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Introduction
Education systems worldwide are constantly striving to improve both school performance and employee job satisfaction,
recognizing these as critical factors in the overall success of educational institutions [4]. School performance encompasses
various dimensions, including leadership effectiveness, the quality of basic education services, resource management, and
the learning environment [26]. These factors together contribute to student academic success and school operations. At the
same time, employee job satisfaction of teachers and other staff at schools is a critical determinant that helps maintain a
motivated workforce that can meet the requirements of modern education systems [25] [27].
Educational research over the years has focused attention on the interrelation of school performance and job satisfaction [5]

[47]. There exists a significant relationship between such successful schools, which often include highly effective
leadership, appropriate usage of resources, and active engagement with the community, providing an employee-friendly
environment in the school [11]. Conversely, satisfied employees, especially teachers, are more likely to demonstrate higher
levels of commitment, innovation, and teaching efficacy, thereby enhancing the overall performance of the school [3] [4].
However, despite these interconnections, schools around the world still struggle to achieve both high performance and
employee satisfaction at the same time. The main points in research are that increased administrative burdens, lack of
professional development opportunities, and support systems all have a negative impact on teacher satisfaction, thus
impacting school performance [2] [27]. In China, rapid urbanization and changing social demands have increased the
pressure on schools to meet high standards of academic achievement while promoting the welfare of their staff [47].
The relationship between school performance and employee job satisfaction is fundamental to the success of educational
institutions. While many studies confirm the individual importance of these constructs, a comprehensive synthesis that
maps how they influence one another, especially within the evolving educational landscape of China, remains limited.
The purpose of this systematic review is to identify the intricate connection between employee job satisfaction and school
performance in the context of Chinese schools. In particular, it aims to determine what are the most critical factors
influencing both high school performance and employee satisfaction, and how such factors relate to one another in the
context of China's distinct educational and political environment. The goals of this review are to: 1) evaluate the empirical
literature that associates school performance measures (e.g., leadership competency, resource management, and student
achievement) with employee job satisfaction, 2) analyze the difficulties that teachers experience in attaining job
satisfaction in high-performing schools, and 3) make suggestions to policy makers and educational leaders on how to
improve school performance and job satisfaction. Through the integration of current research, this review seeks to add to
the understanding of the interactive dynamics between these two essential elements of the education system.

[Received 11June, 2025; Accepted 15 August, 2025; Published (online) 20, August, 2025]

Attribution 4.0 International (CC BY 4.0)

Pacific International Journal, Vol. 8(4); 2025
ISSN (Print) 2663-8991, ISSN (Online) 2616-48251
DOI: 10.55014/pij.v8i4.860
https://rclss.com/index.php/pij

A Systematic Review of the Relationship Between School Performance and
Employee Job Satisfaction: Evidence from China’s Educational Context

Wang Zhengchun1, Ma. Agatha Anne D. Guintu2*

1Angeles University Foundation, Angeles City, Philippines
2Angeles University Foundation, Angeles City, Philippines.

Email: wang.zhengchun@auf.edu.ph, dizon.ma.agathaanne@auf.edu.ph
Abstract: This systematic review examines the empirical relationship between school performance and employee job
satisfaction, focusing on studies conducted in China and internationally. Using a structured methodology, 39 peer-reviewed
journal articles, policy papers, and empirical reports published between 2000 and 2024 were selected based on predefined
inclusion criteria. Key dimensions of school performance namely, leadership, curriculum quality, resource management, and
stakeholder engagement, were synthesized alongside job satisfaction components including job security, work climate, job
roles, and community attachment. The review reveals a consistent positive correlation between effective leadership, resource
allocation, and teacher satisfaction. However, disparities in urban-rural settings, performance pressures, and weak integration
of professional development initiatives are recurring challenges. The findings highlight the bidirectional influence between
institutional performance and employee satisfaction, emphasizing the need for holistic policy interventions. Future research
is encouraged to explore localized contexts, and to employ mixed-method approaches for deeper insights.

Keywords: school performance, job satisfaction, educational leadership, human resource development, systematic review

mailto:wang.zhengchun@auf.edu.ph
mailto:dizon.ma.agathaanne@auf.edu.ph


192

Methodology
This review used the Preferred Reporting Items for Systematic Reviews and Meta-Analyses (PRISMA) framework to
provide methodological stringency, clarity, and transparency in the review process. PRISMA provides a systematic report
structure for systematic reviews and meta-analyses that is useful in synthesizing the heterogeneous empirical literature
from educational and organizational studies. Adhering to this procedure, the research utilized a four-step review process:
identification, screening, eligibility testing, and inclusion, see figure 1. This systematic process enabled researchers to
track, record, and defend every choice in selecting applicable literature.

Figure 1: PRISMA Flow Diagram of the Study

An exhaustive search strategy was utilized in a number of academic databases such as Scopus, Web of Science, CNKI
(China National Knowledge Infrastructure), ERIC (Education Resources Information Center), and Google Scholar. These
websites were chosen due to their large coverage of international and Chinese education research. The search employed a
combination of keywords and Boolean operators like "school performance" AND "teacher job satisfaction," "educational
leadership," "China schools," and "employee motivation in education." To ensure consistency and relevance, the review
used publications made between 2000 and 2024. Backward and forward citation tracking was undertaken manually to
access potentially missed but significant studies. The process of data extraction was systematic and rigorous in its
approach towards making the included studies reliable and relevant. Following the identification of eligible studies
through four stages of identification, screening, testing of eligibility, and inclusion, data were systematically extracted
utilizing a pre-decided data extraction form. This structure was created to elicit important information like the research
purpose of the study, the study design, sample size, instruments of measurement, outcomes, and setting where the study
was undertaken. Specific focus was paid to those studies undertaken in Chinese schools and also to those investigating
school performance and worker job satisfaction within China's singular socio-cultural and policy-influenced education
system. Also, the studies' quality was judged in terms of methodological rigor, such as clarity of study design, sampling
procedure, and data analysis methods. The data extracted were subsequently coded into themes to enable thematic
analysis so that findings could be synthesized extensively across studies. This careful methodology towards extracting
data ensured that only good-quality, pertinent studies had a bearing on the general conclusions of the review, and with
minimal bias, improved the validity of the synthesis process.
The inclusion criteria stipulated those studies needed to be empirical, published in peer-reviewed articles or government
reports, and specifically address school-level achievement or teacher and staff job satisfaction. Articles that were
theoretically driven, single-mindedly student-focused, or concerned with higher education institutions were excluded.
After determining potential articles, duplicates were eliminated, and abstracts were screened for applicability. Full copies
of shortlisted studies were subsequently assessed and screened for methodological rigor and thematic relevance. Essential
data were extracted from each study, covering study aims, design, sample size, outcomes, and applicability to the Chinese
educational environment. A sound and open methodology guaranteed that merely top-quality, pertinent research was
included in the synthesis to create a reliable foundation for making conclusions and determining future areas of research.
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Results and Discussion
3.1 School Performance
3.1.1. School Leadership, Management, and Operations
School performance is a notion that goes beyond the academic result of students to embrace so many dimensions of
effectiveness from an institutional perspective. A school's leadership is basically its backbone because it impacts so many
aspects of the functionality of a school. It has been argued that any school's performance depends a great deal on the
ability and style of its principal [11]. In addition, within the Chinese context, the implementation of transformational
leadership styles by school principals generates a climate of trust, motivation, and innovation-which are very crucial to
enhance the results of schools [31]. Moreover, practices of leadership that make the teachers, students, and parents work
collaboratively bring a sense of cohesion and support in learning, therefore leading to improved overall performance.
Curriculum quality is another significant factor in school performance, especially when it comes to designing and
implementing an effective curriculum that caters to the diverse needs of students. A well-designed curriculum will help to
provide a framework for teaching that will lead to academic achievement, critical thinking, and emotional development.
Good curricula are contemporary in educational practices, encourage student engagement, and are flexible enough to
adapt to the changing needs of students [19]. Additionally, schools which frequently review their curricula and align them
with world and local standards are the best to meet the changing requirements of students [16]. In this case where
educational standards rapidly grow, schools must repeatedly check and enhance the relevant and rigorous curricula
provided for students to prepare for the challenges ahead.
Resource management, in terms of both physical infrastructure and human capital, is very fundamental to ensuring high
levels of school performance. The proper use of resources ensures that schools are capable of meeting the academic needs
of students and the operational needs of staff. Schools in rapidly developing urban areas face challenges such as
increasing student populations and changes in technological demands [46]. The effective allocation of resources is
especially important in reducing inequalities between urban and rural schools. With sufficient resources, schools can
implement innovative teaching methods, provide extracurricular opportunities, and ensure that students receive the
support they need to succeed academically and socially [30]. This supports the argument that strategic resource
management is essential for bridging gaps in educational quality and promoting equity in learning opportunities.
3.1.2. Basic Education Services
These will represent basic education services at the basis of any learning institution, meaning teaching of quality and
access to material for students' acquisition, therefore a basis on which such service could stand. More importantly, for
consistency, these should be qualitative and, thereby, consistent with student requirements. In China, government policies
have focused on equitable access to education services to narrow performance gaps across regions. Nevertheless, there
exist urban-rural disparities whereby urbanized are relatively well-endowed and have better infrastructure compared to the
rural ones [10]. For example, teachers in urban schools are generally more trained and equipped with modern facilities and
technological aids to aid in learning outcomes. There is a need to eliminate such disparities to enhance general school
performance and equal chances for students in all geographical areas.
Schools need to focus on targeted interventions, such as teacher training, curriculum updates, and resource optimization,
in order to improve the delivery of basic education services. Studies by Wang et al. (2024) indicate that schools that adopt
a systematic approach to professional development and integrate innovative teaching strategies are likely to better
improve student outcomes. Further, technology and community partnerships can be leveraged to further enhance the
delivery of education services. Such strategies are relevant for fast-urbanizing regions where schools have to embrace a
changing demand for schooling with a continued focus on equity and inclusivity.
3.1.3. Learning Environment
The learning environment is described as the physical, social, and psychological conditions that have an impact on the
ability of students to learn effectively. A good learning environment is marked by safety, cleanliness, and readiness of
classrooms and friendly, respectful interactions between teachers and students. A well-maintained and inclusive learning
spaces significantly contributes to students' academic outcomes and emotional well-being [39]. Moreover, the learning
environment is formed by the availability of resources for technology, learning materials, and trained educators.
In an evolving education system in China, the learning environment has become increasingly more important, especially
in "new normal" post pandemic times. To improve virtual and in person learning environments, schools of Guangdong
Province and similar urban areas are increasingly adopting technologically based strategies [48]. These innovations include
smart classrooms, digital platforms, and hybrid models of teaching that are more flexible and accessible to the students.
These are more relevant to solving the disparity in the conditions of learning between urban and rural schools where the
gap is still seen in access to technology and other resources [18].
3.1.4. Human Resource Management and Development
As teachers and staff are the personnel involved in delivering educational objectives, the people behind the performance
rely quite heavily on the management of school human resources. That being said, through human resource management
practices, there comes recruitment, professional development, performance evaluation, and employees' motivation toward
optimization as well. As suggested recently, continuous professional development contributes to instructional quality
considerably. good training programs not only enhance teachers' pedagogical skills but also boost their confidence that
subsequently improves student outcomes [16]. Additionally, performance appraisal systems providing constructive
feedback and recognizing teachers' contributions help foster an excellence and accountability culture.
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The adoption of human resource management strategies that emphasize staff welfare and career development is the key to
enhancing both teacher satisfaction and school outcomes. For instance, schools that have adopted policies that are
supportive, such as mentorship programs and stress management, experience more retention and better performance of
teachers [45]. Moreover, investments in career development opportunities, such as advanced certifications and leadership
training, will assist schools in building a motivated and skilled workforce. This is especially crucial in areas like
Guangdong Province where schools compete for the highest qualified educators. In so doing, aligning human resource
management practices with the needs of staff and the goals of the institution will enable schools to create a sustainable
framework for long-term success.
3.1.5. Parent’s Involvement and Community Partnership
Parent involvement and community partnerships are essential in attaining high school performance. Such partnerships
give schools supplementary resources, shared responsibility for student success, and a conducive environment for learning.
Schools that actively engage parents in activities such as parent-teacher conferences, school events, and home-based
learning initiatives see improvements in student behavior, attendance, and academic performance. The most recent studies
show that community partnerships enhance these benefits because they provide schools with external expertise and
resources that can further enrich the students' educational experience.
Parental involvement and community engagement have emerged as critical components of school performance in the
Chinese context, especially in urban areas. Cities with urbanized regions like Guangdong have started to form parent
advisory committees and participate in local organizations to fill resource gaps and provide better care to students [33].
These initiatives have not only improved academic outcomes but also strengthened the relationship between schools and
their surrounding communities.
The advantages of community partnerships go beyond resource sharing to include improving school reputation and
promoting social cohesion. Schools that have strong working relationships with local businesses, cultural organizations,
and local government agencies receive additional funding for their school, mentorship programs, and extracurricular
activities, enhancing the development of students. The mutual relationships also enhance a collective responsibility of
stakeholders in improving access to quality education [34]. By prioritizing parent involvement and community
collaboration, schools can create a robust support system that addresses both academic and non-academic needs, ensuring
sustained performance and growth.
3.2 Employees' Job Satisfaction
Employee job satisfaction represents the degree to which employees report feelings of fulfillment, motivation, and
contentment with their jobs. It is a multi-faceted concept that also incorporates emotional, cognitive, and behavioral
reactions to different aspects of their job [1]. Current research emphasizes its significance for influencing employee
performance, productivity, and general well-being at work. Job satisfaction can be defined as the match of worker's
expectations with the actual condition of work life, a crucial predictor of organizational effectiveness and retention at
work [25].
Job satisfaction can be said to be an element of two kinds: intrinsic and extrinsic factors of what would make a worker
feel achieved at work. Intrinsic factors include opportunities for professional growth, autonomy in work, and
meaningfulness of work, all of which play a very important role to foster motivation and engagement of the employees.
Extrinsic factors including salary, job security, the work environment, and interpersonal relationships play a very
important role in determining employees' perceptions of their job [1]. Teacher job satisfaction is particularly important for
the education sector because it directly determines the effectiveness of teaching, commitment in teaching, and student
performance. Teachers who are highly satisfied with their jobs tend to be enthusiastic, creative, and dedicated to
instructional practices. In contrast, dissatisfaction leads to burnout, absenteeism, and turnover that interrupts the continuity
of educational programs.
3.2.1. Security
Job security is the sense of stability and assurance that an employee derives from his role in the organization, contributing
significantly to overall job satisfaction and performance in the workplace. Employees perceive their jobs as stable; they
are likely to actively engage in their tasks, show higher motivation, and demonstrate long-term commitment toward the
organization. Conversely, job insecurity has been associated with contract instability, restructuring of organizations, or
external pressure and causes stress, demotivation, and poor job performance.
Public school teachers in China are generally better secured about their jobs compared to those in private schools.
However, the ongoing reforms in education, such as measures of accountability and performance evaluation, have brought
uncertainty, especially among educators in urban centers. This has increased pressure on teachers to meet changing
standards of teaching, sometimes at the cost of job stability. To overcome the problems, there is a need for offering long-
term contracts, transparent performance appraisal systems, and recognition of educators' contributions in order to instill
security and fulfill the job satisfaction of these teachers [12].
3.2.2. Work Environment
The work environment is a key determinant in job satisfaction, particularly for teachers. A positive work environment will
have good facilities, support from leaders, collaborative relationships, and adequate resources. All these factors contribute
to the general job satisfaction and effectiveness of a teacher. Such an environment minimizes job-related stress while
increasing teacher motivation, hence improving performance and job retention [27]. Additionally, if the teachers are given
appropriate tools and supportive leadership, they can easily perform their roles with greater efficiency, which improves
their positive attitude towards the profession.
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The Chinese scenario has an immense variation in the working environment of schools in cities and rural areas, and this
varies the level of satisfaction of teachers. Schools in urban areas generally have better resources, including newer
facilities and more professional development opportunities, compared to rural schools [18]. With greater expectations from
parents and policymakers for teachers in urban regions, a more favorable work environment is also much more critical.
Some of the significant strategies for keeping teachers in high-pressure environments motivated and productive include
ensuring proper infrastructures, administrative support, and peer collaboration.
3.2.3. Job Responsibilities
The nature and scope of job responsibilities are significant determinants of teachers' job satisfaction. Teachers often face
the burden of many roles, including instructional, administrative, and extracurricular activities, which are usually stressful
and affect their work-life balance and overall job satisfaction. In the context of such rapid change in the country's
educational landscape, teachers become increasingly burdened with increasing responsibilities, especially in towns where
the demand for their students' high academic performance becomes very high. Teachers are expected to not only meet
very stringent academic targets but also to use innovative techniques and to be involved in continuous professional
development, all of which contribute towards an escalating workload [39]. Despite their ability to add to the development
of professionalism, when there is a lack of equalization with sufficient support, this can lead to significant pressure and
job dissatisfaction. Such aspects are important for understanding why educational institutions need job expectations in
tandem with corresponding support systems.
In China's approach to addressing job responsibility issues, similar understandings should be used: first on cultural and
policy contexts defining teacher expectations. The current literature also supports that schools must better manage their
workload to satisfy the needs of teachers to enhance job satisfaction [13]. Furthermore, a job responsibility definition that
matches the teachers' abilities will contribute to higher job satisfaction and improved educational results. School systems
can improve teachers' retention and even promote more sustainable and effective education services by providing a
foundation that helps teachers be supported and thus make them happy to teach in school [36].
3.2.4. Community Attachments/Linkages
Teachers' connection to the community and their bonding with the immediate surroundings influences job satisfaction. A
strong relationship of the school with parents, local organizations, and community stakeholders leads to a collaborative
environment at schools, hence helping to boost job satisfaction. Community engagement in school affairs does not only
distribute the workload on equal grounds but also help teachers relieve stress. Through this connection, teachers, therefore,
feel belonging to the school and to work as committed professionals in general, enhancing their general welfare at the
workplace.
Community and parental engagement is increasingly prioritized in China's urban schools, most especially in response to
reforms in policy that emphasize holistic education [2]. In cities, teachers commonly enjoy strong parental support coupled
with active community partnerships. These have been known to shape their job satisfaction and effectiveness as
professionals. These connections make teachers feel more appreciated and supported because the burden of responsibility
for student success is shared, which lessens their workload and emotionally and logistically reinforces their efforts.
Additionally, schools that actively engage parents and community members tend to foster a more inclusive environment
aligned with teachers' goals and enhance their motivation.
To build these linkages, educational institutions must actively build and sustain communication channels with parents and
community stakeholders. Research indicates that frequent parent-teacher interactions, community-led school improvement
initiatives, and collective responsibility in decision-making boost both teacher effectiveness and school outcomes (Liu et
al., 2021). Such environments foster a sense of accountability and shared responsibility among members, thus improving
teacher effectiveness and retention. Additionally, such partnerships free teachers' time from extra burdens placed on them,
enabling the teachers to concentrate more on matters of instructional quality and further professional development.
3.3. Relationship Between School Performance and Employee Job Satisfaction
The association between school performance and employee job satisfaction is a well-explored topic in educational
research. School performance is a measure of the overall success of schools in achieving their academic and operational
objectives, whereas job satisfaction is a reflection of teachers' satisfaction with their job, work environment, and
organizational context [25]. These two dimensions are by themselves intertwined; an effective school is usually
characterized by an appropriate working environment, which positively affects job satisfaction. Likewise, satisfied
employees work harder and are more motivated, thereby increasing their commitment toward a better performance in
schools [3].
Many researchers agree on the mutual interaction of these two dimensions of the effect of school performance and job
satisfaction. Teachers who work in high-performing schools are more likely to enjoy higher job satisfaction because they
have better leadership, resource utilization, and good working conditions [27]. Conversely, teacher dissatisfaction is likely
to have a negative impact on instructional quality, student results, and school efficiency overall. In China, where increased
performance pressure from educational reforms weighs heavily on schools, teacher satisfaction is an important factor to
balance performance demands [34].
A demonstration that schools where both performance and job satisfaction increase together must mean that the leadership
is very well aligned with management practice along with teacher well-being. A study carried out by Leithwood and
Jantzi in 2006 revealed that schools experienced better academic outcomes along with increases in teacher job satisfaction
by effective leadership along with substantial support systems. Such results in schools came from increased
communication, professional development opportunity recognition, and teacher contributions within those schools. As
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applied in schools in Finland, through focus on teacher autonomy, decision making, and continuous professional
development, both job and school satisfaction improved simultaneously [1].
Empirical studies have been conducted in China to examine the impact of leadership on school performance and teacher
satisfaction. Research has found school leaders in urban centers, if they emphasize resource allocation, professional
development, and teacher recognition, will have a considerably positive influence on school performance and employee
satisfaction [30]. Consistent with these findings is international research in Canada and in the United States that suggest the
practices of leadership immediately impact the morale, level of engagement, and subsequent school success of teachers [5].
Case studies and research findings add further support for the encouragement of performance-oriented and satisfying
environments. As an example, a study comparing Shanghai schools with rural provincial schools established that those
that had excellent leadership, community involvement, and equitable allocation of resources achieved superior
performance in terms of satisfactory outcomes of high performance [2]. These findings underscore the need for balanced
strategies that focus on not only academic achievements but also the well-being of teachers.
3.4 Gaps in the Literature and Future Research Perspectives
While much research has been conducted regarding school performance and employee job satisfaction, very few examine
these two variables in relation to each other in specific cities and urban areas. The existing literature mainly focuses on
general trends at the national or provincial level, which may miss the localized dynamics and school-specific conditions.
This gap is a call for a focused investigation into how school performance and employee job satisfaction interact in this
particular context, where schools face increasing pressures to meet academic standards while maintaining teacher well-
being.
The second major gap is seen in the integration of performance indicators and job satisfaction components with existing
studies. Most analyses tend to investigate school performance and job satisfaction as a standalone construct without
delving into the connection between these two concepts in detail. For example, studies involving school performance
typically revolve around leadership, operations, and resource management without examining how such factors influence
the overall satisfaction of teachers. On the contrary, job satisfaction research usually focuses on working conditions, job
security, and professional development, with little attention given to how these factors play a role in the success of the
school as an institution. An integrated analysis of performance indicators and satisfaction components is necessary to
develop an understanding of their relationship in a holistic manner.
Secondly, there is an urgent need for localized studies within the Chinese educational context. While international
research has contributed significant knowledge about school performance and job satisfaction, findings based in the West
or other parts of Asia may not necessarily apply to China. Given that the cultural, economic, and educational contexts in
which Chinese schools are established and function are unique, cultural, economic, and education-specific factors may
mediate school performance and job satisfaction perceptions and experiences. For instance, localized studies that account
for these cultural and contextual considerations are necessary to deliver more relevant and actionable findings to
policymakers and educators in China.
The resolution of these research gaps will significantly contribute to the overall understanding of school performance and
job satisfaction in urban areas and similar educational settings. The current study aims to bridge existing knowledge gaps
by exploring localized dynamics, integrating key performance indicators with job satisfaction components, and situating
the study within the Chinese cultural context. The findings will help in developing targeted strategies that ensure a
balanced and sustainable approach to educational success and outcomes as well as employee well-being.

Conclusions
This systematic review emphasizes the close relationship between employee job satisfaction and school performance in
the Chinese educational context. Effective leadership, effective resource management, good community relations, and a
positive learning climate are the essential factors that work together to lead to school success. Likewise, job satisfaction
spurred by job security, clear job roles, workplace climate, and community attachment increases teacher motivation,
retention, and teaching quality.
However, there are other gaps identified, including the lack of localized studies of rapidly growing cities, underdeveloped
frameworks connecting performance and satisfaction, and the demand for more longitudinal and mixed-method research.
All these points out the importance of taking a holistic and contextual attitude towards educational policy and school
management. Future research should advance over integrating well-being in employee in school performance
measurements, thus looking after the students and looking after the teachers.

REFERENCES

[1].Chen, D., Chen, Y., & Chi, J. (2024). Early childhood teachers amid China’s curriculum reforms: from a literature
review. International Journal of Child Care and Education Policy/International Journal of Child Care and Education, 18(1).
[2].Chen, J., & Wei, L. (2022). The Impact of Economic Growth on Education Quality: Evidence from Dongguan City,
Guangdong Province. Journal of Educational Development, 45(3), 123-135.
[3].Dinham, S., & Scott, C. (2000). Moving into the third, outer domain of teacher satisfaction. Journal of Educational
Administration, 38(4), 379–396. https://doi.org/10.1108/09578230010373633
[4].Dziuba, S. T., Ingaldi, M., & Zhuravskaya, M. (2020). Employees' Job Satisfaction and Their Work Performance as
Elements Influencing Work Safety. Production Engineering Archives, 26(1), 18-25.
https://www.researchgate.net/publication/34165657



197

[5].Fullan, M. (2016). The new meaning of educational change (5th ed.). Teachers College Press.
[6].Guo, L. (2013). New Curriculum Reform in China and its Impact on Teachers. Comparative and International
Education, 41(2).
[7].Guo, L., Huang, J., & Zhang, Y. (2019). Education development in China: education return, quality, and equity.
Sustainability, 11(13), 3750.
[8].Han, X., Xu, Q., & Xiao, J. (2022). The influence of school atmosphere on Chinese teachers’ job satisfaction: the chain
mediating effect of psychological capital and professional identity. Behavioral Sciences, 13(1), 1.
[9].Hanushek, E. (2020). Quality education and economic development. In Education in the Asia-Pacific region (pp. 25–
32).
[10].Huang, H., & Cheng, E. W. L. (2022). Sustainability Education in China: Lessons Learnt from the Teaching of
Geography. Sustainability, 14(1), 513. https://doi.org/10.3390/su14010513
[11].Leithwood, K., & Jantzi, D. (2006). Transformational school leadership for large-scale reform: Effects on students,
teachers, and their classroom practices. School Effectiveness and School Improvement, 17(2), 201–227.
https://doi.org/10.1080
[12].Li, T., & Zhang, L. (2023). China’s policy actions to lead teacher development with evaluation reform. ECNU Review
of Education, 7(2), 453–462.
[13].Li, X., & Zhang, Y. (2022). Teacher professional development and job satisfaction in Chinese urban schools. Asia
Pacific Journal of Education, 42(1), 71–85. https://doi.org/10.1080/02188791.2022.2023248
[14].Li, X., Zhang, H., & Cheng, X. (2020). Teacher collaboration and professional development: A critical factor for
educational reform in China. Asia Pacific Education Review, 21(4), 569–577. https://doi.org/10.1007/s12564-020-09747-
8
[15].Li, Y., & Wang, X. (2022). Chinese ideological and political teachers’ job satisfaction, loving pedagogy, and their
professional success. Frontiers in Psychology, 13.
[16].Liu, A., Wei, Y., Xiu, Q., Yao, H., & Liu, J. (2023). How learning time allocation make sense on secondary school
students’ academic performance: a Chinese evidence based on PISA 2018. Behavioral Sciences, 13(3), 237.
[17].Liu, X., & Huang, D. (2025). A mixed-methods exploration of social network diversity, collaboration, and job
satisfaction among new teachers in urban China. BMC Psychology, 13(1).
[18].Liu, Y., Zhang, H., & Li, C. (2021). The impact of community partnerships on teacher retention and job satisfaction in
China: A mixed-methods study. International Journal of Educational Research, 108, 101763.
https://doi.org/10.1016/j.ijer.2
[19].Meng, S. (2023). Enhancing Teaching and Learning: Aligning Instructional Practices with Education Quality
Standards. Research and Advances in Education, 2(7), 17–31.
[20].Peng, W. J., McNess, E., Thomas, S., Wu, X. R., Zhang, C., Li, J. Z., & Tian, H. S. (2013). Emerging perceptions of
teacher quality and teacher development in China. International Journal of Educational Development, 34, 77–89.
[21].Qi, X. (2017). Policy and practice of the decentralization of basic education in China: the Shanghai case. Frontiers of
Education in China, 12(4), 445–467. https://doi.org/10.1007/s11516-017-0033-2
[22].Qi, X. (2017). Policy and practice of the decentralization of basic education in China: The Shanghai case. Frontiers of
Education in China, 12, 445-467.
[23].Qian, X., & Verhoeven, J. C. (2004). From Centralization to Decentralization in Chinese Higher Education. Education
Policy Analysis Archives, 12(67), n67. (Rao, C)
[24].Rao, C. (2020). Teacher Education Policies in China Since the Mid-1990s. In: Fan, G., Popkewitz, T.S. (eds)
Handbook of Education Policy Studies. Springer, Singapore.
[25].Robbins, S. P., & Judge, T. A. (2019). Organizational behavior (18th ed.). Pearson.
[26].Shen, J., Wu, H., Reeves, P., Zheng, Y., Ryan, L., & Anderson, D. (2020). The association between teacher leadership
and student achievement: A meta-analysis. Educational Research Review, 31, 100357.
[27].Skaalvik, E. M., & Skaalvik, S. (2017). Teacher self-efficacy and teacher burnout: A study of the relationship between
self-efficacy, burnout, and the work environment. Teaching and Teacher Education, 67, 54–63.
https://doi.org/10.1016/j.tat
[28].Sun, S.-K. (2022). School-based management and its effects on teacher satisfaction in Henan Province, China. Journal
of Educational Research Progress.
[29].Sun, Y. (2024). Changing management concepts and empowering regional school-based curriculum development.
Educator, 1, 22. (Guo, L) (Zhou, B)
[30].Tang, W. (2023). The "Three-Three-Three" model of classroom teaching management: The school-based practice of
"Li Xue Classroom". Education Research and Review, 11, 79-81.
[31].Wang, F., Liu, H., & Fan, M. (2024). The relationship between transformational leadership and teacher autonomy: A
latent moderation analysis. Acta Psychologica, 249, 104444.
[32].Wang, H., Sun, Y., Wang, W., & Liang, H. (2025). Exploring the relationship between teachers’ perceived workload,
challenge-hindrance stress, and work engagement: a person-centered approach. BMC Psychology, 13(1).
[33].Wei, H., & Liu, Y. (2022). Balancing teacher satisfaction and performance standards in Chinese schools: A qualitative
analysis. International Journal of Educational Development, 88, 102518. https://doi.org/10.1016/j.ijedudev.2022.102518
[34].Wei, Z., & Liu, L. (2022). Teacher job satisfaction in rural and urban schools in China: The influence of work
environment. Educational Research and Reviews, 17(9), 330–341. https://doi.org/10.5897/ERR2022.4387



198

[35].Wong, J. L. N. (2006). The effects of local interpretation of decentralization policy on school autonomy in Guangdong
Province of China. Educational decentralization: Asian experiences and conceptual contributions, 43-58.
[36].Wu, Y., & Li, J. (2020). Workload, professional development, and job satisfaction: A study of primary and secondary
school teachers in China. Teaching and Teacher Education, 92, 103080. https://doi.org/10.1016/j.tate.2020.103080
[37].Xie, G., & Zhang, Y. (2020). School of golden touch? A study of school effectiveness in improving student academic
performance. The Journal of Chinese Sociology, 7(1).
[38].Xu, Y., & Ge, X. (2023). School-based practice and exploration of "Colorful Education" under the background of
"Five Managements". China Modern Educational Equipment, 24, 70-72.
[39].Yang, J. (2021). Understanding and enhancing Chinese TEFL teachers’ motivation for continuing professional
development through the lens of Self-Determination Theory. Frontiers in Psychology, 12.
[40].Yi, X.-P. (2006). School-based management and its inspiration to education management reform in China. Journal of
Zhuzhou Teachers College.
[41].Yi, Z., Asyik, N. F., & Al-Hosaini, F. F. (2024). Teacher professional development in rural China: opportunities and
barriers. Global Social Science and Humanities Journal., 1(3), 1–18.
[42].Yin, S., Guan, X., Zhang, Y., Li, Y., Jobe, M. C., & Ahmed, M. Z. (2023). The impact of Chinese primary school
teachers’ sense of work meaningfulness on organizational commitment: a chain mediation model. Psychology Research
and Behavior Man
[43].Zhang, H., & Li, X. (2021). Teacher satisfaction and school performance: Insights from urban schools in China. Asian
Journal of Educational Leadership, 19(2), 143–159. https://doi.org/10.1108/AJEL2021-08-123
[44].Zhang, H., Wei, L., & Chen, X. (2023). The impact of leadership practices on teacher satisfaction and school
performance: Evidence from urban Chinese schools. Educational Management Administration & Leadership. Advance
online publication. ht
[45].Zhang, J., Chen, Y., Xu, Y., & Li, Y. (2024). Hindrance stress and turnover Intentions among preschool teachers: the
mediating role of work engagement and the moderating effect of meaningful work. Heliyon, 10(15), e35366.
[46].Zhang, W., Wei, Z., & Chen, L. (2023). The role of leadership and organizational culture in teacher satisfaction: A
study of urban Chinese schools. Journal of Educational Administration, 61(3), 312–330. https://doi.org/10.1108/JEA-
2022-0419
[47].Zhang, Y., Li, X., & Wang, Q. (2023). Urbanization and Its Impact on Educational Systems in China: Challenges and
Opportunities. Chinese Education & Society, 56(2), 112-130.
https://www.tandfonline.com/doi/full/10.1080/10611932.2023.2190130
[48].Zhao, Y. (2021). Teaching under pressure: The work-life balance of teachers in Chinese urban schools. Journal of
Education and Work, 34(1), 43–56.
[49].Zhou, B. (2019). From scale to quality: Experiences and challenges in teacher education in China. ECNU Review of
Education, 2(2), 196–204.


	Conclusions

