
“Policy evolution of personnel management in Chinese educational institutions: A
comprehensive policy circle analysis”

AUTHORS

Yuanyuan Xia

Dongxu Qu

Nataliya Stoyanets

Hejun Zhao

ARTICLE INFO

Yuanyuan Xia, Dongxu Qu, Nataliya Stoyanets and Hejun Zhao (2022). Policy

evolution of personnel management in Chinese educational institutions: A

comprehensive policy circle analysis. Problems and Perspectives in

Management, 20(4), 544-559. doi:10.21511/ppm.20(4).2022.41

DOI http://dx.doi.org/10.21511/ppm.20(4).2022.41

RELEASED ON Friday, 23 December 2022

RECEIVED ON Monday, 17 October 2022

ACCEPTED ON Monday, 05 December 2022

LICENSE

 

This work is licensed under a Creative Commons Attribution 4.0 International

License

JOURNAL "Problems and Perspectives in Management"

ISSN PRINT 1727-7051

ISSN ONLINE 1810-5467

PUBLISHER LLC “Consulting Publishing Company “Business Perspectives”

FOUNDER LLC “Consulting Publishing Company “Business Perspectives”

NUMBER OF REFERENCES

63

NUMBER OF FIGURES

5

NUMBER OF TABLES

8

© The author(s) 2022. This publication is an open access article.

businessperspectives.org



544

Problems and Perspectives in Management, Volume 20, Issue 4, 2022

http://dx.doi.org/10.21511/ppm.20(4).2022.41

Abstract

The reform of education personnel management policies has been carried out progres-
sively to ensure the achievement of educational goals. A systematic analysis of the per-
sonnel management policy circle, including policy design, content, and implementa-
tion, is crucial to improving the accuracy and effectiveness of such policies. Through a 
comprehensive review of policy evolution, this study aims to systematize the design and 
content of policies on personnel management in educational institutions in China. It was 
determined that personnel management is increasingly concerned with the efficiency 
and effectiveness of goal achievement, policy design, system reform, and mixed-used 
management methods. A questionnaire survey was conducted among 420 respondents 
in 25 preschool institutions in five cities of Henan province in China. A total of 362 
questionnaires were deemed valid out of 397 retrieved, including 24 from principals 
and 338 from teachers. The statistical analysis results identified the problems in policy 
implementation, including the laxly enforced teacher qualification system, inadequate 
teacher professional development, poorly implemented training policies, unattractive 
salaries and benefits, and the undesirable assessment system. For example, 5.89% of the 
respondents still need teaching qualification certificates. Only 1.1% of the respondents 
had senior titles. 2.76% of the respondents are still paid less than the minimum standard. 
In response to the situation, this study suggests effective countermeasures for educational 
administrative authorities and institutions. The findings could provide a reference for 
further optimization and development of personnel management policies.
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INTRODUCTION

An educational institution is a system that achieves the co-develop-
ment of schools, teachers, and students. Its success depends on estab-
lishing a working environment that is conducive to the productivity 
of staff (Alabi, 2000; Al Mamun & Hasan, 2017). Policies always im-
pact teaching more than staff (Duke & Canady, 1991). Thus, personnel 
management policies and rules dominantly affect educational insti-
tutions’ teaching quality. Specifically, the quality of teaching depends 
on the quality of teachers, and the quality of teachers depends on a 
range of personnel management policies that affect teacher profes-
sional development, such as recruitment, selection, and compensation. 
With changes in the educational environment and the object of work, 
educational institutions must continuously innovate personnel man-
agement systems to mobilize the enthusiasm and creativity of staff 
(Lao, 2015). Therefore, paying attention to the evolution and develop-
ment of personnel management policies in educational institutions is 
necessary.
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Since the beginning of China’s education reform in 1985, educational institutions’ management systems 
and relevant policies have improved. However, there are still many difficulties in designing and imple-
menting personnel management policies in educational institutions. They include restrictions on tradi-
tional authorized strength management (Diao & Wang, 2019), limited economic incentives (Wu, 2019), 
and inadequate teacher assessment and evaluation mechanisms (Dong et al., 2017), which have plagued 
the construction of teacher troops. Many researchers have proposed countermeasures for improvement 
in response to these, such as introducing a performance-first human resource management model (Yan, 
2022), implementing a personnel agency system to enhance the vitality of the teaching force (Zhang, 
2020), reforming the salary distribution system (Liu, 2010), and innovating the teacher appraisal system 
(Wu, 2017). However, previous research focuses on the fragmented study of the subprocess of person-
nel management in educational institutions and lacks specialized and complete process research on the 
policies. Therefore, it is vital to study the policy circle of personnel management in educational institu-
tions, including policy design, content, and implementation.

1. LITERATURE REVIEW 

According to the scope of personnel and author-
ized strength management, the objects of person-
nel management in educational institutions gen-
erally include teaching staff, management staff, 
teaching auxiliary staff, and logistic support staff 
(Kang, 2010; Wang, 2011). Some higher education 
institutions also have specialized scientific re-
search personnel. This study focuses on the larg-
est group, teachers, as the main object. Based on 
the management process, the main content of per-
sonnel management in educational institutions 
includes primarily the selection and recruitment 
process, training and promotion, and evaluation 
and remuneration (Guo & Cao, 2011). 

All movements in progressive societies have been a 
movement from identity to contract (Maine, 1961). 
Establishing a series of teacher selection systems 
to enrich the teaching staff is a movement from 
identity to contract. The process of selection and 
recruitment mainly involves the teacher qualifi-
cation system, teacher employment system, and 
teacher professional title system. The establish-
ment and implementation of these systems clari-
fied the development and management of teacher 
identity.

1.1. Teacher qualification system

In 1995, China’s Education Law was promulgated, 
which stipulated that the teacher qualification sys-
tem is China’s legal teacher professional licensing 
system (MoE, 1995a). Furthermore, the Teacher 
Law (MoE, 1993) and the Teacher Qualification 

Regulations (MoE, 1995b) further brought pro-
fessional qualifications, rights and obligations of 
teachers, responsibilities and training, and ap-
pointment management into the legal system. 
This not only improves the professional standard 
of teachers but also preserves the sanctity of the 
professional tradition of teachers and its status 
in modern society to gradually attract more out-
standing talents to choose the teaching profession 
(Zong, 2020).

1.2. Teacher employment system

In 2002, the Opinions on the Trial Implementation 
of the Personnel Employment System in Public 
Institutions issued by the Ministry of Personnel 
(MoP, 2002) specified a series of crucial issues in 
the employment of teachers, such as personnel 
employment procedures and content of employ-
ment contracts. This document has completely 
changed the administrative appointment man-
agement method that has been followed for dec-
ades and has empowered the recruited personnel 
to move (Luo, 2014). Furthermore, in 2005, the 
Public Institution Employment Contract (Model) 
was issued (MoP, 2005), which marked that the 
teacher employment system had concrete employ-
ment contract terms and content and effectively 
safeguarded the legitimate rights and interests of 
institutions and employees.

The management of teaching staff in Chinese ed-
ucational institutions mainly adopts the method 
of authorized strength management, which is a 
way for the state to check the number of teaching 
staff according to the number of students (Li et al., 
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2022). According to the stipulated teacher-student 
ratio, educational institutions are overstaffed (Li, 
2021). However, due to various reasons, such as 
the flow of teachers caused by the unbalanced de-
velopment of regions, many institutions are seri-
ously understaffed (Xu & Xu, 2020; Wang & Tang, 
2021). Besides, posts are the foothold of the teach-
er employment system and represent the actual 
needs of educational institutions. Therefore, the 
Ministry of Personnel issued the Trial Measures 
for the Management of Post-Setup in Institutions 
to implement a post-management system (MoP, 
2006). In 2007, the Ministry of Personnel and the 
Ministry of Education jointly issued the Guided 
Opinions on the Management of Post-Setup in 
Higher Education (MoP & MoE, 2007), which pro-
posed the general post grades.

1.3. Teacher professional title system

In 1986, the State Council issued the Provisions 
on the Implementation of the Employment System 
for Professional and Technical Titles (SC, 1986). 
For the first time, it put forward the concept of the 
professional title system. It also clarified the re-
quirements for setting up professional and techni-
cal positions, the corresponding duties and condi-
tions of holding the position, and the salary stand-
ard. As a result, teachers’ professional titles have 
the structure ratio of the high, middle, and jun-
ior positions, which is the basis for determining 
teachers’ wages and benefits (Wang et al., 2021). 
The professional titles in educational institutions 
at all levels are listed in Table 1.

Excellent teachers are crucial to achieving or-
ganizational goals (Wang & Yan, 2022). However, 
teacher professional development is long-term, 
complex, and staged. Teacher training is a mean-
ingful way to improve teachers’ overall quality 

and personal professionalism (Wu, 2022; Guo 
et al., 2022). The Teacher Law stipulates that it 
is the right and duty of primary and secondary 
school teachers to participate in training. In 2011, 
the Opinions on Vigorously Strengthening the 
Training of Teachers in Primary and Secondary 
Schools (MoE, 2011) clarified the overall goals for 
training, such as pre-service training, in-service 
training, key teacher training, and special train-
ing of head teachers.

Pre-service training is significant for new teach-
ers to integrate into the team more quickly and 
perform their duties well (Gu & Zheng, 2015). 
The Opinion on Comprehensively Deepening the 
Reform of the Construction of the Teacher Troop 
in the New Era (SC, 2018) clearly stated that the 
pre-service training of new teachers at all levels of 
schools should be strengthened. The Opinions on 
Strengthening and Improving the Construction 
of Teachers’ Morality and Style in the New Era, 
issued in 2019, stipulated that special education 
content on teacher ethics and style should be im-
plemented in pre-service training (MoE, 2019). 
Specifically, the pre-service training is clearly de-
fined for teachers in educational institutions at 
different levels, such as the Notice on Launching 
and Implementing the National Training 
Demonstration Project for Newly Recruited 
Teachers in Higher Education (MoE, 2016a) and 
New Teacher Orientation Guidance (MoE, 2020).

As for the evaluation approaches, the Interim 
Regulations on the Evaluation of Staff in Public 
Institutions (MoP, 1995) generally assess teachers 
on morality, ability, diligence, performance, integ-
rity, and learning. However, it is difficult to operate 
in practice due to the broad content, vague indi-
cators, and unclear classification (Tian, 2010). For 
the application of the evaluation results, the per-

Table 1. List of professional titles of teachers
Source: Compiled by the authors based on the Teacher Law of China (MoE, 1993). 

Educational institution
Professional title

Senior title Intermediate 
title 

Junior title
Senior Deputy senior Assistant Member

Teachers of colleges and universities Professor
Associate 

professor
Lecturer Assistant –

Secondary professional school teachers
Senior 

lecturer

(Deputy) senior 

lecturer
Lecturer Assistant lecturer Instructor

Teachers of primary and secondary 

schools (including preschool)

Senior 

teacher

(Deputy) senior 

teacher

First-grade 

teachers

Second-grade 

teachers

Third-grade 

teachers
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formance evaluation of college teachers in China 
is more focused on the evaluation of rewards and 
punishments while ignoring the evaluation of de-
velopment (Lin, 2021). 

In 2016, the Guiding Opinions on Deepening the 
Reform of the Assessment and Evaluation System 
for College Teachers (MoE, 2016b) stipulated that 
the evaluation contents cover teacher ethics as-
sessment, education and teaching performance, 
scientific research evaluation, social service as-
sessment, and teacher professional development. 
Unlike higher education institutions, the main 
content of the evaluation in the compulsory edu-
cation stage is teachers’ performance of their stat-
utory duties, as well as their performance in ful-
filling the post-duties and work tasks prescribed 
by the school (Xiong, 2010). The performance 
evaluation results are the primary basis for allo-
cating performance pay, qualification recognition, 
appointment, promotion, training, recognition, 
and reward.

A scientific salary system is a crucial incentive for 
teaching staff (Hu & Yuan, 2021). The current sal-
ary structure of teaching staff in educational insti-
tutions includes post salary, grade salary, perfor-
mance salary, and various allowances and subsi-
dies. For this post, salary and grade salary belongs 
to the basic salary. The standard is unified across 
the country (Table 2). The performance salary is 
divided into basic performance and reward per-
formance. Faculty and staff who complete their 
post-responsibilities and pass the evaluation can 
obtain full basic performance. Reward perfor-
mance is based on the results of the evaluation.

In summary, the design of personnel manage-
ment policies in Chinese educational institutions 
is always closely related to the values pursued by 
the times. The conflict between different values is 
always manifested by the degree of the concrete 

implementation of the policy. Therefore, the the-
oretical design and concrete practice of personnel 
management policies should be mutually consist-
ent and reinforcing. However, the review of pre-
vious studies reveals that personnel management 
policies are constantly being improved and devel-
oped, but many problems still need to be solved. 
Thus, it is necessary to study and analyze the 
complete policy circle to identify the inconsisten-
cies between theory and practice, thereby taking 
measures to get it back on track.

The aim of the study is to comprehensively analyze 
the policy circle (design, content, and implemen-
tation) of personnel management in educational 
institutions with mixed methods of textual anal-
ysis and empirical investigation to systematize the 
government policies on personnel management 
and identify the problems in the policy implemen-
tation in practice.

2. METHODOLOGY

This study conducted a systematic review of the 
policy design and content of personnel manage-
ment in educational institutions through textu-
al and content analysis. Then, the policy imple-
mentation difficulties were explored by adopting 
a questionnaire survey to provide a reference for 
further policy optimization.

A questionnaire on the current state and dynam-
ics of personnel management in educational insti-
tutions was compiled, and a pilot test was conduct-
ed. The reliability and validity tests performed on 
the questionnaire proved that it was reliable and 
the research data were suitable for information ex-
traction and analysis. 

Due to research and space constraints, this study 
conducted the questionnaire survey only in pri-

Table 2. Standard salary in public institutions in 2019 (in Chinese yuan)

Source: Compiled by the authors based on the data on the official website of China’s Ministry of Human Resources and Social Security. 

Title Level Amount Level Amount Level Amount

Senior 
1 6665 2 5157 3 4558

4 3915 – – – –

Deputy senior 5 3405 6 3005 7 2773

Intermediate 8 2440 9 2174 10 2007

Primary 11 1819 12 1797 13 1675
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mary institutions. A total of 420 questionnaires 
were distributed to 25 preschools in five cities of 
Henan province in China, of which 362 question-
naires were returned valid. The finalized sam-
ple includes 24 principals and 338 teachers. The 
characteristics of the sample are shown in Table 3. 
SPSS 22.0 was adopted to record and analyze the 
data collected, mainly using descriptive statistical 
analysis methods, frequency statistical analysis, 
and cross-chi-square analysis.

Table 3. Characteristics of the respondents

Source: Authors’ elaboration.

Variable Category Respondents Proportion 
(%)

Current position
Principal 24 6.63

Teacher 338 93.37

Teaching 

experience

< 1 year 77 21.27

1-3 years 136 37.57

4-6 years 55 15.19

7-10 years 36 9.94

11-20 years 38 10.50

21-30 years 17 4.70

> 30 years 3 0.83

Professional 

title

Senior teacher 4 1.10

First-grade 

teacher
20 5.52

Second-grade 

teacher
56 15.47

Third-grade 

teacher
6 1.66

Not yet graded 276 76.24

Monthly 

salary income 

(Chinese yuan)

< 1600 10 2.76

1600-3000 242 66.85

3001-4500 71 19.61

4501-6000 21 5.80

> 5500 18 4.97

Education level 
at entry

Junior high 

school
4 1.10

Primary normal 

school
72 19.89

Junior college 121 33.43

Undergraduate 163 45.03

Postgraduate 2 0.55

Current highest 

education level

Primary normal 

school
32 8.84

Junior college 114 31.49

Undergraduate 208 57.46

Postgraduate 8 2.21

Location of 
educational 
institution

City 200 55.25

County and 

town
85 23.48

Rural 77 21.27

Total 362 100.0

3. RESULTS

3.1. Analytical results of the policy 
development

The literature review and textual analysis re-
vealed that the personnel management policies of 
Chinese educational institutions have made sig-
nificant progress and have shown the following 
trends in development. 

First, personnel management increasingly em-
phasizes the efficiency and effectiveness of goal 
achievement in educational institutions. In tradi-
tional personnel management, achieving organi-
zational goals is the only ultimate goal of all man-
agement activities. However, with the rise of the 
human resource management concept, managers 
are increasingly valued for efficiency as well as the 
quality of achieving organizational goals. 

Taking teacher recruitment as an example, educa-
tional institutions are more likely to adopt flexi-
ble and efficient recruitment methods than the 
traditional one that strictly follows established 
procedures. As for the recruitment time, the pre-
vious method of organizing recruitment during 
the summer vacation has been changed, especial-
ly for Ph.D. graduates and other high-level talents. 
A year-round appointment recruitment method 
is generally implemented, which has improved 
the efficiency of talent introduction. Regarding 
the qualifications of candidates, graduate insti-
tutions, overseas study experience, and scientific 
achievements are no longer considered restrictive 
conditions in recruitment. Candidates who have 
completed the doctoral studies but have yet to 
obtain the academic certificate are permitted to 
sign a contract of intent and enter the job in ad-
vance. Besides, the recruitment methods are more 
diverse. Remote online interviews are also being 
adopted to make work more efficient and conven-
ient. Candidates with a doctor’s degree and other 
high-level talents will be directly interviewed, ex-
empting from the written test (Figure 1).

In terms of teacher assessment, many educational 
institutions have been exploring effective evalua-
tion approach reforms to exert the positive influ-
ence of evaluation in personnel management and 
have taken several specific measures (Table 4).
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Second, personnel management is becoming more 
concerned with policy design and system reform. 
The traditional authorized strength management 
system is considered the dominant factor limiting 
the scientific development of educational institu-
tions. To remove the constraints, China has been 
actively exploring the system of a specified num-
ber of personnel in educational institutions since 
2020, attempting to solve this problem from the 
top-down policy design. Unlike the original au-
thorized strength management, the system of a 
specified number of personnel is more stable, au-
tonomous, flexible, and practical, inspiring the 
teachers’ vitality.

Besides, to improve the quality of teachers, China’s 
in-service teacher training has been supported by a 
series of policies, which has experienced three de-
velopment stages that include the education com-
pensation stage, transition stage toward continuous 
education, and continuous education overall pro-
motion stage (Qu & Gong, 2019). The relevant poli-
cies at each stage are shown in Figure 2.

In the 1850s, many unqualified teachers entered the 
teaching team due to the lag in the development of 
teacher education. Therefore, for an extended pe-
riod, the policy theme of in-service education for 
teachers in China was education compensation 

Figure 1. Selection process of teaching staff 

Source: Compiled by the authors based on the information on the official website of 
China’s Ministry of Human Resources and Social Security.

Table 4. Reform practices of assessment and evaluation system
Source: Authors’ elaboration.

Dimensions Specific practice Examples of educational institutions
Teacher ethics 

evaluation
Building a multi-participated teacher morality evaluation system Tsinghua University, Tianjin University

Establishing the academic integrity system China University of Political Science and Law
Education 
and teaching 

performance 

evaluation

Increase the proportion of teaching performance allowance Northeast Normal University, North China 

Electric Power University

Using 360-degree evaluation method in teaching quality evaluation Universities in Jiangsu and Henan

Scientific 
research 

evaluation

Implementing an evaluation system for representative achievements Fudan University

Replacing administrative evaluation and quantitative evaluation with 
peer evaluation and qualitative evaluation Renmin University of China

Teacher 

professional 

development 

evaluation

Establishing a “five-year stepped” talent training model Central South University

Implementing the “rise or leave” mode Sun Yat-sen University, Beijing Jiaotong 

University

Social service 

evaluation

Establishing incentive and restraint mechanisms by considering the 
achievement transformation Some universities in Hunan Province

Paying more attention to achievement transformation, technology 
promotion, and social services Some universities in Jiangsu Province
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training, helping unqualified teachers meet the 
educational standards required through training 
(Cheng, 2022). In the middle and late 1890s, in-ser-
vice training policy further proposed the task of 
continuous education besides education compen-
sation. Thus, it provided in-service training for 
qualified teachers to further improve the overall 
quality of teachers and train a group of backbone 
teachers (Chen & Gao, 2016). In the 21st centu-
ry, the in-service training policy mainly points to 
comprehensively promoting continuous education. 
The training model has also shifted to a targeted 
categorization approach, such as new teacher train-
ing, backbone teacher training, and rural special 
post-teacher training (Fu & Cui, 2016).

Additionally, the performance salary system is also 
an external manifestation of system reform, which 
took four times of reforms on the teachers’ salary 
system to get the result (Figure 3). In general, de-
termining salaries based on teachers’ positions and 
seniority generally lacks incentives for young teach-
ers who undertook major work tasks before 2006 
(Dong, 2008). The purpose of implementing a per-
formance-based salary is to abandon the previous 
fixed-wage distribution model, achieving higher 
pay for more work to improve teachers’ enthusiasm 
and motivation (Zhang & Tong, 2021).

Third, the mix of personnel management meth-
ods is becoming more frequently used. Generally, 

personnel management methods cover economic, 
organizational, and sociological and psycholog-
ical methods. The relationship among personnel 
management methods is inseparable and organ-
ically connected. When these methods are com-
bined, the maximum effectiveness and quality of 
the personnel management system are achieved. 
Furthermore, the systematic method of use allows 
the object of improvement to be viewed from all 
sides, which helps to avoid errors and misjudg-
ments in personnel management.

The college talent recruitment plan reflects the or-
ganic combination of a variety of personnel man-
agement methods. Currently, colleges and univer-
sities generally have clear standards for introduc-
ing highly educated and high-level talents. Table 5 
lists the talent introduction plans of universities at 
different levels in Henan Province of China. The 
prestigious universities (level 1) generally have a 
better organizational guarantee and a more fa-
vorable platform for teacher development, so the 
economic conditions and social support provid-
ed are lower than those of the general universities 
(level 4).

All universities have specified the criteria for dif-
ferent levels of economic benefits, such as set-
tling-in allowance, research start-up funds, hous-
ing allowance, talent subsidies, and professional 
title appointment. In addition, some universities 

Source: Compiled by the authors based on the information on the official website 
of China’s Ministry of Education.

Figure 2. Development stages of continuous education and related policies
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have provided preferential policies such as hous-
ing allowance, offering their spouses jobs, and 
arranging for their children to study in affiliated 
schools to attract outstanding talents through so-
cial and psychological methods.

In addition, the organizational method is also 
mixed-used in this talent program. Universities 
have formulated an assessment mechanism 
for newly introduced talents, clearly stipulat-
ing the responsibilities and tasks of different 

Instructions on strengthening part-time cultural tutoring for in-

service teachers in primary schools  

Instructions on strengthening part-time in-

service training for middle school teacher

Opinions on strengthening in-service training of primary 

and middle school teachers

Opinions on further strengthening in-service 

training of primary and middle school 

teachers

Opinions on improving in-service training of primary 

and middle school teachers

Education compensation stage
Transition stage toward continuous 

education
Continuous education: overall 

promotion stage

1955 1977 19861980 20032002199919981996 2000 20102004

Several opinions on the reform and 

development of teacher education

Opinions on strengthening the construction of primary and middle school teachers 

during the ninth five-year plan period

Report on setting up and piloting the professional 

degree of education master

Action plan for education revitalization for the 21st century

Continuous education in engineering 

program for primary and middle school 

teachers (1999~2002)

Provisions on continuous education for primary 

and middle school teachers

Opinions on reform and development of 

teacher education during the tenth five-year 

plan 

Decision on further strengthening education 

in rural areas

Opinions on accelerating the promotion of the teacher education 

network alliance plan and implementing a new round of training for 

primary and middle school teachers

Notice on the implementation of a national training program 

for primary and middle school teachers

Figure 3. Wage system reforms 

Source: Compiled by the authors based on the information on the official website of 
China’s Ministry of Education.

Table 5. Salary plan in different universities to recruit Ph.D. graduates in Henan province (thousands 
of Chinese yuan) 

Source: Authors’ elaboration.

Institution Henan normal university 
(Level 1)

North China university 
of water resources and 
hydropower (Level 2)

Henan institute of science 
and technology (Level 3)

Shangqiu normal 
university (Level 

4)

Ph.D. Category A B Ordinary Excellent Ordinary A B C –

Settling-in 
allowance

250-

300

230-

250
200 – – 800 400-600 200-250 300

Research start-

up funds

Engineering: 100;

Science: 80;

Liberal arts: 50

Engineering: 100; Others:50

Natural science: 100-300;

Humanities and social sciences: 
60-150

Science and 

engineering: 150;

Others: 100

Professional title 
appointment

To be appointed one level 

higher than the original title 
for five years

To be appointed one level 

higher than the original title 
for three years

To be appointed one level 

higher than the original title for 
five years

To be appointed 

one level higher 

than the original 

title for three years

Housing 
allowance

–

Housing subsidy:154; 
Purchase subsidy: 100;

Providing a preferential 
house in 5 years

Housing allowance: 28.8
Housing subsidy:36; 
Purchase subsidy: 

300

Other subsidies 2-4 per month
30 per year for 

five years – – 5 per month

Spouse 

placement
–

Personnel 

agency post
–

Personnel 

agency 

post

Contract 

post
–

Personnel agency 

post
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types of talents during their employment peri-
od. Therefore, not everyone can get all the eco-
nomic benefits. The money will be distributed 
in batches based on the staged assessment of the 
completion of scientific tasks, avoiding the in-
crease of talent introduction cost due to the staff 
leaving after the one-time payment.

In addition, a mix of personnel management 
methods is used in principal and teacher ro-
tation systems. The imbalance of regional de-
velopment has led to a greater concentration 
of high-quality teacher resources in developed 
cities or regions, which could be more condu-
cive to the balanced development of national 
education (Shan et al., 2022). To optimize the 
rural teacher troops and the quality of educa-
tion, China has taken the lead in implementing 
a rotational teaching system for principals and 
teachers in compulsory education institutions 
within China’s counties (districts), intending to 
promote it on a larger scale (Chen & Fan, 2022; 
Wang & Zheng, 2016).

On the one hand, the specific requirements for 
rotation are stipulated in the policy formula-
tion. On the other hand, each institution has 
formulated various incentives and preferential 
measures to motivate principals and teachers 
who rotate and exchange, including in the es-
tablishment approval, approval, posting, job (ti-
tle) promotion, employment management, per-
formance assessment, training, or merit recog-
nition (Table 6).

3.2. Survey results of representative 
institutions

Regarding the education level, all respondents’ 
current highest education level was at primary 
normal school and above, which met the require-
ments of the Chinese Ministry of Education for 
teachers’ education level. The proportion of under-
graduates is the highest, 57.46%, while the propor-
tion of postgraduates is the least, 2.21%. It is note-
worthy that there are still four people who gradu-
ated from high school when they first entered the 
workforce. When comparing the education levels 
of the respondents at entry, it can be seen that the 
general education level has improved, fully reflect-
ing the design of China’s education compensation 
policy (Figure 4).

A teaching certificate is one of the mandatory re-
quirements for entry into the teaching profession. 
Since primary and secondary school is the edu-
cational level above preschool, candidates with 
primary and secondary school teaching qualifica-
tions also meet the requirements at the preschool 
level according to the regulations. Therefore, 
teacher candidates can hold several different lev-
els of teaching qualifications at the same time. The 
survey results obtained through multiple choice 
questions showed that the popularity rate of pre-
school teaching certificates reached 71.55%, and 
the popularity rate of primary and secondary 
school teaching certificates reached 29.56%, as 
shown in Table 7. However, it is necessary to note 
that 5.89% of the respondents still do not have any 

Table 6. Exchange status of primary and secondary school teachers in different regions

Source: Compiled by the authors based on the information on the official website of China’s Ministry of Education.

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

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
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teaching qualifications, which means that there 
are still some people in the existing teaching force 
who do not meet the requirements.

Promoting professional titles is an essential ex-
ternal expression of teacher professional devel-
opment. The survey found that 276 out of all re-
spondents, representing 76.24%, had yet to be 
graded. Among the respondents with titles, the 
highest percentage of second-level teachers was 
15.47% and only four people, or 1.1%, had senior 
titles. The cross-chi-square analysis showed that 
the different teaching years showed significant dif-
ferences for the professional titles (p = 0.000**). 
All teachers with less than one year of teaching ex-
perience were not ranked. As the teaching expe-
rience increased, the proportion of teachers with 
specific titles increased (Figure 5).

Pre-service and in-service training is the powerful 
means of improving the quality of teachers’ hu-
man capital. Based on the survey, 194 out of 338 
teachers reported that they had not participated in 
any form of professional training or further study 
in the past year, representing 57.4%. Six of the 24 
principals indicated that they had not attended 

specific pre-service training before assuming the 
leadership. Three principals reported not partici-
pating in any management skills training during 
their tenure. This means that although training is 
comprehensive in policy development, it is signifi-
cantly compromised in terms of implementation.

A scientific and logical salary system helps to 
provide economic incentives. For example, the 
Teachers’ Law stipulates that teachers’ salaries 
must be at least the average salary of local civil 
servants. However, the survey results show that 
there is still a particular gap between the cur-
rent teacher’s salary and the national standard. 
Moreover, the Henan provincial government has 
set a minimum salary standard of 1,600 Chinese 
yuan per month in 2022. However, the survey 
found that 2.76% of the respondents are still paid 
less than the minimum standard. In total, 69.61% 
of the respondents’ monthly salary is less than 
3,000 Chinese yuan.

Different regions show significant differences rel-
ative to salary levels (p = 0.000**). The salary of 
teachers in rural areas is significantly lower than 
in urban areas, as shown in Table 8. In other words, 

Source: Authors’ elaboration.

Figure 4. Comparison between the education level at entry and the current highest education level
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Table 7. Possession of teacher qualification among respondents

Source: Authors’ elaboration.

Categories Response Popularity rate (n = 362)n Response rate
Preschool teacher qualification certification 259 48.59% 71.55%
Nursery governess qualification certification 137 25.70% 37.85%
Other teacher qualification certification 107 20.08% 29.56%
None 30 5.63% 8.29%
Total 533 147.25%

Note: The goodness of fit: χ2 = 203.244, p = 0.000.
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although the state has given more support to rural 
educational institutions at the policy level, it still 
fails to achieve balanced development between ur-
ban and rural areas.

As for the guaranteed welfare benefits, the five 
insurance and one fund refer to several critical 
protection benefits given to workers by employers, 
including pension insurance, medical insurance, 
unemployment insurance, work injury insurance, 
maternity insurance, and housing fund. Among 
the respondents, the rate of pension and medical 
insurance is 56.8% and 57.99%, respectively, while 
housing funds show the lowest rate, 28.7%. It is 
particularly noteworthy that the percentage of re-
spondents who do not receive guaranteed benefits 
is 35.8%. Moreover, 57.1% of respondents consid-
ered the lack of benefits to be one of the main fac-
tors affecting their work.

Additionally, teacher ethics is one of the most val-
ued virtues in China. The relevant regulations also 

provide a one-vote veto system, that is, direct dis-
missal, for teachers who fail to meet moral stand-
ards. In the survey, 0.59% of the respondents gave 
a negative answer to the question on teacher ethics. 
Furthermore, 26.04% of teachers argue that the in-
adequate teacher performance evaluation system 
is one of the significant problems in institutions. 

4. DISCUSSION

Ideally, educational institutions could adopt a sci-
entific approach guided by personnel management 
policies to achieve organizational goals while 
meeting the material needs of teachers and the 
spiritual needs of self-development. However, this 
study found that there are still many problems of 
policy implementation in practice in educational 
institutions that need to be effectively addressed.

Regarding teacher recruitment, some of the re-
spondents still do not have any teaching qualifica-

Source: Authors’ elaboration.

Figure 5. Cross chi-square analysis of teaching experience and professional titles
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Table 8. Cross chi-square analysis between the region and salary income
Source: Authors’ elaboration.

Location Monthly salary income (Chinese yuan) χ2 p

< 1600 1,600-3,000 3,101-4,500 4,501-6,000 > 6000

City 20.00% 48.35% 66.20% 90.48% 83.33%
57.062 0.000**County and town 20.00% 28.10% 21.13% 0.00% 0.00%

Rural area 60.00% 23.55% 12.67% 9.52% 16.67%
Total 10 (2.76%) 242 (66.85%) 71 (19.61%) 21 (5.80%) 18 (4.97%) 362

Note: * p < 0.05, ** p < 0.01.
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tions, which means that people who do not meet 
the teacher requirements are entering the existing 
teaching force. This is contrary to the requirement 
in the teacher qualification system. However, the 
phenomenon is common in preschool institutions. 
For example, a survey of 3,326 rural public pre-
school teachers in eight cities in western China 
showed that 13.68% of teachers did not have a 
teaching certificate (Li, 2019). The main reason is 
that the number of preschool teachers is seriously 
insufficient, leading to preschool institutions low-
ering their entry standards to meet daily teaching 
needs (Xu, 2017).

Regarding professional development, the results 
show that teachers with more teaching experience 
have a higher level of professional titles, which is 
consistent with Berliner’s theory (Hu & Zhang, 
2018). Besides, 76.24% of respondents have no 
professional title. Another survey sampled 505 
full-time preschool teachers from 32 urban pre-
schools in three provinces in China and showed 
that 43.17% of teachers do not have professional 
titles (Wang & Yang, 2022). The imperfect evalu-
ation system of professional titles is the main rea-
son for this problem. Most local educational ad-
ministrative departments still need to set up a par-
ticular evaluation system of professional titles for 
preschool teachers. However, they usually include 
it in the title evaluation system of primary school 
teachers, which leads to low enthusiasm of teach-
ers to participate in title evaluation.

As for teacher training, although there is a compre-
hensive and systematic design for it at the nation-
al and regional levels, it must be improved in im-
plementing specific policies. Both principals and 
teachers have not been able to attend professional 
training with the frequency required by the rele-
vant policies. The in-service training of preschool 
teachers is basically in a state of “no planning, 
no funds, no opportunities” (Pang et al., 2013). 
Additionally, compared with backbone teachers in 
preschools, ordinary teachers have fewer opportu-

nities to participate in training, which is also one 
of the reasons for this result.

Regarding salary and benefits, some of the teach-
ers surveyed receive salaries that still need to 
meet the standards set by the state. However, it 
is stipulated that teachers’ salaries should be at 
least the average salary level of local civil servants. 
Teachers’ salaries in rural areas are significantly 
lower than those in urban areas. In addition, the 
social security system teachers are supposed to 
have is not fully implemented. One extensive sur-
vey shows that rural preschool teachers in most ar-
eas of China have no social security benefits (Yu & 
Liang, 2008). These have seriously affected the en-
thusiasm of teachers’ work and the team’s stability, 
but also one of the dominant reasons for the short-
age of preschool teachers. To meet the demand for 
education development for the number of teachers, 
the government and institutions have to relax the 
qualification requirements for teachers, which re-
sults in a vicious circle of continuous salary reduc-
tions (Xia, 2022).

It should be acknowledged that due to research 
limitations, this study mainly reviewed the evolu-
tion of personnel management policies and then 
investigated the implementation of policies in 
primary institutions. In future studies, the scope 
of the survey respondents could be expanded to 
educational institutions at other educational lev-
els. Future research could also focus on the per-
sonnel system reform, especially the design and 
promotion of a specified number of personnel in 
second-class public welfare units (higher educa-
tion institutions and preschools), which could ef-
fectively promote the quality development of ed-
ucational institutions. It is worth noting that the 
influence of educational administrators’ behavior 
in personnel management reform of education-
al institutions is crucial (Semenets-Orlova et al., 
2019). Thus, the research on the personnel mana-
gerial competence of heads of educational institu-
tions also needs to be considered.

CONCLUSION

This study aims to systematically analyze the policy circle of personnel management in educational institu-
tions, including policy design, content, and implementation, by adopting a mixed method of literature anal-
ysis and empirical survey to identify the problems in the policy development process and the future trends. 
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It was found that the personnel management policies of Chinese educational institutions have made 
significant progress and have shown new trends. The personnel management of educational insti-
tutions increasingly emphasizes the efficiency and effectiveness of goal achievement, as well as pol-
icy design and system reform. In addition, the mix of personnel management methods is becoming 
more frequently used. The questionnaire survey results show that the policies’ implementation is 
generally consistent with the requirements and contents of the policies, but there are still problems 
in practice. The teacher qualification system needs to be strengthened. The rate of relevant teach-
ing qualification certificates has just reached 71.55%, while 5.89% still need such certificates.

Further, teacher professional development needs to be promoted. Only 1.1% of the respondents had 
senior titles, while 76.24% still need to be graded. 57.4% of the teachers and 25% of the principals 
do not have the opportunities to participate in the various pieces of training required by relevant 
policies. Moreover, teachers’ salaries and benefits need to be further improved. 2.76% of the re-
spondents are still paid less than the minimum standard of their areas. 35.8% of the respondents do 
not have any guaranteed benefits. Besides, the appraisal and evaluation system needs to be further 
developed. 26.04% of teachers reported that the inadequate teacher performance evaluation system 
is one of the significant problems in institutions. 

In response to the problems, this study attempts to make the following recommendations for ed-
ucational institutions and educational administrative authorities. First, educational institutions 
should strengthen the qualification examination of teacher candidates at the time of admission, 
explore the implementation of scientific assessment mechanisms, and use the results scientifical-
ly and reasonably. Educational administrative authorities should focus on incentives for teachers’ 
professional development, strengthen planning and supervision of teacher training, and improve 
teachers’ salaries and guaranteed welfare benefits. In addition, it is necessary to seriously pursue 
responsibility for educational institutions that do not or do not fully implement policies related to 
personnel management.

AUTHOR CONTRIBUTIONS

Conceptualization: Yuanyuan Xia, Dongxu Qu, Nataliya Stoyanets.
Data curation: Yuanyuan Xia.
Formal analysis: Yuanyuan Xia.
Investigation: Yuanyuan Xia, Dongxu Qu, Hejun Zhao.
Methodology: Yuanyuan Xia, Nataliya Stoyanets.
Resources: Yuanyuan Xia.
Software: Dongxu Qu, Hejun Zhao.
Supervision: Nataliya Stoyanets.
Visualization: Dongxu Qu, Hejun Zhao.
Writing – original draft: Yuanyuan Xia.
Writing – review & editing: Nataliya Stoyanets, Dongxu Qu.

ACKNOWLEDGMENTS

This study is supported by Sumy National Agrarian University in Ukraine and the Talent Special Support 
Program for Doctoral Studies of Henan Institute of Science and Technology in China.



557

Problems and Perspectives in Management, Volume 20, Issue 4, 2022

http://dx.doi.org/10.21511/ppm.20(4).2022.41

REFERENCES

1. Al Mamun, C. A., & Hasan, M. N. 
(2017). Factors affecting employee 
turnover and sound retention 
strategies in business organization: 
A conceptual view. Problems and 
Perspectives in Management, 15(1), 
63-71. http://dx.doi.org/10.21511/
ppm.15(1).2017.06

2. Alabi, A. T. (2000). School 
personnel management: The craft 
of educational management. Ilorin: 
INDEMAC Print Media.

3. Chen, J., & Fan, Y. (2022). 
Does the rational policy 
promote teachers’ professional 
development? An empirical 
investigation in six provinces 
in the eastern, central, and 
western regions. Teacher 
Education Research, 34(3), 
91-99. (In Chinese). 
https://doi.org/10.13445/j.
cnki.t.e.r.2022.03.007

4. Chen, J., & Gao, L. (2016). 
International experience and 
enlightenment of teacher post-
service training system reform. 
The Inservice Education and 
Training of School Teachers, 5, 74-
78. (In Chinese).

5. Cheng, H. (2022). Leading the 
teacher team to excellence with 
excellent teachers. Primary and 
Secondary School Management, 10, 
60-62. (In Chinese).

6. Diao, H., & Wang, Y. (2019). 
Analysis on of the evolution and 
problems of China’s primary and 
secondary school teachers’ staffing 
policy since the foundation of new 
China. Journal of Qilu Normal 
University, 3, 54-61. (In Chinese).

7. Dong, R. (2008). Reforming 
the salary management system 
of primary and secondary 
school teachers. Operation 
and Management, 8, 58-
59. (In Chinese). https://doi.
org/10.16517/j.cnki.cn12-
1034/f.2008.08.001

8. Dong, X., Liu, J., Zhang, X., & 
Yang, X. (2017). On the Evaluation 
Mechanism of Teachers in 
National Pilot Schools. Research in 
Higher Education of Engineering, 4, 
104-109. (In Chinese).

9. Duke, D. L., & Canady, R. L. 
(1991). School policy. New York: 
McGraw-Hill.

10. Fu, S., & Cui, Y. (2016). The 
evolution of post-service 
training policies for primary 
and secondary school teachers. 
Teaching and Management: 
Theoretical Edition, 3, 61-64. (In 
Chinese).

11. Gu, C., & Zheng, S. (2015). 
Discussion on the pre-service 
training mechanism of “double-
qualified” teachers in higher 
vocational colleges. Vocational 
& Technical Education Forum, 29, 
5-9. (In Chinese).

12. Guo, J., & Cao, Y. (2011). 
Historical evolution and future 
trend of educational human 
resource management. Shanghai 
Education Research, 2, 25-27. (In 
Chinese).

13. Guo, L., Cao, J., & He, T. (2022). 
Learning trajectories-based 
teacher training: the new idea for 
preschool teachers’ professional 
development. Preschool Education 
Research, 7, 1-11. (In Chinese). 
https://doi.org/10.13861/j.cnki.
sece.2022.07.002

14. Hu, W., & Zhang, Y. (2018). 
Theory and practice of teachers’ 
professional competence 
development. Journal of Shaanxi 
Normal University, 47(2), 139-
145. (In Chinese). http://dx.doi.
org/10.15983/j.cnki.sxss.2018.0233

15. Hu, Y., & Yuan, J. (2021). An 
empirical study on the salary 
disparity of faculty in China. 
Journal of Beijing Normal 
University (Social Sciences), 6, 
27-49. (In Chinese). Retrieved 
from http://wkxb.bnu.edu.cn/EN/
Y2021/V0/I6/27

16. Kang, N. (2010). On the internal 
management system’ indicators of 
the higher education institutions 
in China. Journal of Higher 
Education, 12, 41-48. (In Chinese).

17. Lao, K. (2015). Retrospect and 
prospect: Overview of 30 years of 
education system reform in China. 
Journal of Educational Studies, 
11(5), 3-12. (In Chinese). https://

doi.org/10.14082/j.cnki.1673-
1298.2015.05.001

18. Li, C. (2019). The status quo, 
problems and countermeasures 
of the structure and authorized 
size of rural public kindergarten 
teachers based on the data from 
the seven western provinces and 
Chongqing municipality in China. 
Teacher Development Research, 
3(2), 35-43. (In Chinese). https://
doi.org/10.19618/j.cnki.issn2096-
319x.2019.02.005

19. Li, T., Zhi, T., & Wu, J. (2022). 
The authorized staff size system 
for schoolteachers: Theoretical 
logic and governance strategy. 
Educational Research, 5, 139-148. 
(In Chinese).

20. Li, Y. (2021). The Historical 
Logic and Value Orientation of 
the Evolution of Primary and 
Secondary School Teacher Staffing 
Policy in my country. Research 
in Educational Development, 
41(4), 1-9. (In Chinese). https://
doi.org/10.14121/j.cnki.1008-
3855.2021.04.016

21. Lin, J. (2021). Opportunities and 
paths to reconstruct university 
teacher performance evaluation 
indicators. China Higher 
Education, 8, 7-9. (In Chinese).

22. Liu, F. (2010). Research on 
performance-based salary 
distribution model based on 
organization and position: 
Deepening reform of income 
distribution system after post 
establishment and employment 
in universities. Heilongjiang 
Researches on Higher Education, 2, 
60-62. (In Chinese).

23. Luo, S. (2014). Reflection and 
reconstruction of the teacher 
employment system in schools 
for compulsory education. 
Modern Education Management, 
8, 61-66. (In Chinese). https://
doi.org/10.16697/j.cnki.xdjy-
gl.2014.08.003

24. Maine, J. (1961). Ancient Law. 
New York: Henry Holt and 
Company. 

25. Ministry of Education of the 
People’s Republic of China 



558

Problems and Perspectives in Management, Volume 20, Issue 4, 2022

http://dx.doi.org/10.21511/ppm.20(4).2022.41

(MoE). (1995a). Education Law 
of the People’s Republic of China. 
(In Chinese). Retrieved from 
http://www.moe.gov.cn/jyb_sjzl/
sjzl_zcfg/zcfg_jyfl/202107/
t20210730_547843.html

26. Ministry of Education of the 
People’s Republic of China (MoE). 
(1995b). Teacher qualification 
regulations. (In Chinese). 
Retrieved from http://www.moe.
gov.cn/jyb_sjzl/sjzl_zcfg/zcfg_
jyxzfg/202204/t20220422_620496.
html

27. Ministry of Education of the 
People’s Republic of China (MoE). 
(1993). Teacher law of the People’s 
Republic of China. (In Chinese). 
Retrieved from http://www.moe.
gov.cn/jyb_sjzl/sjzl_zcfg/zcfg_jyfl/
tnull_1314.html

28. Ministry of Education of the 
People’s Republic of China (MoE). 
(2011). Opinions on vigorously 
strengthening the training of 
teachers in primary and secondary 
schools. (In Chinese). Retrieved 
from http://www.moe.gov.cn/
srcsite/A10/s7034/201101/
t20110104_146073.html

29. Ministry of Education of the 
People’s Republic of China (MoE). 
(2016a). Notice on launching 
and implementing the national 
training demonstration project 
for newly recruited teachers in 
higher education. (In Chinese). 
Retrieved from http://www.moe.
gov.cn/srcsite/A10/s7034/201606/
t20160627_269841.html

30. Ministry of Education of the 
People’s Republic of China 
(MoE). (2016b). Guiding Opinions 
on deepening the reform of the 
assessment and evaluation system 
for college teachers. (In Chinese). 
Retrieved from http://www.moe.
gov.cn/srcsite/A10/s7151/201609/
t20160920_281586.html

31. Ministry of Education of the 
People’s Republic of China (MoE). 
(2019). Opinions on strengthening 
and improving the construction 
of teachers’ morality and style 
in the new era. (In Chinese). 
Retrieved from http://www.moe.
gov.cn/srcsite/A10/s7002/201912/
t20191213_411946.html

32. Ministry of Education of the 
People’s Republic of China 

(MoE). (2020). Notice of the 
Department of Teacher Work 
of the Ministry of Education on 
Printing and Distributing 11 
Documents including the “Teacher 
Trainer Team Training Guide.” (In 
Chinese). Retrieved from http://
www.moe.gov.cn/s78/A10/tong-
zhi/202003/t20200330_436306.
html

33. Ministry of Human Resources 
and Social Security & the Ministry 
of Education of the People’s 
Republic of China (MoHRSS & 
MoE). (2022). Guidance on further 
improving the post management 
in primary and secondary school. 
(In Chinese). Retrieved from 
http://www.moe.gov.cn/jyb_xxgk/
moe_1777/moe_1779/202209/
t20220909_659776.html

34. Ministry of Personnel & Ministry 
of Education of the People’s 
Republic of China (MoP & MoE). 
(2007). Guiding opinions on the 
management of post setup in 
higher education. (In Chinese). 
Retrieved from https://rsc.jzsz.edu.
cn/2018/0706/c309a22731/page.
htm

35. Ministry of Personnel of the 
People’s Republic of China 
(MoP). (1995). Interim 
regulations on the evaluation of 
staff in public institutions. (In 
Chinese). Retrieved from http://
www.mohrss.gov.cn/wap/zc/
fgwj/201608/t20160803_244788.
html 

36. Ministry of Personnel of the 
People’s Republic of China 
(MoP). (2002). Opinions on 
the trial implementation of the 
personnel employment system in 
public institutions. (In Chinese). 
Retrieved from http://www.gov.
cn/gongbao/content/2002/con-
tent_61651.htm

37. Ministry of Personnel of the 
People’s Republic of China 
(MoP). (2005). Public institution 
employment contract (Model). (In 
Chinese). Retrieved from http://
www.mohrss.gov.cn/xxgk2020/
fdzdgknr/zcfg/gfxwj/rcrs/201407/
t20140717_136284.html

38. Ministry of Personnel of the 
People’s Republic of China 
(MoP). (2006). Trial measures 

for the management of post set 
up in institutions. (In Chinese). 
Retrieved from http://www.gov.cn/
zwgk/2006-11/17/content_445937.
htm

39. Pang, L., Zhang, L., & Xiao, Y. 
(2013). Policy suggestions on 
promoting the balanced allocation 
of early childhood education 
teachers between urban and rural 
areas. Teacher Education Research, 
25(3), 31-36. (In Chinese). 
https://doi.org/10.13445/j.
cnki.t.e.r.2013.03.006

40. Qu, T., & Gong, X. (2019). A 
retrospect of primary and 
secondary school teacher training 
policies since 1949. Journal 
of Hebei Normal University: 
Education Science Edition, 21(3), 
49-55. (In Chinese). https://
doi.org/10.13763/j.cnki.jhebnu.
ese.2019.03.010

41. Semenets-Orlova, I., Klochko, 
A., Nestulya, S., Mykhailych, 
O., & Omelyanenko, V. (2019). 
Readiness of the education 
manager to provide the 
organizational development 
of institutions (based on the 
sociological research). Problems 
and Perspectives in Management, 
17(3), 132-142. http://dx.doi.
org/10.21511/ppm.17(3).2019.11

42. Shan, Y., Li, T., & Chen, Y. 
(2022). Implementation 
dilemma and path solution of 

“County-managed and School-
employed” policy. Journal of 
Hunan University of Science and 
Technology (Social Science Edition), 
3, 169-176. (In Chinese). https://
doi.org/10.13582/j.cnki.1672-
7835.2022.03.020

43. State Council of China (SC). 
(1986). Provisions on the 
implementation of the employment 
system for professional and 
technical titles. (In Chinese). 
Retrieved from http://www.gov.
cn/zhengce/2020-12/25/con-
tent_5574150.htm

44. State Council of China 
(SC). (2018). Opinion on 
comprehensively deepening the 
reform of the construction of the 
teacher troop in the new era. (In 
Chinese). Retrieved from http://
www.gov.cn/zhengce/2020-12/25/
content_5574150.htm



559

Problems and Perspectives in Management, Volume 20, Issue 4, 2022

http://dx.doi.org/10.21511/ppm.20(4).2022.41

45. Tian, Y. (2010). Characteristics 
and policy thinking of the changes 
of in the examination system of 
college teachers since the reform 
and opening up. Jiangsu Higher 
Education, 6, 76-78. (In Chinese). 
https://doi.org/10.13236/j.cnki.
jshe.2010.06.034

46. Wang, L., & Tang, Z. (2021). Why 
rural teachers often make up 
for their vacancies: based on the 
analysis of the implementation 
deviation of staffing policy. 
Journal of the Chinese Society of 
Education, 11, 55-60. (In Chinese).

47. Wang, S., & Yan, W. (2022). 
Practical logic and realization 
path of teaching innovation 
team construction of teachers 
in higher vocational colleges. 
Chinese Vocational and Technical 
Education, 11, 30-35. (In Chinese).

48. Wang, S., & Yang, Y. (2022). The 
current situation and optimization 
of the allocation of urban 
kindergarten teacher resources in 
the context of the three-child birth 
policy in China. Journal of Beijing 
Institute of Education, 36(3), 
24-31. (In Chinese). https://doi.
org/10.16398/j.cnki.jbjieissn1008-
228x.2022.03.004

49. Wang, W., & Zheng, Y. (2016). 
Problems, dilemmas, and 
path selection of teacher 
rotation system. Teaching and 
Management: Middle School 
Edition, 1, 4-6. (In Chinese).

50. Wang, X. (2011). Reflections on 
personnel management system 
in colleges and universities. 
Heilongjiang Higher Education 
Research, 3, 43-45. (In Chinese).

51. Wang, X., Wu, Y., Huang, X, Bai, 
Y., Zhu, Z., & Chen, C. (2021). 
Deepening reform in academic 
rank review system in the new 
era: achievements, problems, and 
reflection. China Higher Education 
Research, 6, 72-77. (In Chinese). 
https://doi.org/10.16298/j.
cnki.1004-3667.2021.06.12

52. Wu, J. (2022). On the inclusive 
stratified cultivation mode for 
regional preschool teachers. 
Studies in Early Childhood 
Education, 3, 79-82. (In Chinese). 
https://doi.org/10.13861/j.cnki.
sece.2022.03.007

53. Wu, T. (2019). Application of 
incentive mechanism in personnel 
management of colleges and 
universities. Management 
Observations, 2, 133-134. (In 
Chinese).

54. Wu, Z. (2017). Integrity and 
innovation to promote the 
construction of teacher assessment 
and evaluation systems. China 
Higher Education, 12, 10-11. (In 
Chinese).

55. Xia, Y. (2022). Evolution and 
development of methodological 
approaches for personnel 
management in Chinese 
educational institutions. Scientific 
Bulletin of Odessa National 
Economic University, 8 (297), 7-11. 
https://doi.org/10.32680/2409-
9260-2022-8-297-7-16

56. Xiong, W. (2010). Performance 
evaluation of primary and 
secondary schools based on the 
orientation of teacher independent 
development. Teaching Monthly: 
Middle School Edition, 4, 3-5. (In 
Chinese).

57. Xu, Q. (2017). Review of 
research on kindergarten teacher 
qualification system in recent ten 
years. Early Education: Teaching 
and Research Edition, 0(1), 17-22. 
(In Chinese).

58. Xu, Y., & Xu, Y. (2020). 
Evolutionary logic and thinking 
in staffing policy of primary 
and secondary school teachers 
in China. Teaching and 
Administration, 33, 32-35. (In 
Chinese).

59. Yan, S. (2022). Innovation research 
on human resource management 
in colleges and universities under 
the background of “Double 
First-Class” construction. Business 
Culture, 2, 119-121. (In Chinese).

60. Yu, D., & Liang, H. (2008). The 
research on teachers of preschool 
education in rural areas. Studies in 
Preschool Education, 2, 13-16. (In 
Chinese).

61. Zhang, H. (2020). The 
development dilemma and 
optimization path of personnel 
agency system in colleges and 
universities – Analysis on 
personnel agent text of eight 

public universities in Chongqing. 
Social Sciences of Beijing, 3, 47-
58. (In Chinese). http://dx.doi.
org/10.13262/j.bjsshkxy.bjsh-
kx.200304

62. Zhang, L., & Tong, S. (2021). 
The changes and prospects of 
rural teacher’s salary policy 
since the reform and opening-
up – From the perspective 
of historical institutionalism. 
Education Research Monthly, 11, 
46-53. (In Chinese). https://doi.
org/10.16477/j.cnki.issn1674-
2311.2021.11.007

63. Zong, J. (2020). The 
institutionalized course and 
modern construction of teacher 
qualification in China. Nanjing 
Journal of Social Sciences, 12, 
133-140. (In Chinese). https://
doi.org/10.15937/j.cnki.issn1001-
8263.2020.12.018


	“Policy evolution of personnel management in Chinese educational institutions: A comprehensive policy circle analysis”
	OLE_LINK69
	OLE_LINK63
	OLE_LINK61
	OLE_LINK125
	OLE_LINK128
	OLE_LINK129
	OLE_LINK5
	OLE_LINK78
	OLE_LINK6
	OLE_LINK13
	OLE_LINK156
	OLE_LINK49
	OLE_LINK57
	OLE_LINK127
	OLE_LINK158
	OLE_LINK70
	OLE_LINK58
	OLE_LINK136
	OLE_LINK76
	OLE_LINK75
	OLE_LINK72
	OLE_LINK27
	OLE_LINK73
	OLE_LINK194
	OLE_LINK195
	OLE_LINK166
	OLE_LINK161
	OLE_LINK197
	OLE_LINK84
	OLE_LINK1
	OLE_LINK7
	OLE_LINK55
	OLE_LINK177
	OLE_LINK35
	OLE_LINK36
	OLE_LINK37
	OLE_LINK38
	OLE_LINK39
	OLE_LINK40
	OLE_LINK22
	OLE_LINK23
	OLE_LINK24
	OLE_LINK26
	OLE_LINK32
	OLE_LINK8
	OLE_LINK42
	OLE_LINK16
	OLE_LINK15
	OLE_LINK20
	OLE_LINK21
	OLE_LINK11
	OLE_LINK12
	OLE_LINK14
	OLE_LINK9
	OLE_LINK10
	OLE_LINK41
	OLE_LINK65
	OLE_LINK153
	OLE_LINK74
	OLE_LINK77
	OLE_LINK80
	OLE_LINK154
	OLE_LINK200
	OLE_LINK198
	OLE_LINK167
	OLE_LINK168
	OLE_LINK175
	OLE_LINK171
	OLE_LINK173
	OLE_LINK199
	OLE_LINK178
	OLE_LINK179
	OLE_LINK181
	OLE_LINK180
	OLE_LINK165
	OLE_LINK164
	OLE_LINK182
	OLE_LINK185
	OLE_LINK188
	OLE_LINK155
	OLE_LINK79
	OLE_LINK81
	OLE_LINK17
	OLE_LINK82
	OLE_LINK202
	OLE_LINK150
	OLE_LINK207
	OLE_LINK204
	OLE_LINK201
	OLE_LINK130
	OLE_LINK131
	OLE_LINK132
	OLE_LINK133
	OLE_LINK134
	OLE_LINK147
	OLE_LINK145
	OLE_LINK135
	OLE_LINK137
	OLE_LINK30
	OLE_LINK29
	OLE_LINK31
	OLE_LINK4
	OLE_LINK28
	OLE_LINK53
	OLE_LINK52
	OLE_LINK51
	OLE_LINK54
	OLE_LINK45
	OLE_LINK48
	OLE_LINK47
	OLE_LINK50
	OLE_LINK46
	OLE_LINK205
	OLE_LINK64
	OLE_LINK67
	OLE_LINK68
	OLE_LINK66
	OLE_LINK151

