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ORGANIZATIONAL AND METHODOLOGICAL AND
PRACTICAL FEATURES OF THE STUDY OF THE RELATION
BETWEEN THE UNIVERSITY HIGHLY PRODUCTIVE LABOR
SYSTEM AND THE COMPETENCE OF THE TEACHER

Ai Bei,
acnipant, CyMchKuUiT HallilOHAABHMI arpapHuil yHiBepcuTeT
Ai LzyHci,

acnipanTt, CyMchKuUiT HallilOHAABHMI arpapHuil yHiBepcuTeT

OPTAHI3ALIMHO-METOAUYHI TA IPAKTUYHI OCOBAMBOCTI AOCAIAKEHHS 3B'SI3KY
MIXK VHIBEPCUTETCBKOIO BUCOKOIMPOAVKTUBHOIO CUCTEMOIO ITPAIII TA
KOMIIETEHTHICTIO BUKAAAAYIB

The scientific work is devoted to the analysis of organizational, methodological and practical
features of the study of the relationship between the university highly productive labor system and
the competence of teachers. The relevance of the article is due to the fact that a significant number
ofteachers are involved in the educational process at universities and colleges in China. Accordingly,
to ensure an effective human resources management system, it is necessary to clearly substantiate
the prevailing influence of factors on improving the competence and efficiency of teachers’work. It
is proved that the increase in labor efficiency corresponds to the organizational measures of human
resource management, abilities and motivation. In addition, the relationship between these three
variables affects the organizational component of the management process. It is substantiated that
in the process of managementthere is a close relationship between the process of managing labor
resources and the competence, motivation and achievements of teachers. Based on the results of a
survey based on data from 28 universities in China, a sample of data was made, which became the
basis for statistical analysis, the results of which showed a high level of correlation of such factors as
a highly productive work system, competencies and motivation of teachers. In addition to statistical
methods of analysis, for the objectivity of substantiating the conclusions, the provisions of Maslow's
hierarchy of needs theory were taken into account. Also, in the scientific work were investigated the
competence of teachers from four positions, namely: competence in the scientific field, basic
competence, pedagogical competence and competence in the field of social services. It has been
established that, thanks to their own efforts, scientific and pedagogical workers always strive to
improve the quality of teaching, the educational process and the level of their own scientific potential.
In the context of the issues under study, evidence was obtained that the leadership of universities
and colleges in China creates appropriate conditions for teachers for development (equal working
conditions, financialincentives for professional development, promotion of scientific potential).

HaykoBa npaus npucesyeHa aHani3y opraHisaliiHo-MeTo4n4YHNX Ta NpaKkTUYHNX 0Co61MBocTen
AOoCNig)KeHHS 3B 13Ky MiXX YHiBepCUTEeTCbKOIO BUCOKONPOAYKTUBHOIO CUCTEMOIO rpaLli Ta KOMMNeTeHT-
HicTIO BUknagadiB. AKTyasibHiCTb CTaTTi 06yMOB/IeHa TUM, LL|O B YHiBepcuTeTax Ta konegxax Kuraio

\\\\\\\\\\\\NW@ IHBecTuuli: npaksTKa TQ gocsig e 1 9—20/2028




/

N

A0 OCBITHBOIO npouecy 3ajiy4eHO 3HaYyHy KinbkicTb Buknagadvis. BignoeigHo, ans 3abe3ne4yeHHs
AieBoi cucremu ynpasiiHHS TPyA0OBUMU pecypcamMm, HeobXigHe 4iTke o6rpyHTyBaHHS nepeBaXkaio-
Yoro Br/inBy pakTopiB Ha NiABULLEHHS KOMNEeTEeHTHOCTIi Ta epeKTUBHOCTI npavi Buknagadyis. [jose-
AEeHOo, Lo niasuLyeHHs e(peKTUBHOCTI npaLji KopecrioHAYETbCS 3 OpraHi3ayiiHuMu 3axogamu yrnpas-
JIiHHS JIIOA4CbKUMU pecypcamu, 34i6HoCcTaMu Ta MoTuBauieto. Kpim Toro, B3aeMo3B'930k MiXk 3a3Ha-
YeHUMU TPbOMa 3MIHHUMU 34ilAiCHIOE BIJINB Ha OpraHi3aLliiiHy KOMMOHEHTY yrpaBJliHCbKOro rpoLe-
cy. O6rpyHTOBaHO, WO B NpoLeci ynpaBJiiHHS iCHY€E TiCHWUI 3B'930K MiXk NpoLecoM yrnpasB/liHHS TPY-
AOBUMU pecypcamMu Ta KOMMNETEHLi€0, MOTUBAaLi€l0 Ta AOCArHeHHsIMU BUKk/iagadis. 3a pesynbrata-
MU aHKeTyBaHHSI, sike 6a3yBasiocsl Ha aaHunx 3 28 yHiBepcuTteTie Kutaio, 6yno 3givicHeHo BUbipky Aa-
HUX, sIKi CTasin OCHOBOIO AJ1s1 NPOBEeAEeHHSI CTaTUCTUYHOIO aHani3y, pe3y/ibTaTty sIKOro 3acBig4vnnu
BUCOKUN piBeHb KOpensuii Takux ¢pakTopiB, Sk BUCOKOINPOAYKTUBHA CUCTeMa npawi, KoMmrneTeHuii Ta
MoTuBauisa Buknagadis. Kpim cratucrnyHnx meroais aHanisy s 06 eKTUBHOCTi OOrpyHTYBaHHSI BUC-
HOBKIB, 6YJ10 BpaxoBaHO roJIoXeHHs Teopii iepapxii norpe6 Macnoy. Takox B HaykoBiii npaui 6yno
AOCNIfKEeHO KOMMNEeTEeHTHICTb BUK1aaaydiB 3 HOTUPbOX NO3uLii, a came: KOMNETEeHTHICTb B HaYKOBIN
cepi, 6a30Ba KOMNETEHTHICTb, NegaroriyHa KOMMNEeTeHTHICTb Ta KOMNeTeHTHICTb y cpepi couianb-
HOro o6csiyrosyBaHHsi. BctaHoBNEeHO, WO 3aBASKN BJIACHUM 3YCWINIIM, HaYKOBO-neAarorivyHi npa-
LiBHUKW 3aBXXAN NparHyTh NigBULLNTY IKICTb BUK1aAaHHS, OCBITHbOIO NMPOLeCcy Ta piBeHb BJIaCHOIro
HayKkoBOro noteHyuiany. B koHTekcTi gocnigxysaHoi npobnemarukmn, 6ys0 oTpumMaHo 40Ka3u, Lo
KepiBHULTBO yHiBepCcUTETIB Ta kosiea)xis Kutaro cTBOpIOIOTb A1 BUK1aAadiB HaseXXHi yMOBU AJ1s1 pO3-
BUTKY (piBHIi yMOBM npaui, maTepiasibHe CTUMYJTIOBaAHHS MPOQECiiHOro po3BUTKY, CIIPUSIHHSI PO3BUT -
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KY HayKOBOro noTteHuiasy).

Key words: high-performance work system, competency, motivation, teachers, human resource management.
KnrouoBi cnoBa: cucmema BucokonpodykmuBHoi npayi, komnemexnmHicmes, momuBayis, Bukaadayi, ynpaBiiHHs

JI0OCLKUMU Pecypcamu.

INTRODUCTION

In 1995, Huselid first proposed the existence of an
optimal human resource management model, which is
conducive to maximizing organizational performance [1].
From the perspective of "behavior" in the research of
human resource management, it is believed that the human
resource management system will ultimately achieve the
organizational goals by promoting the desirable behavior
of employees [2]. There are a large number of university
teachers in China, but there are some problems such as
low efficiency and few scientific research achievements.
The competence and achievement motivation of university
teachers are important factors that affect their work
efficiency. Therefore, itis necessary to further explore how
the high-performance work system can improve teachers'
competence by stimulating teachers' achievement
motivation. The result is of great significance to improve
teachers' competence and the efficiency of human resource
management in colleges and universities.

LITERATURE REVIEW

Scientists and scholars currently engaged in research
in this field mainly include: Jiang, K., Lepak, D. P., Hu, J.,
Baer, J. C. Ye Renmin, Wen Zhonglin, Zhang Lei, Hou Jietai,
Khilji, S.E., Wang, X.Y., Nishii, L. H., Lepak, D. P.,
Schneider, B., Liang, Rongcheng, Ma Silu, Rao Min, Cheng,
Bojin, Chen Peng, Chen Yusheng.

THE PURPOSE OF THE ARTICLE

The purpose of the article is to study the organi-
zational, methodological and practical characteristics of
the study of the relationship between the university's high-
performance work system and the teacher's competence.

THE MAIN RESULTS OF THE RESEARCH

The university high performance work system,
teachers' competence and achievement motivation are
mutually reinforcing. High performance human resource
management measures in universities promote teachers
to work hard and study hard by improving their
achievement motivation, thus improving teachers' post
competence.

A questionnaire survey was conducted with Chinese
university teachers as the survey objects, and the
convenient sampling method was used to select eight
provinces in the east (Shandong, Guangdong), central
(Henan, Hebei, Hubei) and west (Xinjiang, Sichuan,
Chonggqing) of China. Teachers from 28 universities were
the subjects of the study, and electronic questionnaires
were distributed to them. A total of 400 questionnaires
were recovered, of which 390 were valid, with an effective
rate of 97.5%.

A self-compiled university high-performance work
system questionnaire was used to evaluate teachers'
perceptions of the degree to which a high-performance
work system was implemented in the school. The ques-
tionnaire test topics include: teacher selection and
development, performance-related compensation,
information sharing, occupational safety and security,
equal working environment, five first-levelindicators and
24 second-level indicators. The respondents were asked
to answer based on their perceived level of compliance
with the school's situation. Choose from a total of 5
options from "Not at all" to "Completely”. The reliability
and validity of the scale were tested according to the data
collected from the scale. The overall a coefficient of the
questionnaire datais 0.967, and the a coefficient of each
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Table 1. High performance work system
questionnaire overall fit index

Table 2. Overall Fit Index Table of Teacher
Competency Questionnaire

Fit metrics X2/df | NFI | CFI | TIFT | TLI | PCFI |RMSEA
Reference <3 >0.9 [>0.9 |>09 |>0.9 |>0.5 [<0.08
Numerical value [2.111 ]0.882]0.908|0.908 | 0.894|0.793 |0.089

latent variable is greater than 0.96, so the
overall reliability of the questionnaire is very
good, the scale is very suitable for the

Fit metrics X2/df | NFI | CFI | IF1 | TLI | PCFI | RMSEA
Reference <3 >09 |>0.9 [>0.9 [>09 |>0.5 [<0.08
Numerical value [2.625 ]0.944[0.913]0.913{0.901|0.802|0.078

Table 3. The relationship between high-performance work
system, achievement motivation and teacher competency

purpose of this research, a.md canbe further Scientific s Teach Social
analyzed. Teacher selection and develop- Indicators Research asie A | Service
. Competency| Competency
ment, performance-related compensation, Competency Competency
. . . . 1 1 seksk sekosk seksk sdeksk
information sharing, occupational safety High Selection and 0.416 0.420 0.455 0.399
d it d | Ki R performance | Development
and security, and equal wor I.ng ENVIFON- | york system | Performance-based | 0.427%%% 0.434%%% 1 0.427%*% | (0.4]14%%*
ment have standard factor loadings of more Compensation
than 0.6, indicating that all the items in the Information Sharing [0.466%**  [0.439*** [0.431*** [0.426%**
scale are related to their Corresponding Occupational Safety |0.435%** 0.387*** 10.432%** 0.469%**
. and Security
;ar'ables‘ have good explanatory power. Equal Work 0.469%%* — [0.437%%% [0.441%** [0 425%**
rom the combmgd reliability and average Environment
variance extraction values, the minimum [Achievement |Pursuit of Success 0.333%%* 0.290%** [ (0.406*** | (.442%**
combined reliability CR of each latent |Motive _
Avoid Failure -0.023 -0.059 -0.043 0.035

variable is 0.8429; the AVE values are all
greater than the standard reference value
of 0.50. The overall fit index also achieved
the fit index (table 1). It can be seen that the scales used in
this questionnaire design have good convergent validity.

An assessment of teacher achievement motivation.
The Achievement Motivation Scale (AMS), compiled by
psychologists Gjesme and Nygard (1970) at the University
of Oslo, Norway, and revised by Ye Renmin and Hagtvet
(1992), uses a 4-point score. It is divided into two
dimensions: motivation to pursue success (Ms) and
motivation to avoid failure (Mf). According to Atkinson's
theory, the achievement motivation score (Ma) consists
of the pursuit of success score minus the avoidance of
failure score (Ma=Ms-Mf). The higher the score, the higher
the achievement motivation. According to the research
results of the scale revisers, the split-half reliability of the
scale was 0.77 (P < 0.01), and the validity was 0.58
(P < 0.01) [3]. Through the analysis of the data of this
study, the overall o coefficient of the scale datais 0.892,
and the a coefficient of each latent variable is greater than
0.9, so the overall reliability of the scale is very good and
can be further analyzed.

This research adopts the self-assessment question-
naire of university teachers' competence to evaluate the
competence level of teachers. The questionnaire test
topics include: basic competency, scientific research
competency, teaching competency and social service
competency four first-level indicators and 22 second-level
indicators. Through the analysis of the survey data, the
overall a coefficient of the questionnaire data is 0.953,
and the a coefficient of each latent variable is greater than
0.87, so the overall reliability of the questionnaire is very
good and can be further analyzed. The standard factor
loadings of the measurement items included in the variables
of scientific research competence, basic competence,
teaching competence, and social service competence are
all greater than 0.6, indicating that all the measurement
items in the scale have better performance for their
corresponding variables. interpretive ability. Judging from
the combined reliability and average variance extraction

Note: * * * indicates p <0.001.

Table 4. Relationship between high-performance
work system and achievement motivation

. Pursuit of | Avoid
Indicators .
Success Failure
Selection and development 0270 0.064
Performance-based compensation [ 0.196 0.060
Information sharing 0228 0.085
Occupational safety and security [0.2717 0.100
Equal work environment 02617 0.105"

Note: * * * indicates p <0.001.

values, the combined reliability CR of each latent variable
is at least 0.8903; the AVE values are all greater than the
standard reference value of 0.50. The overall fitting
indicators of the questionnaire all reached the adaptation
indicators (table 2). It can be seen that the scales used in
this questionnaire design have good convergent validity.

For correlation analysis, we used SPSS 17.0 statistical
software. For intermediary effect analysis, we used LISREL
8.7 statistical analysis software.

The data in table 3 shows that there is a significant
positive correlation between the five dimensions of the
high-performance work system and the four dimensions
of teacher competence; there is also a significant positive
correlation between the motivation to pursue success and
the four dimensions of teacher competence Positive
correlation; motivation to avoid failure was not related to
teacher competency.

The data in table 4 show that there are significant
positive relations between the five dimensions of high-
performance work system and the motivation to pursue
success, and between occupational security and equal
working environment and the motivation to avoid failure.

Because the high-performance work system and
teacher competence has a significant positive relationship,
and the pursuit of success motivation also has a significant
positive relationship, so we pursue the motivation of
success as the intermediary variable (W), with high
performance work system score independent variable (X),

IHBecTuyii: noaxtuka 1a gocsig V¢ 1 9—L20/2022
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Table 5. The intermediary role of pursuing
motivation in the relationship between high-
performance work system and teacher

competency
t P
Y=0.431X 13.084 0.000
W=2.597X 5.512 0.000
Y=0.371X 11.480 0.000
+0.023W 6.812 0.000

Table 6. The proportion of the intermediary
effect of pursuit motivation in the relationship
between high-performance work system
and teachers’ competency

Boot Boot Effect

Effect |Boot SE| 1 rr | grer | ratio

Direct Effect | 04082 [0.038 03333 |0.4824 | 94.80%

Indigo Effect| 0.0225 |0.0117 |0.0018 _|0.0479 |5.23%
Gross Effect |0.4306 0553 0366 |0.495

to teacher competence score dependent variable (Y),
through the method of regression to test the intermediary
effect.

The data in table 5 and table 6 indicate that the
motivation to pursue success has a partial mediating effect
in the relationship between high-performance work
systems and teacher competence, with a ratio of 0.023 /
0.431=5.23%.

Mediation effect means that the effect of Xon Y is achieved
through W, that is, W is a function of X and Y is a function of
W. Considering the effect of the independent variable X on the
dependent variable Y, if X affects the variable Y via W, W is
called the mediation variable [4]. Because there is a significant
positive relationship between high-performance work systems
and teacher competence, there is also a significant positive
correlation with the motivation for pursuing success. To test
the hypothesis of this study, the mediating effect of college
faculty achievement motivation between university high
performance work system and faculty competence. This study
in the motivation of success as the intermediary variable (W),
with high performance work system score independent variable
(X), teacher competence to the dependent variable (Y), by
testing the mediation effect, in order to verify the achievement
motivation in high performance work system and the
intermediary effect in the relationship between teachers'
competence.

First, the total score of the high-performance work
system examines its influence on the total score of the
teacher's competence, that is, whether the results of the
regression coefficient t-test are significant. As shown in
tables 5 and 6, the total score of the high-performance
work system had a positive effect on the teachers' total
teacher competency score, with a t-value of 13.084. Then,
achievement motivation was introduced as a mediation
variable. When the mediation effect test was introduced,
the result of the regression coefficient t-test of the
independent variables' influence on the mediation variable
was 5.512. This shows that the motivation to pursue
success plays a partial intermediary effect in the
relationship between high-performance work system and
teacher competence. The university work system and the
competence of teachers and the pursuit of success are
interrelated. The pursuit of success is the attribution of

teachers' competence to the university work system, that
is, the intermediary variable, which affects the direction
(positive or negative) and strength of the relationship
between the dependent variables and the independent
variables. Regression test indicated significant regression
coefficients, indicating a significant dynamic mediation
effect in pursuit of success.

The results of the relevant data analysis showed that,
there were significant positive associations between high
performance work systems and achievement motivation
and teacher competency, on the one hand, we tested the
hypothesis and motivation for achievement of this study,
there are significant differences in employee perception
of HM within the organization (Edgar & Geare, 2005), their
perception of HR practice (Khilji & Wang, 2006) or
attribution (Nishii, Lepak, & Schneider, 2008), will
ultimately affect their work behavior and performance [5],
high-performance work system plays a significant role in
teachers' competence [6]. On the other hand, the
"achievement need" was first proposed by Murry. Some
scholars have translated the need for achievement into
achievement motivation, namely the internal motivation
and psychological tendency to strive for excellence to
achieve higher goals. Demand is a necessary condition for
motivation, which is a necessary condition for all behavior
except reflecting behavior. Achievement motivation as an
internal driving force has an important influence on human
behavior. Achievement motivation plays an important
positive role in the development of teachers' competence.

Achievement motivation of measurement for further
understanding of the subject's personality, needs,
expectations and understanding attitude to success or failure,
as well as the possible behavioral consequences to cultivate,
training the correct understanding and attitude, improve the
efficiency of learning and work in the education of teachers
to take appropriate teaching methods, has a very important
practical significance. In this study, achievement motivation
had two dimensions of pursuing success and avoiding failure,
and the relationship between discussion and teacher
competence was analyzed from these two dimensions.
According to the analysis results, the achievement motivation
to pursue success has a positive predictor effect on the
teacher's competence, and presents a positive correlation,
while the achievement motivation to avoid failure has nothing
to do with the teachers' competence.

In this study, the four dimensions of scientific research
competence, basic competence, teaching competence and
social service competence were measured and analyzed.
According to the research results, both the high-
performance work system and the achievement motivation
have a significant positive correlation on teacher
competence. Among them, the equal working environment
has an obvious positive correlation on scientific research
competence, and the positive correlation of occupational
safety guarantee on social service competence. Further
research and discussion, high performance work system
five dimensions of teachers' scientific research ability,
basic ability, teaching ability and social service force put
forward higher standards, teachers' reasonable allocation
of humanresources, efforts to create a "suitable" working
environment, motivate the pursuit of success, boost
teachers improve work efficiency and competence.
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Teacher competency was positively correlated with
motivation to pursue success, not with motivation to avoid
failure. Achievement motivation has a significant positive
prediction effect on the behavior performance of teachers'
learning input, which can directly affect teachers' input
state, and ultimately affect teachers' competence. The
stronger the individual's motivation for achievement, the
more time and energy are often invested in learning related
skills to improve teachers' ability, thus improving teachers'
competencein[7].

The results of the correlation data analysis show that
the five dimensions of the high-performance work system
and the motivation to pursue success are significantly
positively correlated. This is because the aggregation of
high-performance work system, as a series of human
resource management practices toimprove organizational
performance, provides employees with extensive training,
targeted guidance and effective participation of
employees, enhances the sense of belonging and identity
to the organization, and improves the self-efficiency of
employees [8]. It can be found that the high-performance
work system takes organizational performance as the
primary service goal. Both the implementation of practice
and the improvement of performance are inseparable from
the development and utilization of human capital.
Employees can improve the performance of enterprises,
so it is a valuable resource for enterprises. Similarly, for
colleges and universities, in order to improve their teaching
competence, the setting of human resources practice in
schools must follow the objective development law of
teachers 'mental activities, which, as the driving force of
external behavior, can stimulate teachers' internal behavior
motivation. In this study, the high performance work
system of colleges and universities, on the one hand, the
selection and development of more competent teachers,
performance linked salary system can satisfy the teachers'
pursuit of a higher quality of life level, can improve the
enthusiasm of work, coupled with the sharing of
information platform can provide university teachers with
more teaching and academic resources, make teachers are
more willing to improve their participation in decision and
work input. Through their own efforts, teachers constantly
pursue high-quality teaching and high-level scientific
research achievements, hold up challenging jobs, improve
their attention, and stick to it. Colleges and universities,
on the other hand, provide teachers with equal working
environment and give professional security this is from the
perspective of strategic human resource management,
focus on the long-term sustainable development of college
teachers, can reduce the trouble back at home of teachers,
can secure to let teachers give full play to their own ability,
rich professional knowledge, improve personal ability.
While providing high-quality welfare and logistics support,
it also conveys the attention, respect, support and care of
colleges and universities to teachers, effectively meets
teachers 'needs for external conditions, and enhances
teachers' motivation to pursue success, so as to improve
their respective teaching competence. In addition, the high-
performance work system has a double-edged sword
effect, both a positive and sunny side, and also a negative
side, which has a problem of "degree", beyond a certain
limit, welfare will also become a disaster.

According to the results of this study, there is a
significant positive relationship between occupational
safety guarantee and equal working environment and the
motivation to avoid failure. When faced with good welfare
benefits and an equal working environment, college teachers
have to a degree along-term commitment from the school;
perceived safety and stability at work; the motivation to
avoid failure also increases; lower the pursuit of their own
performance; fear and fear of the possible consequences
of mission failure; unwilling to accept a certain degree of
risky and challenging tasks; more inclined to maintain an
avoidance attitude; have a negative impact on the innovation
and development of colleges and universities; if the degree
of occupational safety and equal working environment
provided by universities for teachers is low, college
teachers' achievement motivation level will be improved,
double up your efforts to improve your work performance,
thus to avoid the danger of being eliminated. Therefore,
colleges and universities should determine an appropriate
occupational security level in human resource practice [9].
On the one hand, the level of occupational security as an
important health factor should not be too high, otherwise it
will affect teachers 'achievement motivation, increase the
factors to avoid failure; on the other hand, the occupational
security should not be too low, otherwise it will not
encourage more bold challenging work, pursue higher
teaching and research achievements, increase university
teachers' work investment and happiness.

From another perspective, according to Maslow's
hierarchy of needs theory, several aspects of the university
performance system can be regarded as several levels of
needs. When the external lower level of professional equality
environment and occupational security meet will pursue a
higher level of selection development needs, and motivation
is on the basis of need, for teachers have different degrees
of external needs, corresponding will be converted into
different and motivate teachers' future behavior positive
motivation, also can see the five dimensions of performance
work system and the pursuit of successful motivation are
significant positive relationship.

The research results show that the high-performance
work system plays an important role in improving teachers'
competence. At present, colleges and universities not only
pay attention to teachers' competence, but also begin to pay
attention to the establishment of a high-performance work
system, so that college teachers with higher performance will
have ahigher level of competence. In the relationship between
high performance work system and teachers' competence,
the pursuit of achievement motivation plays the role of some
intermediary, namely high performance work system is to
some extent through the pursuit of achievement motivation
affect the teacher competence, reveals the achievement
motivation in high performance work system affect the
important role of teacher competence process. However, in
this study, when achievement motivation was introduced as
an intermediary variable, the teacher competency
improvement of the high-performance work system increased
compared with the previous role alone on the dependent
variable, indicating that teachers with high performance work
system universities also had a high level of achievement
motivation. It is because of the confidence and optimism of
college teachers that they want to achieve achievements more

IHBecTuyii: noaxtuka 1a gocsig V¢ 1 9—L20/2022
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often in their work. When the achievement motivation level
of college teachers increases, teachers will be encouraged to
do better than before, that is, they are willing to make
progress, pursue excellence, accept challenges, accept
personal responsibility, and strive to achieve successful in
work [10]. In this way, once college teachers can be
encouraged to establish a high-performance work system by
pursuing the achievement motivation of college universities,
the competence of college teachers will eventually be
improved. In the process of self-improvement drive, self-
improvement drive is a kind of through their own efforts, can
do acertain work, make certain achievements, soas towina
certain social status (or class status) need. It is satisfied by
winning a certain position. The motivation for the pursuit of
success is in line with the drive of self-improvement. In the
efficient work system, college teachers are encouraged to
fully reflect in the promotion of teachers to pursue success.
According to Harvard professor David McLelland,
competence distinguishes excellence in a job from the average
person. The motivation of success of intermediary variable
is a powerful part of competence. The importance that high
performance work system attaches importance to the
motivation of success will help college teachers to improve
their competence through their own efforts.

CONCLUSION

Universities should promote the improvement of
teachers 'work efficiency by implementing high-perfor-
mance work system and human resource management,
focusing on providing management services for teachers'
selection and development, performance-linked salary
management, information sharing, teacher occupational
security and creating an equal environment. If teachers feel
the scientific human resource management of the high-
performance work system, their motivation for success
will be relatively high. They will improve their job
competence through continuous learning and work
practice. In this way, a virtuous circle will be formed to
promote the realization of university education and
teaching, scientific research and social service functions,
and constantly improve the overall work efficiency of
universities.
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