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Abstract

At present, young and mid-aged teachers account for a substantial proportion
in the teaming staffs at private colleges and universities. Young teachers are
the core of the development of private colleges and universities, so it is ex-
tremely urgent to apply the modern human resource management concept to
reform the private colleges and universities. This paper analyzes the problems
existing in the construction of the current private colleges and universities,
and proposes a point-based evaluation system for young teachers. By com-
bining the evaluation system and the compensation system, we will stimulate
the behavior of teachers with competitive advantages, promote the develop-
ment of young teachers, and maximize the value and value-added of teachers.
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1. Introduction

After more than 30 years of development, private colleges and universities have
become an important part of higher education in China. From the perspectives
of the number of schools, the scale of running schools, and the characteristics of
running schools, private colleges and universities have made great progress and
achievements, and the pattern of complementary and coordinated development
with public universities has basically taken shape. From the beginning of school
to the growth and development, on the core problem for all universities rely is
quality. Quality is the lifeline of higher education. The key to improving the

quality of running a school is the teacher. The construction of the teaching team
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is the key. The overall level of the teaching team marks the level of running a
university and is also a key factor in determining the quality of student training.
French educator Durkheim E. said: “The success of education depends on the
teacher, and the unsuccessful education depends on the teacher.” Without
teachers, a school cannot be formed; without a high-quality teaching team, there
is no high-quality school quality. Therefore, teachers bear the important respon-
sibility and important mission of running a satisfactory education for the coun-
try and the people.

However, due to the late start of our private colleges and universities, the fa-
culty presented a “dumbbell” status, which is the irrational age structure of “old”
and “less” teachers. Young teachers are the backbone of private colleges and
universities [1]. At present, the problems existing in the teaching staff of private
colleges and universities are mainly in the following aspects.

1) Unreasonable Academic Degree and Title Structure of Teachers at Private
Colleges and Universities.

At the beginning of the private colleges and universities, the faculty mainly re-
lied on the part-time teachers of public universities to develop on the basis of
“nothing”. Due to the environment of talent introduction and the influence and
constraints of various factors, the education, professional title and age structure
of the private colleges and universities are unreasonable. The main body of the
full-time faculty is mainly composed of undergraduate and graduate students
who have just graduated. The skills and experience of teachers need to be accu-
mulated for a long time. The other part is the retired old teachers of public uni-
versities, who have basically passed the peak of creative work. The young and
middle-aged backbone teachers are seriously deficient, and high-level talents
with high academic qualifications such as doctoral students are scarce [2].

2) Scientific Research Needs to Be Further Promoted among Young Teachers.

Scientific research is one of the basic tasks of university teachers. It is difficult
to do a good job in teaching without university teachers [3]. The combination of
teaching and research is necessary to accelerate the professional growth of young
teachers. Through scientific research and engineering practice, it is possible to
improve the academic level of young teachers and the ability to develop new
technologies, and to achieve “combination” and “use of freedom” in theoretical
teaching, thereby improving classroom teaching. In many cases, the young
teachers of private colleges and universities are engaged in scientific research ac-
tivities at a spontaneous stage. At the institutional level, scientific research work
requirements have not yet been formed, which has greatly restricted the im-
provement of young teachers’ scientific research capabilities.

3) Young Teacher Evaluation System Is Relatively Lagging Behind.

The teacher management system of private colleges and universities is insuffi-
ciently motivated for the development of young teachers. In the process of de-
signing and implementing the training and development system for young
teachers, there is a lack of targeted incentives for the diverse development re-

quirements of young teachers of different professions. In addition, the current
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customary practice of private colleges and universities is to promote young
teachers to participate in training through policy and administrative means, and
to stipulate what training should be attended by young teachers. Teachers have
lost their subjective initiative and creativity by obeying the instructions from the top
down and from the outside. They have not changed “want me to develop” to “I want
to develop” and have not fully exerted the right to choose self-development. At the
same time, some evaluation systems do not meet the development needs of
young teachers. This not only fails to motivate them, but instead binds young
teachers and runs counter to the professional development expectations of
young teachers [4].

4) The Task of Cultivating Young Teachers Is Arduous.

In the private colleges and universities, especially the age structure presents a
“dumbbell” status. The proportion of young teachers is very large. Objectively, it
is necessary to increase investment in this area, attach importance to the profes-
sional development of young teachers, and strengthen the training of young
teachers, accelerate the process of the growth and development of young teachers.

The above problems and the existence of contradictions are the necessary
stages in the process of reform and development of private colleges and univer-
sities. Only by transforming concepts, becoming problem-oriented and syste-
matically studying countermeasures can the problems be effectively resolved
fundamentally. The construction and management of young teachers is a prob-
lem that private colleges and universities are moving toward higher strategic
goals, and the evaluation of young teachers is an important means to promote
the development of young teachers. The point-based system is to use the points
(points and deductions) to comprehensively quantify the human ability and
comprehensive performance, and use software records and permanent use [5].
Generally speaking, the point-based system management refers to the use of
points for the management of customers [6]. The point-based system mentioned
in this article refers to the management of the evaluation system for young
teachers. Using the points to measure the self-worth of young teachers reflects
and assesses the comprehensive performance of people, and then links various
welfare and material benefits with points. Young teachers with high scores can
get more benefits and even resolve future affiliation in order to achieve the pur-
pose of motivating young teachers, and fully mobilize the enthusiasm of young
teachers. The author believes that it should be effective. solutions by reforming
the professional development evaluation system for young teachers, combining
the incentive mechanism, re-establishing the system, improving and perfecting
the evaluation system for the professional development of young teachers, and
gradually forming a long-term mechanism for the development and training of

young teachers [7].

2. Basic Thought of Point-Based Evaluation System

Opverall, the reform of the system to evaluation the professional development of
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young teachers at private colleges and universities should reflect the thought of
“teaching-oriented, focusing on development, strict evaluation, quality assur-
ance, contribution-based, more rewards for more work, and better rewards for
better work” to encourage young teachers to be proactive.

Private colleges and universities should undertake the main task of cultivating
young teachers. It is necessary to put young teachers in the top priority and ef-
fectively launch specific and scientific strategies and methods that are in line
with the development trend of education [8]. The responsibility system for
training young teachers should be implemented. All functional departments
should work closely together to clarify their responsibilities and build a
large-scale training system for young teachers. Under the premise of fairness and
justice, the distribution system should be inclined to young teachers as much as
possible, support young teachers to carry out teaching research and scientific re-
search in combination with professional development, support them to partici-
pate in social practice and social services, and effectively solve the problems en-
countered in their professional development.

With “teachers’ quality oriented, based on teaching, focusing on scientific re-
search, rooted in development” as the basic requirement, insist on both quality
and talents, focus on the ability, performance and achievements to evaluate
young teachers. Adhere to the problem orientation and solve the practical prob-
lems as the starting point; follow the combination of personal growth and edu-
cation rules, comprehensive assessment and highlighting, combined develop-
ment evaluation and reward and punishment evaluation, scientifically formulate
young teacher evaluation system, and promote the development of young teach-
ers to high level [9]. Thus, convert the situation in which young teachers are less
motivated in teaching and carrying out scientific research with unclear profes-
sional development goals.

To build a private colleges and universities point-based evaluation system, we
must define the following two concepts. Young teachers: According to the statis-
tics of the Ministry of Education on education, young teachers refer to full-time
teachers who are specialized in teaching and research in colleges and universities
and are under the age of 40. Integral factor: The integral factor here is not an
integral factor in the mathematical field, but is based on the need to solve prac-
tical problems in the work. Simple analysis is to set certain indicators as factors,
and assign corresponding score values to the factors. The integral is the accu-
mulation of factor scores. The purpose of setting up the integral factor is to
quantify the implementation of the assessment system and make the assessment

more scientific.

3. Specific Implementation of the
Point-Based Evaluation System

3.1. Integral Factor Setting

Strive to form a normal management system focusing on the construction and
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planning of the team of young teachers, based on the assessment of young
teachers’ quality, post competence and ability, practical exercises at enterprises
and improvement of abilities so as to improve young teachers’ political quality
and their academic spirit. In order to reflect the objectivity and operability of the
evaluation system, the author sets the integral project, including teacher morali-
ty, teaching, scientific research, social service, etc., refines the object of the
integral project into the integral factor, and quantifies the corresponding integral
factor. Young teachers learn to make progress, earn points, and quantify the
points. The points are accumulated to get the total points. The integral factor is
integrated according to a school year, and the scores of the young teacher evalu-
ation integral factors are shown in Table 1 (Data from the Department of Hu-
man Resources of South China Business College of Guangdong University of
Foreign Studies).

3.2. Point-Based Evaluation Method

1) Evaluation Organization and Implementation.

Set up a leading group for evaluation work, comprehensively guide and im-
plement the professional development and training evaluation of young teach-
ers, and directly responsible for guiding, assessing and supervising the evalua-
tion work. Each secondary teaching unit shall set up a corresponding evaluation
team to be responsible for the evaluation of the actual scores of the points of the

young teachers in the department.

Table 1. Young teachers’ evaluation integral factor setting table.

Category of Points Point Items

Score of Points
Details of Points
3 2 1

Teachers’ quality ~ Papers of teachers’ quality ~Participated in the provincial teacher’s essay and win award 1 Class 2™ Class 3™ Class

Teaching competition

Teaching team
Teaching Teaching and research

project
Guiding students

Teaching and research
project

Teaching and research team

Scientific Research L
Paper publication
Patent

Software copyright

Social Services Horizontal project

Participated in provincial teaching competitions and win

1" Class 2" Class 3" Class
awards

Participate in teaching teams at all levels and is approved =~ Provincial Municipal Collegiate

Presided over the application of the teaching and research L . X
K K Provincial Municipal Collegiate

project and is approved

Instruct students to participate in provincial and above

competitions

1" Class 2" Class 3" Class

Presided over the declaration of scientific research projects L . X
. Provincial Municipal Collegiate
and is approved

Participate in scientific research teams at all levels and get Lo . .
Provincial Municipal Collegiate

projects
Calculated according to each published paper Grade A GradeB GradeC
Calculated per patent Grade A GradeB  GradeC

Each software copyright is calculated according to the

- - d
patented Grade C Grade C

Calculated according to the school budget, able to
300,000 200,000 100,000
accumulate
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The professional development and training of young teachers takes activities
as the carrier and promotes the overall optimization of the young teachers team
[10].

a) Teacher’s morality and construction activities. Carry out the theme activi-
ties of teacher morality and style construction, and mobilize young teachers to
strengthen their ideals and beliefs in the form of teacher’s morality report, public
service, integrity record, and essays, and keep up with the times and be brave in
innovation.

b) Teaching promotes professional development activities. Implementing the
“Teacher and Apprentice Pairing” campaign, through targeted “taking the old
and bringing new, passing on the band” work, preaching and teaching, helping
new teachers to grow as soon as possible. Support young teachers to use the hol-
idays to carry out job training or participate in collaborative project research and
development work in various enterprises and institutions, enrich work expe-
rience and practical experience, and enhance teaching and research capabilities.

¢) Organizing teaching competitions and conducting teaching and research
activities. Organize demonstration classes, lectures, lectures, assessments and
other activities, as well as evaluation activities such as syllabus, courseware, les-
son plans, classroom teaching and other teaching links.

d) Relying on the scientific research department to organize scientific research
and social services. Support young teachers to declare scientific research topics
at the school, municipal, provincial and national levels. Through research, learn
about cutting-edge information, update subject knowledge, and continuously
improve the teaching and research capabilities of young teachers.

e) Establish a professional teaching team, a team of innovative and entrepre-
neurial instructors, and give full play to the team’s advantages.

f) External training and continuing education. Organize young teachers to
participate in training and continuing education sponsored by the education
authorities and associations to understand the academic frontiers of the discip-
line. Strengthen the study of educational theory and education policy, strengthen
the study of professional basic theory, carry out project cooperation research,
broaden the knowledge and improve the academic level.

2) Evaluation Procedures.

The evaluation of young teachers is organized and evaluated by the school
evaluation leadership working group, and the teacher’s personal debriefing and
professional development performance display, expert review. After the results
of the assessment are published, the school confirms the results of the assess-
ment. The evaluation process is as follows:

a) The teacher summarizes and fills out the assessment form, and submits all
supporting materials to the teaching unit for review.

b) The teaching unit shall conduct a review according to the materials sub-
mitted by the teacher. If there is any error, return it to the teacher for verifica-

tion; if it is correct, submit the materials to the Academic Affairs Office, the
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Scientific Research Office, the Student Office and other functional departments
for review.

¢) The functional department reviews and submits it to the personnel office
for review.

d) After review by the Personnel Office, submit it to the evaluation leadership
working group.

e) The evaluation leadership working group organizes teachers to conduct
personal presentations and performance presentations, and organizes expert re-
views.

f) The results of the evaluation are publicized.

g) After the results are publicized without objection, the school confirms the
results of the evaluation.

3) Use of Evaluation Results.

Learn from the “point household system” practice, and implement the
“point-based salary adjustment”. The points earned by the young teachers can be
applied for the salary according to the points [11], and the school rewards the
teachers according to the standard of 200 points per point. Of course, depending
on the economic strength of the school itself, 1 point can be awarded a bonus of
300 yuan or 400 yuan, or even higher. The integration period is one academic
year. During the evaluation period of one academic year, the average of the
points of all young teachers is calculated. For young teachers above the average
value, the school may consider raising their salary by one level. Young teachers
below the average value are maintained the original salary level and participate
in the next year’s point evaluation.

4) Settlement of Evaluation Disputes.

If the teacher himself disagrees with the evaluation results, he may file an ap-
peal or reconsideration application with the Personnel Office or the evaluation
leading group during the publicity period of the evaluation results. The school
will review the situation according to the situation and reply within 10 working

days.

4. Problems to Be Solved in the Point-Based Evaluation System

From the perspective of the subject of evaluation, the development goals of
young teachers themselves must be clear. Although external factors are impor-
tant, if you want to make breakthroughs in academics, you still have to rely on
the unremitting efforts of young teachers. Young teachers should have a sense of
responsibility and mission for good teaching and academic successors, and must
have an objective and scientific evaluation and analysis of themselves; It is ne-
cessary to continuously enhance self-confidence, establish lofty ideals and ambi-
tions, be brave in researching and be good at researching; be humbly learn from
middle-aged and old-aged teachers, and make clear their own professional and
academic development directions on the basis of their predecessors, and develop

according to the situation and social needs. Make timely adjustments; properly
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handle the relationship between teaching and research, the relationship between
immediate work and long-term development, the relationship between individ-
ual efforts and teamwork.

It is necessary to adhere to the unity of “quantity” and “quality” and accurate-
ly grasp the relationship between “quantity” and “quality”. The requirement of
“quantity” must be based on “quality”. If the “quality” is sacrificed, only the re-
quirement of “quantity” is bound to be the result of the reverse of the end of the
present [12].

Schools should balance the relationship between teaching and scientific re-
search. In addition to objectively and reasonably evaluating the performance and
contribution of young teachers, young teachers should be given a certain degree
of freedom to fully develop their personal goals through ability assessment to
achieve maximum support for this evaluation system.

It is necessary to adhere to the scientific concept of development and the con-
cept of talents. It is necessary to encourage some outstanding young teachers to
produce high-quality achievements, improve the mechanism that encourages
outstanding talents to stand out, and maximize the flexibility of private colleges
and universities. At the same time, it is necessary to reform the teacher’s salary

system as a supporting policy.

5. Conclusions

After objective analysis and evaluation, the young teachers’ point-based evalua-
tion system can achieve the following expected effects: 1) it can play a better
guiding role. The rules and regulations have a basic authority status within an
organization. Private colleges and universities have developed a management
system suitable for themselves through active exploration and reform, which
must have guiding significance and guiding role. 2) Determine the professional
development integral factor of young teachers, give the actual meaning of the
integral factor, and establish the method of points and salary conversion. 3) The
idea that can truly reflect the benefits of more works and more rewards, and to a
certain extent, stimulate the enthusiasm of young teachers.

In summary, in a certain period of time, young teachers’ point-based evalua-
tion system can effectively promote the construction of private colleges and uni-
versities, enabling young teachers to grow up as soon as possible and truly be-

come the backbone of private colleges and universities.
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