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Abstract: This conceptual article explores the pressing need of Human Resource Management (HRM) renovation of
Higher Vocational Education (HVE) in China, and to propose plausibly and concrete significance for HVE schools
in China the impending demand of human capital utilization improvement to ensure the high-quality educational
performance and eventually to meet the high-caliber talent requirements of market home and abroad. The study
defines and evaluates the core concepts of teacher competency, performance and organizational support, and majorly
illustrates that it is the time’s call for the HVE schools in China to face the reality that the HRM system applied in
enterprises cannot be duplicated directly and the traditional HRM methods formed shall be well-renovated in order
to get a better educational performance. The study utilized a desk review research approach targeting literature from
a variety of references such as studies, research journals, books, online resources of reports, articles and electronic
databases. A failure to strengthen the function of teacher competency in performance appraisal of HVE schools in
China results in the lag development of vocational education, which eventually will influence the social and economic
competitiveness of the country. The mechanism in between competency and performance is presented explicitly and
a mediator as organizational support is also introduced to make the study be systematic from a different angle. Based
on the discussion, it is presented that an urgent need for the HVE schools in China to be aware of the application of
appropriate competency-based performance appraisal in response to the challenges of providing solid vocational
human capital for the booming market, which is identified as the result of this paper.
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1. Introduction

Competency research has been a focus in the field of Human Resource Management (HRM) while most of researches
were concentrated on competency research application in enterprises; and how to utilize the theory of competency in the
sector of Higher Vocational Education (HVE) where teachers are as the majority human capital in colleges and
universities in the field of HRM is still very much limited. Teaching performance appraisal can be regarded as a part of
educational evaluation for schools and as the core of student cultivation, teachers as the subject of schooling, are
inevitably included in the assessment system, being the research object. What sorts of competencies shall teachers
possess, what features the colleges and universities present under the new time’s circumstance and whether there is a
correlation between teacher competency and teaching performance improvement shall be explored with theoretical and
practical meanings.

Theoretical support and methodological guidance for educational performance improvement of HVE schools in China
is increasing day by day as a need of the era from the perspective of applying theoretical research of teacher competency
and performance appraisal. The main purpose of the paper is to make an explicit analysis on the essentialness of HRM
renovation of HVE schools in China from the perception of influence of teacher competency on teaching quality
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performance. The necessity analysis will be conducted based on review of literature, from which the interrelationship
between teacher competency and school performance are excavated and a different angle of organizational support
importing as a mediating factor in fulfilling the objective of performance improvement is introduced.

2. Problem Statement

China was once one of the poorest countries in the world, although, since the implementation of economic reform and
opening policies in 1978, it has become one of the fastest-growing major economies. This transition has major
implications to China’s education system, the HVE in particular. As China turns to be the world center of booming
infrastructure construction and the base of providing diversified goods for the global market, a great amount of technical
workers is needed from the HVE system. And the most pressing demand is absolutely turning from common workers to
high-caliber technical ones. However, the balance between the quantity and quality of qualified vocational students
supply and the market demand is not even. The government of China has realized and issued frequently a wide range of
reforms and implemented a radical expansion of HVE in response to the substantial increase in facing the need of skillful
labor.

During the 13th Five Year Plan period (2016-2020), China has built the world’s largest vocational education system
and has trained 10 million high-quality technical talents every year. Facing the increasing fierce competition among HVE
colleges home and abroad, the reform and development of China’s vocational education with the title of “deepening the
integration of industry and education, empowering vocational education for industrial development™ is clearly issued in
the country’s “14th Five Year Plan” (2021-2025). And a national “double high” A-level institution (High Vocational
Colleges and Majors with High Level and Unique Chinese Characteristics) authentication in the country has been put
forward as a national supportive policy to inspire HVE schools to pursue high-quality performance, which stimulates the
schools all over the nation continue to deepen the reform, promote the integration of production and education, enhance
school enterprise cooperation, so as to cultivate more skilled technical personnel and craftsmen and to be nominated as
members occurred on the “double high” lists. So it becomes the internal desire of the schools to rely on the establishment
and development of a team of high-caliber of faculty in order to realize this achievement, which evolves to be an essential
for the performance upgrade of the colleges as well as for the demand of the times.

Despite positive indications, still, there is a shortage of highly skilled talents and skills mismatch in China due to
the imperfection of curriculum, shortage of qualified teacher, weak monitoring & evaluation, and poor connections with
industry with the perspective of HVE sector. Since being different from undergraduate and post-graduate students doing
research and study in universities, vocational students are aimed to be cultivated to promptly grasp solid technical
knowledge and skills in the front-line of manufacturing and service industries. From this perspective, HVE schools can
be regarded as the HR departments of companies and enterprises to train the students as front-line workers and teachers
spontaneously as the trainers. Can the current teachers group of HVE be qualified for this fast-developing challenges? It
seems to be interesting to conduct relevant theoretical and practical research for the HVE performance improvement in
China from the view of applying theoretical support on teacher competency and teaching performance appraisal in order
to improve the whole organization’s performance quality.

Besides, it is commonly generated that the development of teachers refers to an integrated multi-dimension
development from perspectives of personal growth, teaching innovation, specialty upgrade and organizational
development. Though the concept of “Teachers Development Centre” have been adopted boomingly in colleges of the
country and relative projects were launched to make the objective placed, however, it turns to be gradually clear that the
goal of performance improvement cannot be simply attempted merely on teacher’s personal development. A dynamic
support system from the organization while can be considered as a stimulation for teachers in ways of teaching, scientific
research and services at school. That is to say, the organizational support from the schools for teachers is developing as
a respective element in teacher development for improving educational performance.

3. Research objective

The article is designed to figure out the pressing need of HVE schools to adjust current HRM policies utilizing theoretical
guidance from the views of teacher competency analysis and improving performance appraisal accuracy and teacher’s
organizational perception, which is not only a dominant problem for the faculty themselves during their personal
professional development, but also a hidden problem reflecting the imperfection of application of organizational support
system design as well as HRM of HVE schools in China.

4. Methodology

A meta-analysis used to gather all of information based on the factors of students' reading abilities. The method of
extinction involves reading and gathering relevant materials or resources in written form such as journals and past studies
by scholars. Significant and relevant articles related to past studies by many scholars were also referenced for more
detailed analysis. Appropriate articles are also carefully selected using only articles published in 2018-2022 to ensure
that the data obtained remains relevant. Therefore, only articles published in the last five years are used for analysis in
this study.
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38 articles were used in this study. The article was obtained from several countries such as USA, Indonesia, China,
Korea, and many more. The selection of articles from overseas scholars is to ensure that the data obtained is more
extensive and detailed. The findings proven that this issue is a global issue and does not only occur in China. Table 1
below shows the article based on the countries involved.

Table 1 - Articles Related to competency and performance research based on the country involved

Country Total Researcher
Poland 1 (Dymek et al., 2022)
Russia 1 (Smirnova Z.V. et al., 2019)
China 5 (Na & Li, 2020; Huang & Deng, 2021; Guo, 2021; Li, 2021; Liu & Li, 2021)
us 4 g%g%—Hernandez, 2019; Crawford et al., 2018; Leupold et al., 2019; Smith et al.,
Kazakhstan 1 (Bekbayeva et al., 2021)
Korea 2 (Ryu et al., 2021; Lee et al., 2021)
Croatia 1 (Drzai¢ et al., 2018)
Latvia 1 (Kabashkin et al., 2019)
Indonesia 2 (Hartanto et al., 2020; Muslihudin et al., 2019)
Lebanon 1 (Zeenny et al., 2021)
Malaysia 2 (Lee et al., 2020; Kiong et al., 2022)
Nigeria 1 (Francis et al., 2019)
Japan 1 (Carandang et al., 2019)
Sweden 1 (Sofia Antera, 2016)
Ukraine 2 (Nanivska et al., 2020; Korniienko, 2020)
Iran 1 (Shafi et al., 2021)
Portugal 2 (Castro et al., 2019; Maconi et al., 2020)
Pakistan 1 (Ansa Bajwa, 2019)
Switzerland 1 (Hofmann et al., 2019)
Netherlands 1 (Janssen et al., 2020)
Turkey 1 (Kog & Fidan, 2022)
Australia 1 (Bartels et al., 2019)
'};";grr‘ﬁs“ 1 (Gilyiiz Debes, 2021)
Poland 1 (Justyna Dymek et al., 2022)
Canada 1 (Wong & Bouchard, 2021)
Ghana 1 (Cobbinah & Eshun, 2021)
5. Findings

After a thorough study and systematic analysis of the literature, it is clear to understand that teacher competency is a
major indicator that affects the quality of school performance, which requires to be well researched in order to improve
educational performance. And based on a further study, it is not difficult to find that organizational support perceived by
employees in the institution poses a positive influence on performance behaviors. Figure 1 below shows a meta-analysis
of structural relationship among teacher competency, school performance and organizational support. Fig. 1 illustrates

the findings regarding to the relationship among teacher competency, organizational support and school performance.

Organizational

Teacher

competency

Fig. 1 - Findings of meta-analysis on teacher competency and school performance.
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Oriented from basic theories, targeted to apply results for application, the article is molded to discuss the ontology
components of social phenomena in HVE schools of China, to search the interactions between teacher competency and
HVE school educational performance. The terminology of “Competency” is focused and illustrated in sequence of
historical and dependency research theories. Furthermore, with a perspective of illustrating the relationship variable
teacher competency to variable educational performance, studies on performance management and appraisal are another
key aspect to be reviewed. And in order to make the research to be comprehensive, the conception of organizational
support as a mediating variable also worthies to be illustrated.

5.1 Competency

The results of the analysis found that competency is an important element that required in development of teacher’s
personal career as well as the improvement of educational performance for the schools. McClelland (1973) published a
paper, “Testing for Competence Rather Than for Intelligence,” in which he examined studies showing that traditional
academic tests did not predict job performance or success in life. And under the guidance of McClelland, Boyatzis (1982)
published a book, “The Competent Manager: A Model for Effective Performance”, in which he pointed out that
competence and job requirement together with organizational environment consist of the three major elements of work
performance and combined with the 21 characteristics of effective management, competence is conceptually defined into
three layers, namely basic features and motive, self-image & social role and skills & behavior. The study of competencies
till then formed a general research knowledge system. American economists as Prahalad et al. (1997) brought the concept
of competence into organizational strategic management and put forward the concept of “Core Competence of the
Corporation”. He regarded the most fundamental competitiveness that guarantees the long-term and steady competitive
advantage and stable excess profit is the core competence of the corporation. The study of competence and business
organization reached a new stage from in the late 20th century.

Now the conception is widely researched in fields of academics, social and economic sectors all around the world.
Competence is knowledge, skills, and experience to fulfil the demands of the role and expertise in industrial standards
(Armstrong, 2003). The research of competency gradually develops into a comprehensive theoretical system. A series of
important theories have been generated, such as Personality-Job Fit Theory, Scientific Management Theory and Triarchic
Theory of Intelligence, which laid a solid foundation for the formation of Competency-based theoretical research system.
Identification of competencies has become an integral part of HRM functions. While there is no particular competency
that works effectively, but it is a cluster of competencies which work well. Lee et al. (2020) pointed out that issues should
be highlighted where teaching competency or performance among in-service teachers are varied during teaching practice
observation. The teacher's professional competence is the proficiency of extensive and in-depth learning material, which
includes the subject curriculum materials mastery in schools and the scientific substance that houses the material, as well
as the science structure and methodology mastery (Prasetyono et al., 2021). And specifically, Wong & Bouchard (2021)
concluded that the 13dimensions of teacher competencies included: (1) helpfulness, (2) encouragement, (3) enthusiasm,
(4) promptness, (5) fairness in grading, (6) level of difficulty in expectations, (7) constructiveness of feedback, (8) clarity
of communication, (9) concern for progress, (10) approachability, (11) knowledgeability of course topics, (12)
professionalism and (13) overall competence.

The competencies such as knowledge, skills, ability, attitude, and trait on individual have a strong effect on key
performance in the organization. Therefore, organizational objectives can be achieved when individual holds these
competencies (Anitha et al, 2014). Bartels et al. (2019) indicated that efforts to measure the competencies — in a European
tradition usually understood as knowledge, skills, and dispositions to act (e. g., Lindmeier, 2011) of teachers in ways that
credibly predict their performance is an important part of improving science teacher education (Aufschnaiter & Blomeke,
2010).

Therefore, competency improvement can be used to bridge the gap between actual and expected level of
organizational performance. So, what are the values of utilizing the theories of competency when it comes to the HVE
schools in China nowadays? And what are the performance orientation can the HRM of colleges and universities lead for
the teachers facing the current challenges? Up-to-date competency mapping of teachers’ performance appraisal in HVE
sector is currently still in an unplanted process in China.

The table below shown indicators tested by previous researchers regarding teacher competency.

Table 2 - Meta-analysis of indicators related to teacher competency.

Indicator Reseacher
(Lee etal., 2020; Zeeny et al., 2021; Castro & Pereira, 2019; Nanivska et al.,
1 Knowledge 2020; Drzai¢ et al., 2018; Francis et al., 2019; Antera, 2021; Altunova &

Kalman, 2020; Smith et al., 2021; Liu & Li, 2021)

(Lee et al., 2020; Zeeny et al., 2021; Maconi & Sousa, 2020; Shafi et al.,
Teaching 2020; Korniienko, 2020; Ko¢ & Fidan, 2019; Altunova & Kalman, 2020;
implementation | Bartels et al., 2019; Dahlback et al., 2020; Prasetyono et al., 2021; Smith et
al., 2021; Liu & Li, 2021)
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Innovative (R_yu et al.: _2021; Lee et al., 2020; Frgncis etal., 20}9; Kabashkin &'
3 ability Tikanashvili, 2019; Antera, 2021; Bajwa, 2019; Smith et al., 2021; Liu,
2021; Liu & Li, 2021)
4 Personality (Lee et al., 2020; Zeeny et al., 2021; Castro & Pereira, 2019; Nanivska et
al., 2020; Antera, 2021; Dymek et al., 2022; Liu & Li, 2021)
Communica (Zeeny et al., 2021; Castro & Pereira, 2(_)19; Castro & Pereira, 2019; Kiong
5 tion skills et al., 2022; Bekbayeva et al., 2021; Smirnova Z.V. et al., 2019; Giilyiiz
Debe, 2021; Liu & Li, 2021)
Modern (Bekbayeva et al., 2021; Francis et al., 2019; Smirnova Z.V. et al., 2019;
6 technology Kabashkin & Tikanashvili, 2019; Ko¢ & Fidan, 2019; Bajwa, 2019; Bartels
application etal., 2019; Liu, 2021)

5.2 Performance

In addition, the correlation between competency and performance have been attached great importance to many
researchers historically and in the field of education, it is also a hotspot of research interests. American industrial
psychologist Hugo Munsterberg was one of the earliest scholars who studies work performance and he mainly focused
on personal performance. And early in the 20th century, he defined performance as the result outcome of work.
Bemarddin et al. (1984) considered performance as the result of particular activities, job responsibilities and behaviors in
a specific time and space. And later some scholars deepened the conception and development of performance as the
result or outcome, such as Gilley (2005). Despite of the definition of performance as the accomplishment of task
completion, he also put forward the methods of performance appraisal representing by responsibilities, objectives, work
description and capabilities.

Performance management is an effort to obtain higher quality results by providing the facilities for individuals to
support their duties within a mutually agreed framework. This involves a shared understanding of something that must
be achieved and how to achieve it (Armstrong et al, 2014). Performance management is the process of ensuring that a
series of activities and results meet organizational goals effectively and efficiently. Performance appraisal is a process of
systematic evaluation of employee performance by paying attention to standards and how to communicate that
information to them. This tool is an important part of performance management because it helps employees improve
their performance (Mathis & Jackson, 2015). Performance Improvement, which is about feedback on performance that
is beneficial for employees, managers, supervisors, and HR specialists in the form of appropriate activities to improve
performance in the future (Roggio, 2017).

As for the application of performance management in the perspective of education, Bartels et al. (2019) indicated that
Teacher Performance Assessments have been used frequently in teacher education programs in order to assess candidates’
abilities to teach and performance tests as a means to measure action-related competencies in standardized, authentic
situations have their origin in medical education (e.g., Miller, 1990) but can be found in various domains of professional
training. And Crawford et al. (2018) suggested that additional resources to create specific, detailed performance
descriptors are warranted to provide teachers with feedback that will support improved outcomes for students in
interventions.

The table below shown indicators tested by previous researchers regarding teaching performance.

Table 3 - Meta-analysis of indicators related to teaching performance.

Number | Indicator Reseacher
1 Facilities and (Francis et al., 2019; Muslihudin et al., 2019; Na & L.i, 2020)
Infrastructure guarantee

(Leeetal., 2020; Kiong et al., 2022; Francis et al., 2019; Smirnova Z.V.
et al., 2019; Antera, 2021; Lee et al., 2019; Hofmann et al., 2021;

2 Tt:aining_and Crawford et al., 2018; Dahlback et al., 2020; Giilyiiz Debe, 2021,
observation Prasetyono et al., 2021; Na & Li, 2020; Huang & Deng, 2021; Guo,
2022)

(Drzai¢ et al., 2018; Maconi & Sousa, 2020; Dymek et al., 2022;
Shafi et al., 2020; Janssen et al., 2020; Bartels et al., 2019; Cobbinah
3 Self & Group-assessment & Eshun, 2021; Crawford et al., 2018; Dahlback et al., 2020; Leupold
et al., 2019; Wong & Bouchard, 2021; Na & Li, 2020; Guo, 2022)
(Castro & Pereira, 2019; Drzai¢ et al., 2018; Shafi et al., 2020;
Korniienko, 2020; Muslihudin et al., 2019; Kog¢ & Fidan, 2019;

4 Student success Hofmann et al., 2021; Altunova & Kalman, 2020; Crawford et al.,
2018; Dahlback et al., 2020; Prasetyono et al., 2021; Smith et al.,
2021; Wong & Bouchard, 2021; Huang & Deng, 2021)
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5.3 Organizational support
Based on an intended study to make the research more comprehensive, the mediating factor as organizational support in
the relationship between competency and performance is founded. Organizational Support Theory, first defined by
Eisenberger (1986) from the perception perspective, pointed out that employees psychologically compose a personalized
feature on their organization, predict that their value and contribution is important and care about their degree of benefits,
including physical and non-physical considerations, and they voluntarily transfer this sort of feelings perceived to their
own commitment, loyalty and performance to the organization. The introduction of organizational support broke up the
limitation that few concerns are laid on commitment devoted by the organization to employees in HRM. So far,
organizational support has become an important standard in sourcing the relationship among employees, positions and
organizations in the field of HRM. And the measurement of organizational support perception became a focus in this
research field. Mcmillin (1997) pointed out that the interior mechanism to employee’s attitude and behavior by
organizational support cannot be well explored using single dimensional scale. Kraimer et al. (2004) stated that
organizational support perception should be conducted multi-dimensional research via perspective of behavioristics.

Lopina & Erickson (2019) found that when an employee perceives a high degree of fair treatment, sees their
supervisor taking voluntary action to demonstrate their genuine concern for their well-being, and appreciates
organizational rewards and working conditions as satisfying and motivating; they are likely to believe that their
organization truly wants them as members and thus will report a high level of perceived organizational support. Based
on the research of Cobbinah & Eshun (2021), the participants agreed that they would recommend it to schools as a support
system that would be used to improve performance since it gives teachers the opportunity to assess their strengths and
weaknesses in terms of how their students perform so that they can improve on it. And some of the reasons given by the
teachers include the Teachers’ self-evaluation is an important component in teachers’ professional development and could
lead to overall school improvement because when teachers are performing well it impacts the school and the performance
of the students, which is basically the ultimate goal of every school.

The table below shown indicators tested by previous researchers regarding organizational support factors.

Table 4 - Meta-analysis of indicators related to moderating effect of organizational support

Number | Indicator Researcher

1 Motivation (Nanivska et al., 2020; Bajwa, 2019; Leupold et al., 2019; Na & Li, 2020)

2 Job engagement (Nanivska et al., 2020; Janssen et al., 2020; Bajwa, 2019; Cobbinah & Eshun,
2021; Giilyiiz Debe, 2021)

3 Effective administrative (Kabashkin & Tikanashvili, 2019; Lee et al., 2019; Janssen et al., 2020;

management Bajwa, 2019; Cobbinah & Eshun, 2021; Na & Li, 2020; Guo, 2022)

4 Job satisfaction (Janssen et al., 2020; Bajwa, 2019; Crawford et al., 2018; Leupold et al.,

2019)

6. Discussions

Based on the analysis described above and the interpretations, preliminary studies on competency and performance
embodied apparently that there is a clear correlation between the two variables, which will also be a referential for the
relationship of teacher competency and educational performance of HVE schools. Therefore, the analysis of teacher
competency is needed in performance appraisal if schools intend to improve teaching performance to inspire the
educators. Schools shall be advised to look for effective strategies to further advance the understanding of teacher
competencies for performance appraisal, which in turn will improve the institutional performance in order to generate a
new HRM system of high efficiency.

It is not difficult to find that the application of competency and performance appraisal research is widely used in
business administration and abundant research accomplishments and actual benefits have been produced. While in the
field of education and scientific research, especially in the aspect of HVE schools, the research angles seem to be much
restricted. Based on the previous research about the conceptual and operational definitions of competency and
performance, it is not hard to find that the research is either narrowly concerned about the teachers singularly as an entire
unit which to some extent causes deviation, or mechanically imitate the mode of enterprise HRM which result in a broad
denotation. These two types of research modes either lack a perspective angle of overall viewpoint or targeted attention
to the HVE teachers. Logically, conceptual connotation refers to the characteristics and essential attributes of the research
objects and denotation refers to the range. Therefore, in this paper, it is expected that limitations of thinking patterns can
be eliminated, HVE teachers are targeted as the research object, based on the essential fundamental qualities and functions
of HVE schools, their types, structure, and features of competency shall be analyzed and the multiple structural
dimensions between teacher competency and teaching performance shall be explored in order to enrich the connotation
of the theories of competency and performance appraisal. Meanwhile, through combination research of management and
pedagogy, the understanding of HVE school teacher competency and performance appraisal shall be more distinct and
complete, which will make the connotation and denotation of competency theory more abundant.

Different from the development of enterprise employees, HVE school teachers, being a special community of
organization — employee relationship as a new type, exhibit a developing process of continuous seek of being
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professionalized, which demands the teachers to improve their professional knowledge level and vocational capabilities
through perpetual study and practice. Competency is the critical factor that can distinguish the excellent from the
commons; and it also indicates the formation mechanism and development process of teacher’s professional knowledge
level and professional qualifications, accordingly, providing basis and orientation for the theoretical research of teacher’s
professional development. Likewise, based on the social exchange theory, the principle of reciprocity and the
personification ideology of organization, the presence of organizational support theory overcame the one-sidedness that
only the commitments devoted by the employees to the organization were witnessed while the commitments undertaken
by the organizations shall be concerned as well, which emphasizes that organizational support perceived by the employees
is the essential that make them volunteer to stay and to contribute; that is to say, with commitments converted by the
organization then will the employees realize their promises. As a group of knowledge-based employee, HVE school
teachers are full of autonomy, independence, and high self-value, which make them more desperate for accomplishment.
Whereas the current HRM in HVE schools commonly ignores the divergence and differentiated levels of incentive objects
and lacks of targeted incentive measures for teachers, which destroys their enthusiasm and creativity at work. To broaden
the knowledge of organizational support theory as an incentive mechanism for teachers will promote the theoretical
development of HRM in HVE schools.

A competency based HRM will be an essential for schools that want to become competitive under the new era of the
constantly changing knowledge society. The essence of management is not techniques and procedures but to make
knowledges productive (Drucker, 1994). Representative of advanced knowledge as higher education, teachers in colleges
and universities are the employees who will not wholly be concerned about salaries, bonus and welfare but more reflected
in means of non-physical reimbursement of self-development, professional knowledge expand and spiritual returns of
self-achievement in the career. As one key role in HRM of higher education, teachers as the main human resource have
been attached more importance to and apart from the previous major research on the functions to school development by
teachers, there emerges a new horizon that to input powerful incentives for teachers in order to improve their positions
in the organizational system, which placed a challenging task for HRM in higher educational schools. Internationally,
some top universities have already realized that organizational support perceived by the teachers can stimulate their
working performance rather than the support provided, just as the school motto of The Hong Kong University of Science
and Technology, “Recruit the best people and keep them happy”. Therefore, it is causally clear that teachers shall be
guaranteed to obtain greater organizational support and conversely to motivate school performance, so a new appropriate
HRM system shall be well developed accordingly in the field of incentive mechanism for HVE in China.

However, till now, the fundamental requirements issued by the Ministry of Education of China merely focus on
applicant’s basic physical and psychological health, such as the visible qualifications of degree, teaching experience and
papers issued, which cannot guarantee all candidates to be qualified with the key competencies needed for high-quality
teaching performance. With the increasing demand of high-quality colleges and universities construction and renovation
in China, the traditional HRM of HVE schools is hard to meet the requirements of the new era. It becomes an urgent
need for the management authority to reconstruct a new HRM system under the call upon new circumstance. An efficient
competency model analysis will represent teachers’ behavior and qualified performance with great probability. The work
of teacher recruitment, training and performance appraisal can be carried out from the perspective of competency
diagnosis. Besides, pointed management measures can be withdrawn from the perspective of incentive organizational
support that can be perceived by the teachers in order to stimulate their enthusiasm and loyalty to the schools, which will
definitely promote the HRM of HVE schools to develop in a more scientific and valid way.

Furthermore, students are the straight reactors of teaching results and teachers are the ones fulfilling the task of actual
education at schools. Imputing the theory of competency in to HVE education is conducive to the promotion of teacher’s
professional development and self-appraisal. Competency analysis will form a series of standards and qualification
requirements for teachers, that is because competency that can be measured reliably is a personal feature which can be
utilized to distinguish excellence from the common in ways of functional performance appraisal approaches. The research
results will not only improve the evaluation system for teachers, but also orient directions of competency attainment for
those with average performance at schools. The analysis of relationship and functional mechanism between teacher
competency and performance appraisal will be an appropriate and efficient method to differentiate teachers with
extraordinary performance from mediocrities. And relatively, targeted training projects can be arranged in purpose to
increase the underperforming ones or renovate the weak points. Meanwhile, the results of competency analysis can also
be a reference and self-appraisal standard for the teachers themselves to prompt them for teaching reflections, continuous
classroom teaching methods renovation and scientific research level improvement in order to meet the higher educational
performance requirement, and eventually, a higher level of professional development.

Last but not the least, the great-leap-forward development of China is witnessed by the globe, which cannot be
accomplished without the heart and soul devoted by the people. And it is easy to acquire perception that China is a nation
“concerns more about organizational benefits than personal interest”, which is largely influenced by traditional beliefs
and long-term doctrine. Spontaneously and inevitably, for individual employees in the working environment, they are
mostly lack of emotional and physical support from the organization. It is sensible that organizational performance can
be stimulated if employees are getting enough support, as constructive suggestions will be put forward in order to avoid
potential risks, or performance will be improved voluntarily since they are standing in-line with their institution. While

25



Yang et al., ICCCM Journal of Social Sciences and Humanities Vol. 1 No. 3 (2022) p. 19-29

as for the research blank, there are few theoretical reports on the role and functional analysis about the internal relation
between teachers in HVE schools and the organizational support they can obtain from the perspective of performance
improvement, which shall be attached importance in order to get a thorough picture of this research topic.

7. Conclusion

The paper is designed to research the phenomenon of HVE school performance in China and its reform urgency at the
current stage of social and economic challenges for the country, and as the essence of escalating skillful labor supply-
demand imbalance problem, the human capital, teachers at school, are targeted as the HRM research object of the study
in the sector of HVE performance in China. The study supports major implications for HVE schools in China with the
objective of considering the various types of teacher competency that exist as important factors must be studied to support
educational performance, since most of the HVE sectors have realized the importance of assessing competencies of
teachers but is still in a preliminary stage. Teacher competency shall be the key performer for educational quality and
performance improvement in HVE schools. The success to link the technical knowledge and skills taught in HVE schools
to those required in the labor market of China will form long-term implications, for technical skill learners’ transitions as
well as for the country’s all-around competitiveness. The results of the paper highlight the need for future research to
explore the specific teacher competencies that truly matter and the degree of influence evidently in a causal relationship
with mediating effect of organizational support and decisive role in performance improvement.
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