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Abstract

The number of full-time teachers in China's vocational schools increased from 1.11 million in 2020 to 1.29 million in 2021, an
increase of 17 percent, providing strong support for the high-quality development of vocational education. In the context of human
resource management, the purpose of this quantitative study is to examine the relationship between human resources practices such as
information sharing, performance assessment, reward and teacher’ performance for 308 participants in China Shandong Vocational
Colleges. Past research seldom researched on the relationship between human resource management practice and teachers’ performance
especially in vocational colleges, and there is lack of research about the application of the collegial model in this field. Findings reveal a
positive correlation effect between information sharing, performance assessment, and rewards on teachers' performance. Information
sharing was found fo have the strongest impact on performance. 1t suggests that the Bush Collegial management model can be applied
to improve human resource management and enhance teacher performance in vocational colleges in China. This study recommends that
schools create a culture of information sharing, conduct regular performance assessments, and provide incentives in the form of rewards
to improve teacher performance, edncation guality and create a sustainable development in education.

Keywords: Human resource management practices, teacher performance, collegial model, eduncation quality, sustainable development
in edncation

Introduction

The number of full-time teachers in China's vocational schools increased from 1.11 million in 2020 to
1.29 million in 2021, an increase of 17 percent, providing strong support for the high-quality
development of vocational education (Chinese News 2022). Vocational education in China had been a
focus of the government, with numerous initiatives and policies aimed at improving the quality of
vocational education. However, the effectiveness of these policies heavily depends on the performance
of teachers in vocational colleges (Karimi, Yarmohamadzadeh, and Hosseinzadeh et al. 2022). The
quality of vocational education is directly linked to the quality of teaching and the competence of
teachers. Therefore, it is crucial to promote the performance of teachers in vocational colleges to realize
the strategic objectives of the country and management objectives of the school (Jiao, Liu Chun-fang,
and Zhao et al. 2021).

Promoting vocational college teacher performance remains a challenge despite government and
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institutional efforts. Effective human resource management (HRM) practices that promote inner work
vitality and continuous professional development can improve teacher performance. Current solutions,
such as training and improving teaching standards, are necessary but insufficient (Ahmad, Bakhsh, and
Rasool et al. 2021). Comprehensive HRM practices are needed to address core challenges of promoting
teacher performance (Mahmoud, Ahmad, and Poespowidjojo 2022) and improving the quality of
education in the vocational colleges as per SDG 4's objective to "ensure inclusive and equitable quality
education for all" (United Nations [UN], 2015, Target 4.1).

Existing research does not consider the role of HRM practices in promoting teacher performance. Gaps
in research exist on information sharing, performance assessment, reward, and HRM practices in
vocational colleges using the Bush collegial model (Bush 2022). Adoption of HRM practices is needed
to improve teacher performance (Cai, Wei, and Liu 2021). The objective of this study is to investigate
the relationship between HRM practices and the performance of teachers in China vocational colleges.
It provides a theoretical basis for research on the improvement of faculty and staff performance by
HRM practices, and so points out a path for improving faculty and staff performance.

Literature Review

Teachers' performance is a critical factor in educational institutions' success, and continuously improving
teachers’ quality will also enhance students’ performance (Tan, Lim, and How et al. 2022). Research
suggest that high-performance work practices positively correlate with organizational innovation,
enhance job satisfaction, and promote organizational commitment, psychological empowerment, and
organizational citizenship behavior (Cooper, Wang, and Bartram et al. 2019; Wati 2020; GuyPare 2022).

HRM practices in colleges include various practices such as strategy-based planning, recruitment,
compensation, training, performance management, and employee relationship management (Martocchio
2019). Supervisor support and job autonomy contribute to employee performance, and training and
development positively affect employee performance, especially when combined with knowledge-
sharing behavior (Cooper et al. 2019). Basic and high-performance HRM practices can impact employee
performance through factors such as employee selection, training, compensation, participation
mechanisms, empowerment, and information sharing (GuyPare 2022).

Colleges play a crucial role in meeting the ever-evolving needs of society through knowledge integration
and information sharing. Success in organizations is driven by knowledge. Since employees model their
conduct after their superiors, the leader must actively manage knowledge, set an example, and promote
sharing to ensure that resource utilization and competition are not negatively impacted. Effective HRM
practices are key to motivating employees to enhance knowledge integration and promote collaboration
(Chua, Thinakaran, and Vasudevan 2023). Cooperative teaching and research, where teachers support
and exchange information with one another, contribute to improving professional quality and
establishing a cooperative culture (Irene, 2020). Establishing platforms like WeChat groups further
facilitates teaching and research cooperation. Studies indicate that information and knowledge sharing
positively impact organizational outcomes such as profitability, productivity, job satisfaction, employee
performance, and innovation. Factors like psychological ownership, psychological safety, organizational
learning culture, and task complexity moderate these relationships (Wati 2020). Almonawer, Alainati, and
Al-Hammad et al. (2023) advocate for democratic and fair decision-making in education to maintain
control in decentralized management, fostering a transformative leadership approach over a
transactional one. Furthermore, according to Ooti, Wider, and Lee (2022), the perception of HR artificial
intelligence implementation, namely, the talent acquisition process, human capital development process,
and performance management process, positively affect organizational performance.

The labor value of teachers in colleges and universities is complex and requires measuring work effects
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based on competency (Ahmad et al. 2021). High-performance HR practices can positively impact
employee outcomes through the mediating role of psychological capital and perceived supervisor
support. Performance-based rewards perceived organizational support, and effective performance
appraisal with feedback can improve teacher motivation and performance (Farooqi, Ahmed, and Ashiq
2019; Kim and Lee, 2020; Akhtar and Akram, 2022). As per Chua et al. (2023), rewards serve as effective
inducements and motivators, which are crucial for meeting internal psychological needs, particularly
those pertaining to self-assurance and self-actualization.

Methodology

The study involved collecting data through an online questionnaire using stratified random sampling,
with a sample size of 308 teachers from three specific vocational colleges. The study used an online
Likert 5 scaling questionnaire to collect data on the independent variable (HRM practices) and the
dependent variable (teachers' performance). The objective of this study was to investigate the correlation
between HRM practices and the performance of teachers in vocational colleges in China.

Findings and Data Analysis

Demographic Profile

The data was collected from 308 participants. There were 147 male respondents (47.7%) and 161 female
respondents (52.3%). Majority of respondents were aged 35-45 (40.3%), had a degree (56.2%), and had
5-10 years of working experience (31.5%). Most respondents were married (92.5%) (as refer to Table 1
below). The three schools involved were Zibo Vocational Institute (42.2%), Shandong Institute of
Commerce and Technology (39.6%), and Heze Jiazheng Vocational College (18.2%).

Table 1: Demographic Profile

Frequency Percent

Male 147 47.7

Gender Female 161 52.3
Total 308 100
25-35 32 10.4

35-45 124 40.3

Ace 45-55 86 27.9

© 55-65 47 15.3
Above 65 19 6.2

Total 308 100

Degree 173 56.2

. Master 132 42.9

Education Level PhD 3 1

Total 308 100

1-5 years 41 133

5-10 years 97 315

. . 10-15 years 37 12
Working Experience 15-20 years 37 232
Above 20 years 46 14.9

Total 308 100

Single 23 7.5

Marital Status Married 285 92.5
Total 308 100

Shandong Institute of Commerce and Technology 122 39.6

Schools Zibo Vocational Institute 130 42.2
Heze Jiazheng Vocational College 56 18.2
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Total 308 100

Preliminary Analysis

The results of KMO and Barrett spherical are used in this study to verify the validity of the
questionnaire. Data is considered valid because KMO>0.7 and p<0.05. In addition, because Cronbach
o is greater than 0.7, the data was considered reliable (Shrestha 2021).

Pearson Correlation

Table 2 presents the correlation coefficients between the variables: Information sharing, Performance
assessment, Reward, and Teacher's performance. The results indicate teacher's performance has strong
positive correlation with Information sharing (r = 0.902), Performance assessment (r = 0.877) and
Reward (r = 0.893). All correlation coefficients are highly significant (p < 0.01) with a two-tailed test.

Table 2: Correlations

Information Performance Teachet’s
. Reward
sharing assessment performance

Information P-earson Correlation 1 .889** 915" .902**
sharing Sig. (2-tailed) .000 .000 .000

N 308 308 308 308
Per. Pearson Correlation .889** 1 .896™ 877
a:;efsrr;n;ftce Sig. (2-tailed) .000 1000 .000

N 308 308 308 308

Pearson Correlation .915* .896*" 1 .893**
Reward Sig. (2-tailed) .000 .000 .000

N 308 308 308 308
Teacher’s P'earson Correlation .902* 877 .893* 1
performance Sig. (2-tailed) .000 .000 .000

N 308 308 308 308

**, Correlation is significant at the 0.01 level (2-tailed).

These results indicate strong positive correlations among all variables. Specifically, there is a strong
positive relationship between information sharing, performance assessment, reward, and teachet's
performance. This finding implies that organizations where information sharing is high tend to have
better performance assessment, provide more rewards, and have improved teacher's performance. It also
highlights the importance of effective information sharing practices in influencing organizational
effectiveness and performance.

Multiple Linear Regression

According to Table 3, the results showed that the predictors all have significant impact on teachet's
performance. Information sharing has the highest standardized coefficient (0.420), followed by
performance assessment (0.242) and reward (0.292). This indicated that information sharing has the
strongest influence on teacher's performance among the predictors.

Table 3: Coefficients?

. . Standardized
Model Unstandardized Coefficients Coefficients ¢ Sig.
B Std. Error Beta
(Constant) 113 087 1.296 196
Information 424 060 420 7.072 .000
1 Shating
ierform"mce 241 054 242 4.467 .000
ssessment
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Reward .305 .064 292 4.772 .000
a. Dependent Variable: Teachet’s performance

Table 4 presents the ANOVA results, indicating the overall significance of the regression model. The
F-test value of 579.815 is highly significant (p < 0.001), suggesting that the regression model significantly
predicts teacher's performance.

Table 4: ANOV A=

Model Sum of Squares df Mean Square F Sig.

Regression 206.128 3 68.709 579.815 .000P
1 Residual 36.025 304 119

Total 242.153 307

a. Dependent Variable: Teacher’s performance
b. Predictors: (Constant), Information sharing, Performance assessment, Reward

Discussion

RQ1: What is the effect of information sharing towards teachers’ performance in China Shandong 1 ocational Colleges?

There is a significant effect of information sharing on teachers’ performance in China Shandong
Vocational Colleges (Beta= 0.420, p=0). Organizations should prioritize improving information sharing
processes among teachers and relevant stakeholders. This can be achieved by implementing effective
communication channels, providing platforms for knowledge exchange, and fostering a collaborative
culture (Lilit and Narek 2023). Encouraging open dialogue and sharing of best practices can contribute
to increased information flow, leading to improved performance assessment and rewards for teachers’
predictors (Chua et al. 2023).

RQ2: What is the effect of performance assessment towards teachers’ performance in China Shandong 1V ocational
Colleges?

There is a significant effect of performance assessment on teachers’ performance in China Shandong
Vocational Colleges (Beta= 0.242, p=0). Organizations should ensure that performance assessments are
conducted in a fair and transparent manner. Clear performance criteria and expectations should be
communicated to teachers, allowing them to understand how their performance will be evaluated (Al
Mahmood, and Mehreen 2019). Providing constructive feedback and coaching to teachers can help them
identify areas for improvement and further enhance their performance. Regular evaluations and
performance discussions can create a supportive environment that motivates teachers to excel (Farooqi

2019; Kim and Lee 2020; Akhtar and Akram 2022).
RQ3: What is the effect of reward towards teachers’ performance in China Shandong 1V ocational Colleges?

There is a significant effect of reward on teachers’ performance in China Shandong Vocational Colleges
(Beta= 0.242, p=0). Organizations should design reward systems that align with teachers' performance
and recognize their efforts. Rewards can include financial incentives, professional development
opportunities, recognition programs, or increased responsibilities. It is crucial to ensure that rewards are
perceived as fair and equitable, promoting a sense of motivation and job satisfaction among teachers.
Regularly reviewing and adjusting reward systems based on individual and organizational needs can
strengthen the link between performance and rewards (Farooqi et al. 2019).

Conclusion
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The study collected 308 data on demographics and analyzed the variables of information sharing,
performance assessment, reward, and teachers' performance. The findings suggest that respondents
perceive moderate levels for these variables and there is a strong positive correlation between them.
Furthermore, the regression analysis confirmed the significant impact of information sharing,
performance assessment, and reward on teachers' performance. The study also found that information
sharing, performance assessment, and reward significantly affect teachers' performance in China
Shandong Vocational Colleges. Overall, the study highlights the importance of effective information
sharing practices within organizations to positively impact teachers' performance.

Limitation

Study limitations include limited generalizability, small sample size, lack of detail on minimizing
researcher interference, potential limitations of the Bush collegial model, and variable effectiveness
depending on specific contexts and organizational culture.

Future Study

Future studies should consider broader perspectives beyond the Bush collegial model, including
institutional policies, resources, and support systems. Factors such as leadership styles, teacher
characteristics, and institutional norms should also be considered. A larger sample size is recommended
for more representative results.
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