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Abstract. With the development of economy and society, the process of education system reform is deepening, which bring new
requirements for the personnel reform of educational institutions. It is necessary to innovate personnel management methods to
break down various obstacles that restrict the development of education. Previous studies on personnel management methods
in educational institutions mainly focused on individual methods of personnel management or on a certain educational level,
and lacked systematic analysis of personnel management methods in educational institutions at all levels. To make up for this
gap, this study systematically reviews the evolution of policies related to personnel management methods in Chinese educational
institutions, comprehensively analyzes the application of personnel management methods in the personnel management process,
thereby discusses the application of personnel management methods in practice.

Personnel management in Chinese educational institutions has unique characteristics. The identity of the personnel under
management is similar to that of a state official. Also, the personnel management of educational institutions mainly follows the
relevant personnel management system of state institutions, and the corresponding personnel management method also needs
to be based on the guiding regulations and opinions of the state. Therefore, the analysis of personnel management methods in
educational institutions needs to be based on a comprehensive review of the systems and policies related to national personnel
management.

The content of personnel management in educational institutions mainly involves selection and recruitment, training and
professional development, as well as evaluation and remuneration. In the selection and recruitment stage, the state has set up
a series of systems at the organizational level around teachers' career progression, including teachers' qualification system,
employment system and job appointment system. This means top-level design for teacher professional development. Regarding
training and professional development, the state's system and specific training arrangements on pre-service training and in-service
training ensure the process of teachers performing their educational and teaching duties, that is, the development process of teacher
professionalization, education professionalization, and spiritual professionalization. Regarding evaluation and remuneration, it
mainly involves the evaluation and motivation of teaching staff. A scientific and reasonable evaluation mechanism helps faculty and
staff to fulfill their job responsibilities with guaranteed quality and quantity. Similarly, the overall arrangement of performance-
based wages can effectively motivate faculty members to devote themselves to their core work, such as education and teaching,
scientific research and social services.

Commonly used personnel management methods in educational institutions include organizational methods, economic methods,
and psychosocial methods. These methods are generally used comprehensively in the specific practice of personnel management,
such as in the process of high-level talent recruitment, the promotion of the system of specified number of personnel, and practice of
principal/teacher rotation communication. It enables organizational goals to be successfully achieved under the combined action
of top-down administration and bottom-up conscious participation. Our findings could help faculty managers and researchers
understand a systematic approach to personnel management and provide references for the management practices.
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Anomauia. Memoro yici cmammi € docnioumu npoyec peghopmysanns cucmemu 0Ceimu, wo UCY8AE HOBI BUMO2U OO KAOPOBO2O
peopmyeanns Haguanvhux 3akiadie Kumaro. Heobxiono innogyeamu memoou ynpagniHHs NePpcoHaIom, uod noooiamu pizHo-
MaHimui nepewKoou, SKi Cmpumyloms po3eumox oceimu. Ilonepeoni 0ocniodicenns Memooi ynpaeiinmsi NepcoHaiom y Hag4ualb-
HUX 3aK1A0aX 30Cepeddicy8anucs nepeadltCHo Ha OKPeMUX Memooax ynpasiinti nepcoHaiom abo Ha NeGHOMY OCEIMHbOMY DI6HI, i
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HAVKOBWIA BICHUK
36ipHuk HaykoBUX npanb Ne§ (297), 2022 00ecbKo20 HAUIONANbHO20 eKOHOMINHO20 YHIgEpCUmeny
OyIU GIOCYMHI CUCMEMHUTL AHATI3 MemOoOdi6 YNPAGIIHHSL NEPCOHANOM ) HABUANbHUX 3AKIA0AX YCIX PI6HI6. Ynpaenints nepconaiom
Y KUMAUCbKUX HABUAIbHUX 3AKIA0AX MA€E YHIKATbHI ocobusocmi. Ocobucmicms Keposano2o nepconany nooibna 0o ocobu oep-
2HCasH020 cryncbosys. Kpim moeo, ynpaenints nepcoHanrom 3akaaié 0ceimu 6 OCHOGHOMY OOMPUMYEMbCSL 8IONOBIOHOL cucme-
MU YIPAGNIHHI NEPCOHANOM OePAUCAGHUX YCMAH08, d GiONOGIOHUL MEMOO YNPAasHiHHs NePCOHANIOM MAKOJNC MAE 6A3y8amucs Ha
KepIGHUX HOPMAMUGHUX AKMAX MA GUCHOBKAX Oepcasu. Takum 4unom, ananiz Memoois YnpaeiinHs NepcoHaiom y HABYANbHUX
3aKAA0AX MAE IPYHMYBAMUCS HA KOMNILEKCHOMY 02715101 CUCEM | ROTIMUKY, NO8 SI3AHUX 3 HAYIOHATbHUM YRPAGLIHHAM NEPCOHATIOM.
B yiu cmammi suznaueno amicm ynpasninHs nepcoHaniom 8 OCIMHIX YCMAHO8AX 6 0CHOBHOMY nepedbayac 8i00Ip i HAlM, HAGUAHHS
i niosuujenns Keanigixayii, a maxoxc oyinKy i unazopoody. Ha emani 8io60py ma Haiimy 0epaicasa 6Cmanosuila HU3Ky Cucmem Ha
OPaHI3aYIUHOMY PIGHI 000 KAp '€PHO20 3POCMAHHI GUUMEINIE, GKIIOUAIOYU CUCMEMY K8anihikayil euumenie, cucmemy npayes-
JIQWMy8ants. ma cucmemy npusnavenns na pobomy. Lle o3navace ouszaiin Hausuwoeo pisns 015t nPoGecitinoeo po3eUmKy 64UuUmeinis.
]o cmocyembcs naguanns ma npogheciiitnoco po3gumky, mo 0epocagna Cucmema ma cneyianbii HagYanbHi 3axo0u 3 00CIYic-
60601 niocomosKku ma nioguUUeHHs KeaniQikayii 3a06e3neuyoms npoyec UKOHAHHS GUUMENSIMU CE0IX GUXOGHUX MA Ne0a202iuHUX
00086 ’513Ki6, mob6MOo npoyec po3sumxy npogecionanizayii guumens, npogecionanizayii oceimu ma 0yXxo8Ho20 po36umKy. npoghecio-
nanizayis. LlJo cmocyemucs oyinioganns ma 6uHazopoou, mo ye 8 OCHOBHOMY nepeddaiae OYiHKy ma MOMueayilo neoazo2iuno2o
nepconany. Haykosuil i po3ymHuii Mexamizm OYiHIOBAHHs 00ONOMA2AE BUKAAOAHAM | CRIBPOOIMHUKAM GUKOHYE8AMU CE0I NOCAO08i
06086'513KU 3 2apanmosanoio akicmio ma Kinbkicmio. To0iOHUM uuHOM 3a2anbHa cucmema Oniamu nPayi Ha OCHOBL NPOOYKMUG-
HOCMI MOdICe eqheKmUEHO MOMUBYS8AMU GUKIAOAYIE NPUCEAMUMU cebe C80Ill OCHOBHIL pOOOmI, MAKIll K 0C8IMa ma UKIAOAHHS,
HAYKOBI O0CTIONCEHHS Ma COYLANbHI NOCTY2U.
Ho 3aeanvnosoicusanux memooieé ynpasiinHs NepPCOHANIOM Y HABUANLHUX 3AKAA0AX BIOHOCAMbCS OP2AHI3ayilini Memoou, exo-
HOMIYHI MemoOu ma ncuxocoyianphi memoou. Lli memoou, sk npasuio, KOMIIEKCHO GUKOPUCIOBYIOMbCSL 6 KOHKPEMHIL NPaKkmuyi
VIPAGNIHHA NEPCOHATIOM, HANPUKAAOD, Y Npoyeci HAbopy MalaHmis 6UCOK020 Pi6Hs, NPOCYSAHHS CUCMEMU GUIHAYEHOI KLIbKOCI
nepcoHany ma npakmuxu pomayii oupexmopa/euumens. Lle dae 3moey ycniuwno docsieamu opeanizayitinux yinet 3a 00noMo20i0
KOMOIHOBAHUX Ol AOMIHICIMPY8AHHSL 36ePXY 6HU3 [ c8I0OMOI yuacmi 3uu3y é2opy. Hawi 6ucnoexu modicyns 0onomoemu KepieHUKAM
haxynomemie i QOCTIOHUKAM 3PO3YMIMU CUCMEMHUTL RIOXIO 00 YRPABIIHHI NePCOHAIOM I HAOAMU NOCULAHHS HA MEmOoOu Ynpas-
JUHHAL.
Knrouosi cnosa: ynpasnints nepconanrom, mMemooudni nioxoou, anaiis NommuKu, peqhopmyeants oceimi.

JEL Classification: 0100, Q 150.

Formulation of the problem. 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 [1]. The personnel management of educational
institutions is for the overall goal of national education and the school's development goals are
oriented. Managers need to have systematic personnel management solutions to deal with various
difficulties encountered in the development of education reformand overcome the impact of system
reform on the participants in the educational process to ensure the right direction for education [2].
Specifically, it is necessary to continuously deepen the reform of the internal personnel, labor and
distribution system, build a high-quality teaching staff, and stimulate the enthusiasm and creativity
of the teaching staff to participate in the development of the school.

The reform of China's education system began in 1985, marked by the “Decision on the Reform
of the Education System” issued tby he CPC Central Committee, which proposed to reform the
management system and labor and personnel system, streamline administration and delegate power
to lower levels, so as to improve the quality of the nation and enhance the quantity and quality of
personnel training. Since the education reform, the management system of educational institutions
has been further improved.

However, there are still many difficult problems in the personnel management of educational
institutions, such as the restriction of authorized strength management to the development of
teacher team [3]. The personnel management in Chinese educational institutions mainly follows
the personnel management method of government staff, that is, the method of authorized strength
management. As a product of China's planned economy, authorized strength means a lifetime
employment relationship at the operational level. With the development of the market economy,
its limitations have become increasingly prominent, blocking the orderly flow and healthy
development of talents and then affecting the improvement of education quality and efficiency. In
addition, economic incentives in personnel management are limited because the main source of
income for faculty and staff is the state finance [4].

Analysis of recent research and publications. Previous studies have found that scientific
personnel management methods have the potential to solve the problems encountered in the
reforms. Personnel management methods generally refer to specific techniques and methods
that educate the leaders of an organization to influence employees to achieve certain goals of the
organization. Many researchers have studied the methods OP personnel management in educational
institutions and put forward countermeasures for improvement, including the introduction of a
performance-priority human resource management model [5], the implementation of the personnel
agency system to enhance the vitality of the teaching staff [6], the reform of the salary distribution
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system [7], the innovation of the teacher evaluation system [8].

Before embarking on a systematic review of personnel management methods in educational
institutions, it is necessary to summarize the characteristics of the objects of management in
educational institutions. According to the scope of personnel and authorized strength management,
the staff of educational institutions generally includes teaching staff (including full-time and part-
time), management staff, teaching auxiliary staff, logistics support staff, etc. Some higher education
institutions also have speciali e(% scientific researcl% personnel. These categories of personnel are
the objects of personnel management in educational institutions. Besides, the special attributes of
management objects are as follows.

Highlighting unresolved parts of a common problem. The previous researches were all
focused on the fragmented research in a certain aspect of personnel management, and lacked a
systematic analysis of personnel management methods. Moreover, the previous researches mainly
focused on the research on personnel management at a certain educational level, there are few
studies on the comparison between different educational levels.

The willingness of companies to support students during the study program crucially depends
on an adequate return on this investment in human capital. The latter 1s given when students
upon completion of their studies sign job contracts with their training companies and start their
professional career there.

The purpose of the article is to systematically analyse the evolution of policies related to
personnel management methods in Chinese educational institutions, as well as the application of
personnel management methods in practice. The findings could provide a reference for managers
in educational institutions to learn the knowledge of personnel management systems and the
methodical methods of personnel management.

Mothodology. This study mainly uses the literature method to review the development of
relevant policies for personnel management in Chinese educational institutions. In China, personnel
management policies are the theoretical guidance and implementation basis of specific personnel
management methods. In addition, content analysis is used to analyze the origins and trends of the
evolution of personnel management methods. Finally, this study also uses case study to analyse the
management methods used in several personnel management practices.

Main results of research. Chinese educational institutions belong to public institutions, and
their personnel management mainly follows the relevant personnel management system of public
institutions. The metlgmd of personnel management of educational institutions also needs to be
based on the guiding regulations and opinions of the state. Therefore, this study is based on the
relevant personnel management system to review the personnel management methods of Chinese
educational institutions.

Main results and discussion. All movements in progressive societies have hitherto been a
movement from identity to contract [9]. This assertion applies equally to the selection of teachers
in educational institutions and the development of the corresponding system. Enriching the
teaching staff by establishing a perfect teacher selection system is the primary content of personnel
management in educational institutions, and is essentially a movement from identity to contract. The
establishment and implementation of the system also realizes identity management. The transition
to post management and the transition from administrative management to legal management
include teacher qualification system, teacher employment system and teacher professional title
system. A common promotion is achieved. As shown in Figure 1:

Certification of Post employment Evaluation of .| Title appointment

-

teacher qualification of teachers g teacher titles il of teachers

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

Figure 1. Relationship between teacher career process and relevant appointment system

Source: prepared by the author

Teacher qualification system. In 1995, my country's "Education Law of the People's Republic of
China" must be promulgated, which stipulates that "the state implements the teacher qualification
system". The 1994 "Teacher Law of the People's Republic 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.
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Once a teacher's qualification is obtained, it cannot be lost or revoked except in accordance with
the provisions of the law. Persons with teacher qualifications can only be teachers after they are
formally employed by educational institutions in accordance with the law, and have the obligations
and rights of teachers. According to relevant laws and regulations, the main contents of my country's
teacher qualification system are listed in Table 1: ble 1
Table 1.

Requirements for different types of teacher qualifications

Requirements for obtaining teaching

Junior middle school
teacher qualification

Normal specialised
postsecondary college
or other junior college

educational and
teaching ability;

qualifications " Legal reasons
P — . or revocation or
Classification Minimum education Moral and disqualification of
requirements competence teacher qualifications
requirements
Preschool teacher Kindergarten training Qualified in Disqualifying
qualification school graduates ideological and moral | qualifications of the
Primary school Secondary normal identification; teachers subject to
teacher qualification | school graduates . criminal punishment;
Qualified in

Revoking
qualifications of
the teachers with

graduates Qualified in the level | unethical conduct
Senior middle school |Normal undergraduate of Mandarin;
teacher qualification | college or other . ' _
Secondary vocational university Qualified in physical
school teacher undergraduates examination
qualification
Qualifications for Postgraduates
teachers in higher or university
education institutions | undergraduates

Source: prepared by the author according to Teachers Law and Teachers' Qualification

Regulations in China

Through the identification and issuance of teachers' laws and teachers' professional qualification
certificates, the standards of teachers' professional qualifications, teachers' rights, obligations,
respon31b111tles 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' professiona%)tradition and its status in modern society. At
the same time, it also prompts individual teachers to continuously shape and improve themselves,
improve their own quality, so as to achieve social satisfaction. Legal standards for teachers. The
popularization of teachers' professional qualification certificates has promoted the formation and
development of the teacher resource market, and gradually attracted more outstanding teachers to
choose the teaching profession, which pr0V1ded a guarantee for the talent resource foundation for
the construction of the teaching team.

Teacher employment system. In 2002, the State Council forwarded the "Opinions of the
Ministry of Personnel on the Trial Im lementation of the Personnel Employment System in
Institutions", which specified a series of key issues in the employment of teachers, including the
scope of implementatlon the open recruitment mechanism, personnel employment procedures,
the content of employment contracts, evaluation 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 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 2.
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Figure 2. 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 refers to the personnel management method of government
staff and 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 the 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, the current number
of teachers in educational institutions is in a state of over-staffing. 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 agency, government
procurement of service posts, labor dispatch and temporary employment.

Posts are the foothoII()l 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 1ssued 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.
Diligent skills posts are set at levels 1-5, see Table 2.

Table 2.
Comparison table of post grades in higher education institutions
Teacher post Other professional and Management post Logistics post
technical post

Professional | Post | Professional | Post | Administrative Post Logistics Post
title grade level title grade level title grade level title grade | level

Professor [ 1 -- - Provincial or 1 -- --

ministerial
level
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Professor [ 2 -- - Deputy 2 Technician 2
provincial or O
ministerial
level
Professor [ 3 Senior title 3 Department 3 Technician 3
[ level [
Professor [ 4 Senior title 4 Deputy 4 Technician 4
N department [
level
Associate 5 Deputy 5 Division level 5 Technician 5
professor [ senior title [
U
Associate 6 Deputy 6 Deputy 6 General 0
professor [ senior title division level technician
0
Associate 7 Deputy 7 section level 7 -- --
professor [ senior [
Lecturer [ 8 Intermediate 8 Deputy section 8 -- --
title [ level
Lecturer [ 9 Intermediate 9 Staff mamber 9 -- --
title [
Lecturer [ 10 Intermediate 10 Clerk 10 -- --
title [
Assistant [ 11 Junior title 11 -- -- -- --
U
Assistant [ 12 Junior title 12 -- -- -- --
U
-- -- Member 13 -- -- -- --

Source: prepared by the author based on official website information

Teacher professional title system. The establishment and improvement of the professional title
system for teachers has become an important part of the reform of the personnel system in colleges
and universities. In 1986, The State Council 1ssued 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 (‘iecgnical posts, the corresponding duties and conditions of holding the post, and the salary
standard.

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 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 3.

. . ' Table 3.
List of professional titles and post grades of teachers
Educational Professional title
Institution Sinior title Intermediate title Junior title
Sinior Deputy senior Assistant Member
Teachers of Professor | Associate Lecturer Assistant -
colleges and professor
universities
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Secondary -- Sinior lecturer Lecturer Assistant Instructor
professional lecturer

school teachers

Teachers of Senior (Deputy) senior | First-grade Second-grade | Third-grade
primary and teacher teacher teachers teachers teachers
secondary

schools

(including

kindergartens)

Experimental | -- Senior Experimentalist | Assistant Experimenter
technician experimentalist experimentalist

Source: prepared by the author based on official website information

In the past, the professional titles of primary and secondary school teachers were setindependently.
After the reform, the two will be unified into the newly established series of teacher titles for
primary and secondary schools (including kindergartens). In the reform, for the first time, teachers
of primary and secondary schools (including kindergartens) 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.

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 is
the dissemination and creation of advanced knowledge. It is the cultivation of talents, 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 evaluate.
There are also difficulties in the verification of teachers' teaching workload. Except for the amount
of class hours, the time and energy teachers spend on preparing lessons after class are not fixed,
and it is difficult to monitor and quantify. Teachers' teacllljing 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.
At present, 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 is also lack of scientificity, making the specific
operation extremely difficult [15].

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 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
Assessment and Evaluation System for College Teachers" requires colleges and universities to
take the assessment 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 assessment 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 assessment and evaluation has been
implemented in some pilot colleges and universities, and some of the results are shown in Table 4.

Different from higher education 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.
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Table 4.
Practices to deepen the reform of teacher assessment and evaluation system in some Chinese
universities
Evaluation Specific practice Corresponding
dimensions educational institutions
Teacher ethics | Build a multi-participated teacher morality evaluation | Tsinghua University,
evaluation system, and store the evaluation results in the teacher's | Tianjin University, etc
file
Establish academic integrity system to dismiss or China University of
dismiss teachers with academic misconduct. Political Science and
Law, etc
Education Strictly assess the workload of education and teaching, | Northeast Normal
and teaching | and increase the proportion of teaching performance University, North
performance | allocation in the distribution plan of performance China Electric Power
evaluation allowance University, etc.
The 360-degree evaluation method is used in the Universities in Jiangsu
teaching quality evaluation and Henan
Scientific Implement an evaluation system for representative Fudan University
research achievements. The original quantitative criteria
performance | were changed to an evaluation system centering on
evaluation academic contribution, impact, and vitality.
Change the previous research evaluation system of Renmin University of
quantitative points, and encourage peer scholars to China
replace administrative evaluation and qualitative
evaluation instead of quantitative evaluation.
Teacher Establish a "five-year stepped" talent training model, | Central South
professional | multiple measures to guide teachers classified and University
development | hierarchical development, and classified evaluation.
evaluation Implemente the "rise or leave" mode. The transfer and | Sun Yat-sen University,
exit mechanism of teachers is established through the [ Beijing Jiaotong
evaluation of employment period. University, etc
Social service | Establish a system of professional title evaluation, Some universities in
evaluation post management, evaluation and income distribution | Hunan Province
mechanism in line with the characteristics of the
transformation benefits of scientific and technological
achievements.
Pay attention to the transformation of achievements, Some universities in
technology promotion and social services to obtain Jiangsu Province
social and economic benefits.

Source: prepared by the author based on official website information

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.

A scientific salary system is a key incentive for teaching staff [16]. The current salary structure of
teaching staff in educational institutions includes post sa%ary, grade salary, performance salary and
various allowances and subsidies, of which post salary and grade sala e ong to the basic salary.
The standard is unified across the country, see Table 5. The grade salary is related to the tenure
of service, professional title, education, etc. 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 lra)ased on the
evaluation, and the educational institutions determine the distribution method.
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Standard of basic salary of professional and technical personnel in public institutions iﬁa;é?g '
Post salary (China Grade salary (China Yuan)
Yuan)
e 18 0|8 |olB |o |2 |e |E |o |B
|E |EIEE|E |1E|Z [E|E|FZ
J |< [S|< |8|< |8 |< |& |[< |5 |<
Sinior title | 1 6665 [1 |288 |14 |827 |27 [1885 [40 |3381 (53 |5337
2 5157 |2 |317 |15 |887 |28 [1985 |41 |3513 |54 |5511
3 4558 |3 [346 |16 |954 |29 |2085 |42 |3645|55 |5702
4 3915 (4 |375 |17 | 102030 ([2195 |43 |3777 |56 |5894
deputy 5 3405 |5 |409 |18 | 109331 |[2305 |44 3920 |57 |6097
seniortitle [¢™ 3005 [6 [444 |19 | 116732 |2414 |45 |4063 |58 |6300
7 2773 |7 |484 (20 | 124933 |2524 (46 |4206 (59 |6514
Interm- 8 2440 |8 |523 (21 | 133134 |2645 (47 4363 |60 |6728
ediate title Fo™ 17174 [9 [569 |22 [1413[35 |2766 |48 |4519]61 |6960
10 |2007 |10 | 614 [23 | 1504 |36 |2887 [49 467662 |7192
11 1819 |11 [665 [24 |1595|37 |3008 [50 |4832 (63 |7446
12 |1797 |12 | 716 [25 | 168638 |3128 (51 |4988 64 |7700
13 |1675 |13 [767 |26 (1785139 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 on 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' salary. Those young teachers, who are a group of
young teachers with low professional titles, are paid less. Even if they devote all their time at work
and devote themselves to education, they are not as much paid as older teachers with mediocre
work performance. The backward wage system has led to the enthusiasm of competent teachers
in the workplace to be dampened. Many teachers who have made great achievements have also
reduced their innovation ané) enthusiasm for work because of unfair wages, which has limited the
development of education.

Conclusions. Based on the analysis of personnel management policies, we attempt
to propose systematic personnel management methods, including organizational methods,
economic methods and social psychological methods. Organizational methods covers the method
of organizational stability influence (such as scientifically arrange authorized strength and posts;
formulate a post responsibility system and work performance standards, etc.), administrative
influence method (such as teachers are required to participate in various trainings and assessments)
and disciplinary influence method (such as supervision and inspection). The economic method
of personnel management in educational institutions includes wages, bonuses, material rewards,
fines, quota management, and fund allocation, etc., such as using performance pay to stimulate the
teachers’ enthusiasm to participate in teaching, research and social services, setting the difference
in remuneration for different professional titles to attract teachers to participate in the promotion
of professional titles.

Besides, the social psychology method includes advocacy and guidance, motivation, social
support, team building and cooperation, work atmosphere, shared vision, and other targeted
individuals method etc., such as providing good catering services, careing for poor faculty and
staff, and strengthening the construction of affiliated primary, secondary schools and kindergartens
to facilitate the enrol%ment of teachers' children. In the process of personnel management in
educational institutions, different management methods are usually used in combination. That is,
a mix of different management approaches is always commonly used in management practice to
achieve organizational goals more effectively.

The ideal state is that, while the organizational goals are achieved, the rational material needs
of the faculty and staff and the spiritual needs for self-development can be met. In fact, although
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all educational institutions have the same guiding principles for personnel management methods,
the actual effects produced by the different implementation levels of each institution are also very
different. Besides, some organizational goals of educational institutions are difficult to quantify,
which leads to the effects of some personnel management methods are difficult to assess accurately.
In addition, since the main source of salary for teaching staffin educational institutions is government
financial expenditure, the economic methods that can be used in personnel management are limited.
Future research can focus on the reform of the personnel system, especially the promotion of the
system of specified number of personnel in the second-class public welfare units (higher education
institutions and kindergartens), which may not only solve the problem of staffing but also enable
managers to innovate more scientific Effective authorized strength management methods.
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