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[bookmark: _Toc8259489]Executive Summary
[bookmark: _Hlk6348199]For this report, the main purpose is trying to improve the exiting Human Resource Management in No.2 middle school, Jingzhou city, and through change the training and motivation methods to improve the work efficiency and promote this organization have a better development. In this paper, questionnaire survey is used to understand the job satisfaction of employees. Through the statistical analysis of the survey results, it is found that the school lacks training opportunities, training evaluation and incentive mechanism. In view of these problems, this paper will propose solutions and Suggestions.
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1.0 [bookmark: _Toc8259491]Introduction
[bookmark: _Toc8259492]1.1 Aims
The purpose of this study is to address the two major problems of the imperfect training system and the lack of incentive mechanism in the human resources management system of Jingzhou No. 2 Middle School. By establishing a reasonable training system and incentive mechanism, the performance of employees will be improved, and the second will be better developed.
[bookmark: _Toc8259493]1.2 Research objectives
This study has three objectives. Firstly, the existing problems of the training system are identified. Secondly, the existing problems of incentive mechanism are analyzed. Finally, some Suggestions are put forward to solve these problems. 
[bookmark: _Toc8259494]1.3 Introduction of this organization 
No.2 middle school is a municipal key high school with the longest history, the largest campus area, the most beautiful campus environment and the largest scale. It has been 80 years since its founding (Online Abertillery, 2010). It is located in Nanping, there are more than 300 employees, among which 243 are teachers. All the teachers are undergraduates, including 3 special-grade teachers, 81 senior teachers, 5 national excellent teachers, 159 star and backbone teachers in provinces, cities and counties.162 teachers have published 396 articles in national and provincial newspapers and periodicals, published 27 monographs, developed 5 subjects and 16 volumes of school-based textbooks, and obtained 9 national invention patents (Online Abertillery, 2018)..
[bookmark: _Toc8259495]1.4 Current organization structure of this organization  
[bookmark: _Hlk6275657]There are four divisions in the school, namely the management, administration and education office, moral education office and general affairs office, which are responsible for administrative and personnel management, students' political thoughts and educational affairs.
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2.0 [bookmark: _Toc8259496]Research methodology  
[bookmark: _Toc8259497]2.1 Primary research
Through the establishment of the index system and the design of the questionnaire, the basic situation of human resources in this school is a comprehensive survey and research, which provides valuable data and information for the research, for this study, I will design a questionnaire for the middle school staff, the questionnaire questions are set to multiple choice questions. There are three options under each item. The satisfaction expressed by each item can be divided into "very satisfied", "uncertain" and "very unsatisfactory". Factors covered in this topic include remuneration, work environment, training and promotion. In order to make the survey more objective and comprehensive, each subject further investigated the different focus of these three aspects. Finally, the topic of "overall job satisfaction" is set up to understand the overall job satisfaction level of the interviewees from the macro-level. Therefore, we can have a comprehensive understanding of job satisfaction from micro-and macro-aspects, and find out the factors that affect job satisfaction from micro-and macro-aspects. Choose a questionnaire to collect some data, because it is very convenient, there is a website that can help me design questionnaires, it can also help distribute and recycle questionnaires, others can ask this questionnaire through their mobile phones. Excel is a good choice for data acquisition. Making some pie charts and tables can make data analysis easier. Finally, I will use the statistical method to classify the collected data, make full use of the statistical results, and achieve the goal of combining theory with practice by means of scientific statistical analysis.
[bookmark: _Toc8259498]2.2 Secondary research
In terms of research methods, the principle of research is to closely combine theory with practice. First of all, literature research, through reading professional books, retrieval of academic journals and papers, systematic understanding of human resource management theory. Based on the experience of human resource management in enterprises and the current situation of the reform in colleges and universities in China, this paper probes into the problems existing in human resource management in colleges and universities. How to improve the competitiveness of high school education market in China through the reform of human resource management system and human resource management system.
3.0 [bookmark: _Toc8259499]Analyzing problems of No.2 middle school, Jingzhou city through questionnaire
[bookmark: _Toc8259500]3.1 Job satisfaction survey
The formal study of job satisfaction started from Hobock in the United States. In 1935, he first proposed the concept of job satisfaction in his famous book Job Satisfaction. He believed that job satisfaction was determined by workers' psychological and physiological factors, that is, workers' subjective response to work situation (Hu, 2005). 
"Job satisfaction is an important factor affecting teacher professional development, and has become a frontier area of teacher psychology and education research. Teachers' job satisfaction is a general feeling and view of their occupation, working conditions and conditions. It is not only an important parameter to measure the quality of teachers' work, but also closely related to teachers' professional commitment, work initiative, job burnout and teaching efficacy. The study found that job satisfaction directly affects the stability and mobility of teacher career choice. Whether teachers continue to engage in teaching or change careers is directly affected by job satisfaction. The lower the job satisfaction is, the higher the possibility of teachers' overlooking slot is. On the contrary, the teacher's career stability is stronger. Job satisfaction is also significantly correlated with teachers' work initiative. The research also shows that teachers' job satisfaction is affected by many external factors, especially school organizational atmosphere and teachers' participation in curriculum reform. For example, leaders' care, consideration and other management atmosphere can help improve teachers' job satisfaction, and whether teachers have the power to actively participate in the curriculum reform can also affect job satisfaction.” (Jiang, 2006)
Staff's job satisfaction survey, to help managers understand the idea of employees and true needs, mastering the employee psychological dynamics, to discover and analyze the problems existing in the human resource management of high school, for the reform of the personnel system, constituting the overall human resources planning, provide important data support for incentives and so on. Through the investigation of the employee's job satisfaction, it helps the manager to find out the deficiencies in the work, timely understand the psychological changes of employees, and timely adjust the management method according to the overall needs of most employees, so as to reduce decision-making errors and prevent the problem from further worsening. Therefore, the author designed a questionnaire specifically for the job satisfaction of high school employees, and conducted a survey and research on the job satisfaction of all high school employees.
[bookmark: _Toc8259501]3.2 Design the questionnaire
The survey was conducted among 243 senior high school teachers and administrators in the form of questionnaires. In order to ensure the authenticity of the questionnaires, anonymous questionnaires were filled out. There are 16 questions in this questionnaire. The questionnaire will be collected and the data will be analyzed to find out the items that the employees are not satisfied with.
[bookmark: _Toc8259502]3.3 Analyzing the survey result and finding problems
A total of 243 copies of the questionnaire were distributed and 230 copies were withdrawn. According to the data, more than 60 percent of employees are very satisfied with their jobs, about 30 percent feel satisfied, and less than 10 percent feel dissatisfied. Analysis of the reasons for dissatisfaction, most of the focus on training and incentive mechanisms. And then, according the interview, finding some problems about training and incentive mechanisms.
[bookmark: _Toc8259503]3.3.1 The problem about training






Table 1: Statistical table of the number of teachers participating in training in two years ago 
	Level 
	national level
	provincial level
	city level
	School level

	Number 
	2
	8
	20
	50


From the way of training, training is limited to short-term centralized training, which are school-based training within half a day of collective learning. The others are also short-term training within three days. Most of the employees think that the current training method is a mere formality, unable to learn practical things, and does not play a practical role in helping their own work. According to the interview, a new teacher said: no one systematically conducted induction training for him after he entered the company. The training organized by the education bureau was mainly theoretical education, and many training opportunities were provided by backbone teachers. New teachers did not have many opportunities to participate in training outside the school. It can be seen that the school does not set up different training programs for different personnel, but only carries out or organizes training according to the instructions of superiors or the old traditions.
Training for an organization is very important. But in the actual management operation, it is often used as a passive behavior or remedy, that is, when the organization is diagnosed with the problem, people will consider the training of employees. Draw lessons from the concept of enterprise staff training planning, based on the analysis of training needs for employees, to meet the needs of enterprise development strategy, integrate various effective training resources, plans for a certain period of time the training goal, object and content, training scale and time, training, assessment of prospective, in charge of training institutions and personnel, the trainer assigned, training expenses budget and a series of work made unified arrangements. Staff training planning plays a connecting role, which is related to the implementation of training needs analysis results and the smooth implementation and operation of the whole training process. The accuracy, practicality and feasibility of staff training plan determine the success or failure of human resource training and skill development. However, for high schools, there is no complete training plan. In addition to requiring in-service teachers to participate in teaching research and teaching exchange activities of each grade group every week, there is no regular training plan. Other training is issued by the superior competent units, municipal teaching and research office training notice, and then selective participation, or even, just to complete the training tasks of the superior to participate in the training activities, is completely unplanned, passive. What's more, the existing training is more about the training of business needs, which is usually about what is missing, making the training a way to check the missing, rather than the prediction and analysis of the knowledge and skills needed in the future work process according to the career planning.
The lack of administrative personnel's training, because although in the same organization, but as a result of employees from environment have different background, employees in the aspect of personal qualities, work experience each are not identical, and an organization in the process of development, in the different stages of development for employees in terms of skills, knowledge of different demands, this requires managers according to the organization's development strategy and the actual demand, combined with the employees of different conditions, began to show a comprehensive system of a targeted training. However, high schools have many shortcomings in training: first, the training object is relatively single. As can be seen from the above table, most of the personnel who participated in the training were teachers, and only a few managers participated in ideological and political training, but there was no such arrangement for ordinary workers. Second, the training content is not practical, training means single. The training of the school is basically to complete the training tasks assigned by the superior or directly participate in the training arranged by the superior. Many training personnel are not very enthusiastic about the training organized by the superior department and have the mentality of completing the task, which makes the training effect not good. At the same time, due to the lack of systematic identification and analysis of personal performance assessment, self-evaluation, post knowledge and skills, the lack of analysis of the necessity of training, no selective blind training, also make the training results bad.
Training evaluation is the last stage of training. Through the establishment of the training effect evaluation index system, the realization degree of the expected training purpose and the effective degree of the implementation of the training plan, a comprehensive inspection, analysis and evaluation will be carried out, and then the evaluation results will be fed back to the competent departments as the basis for the formulation and revision of the staff training plan and the analysis of training needs. The establishment of an effective training evaluation mechanism can ensure the scientific confirmation of training needs. Ensure that training plans are properly aligned with actual needs. Help to realize the reasonable allocation of training resources. Ensure the scientific measurement of training effect. As far as the school is concerned, the follow-up work of the training is limited to the personnel who participate in the training report the training content to the direct supervisor after the training, and the training content that needs to be promoted in a wide range will be publicized in the form of on-campus meetings. Post-training matters are limited to the reporting stage only, and there is no evaluation of the training effect.
[bookmark: _Toc8259504]3.3.2 The problem about incentive mechanisms
The incentives linked with organization performance expectations, affecting the employee beliefs is critical, this belief is: to achieve high performance will receive the organization's reward, and low performance will be punished, create some challenging position will develop people's inner, in which people tried to able to control their work, at the same time avoid those boring, boring, seldom bring positive effect of the activity. Furthermore, establishing career paths allows employees to look forward to the future with their employers. The organization recognizes fairness, but sets reasonable disciplinary procedures that send the same message to employers and employees that the organization will never ignore unsatisfactory performance outcomes (Shun, 2010). Therefore, people's motivation should be oriented to meet their interest needs. At present, the main incentive mechanism of the school is the merit pay system. The starting point of motivation is to cater to the needs of people, but because of their personal conditions and the reasons for different positions, there are individual differences and dynamic changes in the needs of employees, and the different needs of employees are met to a certain extent. Not only to meet the needs of their own growth, the most important is to enable the school to get more value from the staff. Due to the existence of individual differences, people’s needs are different, both common and individual. Therefore, the incentive scheme should be designed as a whole and take care of the individual needs. For example, a teacher who does not have too much demand for money but pays special attention to academic attainments should fully encourage the study of the academic aspects. Provide him with a better environment for academic research. This requires us to develop more incentives, to form an incentive system, to form a three-dimensional incentive method.
Last year, two teachers resigned and went to a bigger school. Both of them are leaders with higher salaries. The reason for their resignation is that they want to go to a bigger city for development, so as to create better living conditions for themselves and their families. Therefore, high salary is not the only way to motivate employees. The school's method of motivating employees is too simple.
4.0 [bookmark: _Toc8259505]Analyzing some reasons lead to these problems
[bookmark: _Toc8259506]4.1 The human resources system is not sound
With the background of public institution reform, it is a turning point of both opportunities and challenges for high schools. In the macro aspect, the state attaches great importance to the development of high school education, and the further advancement of system reform provides broad space for high schools to seek new development. At the micro level, private education and the development of secondary vocational schools have had a certain impact on the students of ordinary high school education and posed a certain degree of threat to high schools. Whether it is to make better use of reform opportunities to achieve greater leapfrog development, or to ensure their competitiveness in order to occupy a place in the increasingly complex education market, we need to have a good team as the foundation. All these require the school to further improve its management level, improve the planning and use of human capital, and provide a solid human resource foundation for the school's development.
At present, the human resource management of the school is still in the obsolete personnel management stage. Although the evaluation system has been established, performance pay has been implemented, and some explorations have been made on the reform of the personnel system, the establishment of these systems all depend on the work arrangement of the superior departments. As a school, the specific system has been refined and finally implemented according to the unified arrangement of the superior departments. The personnel responsible for the school office also said that the current human resource management of the school is basically to implement the policies and systems of the superior departments, and there is no departmental system to ensure the promotion of human resource management. However, the established human resource management system is limited to the appraisal system and performance-related salary, which has not formed a complete human resource management system. There is a lack of systematic and systematic arrangement from employee recruitment, training, promotion, assessment to incentive. Human resource management is still in the stage of sketchiness, static, incomplete operability and incomplete assessment.
[bookmark: _Toc8259507]4.2 Lack of professional human resources management person
Through the survey found that the school's leadership and internal promotion of middle-level leaders all belong to the university degree, and in addition to a personnel engaged in financial management for accounting major, the other three people all belong to the professional education class, without a background in human resources management personnel, not even about the professional background of the personnel management class. The understanding of human resource management all depends on the accumulation of work experience, or the training organized by the higher authorities, the school does not have a comprehensive understanding of human resource management system personnel.
5.0 [bookmark: _Toc8259508]Recommendations 
[bookmark: _Toc8259509]5.1 Make Human Resource strategy planning
In order to help this high school better analyze its internal characteristics and external environment, this paper USES the analytical method to analyze the organizational environment of this high school and applies it to the analysis of human resource management of this high school.













Figure 2: SWOT Analyze
	S: This school is located in a small and medium-sized city in central China, with stable income, low work intensity and strong job stability, which is highly attractive to local talents
	W: The overall quality of the school staff needs to be improved; the structure of the school is unreasonable. At the same time, staff income in the country is medium-level, difficult to introduce talent, the training system is imperfect.

	O: The school’s campus is planning to expand, the number of students is increasing, education in China is developing, and state investment is increasing, providing economic security.
	T: The number of schools in the society has been greatly improved, the teaching quality is also improved, and the enrollment pressure is increased.


Therefore, the strategic goal of high school human resources can be determined as: to improve the overall quality of teachers as the focus, to introduce high-level talents, strengthen the development of human resources, optimize the allocation of human resources. Due to the particularity of teachers’ posts, their growth needs long-term training. We should formulate a detailed and complete long-term plan for the construction of human resources in the departments, from the aspects of the introduction, training, use and safeguard measures of talents, and so on. Set up a clear development plan for the staff, guide the staff to combine the individual development with the construction of the school human resources organically, in order to ensure the continuity and sustainability of the teaching task of the school.
[bookmark: _Toc8259510]5.2 Improve the training system
[bookmark: _Toc8259511]5.2.1 Develop training needs analysis
Training needs analysis is a comprehensive understanding of the organization, work and personal needs, the actual requirements of the staff to participate in what kind of training process. It is mainly to analyze and evaluate what problems and reasons exist in the organization that need training, who needs training, and in what aspects, so as to determine whether it is necessary to organize training programs and prepare for the determination of training objectives. Generally, requirement analysis includes organization analysis, personnel analysis and task analysis. (Guo, 2005)
Requirements can be analyzed in the following ways: first, business analysis. Through the development direction and reform plan of the school business in the next few years, the training focus will be determined for the new business and the business that needs to be strengthened. The second is to analyze the organizational structure and objectives, determine the scope and focus of training, and at the same time to consider the necessity and suitability of education and training. Third, the investigation and analysis of employee demand. Through interviews or questionnaires to investigate the work needs of managers and technicians at all levels to understand what kind of training content and methods employees really need. Specifically, the internal and external environment of the high school is relatively stable, except in special circumstances, such as technical system improvement, work platform upgrade, etc., the combination of high school human resources system all aspects of the situation, at the same time, considering the education industry cycle, can be in before the start of each academic year or before the start of each semester before the next phase of training needs analysis. "The analytical process must also take into account planned human resource requirements. Because employee development programs focus not only on the competencies of current employees, but also on the competencies that individuals need to move to more responsible positions.” (Ronald, 2003)
[bookmark: _Toc8259512]5.2.2 Conduct focused and hierarchical training
On the basis of demand, the objectives of education and training at different levels are summarized: business skills training, professional theoretical knowledge teaching, attitude change, work performance, etc., and then the objectives are specified to determine the form, content, method and assessment of education and training. Different training contents are set for different posts and different levels of training are arranged for the same post according to personal ability, so that the training can truly promote the personal improvement of participants. The types of public sector human resource training include initial training, on-the-job training, promotion training, professional training and other training methods. In the training, we also need to pay attention to the following aspects: first, increase the independent training of the unit to ensure that the training is more targeted and systematic. For example, through standardized teaching and research activities, give play to the leading role of old teachers in the discipline, and train new teachers in teaching and student management. Second, in order to improve the current situation that the educational level of senior high school staff is lower than the national average level, it is necessary to strengthen the education of academic qualifications and enhance the educational level of teachers and administrative staff, so as to solve the problem of the low proportion of professional teachers with bachelor's degree as soon as possible. In practical operation, we should prevent one-sided pursuit of higher education, actively guide students to major, and cultivate professional talents in line with the needs. Third, specific training will be developed for different personnel, such as pre-job training for new employees.
[bookmark: _Toc8259513]5.2.3 Training evaluation 
This high school has a big defect in this aspect. It only takes training as a task to complete and does not fully realize its importance. According to the theory of human resource training, training effect evaluation can be divided into process evaluation and post evaluation. The former aims to improve training activities in the process of training, while the latter aims to collect training effects and provide references for human resource management departments to make decisions. The effective combination of the two, through the training process and the analysis of training results, to further improve the training content, training methods to provide a basis.


































6.0 [bookmark: _Toc8259514]Conclusion
To conclude, for No.2 middle school’s human resource management, there are two obvious problems. The first is that there are few training opportunities and the process is incomplete. The second is that the method of motivating employees is too single and does not have a good incentive effect. This article analyzes the reasons for the formation of these two problems, one is the lack of professional human resources management personnel, and the second is the imperfect human resources management system. Then this article puts forward some suggestions for solving the problem, mainly to recognize the importance of human resource management, establish a complete human resources management department, make human resource management planning, and formulate relevant strategies to complete this plan, and improve at the same time. Training systems, such as analyzing training needs, developing different levels of training programs, training assessments, etc. Then, in a variety of ways to motivate employees, such as promotion, enhance the teacher's personal ability, rather than just use money to motivate employees.
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[bookmark: _Toc8259516]Appendix
The questionnaire:
1. Do you think your abilities have been fully exploited in your work?
A. Yes 
B. No
C. I’m not sure
2. Can you often be praised or rewarded by your leaders when you are doing a good job?
A. Always 
B. Sometimes
C. Never
3. What do you think of your working environment and working conditions?
A. Satisfaction
B. Ecumenical 
C. Unsatisfaction 
4. What do you think of your working hours?
A. Satisfaction
B. Ecumenical 
C. Unsatisfaction 
5. Do you think the management system of this organization is perfect?
A. Yes 
B. No
C. I’m not sure
6. Has your organization provided you some the necessary knowledge and skills training?
A. Always 
B. Sometimes
C. Never
7. Do you think your leader can provide useful help for you in your work?
A. Can 
B. Sometimes 
C. Cannot
8. Do you think the current work schedule is reasonable?
A. Reasonable 
B. Unreasonable 
C. I’m not sure
9. Will the leader take your rationalization suggestions into consideration or adopt them?
A. Always 
B. Sometimes
C. Never
10. Do you think the bonus distribution system in our company is reasonable?
A. Reasonable 
B. Unreasonable 
C. I’m not sure
11. Are you satisfied with your company's welfare?
A. [bookmark: _Hlk3880463]Satisfaction
B. Ecumenical 
C. Unsatisfaction 
12. Do you think that the department leader gives you enough care, respect and understand?
A. Yes 
B. No
C. I’m not sure
13. What do you think of your own income?
A. High 
B. Average 
C. Low
14. Do you think you have a chance to get a promotion in this organization?
A. Yes 
B. No
C. I’m not sure
15. What is the relationship between you and a colleague?
A. Good
B. Not have conflict
C. Bad
16. In general, are you satisfied with your work?
A. Satisfaction
B. Ecumenical 
C. Unsatisfaction 
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