and
criterion for the professional quality of qualified principals. The second is the
professional qualities and abilities that personnel management should have in
practice proposed by outstanding principals. The third is the capacity and
characteristics of managers that employees expect by conducting the survey of
teachers and the return visit of graduated students.

In the pre-service preparation, the training objectives should meet the talent
requirements determined by the training object and the training level. The level of
education teachers for undergraduate students should be higher than those for
junior college students. In addition to training front-line backbone teachers, it is
also necessary to cultivate potential management talents for educational
institutions.

Moreover, students should be given more options in the curriculum setting
except the compulsory courses required by relevant departments to arouse their
learning enthusiasm. In the pre-service preparation of education teachers, teachers’
ethics should be put in the first place, which is the basis for the management talents
of educational institutions such as front-line backbone teachers and principals.

Finally, it is necessary to extend the novitiate and internship of education
major students in the training program in universities and adjust their internship
positions in a timely manner. Starting from the freshman year, about one week of
educational institution novitiate could be set up every semester. The novitiate plan
should be as specific as possible and from easy to difficult so that students should
be able to understand the specific novitiate tasks. In the junior year of a four-year
undergraduate program, it is needed to set up at least one semester of internship in
educational institutions. Colleges and universities can communicate with the
internship units to ensure that students could participate in management such as
assisting principals in a series of administrative and teaching management work,
which can help the students increase the intuitive experience of managers' daily
work. it is also necessary to integrate practice into other courses except for the

novitiate, internship, and other forms of practice in the course implementation. The
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teaching methods should be optimized according to the needs of students, the
differences of students should be respected, and various teaching methods should
be flexibly used. In the pre-service preparation stage of the undergraduate course,
students should be given a certain amount of self-study time to cultivate their
independent learning ability (Xia, 2022).

It is necessary to implement targeted induction training for prospective
principals. The mentors selected could be experienced and excellent principals,
university teachers, and authoritative experts from educational administrative
departments or other institutions. The case analysis and problem discussion should
be conducted to focus on the common issues based on the special organizational
environment of educational institutions, such as teachers are generally younger, the
teaching experience is commonly insufficient, and the leaders and teachers are
mostly women. The training contents should include planning institution
development, creating educational culture, leading childcare and education,
guiding teacher growth, optimizing internal management, and adjusting external
environment.

According to the problem of few male teachers and male principals, some
regions and teacher training colleges in China have been actively exploring in
recent years, such as Jiangsu Province, China, which has adopted a free teacher
training policy for male early childhood students since 2010, aiming to attract and
encourage outstanding male students to choose education. According to the policy,
male early childhood free teacher training students are exempted from tuition fees,
accommodation fees, and subsidies for living expenses during their studies, and
after graduation, the provincial education bureau in conjunction with the county
(city, district) departments to implement public teacher positions, in the post. This
policy has attracted a large number of outstanding junior high school boys to apply,
in 2010, for example, a total of 9451 applicants, with a ratio of 31.5:1, the
community response is strong (Li, 2014). However, the increase in the proportion
of male teacher candidates does not equate to an increase in male teachers or

potential educational institution male leaders, and there are "poor survival rates"
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and "2-3 year" attrition effects in both the pre-service preparation and in-service
phases. For this reason, in the specific pre-service preparation process, the training
objectives, curriculum, teaching organization and methods, professional guidance
and evaluation, as well as the learning characteristics of male teacher trainees and
the development of their professional identity need to be further innovated and
discussed, so as to avoid male teacher trainees from abandoning the teaching
profession after the pre-service education stage.

In the pre-service preparation of principals, we should pay special attention
to the sustainability of early childhood education. Early childhood education on
sustainability has been an issue of high relevance in the last decade. Previous
studies have confirmed that different partners, such as children, parents, teachers,
managers, and associations, can work together with the common goal of improving
education on sustainable development in early childhood, and all of them benefit
from this collaboration (Pilar, Olga, & Mireia, 2019). Moreover, this study
confirmed that education on sustainability should be embedded in the daily routine
of educational institutions. Based on this, it is particularly important for colleges
and universities to exert positive pre-service preparation for future managers and
teachers.

A manager may influence dozens of teachers, while a teacher can influence
dozens of children. Therefore, pre-service sustainable development education in
colleges and universities will indirectly have a greater impact on children. For
example, circular economy (CE) education can be an important part of sustainable
development education. The circular economy is a kind of sustainable economic
development model which aims at the coordinated development of economy,
ecology, and society, directing at improving the resource utilization efficiency and
the restoration of the ecological environment. To achieve global sustainable
development goals, countries worldwide are energetically exploring the theory
research, and practice of CE in various industries. In the pre-service preparation of
colleges and universities, we can also educate future managers and teachers about

the circular economy. In addition to the cultivation of professional practitioners
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and experts in the CE field, the popularization of CE concepts to all students
should also be paid attention to producing hidden education for their future work
fields and living communities. For lecturers in universities, effective ways should
be explored to realize transformative learning and education, so that learners can
construct CE values and behavior patterns that can completely change the inherent
thinking and operation mode of the linear economy. Also, lecturers could try to
adopt effective educational approaches and tools in CE teaching practice to
improve the performance of education activities for CE (Qu, Shevchenko, Xia, &
Yan, 2022).

In summary, the successful training of a qualified modern manager for
educational institutions mainly depends on the three forces of universities,
government, and educational institutions. The Chinese government has already
developed a relatively mature free pre-service preparation plan, but it still needs to
guide the other two enablers to jointly strengthen the training and cultivation of
managers to guarantee the quality of modern managers for educational institutions.

In-service training for the heads of educational institutions. In the multiple-
choice section of the principal assessment questionnaire, the top five answers in
descending order of the item "What are the main difficulties or obstacles you have
encountered in the management of the kindergarten" are in descending order were
low motivation of teachers and lack of motivation for professional development;
high mobility of teachers; the professionalism of teachers to be improved;
professional knowledge and management competence to be improved; and
inadequate daily management system. In faculty evaluation, the top five answers in
descending order of the item “What do you think are the outstanding problems in
your kindergarten?" is too much extra workload after daily teaching, high teacher
mobility, teachers' low motivation, and lack of motivation for professional
development, the daily management system of educational institutions is not
perfect, and the semester (year-end) performance evaluation and assessment
system of teachers is unreasonable. After comparison, it can be seen that the

overlap of the principal evaluation and the faculty evaluation are high teacher
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mobility, low teacher motivation and insufficient motivation for professional
development, and the imperfect daily personnel management system. Therefore,
the in-service training for principals can focus on these areas.

First, the problems of high teacher mobility and teacher shortages are more
prominent in rural areas. teachers are the most important human resource for
promoting education for sustainable development in rural areas (Pamuk & Olgan,
2020). To alleviate the real dilemma of insufficient teachers in rural education,
China has issued numerous documents to guide local governments to To alleviate
the real dilemma of insufficient teachers in rural education, China has issued
numerous documents to guide local governments to strengthen the construction of
teachers, such as “Standards for the Staffing of Teachers”, “Professional Standards
for Teachers”, “Professional Standards for principals” and “Opinions on
Strengthening the Construction of Teachers”.

Since 2010, China has continuously increased the training of teachers for
rural areas and expanded the enrollment of education These students trained on
public funds are exempt from tuition and accommodation fees and are given In
return, they need to be engaged in education for more than six years in educational
institutions Meanwhile, local governments have adopted preferential policies, such
as providing living Meanwhile, local governments have adopted preferential
policies, such as providing living allowances and subsidies, to attract state-funded
normal university students to work in rural areas for a long time or life. It could not
only ensure that children from underprivileged families in rural areas be able to
afford good universities but also continuously develop the huge rural population
into human educational resources so that they could return hometowns to better
serve rural construction. In addition, the government needs to set up exchange
programs for urban and rural teachers to strengthen the professional ability of rural
education teachers, so as to narrow the development gap between urban and rural
education (Yue, 2018). At the national level, many efforts have been made to build
a stable early childhood teaching force.

From the perspective of principals, it is especially important to pay attention
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to how to improve the professional development motivation of teachers and reduce
teacher turnover in in-service training. As principals, they need to strengthen the
concept of "teacher development as the center" and enhance the participating
teachers' right to choose training courses and have a say in the development of
training programs. For teachers in rural educational institutions, the teacher
training voucher system can be promoted to ensure that front-line teachers in rural
areas have the opportunity to receive intensive training or study visits outside of
the province at least once every five years. In addition, the quality monitoring
system for teacher participation should be improved, and a mechanism for the
recognition and promotion of participants' learning outcomes should be created to
provide a way for frontline teachers to move from passive training to active
learning and independent development. Only in this way can we stimulate teachers
to learn consciously and create a multiplier effect.

For the in-service training of principals, there are mainly national training
programs and training courses organized by provinces and municipalities, and the
national training programs are free of charge. Accommodation, training fees, and
materials during the training period are provided by special funds from the
Ministry of Finance. For example, China's Ministry of Education established the
national Ministry of Education Training Center for principals at Northeast Normal
University in June 2011. At present, the center mainly undertakes five types of
training programs for principals, including the Ministry of Education's Famous
Principal Pilot Project, the National Advanced Study Course for Outstanding
principals, the National Advanced Training Course for Backbone principals, the
National Advanced Training Course for Private principals, and rural principal
booster project (MoE, 2016). Take H University as an example, the in-service
training for principals mainly includes education regulations, international
education vision, and educational sentiment of principals, personnel management
methods and strategies, educational institution curriculum construction, teacher
moral and ethical construction, legal system and publicity education, teacher moral

and ethical construction, humanistic literacy and mental health. Among them, the



168
personnel management methods and strategies include the construction of
education quality connotation and assessment system, the thinking and practice of
educational institution brand building, and the thinking of educational institution
school culture creation.

For the in-service training of principals, it is not enough to rely only on the
thematic form of training. For principals who do not have front-line teacher work
experience or administrative experience before employment, they can learn
systematic theoretical knowledge or practical knowledge. For example, personnel
management methods and strategies cannot be solved by just three thematic
learning, but need to rely on systematic learning. In addition, the training of
principals is different from the training of teachers and caregivers, and the national
curriculum standards of the National Training Program were introduced in May
2012, which stipulates the curriculum standards of the National Training Program
for teachers. In the curriculum standards of the National Training Program for
teachers, the content of the training is mainly related to the professional philosophy
and moral development of teachers, professional knowledge, and professional
ability. "The curriculum standards of the National Training Program mainly
stipulate the curriculum for the teacher training but lack the curriculum standards
for principal training. Although teacher training crosses over with principal training,
principal training is different from teacher training and should have its
characteristics and curriculum standards.

Through the above analysis, the following points can be summarized: First,
in the in-service training for principals, the first need to do different from person to
person, according to local conditions, based on the needs of the principal, to take a
differentiated content, to prevent "one size fits all". For example, rural and urban
principals have different educational backgrounds and competences, so they have
different needs for training, and the organization of training content should be
based on the needs of principals. Rural principals generally have lower education
than urban principals, so in terms of training content, rural principal training

emphasizes the basics of knowledge and introduces some scientific theoretical
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basics that are beneficial to early childhood development. In addition, rural
educational institutions also have advantages that urban educational institutions do
not have, such as traditional folk games, traditional folk crafts, etc. The training for
rural principals can be based on the unique resources of the rural areas, and offer
courses developed by the educational institution to help them explore the path of
characteristics suitable for the development of rural educational institutions.

In addition, the training of teachers focuses more on skills and other
professional knowledge, while the training of principals should involve the
methods and targets of educational institution personnel and material management
in the new era, including improving the management level and the ability of
curriculum development, promoting the professional development and the establish
high-quality institutions, learning modern education ideas, indicating the direction
of institution development, deepening the understanding and mastery of education
reform. Therefore, the content of the training for principals should be based on the
training of teachers, but higher than the training of teachers. To train a new type of
principal, a good curriculum must be built, based on the immediate reality,
focusing on future development, from theoretical, practical, and operational
training for principals at three levels (Wang, 2010). The study also calls for the
Chinese government to introduce a new curriculum for the training of teachers.
Therefore, this study also calls for the Chinese government to introduce a
corresponding curriculum standard for "national training for principals" to make
the training of principals more standardized and scientific.

Further, the practicality of the training content should be enhanced. For
example, according to the findings of this study, teacher mobility is a challenge
encountered in the management of the majority of educational institutions. In order
to maintain the stability of the teachers, more training on the theory and practical
application of motivation can be included. For example, The Content motivation
theory primarily focuses on the motivation of the engine and mainly includes the
hierarchy of needs theory and ERG theory. As a behavioral scientist, Maslow

proposed that people's needs could be divided into seven levels, including
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physiological, security, communication, esteems, cognitive, aesthetic, and self-
actualization (Maslow, 2012). In his opinion, only when the low needs are satisfied
can the high needs appear. Alderfer corrected Maslow's point of view and put
forward three kinds of human needs, namely existence, relatedness, and growth,
which can flow with each other (Kuang, 1998). Herzberg (1959) argued that there
are two factors that affect people's work motivation, including the health care
factor and motivation factor. The health care factor is related to the working
environment, while the motivation factor mainly refers to the sense of achievement
in work, external recognition of work achievements, the sense of responsibility in
the position, and the development and growth of the career, which can greatly
stimulate the enthusiasm of employees.

For the motivation of teachers, it is necessary to grasp the current needs of
teachers because different teachers may be in different levels of needs, so
principals should implement motivation strategies that vary from person to person.
The needs of teachers are continuous, and there is no strict unbridgeable hierarchy,
so the motivation strategies for teachers should be flexible and operable.
Furthermore, managers should create a good working environment and atmosphere
for teachers, and protect their enthusiasm. While attaching importance to material
conditions, principals should also strive to create conditions based on motivation
factors and give teachers more opportunities to show themselves, so that they can
have a sense of self-identity and pride, improve occupational attraction, and thus
improve their work enthusiasm.

According to the different training contents, we adopt corresponding forms
and methods, such as centralized face-to-face teaching, distance training, study
tours, and special studies. For principals' perceived lack of management knowledge
and competence, systematic training in management knowledge and practice can
be added, especially through observational learning, case teaching, experience
sharing, etc. to enrich the training content of principals (Zhang, 2013). In addition,
the training can be designed to address the practical difficulties encountered by

principals in their work.
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In terms of teaching models and methods, the construction of a tiered,
systematic and targeted training system, the training of principals should consider
the needs of principals of different ages, teaching experience, education, and titles
for training, stratified and classified according to the criteria. In terms of education,
the speed of acceptance of theoretical knowledge may be slower for principals with
specialist education and below than for those with higher education, so there needs
to be a corresponding difference in the teaching models and methods adopted for
principals with different education. The tiered classification of principal training
makes the training more scientific to achieve better training purposes. In addition,
the training process should focus on the main position of the principal, changing
the traditional trainer-led training, strengthening the observation of excellent
educational institutions to learn and learn from their essence; presenting cases,
analyzing problems, and solving practical problems from them; and regularly
studying documents on education, which can be a combination of lectures and
participatory training. In addition, there is a need to have a variety of ways such as
group discussion and self-reflection to fully mobilize the enthusiasm of the
principal, so that the principal becomes the main body of training. In short, the
actual situation of the principal gradually adjusts the training methods, in the
"independent, cooperation, exploration, reflection, exchange" in learning, reform,
and innovation of the principal training model.

Finally, it is needed to implement the training feedback timely and track the
training effectiveness continues. The establishment of a sound feedback
mechanism for the training of principals, to strengthen the evaluation of the entire
training process and results, in order to ensure the smooth implementation of
training and motivation of principals in training. The training feedback mechanism
can make the trainer be trained by the principal to achieve a full range of mastery,
the trained principal can express their views on the trainer and training institutions.
On the other hand, the training side can also give timely feedback to the principal
on the information related to the principal training, to ensure the effectiveness of

the principal training, so that the principal training towards institutionalization,
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standardization, and scientific direction. It is needed to evaluate the training results
objectively, and continue to track the effectiveness of the training, in the first
instance, the results achieved and the existence of deficiencies told the principal of
the training, can effectively improve and enhance their teaching, management, and
research capabilities, while also providing some reference and reference for the

next principal training.

3.2. Improving the approach to the evaluation of personnel management

of educational institutions.

Dimension of leading childcare and education. The principal has three roles,
including educator, manager, and leader. Since the principal is engaged in
educational work, he or she must be an educator while developing his or her
administrative skills, which will have a multiplier effect on the development of his
or her administrative skills. The professional standards for principals define
professional understanding and awareness, professional knowledge and methods,
and professional competence and behavior in six major areas: planning institution
development, creating a culture of nurturing, leading childcare and education,
guiding teacher growth, optimizing internal management, and adapting to the
external environment. The professional standards for principals set out 60
requirements for the qualifications of principals in the six major areas of
professional understanding and awareness, professional knowledge and methods,
and professional competence and behavior (MoE, 2015). In the present study, the
author argues that the principal's qualifications are based on the following
dimensions In this study, the author believes that principals should become
educators before they can become good managers. Nursery education is the core
work of educational institutions, and the principal should follow the law of early
childhood education and the law of children's physical and mental development,
and lead teachers in the scientific implementation of nursery education activities.
Sukhomlinsky once pointed out that a school leader can only be a good leader and

a credible and knowledgeable "teacher of teachers" (Suk, 1983). In the context of
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the professional standards for principals, this study considers "leadership in
childcare education" as an important factor in the professional competence of
principals.

In an effort to be objective, a questionnaire was administered to principals
and teachers on the ability of principals to lead childcare and education (D5). The
questions related to this dimension were scored on a 5-point scale, including 2
items in the principal's questionnaire (item 20 and 22) and 4 items in the teacher's
questionnaire (item 16, 19, 21, and 30). The results of the descriptive analysis of
DS showed that the mean values of the principal evaluation (Dp5) and the faculty
evaluation (Dp5) were 3.94 and 4.53, respectively, which were both greater than 3,
as shown in table 3.4. This shows that the satisfaction of the principal in leading

childcare and education is relatively high.

Table 3.4 - Evaluation of the dimension of Leading childcare and education

Dimension Mg;llnl; :m Maximum value | Average value | Standard deviation
Dp5 3.00 4.67 3.94 0.64
Df5 2.80 5.00 4.53 0.54

Source: prepared by the author

So, is there a correlation between the principal's competence in leading
childcare education and his or her overall managerial competence? This was an
important research hypothesis for this study when the questionnaire was initially
designed. It is also a question that needs to be clarified in exploring the formation
of principals' managerial competence. To this end, this study used correlation
analysis to explore the correlations between principals' competences in leading
child care education and their managerial competence, as shown in table 3-5,
respectively.

Correlation analysis was used to investigate the relationship between the
Dp5 and the principal's managerial competence, and the Pearson correlation

coefficient was used to indicate the strength of the relationship. The results of the
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analysis showed that the correlation coefficients between Dp5 and Dp and between
Df5 and Df were 0.869 and 0.852, respectively, with a p-value < 0.01, showing a
significant positive correlation. This indicates that there is a significant positive
correlation between the principal's managerial competence and his or her ability to
lead childcare and education and that the results of the teachers' evaluations and

the principal evaluation are uniform.

Table 3.5 - Correlation analysis between the dimension of Leading childcare

and education and the managerial competence

Dp Df
Dimension Correlation coefficient p Correlation coefficient p
Dp5 0.869** 0.000 -- -
Df5 -- -- 0.852%* 0.000

* p<0.05 ** p<0.01
Source: prepared by the author

Therefore, in the process of developing the managerial competence of
principals before or after their careers, in addition to the four dimensions covered
by managerial competence, their ability to lead childcare and education must also
be developed. A principal is not only an administrative position, but also represents
professional leadership. The ability of the principal to lead childcare and education
is essential to his or her managerial competence. According to the professional
standards for principals, the professional competences and behaviors for leadership
in childcare education include the following.

To implement the national regulations on childcare and education, and
implement childcare and education activities based on current situation.

To enhance curriculum leadership and managerial competence to guide
teachers to develop individualized educational programs and organize flexible and
diverse educational activities according to the developmental needs of each child.

To establish a system for the principal to go into the classroom to guide

education activities, so as to understand and evaluate the state of nursery education
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promptly and give constructive feedback.

To lead and ensure the development of research activities in childcare
education and to improve the level of childcare education.

Leading childcare and education is the core expression of the professional
ability of the principal. The principal should adhere to the basic principle of
combining education and conservation, pay attention to the cultivation of good
learning qualities, be familiar with the organization and implementation of
educational activities, and go into the classroom to dynamically monitor the
implementation of education and conservation activities. The principal also needs
to scientifically guide teachers to implement teaching and learning activities that
conform to the laws of physical and mental development and early childhood
education, lead and guarantee the development of nursery education research
activities, and continuously deepen education reform in order to promote the
healthy and harmonious development of children's bodies and minds.

In addition, the professionalization of school principals and principals is
becoming more and more prominent, driven by the professionalization movement
of educational administrators. The professionalization process of the principal
needs to change from the role of "educator" to the role of "professional +
management" and to improve the management literacy, management art, and
leadership skills of principals (Suo, 2019). The principal should be able to work
with both senior and professional teachers. This means that the principals can
communicate and cooperate professionally with the senior staff in the area of care
and education, while at the same time responding to changes in the entire
organization, both internally and externally, with professional attitude, expertise,
and competence of a manager and leader, and responding in a way that is
acceptable to the professionals.

Dimension of creating organizational culture. The personnel management
process is a process in which the principal organizes all staff members to work
together to achieve organizational goals in education and care. According to

Deming's theory of the management process, the operation of the personnel
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management process also consists of four main stages: planning, implementation,
checking and summarizing. This is both the basic procedure of the management
process and the basic method of management by the manager. Although this
management process can improve efficiency, it tends to lead to inertia, which
makes creativity insufficient.

Managerial competence is essential in the journey of a qualified principal
growing into an outstanding principal, but exceptional leadership also requires a
certain level of creativity. China's professional standards for principals also include
creating organizational culture in their expression of professionalism for principals
in the following aspects.

To create a natural and humanistic environment that reflects the philosophy
of the school, and to form a positive, tolerant, friendly, loving, healthy, and lively
garden style.

Create a nurturing atmosphere that nurtures the sentiments of teachers and
young children, recommend excellent spiritual and cultural works and classic
reading materials for young children to teachers, and guard against the negative
influence of undesirable culture.

According to the -characteristics of children's physical and mental
development and their ability to accept, the education of love for learning, love for
work, and love for the motherland is integrated into the educational institution's
daily life and play activities.

Gathering the power of organizational culture building, encouraging active
participation of children, playing the leading role of teachers, and encouraging
society (community) and families to participate in organizational culture building.

The hypothesis that there is no effect of the principal's creation of a
nurturing culture (D6) on his or her managerial competence was made at the
beginning of the questionnaire design for this study. Therefore, the questionnaire
was designed with corresponding questions for each of the six dimensions of
professional standards. In this study, the correlation between D6 and the principal's

managerial competence was analyzed in the principal evaluation questionnaire and
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the teacher evaluation questionnaire, respectively, as shown in table 3.6.

Table 3.6 - Analysis of the correlation between the principal's ability to

create organizational culture and the managerial competence

) ) Dp Df
Dimension - - - -
Correlation coefficient P Correlation coefficient P
Dp6 0.813** 0.000 -- --
Df6 -- -- 0.842%*% 0.000

* p<0.05 ** p<0.01
Source: prepared by the author

Correlation analysis was used to investigate the correlation between D6 and
principals' managerial competence. Pearson's correlation coefficient was used to
indicate the strength of the relationship. The results of the analysis showed that the
correlation coefficient between Dp6 and Dp was 0.813, while the correlation
coefficient between Df6 and Df was 0.842. The two p-values <0.01 showed a
significant positive correlation. This indicates that there is a significant positive
correlation between the manager's managerial competence and his or her
dimension of creating organizational culture and that the results of the faculty
evaluations and the principal evaluation are uniform. Further correlation analysis
revealed that there was a significant positive correlation between the manager's
managerial competence and all the items in the D6 dimension of both
questionnaires. Therefore, creating organizational culture has a beneficial effect on
the improvement of the managerial competence of the principal and also helps
qualified principals to grow into excellent principals.

Culture has the power to educate people implicitly, and an excellent culture
can enrich the spiritual world of people. Organizational culture is the sum of the
unique values of educational institutions and the forms and material forms of their
activities under their guidance, including the spiritual, material, institutional and
behavioral aspects of educational institutions such as educational goals, value

standards, basic beliefs, behavioral norms, environment, and symbols. Spiritual
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culture is the soul of organizational culture construction, and it is also the highest
level of organizational culture construction. The spiritual culture of educational
institutions 1s the value orientation and psychological aspirations of educational
institutions formed in the process of long-term development and generally
recognized by all employees, and it is the centralized embodiment of the spirit of
educational institutions. The principal of the educational institution should create a
positive, tolerant, friendly, loving, healthy, and lively garden style.

Material culture is an important part of organizational culture construction.
The planning layout, architectural style, facilities and equipment, and material
materials of educational institutions all have certain cultural connotations and can
reflect the unique material culture of educational institutions. The institutional
culture construction of educational institutions is the guarantee of organizational
culture construction. The system regulates people, restrains them, and forces them.
Culture could motivate people, teach people, and guide people.

The principal should strive to build a democratic, scientific, egalitarian, and
efficient institutional culture. The construction of educational institution behavior
culture is the landing point of organizational culture construction. Behavior culture
mainly refers to the behavioral norms and habits formed by teachers and children
in the process of care and education, learning and living, and is an agreed-upon
behavior pattern that reflects the values of educational institutions. Behavior
culture directly reflects whether the concept advocated by educational institutions
has been effectively implemented and whether the system developed is scientific
and reasonable and strictly implemented (Wang, 2015).

Among the many cultural categories, creating organizational culture in
educational institutions plays an important role in the improvement of its overall
managerial competence, which is what the principal must experience to grow into
an excellent leader and is an important reflection of the principal's ability to lead.
The principal should pay attention to the educational functions of organizational
culture in terms of value leadership, goal motivation, emotional cultivation, and

behavior regulation, and integrate the excellent traditional culture of the Chinese
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nation into the construction of organizational culture. Also, they should make
comprehensive use of environmental cultivation, ideological propaganda,
institutional regulation, and activity infiltration to create a nurturing atmosphere
and spiritual home for teachers and children to cultivate their moral character.

Educational institutions should integrate culture into the physical
environment so that children can interact with teachers and the environment, subtly
gain inculcation, and realize the function of cultural parenting. The creation of a
nurturing culture requires the principal to be able to keep up with the times, to have
her cultural stance, to nurture people with rich activities and a happy spirit, and to
discipline people with a scientific system.

Taking primary educational institutions as an example, principals with
cultural literacy could take the following measures to promote the personnel
management performance of the institutions.

The first is to improve the welfare and value the male teachers. Improving
the welfare and valuing the male teachers. The welfare of teachers should be
improved according to their different needs and preferences. Benefits that tailored
to the needs of different teachers, such as “five social insurance and one housing
fund”, discounts on childcare costs, and free meals on weekdays, could go a long
way towards making a career attractive. As for the scarce male teachers, a green
channel for them could be provided through the connection with universities and
preschool normal schools as well as preferential treatment. Educational institutions
could create a normal and harmonious male group environment for male teachers
by recruiting enough male full-time teachers, physical intelligence teachers, or
administrators. In addition, a work-life balance culture can be created to shorten
the time they have to work in educational institutions so as to enhance their job
stability and happiness. Besides, it is necessary to look at the long-term
development of male teachers. Male teachers should be made to realize that they
are an integral part of the teaching staff, rather than a small group that should be
treated specially.

The second is to build a team culture that balances work and family. In the
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face of the oversize class and the heavy workload of teachers, it is necessary to
create a team culture that keeps the work-family balance to enhance the sense of
happiness and belonging of teachers in addition to increasing the recruitment of
teachers. Therefore, humanistic care can be paid more attention to in the
management of teachers to alleviate the conflict between work and family, so as to
enhance their happiness at work and ensure the stability of their work. For
example, educational institutions could shorten the mandatory working hours,
reduce the temporary clerical work beyond working hours, offer free meals for
teachers, and provide temporary care services and tuition waivers for teachers’
children. Leaders can integrate the culture construction into the overall
management system construction to realize the transformation from teachers’
passive acceptance of management and supervision to teachers’ independent
development and self-supervision.

The third is to establish a learning community to enhance learning
enthusiasm. In view of the current situation that teachers in this study have a low
initial education level, it can enhance their enthusiasm for learning and training
after their employment. In addition to providing more training opportunities for
teachers, there is also a need to form a “learning community” among teachers.
Educational institutions could also encourage teachers to carry out teaching and
research projects or micro-topic research according to the actual teaching and
research tasks, and choose voluntarily or form a team for joint discussion. In
addition, educational institutions should actively cooperate with local higher
educational institutions to strengthen the integration of theory and practice. On the
one hand, professors in colleges and universities can be invited to give professional
guidance to teachers in primary educational institutions in the forms of academic
lectures, topic discussions, lectures, and class evaluation activities, so that teachers
could continue to broaden their knowledge and improve their professional quality.
Meanwhile, excellent teachers in primary educational institutions can also serve as
internship mentors for normal students in colleges and universities, and guide them

to complete various teaching skills training together with their academic mentors.
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The fourth is to create a harmonious organizational climate in educational
institutions. The organization construction in education ecology pursues the state
of harmonious coexistence, mutual tolerance, and mutual support.  Leaders
should pay attention to the construction of people-oriented management concepts
and attach importance to the overall design, accumulation, and inheritance of
organizational climate. The construction of a harmonious organizational climate
could enhance the management grade, enhance the educational function of culture,
build the educational institutions into an emotional home with humanistic care, and
make teachers feel the value of their own life and the significance of existence.
Also, educational institutions need to care about the psychology and emotions of
teachers and hire professional psychological personnel to conduct psychological
counseling for teachers regularly. The leaders should create a harmonious, equal,
and democratic organizational climate based on putting an end to “different
remuneration for equal work™, to improve the sense of belonging of teachers who
are not in the permanent establishment, which is also one of the effective ways to
help teachers improve professional quality (Xia & Shen, 2021), see Table 3.7.

The ability to create organizational culture in the process of developing the
managerial competence of principals can have a multiplier effect on their
managerial competence. When developing a principal's managerial competence,
the ability to create organizational culture cannot be ignored as a boost. It is also an
important part of the process for principals to improve their managerial
competence and eventually form leadership.

Assessment methods of personnel management of educational institutions.
Whether the analysis of the influencing factors on personnel management of
educational institutions or the proposals of approaches for the development of
managerial functions should not be the terminus of improving the personnel
management performance of educational institutions. It is necessary to improve the
scientific assessment system for the personnel management of educational
institutions to ensure the effectiveness of personnel management. This study
verified that the personnel management assessment system of educational
institutions mainly includes four dimensions of principals’ managerial competence

and the other two related dimensions.
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Table 3.7 - Assessment system of personnel management in educational

institutions in practice

Target layer Criterion layer (m) Index layer (k / t)
Dpl-1
Principal evaluation Dpl-2
Planning institution Dpl-3
development Df1-1
(DI) Faculty evaluation Df1-2
Df1-3
Dp2-1
Dp2-2
o Principal evaluation Dp2-3
Guiding teacher
growth Dp2-4
Df2-1
Faculty evaluation Df2-2
Df2-3
Dp3-1
Principal evaluation Dp3-2
Optimizing internal Dp3-3
management Df3-1
Principals’ (D3) Df3-2
managerial Faculty evaluation D53
competence in D4
personnel
management Dp4-1
Dp4-2
) Principal evaluation Dp4-3
Adapting external
. Dp4-4
environment Do4-5
(D4) r
Df4-1
Faculty evaluation Df4-2
Df4-3
. . Dp5-1
| | Principal evaluation DE 50
Leading childcare and
education DE-1
(D5) Faculty evaluation Df5-2
Df5-3
Df5-4
. . Dp6-1
] o Principal evaluation P
Creating organizational Dp6-2
culture Df6-1
(Do) Faculty evaluation Df6-2
Df6-3

Source: prepared by the author




183

Also, in the questionnaire developed in this study, 20 specific scoring items
in principal evaluation and teacher evaluation were identified respectively.
Therefore, based on the hierarchical structure model of the assessment system
proposed in the previous section, it is determined that the final assessment system
of personnel management in educational institutions includes 1 target layer, 6
dimensions in the criterion layer, and 40 corresponding indicators in index layer
(20 indicators for each of the principal evaluation and faculty evaluation),

For the evaluation of each indicator, the Likert 5-point scoring method in the
questionnaire is still used for scoring. It should be noted that the 100-point scale
could be used to replace it in order to better present the results. Therefore, the
value of each indicator should be the original score of the indicator multiplied by
20. Due to both the principal evaluation and faculty evaluation having 20
indicators, the total score of both evaluation criteria is 100.

According to formula (1.1) and formula (1.4), the final score (S) of
personnel management performance of educational institutions and the score for
one of the dimensions of principal managerial competence (S') could be calculated,
which determine the different personnel management levels of principals in the
corresponding grading criteria, as well as the level of a single dimension of

personnel managerial competence, as shown in table 3.8.

Table 3.8 - Personnel management level of principals in educational

institutions

Level Unqualified principals Qualified principals Excellent principals

Final score (S)

Score for one 0-60 60-80 80-100
dimension (S')

Source: prepared by the author

Personnel management of educational institutions under the Covid-19
pandemic. In recent years, the new crown epidemic has disrupted the original
educational order, and the education field has faced tremendous transformation and

change, accelerating the reshuffle of the education industry. The post-epidemic era
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means that the epidemic has not completely disappeared, nor is it likely to return to
its previous state, and the epidemic will fluctuate, with small-scale outbreaks
possible at any time. It is an era of return from foreign countries or abroad and
seasonal episodes that are prolonged and have far-reaching effects on all fronts."
(Wang, 2020). The impact of the outbreak is felt in all areas and poses a great
challenge to them all, especially the survival and development of rural private
schools. General Secretary Xi Jinping emphasized that "education should be well
run" so that "young children can be educated and learn to learn". Premier Li
Keqiang specifically mentioned "helping private educational institutions to relieve
their difficulties" in his government work report in 2020.

A survey of 280 private educational institutions showed that more than 60%
of them were unable to maintain normal operations and 19% were seeking to
transfer due to a shortage of funds (Luo, 2020). As early as February 28 this year,
research from the Education Committee of the Chinese Association for Non-
government Education pointed out that the epidemic brought great challenges to
the operation and even survival of private parks, especially public interest private
educational institutions. It is recommended that the government should provide
rent subsidies, and encourage financial institutions to provide small loans to private
educational institutions in the form of government discounts and low interest rates
to alleviate financial difficulties.

Under the crisis of the new crown pneumonia epidemic, private educational
institutions need to rely on their management, especially the principals' needs to
focus on crisis management, in addition to external forces such as policy support,
in order to achieve their sustainable development. Crisis management is the
management behavior of an individual or organization to prevent the occurrence of
a crisis, mitigate the damage caused by the crisis, and adopt recovery behaviors
after the crisis (Shi, 2015). In the book "Crisis Management", Robert Heath
proposed the 4R model of crisis management, which consists of four stages:
Reduction, Readiness, Response, and Recovery (Robert, 2004).

Before the epidemic outbreak, previous research showed that the flow of
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teachers is significantly higher than that of teachers in other education stages, and
the unbalanced flow phenomenon with a liquidity period of fewer than 5 years and
a flow rate of more than 10% gradually becomes more prominent. Moreover, the
research on teacher turnover in central China showed that the frequent turnover of
teachers presented a certain regularity, that is, the turnover rate of teachers in
private educational institutions is much higher compared with public educational
institutions (Cai, 2011).

For private educational institutions, although the loss of some teachers could
reduce some expenses, it was bound to bring difficulties to future education and
teaching activities. The private principals should ensure that the existing capital
chain is not interrupted because the private educational institution needs to be
responsible for its profits and losses, which is not only the economic lifeline of
educational institutions but also an important guarantee for the payment of the
salaries of the current teachers.

Principals should adopt a variety of ways to reduce the turnover rate of
teachers. On the one hand, the principal could organize the teachers to establish an
"online companion community for children" during the epidemic, and parents can
join the group voluntarily and only need to pay a small fee. Special teachers should
be arranged to share parent-child game videos suitable for preprimary children in
the group and answer parents' parenting questions at a fixed time every day. In this
way, it not only could enable teachers to earn more than their salary during the
epidemic, but also stimulate their sense of mission and motivation for achievement
with parents ' participation and trust, and make them more enthusiastic about their
current positions. In addition, the various awards and subsidies provided by the
government in response to the epidemic could be reasonably used to provide basic
living subsidies for teachers, so as to guarantee their basic living to reduce the
turnover rate.

On the other hand, since teachers need to do more work after the educational
institutions officially reopen, principals could take necessary welfare plans to

increase teachers' professional happiness and stabilize the teaching team. It has
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been reported that 71% of the surveyed employees could be influenced by their
welfare plan in their decision of whether to resign or not (Robbins & Coulter,
2017). Because the epidemic has not been completely controlled, the following
welfare plans can be adopted in educational institutions to avoid cross-infection
and meet the safety needs of teachers, for example, teachers could have free meals
in the educational institutions and receive free daily epidemic prevention materials
such as thermometers and masks.

The educational institution should establish a management system for
epidemic response. It is of great significance to establish an internal emergency
management mechanism to realize the sustainable development of private
educational institutions based on ensuring survival. As the first person responsible
for the prevention and control of the epidemic in the educational institution, the
principal is fully responsible for the organization, leadership, responsibility
decomposition, task implementation, and supervision and inspection of the
epidemic prevention and control in the educational institution, which is the
requirement of China's Ministry of Education for all principals of both the public
and private educational institutions (MoE, 2020). The principals should organize
the establishment of the educational institution epidemic prevention command
leading group to complete the work plan and system construction, as shown in
Figure 3.1.

Specifically speaking, it is necessary to formulate emergency plans and
conduct relevant exercises to ensure that relevant personnel clearly understand the
procedures and responsibilities. Additionally, there is a need to develop and refine
the work specifications for child care and disease prevention, as well as the health
care specifications in the one-day educational institution process. Educational
institution rules should be open and transparent to children’s parents to win their
trust. After the formation of a virtuous cycle, it can be ensured that children could

insist on going to the educational institution every day without being absent.
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Kindergarten principal

first person responsible

‘Working group of prevention and control

administrative departments, logistics departments, health care personnel,
teachers' representatives and branch discipline inspection committee members
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childcare and education physical examination logistics service
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Grade leader + ’{ Security guard
+
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Figure3.1 - Structure of epidemic prevention command leading group in

educational institutions

Source: formed by the author

Also, principals should implement various prevention and control measures
according to the requirements of the local government, and make on-duty
arrangements to ensure the health and life safety of children and teachers. At the
same time, it is necessary to organize specially-assigned personnel to take charge
of the psychological adjustment of educational institution staff after the epidemic.
Similarly, teachers should actively pay attention to the mental health of children
and their parents, both of which are very important but also easy to be ignored by

the manager.



188
3.3. Modeling of the personnel management strategy of heads of

primary institutions

In the context of sustainable development, this section summarizes which
factors can have a multiplier effect at different stages of the formation of the
principal's managerial competence and attempts to construct a model. How to
improve the managerial competence of the principal is the question to be focused
on in this study. Management competence is a comprehensive body containing
multiple connotations, and the improvement of the principal's management
competence is necessarily a systematic project.

In the process of developing the managerial competence of principals, the
study outlined three stages: diagnostics and project-oriented, content and process-
oriented, and evaluation and correction- oriented. Also, based on the results of the
second part of the questionnaire and interviews, the factors that influence the
managerial competence of principals, and concerning the existing "Glacier" model
and "Onion" model of competences, both of which emphasize core or basic

qualities, the following model is proposed, see Figure 3.2.
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Diagnostics and project-oriented. For the principal's managerial competence
of planning institution development, leading teachers' professional growth,
optimizing internal management, and adapting external environment, his or her
personality qualities (especially social responsibility), professional background,
and education can have a multiplier effect on the principal's managerial
competence. This can be applied mainly in the pre-service preparation process of
principals, especially in the college training stage. First, based on the findings in
Section 2, students with a background in education or art can be targeted for
training. It is also possible to make preliminary judgments about students'
personalities and leadership styles through tests, etc., and to train them in a
targeted manner according to this. According to the results of the previous survey,
in the process of forming the managerial competence of the principal, his or her
personality traits such as cheerfulness, patience, affability, enthusiasm, persistence,
and aggressiveness, and good moral qualities such as responsibility, fairness, and
impartiality, integrity, respect, and tolerance all play an important role.

According to the common problems in personnel management, the project-
oriented teaching method can be adopted, that is, the project is the main line, the
teacher is the guide, and the students are the main body, focusing on the
combination of theory and practice. The project-oriented teaching method is based
on the selection of teaching content closely around the need to complete work tasks
so that students can get used to a complete approach to solving problems, and the
"project" set up can run through the knowledge of multiple courses. The theoretical
basis of the project-oriented teaching method is developed by the German Federal
Institute for Vocational Education in July 2003, which decomposes the whole
learning process into a specific project or event, designs a project teaching program,
and designs teaching ideas according to the action loop. This not only can impart
students with theoretical knowledge and operational skills but more importantly,
develop their professional competence. The problems that often arise in personnel
management, such as the high turnover rate of teachers and the low

professionalism of teachers, are analyzed at both the theoretical and practical levels,
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and then targeted to develop their managerial competence.

In addition, based on diagnostics and project-oriented, the development of
managerial competence for principals must have a social responsibility component.
New and Xu (2001) have stated that the purpose of the university is to shape good
social citizens and consequently bring about social harmony. Former Harvard
University president Bock (2001) also believes that universities have a special
place and mission in guiding the development of a sense of social responsibility
among students. This mission is also being exercised by many of the world's
leading research universities. Harold T. Shapiro, former president of Princeton
University, also believes that the moral development of top students, who may
become leaders in various industries in the future, will affect many aspects of
public and private life, and therefore it should be an important responsibility of
universities to pay attention to and guide the moral development of students, and
universities should offer relevant educational courses to guide students to develop
good qualities of social responsibility.

In addition to "moral education" in the United States, the "gentleman's
education" in British universities and "national education" in Japanese universities
also reflect the goal of the university in cultivating excellent talents by giving equal
importance to knowledge transfer and social responsibility. This is also the case in
some universities in China. For example, the motto of Tsinghua University is
"Self-improvement and Virtue", "self-improvement" can be regarded as the pursuit
of the top talents' perseverance and perseverance in human learning, while "virtue"
is It also incorporates the dual factors of cultivating the ability of top talents and
shaping their personality by assuming social responsibility. However, it is worth
noting that the current practice of cultivating top talents in China's colleges and
universities still generally lacks attention to the social responsibility of top students;
the selection and cultivation practice still follows the principle of 1Q first, adopts a
single and boring traditional teaching method to cultivate social responsibility,
evaluates the development of students' social responsibility with standards that are

out of touch with reality or difficult to land, etc., which are not conducive to the
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development of top students into "complete human being".

Combined with the moral qualities of leaders described in the previous
article, the moral qualities of principals, as leaders and top talents of educational
institutions, can be focused on social responsibility in addition to the love for
young children. In the diagnostics and project-oriented phase, all of the above
contribute to the development of their managerial competence.

Content and process-oriented. Content and process-oriented personnel
management tend to be a process-oriented system with processes and process
specifics. Although PDCA can improve efficiency, it can easily lead to inertia,
which makes creativity insufficient. Chinese growing companies combine their
management practices to make a new development of this classic theory. In the
management process, emphasis is placed on planning, responsibility, inspection,
and motivation. Among them, the responsibility in place emphasizes that the
completion of the plan needs the support of actions, and the responsibility to the
people will have real action. Checking in place means that people will not do what
you expect, but only what you monitor and check. However, the traditional
institutional management and top-down administrative management in the past are
not conducive to the healthy and coordinated development of educational
institutions under the background of the epidemic, so an effective management
concept is sorely needed.

In light of the characteristics of educational, the management of educational
institutions can be innovated and flexible management can be implemented. As for
the hypothesis of human nature, the early viewpoints of the "tool man" and
"economic man" only concerned the economic needs of human beings, regarded
workers as mechanical production tools, and put managers and management
objects in complete With the emergence of Maslow's hierarchy theory of needs, the
understanding of human nature has taken a huge step forward, that is, humans are
not only social man, but also decision maker and complex man (Zhou, Chen, & Lu,
20006).

Under the guidance of this kind of epistemology, managers must motivate
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employees from many aspects, guide their behaviors, and boost their enthusiasm.
Therefore, the essence of the person-oriented management concept lies in fully
affirming the subjective role of people in management and effectively stimulating
people's enthusiasm, initiative, and creativity by studying people's needs,
motivations and behaviors, to improve management efficiency and maximize the
realization of organizational goals. management, adhering to the person-oriented
concept is to proceed everything from the growth and development of children and
teachers, firmly rely on the In the personnel management, adhering to the person-
oriented concept is to proceed everything from the growth and development of
children and teachers, firmly rely on the masses of staff, fully arouse the
enthusiasm of the staff, form the common value and value orientation of
educational institution, build up the organizational culture with person-oriented
principle, and then promote the harmonious development (Stoyanets, Xia, & Qu,
2021). The person-oriented management concept has the advantage of mobilizing
the enthusiasm of all staff to participate in realizing the normal operation of
educational institutions, concerning the mental health and life needs of all the staff
to achieve good development, and stimulating the construction of 'Healthy
educational institution' to contribute to the formation of good family and
educational institution cooperation.

In the content and process-oriented stage, as shown in Figure 3.1 in the
previous section, front-line teaching experience, front-line administrative work
experience, teaching experience, and age are factors that can contribute to the
development of their managerial competence.

Evaluation and correction-oriented. In the evaluation and correction-
oriented phase, the principal's ability to learn, innovate, and reflect is particularly
important.

As a manager, there are many things to focus on. After arranging the work
tasks down, the first thing to look at is how well the staff is executing and how
efficient the execution is for the development of the team. Improving the appraisal

system is currently an important step to improve the managerial competence of
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principals. Generally speaking, the appraisal system is for the internal staff, and
this kind of appraisal can often stimulate the professionalism and business ability
of the staff, but it can not play a role in assessing and correcting the managerial
competence of the principal. To address this, principals should focus on internal
evaluation while improving their managerial competence, transforming the
previous relatively backward evaluation mechanism and evaluation concepts
through improved evaluation, and effectively improving the business skills of the
staff as well as their evaluation concepts. First, personnel management must adopt
an appropriate evaluation and incentive system, focusing on the evaluation process
and evaluation content, and motivating staff through performance evaluation.
Second, principals also need to include themselves in the appraisal and are
appraised together with the staff. The content of the evaluation should be
consistent with the daily work of teachers, and on top of that, the evaluation of the
principal's managerial competence should be added appropriately. In addition to
enriching the evaluation content and improving the evaluation mechanism, the
managerial competence of the principal can be further improved.

In addition, the establishment of a self-reflection and evaluation mechanism
is another important step to improve the managerial competence of principals.
Self-reflection and other evaluations can evaluate the professional and managerial
competence of principals from both internal and external perspectives. Through
this evaluation mechanism, principals can also learn about various aspects of the
evaluation and hear various suggestions, which can be of great help in improving
their business skills. The principal needs to pay attention to the evaluation
mechanism of self-reflection and other evaluations. For self-reflection, the
principal needs to pay attention to her work trends and work effects. At the same
time, it is needed to pay attention to the summary of her work, and analyze the
reasons for the problems and mistakes in the work, so that principals can truly
recognize the shortcomings in the work and make improvements. For other
evaluations, the principal can distribute personnel management questionnaires to

the staff in the educational institution, so that the staff can give anonymous
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feedback on the questionnaires, and then use the results of the questionnaires to
understand the staff's evaluation and views on the principal's managerial
competence from various aspects. Finally, the principal should combine the results
of the questionnaire with his or her work summary to understand the deficiencies
in personnel management and the areas to be remedied in the future, so as to
effectively improve his or her managerial competence.

All of these require the ability to learn, innovate and reflect, which are
important qualities necessary for the formation of a qualified principal's managerial
competence in personnel management. A qualified principal needs to pay
particular attention to the following points while planning institution development,
leading the professional growth of teachers, optimizing internal management, and
adjusting external environment.

First of all, as a qualified principal, it is needed to put morality first and have
a strong sense of social responsibility. It includes implementing the educational
policies of the Party and the State, integrating the core socialist values into the
work of educational institutions, fulfilling the rights and obligations given to the
principal by law, taking the initiative to protect the legitimate rights and interests
of children, loving the cause of education and personnel management, being with a
sense of social responsibility and mission to serve the country and the people,
practicing professional ethics and moral education, respecting for the staff, and
pursuing diligent dedication, fairness and integrity.

Secondly, as a qualified principal, it is necessary to run the educational
institution following the law. Therefore, all educational must be done in
accordance with the "Personnel management Regulations", "Educational
Regulations", "Education Guideline", "Children's Learning and Development
Guide for 3—6-year-olds" and other legal and regulatory requirements to establish
the systems and arrange the affairs. A principal must conscientiously implement
our Party's education policy and not passively implement laws and regulations in
our work, but fully realize that following the law is the fundamental guarantee for

managing educational institutions well. A good principal should have a sense of
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law, normative awareness, and responsibility, dare to take charge, with smart
wisdom and methods to manage the educational institution.

Again, as a qualified principal, it is necessary to have a scientific
management style, which is the keynote of a successful educational institution. A
qualified principal should know the truth of "system first" and put the
improvement of the personnel management system in first place. principals need to
combine China's early childhood education regulations and the local early
childhood education situation to develop a management system that meets their
development. In addition, a principal should always consider safety and security as
the foundation of educational institution development. The principals needs to
optimize the personnel management system from the perspective of teachers,
parents, and students, and strive to achieve the management goal of "parents' peace
of mind, children's happiness, and everyone's joy" under the current management
system.

Finally, principals must set an example by effectively fulfilling the relevant
provisions of the personnel management system and setting a good example for
other educators. For example, teacher resources, as the most important resource in
educational institutions, must be rationally allocated in order to maximize the
teaching role. The principals, as the managers, can carefully examine the work
situation, understand the strengths and specialties of each staff member, and place
each staff member in the right position so that they can give full play to their
strengths. At the same time, it is necessary to create a good environment and
excellent humanistic management, which is the first element to attracting talent
and retaining them. In addition, a scientific evaluation mechanism should be
constructed. Establishing a scientific assessment system will help boost teachers'
morale and strengthen the trust between the principal and the staff.

To grow into an excellent principal, in the process of developing its
managerial competence, it also needs to do a good job of planning institution
development, leading professional growth of teachers, optimizing internal

management, and adapting external environment. In addition to these, special
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attention should be paid to the following points.

First, it is necessary to innovate the personnel management thinking. An
excellent principal should not only improve the personnel management system but
also have innovative personnel management thinking, so as to be able to respond to
various management problems of educational institutions on time. Today, most
principals have strong innovative management thinking, but often deviations in the
specific implementation stage, which requires close attention. For example, the
principal has developed an integrated management mechanism for children's safety,
the purpose of which is to fully protect the personal safety of children. These
problems can seriously affect the implementation of the management system.
Based on the above analysis, this study argues that a good principal should think in
terms of the big picture and consider the whole picture based on innovative
personnel management thinking. The innovative management system that results
from such innovative thinking can be truly implemented.

Secondly, the innovative service ideas are needed. As a principal,
establishing a sense of service is a prerequisite for managing educational
institutions well. Management and service, are not an end, but a means to promote
the development of educational institutions. A good principal, through in-depth
practical, grasps the facts, work to see the whole picture, and the evaluation to be
objective and fair; should be committed to achieving effective management,
improving the level of management, and dedicated to serving the children, parents,
staff, and society. At the same time, being person-oriented is the purpose of the
service. Personnel management should reflect the concept of "people-oriented",
equality is the premise, service is the core, autonomy is the way, and development
is the purpose. The principal should establish a correct sense of democracy, in the
arrangement of specific work, should respect the wishes of the staff, play the
strengths of each staff, do not ignore the main position of teachers. To sincerely
treat every staff member, actively help and solve their difficulties, and actively
care about their lives. In the workplace, we should treat people with sincerity and

kindness, and reflect people-orientedness in sincerity, respect, appreciation, care,
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trust, understanding, and tolerance everywhere.

Once again, principals need to create distinctive educational institutions. A
distinctive educational institution is unique in terms of its system, culture, teaching
philosophy, and content, and that reflects the purpose and characteristics of the
educational institution. Here we take culture as an example and talk about how
principals should create a characteristic educational institution. Taking rural
educational institutions as an example, it has two essential attributes, one is
ethnicity and the other is ruralness, so its one-day activity organization also reflects
the dual characteristics of ethnic cultural activities and rural customary activities,
mainly containing ethnic unique cultural activities and phenomena. Based on both
ethnic cultural activities and rural customary activities, it reflects the new face of
educational institution activities in the new era; it promotes the education of
children's ideology and behavior through characteristic culture, etc. An excellent
principal needs to reflect different ethnic and regional cultural characteristics
according to the specific situation of his or her educational institution, so as to
create an educational institution with special characteristics.

According to the results of this study, there are certain optimization
strategies for the heads of educational institutions to improve the personnel
managerial functions to grow into good principals.

Creating a shared vision and culture is helpful to enhance principals’
managerial competence in planning educational institution development.
According to organizational behavior, values are at work behind all organizational
behavior, and all school leaders are, first and foremost, leaders of values (Wang,
2012). This is also true for educational institutions, where all activities are
necessarily related to the issue of values. Therefore, defining the direction of the
educational institution and creating a good organizational culture is the first
consideration of the principal, and it is also an important expression of the
principal as a leader.

The first thing a leader needs to focus on when coordinating the

organization's human resources, time resources, and work tasks is the issue of the
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organization's development direction. The main way to effectively control the
direction of the organization's development is by forming and articulating the
organization's development vision, and values, and convincing all members of the
organization to accept these values and internalize them as part of their daily work.
A vision is a certain expectation formed through creation and communication, a
description of the future that wants to be achieved, and on which the members of
the organization have formed a consensus. All leaders should have the ability to
articulate and realize an organizational vision. For strategic leaders, the ability to
articulate an exciting shared vision with a promising future and continue to lead the
organization or team forward will directly determine the future and fate of an
organization (LRGCAS, 2009).

The first issue in building a vision is to determine the core values, which are
the basis of the vision, and determine the development direction of the organization.
For the determination of educational institution values, the core values of the
educational institution should be built based on the mainstream values of the stage
and the traditional and characteristic values of each educational institution, under
the premise of identifying with the mainstream values of society. The Educational
Regulations state that "an educational institution is an institution for the care and
education of children over 3 years of age, and is an integral part of basic education
and the foundation stage of the school education system." Compared to other
educational stages, education has many special characteristics. The task of the
stage is to implement the principle of combining care and education, and the
learning of young children is based on direct experience, which should focus on
providing them with opportunities for experience, interaction, and operation,
taking games as the basic activity, integrating education into various activities,
playing the central role of young children in education, providing children with
rich physical materials and real-life situations, and maximizing support and
satisfaction for young children through We provide children with rich physical
materials and real-life situations to support and meet their needs for direct

perception, practical operation, and first-hand experience. Therefore, "child-
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centeredness and preservation-centeredness" should and must be the mainstream
value of contemporary education, and all tasks and goals of educational institutions
must revolve around this value.

In addition to the recognition of the mainstream values of education, the
principal, as the leader of the core values of the educational institution, should also
focus on the condensation and inheritance of the traditional values of the
educational institution, which is the characteristic embodiment of an educational
institution's long-established and different values from other educational
institutions, and is the soul of an educational institution. If each principal takes
office and immediately makes drastic changes, completely negating the previous
principal's ideas or the long-standing traditions of the educational institution, it is
likely to confuse the values of the educational institution. As a wise leader, in the
process of establishing the core values of the educational institution, the principal
should first base on the educational reality of the educational institution, try to
inherit and explore the traditional values of the educational institution, and then
combine the social development and educational change trends to refine the values
that are in line with the mainstream values of education and reflect the
characteristics of the educational institution, and effectively lead the educational
institution's educational practice with the values.

As a principal, personnel management cannot be promoted solely by top-
down administrative orders, nor can inspection and evaluation be linked only to job
evaluation and bonuses; the quality of teachers cannot be substantially improved
by these initiatives. Educational institutions are nurturing institutions, whether
teachers can interact with children in a caring, accepting, and respectful manner,
and whether they can improve their professionalism through various interactions
organized by educational institutions, these are by no means administrative orders
alone.

This can only be achieved by a cold order or a cold system of management.
Therefore, it is important to reorient the values of educational institutions back to

the fundamental position of focusing on "human growth" so that educational
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institutions can become a place where both children and teachers can fully develop
and truly reflect the value and meaning of human beings. In such an organizational
climate, leaders can inspire their staff to develop a common vision and goals.

With "human growth" as the fundamental position, we should also pay
attention to the growth of parents, another important "stakeholder" in the
leadership process. Educational institutions should actively support and help
parents to improve their educational skills and seek their understanding, support,
and active participation in order to achieve co-parenting and promote the healthy
growth of children. These changes are all based on the basic value of "human
growth". The fundamental value of education is "adult", and in educational
institutions, the principal focuses on the spiritual needs and self-worth of the
organization's members, and only by paying attention to "people" can we truly
change teachers' concepts and enhance their awareness and ability to change. Only
by paying attention to "people" and improving parents' parenting concepts and
abilities can we help to improve the quality of education through cooperation
between homes.

A vision is not automatic, and a good vision is usually refined and refined
gradually under the guidance of a good leader. Leaders play an important role in
shaping the vision and mission of the organization, and the ability to develop an
appropriate vision for the organization becomes one of the main criteria for
measuring good leaders. An appealing shared vision cannot emerge from a
mechanical process; it must be able to truly reflect the will of the organization's
members. The true concern of the organization's members for a shared vision
comes from their vision, and the shared vision must be rooted in individual
aspirations and reflect care for the individual. The construction of a shared vision
for the educational institution requires the participation of all staff, parents, and
other supporters. In this process, the principal cannot simply replace the
organizational vision with an individual vision; the principal must understand the
dreams and visions of the entire staff and gain the support of the congregation (Xia

& Shen, 2021).
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At the same time, as an organizational leader, the principal should also
constantly encourage the members of the organization to develop a common vision
through the development of their visions. In short, the principal should be the
driving force and guide to promote the generation and achievement of the vision,
encourage all staff to talk about their vision, and after extensive collection, fully
communicate and discuss with all members, and finally combine with the reality of
the educational institution to summarize and form a spiritual platform that can be
used to guide the organization to achieve the set goals. Only when the vision
belongs to all members can the members of the organization be loyal to it and
become a beautiful ideal for everyone. After a common vision is proposed, it is
even more important to share and promote the vision, so that the members of the
organization really feel that the vision is a good ideal worth striving for, and only
in this way can the proposal of a common vision be truly meaningful.

In the context of educational change, building a shared vision is one of the
most important elements of a principal's ability to improve his or her management
and thus leadership skills. At the same time, vision is inseparable from
organizational culture, which is the basic framework of the organization, including
management processes, decisions, and privileges, as well as its values, norms,
beliefs, attitudes, and traditions (David, Sylvia, Yang, & Du, 2005). A distinctive
organizational culture not only increases the cohesiveness of the staff but also the
consistency of the culture facilitates a solid brand image when the educational
institution interacts with the outside world. To some extent, a leader's unique talent
is her ability to understand and apply culture. principals should create a caring and
trust-oriented organizational climate based on the characteristics of women and
give full play to the emotional cohesiveness of flexible management so that
teachers gain a sense of belonging and identity in a harmonious, friendly, and
stable environment (Jiang, 2012).

An organization's culture usually reflects the uniqueness of the organization
through its values, dominant leadership style, language and symbols, daily

procedures, and definitions of success (Kim, Robert, & Xie, 2006). When creating
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organizational culture, the principal can use symbols as a vehicle to characterize
the organizational culture. These symbolic elements include the educational
institution building and facilities, the emblem and song, event ceremonies, and
celebrity allusions, among others. At the same time, cultural construction cannot be
separated from the pull of rules and regulations, and institutional construction is an
important force to promote and facilitate cultural construction, providing strong
support and guarantee for organizational culture construction. Culture building
provides the principal, staff, and children with common beliefs about educational
goals and the roles they should each play, and guides their behavior in this way.
Teachers and children work, learn and live in a caring, trusting, and cooperative
organizational atmosphere, and members can communicate more freely and
equally with each other and actively participate in educational institution building.

- Providing professional leadership and research assistance could support
principals’ managerial competence in guiding teachers’ professional growth. The
principal provides overall leadership for the care, education, and administration of
the educational institution, and at the same time, needs to better meet the needs of
children and parents by promoting the professional growth of teachers. Therefore,
it is decisive for the development of educational institutions for the principal to
move from being a single administrative manager to an educational leader.

Firstly, the principal should move from "administrative authority" to
"professional authority". To improve managerial competence, the principal must
first change his or her concept and realize that effective leadership of educational
institutions must shift from the administrative authority given by the position to the
professional authority built by the pursuit of theoretical literacy. This change in
perception specifically includes changes in the principal's perception of education,
values, behavior, management concepts, and strategies. The professional role of
the principal in the new period is diverse, but the educational leader should be the
core role of the principal. New Zealand, the United States, the United Kingdom,
and other countries put professional leadership (teaching and learning) and guiding

learning and teaching in the most important position in the development of
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professional standards for principals (Chu, 2007).

Secondly, the principals should not only stand at a certain height for macro
planning and grasp but also be down-to-earth in the classroom to carry out
educational research. The principal should give teachers autonomy in curriculum
development and implementation in curriculum leadership, not just positioning
teachers as curriculum implementers who can only organize teaching according to
a predetermined curriculum plan, but giving them full professional autonomy and
the right to deliberate on the curriculum. To understand the teachers' teaching, the
principal must get out of transactional management and go deeper into the teaching
line, paying more attention to the classroom. The characteristics of educational
institutions in terms of size and teaching style offer the possibility of daily
classroom visits by the principal. First, compared to schools, educational
institutions are generally smaller in size, with the average size of educational
institutions ranging from six to nine classes. It is only through frequent classroom
visits that the principal can keep abreast of the activities taking place in the
classroom, understand the situation of teachers and children in the classroom,
identify problems in teaching, and give appropriate professional guidance. The
principal goes deep into the classroom for field guidance, to be good at identifying
problems, analyzing them and solving them, and seizing educational opportunities
to promote teacher development and child growth. In the process of guiding
teachers, the principal should establish an equal dialogue mechanism with teachers,
listen to their opinions, and give effective and optional suggestions.

Moreover, the professional growth of teachers is fundamental to the
development of an educational institution, and the ability to improve the
professionalism of teachers is an important indicator of the level of managerial
competence of the principal. Teaching and research activities in educational
institutions are important means to promote teachers' professional growth and
improve the quality of education and teaching. However, in practice, many
educational institutions carry out teaching and research activities that not only do

not promote teacher development but also become an additional burden for many
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teachers. The reason for this is that some principals in the teaching and research
activities, there are "fake", "big", and "empty" phenomena, so the teaching and
research activities are in the form. The only way to make teachers feel that
teaching and research activities are not a burden, but a platform to solve problems
with collective wisdom and achieve their growth is to set the content of teaching
and research activities in the work of teachers. This can effectively improve the
quality of teaching and research and reduce the work pressure on teachers.

In institution-based teaching and research, the principal, teaching, and
research team leaders and experts should change roles, breaking the previous

rn

practice of principals or experts' "one word" to achieve a democratic posture of
dialogue with teachers on an equal footing. The head of the school should inform
teachers of the topic of the seminar before each teaching and research activity so
that teachers can think beforehand and come prepared. In the process of teaching
and research activities, teachers should be encouraged and guided to express their
views and be willing to discuss and learn from each other and research together, so
that teachers become the protagonists of teaching and research activities. To ensure
that teaching and research work is carried out in an orderly manner, the principal
should not only incorporate teaching and research work into the daily education
and teaching work, but also subsume it into the educational institution's
management system, develop an educational institution teaching and research
system, and let teachers clarify the goals, content and evaluation indicators of
teaching and research work. The principal should effectively implement and
enforce the garden-based teaching and research system, play the management role
of the system, and guide teachers to eventually internalize the teaching and
research management system into the rules of their work, forming a good culture
of teaching and research in the garden.

Finally, based on the position of the principal to shift from administrative
authority to professional authority, teachers must become researchers without the
leadership of the principal, then the principal must first become a "research",

"scholarly" principal. The principal should be fully aware that the significance of
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scientific research is to better improve the level of research and professional
development of teachers, and to carry out research as an important way to promote
the overall development of educational institutions. When the principal is leading
the research on the subject, first of all, the choice of the research topic should be
based on solving the problems in education or the interest of teachers. By carrying
out research activities, it can practically solve the problems in education, carry out
action research and explore the laws of education and teaching. In the research
process, the principal should make reasonable planning for human resources inside
and outside the garden, change the hierarchical concept that members of the
subject group can only be the principal, middle-level cadres, and backbone
teachers, and encourage wide participation of the teacher community, especially
ordinary teachers, to combine teaching practice with theoretical research. At the
same time, the principal is responsible for building a learning educational
institution, and should actively advocate full learning, including the principal,
middle-level cadres, teachers, and caregivers, all educationalists should focus on
learning, while focusing on sharing their views and experiences with everyone,
forming a learning community of cooperation and sharing in the garden, and
building a platform for teachers to grow. In such a learning educational institution,
the principal will be able to drive not only the learning of the teachers but also the
learning of parents and children. In addition, the principal should form a good
learning atmosphere in the educational institution. In addition to spiritual
leadership, she should provide material protection for teachers' learning, establish a
special venue for teachers' learning and communication, such as a library reading
room and an electronic preparation room, and make teachers grow actively in a
relaxed and independent learning environment by holding symposiums and
academic salons.

Establishing the management system and work team is the manifestation of
principals’ managerial competence in optimizing internal management. First of all,
in the process of personnel management, establishing a scientific and reasonable

management mechanism is an important factor affecting the effectiveness and
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efficiency of personnel management. In the process of personnel management, the
principal needs to continuously strengthen the integration of the three aspects of
resources: material, human and financial, of which the main position is occupied
by people. Therefore, when the principal carries out management, the educational
institution system should adhere to the concept of being person-oriented, using the
extra time of teachers to enhance communication and exchange between each other.
Create a harmonious nurturing environment to help children develop good learning
and living habits. The development of goal management and performance appraisal
should manifest the humanity and motivation of the teaching staff so that they can
all realize the value of their lives in their positions. In addition, when managing the
educational institution, the principal needs to have the law to follow and carry out
the relevant work in accordance with the rules and regulations to ensure that the
management is standardized and that all work is in line with national laws and
regulations. At the same time, they can also give full play to the strengths of the
staff and work together with parents to form a co-parenting alliance. System
management is a dynamic cycle of organic systems, unchanging, unable to cycle
interaction, is not to achieve efficient management.

Second, it is needed to focus on team building the staff. In most educational
institutions, the relationship between the principal and teachers remains at the level
of manager and subordinate, with the principal supervising, checking, and
evaluating teachers' work, while teachers are always in a position of being
supervised, checked, and evaluated, which makes the organization lack vitality
internally. In the context of educational change, principals must change the state of
being of teachers and focus on team building and management if they are to lead
change. Section management aims to ensure the transmission of policies and orders,
emphasizing consistency and discipline. Team management, on the other hand, is
flat and focuses on motivating each member to maximize their respective roles,
emphasizing integration and creativity (Chen, 2011).

On the one hand, the principal should encourage the creation of non-

administrative organizations in the garden. Non-administrative organizations do
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not require an organizational structure to support them but are distinct from "small
groups" that are based entirely on individual emotions and are formal groups of
individuals working together to achieve a goal. These professional groups are often
teacher-centered, and each teacher can express his or her views fully and freely in
the group. Non-administrative organizations are a useful complement to
administrative organizations and are an important support for faculty members to
achieve good development. According to the interpersonal theory proposed by
Hawthorne's experiment, in a way, among the factors that determine workers'
productivity, the togetherness and security that workers are accepted by the group
have a more important role in productivity than incentive pay. This is because team
belonging satisfies the psychological needs of individuals and gives employees
individual or team responsible for a task decision, which can make individuals or
teams increase their sense of responsibility and give their best effort to complete
the task.

On the other hand, the principal needs to achieve leadership for the faculty
team. For teachers, creating teams allows teachers to break the limitations of grade
levels and class groups, create teams to support teaching, and promote interaction
between different levels. Thus, team building is a product of organizational
management change and is a useful complement to the section system. For team
building to be effective and achieve team goals, it requires the principal to lead the
staff team as a leader. First, the principal should give the staff sufficient space in
management to create a good environment that helps the team to build. The
principal should pay attention to the professionalism and subjectivity of teachers in
management, create a relaxed and harmonious atmosphere in the garden, and
actively promote team building among the staff, such as guiding teachers to create
subject teams, and interest groups or organizing cultural salons in the garden.
Encourage staff to form their teams for a common goal, and give strong support.
Second, the principal should provide technical guidance and resource support for
team building in the garden. The principal should actively advocate the "de-

administration" of team members, in the team, not administrative positions as the
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basis for members to participate in decision-making, fully reflecting the
professional authority of teachers, the team will become a real platform for the
development of professionals. Third, the principal should strengthen the ties
between the small teams in the garden and between the small teams and the larger
educational institution team as a whole. The principal should clarify the values and
overall development goals of the educational institution to the team members so
that the development goals of the small teams are integrated with the overall goals
of educational institutions so that the effectiveness of the team can be fully utilized
and the team members can follow themselves to achieve common goals together.
In addition, the principal should deal with the relationship between administrative
and non-administrative organizations, so that the two can form a synergy, not only
to play the administrative organization's management effectiveness but also to
build the educational institution's cooperative culture and professional community
with the power of various teams, to promote the good development of the
educational institution.

Realizing the role change and internal and external integration is the
innovation of principals’ managerial competence in adapting to the external
environment. In the context of change, educational institutions are facing more
challenges, and what we need are leaders with managerial competence. A principal
can effectively achieve organizational goals by establishing appropriate
organizational structures and procedures within the institution, allocating various
resources rationally, and organizing and coordinating the efforts of all parties.

Today, no matter how high the level of managerial competence is, the
principal cannot cope with the complex and changing internal and external
environment of today's organizations alone, and the days of individual heroism,
when the principal alone fought, are gone. principals should be a cohesive group,
with the principal as the core figure, while also playing the leadership of other
organizational members to form a leadership synergy in the garden. Therefore, the
principal needs to shift her leadership style and share a broader range of leadership

within the organization through reasonable delegation of authority.



209

First of all, it is necessary to improve and perfect the leadership team in
educational institutions. Today, the work status of many principals is "busy" and
"tired", the reason for this is that the principal of the garden is personally
responsible for the size of the affairs of the garden is the main reason for this
situation. The principals should make reasonable decentralization, focusing on the
formation of leadership groups. In the face of internal and external affairs, the
leadership team members work as a group to reduce the pressure on the principal,
but also to improve the scientific nature of decision-making and improve the
efficiency of the implementation of decisions. The principal through the
establishment of leadership groups in the garden, not only to reduce their own
"burden", you can focus more on educational institution organizational planning,
cultural construction, etc., but also through this way to promote the overall
improvement of the work inside and outside the garden.

Second, the organizational structure of the garden needs to be adjusted and
optimized. An important internal driving force for organizational change is
organizational structure. It is essential for the principal to consciously adjust and
optimize the organizational structure of the school by considering the external
environment and internal needs when practicing organizational leadership.
Especially for educational institutions, because of their generally small size and
relatively simple organizational structure, adopting a section-style high center of
gravity management, relying on the organizational structure to manage and
delegate orders at different levels, may waste more human and material resources,
cause more disconnection among organizational members, and is not conducive to
mobilizing the motivation of organizational members. In some small and medium-
sized educational institutions, in order to reduce the span of layers in the
management hierarchy, middle-level cadres can be allowed to also serve as lead
teachers, which truly shifts the management center of gravity downward in the
garden and thoroughly realizes the flat management of the organization. In the
traditional school management system, the middle level cadres are the

intermediaries for the transmission of information. However, when viewed in the
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context of school transformation and management change, middle-level cadres not
only have a direct impact on the implementation of decisions made by the principal
and other leadership teams but are also an important source of information and
intelligence for the principal's decisions (Wu & Li, 2007).

Only by allowing educational institution middle-level cadres to "return to the
classroom", taking into account the administrative role and teaching role, can they
have the sincerest understanding of the needs and problems of front-line teachers,
more objectively grasp the implementation status of curriculum and teaching,
timely identify existing problems, and effectively help teachers solve problems. In
addition, they can truly become the right-hand person of the principal and the
caring person of the teachers.

Again, distributed leadership in educational institutions increases teacher
autonomy. Within educational institutions, distributed leadership can rely on
multiple leadership resources within the organization to guide and accomplish
tasks of different sizes, levels of responsibility, and scope (Wayne, Cecil, & Fan,
2007). The strengths of each member are valued in the management process to
achieve overlapping and synergistic leadership and to stimulate and unlock the
potential of members. In an educational field of continuous change, teachers
cannot just be the leaders of others, but they should see themselves as leaders of
their classrooms and colleagues from the beginning of their careers and should
always be encouraged to do so. The principal should be a "leader's leader,"
focusing on the role of teachers so that everyone is able and focused on their
managerial competence and responsibilities in the work of the educational
institution. The principal should share power within the school, empower teachers,
change their status as blind followers and passive receivers, and encourage them to
become the heads of the institutions.

Finally, educational institutions are no longer a closed system in modern
society. It is inextricably linked to the external environment, and the development
of educational institutions is inevitably influenced by the external environment. In

addition to taking full responsibility for the internal work of the educational
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institution, the principal must also focus on coordinating and coordinating external
resources to create a favorable external environment for institution development.
The ability of the principal to coordinate internally and externally should also
emphasize his or her high moral character, which is the basis for all management
work. Among the various external resources, the ones most closely linked to
educational institutions are families and communities. On the one hand, the
principal should mobilize teachers and children to participate in community service
activities, which not only expands educational resources but also better reflects the
role of education radiation; on the other hand, the principal should seek community
support for educational institutions to maximize the effective integration and full
utilization of resources. The principal needs to create an external environment for
the educational institution that is suitable for development and change, to achieve a

balance between the internal and external organizational systems.

Conclusions to section 3

In section 3, the prospective directions of personnel management in China’s
educational institutions were explored in this study, and the following conclusions
are obtained.

1. This study highlighted the development of managerial functions of heads
of educational institutions which mainly includes pre-service preparation and in-
service training. Based on the preliminary questionnaire survey, this study selected
H university in China and M university in Malaysia for comparative analysis of the
design of the training program in the pre-service preparation. Taking the four-year
undergraduate talent training program of education major of the two universities as
an example, the textual analysis method is used to compare their differences in pre-
service preparation and summarize the respective experiences to draw certain
enlightenment. For the in-service training of managerial functions of heads of
educational institutions, this study analyzed its differences from ordinary teacher
training and puts forward some suggestions, including strengthening the

practicality of training contents, continuously enriching the training methods, and
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gradually improving the training system, implementing training feedback promptly
and continuing to track the training effects.

2. In the process of developing the managerial functions in educational
institutions, what other factors could help the development is discussed. This study
mainly analyzed the other two dimensions related to the managerial functions of
heads in educational institutions, namely, leading childcare and education, and
creating organizational culture. Among them, the former reflects the professional
ability of the principals, while the latter reflects the cultural literacy of the
principals. The results of correlation analysis showed that the two dimensions are
significantly positively correlated with the total level of principal managerial
competence in the principal evaluation, and the same results are also found in the
faculty evaluation, indicating that the professional ability of principals could help
to support the development of the managerial competence, and the cultural literacy
of principals could improve the managerial competence development.

3. Based on the six dimensions and related contents of the personnel
managerial functions of heads in educational institutions, this study improved the
scientific assessment approach to personnel management of educational
institutions. The assessment system mainly includes one target layer, six
dimensions in the criterion layer, and 40 corresponding indicators in the index
layer (20 indicators for each of the principal evaluation and faculty evaluation).
The final score and the score for a single dimension of the personnel management
performance of educational institutions could be gained based on the proposed
formulas in the previous section, which could determine the total level and the
single dimension level of personnel management of the heads of educational
institutions, such as unqualified principals, qualified principals, and excellent
principals.

4. The Covid-19 epidemic has brought huge challenges to the personnel
management of educational institutions. Based on the literature review and

individual interviews, this study found that private educational institutions are

confronted with many difficulties such as the operation stagnation of private
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educational institutions, the increasing turnover rate of teachers and children, and
the general lack of emergency management mechanisms in educational institutions.
This study suggests that principals should improve the management level by taking
responsibility for the management and gaining support from various social forces,
adopting a variety of ways to reduce the turnover rate of teachers and students, and
strengthening the construction of an emergency management system for prevention
and control for educational institutions to respond to the epidemic.

5. This study proposed a model for the development of the managerial
functions of heads of educational institutions. With the dimensions as the core of
this model, it is found that there are mainly 11 factors that could influence the
managerial functions of the heads, including personality, professional knowledge,
major, educational background, teaching experience, administrative work
experience, teaching age, age, learning competence, innovation competence, and
reflective competence. These factors correspond to three stages in the formation of
managerial competence, diagnostics and project-oriented, content and process-
oriented, and assessment and correction-oriented. The first two stages can help
principals grow into qualified principals. The competence formed in these two
stages is the ontological competence of principals. The competence of the third
stage is mainly about ductility, which is also necessary for qualified principals to
grow into excellent principals. In the process of the formation of managerial
competence, pre-service preparation and in-service training play a basic role,
professional ability have the supporting function, cultural literacy has the
promoting function, and crisis managerial competence plays the guarantee function.

6. Based on the new model, this study put forwards the areas that the heads
of educational institutions need to focus on to develop managerial competence
from qualified to excellent. Finally, the optimization strategies for improving the
personnel managerial functions in educational institutions were proposed,
including creating a shared vision and culture to enhance the competence of
planning educational institution development, providing professional leadership
and research assistance to support the competence of guiding teachers’
professional growth, establishing the management system and work team to

optimize internal management, realizing role change and internal and external
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integration to improve the competence of adapting to the external environment.
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CONCLUSIONS

The dissertation substantiates theoretical, methodological, and scientific-
practical provisions on the personnel management of educational institutions in
China. The main conclusions obtained in the process of the study are as follows.

1. The theoretical determinants of personnel management in educational
institutions lie in the managerial competence of personnel managers and the
methods and techniques used in the process of management. Through the
comparison of the professional standards of principals in China, the United States,
New Zealand, and Canada, this study concluded that principals in educational
institutions have three roles: educators, leaders, and managers. According to the
professional standards for principals in China, the connotation and dimension of
the managerial competence of principals in educational institutions were discussed.
The managerial competence of the principals mainly covers four dimensions,
including planning institution development, leading the professional growth of
teachers, optimizing internal management, and adapting external environment.
Also, the policies on the managerial competence of principals were analyzed since
the reform and opening up in 1978 in China.

2. This study compared the foreign experience of personnel management of
educational institutions in Europe, America, and Asia to provide reference and
enlightenment for Chinese personnel management. Especially, in the United
Kingdom, the application of hierarchical management and assessment methods of
teachers and the clarification of the requirements and goals of the principal’s team
construction has significant implications for other countries. The “four high”
advantage of teachers in Finland, including high education, high level, high salary,
and high status, has formed a virtuous circle in education. That is, Finnish teachers
have high education and high social status, which in turn promotes their teaching
with a high sense of responsibility and mission. Then high-level teaching allows
Finnish teachers to gain a high degree of trust in society and thus have a high

degree of teaching autonomy. Norway has greatly increased the proportion of male
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teachers through a series of efforts to encourage males to engage in education,
which provides a useful reference for other countries to break the gender
ecological imbalance of teachers. Besides, the personnel management experiences
of the United States and Canada in the Americas and Malaysia in Asia were
analyzed to provide a theoretical foundation for the subsequent research.

3. A systematic review was conducted on the specific methods and relevant
policies of personnel management in educational institutions in China. Based on
the analysis of personnel management methods and policies, the systematic
personnel management methods in educational institutions were summarized,
including organizational methods, economic methods, and social psychological
methods. Organizational methods cover the method of organizational stability
influence, administrative influence method, and disciplinary influence method. The
economic method of personnel management in educational institutions includes
wages, bonuses, material rewards, fines, quota management, fund allocation, etc.
Besides, the social psychology method includes advocacy and guidance,
motivation, social support, team building and cooperation, work atmosphere,
shared vision, and other targeted individual methods. In the process of personnel
management, a mix of different management approaches is always commonly used
to achieve organizational goals more effectively.

4. A questionnaire survey was conducted to study the current situation of
personnel management in 25 educational institutions in Henan province in China.
A total of 420 questionnaires were distributed to the respondents, among which
362 are valid in the 397 questionnaires collected, with a recovery rate of 94.5%
and an effective rate of 91.2%. The results of the statistical analysis based on SPSS
22.0 showed that both the scores of the principal evaluation and the faculty
evaluation are higher than the general level on all dimensions and the scores of the
faculty evaluation are higher than that of principals, indicating that the principals
are generally accepted as the qualified managers. Moreover, both the principal and
faculty members scored the lowest on the dimension of optimizing internal

management (D3), which means that educational institutions need to improve the
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most in the dimension. Specifically, the mean value in each dimension of
managerial competence from high to low in principal evaluation is guiding teacher
growth (D2=3.93) > planning institution development (D1=3.79) > adapting
external environment (D4=3.78) > optimizing internal management (D3=3.44).
The mean value in each dimension of managerial competence from high to low in
faculty evaluation is planning institution development (D1=4.41) > adapting
external environment (D4=4.31) > guiding teacher growth (D2=4.26) > optimizing
internal management (D3=4.22).

5. The difference analysis results of demographic variables on the
managerial competence of principals show that the ages of principals have very
significant differences in guiding teacher growth (D2). The teaching experience
has significant differences in planning institution development (D1) and guiding
teacher growth (D2). The current highest degree showed significant differences in
guiding teacher growth (D2). There are significant differences between the major
of the current degree and the planning institution development (D1), guiding
teacher growth (D2), adjusting external environment (D4), and the overall level
(D). Finally, different regions have significant differences in planning institution
development (D1) and guiding teacher growth (D2). A semi-structured interview
was conducted with three heads of educational institutions to deeply diagnose the
personnel management system in China. It was concluded that personal experience
has an impact on principals’ managerial competence, including front-line teaching
work experience, administrative work experience, and professional background.

6. Through the in-depth interview, it is highlighted that the personality
qualities of principals are one of the dominant factors affecting the personnel
management of educational institutions, which involved personality traits and
moral qualities. The former mainly covers the traits such as cheerfulness, patience,
affability, enthusiasm, persistence, and aggressiveness, while the latter mainly
includes the aspects of responsibility, fairness and impartiality, integrity, respect,
and tolerance. Additionally, the results of the survey show that the lack of

professional development motivation and high mobility of teachers is the primary



218
influencing factors affecting the personnel management of educational institutions.
Besides, the excessive administrative intervention from superior departments and
the insufficient professional knowledge and competence of principals is also
considerable influencing factors that need to be further improved.

7. This study determined the development of managerial functions of heads
of educational institutions mainly including pre-service preparation and in-service
training. A comparative analysis of the pre-service preparation of a four-year
undergraduate talent training program of education major between H university in
China and M university in Malaysia was conducted. The textual analysis method is
used to analyze the striving direction to improve the pertinence of pre-service
preparation for future managers, including training objectives, curriculum
provision, elective courses, practical courses, and arrangement of course hours. As
for the in-service training, this study analyzed the differences between principal
training and ordinary teacher training and proposed the suggestions such as
strengthening the practicality of training contents, continuously enriching the
training methods and gradually improving the training system, implementing
training feedback promptly, and continuing to track the training effects.

8. This study mainly highlighted the other two dimensions related to the
managerial functions of heads in educational institutions, namely, leading childcare
education and creating organizational culture, which is significantly positively
correlated with the total level of principal managerial competence. Based on the six
dimensions and related contents of the personnel managerial functions of heads in
educational institutions, the scientific assessment approach to personnel
management of educational institutions was improved. The model of the
assessment system mainly covers the target layer, the criterion layer with six
dimensions, and the index layer with 40 corresponding indicators. The final score
and the score for a single dimension of personnel management of educational
institutions could be calculated by the percentage weight summation method,

which determines the total level and the single dimension level of principal’s
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personnel management performance in educational institutions, such as unqualified
principal, qualified principal, an excellent principal.

9. A conceptual model of the personnel management strategy of heads of
primary institutions was developed, which covers three stages in the formation of
managerial competence, that is, diagnostics and project-oriented, content and
process-oriented, and assessment and correction-oriented. The first two stages are
the process of the principals growing into qualified principals. The competence
formed in these two stages is the ontological competence of principals, covering
the influence factors such as personality, professional knowledge, major,
educational background, teaching experience, administrative work experience,
teaching age, and age. The third stage is mainly the ductility of managerial
competence includes the influence factors such as learning competence, innovation
competence, and reflective competence, which determines how to make the
qualified principals grow into excellent principals. In the model of personnel
management strategy of heads of primary institutions, the four dimensions of
managerial competence are the core content, pre-service preparation and in-service
training play a basic role, professional competence plays a supporting role, cultural
literacy plays a promoting role, and crisis management capability plays a
guaranteed role. Based on the new model, the optimization strategies for improving
the personnel managerial functions in educational institutions were proposed, such
as the creation of a shared vision and culture, the provision of professional
leadership and research assistance, the establishment of a management system and

work team, and the realization of role change and internal and external integration.
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APPENDIX A

Questionnaire of current status of personnel management in educational institutions

Dear Director/Teacher.

Hello! Thank you very much for filling out the questionnaire during your busy schedule. The
purpose of this questionnaire is to understand the current state of personnel management and is not
specific to a particular eucational institution or individual.

This questionnaire is filled in anonymously, and the data is only for research purposes,
and will not be disclosed and uploaded individually, so please do not worry when you answer.
There is no right or wrong answer, so please fill in each item according to your real situation.

Thanks again for your participation!

I. Basic personal information

Please choose the most appropriate option according to your actual situation.

1. Your age: [Single-choice] *

o< 21 years old 021-25 years old 026-34 years old 035-40 years old

041-45 years old 046-50 years old o >50 years old

2. Your gender: [Single-choice] *

oMale oFemale

3. Your teaching experience: [Multiple Choice] *

00-2 years o3 to 5 years 06-10 years 011-22 years
021-30 years 0>30 years

4. Your current marital status: [Single-choice] *

o Married with children o Married with no children oUnmarried

5. Your job title: [Single-choice] *

oSenior faculty oSenior Teacher oFirst-class teacher
oTeacher II oTeacher III oTemporary unclassified

6. Your monthly salary income is (China Yuan): [Single-choice] *

0>1500 01500-2300 02301-3100 03101-3900

03901-4700 04701-5500 0>5500
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7. Your education before you joined the workforce: [Single-choice] *
oJunior high oHigh school or oBachelor's oGraduate
o oCollege
school junior college degree students

8. Your current highest level of education: [Single-choice] *
oHigh school oCollege oUndergraduate oPostgraduate

9. Your major at the time of obtaining your current degree: [Single-choice] *
oPre-school . .

) oMusic oFine arts oSports oOther
education

10. Your educational institution area belongs to: [Single-choice] *
oCity oCounty town oRural

11. The level of your educational institution is: [Single-choice] *

oProvincial oMunicipal . oPermission to
. . oFirst class oSecondary
demonstration demonstration . . operate the
educational educational
educational educational o o educational
o o nstitution mstitution o
mstitution mstitution nstitution

12. The class you are teaching: [Multiple Choice] *

o Childcare class oPrimary class oMiddle class oLarge class

oMixed age Class oPre-school oNo

13.Your current position: [Single-choice] *
A. Director B. Deputy director C. teacher (please skip to question 42) D. Caregiver (please skip to
question 42)

2. Current state of personnel management (Principal questionnaire)

The following items describe the characteristics or behaviors you may exhibit in the
personnel management of educational institutions as a director, please choose the most appropriate
option according to your actual situation. Where: 5=Totally consistent; 4=Generally consistent;
3=Half-and-half; 2=Generally inconsistent; 1=Totally inconsistent.

14. Be able to master the national education policy and related laws and regulations, and be familiar
with the policies related to education. [Single-choice] *
oTotally oGenerally oGenerally oTotally
‘ ‘ oHalf-and-half ‘ ‘ ‘ ‘
consistent consistent mconsistent inconsistent

15. Organize experts, staff, parents, and others to participate in the development of educational

institution development plans. [Single-choice] *
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oTotally oGenerally oGenerally oTotally
‘ ‘ oHalf-and-half ‘ ‘ ‘ ‘
consistent consistent inconsistent inconsistent
16. Establish all for the sake of young children, the preservation of teaching as the center of the
garden style, teaching style. [Single-choice] *
oTotally oGenerally oGenerally oTotally
‘ ‘ oHalf-and-half ‘ ‘ ‘ ‘
consistent consistent inconsistent inconsistent
17. Focus on promoting the philosophy of the school to parents and gaining support. [Single-choice]

*

oTotally oGenerally oGenerally oTotally
‘ ‘ oHalf-and-half ‘ ‘ ‘ ‘
consistent consistent mconsistent inconsistent
18. Pay attention to the creation of educational institution environment, and play the role of
environmental education. [Single-choice] *
oTotally oGenerally oGenerally oTotally
‘ ‘ oHalf-and-half ‘ ‘ ‘ ‘
consistent consistent mconsistent inconsistent
19. Focus on recommending excellent spiritual and cultural works and classic books for young
children to teachers. [Single-choice] *
oTotally oGenerally oGenerally oTotally
‘ ‘ oHalf-and-half ‘ ‘ ‘ ‘
consistent consistent mconsistent inconsistent
20. Insist on putting the safety and health of young children first. [Single-choice] *
oTotally oGenerally oGenerally oTotally
' ' oHalf-and-half ' ' ' '
consistent consistent mconsistent inconsistent
21. Be able to provide professional evaluation and guidance on the educational philosophy and
behavior of teachers. [Single-choice] *
oTotally oGenerally oGenerally oTotally
' ' oHalf-and-half ' ' ' '
consistent consistent mconsistent inconsistent
22. Be able to go into the classroom to guide nursery education activities and give constructive
feedback. [Single-choice] *
oTotally oGenerally oGenerally oTotally
' ' oHalf-and-half ' ' ' '
consistent consistent mconsistent inconsistent
23. Be able to focus on the physical and mental health status of teachers. [Single-choice] *
oTotally oGenerally oGenerally oTotally
. . oHalf-and-half _ . . _
consistent consistent inconsistent inconsistent
24. Support teachers to participate in professional training and further studies. [Single-choice] *
oTotally oGenerally oGenerally oTotally

‘ ‘ oHalf-and-half ‘ ‘ ‘ ‘
consistent consistent Inconsistent 1nconsistent
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25. Be able to develop professional development plans appropriate to different levels of teachers.
[Single-Choice] *
oTotally oGenerally oGenerally oTotally
. . oHalf-and-half _ . . _
consistent consistent inconsistent inconsistent
26. Be able to anticipate and skillfully handle various conflicts in the garden. [Single-choice] *
oTotally oGenerally oGenerally oTotally
. . oHalf-and-half _ . . _
consistent consistent inconsistent inconsistent
27. Be able to establish rules and regulations that are practical, clear and reasonable for the park.
[Single-choice] *
oTotally oGenerally oGenerally oTotally
. . oHalf-and-half _ . . _
consistent consistent inconsistent inconsistent
28. Failure to pay enough attention to condense the strength of organizational culture construction,
and failure to encourage various forces to participate in the construction of organizational culture.
[Single-choice] *
oTotally oGenerally oGenerally oTotally
. . oHalf-and-half _ . . _
consistent consistent inconsistent inconsistent
29. Involve the staff in personnel management and decision-making, and implement democratic
management. [Single-choice] *
oTotally oGenerally oGenerally oTotally
. . oHalf-and-half _ . . _
consistent consistent inconsistent inconsistent
30. Encourage and organize teachers and students to participate in community welfare activities.
[Single-choice] *
oTotally oGenerally oGenerally oTotally
. . oHalf-and-half _ . . _
consistent consistent inconsistent inconsistent
31. Good at soliciting social resources outside the school for educational institution development.
[Single-choice] *
oTotally oGenerally oGenerally oTotally
. . oHalf-and-half _ . . _
consistent consistent inconsistent inconsistent
32. Focus on using information media and other means to achieve multi-channel home
communication. [Single-choice] *
oTotally oGenerally oGenerally oTotally
. . oHalf-and-half _ . . _
consistent consistent inconsistent inconsistent
33. Attach importance to condense the strength of organizational culture construction, and
encourage teachers, society, families, and children to actively participate in the construction of

organizational culture. [Single-choice] *
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oTotally oGenerally oGenerally oTotally

‘ ‘ oHalf-and-half ‘ ‘ ‘ ‘
consistent consistent Inconsistent 1nconsistent
34. The educational institution has a low turnover rate and stable staff over time. [Single-choice] *
oTotally oGenerally oGenerally oTotally

' ' oHalf-and-half ' ' ' '
consistent consistent Inconsistent 1nconsistent

35.Number of years you have held your current position: [Multiple Choice] *
00-2 years 03-5 years 06-10 years 010 years or more
36. Have you attended any training on the qualifications of the director before you formally took up
the post: [Single-choice] *
oYes oNo
37. Do you think that coming from a non-education background has any influence on working as a
director: [Single-choice] *
oNo effect oHave a little impact oHas a great impact
38. During your tenure, have you participated in any relevant training for directors: [Multiple
Choice] *
oNever attended oSometimes attend oFrequent participation
39. Regarding the living conditions of faculty members, do you think: [Single-choice] *
oShould try to solve their oWork and life should be
oLife should give way to work
problems separated
40. (Multiple choice possible) Important factors that you think can play a positive role in personnel

management are: [Multiple choice] *

0 The director's personality o Director's expertise and competence
O Increase the salary and benefits of teachers o Perfect daily regulation management system
0 Harmonious interpersonal relationships o Good incentive mechanism

0 Clear and reasonable penalties

41. (Multiple choice) The most important difficulty or obstacle you encounter now in personnel
management: [Multiple choice] *(Please finish your answer after you fill in this question)

O teachers are not highly motivated to work and

have insufficient motivation for professional o High turnover of teachers

development

O Frequent inspections by higher authorities and

o . ' 0 Interpersonal disharmony
cumbersome administrative affairs

O Financial running difficulties 0 Inadequate daily management system
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‘ ‘ 0 Professionalism of teachers needs to be
O Their professional knowledge and ‘
‘ ‘ improved
management skills need to be improved
2. Current state of personnel management (Faculty member questionnaire)

The following items describe your own experience as a teacher in the course of your work,
please choose the most appropriate option according to your actual situation. Where: 5=Totally
consistent; 4=Generally consistent; 3=Half-and-half, 2=Generally inconsistent; 1=Totally
inconsistent.

14. Be able to implement the Party and national education policies and comply with education laws
and regulations. [Single-choice] *
oTotally oGenerally oGenerally oTotally
. . oHalf-and-half _ . . _
consistent consistent inconsistent inconsistent
15. Be able to participate in the development planning of the educational institution. [Single-choice]

*

oTotally oGenerally oGenerally oTotally
. . oHalf-and-half _ . . _
consistent consistent inconsistent inconsistent

16. Insist on putting the safety and health of young children at the forefront of their work. [Single-

choice] *
oTotally oGenerally oGenerally oTotally

. . oHalf-and-half _ . . _
consistent consistent inconsistent inconsistent

17. Be able to participate in the personnel management of the day-to-day affairs of the educational
institution. [Single-choice] *
oTotally oGenerally oGenerally oTotally
. . oHalf-and-half _ . . _
consistent consistent inconsistent inconsistent
18. Within the past year, there are out or online to participate in professional training, and further
study experience. [Single-choice] *
oTotally oGenerally oGenerally oTotally
. . oHalf-and-half _ . . _
consistent consistent inconsistent inconsistent
19. Master the characteristics and laws of physical and mental development of young children of
different ages and the strategies and methods to promote the overall development of young children.
[Single-choice] *
oTotally oGenerally oGenerally oTotally
. . oHalf-and-half _ . . _
consistent consistent inconsistent inconsistent
20. Focus on the use of information media and other means to achieve multi-channel home

communication. [Single-choice] *
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oTotally oGenerally oGenerally oTotally
‘ ‘ oHalf-and-half ‘ ‘ ‘ ‘
consistent consistent inconsistent inconsistent
21. educational institutions have regularly organized teaching and research activities. [Single-choice]
*

oTotally oGenerally oGenerally oTotally

‘ ‘ oHalf-and-half ‘ ‘ ‘ ‘
consistent consistent mconsistent inconsistent
22. Get a sense of accomplishment in the work itself. [Single-choice] *
oTotally oGenerally oGenerally oTotally

' ' oHalf-and-half ' ' ' '
consistent consistent mconsistent inconsistent
23. Failure to play a leading role in the construction of organizational culture. [Single-choice] *
oTotally oGenerally oGenerally oTotally
_ . _ . oHalf-and-half . _
inconsistent inconsistent consistent consistent
24. In the workplace, colleagues are able to help each other and live in harmony. [ B.1% /8] *

oTotally oGenerally oGenerally oTotally
. . oHalf-and-half _ . . _
consistent consistent inconsistent inconsistent
25. Have developed their own professional development plan in their work. [Single-choice] *
oTotally oGenerally oGenerally oTotally
‘ ‘ oHalf-and-half ‘ ‘ ‘ ‘
consistent consistent mconsistent inconsistent
26. The existing daily regulations and personnel management system of the educational institution
is clear and reasonable. [Single-choice] *
oTotally oGenerally oGenerally oTotally
‘ ‘ oHalf-and-half ‘ ‘ ‘ ‘
consistent consistent mconsistent inconsistent
27. Be familiar with the safety emergency plan of the educational institution and master the basic
methods of safety protection and rescue of children. [Single-choice] *
oTotally oGenerally oGenerally oTotally
‘ ‘ oHalf-and-half ‘ ‘ ‘ ‘
consistent consistent mconsistent inconsistent
28. Be able to play a leading role in the construction of organizational culture. [Single-choice] *
oTotally oGenerally oGenerally oTotally
. . oHalf-and-half _ . . _
consistent consistent inconsistent inconsistent
29. The existing salary and benefit system of the educational institution is clear and reasonable.
[Single-choice] *
oTotally oGenerally oGenerally oTotally
. . oHalf-and-half _ . . _
consistent consistent inconsistent inconsistent
30. Agree that hands-on activities such as exploration and interaction are the most important ways

for young children to learn. [Multiple Choice] *



242

oTotally oGenerally oGenerally oTotally
‘ ‘ oHalf-and-half ‘ ‘ ‘ ‘
consistent consistent inconsistent inconsistent
31. Be able to develop a plan and a specific program of activities for the phase of educational
activities in their class. [Single-choice] *
oTotally oGenerally oGenerally oTotally
‘ ‘ oHalf-and-half ‘ ‘ ‘ ‘
consistent consistent inconsistent inconsistent

32. Frequently use the resources of the family and community for educational activities. [Single-

choice] *
oTotally oGenerally oGenerally oTotally

‘ ‘ oHalf-and-half ‘ ‘ ‘ ‘
consistent consistent Inconsistent 1nconsistent

33. Emphasis is placed on establishing a mechanism of cooperation between home and family by
means of open days for parents and parent-child activities. [ Single-choice] *
oTotally oGenerally oGenerally oTotally
‘ ‘ oHalf-and-half ‘ ‘ ‘ ‘
consistent consistent inconsistent inconsistent
34. Pay attention to the creation of classroom environment and play the role of environmental
education. [Single-choice] *
oTotally oGenerally oGenerally oTotally
‘ ‘ oHalf-and-half ‘ ‘ ‘ ‘
consistent consistent inconsistent inconsistent
35. (Multiple choice) Which of the following types of qualifications have you currently obtained:

[Multiple Choice] *

0 Primary and 0 Temporarily did not
0 Teacher Certification 0 Caregiver Certificate secondary school obtain the above
teacher qualification certificates

36. Do you think educational institutions should "use play as the basic activity" means: [Single-

choice] *
oAll activities are in the form oThe game activities take up oPlay is the most suitable
of games the most time activity for young children

37. In response to the "child abuse cases" in other educational institutions, do you think: [Single-
choice] *
oUnderstandable oNever allow oDifficult to understand

38. Which aspect of your educational institution's motivation mechanism is mainly biased: [Single-
choice] *
N . . oExcellent employee
oPosition promotion oDaily allowance . oHow much workload
evaluation

39. (Multiple choice) Your educational institution pays for you: [Multiple choice] *
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o Worker's
o Unemployment
0 Pension insurance 0 Medical insurance Compensation
Insurance
Insurance

. 0 Housing Provident o None of the above
0 Maternity Insurance

Fund has been paid
40. (Multiple choice) In your daily work, what are the main sources of stress for you: [Multiple
choice] *
O Benefit package o A large workload o Low social status 0 Family reasons

0 Management system

) 0 No pressure

in the garden

41. (Multiple choice) What do you think are the outstanding problems in your educational
institution: [Multiple choice] *

0 Teachers are not highly motivated to work and

have insufficient motivation for professional o High faculty mobility

development

0 Too much extra workload after daily teaching o Interpersonal disharmony

0 Inadequate daily management system of o Teacher semester (year-end) performance
educational institution appraisal and assessment system is unreasonable
O Managers' professional knowledge and

management experience are insufficient
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APPENDIX B

Outline of interview of principal's managerial competence

Interview date: /

Hello, Principal! Thank you for your precious time today! Today's interview is mainly about
the purpose is to understanding the principal's personnel management of educational institutions
and providing research materials for improving the principal's managerial competence.

To organize the interview materials, [ will tape or record all the content you talked about.

Strictly confidential, thank you for your understanding and support!

1. Can you tell me something about your upbringing? Who was the biggest influence on you
during this process?

2. Could you tell me something about your family? Do you think your family influences
your work?

3. How did you get into education? Could you tell me about your teaching or administrative
experience before you became the principal?

4. What is the development history of the educational institution you work for?

5. In the personnel management practice of educational institutions, which aspect do you
think you have done more successfully? Can you give me an example?

6. What qualities do you think play a crucial role in managing the educational institution?

7. When you manage the educational institution, what factors have a great influence on you?

8. How do you deal with your relationship with your teachers? What measures and methods
did you use?

9. In the personnel management of educational institutions, in which aspect do you have

trouble or feel difficulty?
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APPENDIX C

Outline of interview for teachers

Interview date: /

Hello, Teacher! Thank you for your precious time today! Today’s interview is mainly about
the purpose is to understand the principal personnel management of educational institutions and
provide research materials for improving the quality of educational institutions.

To organize the interview materials, I will record or record all the content you talked about.

Strictly confidential, thank you for your understanding and support!

1. How do you feel about working in an educational institution?

2. How would you describe your relationship with your colleagues? Can you give some
examples?

3. Are you satisfied with the existing educational institution rules and regulations? Can you
give some examples?

4. What do you think of the welfare of the educational institution? Are you satisfied?

5. Can you give some examples of what educational institutions have done well in personnel
management?

6. What motivates you to continue to be a teacher in this institution?

7. What problems do you think exist in personnel management at this stage? Do you have

any good suggestions?
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