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INTRODUCTION

Teacher performance is universally acknowledged as one of the most significant factors influencing student
achievement, making it a central concern for educational policymakers worldwide. In the case of Beijing, China’s
capital and a hub for its educational reforms, enhancing teacher performance is crucial to improving overall
educational outcomes. However, despite the substantial investments in education, teacher performance remains
challenged by various factors, including work environment, compensation, teacher competency, and well-being. This
study aims to explore how policy reforms focused on these aspects can improve teacher performance in Beijing’s
schools, offering practical insights for enhancing teacher effectiveness, which ultimately leads to better educational
outcomes.

Recent research highlights that teacher performance is not solely determined by intrinsic teaching skills but is heavily
influenced by external factors such as the work environment, compensation, and professional development
opportunities. The work environment which includes classroom conditions, school leadership, and administrative
support affects teachers' motivation, job satisfaction, and emotional well-being. Studies consistently show that a
positive work environment enhances teacher performance and reduces burnout (Li et al., 2024). Similarly,
compensation, including salary, benefits, and performance-based incentives, plays a critical role in attracting and
retaining competent teachers (Liu, 2025). Adequate compensation is linked to higher job satisfaction and motivation,
which are essential for effective teaching (Wang & Zhang, 2021).
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Teacher competency, which encompasses qualifications, subject knowledge, and pedagogical skills, directly impacts
teacher effectiveness. Teachers who are well-trained and continuously develop their competencies tend to perform
better in the classroom, fostering positive student outcomes (Huang et al., 2023). Furthermore, teacher well-being
encompassing emotional health, job satisfaction, and work-life balance has emerged as a critical mediator between
these factors and teacher performance. Teachers with higher well-being are more likely to be engaged in their work,
which positively impacts their performance and student achievement (Zhang, 2025).

However, Beijing, as one of the largest and most developed cities in China, faces unique challenges. Despite offering
relatively higher compensation compared to rural areas, teachers in Beijing are often burdened by overcrowded
classrooms, excessive workloads, and a competitive educational environment. These challenges undermine their
emotional well-being and diminish their job satisfaction, contributing to teacher burnout and lower performance
(Huang & Liu, 2024). Thus, addressing the work environment, compensation, and teacher competency through
targeted policy reforms is crucial for improving teacher performance in Beijing’s schools.

1.1 Research Objective and Questions

The primary objective of this article is to investigate how policy reforms targeting the work environment,
compensation, and teacher competency can enhance teacher performance in Beijing’s schools. The study aims to
answer the following research questions:

1. How do improvements in the work environment (e.g., classroom resources, administrative support)
influence teacher performance in Beijing?

2. What role does compensation (e.g., salary, benefits, performance incentives) play in enhancing teacher
motivation and job satisfaction in Beijing?

3. How can professional development (focused on improving teacher competency) affect teacher performance
in the context of Beijing’s educational reforms?

4. How does teacher well-being mediate the relationship between work environment, compensation, and
teacher performance?

1.2 Scope of the Study

This article will focus on the interconnectedness of work environment, compensation, teacher competency, and
teacher well-being, and how these factors collectively influence teacher performance in Beijing’s schools. The study
will explore how policy reforms can address these areas, with particular emphasis on the role of teacher well-being
as a mediating factor. The study will draw on quantitative data from surveys administered to teachers, as well as
qualitative insights from interviews with policymakers and teachers, to offer a holistic view of the current challenges
and potential solutions for enhancing teacher performance in Beijing.

1.3 Significance of the Study

The findings from this research will contribute to the ongoing dialogue on educational reform in China, particularly
in urban contexts like Beijing. As the Chinese government continues to prioritize quality education as a key
component of its development strategy, the insights from this study can help shape future policies aimed at improving
teacher performance. By focusing on the work environment, compensation, competency development, and teacher
well-being, the study offers evidence-based recommendations that could inform policy reforms at the municipal or
national level.

1.4 Overview of the Structure
The article is organized as follows:

e Introduction: This section provides an overview of the research problem, objectives, and key research
questions.
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e Literature Review: This section reviews existing studies on the relationship between work environment,
compensation, teacher competency, and teacher performance, with a focus on Beijing’s educational context.

e Methodology: This section outlines the research design, data collection methods, and data analysis
techniques employed in the study.

e Analysis and Discussion: This section presents the findings from the data analysis and discusses the
implications of these findings for policy reforms aimed at improving teacher performance.

e Conclusion: This section summarizes the key findings and offers policy recommendations for improving
teacher performance in Beijing.

Diagram 1: Conceptual Framework
The following conceptual framework illustrates the key factors influencing teacher performance:

[Work Environment] — [Teacher Well-being] — [Teacher Performance]

T T

[Compensation] — [Teacher Competency] — [Teacher Performance]
Explanation:

e The framework suggests that improvements in work environment and compensation lead to enhanced
teacher well-being, which, in turn, positively impacts teacher performance. Additionally, teacher competency
directly influences teacher performance and is indirectly affected by the work environment and
compensation.

LITERATURE REVIEW: ENHANCING TEACHER PERFORMANCE THROUGH POLICY REFORMS
IN BELJING’S SCHOOLS

2.1 Introduction to Teacher Performance

Teacher performance is widely regarded as one of the most influential factors in determining student achievement.
Research has consistently shown that the quality of teaching directly impacts student learning outcomes and overall
educational effectiveness (Darling-Hammond, 2000). In the context of Beijing, China’s capital, improving teacher
performance has become a central goal for educational reforms. However, various factors influence how well teachers
perform in the classroom. This literature review explores the role of work environment, compensation, teacher
competency, and teacher well-being in shaping teacher performance, with a particular focus on how policy reforms
in Beijing might address these factors.

Recent studies emphasize that teacher performance is not solely determined by inherent teaching ability but is
significantly influenced by external factors such as the work environment, compensation, and teacher professional
development (Li & Qian, 2024). These factors, when improved, can lead to higher teacher satisfaction, engagement,
and effectiveness in the classroom.

2.2 Work Environment and Teacher Performance

The work environment encompasses several elements, including classroom conditions, administrative support,
workload, and the overall school climate. Research suggests that a positive work environment is associated with
greater job satisfaction and higher teacher performance. A positive work environment includes supportive leadership,
manageable workloads, access to teaching resources, and opportunities for collaboration among teachers (Skaalvik
& Skaalvik, 2011). Teachers who work in such environments tend to experience lower levels of stress, burnout, and
absenteeism, and they demonstrate higher levels of teaching effectiveness.

In Beijing, however, teachers often report significant challenges related to overcrowded classrooms, insufficient
resources, and high workload demands, which can negatively affect their job satisfaction and performance. According
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to a study by Wang & Zhang (2021), while educational policies in Beijing aim to address these challenges, many
teachers still struggle with poor working conditions, which can lead to teacher burnout and decreased performance.
This is particularly true for teachers working in underfunded schools, where they face inadequate resources, leading
to a sense of frustration and disengagement from their teaching responsibilities (Huang et al., 2023).

Table 1: Impact of Work Environment on Teacher Performance

Factors Impact on Teacher Performance
Adequate Resources Positive impact, higher effectiveness
Administrative Support Enhances motivation, reduces stress
Workload Management Reduces burnout, increases job satisfaction
Peer Collaboration Increases job satisfaction and teaching effectiveness

Explanation: This table shows how different aspects of the work environment influence teacher performance,
highlighting that positive environments can significantly boost teaching outcomes.

2.3 Compensation and Teacher Performance

Compensation plays a crucial role in attracting and retaining skilled teachers, particularly in urban areas like Beijing.
Research has consistently shown that teachers who feel fairly compensated tend to report higher job satisfaction,
which leads to better performance in the classroom (Murnane & Cohen, 1986). Adequate salary, benefits, and
financial incentives are essential for teacher retention and motivation.

However, compensation alone is not sufficient. It must be coupled with other factors, such as a positive work
environment and professional development opportunities, to achieve meaningful improvements in teacher
performance. According to Li et al. (2025), while teacher salaries in Beijing are higher compared to rural areas, they
are still often seen as insufficient given the high cost of living in the city. Performance-based incentives and bonuses
linked to teaching effectiveness have been suggested as ways to further motivate teachers (Huang & Liu, 2024).
However, research by Zhang (2025) highlights that while financial incentives are important, intrinsic rewards, such
as recognition and opportunities for career advancement, also significantly influence teachers' motivation and long-
term commitment to the profession.

Diagram 2: Compensation and Teacher Performance

[Higher Compensation] — [Increased Teacher Motivation] — [Improved Teacher Performance]

1 T

[Performance-based Incentives] — [Increased Teacher Job Satisfaction]

Explanation: This diagram illustrates how compensation, when coupled with performance-based incentives,
influences teacher motivation and performance.

2.4 Teacher Competency and Performance

Teacher competency defined as the knowledge, skills, and experience that teachers bring to the classroom directly
affects teaching effectiveness and student outcomes. A highly competent teacher can employ effective teaching
strategies, adapt to diverse student needs, and foster a positive learning environment. Teacher competency is
influenced by pre-service training, in-service professional development, and ongoing opportunities for learning and
growth.

In Beijing, there is a strong emphasis on improving teacher competency through continuous professional
development programs and teacher training. These programs are designed to enhance subject knowledge,
pedagogical skills, and classroom management strategies. According to Li & Qian (2024), teachers who participate
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in professional development are more likely to feel competent and confident in their teaching abilities, which leads
to improved student engagement and better educational outcomes. Competency development also has an indirect
impact on teacher well-being, as teachers who feel competent in their roles experience higher job satisfaction and
lower stress levels.

However, while professional development programs are widely available in Beijing, the study by Liu (2025) suggests
that there is still a need for targeted, context-specific training to meet the diverse needs of teachers in different subject
areas and school settings. Teachers in Beijing, particularly those in more resource-constrained schools, may benefit
from tailored competency development programs that address specific challenges they face in their classrooms.

2.5 Teacher Well-being as a Mediator

In recent years, there has been increasing recognition of the importance of teacher well-being as a mediator between
work environment, compensation, and teacher performance. Teacher well-being refers to the emotional, mental, and
physical health of teachers, and it is closely linked to job satisfaction, stress levels, and overall teaching effectiveness.
Teachers who experience high levels of well-being are more likely to be engaged in their work, motivated to improve
their performance, and resilient in the face of challenges.

Research by Skaalvik & Skaalvik (2011) and Zhang (2025) indicates that work-related stress, burnout, and poor
mental health are significant barriers to teacher effectiveness. Teachers who report low levels of well-being often
experience fatigue, lack of motivation, and emotional exhaustion, all of which can negatively impact their teaching
performance. The JD-R model (Bakker & Demerouti, 2007) further supports this, suggesting that job demands (e.g.,
high workload, lack of resources) can deplete a teacher’s resources, leading to burnout and decreased performance.
On the other hand, job resources (e.g., support from school leadership, professional development opportunities) help
buffer these stressors, improving teacher well-being and, consequently, performance.

In Beijing, improving teacher well-being should be a priority for policy reforms, as it directly influences how teachers
perform in the classroom. Addressing work-related stress, offering mental health support, and fostering a work-life
balance are critical to enhancing teacher well-being and improving overall teacher performance.

Diagram 3: Teacher Well-being as a Mediator

[Work Environment] — [Teacher Well-being] — [Teacher Performance]

1 T

[Compensation] — [Teacher Competency] — [Teacher Performance]

Explanation: This diagram demonstrates how teacher well-being mediates the relationship between work
environment, compensation, and teacher performance.

2.6 Policy Reforms in Beijing’s Educational System

In recent years, the Chinese government has implemented several policy reforms aimed at improving teacher
performance. These reforms include adjustments to teacher compensation, improvements in teacher professional
development, and changes in work conditions. For example, Beijing’s education system has introduced salary
increases, performance-based incentives, and resource allocations to address the challenges teachers face in urban
schools (Li & Qian, 2024). However, while these reforms have shown some positive effects, Wang & Zhang (2021)
argue that significant disparities remain between different schools, particularly in terms of resources and teacher
support.

A study by Huang et al. (2023) suggests that while policy reforms have successfully improved teacher retention, they
have had limited success in addressing the deeper issues related to teacher well-being. Therefore, further efforts are
required to ensure that policies not only improve compensation and competency but also focus on creating supportive
and inclusive school environments that promote teacher well-being.
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2.7 Conclusion of Literature Review

This literature review has highlighted the multifaceted nature of teacher performance and the various factors that
contribute to it. The review has shown that work environment, compensation, and teacher competency are essential
components influencing teacher performance, with teacher well-being acting as a crucial mediator. Improving
teacher performance in Beijing’s schools requires comprehensive policy reforms that address all of these factors, with
particular attention to teacher well-being as a central element of effective teaching.

DATA AND METHODOLOGY: ENHANCING TEACHER PERFORMANCE THROUGH POLICY
REFORMS IN BEIJING’S SCHOOLS

3.1 Research Design

This study adopts a mixed-methods approach, combining quantitative and qualitative data collection techniques to
offer a comprehensive analysis of the factors influencing teacher performance in Beijing’s schools. A mixed-methods
design is appropriate for this research as it allows for the triangulation of data, enhancing the reliability and depth of
the findings. The study aims to assess the relationship between work environment, compensation, teacher
competency, teacher well-being, and teacher performance, while also understanding how policy reforms can address
these factors.

The quantitative component involves a survey distributed to 500 teachers across various public and private schools
in Beijing. The qualitative component includes semi-structured interviews with 20 teachers and 10 policymakers
from the Beijing Education Bureau. This mixed-methods design enables the collection of both numerical data and
personal insights, allowing for a thorough examination of the issues under study.

3.2 Data Collection
3.2.1 Quantitative Data Collection

The quantitative data will be collected through a survey questionnaire that will include Likert-scale items to assess
key variables: work environment, compensation, teacher competency, teacher well-being, and teacher performance.
The questionnaire is designed to capture teachers' perceptions of these factors and how they influence their teaching
effectiveness.

The survey will be distributed to 500 teachers who will be selected using stratified random sampling to ensure that
teachers from different subject areas, school types (public vs. private), and levels of experience are represented. The
survey will take approximately 15-20 minutes to complete and will be administered electronically.

Table 2: Sample Survey Variables

Variable Measurement Tool Indicators
Work Environment Likert Scale (1-5) Classroom resources, administrative support, workload
Compensation Likert Scale (1-5) Salary satisfaction, benefits, job security

Teacher Competency | Self-assessment Scale (1-5) || Skills, qualifications, training

Teacher Well-being Likert Scale (1-5) Stress, job satisfaction, work-life balance

Teacher Performance || Likert Scale (1-5) Teaching effectiveness, student outcomes, peer reviews

Explanation: This table summarizes the key variables and the corresponding indicators to be measured in the survey.
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3.2.2 Qualitative Data Collection

The qualitative data will be collected through semi-structured interviews. Interviews will allow for an in-depth
exploration of teachers' and policymakers' perceptions of the factors affecting teacher performance and the
effectiveness of policy reforms. The 20 teachers will be selected from the same sample of survey respondents. The 10
policymakers will be selected based on their involvement in educational reforms and policymaking in Beijing.

The interviews will explore themes such as:
e The work environment and its impact on teacher performance.
e Teachers’ perceptions of compensation and its influence on motivation and effectiveness.
e The role of teacher competency in shaping performance.
e The relationship between teacher well-being and teaching effectiveness.
e The perceived effectiveness of policy reforms aimed at improving teacher performance.

Each interview will last approximately 30-45 minutes and will be audio-recorded with the participant's consent.
Transcripts will be analyzed using thematic analysis, identifying key patterns and themes that emerge from the
discussions.

3.3 Sample Selection

A stratified random sampling technique will be used to select the 500 teachers for the survey. This technique ensures
that teachers from various demographic groups (such as age, years of experience, subject taught, and school type) are
included in the sample. This will allow the study to capture a broad range of perspectives and increase the
generalizability of the findings.

The 10 policymakers will be selected based on their roles in shaping educational policies related to teacher
performance in Beijing. These individuals are expected to provide insights into the current policy landscape, the
challenges involved in policy implementation, and the potential for future reforms.

3.4 Variables and Measurement
This study focuses on the following key variables:
e Independent Variables:

o  Work Environment: Measured by teacher perceptions of classroom conditions, administrative support,
availability of resources, workload, and peer collaboration.

o Compensation: Measured by self-reported satisfaction with salary, benefits, financial incentives, and job
security.

o Teacher Competency: Measured by self-assessment of teaching skills, subject knowledge, and
professional development.

e Dependent Variable:

o  Teacher Performance: Measured by self-reported effectiveness in lesson delivery, student engagement,
and classroom management, as well as peer evaluations.

e Mediator:

o  Teacher Well-being: Measured by self-reported levels of stress, job satisfaction, emotional well-being,
and work-life balance. It will act as a mediator between work environment, compensation, and teacher
performance.
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3.5 Data Analysis

3.5. 1 Quantitative Data Analysis

For the quantitative data, Structural Equation Modelling (SEM) will be employed to analyze the relationships
between the key variables. SEM is a powerful statistical technique that can model complex relationships involving
multiple independent, dependent, and mediating variables. It is particularly useful for testing hypotheses about direct
and indirect effects.

The analysis will examine:
e The direct effects of work environment, compensation, and teacher competency on teacher performance.

e The indirect effects of work environment and compensation on teacher performance through teacher well-
being.

e The mediating effect of teacher well-being on the relationship between the independent variables and teacher
performance.

Data will be analyzed using SPSS for preliminary statistical analysis and AMOS for SEM. The goodness of fit indices
(e.g., CFI, RMSEA) will be used to assess the model fit.

3.5.2 Qualitative Data Analysis

The qualitative data from the interviews will be analyzed using thematic analysis, a widely used method for analyzing
qualitative data. This involves identifying, analyzing, and reporting patterns (themes) within the data (Braun &
Clarke, 2006). Themes will be identified through a detailed review of the interview transcripts, with particular focus
on recurring patterns related to the factors influencing teacher performance and the perceived effectiveness of policy
reforms.

Diagram 4: Conceptual Framework of Variables

[Work Environment] — [Teacher Well-being] — [Teacher Performance]
1 )

[Compensation] — [Teacher Competency] — [Teacher Performance]

Explanation: This diagram illustrates the conceptual framework for this study, showing the direct and indirect
relationships between work environment, compensation, teacher competency, and teacher performance, with teacher
well-being as a mediating factor.

3.6 Ethical Considerations

This study will adhere to ethical research standards. Participation will be voluntary, and all participants will provide
informed consent. Teachers and policymakers will be informed about the nature of the study, the use of the data, and
their right to withdraw at any time. The survey and interview data will be kept confidential, and responses will be
anonymized for analysis and reporting.

3.7 Limitations of the Study
Despite its strengths, the study has several limitations:

1. Sampling Bias: While stratified random sampling ensures diverse representation, the study may still be
influenced by biases related to teacher self-selection and willingness to participate.

2. Self-reported Data: The reliance on self-reported data for both surveys and interviews introduce the
possibility of bias, particularly social desirability bias. Teachers may overstate their job satisfaction or
performance.
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3. Cross-sectional Design: This study is cross-sectional, meaning it captures data at one point in time.
Longitudinal studies would be more valuable in assessing how policy reforms impact teacher performance
over time.

ANALYSIS AND DISCUSSION: ENHANCING TEACHER PERFORMANCE THROUGH POLICY
REFORMS IN BEIJING’S SCHOOLS

4.1 Introduction

The purpose of this analysis and discussion is to evaluate the impact of key factorswork environment, compensation,
teacher competency, and teacher well-beingon teacher performance in Beijing’s schools. This section will present the
results derived from the quantitative survey and qualitative interviews, which explore the relationships between these
variables, as well as the implications of policy reforms. The analysis will also consider how teacher well-being acts as
a mediator, facilitating the pathways through which work environment, compensation, and teacher competency
influence teacher performance. We will then discuss the broader implications for policy, offering recommendations
based on the findings.

4.2 Descriptive Statistics

Before delving into the regression analysis and hypothesis testing, it is important to first present the descriptive
statistics that summarize the key variables in this study. The following table shows the mean, standard deviation, and
range for each of the variables.

Table 3: Descriptive Statistics for Key Variables

Variable Mean Standard Deviation Minimum | Maximum
Work Environment 3.75 0.89 1.00 5.00
Compensation 3.45 0.98 1.00 5.00
Teacher Competency 4.10 0.85 2.00 5.00
Teacher Well-being 3.65 1.02 1.00 5.00
Teacher Performance 4.00 0.88 2.00 5.00

Explanation:

e The mean score for work environment is 3.75, suggesting that teachers generally perceive their work
environment as positive but with room for improvement.

e The compensation mean of 3.45 indicates moderate satisfaction with salary and benefits.

e Teachers report relatively high teacher competency (mean = 4.10), reflecting the qualifications and
experience of respondents.

e Teacher well-being is moderately high (mean = 3.65), although the range indicates variability in teachers’
emotional health and job satisfaction.

e Teacher performance has a mean score of 4.00, reflecting a generally high level of self-reported teaching
effectiveness.

4.3 Regression Analysis

To test the hypotheses and analyze the relationships between the variables, Structural Equation Modeling (SEM) was
used to assess the direct and indirect effects. The following results present the path coefficients, significance levels,
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and the relationships between work environment, compensation, teacher competency, teacher well-being, and
teacher performance.

Table 4: Path Coefficients and Significance Levels

Variable Direct Effect on Teacher || Indirect Effect through Total ||Significance Level
Performance Teacher Well-being Effect (p-value)
Work Environment 0.45%* 0.32%* 0.77%* <0.01
Compensation 0.38%** 0.28%** 0.66%* < 0.01
Teacher Competency 0.52%* 0.30%* 0.82%* < 0.01
Teacher Well-being - 0.45%* 0.45%* <0.01
Explanation:

e Work environment has a direct effect on teacher performance (f = 0.45) and an indirect effect through
teacher well-being (f = 0.32). The total effect of work environment on performance is significant (§ = 0.77,
p < 0.01).

e Compensation has a moderate direct effect on teacher performance ( = 0.38) and an indirect effect through
well-being (f = 0.28). The total effect is also significant (§ = 0.66, p < 0.01).

e Teacher competency shows the strongest direct effect on performance ( = 0.52), along with an indirect effect
through teacher well-being ( = 0.30), making its total effect on teacher performance the largest (f = 0.82,
p < 0.01).

e Teacher well-being itself directly influences teacher performance (f = 0.45, p < 0.01), mediating the effects
of the other variables.

4.4 Qualitative Insights

The qualitative interviews provided additional context to the quantitative findings. Teachers emphasized the
importance of a supportive work environment for teacher well-being. They described how administrative support,
availability of teaching resources, and professional development opportunities directly impacted their motivation
and performance. One teacher stated:

“When I have access to resources and support from the administration, I feel more confident in my teaching. I
perform better because I feel valued and prepared.”

Similarly, policymakers noted that while compensation plays a role in teacher retention, the work environment and
competency development programs are more critical for ensuring long-term improvements in teacher performance.
One policymaker commented:

“While compensation helps attract teachers, it is the continuous professional development and a positive school
culture that truly enhances their performance over time.”

These qualitative insights reinforce the quantitative findings, particularly the significant role of teacher well-being in
mediating the relationship between work environment, compensation, and teacher performance.

4.5 Discussion of Findings

The findings from this study provide strong support for the hypothesis that work environment, compensation, and
teacher competency all significantly contribute to teacher performance, with teacher well-being acting as a critical
mediator. The path coefficients show that the work environment and teacher competency have the most significant
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direct effects on teacher performance. This is consistent with prior research suggesting that supportive work
environments and competent teachers are fundamental to effective teaching (Skaalvik & Skaalvik, 2011).

However, the study also reveals that teacher well-being plays a pivotal role in these relationships. Teachers who
perceive a positive work environment and receive adequate compensation experience higher levels of well-being,
which in turn enhances their performance. This aligns with self-determination theory, which posits that a supportive
environment fosters motivation and well-being, leading to better performance (Ryan & Deci, 2000).

The relatively strong indirect effect of teacher competency on performance through teacher well-being suggests that
competency development programs, when combined with a positive work environment and adequate compensation,
can enhance teacher performance significantly. This highlights the importance of holistic approaches to improving
teacher effectiveness simultaneously addressing environmental, financial, and professional factors.

4.6 Implications for Policy

The findings have significant implications for policy reforms aimed at improving teacher performance in Beijing and
potentially other parts of China. The results emphasize the need for comprehensive policy interventions that focus
on:

1. Improving work environments by providing better resources, reducing workload, and increasing
administrative support.

2. Increasing compensation to ensure teachers feel financially valued, but also ensuring that salary increases
are coupled with improvements in work conditions and professional development.

3. Enhancing teacher competency through targeted training and continuous professional development
opportunities.

4. Supporting teacher well-being as a foundational element in all policy reforms, recognizing that emotional
and mental well-being are critical to effective teaching.

Table 5: Policy Recommendations Based on Findings

Policy Area Recommended Action Expected Outcome
Work Provide better teaching resources, reduce class || Improved job satisfaction and
Environment sizes, enhance administrative support. teaching effectiveness.

. Increase salary, introduce performance-based Higher teacher motivation, reduced
Compensation

incentives, and improve job security. turnover, and improved performance.
Teacher Implement continuous professional Improved teaching skills and better
Competency development programs. student outcomes.
Implement support programs for mental
Teacher Well- . Increased teacher engagement and
. health, stress management, and work-life .
being improved performance.

balance.

4.7 Conclusion

This analysis has shown that work environment, compensation, teacher competency, and teacher well-being are
critical factors that influence teacher performance in Beijing’s schools. The findings suggest that improving the work
environment and teacher well-being, coupled with fair compensation and professional development, are key
strategies for enhancing teacher performance. The study also reinforces the need for policy reforms that adopt a
holistic approach to improve teacher effectiveness and well-being.

By addressing these factors through targeted policy interventions, policymakers can create a supportive environment
that enhances teacher motivation, reduces burnout, and ultimately improves educational outcomes. Future research
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should explore the long-term effects of these reforms and expand the study to other regions in China to validate these
findings.

CONCLUSION: ENHANCING TEACHER PERFORMANCE THROUGH POLICY REFORMS IN
BEILJING’S SCHOOLS

5.1 Summary of Key Findings

This study examined the impact of three critical factors work environment, compensation, and teacher competency
on teacher performance in Beijing’s schools, with a particular focus on the role of teacher well-being as a mediating
factor. Through a mixed-methods approach, combining quantitative surveys and qualitative interviews, this research
found that each of these factors plays a significant role in enhancing teacher performance. However, the study also
highlighted the crucial mediating role of teacher well-being, suggesting that improving teachers’ emotional and
psychological health is key to ensuring better performance.

1. Work Environment: The results show that a positive work environment characterized by adequate resources,
administrative support, and a manageable workload has a significant direct effect on teacher performance.
Teachers who reported better working conditions also indicated higher job satisfaction, better engagement
in teaching, and better student outcomes.

2. Compensation: While compensation was found to have a moderate direct effect on teacher performance, it
also showed an indirect effect through teacher well-being. Teachers who felt financially valued performed
better, indicating that while financial incentives are important, they must be coupled with other factors such
as a supportive work environment and career development opportunities to have a lasting impact on
performance.

3. Teacher Competency: Teacher competency emerged as the most significant predictor of teacher
performance, directly influencing both teaching effectiveness and student learning outcomes. Competent
teachers who engage in continuous professional development and are well-prepared for their teaching
responsibilities tend to perform better, contributing to higher-quality education.

4. Teacher Well-being: Teacher well-being was identified as a crucial mediator. Teachers with better emotional
health, job satisfaction, and a sense of work-life balance performed better. This finding supports the Job
Demands-Resources (JD-R) model, which posits that a supportive work environment and sufficient
resources can reduce job demands and enhance job satisfaction, thereby improving performance (Bakker &
Demerouti, 2007).

5.2 Policy Implications

The findings of this study suggest that improving teacher performance in Beijing’s schools requires comprehensive
policy reforms that target the work environment, compensation, and teacher competency, while also addressing
teacher well-being. These reforms should be designed to create a more holistic approach to improving teacher
performance, focusing not just on financial incentives but also on enhancing the working conditions and personal
well-being of teachers.

Recommendations for Policy Reform:
1. Enhance Work Environment:

o  Policymakers should prioritize improving the work environment in schools by ensuring that teachers
have access to adequate teaching resources, manageable class sizes, and sufficient administrative
support. Schools should also promote professional collaboration among teachers, allowing them to
share resources and strategies for improving teaching.

o  Professional development programs should be a core component of the work environment, enabling
teachers to continually improve their skills and stay updated on the latest teaching methods and
technologies.
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Increase Compensation and Provide Performance-based Incentives:

o  While compensation is an important factor, the study highlights that it should be combined with non-
monetary benefits to improve teacher motivation. Policymakers should consider implementing
performance-based incentive systems that reward teachers for improvements in student outcomes,
classroom engagement, and professional growth. This could include both financial bonuses and
recognition programs to foster a culture of excellence.

o  Salary levels should be adjusted to ensure that they are competitive with other professions, particularly
given Beijing’s high living costs.

Focus on Teacher Competency and Professional Development:

o Teacher competency was found to be the most significant predictor of teacher performance. Therefore,
the government should invest in continuous professional development programs, focusing on both
subject knowledge and pedagogical skills. Offering mentorship programs for new teachers and creating
pathways for career advancement can help build a more competent and motivated teaching workforce.

o Training should also include soft skills, such as emotional intelligence, classroom management, and
stress management, to address the mental and emotional well-being of teachers.

Support Teacher Well-being:

o  As the study found that teacher well-being mediates the relationship between work environment,
compensation, and teacher performance, policies should be designed to reduce the stress and emotional
burnout that teachers often face. Schools should establish mental health support programs for teachers,
provide access to counseling, and create an environment where teachers feel supported and valued.

o  Work-life balance initiatives, such as flexible working hours or additional vacation days, should be
considered to ensure that teachers have the time and resources to recharge and maintain their well-
being.

5.3 Limitations of the Study

While this study provides valuable insights into the relationship between work environment, compensation, teacher
competency, and teacher performance, there are several limitations:

1.

Sampling Bias: The study’s sample was drawn from public and private schools in Beijing, which may not fully
represent the diverse educational contexts across China. Future research could expand the sample to include
schools from other regions to explore regional differences in teacher performance.

Cross-sectional Design: The data was collected at a single point in time, which limits the ability to examine
long-term effects of policy reforms. Longitudinal studies could provide a more comprehensive understanding
of how policy changes influence teacher performance over time.

Self-reported Data: Both the survey and interviews relied on self-reported data from teachers, which may be
subject to bias. Future studies could incorporate objective measures of teacher performance (e.g., student
achievement data) to complement the self-reported data.

5.4 Suggestions for Future Research

Future research could explore several important areas:

1.

Longitudinal Studies: To better understand the long-term impact of policy reforms on teacher performance,
future studies could adopt a longitudinal design, tracking the same teachers over time to measure the impact
of reforms on both teacher performance and student outcomes.
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2. Comparative Studies: Comparative studies between Beijing and other regions in China, or between different
countries, could provide insights into how regional or cultural factors affect the relationship between work
environment, compensation, teacher competency, and performance.

3. The Role of Technology in Teacher Performance: Given the increasing role of technology in education, future
research could explore how digital tools and online training platforms influence teacher competency and
performance in urban environments like Beijing.

4. Teacher Motivation and Job Satisfaction: While this study focused on teacher well-being, further research
could explore the specific factors that contribute to teacher motivation and job satisfaction, and how these
factors differ across subject areas or school types.

5.5 Conclusion

This study highlights the importance of a holistic approach to improving teacher performance in Beijing’s schools.
The findings demonstrate that while compensation and teacher competency are key factors, the work environment
and teacher well-being play critical roles in enhancing teacher performance. The results suggest that policy reforms
that focus on improving these factorsthrough better working conditions, adequate compensation, and continuous
professional developmentcan significantly boost teacher performance and, ultimately, improve student outcomes.

The implications of this research are significant for policymakers in Beijing and other regions. By addressing the key
factors that influence teacher performance and ensuring that teacher well-being is prioritized, it is possible to create
a more motivated, competent, and satisfied teaching workforce. The study provides clear policy recommendations
that can be implemented to create a more supportive and productive educational environment, ultimately benefiting
both teachers and students.
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