S
Sz

A,

/A%
B )
n

ff 8 A 4
A

\ =@ LK

Y e

=
RN ,g}"/ JOURNAL OF DHAMMASUKSA RESEARCH

)
/ |

¥ 215a1SIVEISSSUFANUN

12

b Y

s . Yl
ks
7

=
FP‘

AULIREESTNANE A1UNFEUINANEINAMITIN



115815998555UANW
JOURNAL OF DHAMMASUKSA RESEARCH

Uil 7 atiuil 1 ns1aw - lquiou 2567)

Vol. 7 No. 1 (January - June 2024)

L

ngUszeA
1. Wefunsasifuimsunsunanudnnig uwnaneddse undasaivilde wazunay

FnsUseLamane

2. LﬁaL“T;Ju?iaLLaﬂLU?%amﬁaui@ﬁmmwaaﬁﬂiﬁaLLazﬁﬂimﬂﬁ%ﬂuﬂiwﬁlmEJLLaz
AU TENa

3. Wieunsansiauessdnnuiiiulsloviddonsimunuyudnaumdnnis@nuidams
ANAL LA FNER 6199)

4. LﬁaﬁwmmsmﬂﬁtﬂﬂﬂmuLﬂmsﬁmm@umiﬂizﬁ’u@mmwmiﬁﬂmLLazL“ﬂumidaLa‘%m
NSHAILIANAMNAIIUNNTITYRAZUNANUN Y INTNNNTENNTANAUILALANAUIA99) ST

Usvey b dulumanasiunasgiu TC

14
1A1UDY
AudIdusssuAnuyl d1UniTeuine17357ndn1911 (RESEARCH CENTER FOR DHAMMSUKSA
PHRAPARIYATTIDHAMMA OF WATAWUTWIKASITARAM SCHOOL) A M k1 U169 %89 305 tav 137

T91359NEN15I0 auUATYETINNA 71 Uawdn ngamne 10700 ns 0860864258



U & MNIANTIRUFIIUANY VA 7 aduil 1 Wnsau-Siguieu 2567) Audidessudny drninteuineisindnisu

3N
NILFITUITIED Wea/Add NS e Ine1sIndnT Y
WITINFAN, 3. UsEaUNTTUMTUTMTNISAN
NILATIUYNNTAL, AT, L IAE LY IIUIINER
WILUMINTAING I3l 919138 maidinseuineysindniiy
W3ATIATIN, HALAT. 599BENITUR WMINIRENMUNYIIVINE Y

WILAFATITANAUNT, HALAT.  ANUARMEANWIAIARS LI 1RENmINNg T INe R
NIZUMNSTE 3915, WALAT.  sesrmuAtufinInendy unnIne duumngnain TN IvINendy
HALAT.LUAT MaYlngiae IS

WINBN AT.UNAD VININIYIU NTUENFANWINIITLTD

A3 AaNdl Jaueng AN INIANNU ARl 1IYULAEATEUATITM InALNTAIATIY

UTIUITN19521369

NILUMNLIUNS YTanaly, nA.as.

N9IUITUITNITI5813
wszynyavs oAyalu UMNINYREUMUNG I VINRY
A3.ued Asuun WMINYIREUTNA
HELAT.ShuA LnyAal UNNINYINeNing
Nel.A5.a0 LvUsEans UNNINYIRIUITUNTNTINY

a

AN 05.088yy AaTIUNTN L59SEUNIEIRENTIa

Y18ATITAN UUD9 1SS Y UA AU INY AL FATUASUNT I LT

H8dngUla/a313n215615
A5.@ULA0 NANTUY Y1893I5Y Larpusvena

AUy Indu WNANINTTNG WONSANRIA

=b.

a 4
WUN
3 Aana (G CLASS) 1wl 26/19 fanen WNSHUNS WUATUIN 73170

113 028892223 a3 028893204 8uuad g class@hotmail.com



NIATIVeTIUANY VN 7 atudl 1 (nsreu-dquieu 2567) audidusssudnw dinieuinenisindmsiu e A

UNUSIUIENIS

dufunssniiumsvessansidusssune aduil 9 4 Hunisusuufunasiaulsitainn
Juitelidulunudszmmnasinisussifiuauaimnsasisinisfeglugiudeya TC soul 5
0.6l 2568-2572 veAUdA¥in1591989315915Me (Thai Journal Citation Index Centre) Tuviada
nesindn d1duil 2 MIasiiavinesguanaUssnTans (SSN) feangidsunufentvdangui
gNABINUNENEING TAENINBIUTIAUNTNITNTANSLAYINNITURLNENINNELAY ISSN MewaYy 2730-
1753 fudrtinveayauievid wazvesnnuieavindlvaenndesdiuinuainisussdiugunin
15615391013 \Uu ISSN 3027-8457 (Online) sialy

agiu lunsansatul Afadulumeunanuiinsseuruasiinunmdndues Saniloutu
atfuriou 9 AleaRuTwownslULEs nandeuntmuafitnifuimewnssuduunanunulne
warnwSangy Fenanuainuateviaen tiud Sndnnisldiesnit 3 mizenuldiwaay
AenslusUuuuunaeidde uneudums wesunUivsseminildeuwmeuns Inguneusiamn
HunanuvesinAnwuaztinivnislagily

Fetfu TunnuussnBnisuagnesussinisnsansitessauAnunmeveunssamuas
YevUAMLiIvesHaNLINMLIBNUAN q AlfinanusunTnuaraaa I IHELNT Seuin

Junssauiuaiiesdrnuid o eenddinulvenasdrulansely

NBIUITAUNTNITNTET



1 & 3NTIREsIIUANY VN 7 aduil 1 Wneau-Siguiey 2567) AudidusTsudnw duinseuineisindnisu

d13U%y

309

UNUITUNSNIS

GUETY

TRANSFORMATIONAL ADMINISTRATORS' LEADERSHIP FACTORS AFFECTING

TEACHERS' WORKING EFFECTIVENESS IN ART COLLEGES INDALIAN CITY,
LIAONING PROVINCE

Ju Huihui, Pornthep Muangman, Peerapong Tipanark
ORGANIZATIONAL COMMITMENT AS A MEDIATION FACTOR ON THE RELATIONSHIP

BETWEEN TRANSFORMATIONAL LEADERSHIP AND JOB SATISFACTION IN LUXUN
ACADEMY OF FINE ART UNDER LIAONING PROVINCE
Zhan He, Peerapong Tipanark, Pornthep Mengman
FACTORS AFFECTING ACADEMIC PERFORMANCE EFFECTIVENESS OF ACADEMIC
STAFF AT PRIVATE UNIVERSITIES IN SHENYANG UNDER LIAONING PROVINCE
Cheng Mi, Peerapong Tipanark, Pornthep Mungman
msé"]mamwaagﬁjﬁ%msﬁdawadaﬂizamﬁwa%aﬂseﬁau
fafndtinauaiuiintsfneuszaufneuasugy e 2
U399 Yanuum
ADMINISTRATORS’ TRANSFORMATIONAL LEADERSHIP MODEL
FOR HIGHER ART SCHOOLS IN SHENYANG, LIAONING PROVINCE
Li Xiaonan, Peerapong Tipanark, Pornthep Mengman
FLEXIBLE AND MECHANISM MANAGEMENT AFFECTING TEACHERS’
WORKING INCENTIVE IN UNIVERSITY OF QIQIHAR, HEILONGJIANG PROVINCE
Ge Yue, Sataporn Pruettikul, Sukhoom Moonmuang
NEW PARADIGM OF MUSIC EDUCATION MANAGEMENT IN UNIVERSITIES
UNDER GUANGDONG PROVINCE
Wang Feiyu, Kamolmal Chaisirithanya, Chuanchom Chinatangkul
A CAUSAL MODEL FACTORS AFFECTING PSYCHOLOGICAL CRISIS PROBLEMS
OF STUDENTS IN ANHUI UNIVERSITY OF ARTS, ANHUI PROVINCE

Wang Zhe, Sataporn Pruettikul, Sutida Horwatanakul

A STRUCTURAL EQUATION MODELING ANALYSIS OF FACTORS AFFECTING TEACHERS’

COMMITMENT FOR THE UNIVERSITIES IN SHENYANG UNDER LIAONING PROVINCE

Guo Pinxi, Peerapong Tipanark, Pornthep Muangman

1-19

20-35

36-52

53-62

63-78

79-93

94-108

109-123

124-140



NIATIesTINANY TN 7 alun 1 (nsad-lguigu 2567) audidesssudny drdnSeuinenysindmy e 1

FACTORS OF ADMINISTRATOR’S RESLIENCE LEADERSHIP AFFECTNG TEACHERS’ 141-154
JOB SATISFACTION IN INNER MONGOLIA UNIVERSITY FOR NATIONALITIES
IN TONG LIAO CITY, INNER MONGOLIA

Bai Xue, Pornthep Muangman, Peerapong Tipanark
QUALITY MANAGEMENT MODEL OF PUBLIC COLLEGES AND UNIVERSITIES 155-163
UNDER GUANGDONG PROVINCE

Liang Fengjin, Kamolmal Chaisirithanya
THE SERVANT LEADERSHIP MODEL FOR ADMINISTRATORS OF ART 164-175
AND DESIGN COLLEGES IN BEIJING METROPOLIS

Gou Lipeng, Pornthep Muangman, Peerapong Tipanark
JadeitinasionisinauladrAnuiluanundvinisinundgude 176-186
AMSANEIAEAT UANINYIRENTUNNEUYS

Foang Junds, NAuLAL 1A |, AINT NYUsERYg
navaansldzuuuunsBeuifsenuiaailawauiines MsualmiAILg 187-195
vastnAnwavinsAnwUgudy AufnwiAEns unINeIaENTUNNEUY3

Yonud Urugls, anns Fedonas, g1 guiyad, yyqus yyeswdling

, anadesl Junsdvany
nswaLingensuAdyrikaznsusualvestinfneraivinisAneugude 196-206
AMANYIANENT UANINBITENFUNNEUYS

Tnen Aungus, ¥y Mngiu , andend Wendu , Yonud Uiugls
nsvinanuvanyseleviiey 207-214

WAY WAINYIUIUY
N1SNAILIAMNINTIAVBIUTTVIBUABUTVYMENNITNTIY 215-227
YINsEUMENAINsTUsTunsIainaanaeiay

WIS VEUNNITY, 53T 1WA, LBUN GRERRANIAYCIT
wuaAANIEINSARdvaennsUsvaasmlugune ey 228-242

wszAdes Beus (mayaulasan)
nsvinAnamdniiidey 243-248

AY WAINYIUIUY
FwsIIuisnsauadmiudadluaiudnl 249-262

LOUN FITTUTUNA



2 ® 115eNTIHETINANY VN 7 atuil 1 Wnseu-diquisy 2567) Audidesssufnw diniseuine1sindnisiy

[

wuIRANSTURRIUUS YRR LATYI AN sgn1TUURR I8 UT¥eY 263-275

o - @ aa ¢
MU MINEINBN TNAILIAMANTINUUUBIATINLALHNNA
151 SUMNNEY, T3 MuAT , 1eun aIssudge
Y a dl 1 ! a o a =
ausIULHUIMINAmAraN1TUTMIIANTIvUUAsAUINAYedlsITEUUTENAN Y 276-283

ﬂﬂﬂﬁ’]Uﬂ\‘ﬁUL‘UG}W‘UWﬂ?ﬁﬁﬂ‘t}’]ﬂigm\lﬁmﬁ}’]uﬁﬁﬂgm LR 2

s
a U Aa 1'% o

iifesndiuamn wmatan, dafen dedisgy
238555UNTANNNUNANTUINTENTIFUETTURNEN 284-285
AudIdesssufne driniGeuinensindniy
nswlsuduatuiiionsiauasafuluansansidesssudnm 286-287

AudATessufne driiniGeuinenysindnny



NIANTWsTIUANY TN 7 adudl 1 (unsau-diquisu 2567) gudidesssudne dulnteuinensindnisu e 1

TRANSFORMATIONAL ADMINISTRATORS' LEADERSHIP FACTORS
AFFECTING TEACHERS' WORKING EFFECTIVENESS IN ART COLLEGES INDALIAN CITY,
LIAONING PROVINCE

Ju Huihui

Pornthep Muangman

Peerapong Tipanark

Educational Administration, Faculty of Education,
Bangkokthonburi University

E-mail: 1026841736@9g.com

Received : 17 March 2023

Revised : 27 June 2024

Accepted : 27 June 2024

ABSTRACT

The objectives of this research were: 1) To study the administrators'
transformational leadership factors in art colleges in Dalian City, Liaoning Province. 2)To
study the administrators' transformational leadership factors affecting teachers' working
effectiveness in art colleges in Dalian City, Liaoning Province.3) To propose the leadership
guidelines for the development of teachers' working effectiveness in art colleges in Dalian
City, Liaoning Province.

The study was a mixed methods study. The total population is 1,226 teachers,
teacher leaders, and college administrators from the three art colleges in Dalian City,
Liaoning Province. The researchers determined a sample size of 294 teachers and
administrators (deans, associate deans, department heads, etc.) using Krejcie and Morgan's
tables, using stratified random sampling techniques. Tools for data collection included
studying and analysis of relevant literature, content analysis of semi-structured interviews
with key informants, questionnaire surveys and focus group discussions. Data analysis and
statistics were mainly carried out by frequency, percentage, arithmetic mean and standard
deviation. Kaiser-Meyer-Olkin Measure of Sampling Adequacy is 0.94, Bartlett's Test of
Sphericity (Chi-Square) is 13682.873, df is1830, Sig. is 0.00.
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The research results show that: (1) From the five transformational leadership
factors: intellectual stimulation, vision and inspiration, modeled by followers, high
performance expectation, and provide individual support, the framework for
transformational leadership in art colleges in Dalian City, Liaoning Province was
constructed; (2) Administrators transformational leaderships had a directly influence
faculty teachers' working effectiveness ; (3) Putting forward 61 guidelines for improving

teachers' working effectiveness.

Keywords: Transformational leadership, Teacher’s Working Effectiveness, Affecting

1. Introduction

With the continuous development of social economy, more and more importance
has been attached to education, especially higher education. The number of higher
education student is increasing year by year. the demand for talents at different levels is
also expanding. As the cradle of training talents, colleges and universities play an
important role in improving the quality of education which is a subject that colleges and
universities must attach importance to. In the development of colleges and universities,
the development of art colleges and universities started relatively late, and there is
relatively little research on the leadership of art education and the effectiveness of

teachers.

As a special worker, college teachers have their own professional characteristics,
which requires different evaluation emphases from other workers. As a special group of
university personnel, teachers have the dual roles of educators and researchers, and
undertake the dual work of teaching and scientific research. They should not only teach
and educate people, but also research and innovation, so as to make contributions to
teaching and society. Therefore, teachers' work should be evaluated from both teaching
and scientific research. The particularity and complexity of teachers' work objects and the
periodicity of the realization of teachers' labor value require that teachers' evaluation
should not only focus on short-term results, but also their behaviors and efforts which
should be included in the evaluation scope and even given higher weight. In addition, in

the process of education and training to the student, teachers' behavior has a strong
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demonstration, it affects students' psychology and behavior. The teacher's own

ideological quality and performance of behavior would be a subtle impact on students.

Sometimes, teachers in such aspects as the outlook on life, values, aesthetic
consciousness, consciously or unconsciously, has higher affection to students than the
specific teaching behavior. So, the assessment of teachers' professional ethics is an
important aspect. Although it is difficult to evaluate teachers' work behavior and quality
accurately, a scientific and comprehensive teacher evaluation index system should be

designed because of their importance.

Teacher's work effectiveness is an important index to evaluate teacher's work
quality and achievement. China's education system is mainly run by the public. In this
system, leaders have great authority and influence, so the influence of leadership style
on teachers' work effectiveness should be paid attention to. In recent years, China has
made great efforts to develop education to catch up with world-class standards, but the
development is still slow. This is mainly manifested in two aspects. (1) Compared with
foreign universities, the overall level of Chinese universities is not high, (2) Within China,
there are significant differences in education levels between regions, so the competition
among universities is very fierce and teacher flow frequently. As an old industrial area,
Liaoning is under great pressure in educational competition. How to improve the efficiency
of teachers' work and enhance the competitiveness of schools has become a subject that

must be paid attention to.

Due to the continuous development of art education, various problems have been
encountered, so the researchers start from the transformational leadership to study how
to improve the teachers' working effectiveness. To propose the leadership guidelines for
the development of teachers' working effectiveness in art colleges in Dalian City, Liaoning

Province.

2. Research Questions

(1) What are the administrators' transformational leadership factors in atr colleges

in Dalian City, Liaoning Province?

(2) What are the administrators' transformational leadership factors affecting

teachers' working effectiveness in art colleges in Dalian City, Liaoning province?
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(3)What is the leadership guidelines for developing teachers' working effectiveness

in art colleges in Dalian City, Liaoning province?

3. Research Objectives

(1) To study the administrators' transformational leadership factors in art colleges

in Dalian, Liaoning Province.

(2) To study the administrators' transformational leadership factors affecting

teachers' working effectiveness in art colleges in Dalian, Liaoning Province.

(3) To propose the leadership guidelines for the development of teachers' working

effectiveness in art colleges in Dalian, Liaoning Province.

4. Research Method
4.1 Research Design

Used mixed method, both qualitative and quantitative, first the qualitative to
determine the components and indicators of the transformational leadership through
content analysis from 20 document and research related, included 9 key informants. After
that quantitative method was employed to collected the empirical data from the
respondent through survey questionnaire.

4.2 Population and Sample

The population were administrators, staff and teachers of 3 Higher Art Colleges in
Liaoning Province, total 1226 persons. The sample group is used to select respondents
by proportional stratified random sampling , totally at least 294 persons.

4.3 Research Instruments

Use the Chinese website “WJX.cn” to create a five-point rating scale questionnaire
and manage it on a professional platform for online data collection. It consists of the
following three parts.

Part I: Demographic variables, general information of the respondents, totaling
7 items, such as gender, age, education level, position, working years, etc.

Part II: Rating scale questionnaire (Five-point rating scale), which asks about the
development of transformational leadership for administrators of Art Colleges in Liaoning

Province, totaling 61litems.
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Part Ill: Rating scale questionnaire (Five-point rating scale), which asks about the
development of administrators' transformational leadership factors affecting teachers'
working effectiveness of Art Colleges in Liaoning Province, totaling 9items.

All type of questionnaires will be Likert’s rating scale with 5 choices (Likert, R. 1932
p. 1-55).
1 = Strongly Disagree,

2 = Disagree,
3 = Neutral,
4 = Agree,

5 = Strongly Agree.

All of these develop are to use the I0C and Cronbach's alpha coefficient to find
the validity and reliability.

4.4 Validity and Reliability of the instrument

Through the questionnaire design, a total of 90 items were obtained. After the I0C
of 5 experts and the data collection of 30 out-of-sample teachers and administrators from
three art colleges, it was found that 70 items greater than 0.60 were retained.

Scale reliability refers to the degree to which a measuring instrument can

consistently obtain similar results when measuring the same sample under similar test

conditions. Cronbach's alpha coefficient will be used to measure the degree of reliability

of the scale. In this study, Cronbach's Ol coefficient above 0.70 is acceptable. In this study,
70 items were statistically analyzed to obtain data. All items are higher than 0.80,
Cronbach's alpha coefficient is 0.94, indicating that the reliability of this questionnaire is
very high.
4.5 Data Collection
The steps for data collection will be as follow:
Step 1: Request permission to collect data for research to the BTU Educational
Faculty.
Step 2: Request a letter of recommendation for the researcher from the BTU
Educational Faculty.
Step 3: Selection the coordinating teachers to help assist in coordinating data
collection in each institution. Those will be oriented to understand the details of the

questionnaire administration and data collection.
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Step 4: Carry out data collection with the selected samples by sending
questionnaires to the coordinator teacher who will help for collect data with the selected
samples in each school/college/department.

4.6 Data Analysis

4.6.1 Descriptive statistics to describe the demographic variables and to know
the characteristics of transformational leadership studied. The analysis was performed
using percentage, mean and standard deviation, etc. as follows:

Mean score Level of transformational leadership that administrators were

shown
1.0-1.49 Lowest
1.50-2.49 Low
2.50-3.49 Moderate
3.50-4.49 High
4.50-5.0 Highest

1. Analyzing administrators' transformational leadership factors in art colleges
in Dalian City, Liaoning Province. The arithmetic mean was used by the researchers in Best’
analysis (John W. Best, 1997: 190).

2. Data analysis for frequency and percentage in order to know the status of
the sample group, i.e., gender, age range, educational level, position level, professional
title, work experience, professional attribute, etc.

3. Average data analysis, Standard deviations and coefficients distribution to
determine the suitability of the indicators for the selection of indicators in the model. by
specifying the following criteria, the mean value is equal to or more than 3.00 and the
distribution coefficient (CV.) is equal to or less than 20% (Suthitt Khonkan, 2004).

4.6.2 Inferential statistics, for studying the administrators' transformational
leadership factors affecting teachers' working effectiveness in art colleges in Dalian, Liaoning
Province. Exploratory factor analysis (EFA) will be employed for finding and estimate the
parameter in this situation as follows:

1. Data analysis to take into account the suitability of variables to be
analyzed for further components by analyzing the Pearson correlation coefficient. In order
to determine the degree and direction of correlation, if the variables are not correlated

then there is no common component. There was a statistically significant correlation at
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the .01 level (p< .01) (Nongluck Wiratchai, 1999). Bartlett's statistical analysis, which is a
statistical test of the correlation matrix hypothesis between variables and Identity Matrix,
considering the Bartlett's test of Sphericity and the probability that Is there an appropriate
correlation to be used for further component analysis. By considering the statistical
significance and analysis of the Kaiser-Myers-Allkil index. (Kaiser-Mayer-Olkin Measurers of
Sampling Adequacy: MSA) Considering the criterion, a value greater than .80 indicates very
good, less than .50 indicates invalid (Kim & Muclle, 1978 cited in Somkiat Thanok,
1996),The value of the reliability coefficient of Intellectual Stimulation, Vision and
Inspiration, Modeled by Followers, High Performance Expectation, Provide Individual
Support and Teachers’” Working Effectiveness is 0.940, 0.930, 0.940, 0.914, 0.947 and 0.943,
which are greater than 0.9, thus indicating hat the data are of high reliability quality and
can be used for further analysis. For the "alpha coefficient of item deleted’, there is no
significant increase in the reliability coefficient when any question item is deleted, thus
indicating that the question item should not be removed from the treatment.

2. Factor analysis of components of transformational leadership model of
administrators as perceived by respondents in this study. The researcher analyzed the
arithmetic mean (x_), standard deviation (S.D.), skewness (Sk.), kurtosis(Ku.) and coefficient
of variation (C.V.) by comparing the derived arithmetic mean to the criteria based on
Best’s concepts. In order to show the appropriateness of the indicator by compared with

the criteria, the average or mean score threshold is equal to or greater than 3.00. Skewness

and kurtosis should be +2 or +3,and not >1O for kurtosis, but if sample size >200
normality not serious (Hair et al, 2022). And a distribution coefficient (C.V.) equal to or less
than 20%.

(1) The Component Intellectual Stimulation contains 13 items,all the study
items correspond to a common degree value higher than 0.4, which indicates that the
information of the study items can be extracted effectively. In addition, the KMO value is
0.966, which is greater than 0.6, and the data can be extracted information effectively. In
addition, the explained variance value of 1 factor is 58.423% respectively, and the
cumulative explained variance after rotation is 58.423% > 50%. It means that the
information of the study term can be extracted effectively.

(2) The Component Vision and Inspiration contains 12 items, all the study
items correspond to a common degree value higher than 0.4, which indicates that the

information of the study items can be extracted effectively. In addition, the KMO value is
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0.956, which is greater than 0.6, and the data can be extracted information effectively. In
addition, the explained variance value of 1 factor is 56.663% respectively, and the
cumulative explained variance after rotation is 56.663% > 50%. It means that the
information of the study term can be extracted effectively.

(3) The Component Modeled by Followers contains 13 items, all study
items correspond to a common degree value higher than 0.4, which indicates that the
information of the study items can be extracted effectively. In addition, the KMO value is
0.959, which is greater than 0.6, and the data can be extracted information effectively. In
addition, the explained variance value of 1 factor is 58.215% respectively, and the
cumulative explained variance after rotation is 58.215% > 50%. It means that the
information of the study term can be extracted effectively.

(4) The Component High Performance Expectation contains 9 items,all the
study items correspond to a common degree value higher than 0.4, which indicates that
the information of the study items can be extracted effectively. In addition, the KMO
value is 0.944, which is greater than 0.6, and the data can be extracted information
effectively. In addition, the explained variance value of 1 factor is 59.452% respectively,
and the cumulative explained variance after rotation is 59.452% > 50%. It means that the
information of the study term can be extracted effectively.

(5) The Component Provide Individual Support contains 12 items,all study
items correspond to a common degree value higher than 0.4, which indicates that the
information of the study items can be extracted effectively. In addition, the KMO value is
0.967, which is greater than 0.6, and the data can be extracted information effectively. In
addition, the explained variance value of 1 factor is 59.026% respectively, and the
cumulative explained variance after rotation is 59.026% > 50%. It means that the

information of the study term can be extracted effectively.

5. Research Results
The research procedures consisted of 3 steps;

Step (1) Determining the components and variables of Administrators
transformational leadership required by Administrators. It was qualitative research. The
researcher has studied related literatures about the concept, principles, and theories,

related research on 20 documents as well as in-depth interview from 9 key informants
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who were deans, vice dean and professors in administration from LiaoNing, China, with
more than 5 years’ experience from art colleges and universities in Liaoning Province.
Snowball sampling method was employed. Semi-structured interview form was used.
Data collection was performed by the researcher. The collected data was analyzed by
Content Analysis. Finally, it is concluded that there are 5 factors, Intellectual,
Stimulation,Vision and Inspiration,Modeled by Followers, High Performance Expectation,

Provide Individual Support;

Step (2) To study the administrators' transformational leadership factors affecting
teachers' working effectiveness in art colleges in Dalian City, Liaoning Province.lt was
quantitative research. The researcher used the components and variables of
transformational leadership required by administrators from step (1) to prepare an
instrument as a questionnaire as to collect data from samples in order to To study the
administrators' transformational leadership factors affecting teachers' working effectiveness
in art colleges in Dalian City, Liaoning Province. Population consisted of 1226 who were
High-Level Administrators (Dean, Vice Dean, Party Secretary, Deputy Party Secretary), Staff
(Assistant Dean, Party and Mass Organizations, Administrative Staff, Director of Teaching
and Research Office, Department Head, Academic Committee, Teaching Steering
Committee, Lab Technician) and Teachers. They came from 3 Art colleges in Dalian city,
Liaoning Province.The sample size was approximate 294 samples, determined by the
G'Power program, with a proportional stratified random sampling technique. In order to
make accuracy in Confirmatory Factor Analysis, the researcher has increased the sample
size to be approximate 326 samples. The researcher employed a questionnaire which
composed of three parts; Part I: General information of the respondents (Checklist), Part
IIl: Questionnaire about administrators' transformational leadership in Dalian City, Liaoning
Province (five-level rating scale), and Part lll: Teacher’s working effectiveness (five-level
rating scale), there were a total of 70 questions. Instrument was developed from step (2)
as a questionnaire. The quality of questionnaires was assessed by content validity and
reliability. For the content validity, it was checked by five experts and analyzed by Item-
Objective Congruence (I0C). The item value was > 0.60. For the reliability, it was analyzed
by Cronbach alpha at 0.94. The questionnaires were sent by online and researcher. The
data of demographic variables were analyzed by descriptive statistics; frequency, and
percentage. The components and variables of administrators’ resilient leadership of

Higher Art Schools in Liaoning Province were analyzed by descriptive statistics; Arithmetic
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Mean (X), Standard Deviation (S.D.), Skewness (Sk.), Kurtosis (Ku.) and Coefficient of
Variation (C.V.). The inferential statistics used in the analysis include Pearson Correlation

Coefficients and KMO and Bartlett's Test.

Step (3) The focus group discussions were conducted by the researcher to
develop administrators’transformational leadership in art colleges in Dalian, Liaoning
Province from 5 factors.The seven main interviewees include professors, directors,
academic leaders, and heads of department management. At the same time, it proposes

a leadership guidlines for improving the effectiveness teachers' working effectiveness.

From the research objectives, major findings were revealed as follows:

NO. Components Frequency Grande
12 Intellectual stimulation 26 1
22 Vision and inspiration 23 2

5 Modeled by followers 21 3
27 High Performance Expectation 21 3

7 Provide individual support 17 5

Table 1: Results of transformational leadership components by source of relevant

research and experts in order of frequency

Cronbach alpha coefficient 0.934

Table 2: Cronbach's QL coefficient value

Therefore, it can be concluded that the Administrator’ s transformational
leadership that have 5 components, they are 1) Intellectual Stimulation, 2) Vision and
Inspiration, 3) Modeled by Followers, 4) High Performance Expectation, 5) Provide
Individual Support.
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KMO 0.944
Bartlett's
Test of
13682.873
Sphericity

(Chi-Square)

df 1830

p value 0.000

Table 3: The statistic of Bartlett and KMO index of administrators’ transformational

leadership affecting teachers’ working effectiveness.

Through focus group discussions. There was total 61 leadership guidelines to
improve teachers’ working effectiveness in art colleges in Liaoning Province. Details were

as follows;

Table 2: Cronbach's QL coefficient value
1. Administrators should have an open mind to lead the team.

2. Administrators should create fast and convenient communication methods to

ensure efficient information exchange between teams.

3. Administrators should understand the ideological dynamics of each team

member.
4. Administrators should have innovative spirit to lead team development.

5. Administrators should continuously put innovation and development as the

top priority of team development.

6. Administrators should understand the actual abilities of employees and make

development plans for each employee according to their characteristics.

7. Administrators should encourage every team member to improve their own

ability, and stimulate every employee's thinking ability and creative ability.

8. Administrators should set an example and inspire the thinking ability of team

members, so that members can think more comprehensively.
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9.Administrators should pay attention to the democratic management of team

development and actively listen to the actual opinions of team members.

10.Administrators should encourage each team member to attach importance to

their own development and encourage them to set a vision for personal development.

11. Administrators should encourage team members to break through their

current situation and face more difficult work bravely.

12. Administrators should put forward higher requirements for the completion
and integrity of team members. Let each member think about the possibilities of work

development.

13. Administrators should be good at thinking in multiple directions, and use this
ability to stimulate the thinking ability of team members, so as to promote the

development of team members' thinking ability.

14. Administrators should let each team member understand the overall goal of

team development

15. Administrators should often describe the overall direction of team

development for team members to encourage their confidence in development.

16. Administrators should pay attention to the reform needs of team
development, and pass this demand to each team member through meetings or other

ways.
17. Administrators should set an example and make the long-term planning goal
the development ideal of each team member.

18. Administrators should be good at encouraging employees' work progress.

19. Administrators should be able to understand the personal needs of
employees, and be able to effectively combine personal needs with team development

needs.

20. Administrators should be able to help each team member establish personal

development aspirations.

21. Administrators should be good at communicating with members and establish

common ideals.
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22. Administrators should be able to offer rewards for employees' performance

development.

23. Administrators should pay attention to emotional management and establish

a positive and optimistic development spirit in the team.

24. Administrators should make it popular on the basis of establishing a long-

term development.

25. Administrators should strengthen the belief of team development ideals in

the team.
26. Administrators should be successful in the industry.

27.Administrators can have an important impact on the development of the

department.

28. Administrators should use excellent and successful management schemes

for team management.
29. Administrators need to have noble morality.
30. Administrators can deal with team problems in a fair and fair way.

31. Administrators can sacrifice their own interests for the development of the

team.

32. Administrators need to set an example in their work and have a good working

attitude.
33. Administrators should build team confidence
34. Administrators should be a model for the team.

35. Administrators should be able to use management theory to influence team

members
36. Administrators should have substantive working ability.
37. Administrators should help each team member in their work.

38.Administrators should should play an exemplary role in the team and provide

support for teachers' personal development.

39. Administrators should be good at managing employees in combination with

regulations.
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40. Administrators should be able to support teachers applying new method on

work.
41. Administrators should encourage teachers' ability development
42. Administrators should put forward work requirements in a humanized way.

43. Administrators should be good at understanding the development of the

industry and be able to put forward targeted development suggestions.
44. Administrators should make development plans practically and realistically.
45. Administrators should be good at praising teachers.
46. Administrators should clarify the specific standards for excellent work.

47. Administrators should give material rewards to employees for their good

working.
48.Administrators should be able to be fair and equal to teachers.
49. Administrators should deal with team relations from the perspective of work.
50. Administrators should be able to accept teachers' opinions.
51. Administrators should support teachers' work.
52. Administrators support members' personal development.
53. Administrators should allow members to try their work.
54. Administrators should understand the personal situation of team members.
55. Administrators should understand the general life problems of teachers.
56. Administrators should understand the personal advantages of teachers.

57. Administrators should consider the actual situation of members to assign

tasks.
58. Administrators should help members solve general life problems.

59. Administrators should arrange work tasks according to the actual needs of

teachers.
60. Administrators should understand the teachers’ inner thoughts.

61. Administrators should create necessary conditions for teachers’

development.
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6. Conclusion

From the research objectives, major findings were revealed as follows:

There were 5 main administrators' transformational leadership factors affecting
teachers' working effectiveness in art colleges in Dalian City, Liaoning Province which
consisted of (1) Modeled by followers, (2) Provide individual support, (3) Intellectual

stimulation, (4) Vision and inspiration, (5) High performance expectation; and 61 indicators.

7. Discussion

Discussion about administrators' transformational leadership factors in art colleges
in Dalian City, Liaoning Province:

There were 5 components and 61 indicators of transformational leadership
required by Administrators which consisted of (1) Intellectual stimulation, (2) Vision and
inspiration, (3) Modeled by followers, (4) High performance expectation, (5)Provide
individual support. administrators' transformational leadership factors are important for
improving teachers’ working effectiveness.This research finding was in accordance with
the theories or research of Rowold & Heintz (2007), Jantzi & Leithwood (1996), Avolio &
Bass (1995), Penjira (2022), Bass (1998), tesfaw (2014), khasawneh (2012), Avolio et al.
(2004), Shamir et al. (1998), Avolio (1999), Walumbwa and Lawler (2003), Kouzes and
Posner (2002, 2003, 2007), nasra (2015), Leithwood et al. (2008), litz(2016), Leithwood and
Jantzi (2000) , minckler (2013), Leithwood and Sun (2012), Kilinc (2022), berkovich (2016).

Discussion about the administrators’ transformational leadership affecting

teachers’” working effectiveness in Art colleges in Dalian City, Liaoning Province :

The code and knowledge variable of personal factors, the family support variable
of family factors, the leadership behavior variable of organizational factors, the academic
environment variable of organizational factors can significantly positively influence the
leadership of administrators in colleges. The major findings were revealed as such because
as administrators in colleges that having good code is a necessary quality for working in
colleges. Good code and rich knowledge can not only bring positive influence
administrators in colleges themselves, but also influence people around them and
improve the effectiveness of leadership. This research finding was in accordance with the
theories or research of Miao & Huo (2006), Zhao Kailun (2020), Huang Jinghan (2006), Jiao
Lili (2007), Li Jing (2012), Zhu Jian (2017), Shi Qinghua (2012), Chen Qian (2009), James M.
kouzes (2021), Alice H. Eagly (2011), and Peter G. Northhouse (2012) which was found that
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the code and knowledge variable of personal factors can significantly positively influence
the leadership of administrators in University.

Discussion about guidelines for the development of administrators’ transformational
leadership in art colleges in Dalian City, Liaoning Province:

There were total 61 guidelines of for leadership improvement of administrators in
colleges.This research finding was in accordance with the theories or research of Shi
Qinghua, Zhao Xiaohong and Ma Guohua (2012), Parker M. Andreoli, Hans W. Klar,
Kristin Shawn Huggins and Frederick C. Buskey (2020), Chen Qian (2009), Liu Zhen (2015),
and Zhao Kailun (2020) which was found that administrators should pay attention to
improving ideological ethics and academic ethics; administrators should have rich
professional knowledge and management knowledge; and administrators need to
understand their role correctly. This research finding was in accordance with the theories
or research of Li Jing (2012), and Alice H. Eagly and Linda L. Carli (2011) which was found
that administrators need to balance family and work. This research finding was in
accordance with the theories or research of Alice H. Eagly and Linda L. Carli (2011) which
was found that administrators need to build good working relationships with their
colleagues; and administrators need to build motivation mode. This research finding was
in accordance with the theories or research of Shi Qinghua, Zhao Xiaohong and Ma
Guohua (2012), Li Jing (2012), and Zhao Kailun (2020) which was found that universities
should optimize the academic research environment; and universities should improve

their academic management systems.

8. Recommendations

1. Recommendation for Policies Formulation

In order to make better use of administrators' transformational leadership to affect
teachers' work effectiveness. In the formulation of policies, we should first standardize
the code of administrators, resolutely punish the administrators who violate code in
universities, and not be employed the administrators who have bad code. Secondly, we
should consider the family situation of administrators in universities. administrators in
universities who have no time to take care of their families should be given appropriate
subsidies.

2. Recommendation for Practical Application
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For the practical application of transformational administrators’ leadership in Art
colleges in Dalian City, Liaoning Province. First, administrators in universities should be
consistent in speaking and acting, improve their own code and enrich their knowledge,
set an example for their subordinates, motivate subordinates with good code and rich
knowledge, and improve subordinates enthusiasm in work. Second, administrators in
universities should communicate harmoniously with their husbands, get support from
their husbands, and let their families support own work, so that administrators in
universities can exert better leadership efficiency and promote the development of the
organization. Third, administrators in universities should establish a harmonious
relationship with their subordinates, improve listening ability of administrators in
universities, administrators in universities give care and help of subordinates, and timely
solve the difficulties subordinates encounter in work and life. Fourthly, universities should
establish a good educational philosophy and provide a good academic research
environment, so that administrators in universities can have a better environment for
leadership and promote subordinates to work better for the organization.

3. Recommendation for Further Research

First, "The Guideline to Improve Transformational administrators’ Leadership in Art
colleges in Dalian City, Liaoning Province" can be researched from different perspectives.
Secondly, the results of the research may change with the change of the environment.
Although this research analyzes the factors influencing the leadership of administrators in
University in Dalian City, and the guidelines to improve transformational administrators’
leadershipThe results of this study found that 3 of the 7 components had the highest
comprehensive statistical values, namely, “Learning and Professional Growth”,
“Cooperation and Communication” and “Strategy and Decision”.

1) Because of limited conditions, the scope of this research is limited to Dalian
City, and the sample size of administrators is small, only 326. In the next step, the research
scope can be expanded.

2) The respondents in this research were only teachers and administrators. In
the next step, the respondents of the questionnaire survey can be workers. Through the
different perspectives to research the factors of transformational administrators’
leadership in colleges. Through the comparative analysis of the factors influencing

leadership, the research results are more scientific.
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3) In this research, the factors of transformational administrators’ leadership
affecting teachers’ working effectiveness have many research variables and many item in
the questionnaire. The respondents may feel tired when answering the questionnaire,
which may have influence on the survey results. In the next step, research should use
more semi-structured interviews, the design of the questionnaire should be concise and

accurate to improve the accuracy of the survey.

In the following research, other methods can be used to conduct research to
verify the final results and find the guidelines for the factors of transformational leadership

to improve teachers' work effectiveness.

It has pointed out the management direction, clarified the management
objectives, and formed the guidelines for improving teachers’ working effectiveness in art
colleges in Dalian and even Liaoning Province. In the future, administrators will be able
to consciously and effectively manage their own organizations in accordance with the
above aspects, so that leading cadres of higher education in Dalian, Liaoning, and even
the whole country can exert the greatest transformational leadership. It has extensive
influence and reference value on the development of education in the country, society

and universities, including managers, related personnel, teachers and students.
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ABSTRACT

The objectives of this research were: (1) to propose a model of mediating effects of
organizational commitment on the relationship between administrators’ transformational
leadership and faculty members’ job satisfaction within Luxun Academy of Fine Art in
Liaoning province (2) to evaluate the model fit with the empirical data, and focus to the
variables were influenced the job’s satisfaction of faculty members.

The total population of this study included 595 faculty members from Luxun
Academy of Fine Art. A stratified random sampling method was used to sample, totaling
342 person which calculated from G*Power program. The instrument for collecting data
was a questionnaire. Descriptive statistics and inferential statistics were used to perform
data analysis by using statistical computer software.

Research results revealed that: (1) A mediating effects of organizational
commitment relationship between administrator’s transformational leadership and
faculty member’s job satisfaction model fit with the empirical data at statistically
significant p< 0.01, the value of full model: Chi-square = 61.49, df = 51, p = 0.15, GFI =
0.97, AGFI = 0.96, CFl = 0.99, NFI = 0.98, and SRMR= 0.02. (2) Administrators’
transformational leadership, and faculty members organizational commitment had a

directly influence faculty member’s job satisfaction (3) Administrator’s transformational
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leadership not indirectly influence faculty members job satisfaction through organizational
commitment.
Keywords: Mediating effects of organizational commitment, transformational leadership,

job satisfaction, Luxun Academy of Fine Art

1. Introduction

Leadership is one of the basic and most important needs in each organization. It
is often considered as the solution to most organizational problems (Daft & Marcic, 2006).
It can direct human resources toward the strategic objectives of the organization and
ensure that organizational functions are aligned with the external environment (Zaccaro
& Klimoski, 2001). Leadership as crucial factor of organizational effectiveness Leadership
is one of the basic and most important needs in each organization. It is often considered
as the solution to most organizational problems (Daft & Marcic, 2006). It can direct human
resources toward the strategic objectives of the organization and ensure that
organizational functions are aligned with the external environment (Zaccaro & Klimoski,
2001).

Transformational/Transactional Leadership several different approaches have
evolved over the years to describe leadership styles. Integrative leadership theories are
the new approach in leadership which have been established based on combining trait,
behavioral, and contingency approaches and the transformational leadership is one of
them (Silong, Abu Daud, 2010). It was first mentioned in 1978 by James McGregore Burns
and was developed by Bass in 1985 and by Bass and Avolio in 1994 (Hinkin & Schriesheim,
2008; Northouse, 2007; Piccolo & Colquitt, 2006). This theory consists of three part
transactional, transformational, and laissez-faire leadership. Transactional leadership
emphasizes the transaction or exchange that takes place among leaders, colleagues, and
followers. This exchange is based on the leader discussing with others what is required
and specifying the conditions and rewards these others will receive if they fulfill those
requirements (Bass & Avolio, 1994). This type of leadership focuses on maintaining the
status quo and motivating people through contractual agreement (Bass, 1985).

Job Satisfaction and Leadership style as a key factor affects subordinates job
satisfaction which in turn is essential for success of each organization. Job satisfaction is

one of the crucial outcomes of leadership (Bass & Avolio, 1994). Research findings have

endorsed significant effect of transformational leadership on subordinates' job
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satisfaction (Antonakis et al., 2003; Avolio and Bass, 2004; Bass and Avolio, 1994; Griffith,
2004; Wiratmadja et al., 2008). It has shown that job satisfaction has important effects on
efficiency, productivity, employee relations, absenteeism, turnover, and organizational
performance (Chen et al., 2006; Koustelios, 2001; Okpara et al., 2005; Oshagbemi, 2003;
Schroder, 2008). It is a crucial factor that influences positive employee behavior, when
employees are satisfied with their job, they feel more responsible, accountable and
committed to the organization (Sihombing & Gustam, 2007). They also have a tendency
to remain within the organization longer (Santhapparaja & Seyed Shah Alam, 2005).
Numerous studies have been conducted on the relationship between leadership
and employee job satisfaction (Bass, 2008; Bass & Riggio, 2006), but comparatively little
research has examined institutes of higher education (Alonderiene & Majauskaite, 2016).
The researcher has awareness and interest in this matter, the purpose of this quantitative,
non-experimental, correlational study would to explore the leadership styles of the
administrators: deans and department chairs within the institution, as perceived by the
faculty members in order to examine the relationship between leadership styles and staff
’s overall job satisfaction, and to determine to what extent these leadership styles
predicted the staff faculty’s overall job satisfaction. The independent variables were the
transformational, transactional, and passive-avoidant leadership styles. The dependent
variable was the overall satisfaction level of faculty members in the institution. Hopefully
the outcome of this study will help administrators, stakeholders, and policy makers gain
a better understanding of various leadership styles and their impact on faculty job
satisfaction, which is a critical factor in regard to making decisions concerning

organizational improvement, training, and effectiveness.

2. Research Questions

This study sought to answer the following research questions:

(1) What are the transformational leadership, faculty members job satisfaction and
organizational commitment within Luxun Academy of Fine Art?

(2) What, if any, relationship exists between the transformational leadership and

faculty members jab satisfaction as a mediating effect through organizational commitment?
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3. Research Objectives

(1) To propose a model of mediating effects relationship between administrator’s
transformational leadership and job satisfaction of faculty members within Laxun
Academic of Fine Art.

(2) To evaluate the model fit with the empirical data, and focus on the variables
were influenced the job’s satisfaction of faculty members within Luxun Academic of Fine

Art.

4 Research hypotheses

H I: Administrator’s transformational leadership directly influence job satisfaction
of faculty members.

H 2: Administrator’s transformational leadership directly influence organizational
commitment of faculty members.

H 3: Organizational commitment directly influence job satisfaction of faculty
members.

H 4: Administrator’s transformational leadership indirectly influence job

satisfaction through organizational commitment of faculty members.

5. Research Method

(1) Research Design

Used mixed method, both qualitative and quantitative, first the qualitative to
determine the components and indicators of the resilient leadership model through
content analysis from 20 document and research related, included 9 key informants. After
that quantitative method was employed to collected the empirical data from the
respondent through survey questionnaire

(2) Population and Sample

In this research study, the main population used were 595 faculty members, using
342 samples in the study which calculated by G*Power program, the researchers increased
the sample to 400 respondents in order to fit the research methodology using CFA

statistics. (Hair, at al., 2016)
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(3) Research Instruments

The main instruments used in this research is a 5-level rating scale questionnaire
that the researcher created from the review of literature and the validity checked by 5
experts, included the reliability the alpha coefficient greater than 0.80.

(4) Data Collection

The steps for data collection will be as follow: Request permission to collect data
for research from Bangkokthonburi University and from Luxun Academy of Fine Art, then
carry out data collection with the selected samples by sending questionnaires to the
coordinator teacher who will help for collect data with the selected samples in each
school/college/department.

(5) Data Analysis

Descriptive statistics, including percentages and frequencies, used to describe
about the characteristics of the respondents. The assumptions for each test were checked
and then inferential statistics are calculated. The researcher tested the fit between the
proposed model and data collected by using structural equation modelling, which could
be manipulated by LISREL to test the hypotheses. The structural model was used to
capture die causal influences of exogenous latent variables on endogenous latent
variables and of endogenous latent variables upon one another. For assessment the
model fit with the empirical data, based on the suggestions of Bagozzi and Yi (1988),
Bollen (1989), Browne and Cudeck (1993), Byrne (1998), Chou and Bentler (1995), Jdreskog
and Sdrbom (1993), and Hair et al. (1998), that the statistics used such as Chi-Square ( X2)
the value should not be significant, CFI, NFI, GFI, AGFI, and TLI, the values should be
larger than 0.90, and RMSEA, the values should less than 0.05.

The test of the structural model included direction, magnitude, and R? of
parameter estimates should be statistically significant, the direction must be corrective,

and R? must have enough magnitude of explanation.

6. Research Results

1. Model of mediating effects of organizational commitment on the relationship
between administrators’ transformational leadership and faculty members’ job
satisfaction within Luxun Academy of Fine Art in Liaoning province that proposed which

fit with the empirical data as showed in Figure below:
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Chi-square =61.491,, df =561, p =.149 CFIl = .996, NFI = .980
GFI =.975, AGFI =.962. TLI =.995, RMSEA =.023

The model fit with empirical data, the fit index of X2, CFI, NFI, GFI, AGFI, and TLI,
the values resulted according to the specified criteria. The result of this model as shown

in Table 1

Tablel: Shows overall fit index of the model fit with the empirical data

Fit indices Statistic
Chi-square (c?) with df = 51 61.49 (p = 0.15)
Goodness of fit index (GFI) 0.99
Adjusted goodness of fit index (AGFI) 0.95
Comparative fit index (CFI) 0.99
Normed fit index (NFI) 0.98
Teker Lewis Index (TLI) 0.99
Root means square error of approximation (RMSEA) 0.02

2. The model fit with the empirical data has shown in Figure and Table 1, and
when focus on the variables were influenced the job’s satisfaction of faculty members

within Luxun Academic of Fine Art, the results shown in Table 2 and Table 3 as follows:
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Table 2: Shows the Regression Coefficient Estimate of the model

Non-Standardized Standardized
Parameter Standard error | T-value R?

coefficient coefficient
Al 0.58 0.03 22 75% 0.77 0.60
}\2 : M 0.64 0.03 23.94* 0.83 0.68
7\3 - IS 0.62 0.03 25.17* 0.85 .073
A :IC 0.64 0.03 23.95* 0.84 0.71
A, :oC1 0.68 0.04 15.36* 0.68 0.46
}\6 : 0C2 0.86 0.04 22.98*% 0.60 0.35
7\7 - 0C3 0.90 0.04 25.98* 0.85 0.73
7\8 - D 0.58 0.05 9.78*% 0.80 0.69
)\9 - CP 0.63 0.05 11.05*% 0.83 0.68
A : OA 0.69 0.06 14.96* 0.79 0.63
}\11 : SUP 0.68 0.06 11.82*% 0.84 0.70
A, : COOL 0.56 0.05 9.73* 0.77 0.59
V1.1 oc 0.08 0.06 1.37"% - =
Vo1 s 0.87 0.04 19.99* 0.95 0.90
9 ar e 0.58 0.06 7.36% 0.58 0.34

* p < 0.05; NS = non-significant

The results found that (1) the standardized coefficient of transformational
leadership to job satisfaction (Vz: TL =2 JS) was 0.95 with a standard error of 0.04 and a
T-value of 19.99 (p< 0.05), indicating that the hypothesis “H I: Transformational leadership

directly influence job satisfaction” is accepted. (2) the standardized coefficient of
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transformational leadership to organizational commitment (V1: TL = OC) was 0.08, with
a standard error of 0.06 and a T-value of 1.37 (p > 0.05), this means the transformational
leadership has a little direct effect on organizational commitment, however not
statistically significant. The hypothesis that stated “H 2: Transformational leadership
directly influence organizational commitment” is rejected. (3) the standardized coefficient
of organizational commitment to job satisfaction (b;: OC - JS) was 0.58, with a standard
error of 0.06 and a T-value of 7.36 (p < 0.05), this means the organizational commitment
has direct effect on job satisfaction. Therefore, the hypothesis that stated “H 3:
Organizational commitment directly influence organizational commitment” is accepted,
and (4) the last, the standardized coefficient of transformational leadership to job
satisfaction VIA the organization commitment was the mediator variable, the indirect
effect was at 0.05 (0.08 x 0.58). therefore, the hypothesis that stated “H 4: Transformational
leadership indirectly influence job satisfaction through organizational commitment” is
rejected. However, the indirect effect was lower than direct effect. In summary, this model
studied was consistent fit with the empirical data. The hypotheses that stated almost all

were accepted as shows in the Table 4

Table 3: shows Summary results of the hypotheses testing in this study

Hypotheses that stated T-value Decision

H I: Transformational leadership directly 19.99* Supported

influence job satisfaction.

H 2: Transformational leadership directly 1.37"% Not Supported

influence organizational commitment.

H 3: Organizational commitment directly 7.36% Supported

influence job satisfaction.

H 4: Transformational leadership indirectly - Not Supported

influence job satisfaction

* Statistically significant, p < .05

NS means non-significant, p>.05
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7. Discussion

The research results reveal that the administrator’s transformational leadership as
perceived by the faculty member of Luxun Academy of Fine Art was not moderate
effected. Because of in these situations, the two latent variables: transformational
leadership to job satisfaction the value of R? = 0.95, transformational leadership to
organizational commitment R?= 0.08, and organizational commitment to job satisfaction
R? = 0.58, and the power from transformational leadership to job satisfaction through
organizational was only 0.50. This may be due to other factors that were not involved in
this study, included organizational commitment and job satisfaction variables were
relatively highly correlated, resulting in such results, which is consistent with some of the
studies that have reported. As reported by Bruce J. Avolio, at al., (2004) first, consistent
with previous studies (e.g., Dvir et al., 2002; Howell & Hall-Merenda, 1999; Kirkpatrick &
Locke, 1996; Walumbwa & Lawler, 2003), they found a positive association between
transformational leadership and organizational commitment. However, contrary to the
initial expectations, the relationship between transformational leadership at the direct
immediate level was only modestly related to followers’ level of empowerment and
organizational commitment based on correlational analyses and was not significantly
related in the SEM analyses. It is possible that close followers are more likely to see some
of the inconsistencies in their leader’s behavior, which may affect how committed they
feel to the organization, as well as how empowered. Also, the discretion for lower-level
supervisors in organization to empower their direct followers may be limited, potentially
reducing the level of empowerment provided. According to all the researchers discussed,
it can be seen that the organization's management will achieve that. It relies on factors
to support and first foremost, it is the management of the organization that will require a
lot of effort. In order for the organization to reach its intended destination, the most
important supporting factor is the manpower at work, which in the school is the teachers
themselves. The organization's work simply cannot be carried out at all. Therefore,
personnel management is of paramount importance at the top of the academy. It's a
challenge for administrators to see what to do to make good teachers and staffs that
knowledgeable have a happiness, satisfaction and attachment to work with the
organization. These things are internal feelings of the individual, so it is the duty of the
management and related parties to show leadership in order to give the teacher a good

feeling until there is satisfaction and attachment to the work with the organization, which
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can be carried out in a variety of ways and in various channels. It is based on principles
and theories, therefore, in this study, researchers would propose in some part such as:
the employee engagement is based on Maslow’s hierarchy of needs. It reflects an
employee’s engagement level as determined by how well their needs are being met,
namely:

1. Survival: Improving employee engagement is a task that starts with organizations
working from the ground up, meaning that leaders must understand the most basic
human needs in terms of why a particular individual has chosen to work in their
organization. The most basic need of all: survival. Employees at this level of engagement
are doing the job to fulfil their most pressing needs, such paying the bills and putting
food on the table.

2. Job security: Coming second to pay and also reflecting a basic need is job
security. In order to be engaged, employees need to feel as if the job they are in is stable
and secure before they invest more time and effort into their work.

3. Belonging to/part of a team: Covering those first two bases lays a strong
foundation for building an engaged staff. When in place, organizations can begin to
escalate their engagement efforts by first taking steps towards allowing employees to feel
as if they truly belong in the organization and are not just there for the job.

4. Importance/value: A study “What Drives Employee Engagement and Why It

Matters” released in 2012 by MSW Research and Dale Carnegie Training made one thing
loud and clear: feeling valued by leadership plays a huge role in an employee feeling
engaged in his or her job. According to the study, there are three key drivers: Relationship
with immediate supervisor, Belief in senior leadership, Pride in working for the
organization. Having a direct relationship with management has a far greater impact on
employee engagement than expected.

5. Self-actualization: This is the level that every organization should strive to build
their employees up towards: self-actualization. In this phase of engagement, experienced
and knowledgeable employees actively seek ways to support the organization
themselves by sharing their successes and their knowledge with others in the company.
This has a cyclical effect and will continue to help create a larger force of engaged
employees.

And the results of this issue are also inter-twined with Gallup Engagement

Hierarchy by Jim Clifton & Jim Harter (2019), as depicted in the bestselling book "It's the


https://www.forbes.com/sites/victorlipman/2012/12/14/study-explores-drivers-of-employee-engagement/
https://www.forbes.com/sites/victorlipman/2012/12/14/study-explores-drivers-of-employee-engagement/
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Manager: Gallup finds the quality of managers and team leaders is the single biggest factor
in your organization's long-term success”.

The research results in this part indicated that the administrators should learn the
following related matters about the factors that strengthen engagement in the
organization by: properly assess the teacher's engagement with the organization, develop
a plan to strengthen engagement, encourage everyone to participate in building
engagement, and reward good teachers with appropriate rewards, of this must be subject
to the environmental factors that contribute to the engagement of the organization both
organizational level, departmental level and individual level. And to build bonds with
teachers for the organization to exist and improve, the factors were divided into 4 aspects
so that the school management can continue to develop into activities or projects,
namely: (1) Basic Needs include: Environment and facilities ease of work; Expectations
derived from work such as welfare, participation in various activities, support for improving
the quality of life, etc. (2) Management Support consists of supervisors or colleagues,
promote the development of knowledge and abilities, receive attention/praise at work,
be willing and fully engaged in work, etc. (3) Teamwork consists of having good colleagues.
Colleagues are committed to working to fulfill the mission/objectives of the organization
There is an opportunity to comment on the work, and (4) Growth consists of learning
opportunities and progress in work, etc. which this propose results was consistent with

the academic works of many scholars as the researcher have discussed all.

8. Recommendations

There are three main recommendations: recommendations based on research
findings and policy recommendations. Suggestions for utilization and suggestions on issues
that should be further research study.

Based on research findings and policy formulation.

1. Chief executive of Luxun Academy of Fine Art should take this research results
into consideration to set a policy for school administrators in order to maintain and
development, as a result of this research, in particular, with personnel bipartisanship,
which is a priority in the work of the organization to be accomplished. Administrators must
have leadership behavior like as transformational leadership style, which is critical to job
engagement/commitment and organization, because this gives people a sense of

commitment. Fully committed to work, not fleeing elsewhere with management able to
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go on. To be used these in planning develop the transformational leadership skills of
school administrators and faculty members’ engagement /commitment in each level. To
allow school administrators to be developed into professional executives in line with the
leadership by self-development or and in-service short course training program.

2 Organizations should maintain employees’ positive attitudes and behavior by
applying the transformational leadership style and ensuring job satisfaction, which plays
a central role in the organization by orienting employee psychology, motivation and
positive behavior to change

3 Office of the personal administration include Education Commission in
Shenyang, Liaoning, School District and Provincial Offices, should take the
transformational leadership for school administrators as a result of this research to be a
policy to develop school administrators particularly in higher art school to have
knowledge and understanding the value of leadership and the value of worker job
engagement/ organizational commitment in themselves. Especially the transformational
leadership skills for administrators which are skills that need to be strengthened at various
levels. By using the following methods:

(1) Inservice training by highly experienced experts in this field.

(2) Organize the faculty members particularly art teacher’s job satisfaction and
organizational commitment an annual survey and report to the organization and everyone
to recognize and find way to improve and development.

(3) Use the results of the survey study according to Item 2 to plan and
development projects as appropriate in order the faculty members to be satisfied and

have a commitment to the organization.

Suggestions for utilization

1 This study demonstrated the critical role of transformational leadership and job
satisfaction on faculty members commitment to organizational change in the context of
an emerging economy. The research model linked the leadership literature and
organizational change literature based on an individual-level approach. It also employed
a three-component model extension of organizational commitment in the context of the
organizational change.

2. Luxun Academy of Fine Art leaders should predominantly implement transformational

leadership in every leadership layer.
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3. The leader and the management of Luxun Academy of Fine Art should increase
the employee’s work satisfaction level. Furthermore, the middle management should
optimize their capabilities in reaching the set target to improve the members loyalties job
performance. Efforts in developing job satisfaction should focus on the main contributing
factors such as: activities, compensation, independence, reward, social status and social
services.

4. The leader and the management of Luxun Academy of Fine Art should enhance
organizational commitment. This can be done through embedment of organizational
vision through the three aspects of commitment, namely affective, normative and rational

commitment.

Suggestions for further study

This research did not find indirect effects of transformational leadership to faculty
members’ job satisfaction through organizational commitment as a moderator effect. This
is considered a new knowledge, which requires further study as to what caused it. The
suggestion further study, there are as follows:

1 The theories that have been developed in this research can be further
developed and continued in the future research conduct, to create more comprehensive
problem-solving model for transformational leadership, job satisfaction, organizational
commitment and job performance.

2 No matter whether considering the measurement model or the full model, the
values of some model fit a problem with predictive validation. As this may capitalize on
sample idiosyncrasy, the researcher recommends conducting a cross-validation study
using another sample in future research.

3 Another important limitation of this study is that this study only dealt with die
issues of transformational leadership, organizational commitment, and job satisfaction.
This is a small integration model so other mechanisms influencing job satisfaction could
not be comprehensively examined. For future research, the researcher calls for the
integration of other factors, such as personal characteristics, work motivation, quality of
work life, professional attitude, self-efficacy and organizational culture.

4 Finally, all analyses were based on cross-sectional data. This means that
longitudinal evaluation of the model could not be done. It would be interesting to

examine the relationships among transformational leadership or leadership practice,
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organizational commitment, and job satisfaction across time. To deal with this aspect

could enhance nomological validity for the theory proposed in the full model
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ABSTRACT

The objectives of this research were: (1) to determine factors affecting academic
performance of academic staff at private universities in Shenyang under Liaoning Province,
and (2) to propose a model of factors affecting academic performance effectiveness of
academic staff at private universities in Shenyang under Liaoning Province.

The total population of this study included 7,267 academic staffs from the private
university in Shenyang. Proportional stratified random sampling method was used to
collected data, totaling 400 academic staffs which calculated from package software. The
main instrument for collecting data was a 5- level rating scale questionnaire. Descriptive
statistics and inferential statistics such as SEM. Statistical were used to prove the
hypotheses and used in path analysis. Overall, of data analysis through the statistical
package software.

Research results revealed that: 1) The effectiveness of academic performance of
academic staff at private universities in Shenyang was moderate level. The factors
affecting academic performance effectiveness were quality of work life, perceived
organizational support, transformational leadership, job motivation, and job satisfaction,
which had high level and 2) The factors affecting academic performance effectiveness of
academic staff at the private universities in Shenyang with the statistically significant

include quality of work life, perceived organizational support, transformational leadership,
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job motivation, and job satisfaction, all together could exactly direct/indirect predict the

academic performance effectiveness was at 51 percent.

Keywords: Factor affecting academic performance effectiveness, academic staff,

universities in Shenyang, Liaoning province

1. Introduction

Most countries worldwide have been able to get significant economic growth due
to their quality of education. Due to education helps individuals to become better and
self-sufficient citizens. Therefore, any country’s future depends on the standard of its
education system, and the education system relies on the quality of academic faculty. If
the quality of the academic staff is flawed, the educational system falls. Regina (2014)
defined that the educational system can guide an individual towards obtaining knowledge,
skills and capacities, positive thoughts, and skills needed to achieve success for living a
purposeful life. Teachers are the pillars of the nation, who make the individuals’
foundation strong. Further, Regina (2014) described that the universities’ strong
foundations are crucial in a higher level of the educational system and found that the
latest knowledge, technology, and skills are required to prepare for leadership positions
in every work of life equal and socially justifiable promotion.

Because of education is a fundamental position in formation of comprehensive
national strength as mention above. Considered education as a key tool of cultivating the
new generation ready to engage in social life, and it is also the key link to inherit and carry
forward the production experience of human society The new situation puts forward new
and more urgent requirements for education in cultivating and creating a generation of
high-quality new citizens in China In the 21st century, art design education is an extremely
important factor or tool in the development of education system. Specifically, "China's
Education Modernization 2035" proposed to "comprehensively strengthen and improve
the aesthetic education in schools". In the stage of higher education, the Ministry of
Education issued the opinions on effectively strengthening the aesthetic education of
higher education in the new era, which set the positioning, policies and responsibilities
for the reform and development of aesthetic education in colleges and universities.
Through a series of policy collaborative design, the basic structure is a step-by-step
aesthetic education system, and a relatively perfect aesthetic education content and

curriculum system are initially formed (YangYingiao & JiangFenfen, 2020).
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Therefore, art design education in the field of higher education and the opinions
on deepening the reform of education and teaching to comprehensively improve the
quality of compulsory education plays a crucial role, the lack of Chinese university art
design education about quality effectiveness that caused from administration ability
competence research and imperfect human resources system seriously restrict the
development (Xining, Xing. 2021). How to identify what are important factors affecting art
design education has become one of the urgent problems to be solved in the field of

the new era of art Design Education in universities under Shenyang, Liaoning Provinces.

2. Research Questions
The main question needs to answer in this study is: what factors effect or influence
on the effectiveness of academic staffs’ performance at private university in Shenyang,

Liaoning province?

3. Research Objectives

(1) to determine factors affecting academic performance effectiveness of
academic staff at private universities in Shenyang under Liaoning Province, and

(2) to propose a model of factors affecting academic performance effectiveness

of academic staff at private universities in Shenyang under Liaoning Province.

4. Research Hypotheses

Theoretically relevant factors examined and found to have a direct or indirect
effect on the effectiveness of academic staffs' selected performance include: (1) quality
of work life, (2) perceived of organizational support, (3) transformational leadership, (4)
job motivation, and (5) job satisfaction. By a job satisfaction was shown as a mediating
effect. Hypotheses, therefore, needs to approve were as follow:

Hypothesis 1: Quality of working life directly affects the effectiveness of academic.

Hypothesis 2: Recognition of organizational support directly affects the
effectiveness of academic.

Hypothesis 3: Transformational leadership directly affects the effectiveness of
academic.

Hypothesis 4: Job motivation directly affects the effectiveness of academic.

Hypothesis 5: Job satisfaction directly affects the effectiveness of academic staff.
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Hypothesis 6: Quality of work life directly affects job satisfaction of academic.

Hypothesis 7: Quality of working life indirectly affects academic performance
effectiveness through job satisfaction

Hypothesis 8: Recognition of organizational support directly affects job satisfaction.

Hypothesis 9: Recognition of organizational support indirectly affects academic
performance effectiveness through job satisfaction.

Hypothesis 10: Transformational leadership directly affects job satisfaction of
academic staffs.

Hypothesis 11: Transformational leadership indirectly affects academic performance
effectiveness through job satisfaction

Hypothesis 12: Job motivation directly affects job satisfaction of academic staffs.

Hypothesis 13: Job motivation indirectly affects academic performance effectiveness

through job satisfaction

5. Research Method

5.1 Research Design

The quantitative method was employed to propose the Structural Equation
Modeling of factors affecting academic performance effectiveness of academic staff at
private universities in Shenyang under Liaoning Province.

5.2 Population and Sample

Population used in this study was art teachers within seven comprehensive
universities of Shenyang, Liaoning Province which includes of (1) Dalian Art College, (2)
Liaoning Communication University, (3) College of Arts and Information Engineering, (4)
Dalian Polytechnic University, (5) Haihua College of Liaoning Normal University, (6) He
University, (7) Dalian University of Science and Technology, (8) Shenyang City University,
(9) Shenyang Urban Construction University, (10) Liaoning University of International
Business and Economics, total of 7,267 persons.

In this study, G*Power software was used to determine the sample size. And the
proportional stratified random sampling was employed to this study. As this study had
multiple observed variables to define the latent variables, a large sample size was
needed. In this study, since there were 22 observed variables, the sample size should be

at least somewhere between 110 and 220. For this study, 400 valid questionnaires were
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obtained, which is much larger than the suggested 110 or 220, including 345 that stated
in an initially.

5.3 Research Instruments

Research Instruments for this research are as follows:

Part 1: is a question about the personal data of the respondents using a closed-
ended question, each question has multiple options. but could choose only one answer,
namely gender, age, education, academic position etc.

Part 2-6 are questions about factors influencing operational effectiveness,
academic aspects of university staff. It is a 5-level rating scale questionnaire about the
latent variable of Quality of work life, Transformational leadership, Job motivation, Job
satisfaction.

Part 7: Is a question about academic performance effectiveness of academic
staff.

Questionnaire quality have checked by 5 experts in management to check the
accuracy of the objectives. Content and language used and reported as - Objective
Congruence (I0Q). Included the reliability test, Cronbach's alpha coefficient was used to
determine the accuracy and reliability that it was at an acceptable level. (Suchart Prasit
Ratasin, 2001: 248-257).

5.4 Data Collection

Step 1: Request permission and request letter to collect data for research to
the Bangkokthoburi University (BTU).

Step 2: Selection the coordinating teachers to help assist in coordinating data
collection in each institution. Those will be oriented to understand the details of the
questionnaire administration and data collection.

Step 3: Carry out data collection with the selected samples by sending
questionnaires to the coordinator teacher who will help for collect data with the selected
samples in each school/college/department.

5.5 Data Analysis

5.5.1 Descriptive statistic to describe the variables using frequency, percentage,
mean, and standard deviation

5.5.2 Correlation analysis between independent variables to study the

relationship among variables for Multicollinearity check.
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5.5.3. Data analysis to answer research hypothesis the values used to check
the harmonization and coherence of the structural equation model with the empirical
data include: Chi Square test, Goodness — of — Fit Index (GFI), Adjusted Goodness-of-Fit
Index (AGFI), Root Mean Square Error of Approximation (RMSEA), Comparative Fit Index
(CFI), Normed Fit Index (NFI), SRMR (Standardized Root Mean Square Residual) is a value
that indicates the size of the average remainder based on comparison with empirical data.

5.5.4 Interpreting and Modifying the Model) in the analysis of linear structural
equations. Upon examining the model, it was found that the model is not yet in harmony
with the empirical data. The model will be adjusted by considering (1) theoretical
feasibility and related research papers, and (2) considering the model adaptation index.

(Modification Indices), and then start analyzing the data from the first step.

6. Conclusion of research findings

1. Quantitative Data Analysis

The results of the analysis of factors influencing the effectiveness of academic
staff performance found that “Factors of quality of work life” as a whole were at a high
level. When considering each aspect, it was found that the fair remuneration,
advancement and job security the average is at a high level. Meanwhile safe working
conditions, opportunities to develop competency, balance in life and family was at a
moderate level,

Factors perceived organizational support as a whole found that the average is at
a high level. When considering each aspect, it was found that the aspect of justice,
coupled with the support of the superiors and in terms of awarding and organizing suitable
working environment the mean was also at a high level.

The overall transformational leadership factor found that the average is at a high
level. when considering each aspect. It was found that the influence in ideology
motivation and individualized consideration the average was at a high level.

Job motivation factors, Overall, it was found that the average is at a high level.
When considering each side, it was found that the factors within the event available at
the internal and external factors were at a high level.

Job satisfaction factor found that the average was at a high level. When considering

each side, it was found that satisfaction with the job was at a medium level. Generally
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liked the nature of the work being done was at average level. However, like to work in
this faculty/institute the average was at a high level.

The last, effectiveness of academic staff performance as a whole found that only
average was at moderate. When considering each aspect, it was found that the teaching
aspect was at a high level, meanwhile research and academic service were only at

moderate level.

2. The results of the hypothesis testing
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Figure 1: Hypothetical Structural Equation Model, showed the factors that influence the

effectiveness of academic staff performance (final adjustment).

The results of data analysis from the index used to check the consistency. after
structural equation adjustment, it was found that X?/df = 2.52, GFI = 0.95, AGFl = 0.92,
RMSEA = 0.047, CFI = 0.99, NFI = 0.99, TLI 0.99, and RMR = 0.03 considering that all
consistency indices were all criteria values. In addition, in order to make the Structural
Equation Modeling more complete, the researcher will the data analysis results are
presented as follows:

The predictive coefficient (R?) of the exogenous observed variables inspirational
motivation had the highest predictive coefficient equal to 0.90, followed by intellectual
stimulation, external factors taking into account the personal rights, the predictive
coefficients were 0.89, 0.84 and 0.80 respectively.

Accuracy or the predictive coefficient (R?) of the endogenous observed variables,
working preference in the Faculty/Institution had the highest predictive coefficient equal
to 0.65, followed by job satisfaction. and teaching effectiveness was equal to 0.62 and
0.52 respectively.

Component weight or factor loading value of latent variables, it was found that
quality of work life: personal rights aspect had a highest weight value (Ax = 0.90), balance
in life and family was weighted minimal (Ax = 0.60).

Perception organization support had a weight value the highest (Ax = 0.88), the
perception of supervisor’s support had a lowest value (Ax = 0.74).

The transformational leadership found that the inspiration motivation aspect had

the highest weight (Ax = 0.96), and the idealized influence had the lowest weight (Ax
=0.80).

Job motivation variables in terms of external factors, there was a weight value the

most component (Ax =0.93) and internal factors has the lowest weight (Ax =0.85).

Job satisfaction variables, it was found that the preference for working in the
Faculty/Institution, the weight of components was the highest (Ax = 0.81) and in terms of

job preference. has the least weight (Ax = 0.36).

The academic performance effectiveness, in term of teaching side the component
weight was the highest (Ax =0.73), and the research side had the lowest component
weight (Ax =0.44).
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Conclusions from the analysis of the overall measurement model. have an
acceptable level of precision. The researcher presents the path analysis results of the
influencing factor Structural Equation Modeling. The effectiveness of academic
performance staff as follows:

The predictive coefficient (R?) of the Structural Equation Modeling, it was found
that variable of: quality of working life, perceived organizational support, transformational
leadership, job motivation, and job satisfaction can together explain the variance of
academic performance effectiveness was at 51%. and the results of the hypothesis test

can be summarized as Table 1:

Table 1: Summary of results from hypothesis testing.

Hypothesis Result

1. The quality of work life directly affects the academic | Not in accordance

performance effectiveness of academic staff with the assumptions.

2. The perception organizational support directly affects the | Not in accordance

academic performance effectiveness of academic staff with the assumptions.

3. Transformational leadership direct effect the academic | According to  the

performance effectiveness of academic staff assumptions.
4 . Job motivation directly affects the academic | According to the
performance effectiveness of academic staff assumptions.

5. Job satisfaction directly the academic performance | According to  the

effectiveness of academic staff assumptions.

6. Quality of working life directly affects job satisfaction of | Not in accordance

academic staff with the assumptions.

7 . Quality of work life indirectly affects academic | Not in line with the
performance effectiveness of academic staff through job | assumptions.

satisfaction

8. Perception organizational support directly affects job | According to  the

satisfaction of academic staff assumptions.

9. Perception organizational support indirectly affects the | According to  the

academic performance effectiveness of academic staff | assumptions.

through job satisfaction
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Hypothesis Result

1 0. Transformational leadership direct effect on job | According to  the

satisfaction of academic staff assumptions.

11. Transformative leadership indirect effect on academic | According to  the
performance effectiveness of academic staff through job | assumptions.

satisfaction

12. Job motivation directly affects job satisfaction of | According to  the

academic staff. assumptions.

13. Job motivation indirectly affects academic performance. | According to  the

Effectiveness of academic staff through job satisfaction assumptions.

In conclusion, hypotheses that have proven factors influencing academic
performance effectiveness consists of 9 items, divided into 6 items that directly affect

and 3 items that indirectly affect.

7. Discussion

(1) Quality of working life directly affects the academic performance effectiveness
of the academic staff with no statistical significance. In generally when mention the quality
of work life, if personnel have a good quality of work life will make them satisfied in the
effectiveness of the work, the development of the quality of work in the organization, the
idea, creativity in work and dedication to work to achieve the organization's goal of
reducing transfer and resignation. Hackman and Suttle (1977) stated that having a good
quality of life not only gives people satisfaction but also affects to social and
environmental conditions various productive economy and most importantly, the quality
of work life will lead to job satisfaction and organizational engagement contributes to
lower absenteeism, turnover and accident rates. which the results of this study were
inconsistent with the findings of some study that reported by Beh & Rose (2007), which
found that quality of work life was positively correlated with work performance.

(2) Perception of the organizational support should increase efficiency academic
practice with no statistical significance. The organizational support makes employees
willing to put in effort and dedicate their time working for the organization to receive
various awards from the organization through social exchange as positive perceptions

about the employment relationship led to more productive behaviors. The results of this
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study are inconsistent with the findings of Rhoades & Eisenberger (2002) which found that
perceptions organizational support is fairness, supervisor support, and organizational
rewards and the environment in favorable job conditions have a direct correlation with
job performance.

(3) Transformational leadership directly affects academic performance effectiveness
of statistically significant with staffs in a negative direction. Higher performance is due to
changes in employee values, attitudes, and motivations by gradual stimulation from low
to high levels (Bass, 1985). Follower's success including willingness to put extra effort in
work, satisfaction with leaders recognizing the importance of performance and perceived
achievement at work.

(4) Job motivation directly affects to academic performance effectiveness of
academic staff with statistical significance. Job motivation is extremely important for both
personal and organizational performance (Addison and Brundrett, 2008), while Shaari,
Yaakub and Hashim (2002) show that highly motivated individuals have a tendency to
perform well at work and to be more responsible and diligent. Likewise, Halepota (2005)
argues that incentives make employees work better, thereby resulting in higher
productivity.

(5) Job satisfaction directly affects academic performance effectiveness of
academic staff with statistical significance. Due to job satisfaction is one of the factors that
will enable the organization to work productively. If individuals are satisfied with their job
responsibilities, it will lead to high productivity and an organization with increased
turnover. A person's job satisfaction is not static and changes with the circumstances of
the job, work and other factors within organization, changes in job satisfaction will affect
behavior of individuals over time. Mega Fisher & Menghetti (2010) stated that job
satisfaction is an important factor affecting work behavior and organizational performance.
Therefore, job satisfaction was clearly correlated with the pattern of behavior.

(6) Quality of work life directly affects employee satisfaction at academic work
with not statistically significant. Improving the quality of work life. It is one way to develop
an organization. which is regarded as having an impact directly with workers in the
organization The executives should pay attention and pay attention to the personnel in
the organization is considered a very important resource that the organization has.

Hackman & Suttle (1977) said that having a good quality of life not only makes people
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satisfied but also sends effect on social conditions environment, economy, various
products and most importantly, the quality of work life will lead to.

(7) The quality of work life indirectly affects academic performance effectiveness
of the academic staff through job satisfaction with no statistical significance. Because the
results of the study in this research found that quality of life in work directly affects job
satisfaction of academic with no statistical significance. It is inconsistent with some results
of the study as the Augustine Acheampong, Musa Ahmed Muhammed and Kingsley
Agyapon. (2016) they reported that although much research found that the quality of
work life possity direct on academic performance, however some did not always the case.

(8) Perceived organizational support directly affects work satisfaction of university
staff significantly. It is what the organization expresses by giving benefits in return satisfied
employees, such as recognition and praise compensation increase promotion, information
and other assistance necessary to help work better which is what employees want
organizations feel connected and supportive to them. The results of this study are
consistent with the results of the study of Rhoades & Eisenberger (2002) that found that
the perception of support from the organization is fairness support from supervisors and
receiving awards from the organization and environment in favorable job conditions are
directly related to job satisfaction.

(9) The perceived organizational support indirectly affects the academic
performance effectiveness of academic staff through job satisfaction with statistical
significance. It can be explained that because the perception of support from the
organization directly affects job satisfaction is consistent with Azadehand & Ahranjani
(2014), Farooqui & Nagendrab (2014), Huang et al.,, (2013) Springers (2010) that job
satisfaction affecting the performance of employees. They were explained that perception
organizational support as a resulted in job satisfaction at a high level that encouraged
efficiency in the work itself.

(10) Transformational leadership directly affects employee job satisfaction.
Academic university Rajabhat University in Thailand is statistically significant, with a
negative direction. Higher performance results from change employee values, attitudes,
and motivations by gradual stimulation from low to high levels (Bass, 1985, p. 32). amount
of follower success both willingness to put extra effort into work Leader Satisfaction
Recognizing the importance of performance and perceived success at work (Bass as cited

in Krishnan, 2005, p. 14). Pianella (2014) examined the impact of transformational
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leadership on job satisfaction of nurses The results of the study revealed that
transformational leadership delivered directly on job satisfaction of nurses The head nurse
with transformational leadership will able to motivate subordinates to achieve the goals
of the department and have a good working attitude in addition, it also affects the
intention to serve patients. quality of care.

(11) Transformational leadership indirectly affects academic performance
effectiveness of academic staff through work satisfaction with statistical significance with
a negative direction. Explained from the results of this research study found that
transformational leadership has a negative direct effect on academic job satisfaction, it
will have consequences, namely, the effectiveness of work is reduced, this is in line with
Stewart's (1996) idea that resistance to change affects job satisfaction, leading to
dissatisfaction. And the effectiveness of work is reduced, may be the staff anti-change
manner resulting in a negative impact on the results academic work through the feeling
of dissatisfaction resulting in various behaviors that do not want to work for achieve the
goals that the leader or supervisor wants them to be.

(12) Job motivation has a direct effect on job satisfaction with statistical
significance. Job motivation to work is an expression of the emotional state of the person
towards the stimuli and then appears. It is behavior towards the goal of satisfying or
dissatisfied emotions (McClelland, 1961). The results of this study are consistent with the
concept of Ghafoor (2014) found that work motivation with 6 questions about work effort,
work effectiveness, work participation. dedication to work working beyond workload and
happiness at work.

(13) Job motivation indirectly affects the academic performance effectiveness of
academic staff through job satisfaction with statistical significance. It can be explained that
the motivation is a background for a person to act in order to describe the duties that
have been set and when accomplished, one will feel pride and satisfaction in the work

which will affect the effectiveness of the organization to succeed in the future.

8. Recommendations
1. Policy recommendations
(1) From research findings that the effectiveness of academic performance of
academic staff was influenced by job satisfaction variables both direct and indirect

influence.
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(2) Based on the findings of transformative leadership roles that affect negative
direct effects on both job satisfaction and academic performance effectiveness of
academic staff with statistically significant. Therefore, the university should have to change
the organizational management policy in command line by reducing the administrators’
role of transformative leadership behaviors to reduce resistance to change.

(3) From the finding on the quality of work life the university should have a
policy, especially in terms of welfare that is higher than the basic standards that university
staffs should receive, this included creating stability in the career by setting a clear career
path and individual developing plan to clear and concrete to achieve academic position
or academic performance.

(4) From the findings about the perception of support from the organization
indirectly affecting academic performance effectiveness through job satisfaction, the
university should have a fair administration policy or good governance, that can be
inspected, which will make academic staff satisfied with their work.

(5) The findings on operational effectiveness, particularly in research, that found
that were at low level, should regulate research policies by integrating missions, research,
academic service, and teaching into concrete.

2. Practical recommendations

(1) Teaching side should use information technology to help reduce the burden
of various administrative tasks that are not related to academic performance in
conjunction with the management system effective management or increasing the
number of support lines which, when compared to the number academic staff have a
very low proportion. Causing teachers to bear some of the workload such as preparing
documents for quality assurance, including the workload that is not related or not directly
responsible, should reduce the teaching workload since the number of teaching hours
per week is currently at an average which more than standard. In addition to the various
administrative tasks that must be done, it makes it impossible to manage time for research
or writing textbooks efficiently.

(2) In terms of research, the academic staff should go to the area to find
research problems. and explore the needs of local to solve problems. If this kind of
research can be done, it will affect research, service, academic and teaching that truly
meets the needs. With an experienced teacher as the head team and set goals for

research work and doing academic work.
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(3) Academic service that should emphasize the integration of research that
answers local problems, encouraging personnel to go out for academic services. To
external agencies, being a consultant to both public and private agencies to create
acceptance.

(4) In term of job security whether in the matter fair employment contract
various welfare better than the social security system that is currently received. Although
some places have other welfare such as group accident insurance, etc., but it is still
unclear.

(5) Work motivation because the motivation to work will encourage working
people feel satisfied with their work. This will increase productivity in work.

(6) Build morale and morale in work in order to reduce pressure by using
contracts hired as a tool.

(7) Clear division of workload according to staff aptitude, not everyone has to
do everything the same.

(8) Administrators ‘leadership is important to help followers work efficiently,
however the executives should understand their work and help promote to support
employees or subordinates to work and build good working relationships.

3. Recommendation for Further Research

(1) This Structural Equation Modeling process can be explaining the variation in
effectiveness of academic performance about 51%. There were other factors involved
such as work participation variables, organizational management, self-development
management, governance morale and encouragement, profesional attitude,
organizational commitment, relationship in the organization, etc., which those who are
interested can use to create a perfect model to do research related to the effectiveness
of academic performance.

(2) From the research results, it can be seen that the effectiveness of academic
performance in research is the lowest level when comparison with teaching and academic
service. So, in-depth results able to study qualitatively on this issue. that there will be a
way to add research effectiveness.

(3) This Structural Equation Modeling, there was a variable of job satisfaction as
a variable. To study the indirect influence on academic performance effectiveness, the
mediator variable for study, interested in studying, may use other variables such as

political factors. organizational loyalty, organizational commitment, good membership
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behavior, etc., to obtain the best model for the study of academic performance

effectiveness.
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ABSTRACT

This research aimed to study 1) Study the management of executives Under the
Office of Nakhon Pathom Primary Education Service Area 2. 2) Study the effectiveness of
the school. Under the Office of Nakhon Pathom Primary Education Service Area 2 and 3)
to study the administration of administrators that affect school effectiveness. Under the
Office of Nakhon Pathom Primary Education Service Area 2. The sample group of
informants consisted of 1) school administrators, 2) department heads, and 3) teachers,
totaling 328 people. The research tool was a questionnaire on management
administration and school effectiveness Data analysis using a packaged program Statistics
used in data analysis were frequency, percentage, arithmatic mean standard deviation
and hypothesis testing Stepwise multiple regression analysis was used.

1. The management of administrators under the Office of Nakhon Pathom Primary
Educational Service Area Office 2 was at a high level overall, and each aspect was at a high and
moderate level, ranked from descending to descending as follows: Communication, Leadership
and Motivation, respectively.

2. School effectiveness Under the Office of Nakhon Pathom Primary Educational Service
Area 2, the overall level was at a high level. When considering each aspect, it was at the highest
and highest level. In descending order: the ability to develop students to have a positive
attitude, the ability to solve problems within the school, the ability to change and educational
institution development, and in terms of the ability to produce students with academic
achievement, respectively.

3. Administrative directives affecting school effectiveness Under the Office of Nakhon
Pathom Elementary Educational Service Area 2 overall, there was a statistical significance at the
01 level, able to predict school effectiveness. under the Office of Nakhon Pathom Primary

Education Service Area 2 at 84.6 percent.

Keywords: administration, management, effectiveness
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ABSTRACT

The objectives of this research were: (1) to determine the components of
transformational leadership required by administrators; (2) to propose the model of
transformational leadership for administrators of higher art schools in Shenyang, Liaoning
Province; (3) to evaluate the model of transformational leadership for administrators of
higher art schools in Shenyang, Liaoning Province.

The research was a mixed methodology, including qualitative and quantitative
research design. The population of the research consisted of 564 who were administrative
staff and teachers of Higher Art Schools in Shenyang, Liaoning Province. A proportional
stratified random sampling method was used to sample, totaling 320 persons. The
instruments used for data collection were semi-structured interview and a five-level rating
scale questionnaire. The statistical used for data analysis were descriptive statistics and
CFA. (Confirmative Factor Analysis).

The research findings revealed that: (1) there were four components and thirteen
indicators of transformational leadership required by administrators, it consisted of:
inspirational motivation, individualized consideration, intellectual stimulation and
idealized influence, (2) The transformational leadership model for administrators of Higher
Art Schools in in Shenyang, Liaoning Province that developed was consistent with the
empirical data: Relative Chi-square = 43.26, Degree of Freedom = 34, Goodness of Fit

Index = 0.99, Adjusted Goodness of Fit Index = 0.97, Root Mean Square Error of
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Approximation = 0.02, and Standard Root Mean Square Residual = 0.01 all in line with
specified criteria. The important components of the model were idealized influence (A = 0.96),
followed by intellectual stimulation (A = 0.95), inspirational motivation (A = 0.92) and
individualized consideration (A = 0.90), respectively, (3) the results of the model evaluation

in terms of utility, feasibility, propriety and accuracy found that it was of a high level.

Keywords: Administrators transformational leadership model, Higher art school in

Shenyang, Liaoning Province

1. Introduction

School is an important educational establishment in order to develop people to
be knowledgeable and able to step into the world of change. Competitive potential
able to stand firmly and with dignity in the world society. Therefore, the school
administrators play an important role in improving the quality of learners in accordance
with the intentions of the National Education Act. Which is to enable human beings to
learn self-development according to aptitude according to their potential, create
learning habits through self-seeking in order to produce quality personnel that meet the
overall needs of the country. The 21 century expectations of school’s place new
demands on educational leaders. Aside from providing instructional leadership, today’s
administrators face challenges that include budget reduction amidst increased school
enrolment, school insecurity caused by general societal insecurity, accountability, quality
issues, public relations as well as the onerous task of managing teachers who will
prepare students to become global citizens. These are daunting tasks for school
administrators. These demands have brought a new focus on administrators who are at
the forefront of higher education. As leaders, they are pivotal to schools’ goal
attainment.

China, like other countries, has always given importance to and has provided
education for its people from the past to the present. By making it a law that requires
everyone to be educated. as well as defining regulations and schemes as a mechanism
for driving The Ministry of Education is the main organization responsible for the
national education management and education reform. which has several important
policies in determining which educational institutions are in all sectors of the country

both public and private has played a role in driving educational reforms to success
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because it is considered an operational level in applying the principles and policies of
educational administration to make them appear concrete and quality

In this situation, which will provide good results for education, there is a
standard quality according to the intended purpose or not. In academics, it depends on
a number of factors, one of which is School administration and operation processes
(Sergiovanni. 1980; Pierce, 1991; Edmonds, 1979; Glickman, Stephen and Ross-Gordon,
2004) because it is considered that the school is closely related to the students who
receive education directly. Therefore, it is imperative that schools build their
educational institutions into a standardized quality organization. To act as a knowledge
manager, develop knowledge, develop ideas, and develop the potential of educational
management to be effective and efficient.

The modern environment, within which a school organization operates, is
characterized by dynamic development. As a result, this represents a challenge for the
school organization, in order for it to be able to respond to changes with flexibility and
determination, and establish a positive outlook, thus avoiding stagnation. Therefore, it is
an imperative need for leaders/administrators to possess an appealing and charismatic
personality, combined with a strong influence and a broad vision; these leaders should
be able to ignite enthusiasm among teachers and inspire them to reach optimum
utilization of their skills and capabilities,

Which the leadership of the school administrators is considered important and
directly affect the contextual education management of changes in modern times.
Because in the change can create clarity about (1) being a vision (2) believing that the
schools are for learning) (3) Valuing Human Resources (4) communicators and listeners
(5) Proactive behavior (6) Being a risky person. In accordance with Bass and Avolio (1994:
49) that gives the meaning of the behavior that Is a process that the leaders influence
colleagues or followers by passing 4 behavior components called "Four's" is an influence.
There is an idealized influence, inspirational motivation, intellectual stimulation, taking
into account the individualized consideration. From the study, it was found that the
leadership of quality educational institution administrators’ leadership of new executives
will be the leader of change which has been studied and developed more and more
branches by based on the main idea of Bass. However, in the context of the leaders in
higher art schools under Shenyang city of Liaoning province haven’t found any studies

on this subject yet. Therefore, the researcher is interested in studying and researching to
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propose a model for developing quality change leadership. According to the concept of
Bass for administrators of educational institutions under art schools for the agencies involved
in the development of educational institution administrators to be able to implement them
in a practical manner, providing direct benefits for administrators in considering their
transformational leadership Improving or developing oneself to become an effective change
leader in management and lead to personal job satisfaction, engagement, organizational

commitment and job performant of colleagues in art educational program.

2. Research questions

1) What are the components of administrators’ transformational leadership for
higher art school in Shenyang, Liaoning province?

2) What are the administrators’ transformational leadership development model
for the higher art school in Shenyang, Liaoning province?

3) How to evaluate the model of transformational leadership for administrators

of higher art schools in Shenyang, Liaoning Province.

3. Research objectives

1) To determine the components of administrators’ transformational leadership
for higher art schools.

2) To propose the model of transformational leadership for administrators of
higher art schools in Shenyang, Liaoning Province.

3) To evaluate the model of transformational leadership for administrators of

higher art schools in Shenyang, Liaoning Province.

4. Research Hypotheses
Transformational leadership model for administrators of Higher Art Schools in

Shenyang, Liaoning Province was fit with the empirical data.

5. Research Method

5.1 Research Design

The research was mixed methodology design, however, most of this process
based on the explanatory research design by using second order of Confirmative Factor

Analysis in order to answer the research question, objectives and hypotheses.
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5.2 Population and Sample

The population were administrative staff and teachers of seven Higher Art Schools
in Shenyang, Liaoning Province, total 564 persons. The sample group is used to select
respondents by proportional stratified random sampling by using GPower program.,
totally at least 320 persons.

5.3 Research Instruments

Use the Chinese website “WJX.cn” to create a five-point rating scale questionnaire
and manage it on a professional platform for online data collection. It consists of the
following three parts.

Part I: Demographic variables, general information of the respondents, totaling
8 items, such as gender, age, education level, position, working years, etc.

Part Il: Rating scale questionnaire which asks about the development of
transformational leadership model for administrators of Higher Art Schools in Shenyang,
Liaoning Province.

Part lll: Suggestions and additional comments (Open Ended).

All type of questionnaires will be Likert’s rating scale with 5 choices (Likert, R. 1932
p. 1-55).
1 = Strongly Disagree,

2 = Disagree,
3 = Neutral,
4 = Agree,

5 = Strongly Agree.

All of these develop are to use the IOC and Cronbach's alpha coefficient to find
the validity and reliability. It was found that t overall items that IOC. were greater than
0.80 and Cronbach’s alpha coefficient above 0.80, indicating that the reliability of this
questionnaire is very high.

5.4 Data Collection

The steps for data collection will be as follow:

Step 1: Request permission to collect data for research to the Faculty of
Education, Bangkokthonburi Univerity (BTU)
Step 2: Request a letter of recommendation for the researcher from the BTU

Educational Faculty.
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Step 3: Selection the coordinating teachers to help assist in coordinating data
collection in each institution. Those will be oriented to understand the details of the
questionnaire administration and data collection.

Step 4: Carry out data collection with the selected samples by sending
questionnaires to the coordinator teacher who will help for collect data with the selected
samples in each school/college/department.

5.5 Data Analysis

5.5.1 Descriptive statistics to describe the demographic variables and to know
the characteristics of transformational leadership studied. The analysis was performed
using percentage, mean and standard deviation, etc. as follows:

Mean score Level of Resilient Leadership that administrators were shown

1.0-1.49 Lowest
1.50-2.49 Low
2.50-3.49 Moderate
3.50-4.49 High

4.50-5.0 Highest

1. Analyzing the model that the transformational leadership of administrators
should be developed. The arithmetic mean was used by the researchers in Best” analysis (Best

W. John, 1997: 190).

2. Data analysis for frequency and percentage in order to know the status of
the sample group, i.e., gender, age range, educational level, position level, professional title,

work experience, professional attribute, etc.

3. Average data analysis, Standard deviations and coefficients distribution to
determine the suitability of the indicators for the selection of indicators in the model. by
specifying the following criteria, the mean value is equal to or more than 3.00 and the
distribution coefficient (CV.) is equal to or less than 20%.

5.5.2 Inferential statistics, for development model of transformational
leadership for administrators. Confirmatory factor analysis (CFA) will be employed for
finding and estimate the parameter in this situation as follows:

1. Data analysis to take into account the suitability of variables to be

analyzed for further components by analyzing the Pearson correlation coefficient. In order
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to determine the degree and direction of correlation, if the variables are not correlated
then there is no common component. There was a statistically significant correlation at
the .01 level (p< .01) (Nongluck Wiratchai, 2005). Bartlett's statistical analysis, which is a
statistical test of the correlation matrix hypothesis between variables and Identity Matrix,
considering the Bartlett's test of Sphericity and the probability that Is there an appropriate
correlation to be used for further component analysis. By considering the statistical
significance and analysis of the Kaiser-Myers-Allkil index. (Kaiser-Mayer-Olkin Measurers of
Sampling Adequacy: MSA) Considering the criterion, a value greater than .80 indicates very
good, less than .50 indicates invalid (Kim & Muclle, 1978 cited in Somkiat Thanok, 1996)

2. Confirmatory Factor Analysis by testing the conformity of the structural
correlation model and weighting the sub variables used to generate the empirical data
indicators obtained from the weighted analysis of the data from the questionnaire. The
sub variables used to generate the indicators and to verify the coherence of the research
model are the theoretical models created by the researcher by analyzing second-order
confirmation elements with the empirical data. Thereafter, the coherence of the research
model with the empirical data was examined. If the results of the first data analysis do
not meet the specified criteria, the researcher must adjust the model to meet the
specified criteria. According to the viewpoint of Nongluck Wirachchai (2005), the statistical
values to be used as the audit criteria are as follows:

(1) Chi-square Statistics is a statistical value used to test the statistical
hypothesis that the function Harmony is zero. The lower the Chi-square Statistics, the
closer to zero the model is consistent with the empirical data.

(2) Harmony Level Index (Goodness-of- Fit Index: GFI), which is the ratio of
the difference between the harmonious functions from the model before and after the
model was adjusted to the harmonization functions before the model was adjusted GFl
values from 0.90-1.00 indicate that the model was consistent with the empirical data.

(3) Adjusted Goodness-of-Fit Index (AGFI), in which the GFl is adjusted taking
into account the size of freedom (df), which includes the number of variables and the
sample size if the AGFI values from 0.90-1.00 indicate that the model is consistent with
the empirical data.

(4) Root Mean Square Error of Approximation (RMSEA) error indicates the

dissonance of the model generated with the population covariance matrix which is A
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value of RMSEA less than 0.05 indicates that the model is consistent with the empirical
data.

(5) Apply the results of the analysis to verify the consistency of the model.
The following criteria were selected for indicators showing Factor Loading: 1) equal to or
greater than 0.7 for parent component (Farrell & Rudd, 2011), and 2) equal to or greater
than 0.30 for sub-element and identifier (Tacq,1997).

Therefore, the researcher used the statistics based on the opinion of Nongluck
Wiratchai (2005) as a criterion to check the consistency between the models developed
by the researcher from theory and research to empirical data. The variables used to
generate the indicators and to verify the coherence of the research model are the
theoretical models created by the researcher by analyzing second-order confirmation
components with the empirical data. Thereafter, the coherence of the research model
with the empirical data was examined. If the results of the first data analysis do not meet

the specified criteria, the researcher must adjust the model to meet the specified criteria.

6. Research Results

The results of this research can be summarized according to the research
objectives as follows:

6.1 From the study of the components of transformational leadership for art
school administrators by documentary research and in-depth interviews from the experts
can be concluded that there are 4 components, consisting of idealized influence,
inspiration motivation, intellectual stimulation, and individualized consideration. Overall
have 13 indicators, including: creating a vision, creating prestige, emphasis on practice,
confidence building in the ideological endpoints creating expectations in follower's
abilities reasoning emphasis on survival using experience, focusing on excellence,
emphasizing development emphasis on individual differences and being a mentoring .

6.2 The research results can be summarized as follows:

1. Basic statistics and correlation coefficients of transformational leadership for
art school administrators in Shenyang can be concluded that art school administrators
had the average of the overall transformational leadership at the high level. and
considering by component, it was found that stimulating the use of intelligence had the
highest average, followed by individual considerations, inspirational and idealized influence,

respectively, and the indicators of transformational leadership for art school administrators
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in Shenyang found that development-emphasis (DEL) and emphasis on differences
between people (ADI) were correlated. The relationship between Excellence Orientation
(EXC) and Vision Creation (VIS) was the lowest.

2. Confirmatory Factor Analysis of transformational leadership components for
art school administrators in Shenyang. Summarize the results of bringing the components
of transformational leadership as harmonize with empirical data show that the generated
model can be used to describe the condition. The transformational leadership of art
school administrators has 4 components: idealized influence; Inspirational motivation,
intellectual stimulation, and individualized consideration, in this situation, component of
idealized influence has the highest standardized component weight was 0.96. There was
a high level of variation with transformational leadership (92 %), use wisdom and
inspiration the standardized weights were 0.95 and 0.92. There was a high level of
variation with transformational leadership (90 and 85 percent). The lowest standardized
weight was equal to 0.90, and there was a high level of variation with transformational

leadership (81%).
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Figure 1: Second order Confirmatory Factor Analysis of transformational leadership for
higher art school administrators in Shenyang
6.3 Developing and evaluating the transformational leadership development
model for art school administrators in Shenyang can be summarized as follows:

1. Developing a transformational leadership development model for art school
administrators have 3 phases: 1 )  pre-development preparation process,
2) development process, and 3) supervision, monitoring and evaluation process.

2. Evaluate the transformational leadership development model with 4 assessment
standards: utility standard, feasibility standard, property standard, and accuracy standard.
All 4 aspects had the highest average level and when considering according to the
assessment list, it was found that the suitability standards had the highest mean, followed
by the standard of probability usefulness standards and accuracy standards, respectively.

The overall results as showed in Table 1

Table 1: Evaluate the transformational leadership development model of higher art

school administrators in Shenyang as perceived by 7 experts

No. Assessment Standards X S.D. Level Quality
1 | Usefulness Standard 4.93 0.17 Highest
2 | Feasibility Standard a.97 0.05 Highest
3 | Suitability Standards 5.00 0.00 Highest
4 | Accuracy Standards 491 0.23 Highest
Overall 4.95 0.11 Highest

7. Discussion

7.1 Component measurement model of transformational leadership for art school
administrators in Shenyang the standardized component weight was between 0.30 - 0.96,
where every component and every indicator had a statistical significance at the .01 level
with idealized influence having the highest standard component weight, followed by
intellectual stimulation and force building inspired by individual considerations has a
minimum standardized weight of 0.96, 0.95, 0.92 and 0.90, respectively, by the model
measuring the components of transformational leadership of art school administrators

was consistent with the empirical data, meaning that the generated model can be used
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to explain the transformational leadership for the administrators and shows that if the
management practice by relying on such components, it will inevitably affect the
transformational leadership of the administrators according to the theory.

The research results were consistent with many researchers, such as Minhyun Kim
at al, (2017), Liu Yuou (2023), Wang Zihao (2023), therefore, the research in line can
indicate that the efficiency and benefits of transformational leadership have been
documents extensively, in particular as applied to education, as the same in line of
Kirkbride (2006). According to Burns (1978), transformational leadership can allow leaders
as well as followers to elevate their morality and motivation. Specifically, transformational
leadership can be carried out by providing clear and compelling goals (Kim, 2010),
displaying as a role model and motivating followers to accomplish the goals. Bass (1985)
introduced four dimensions of transformation leadership: idealized influence, inspirational
motivation, intellectual stimulation, and individual consideration. The description below
provides more in-depth information about each dimension.

Idealized influence. Idealized influence implies that followers consider their
leaders as role models who practice ethical conduct that inspires respect and trust
(Barling, Christie, & Hoption, 2010). Transformational leaders resist pressures of immoral
and unethical behaviors, by demonstrating highly ethical behavior and extensive personal
rapport such as respect, trust, honesty, dignity, enthusiasm, responsibility and influencing
positive behaviors, the transformational leader is able to instill critical life virtues into
followers.

Inspirational motivation. Inspirational motivation takes place when leaders share
a vision and goal with the organization and followers (Pounder, 2003). Transformational
leaders identify and set clear visions and realistic goals as they relate to followers’ goals
and enthusiasm (Bass & Avolio, 1994). This can be done by communicating clearly with
followers, and encouraging and supporting them.

Intellectual stimulation. Intellectual stimulation involves promoting followers’
curiosity, problem-solving, and novel ways of thinking by stimulating followers’
intelligence. According to Daft (2014), "people admire leaders who awaken their curiosity,
challenge them to think and learn, and encourage openness to new, inspiring ideas and
alternatives”. Transformational leaders recognize all types of issues and problems and

help followers to solve problems in creative and innovative ways.
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Individualized consideration. Individualized consideration takes place when
leaders seek and respond to followers’ specific needs and capabilities (Bass & Avolio,
1994). By listening and caring about followers’ concerns and issues, transformational
leaders should be able to help and support properly (Avolio & Bass, 1998). Being effective
communicators implies multiple important aspects, such as skill in building an intimate
relationship, and listening and providing proper reinforcement.

7.2 The development of transformational leadership development model of art
school administrators in Shenyang that is divided into 3 phases: preparatory process,
development process, development process. And found that experts had an opinion that
the model for development of transformational leadership for art school administrators
created is useful. Possibility, suitability and correctness must, in general, at the highest
level with a mean of 4.95 with a standard deviation of 0.11.

This research result may be due to the model for the use of the transformational
leadership development model that has been developed to be reliable and
comprehensive, and has a model that can be used to develop skills and transformational
leadership of school administrators in Shenyang, thus contributing to the transformational
leadership development model were usefulness, feasibility, appropriateness and accuracy
according to real conditions and reliable. In order to conducting research on this title,
some scholars development guidelines Transformational leadership consists of 3 phases
and is a guideline for continuous development as follows: Pre-development phase consists
of 1) Study and analysis of administrators development needs 2) Assessment of
competency before development the importance of developing the development
process phase consists of 3) using a variety of development methods; 4) self-
development; 5) developing by creating a professional learning community with guidance
and mentoring; 6) organizing development workshops. The post-development phase
consists of 7) monitoring and follow-up. 8) Organize exhibitions or seminars to present
performance results. This is in line with the concept of Steiner (1988: 148) and Keeves
(1988: 561-565) who proposed a method for constructing a model as follows: The model
should consist of a structured relationship, use it as a guide in forecasting the results that
will occur from using the model. Must indicate or point out the rational mechanism of
the subject being studied and consistent with Scriven, & Stufflebeam (1983: 399-402) that
the examination pattern testing can be done in 2 ways: 1) pattern testing by evaluating

and examining patterns, which are classified into 4 categories: feasibility Standards, utility
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standards, safety standards. appropriate or propriety standards and accuracy standards
2) assessment by qualified experts (Focus group discussion or connoisseurship)

7.3 However, in this research the transformational leadership is very important for
the administrators, but no educational change can be successful without involving the
final beneficiaries, such as teachers, students, and school administrators. Future research
studies that assess school leaders’ professional development need to focus on how
leaders’ overall management skills, the support they give their staff, their goal setting,
and their progress monitoring can help leaders to eventually enhance their roles and
improve the education quality. Previous studies on educational leadership suggest that
school administrators’ leadership plays a major role in educational reforms. This indicates
that although the education system can provide policy directions for schools, the school
system is contingent on the motivations and actions of leaders at the school level (Moos

and Huber, 2007; Leithwood et al., 2008).

8. Recommendations

1. This research were identifying key components and indicators of transformational
leadership for art school administrators in Shenyang which has a standardized component
weight between 0.90-0.96. The indicator was statistically significant at the .01 level, with
idealized influence having the highest standard component weight of 0.96. high level
(92%), followed by intellectual stimulation and inspiration motivation, with standardized
weights of 0.95 and 0.92. There was a high level of variation with transformational
leadership (90% and 85% respectively), while individual considerations had the lowest
standard component weight of 0.90. There was a high level of variation with
transformational leadership (81%). Manage educational institutions under higher art
school in Shenyang can lead to self-development and operational adjustments to
become effective leaders in manage work and affect work satisfaction of colleagues in
higher art school by applying all 4 components according to the appropriate context and
situation in order of importance.

2.Developing a model and evaluating the transformational leadership development
model of art school administrators in Shenyang, the model is divided into 3 phases:
preparatory process before development. development process and the process of
follow up and evaluate, and the results of the evaluation of the transformational

leadership development model from experts the usefulness, feasibility, suitability and
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accuracy in the overall picture were at the highest level with a mean of 4,95 with a
standard deviation of 0.11 and when considering each side, found that it was at the
highest level. all sides therefore, it should be useful information for the Office of Teacher
Competency Development and Higher Art School Office involved can be used in
development transformation leadership for the school administrators in Shenyang,
Liaoning.

Suggestions for further research

The researcher has suggestions for further research as follows:

1. There should be qualitative research on leadership in Art Educational Institutions.
with outstanding management received an award.

2. There should be research on creating a transformational leadership scale for school
administrators in Shenyang standardized art institutions for the administrators to use as a
tool for self-assessment of leadership.

3. The transformational leadership development model of school administrators
should be applied. Under the higher art education institutes that have been developed

for trial with the educational institute administrators in Shenyang.
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ABSTRACT

The research objectives were: 1) To study the component of teachers’ working
incentive and flexible and mechanism management in university of Qigihar, 2) To
development the model of flexible and mechanism management factors affecting teachers’
working incentive in university of Qigihar, And 3) To verify the Model of flexible and
Mechanism management factors effecting teachers’ working incentive to fit well with the
empirical data. The research design using the quantitative methodology, the population
were 2,311 teachers in two public universities of Qigihar in Heilongjiang Province, The
sample size were 396 teachers, determined by G*power program and using stratify random
sampling method, the data collecting by a 5 rating scale questionnaires. Divided to 5
sections, There were validity (I0C) of each item between .80-1.0 and reliability on each
section between .89-.99, Data analysis by X. SD. CFA and SEM with SPSS and AMOS statistical
package program.

The research were finding; the teachers’ working incentive divided on the 3
components namely; teachers’ need, teachers’ self-efficacy and teachers’ motivation, and
overall was a high level, The model of flexible and mechanism management factors
affecting teachers’ working incentive in university of Qigihar, Heilongjiang province fit well
with empirical data (Chi-square =57.387, df =49, CFI=0.999, TLI= 0.998, RMSEA= 0.021),
Flexible and mechanism management has positive direct effect on teachers working
incentive and Organizational climate with statistically significance at .01, but no significant

indirect effect on teachers working incentive.



80 & 1M3ATITesIIUANYY UM 7 adudl 1 (unsrpu-Siquisu 2567) gudidusssudnw dineuinenisindms

Keywords: teachers’ working incentive, flexible and mechanism management, model

factors affecting, Qigihar city

1. Research Background and Significance

The flexible and mechanism management in university was organizational
administrative method that emphasizes the objectives and teachers’ ability to be important.
In order to correctly understand and effectively implement the flexible management in
university. they are under great pressure. For teachers in colleges and universities, proper
pressure can increase the motivation to work, but excessive occupational pressure will affect
the physical and mental health of teachers, and also produce a series of problems. Through
statistical analysis, it can be found that there are the following problems in the work
pressure of teachers in colleges and universities: Teachers have low pressure on teaching
tasks, but have great pressure on scientific research tasks and requirements; On the
quantitative assessment and evaluation and professional title evaluation conditions,
university administrative management system, salary, welfare benefits, social and self-
expectations and other aspects of the general performance of pressure. From the
perspective of age, teachers aged between 31 and 40 are relatively stressed; Generally
speaking, teachers in colleges and universities are under great pressure in salary,
administrative management system of universities, expectations and requirements of society
for teachers in colleges and universities, and conflicts between work and study. For
example, teachers' dissatisfaction, passivity, high mobility and absence bring hidden dangers
to the development of education. At the school level, appropriate workload should be
determined, reasonable management system should be established, and harmonious
interpersonal relationship should be built

In 2011, researchers investicated the pressure and work enthusiasm of college
teachers in Heilongjiang Province, China, and the results were not optimistic. 2021 In a press
release, the Ministry of Education of China announced relevant documents on
comprehensively deepening the construction of the teaching staff in the new era of reform,
including the policy of promoting the reform of the wage system, realizing the value
orientation of the income distribution policy, exploring the construction of the college salary
level survey system, improving the college capital mechanism, improving the internal
incentive mechanism. In order to give full play to the incentive and guidance role of the
income distribution policy, It also includes further reducing the burden on teachers, reducing

the work unrelated to education and teaching activities, so that teachers can concentrate on
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teaching, stimulate teachers' work enthusiasm, and stimulate teachers' potential. How to use
the incentive mechanism to stimulate teachers' work potential and better motivate on the
teachers.

Looking at the application of incentive theories and methods at home and abroad,
western incentive theories are relatively mature. For example, Maslow's hierarchy of needs
theory reveals that the fundamental impact of people's flexibility is their needs. Mayo
believes that workers' work efficiency changes with the extent to which their superiors can
meet their social needs. Federer's contingency theory advocates that managers should be
different according to specific people, Take different management measures flexibly and
vary from person to person,. Driven by the reform of China's higher education system, the
reform has brought more development space and opportunities to teachers, which is
related to more challenges and pressures. Therefore, colleges and universities and their
teachers must face more onerous teaching reform tasks, as well as issues such as
professional title promotion, social pressure, income pressure, etc.

University as the important place for academic research, fosters the talent, has the
development of science, cultural heritage, social services, such as multi-functional, excellent
teachers team, the key factor of personnel structure of colleges and universities teachers
not only is the educator, but also to create new knowledge and cultivate the researchers,
university education is the important factor in the development of education in our country,
Leaders in terms of the present personnel management in colleges and universities should
be in line with the flexibility of the flexible management policy, inspire teachers'
independent work, study, make teachers consciously in teaching work rather than impose
pressure, incentive mechanism and flexible management are now are more suitable for
university teachers' management system, how to use is a good choice, as a manager of
important decisions, It is also the management mode and management behavior of

managers.

2. Research questions
This research will focus on the following questions:
1. What is the components of the teachers’ working incentive and flexible and

mechanism management in university of Qigihar, HeiLongJiang Province.
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2. What is the model of flexible and mechanism management factors affecting the
teachers’ working incentive in university of Qigihar, HeiLongliang Province?

3. The model of flexible and mechanism management factors affecting the teachers’
working incentive in university of Qigihar, HeiLongliang Province was fit well with the

empirical data.

3. Research objectives

The purposes (objectives) of this research are:

1) To study the components of the teachers’ working incentive and flexible and
mechanism management in university of Qigihar, HeiLonglJiang Province.

2) To development the model of flexible and mechanism management factors
affecting the teachers” working incentive in university of Qigihar, HeiLongJiang Province.

3) To verify the Model of flexible and mechanism management factors on the

teachers’ working incentive fit well with the empirical data.

4. Research hypothesis

The model of flexible and mechanism management factors affecting on the
teachers’ working incentive in university of Qigihar, HeiLongJiang Province, when fit well with
the empirical data . there were the hypothesis as follows:

H1 : Flexible and mechanism management had positive direct effect on the
Teachers’ working incentive.

H2 : Flexible and mechanism management had positive direct effect on the
Administrators’ leadership.

H3 : Flexible and mechanism management had positive direct effect on the
Organization climate.

H4 : Administrator leadership had positive direct effect on the Teachers’
working incentive.

H5 : Organization climate had positive direct effect on the Teachers’ working
incentive.

Hé6 : Organization climate had positive direct effect on the Administrators’ leadership.

HT : Flexible and mechanism management had positive indirect effect on the
Teachers’ working incentive via Administrators’ leadership.

H8 : Flexible and mechanism management had positive indirect effect on the

Teachers’ working incentive via Organization climate.
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H9 : Flexible and mechanism management had positive indirect effect on the
Teachers’ working incentive via Organization climate and Administrators’ Leadership.
H10 : Organization climate had positive indirect effect on the Teachers’ working

incentive via Administrators’ leadership

5. Conceptual framework

charisma determination

Influencing Skillsl

Administrator leadership

self-efficacy

Mechanism and
Flexible management

democratic
management

leader behavior

Achigvement
motivation

Organizational climate

institution communication

Culture |

Figure 1: the conceptual framework

6. Methodology

1) Research Design

The this research methodology divide to three main parts as follow;,

Part 1. To study on the literature review on the theory and some research about the
working incentive, and the factors effected on the teachers working incentive in universities
of Qigihar in Heilongjiang Province, and analysis the collected data by content analysis.

Part 2. To development the flexible and mechanism management factors affecting
on the teachers’ working incentive in university of Qigihar, HeiLongliang Province. The data
correcting by 5 scale rating questionnaires and the data analysis by ; SD, CFA and SEM
with SPSS and AMOS statistical package program.

Part 3. To verify the model of the teachers’ working Incentive was fit on the
empirical data with Chi-square, df, CFI, TLI, RMSEA indicators and suggestion on the direct

and indirect effect of factors affecting teachers’ working incentive.
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2) Population and sample
Population and sample were the teachers in university of Qigihar in Heilongjiang
province. The population were total 2,311 teachers and determined the sample size to 396

by G*power program and using stratify random sampling method. As figure 2

x2 tests - Goodness-of-fit tests: Contingency tables
Df = 74, « err prob = 0.05, Effect size w = 0.3
550
o 5004
X |
A
Q 450
€
] i
wv
© 400
o
[ i
3504
3004
T T T T T T T T T T T T T T T
0.6 0.65 0.7 0.75 0.8 0.85 0.9 0.95
Power (1-B err prob)

Figure 2: the sample size

X? tests - Goodness-of-fit tests: Contingency tables
Analysis: A priori: Compute required sample size
Effect size = 0.3,
QL err prob= 0.05,
Power (1-B err prob)= 0.8,
Df=74

Table 1: Population and samples by stratify random sampling method

university Population samples
QIQIHAER UNIVERSITY 1580 271
QIQIHAER
731 125
MEDICALUNIVERSITY
Sum 2311 396

3) Research Instrumentation
The instrument for data collecting of the research was a 5 rating scale

questionnaires. There were content validity of each item on questionnaire by index of Item-
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Objective congruence (I0C) with score were between .60-1.00. and The reliability of instrument
when tryout on the 30 teachers (not samples group). by the Cronbach coefficient reliability
test. The coefficient of reliability each factor of questionnaires were between 0.9-1.0.
acceptable (more than 0.7 and excellent) There were good reliability of each section of

questionnaire were excellent as table 2;

Table 2: Show reliability of questionnaires

Measures Number of items Reliability
Teachers working incentive 17 951
Flexible and mechanism
16 911
management
Administrator Leadership 18 .954
Organizational climate 15 .960

7. Research finding
1) Descriptive data of observed variables of factor
The data normality distribution of factors (T W2, F L2, O C2, A L2.) could be show
as table 3

Table 3: The means, Standard Deviations, Skewness, Kurtosis for normality test.

Variables X S.D. Skewness Kurtosis

Statistic ~ Statistic  Std. Error  Statistic ~ Std. Error

N1 3689 0935  -0.930 0.123  0.367 0.245

SE 3701 0923  -0.900 0.123 0377 0.245

AM 3735 0946  -0.894 0.123  0.235 0.245

T_W2 5708 50189 _oge 123 510 245
VI 3738 0899  -0.986 0.123 0506 0.245

DM 3708 0938  -0.862 0.123 0072 0.245

LB 3721 0924  -0.967 0.123  0.385 0.245

F_M2 3722 37223 88202  -1.036 123 494
0OS 3753 0964  -0.925 0.123 0254 0.245

COM 3728 0960  -0.871 0.123  0.160 0.245

Cco 3.726 0.947 -0.940 0.123 0.283 0.245




86 & 1M3ANTIVesIIUANY UM 7 adudl 1 (wnspu-Siquieu 2567) audidusssudnw dineuineisindms

Variables X S.D. Skewness Kurtosis

Statistic ~ Statistic ~ Std. Error  Statistic ~ Std. Error

0_C2 37129 37356 91846 -981 123 368
CH 3722 0933  -0.927 0.123  0.289 0.245
DE 3711 0945  -0.884 0.123  0.135 0.245
IN 3726 0048  -0.882 0.123  0.191 0.245
A L2 3719 37195 91098 -968 123 305

From Table 3, It showed the characteristics observed variables of factors; Teachers
working incentive (T _W2), Flexible and mechanism management (F M2), Organizational
climate (O _C2), and Administrator Leadership (A L2). There were the mean average of the
variable were 3.708, 3.722, 3.729 and 3.719 respectively for full score of 5, which showed
that the means of all indicators were at high level. The standard deviations 0.899 to 0.964
means which showed that all observed variables have moderate dispersion and can be used
for indicators. There were Skewness value between -0.882 to -0.930, and Kurtosis value
between 0.072 to 0.506. Both Skewness and Kurtosis showed that all variables still
distributed normally.

2) Correlation analysis

The Intra correlation matrix, all indicators could be show as table 4

Table 4: Intra-correlation by Pearson product Correlation

N SE AM Vi DM LB os COM  CO CH DE IN

N1 1

SE 907 1

AM  .905% 877 1

VI 365 397% 371% |

DM .348%* 376%* 356 874%* 1

LB .366** 390%* 378%* 895%* 8ea** 1

OS  .253% 262% 242% 340% 295% 329% 1

COM .278% 298%* 268% 352% 304** 340% 887* 1

CO  .260% 279% 256%* 345% 299% 324%* 86O** 888 1

CH  .206% 258% 230%* 351* 320% 337% g81%x 8oqxx 9OO** |

DE  .281% 278% 265% 338% 0203% 328% 88 88T** 906** 903** 1

IN  .252%% 250%¢ D41** 343% 300%x 350 8E3%* 8EI¥* gER¥* QU0 883 1
50,01
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From Table 4, It was summarized that showed the significance correlation level of all
observed measures was 0.01. As a result, there is a significant correlation between .234 to
.907, and they were positive correlation and statistically significant (p<0.01). According to the
data analysis, all pairs of correlations show a positive link with a moderate scale and can be
utilized as indicators in a model of confirmatory factor analysis.

3) Measurement model analysis

The model was specified to compose of 4 factors, 1) Teachers working incentive
(T_W2) factor with 3 indicators, 2) Flexible and mechanism management (F_M2) factor with 3
indicators, 3) Organizational climate (O_C2) factor with 3 indicators, and 4) Administrator
leadership (A L2) factor with 3 indicators. when testing the fit of the structural model with

empirical data on the CFA measurement model with indicators found that: Chi-

square=50.287 , df=48, p=.383, CFI=1.000, TLI=1.0001, RMSEA=.011, that show the
structural model fit well on empirical data.

Reliability, Validity and Discriminant of measurement model

MaxR(H) were used to determine the validity and depend ability. In general, each

variables” MaxR(H) value ought to be higher than its CR value and the MaxR(H) value
for variables A L2, T W2, F M2 and O C2 are 0.963, 0.958, 0958 and 0.966 receptively,
which AVE values of 0.896, 0.881, 0.878 and 0.897. The findings demonstrated that all four
latent variables, demonstrating the models’ high dependability and validity. (Hu & Bentler,
1999)

Composite Reliability (CR)

The composite reliability (CR) of 4 factors raged from 0.956 to 0.963 which were over
0.8 As a result, it pointed that all factors had excellent reliability. Prior to evaluating
structural reliability and validity, a composite reliability (CR) must be established to measure
the reliability and internal consistency of the measurement variables representing the
underlying structure. A measure of internal consistency reliability. (Hair, et. al, 2019, p. 115-
142).

Convergent validity (AVE)

It was summarized that the number on the diagonal represents the square root of
AVE. In this study the Hu & Bentler (1999), criterion was used measure of discriminant validity
and the square root of all AVE is greater than the correlation coefficient between all the
other latent variables. As a result, it showed that the factors had excellent discriminant

validity.
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Hypothesis model

stardized model

Chi-square=57.387, df=49, p=.192, ratio=.742,
CFI=.999, TLI=.998, RMSEA=.021

Figure 3; Hypothesis model

On the figure 3: It was summarized that the results of statistics and indicators to
evaluate the model with empirical data, found that the Chi-square (CMIN) of test statistics =
57.387, df = 49, p-value = .192, that shown the model no statistically significant or the
model fit well with empirical data, Moreover the others indicators could acceptable with
excellent level namely : The relative chi-square (CMIN/DF) = 1.171 which less than 3, The
comparative fit index (CFl) = 0.999 and the Tucker- Lewis index (TLI) = 0.998 which more
than 0.95, The root mean square error of approximation (RMSEA) = 0.021 and they were
excellent. So the structural model fit well on the empirical data with indicators was
acceptable. it was summarized that the estimated effect and indirect effect of the factor

affecting teacher working incentive; as table 4

Table 4: The table, it was summarized the direct effect and indirect effect

Factors Direct effect Indirect effect Total effect

FM2 |AL2| OC2|FM2|AL2| OC2 |FM2|AL2]|OC2

A L2 - - 0.99* - - - - - 0.99




NIATIResIIUANY TN 7 2dud 1 unTau-diquisu 2567) quiidusssudng dninieuineysindnsiu e 89

0 C2 |037% | - - - - - 0.37 - -
T W2 | 033" | 068 | 083 | -0.18 | - 068 | 0.15 | -0.68 | 0.15

From the table, there were summarized that the flexible and mechanism
management (F_M2) factor and Organizational climate (O _C2 ) factor had positive direct
effect on teachers working incentive (T_W2) with statistically significant at .01 level, but
indirect effect on teachers working incentive (T _W2) did not statistically significant. And
organizational climate (O_C2 ) factor had positive direct effect on Administrator Leadership
(A_L2) only. The Administrator Leadership (A_L2) and Organizational climate (O _C2) does
not mediating on relationship between flexible and mechanism management (F M2) and

teachers working incentive (T_W2).

8. Discussion

1) The Flexible and mechanism management (F_M2) has positive effect on teachers
working incentive (T_W2). There was summarized that the path coefficient of the effect of
F M2 on T W2 in standardized total effect were 0.33, there was statically significant
(p<.001), which pointed out the result follow up the hypothesis 1 or hypothesis was right.

As we all know, due to the nature of teachers' work, it is impossible for teachers to
completely separate their rest time from their work time, such as correcting homework in
class, preparing lessons and visiting home. On the contrary, the unified management system
will make teachers' work passive and work for the completion of tasks, thus restricting the
display of teachers' talents and work innovation, and becoming a stumbling block in
teaching work. Flexible management is helpful for teachers to deal with the related
problems in teaching and life flexibly, can effectively mobilize the initiative and creativity of
teachers, and also reflects the people-oriented modern teaching concept. The better the
flexible management system is implemented, the higher the work enthusiasm of teachers.
On the contrary, the more dogmatic management system, the lower the work enthusiasm of
teachers. Another study to show the correlation between alternate work arrangements and
motivation found that offering work flexibility resulted in increased job satisfaction, which, in
turn, lowered turnover intentions ( Khan, and Eerde, 2018, p 141). Moreover, Petak and
Miller (2019) also highlights that flexibility increases motivation levels, which in term
heightens both motivation and organizational productivity. Their research points out that flex

time's alternative work arrangement increases employees' motivation levels.
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Flexible and mechanism management has positive effect on Organizational climate
(Hypothesis 3; H3). summarized that the path coefficient of the effect of F M2 on O _C2 in
standardized total effect were 0.37, and was statically significant (p<.001), which pointed out
that the result follow up the hypothesis 3 or hypothesis was right and concluded that there
were relationship between F M2 and O_C2. But there was not positive direct effect on
Administrator Leadership (Hypothesis 4; H4), that the flexible management system can make
employees easier to work, no rigid system of dogma, employees will be more trust and
appreciation of the organization, in the work will also have a good mood, and then better
communication between employees, and the communication between superiors and so on,
the formation of a good organizational climate, so that they can have better enthusiasm for
work. The advantages of flexible working extend to employers as much as employees. Giving
freedom to employees means business owners gain more control over their workplace
design and cost. Flexibility in work habits translates to flexibility in workplace design, which
often results in the creation of agile spaces that maximize utilization. Employees and
employers alike have embraced the concept of flexible work environments. Given the
opportunity to self-govern around a set of guidelines, the benefits for both are obvious:
improved productivity, better morale, work-life balance, and positive culture. Flex work isn’t
just in-demand, it’s on its way to becoming the new norm. (Nick[,2000), Despite the
collaborative nature of flex is paces, employees need the ability to work in smaller groups
or alone. Theyre a quick break from the generally noisy, fast-paced, agile
environment. Quiet zones are also a must to balance the busy hum of open spaces; they
allow for privacy and focused thinking (Dunavete,2022). Have a positive impact on the
organizational atmosphere and create a sense of satisfaction among employees. Most
subjects evaluated flexible working conditions (Meyer. et al, 2002).

However there was not indirect effect on T W2. So that, Flexible and mechanism
management (F_M2) had not indirect effect on teachers working incentive (T_W?2). Its, shown
the Administrator Leadership (A L2) and Organizational climate (O C2) did not mediating on
relationship between flexible and mechanism management (F M2) and teachers working
incentive (T_W2). This may be due to the fact that the Chinese government system focuses
on composing the same system rather than differences between organizations or individuals.
Therefore, different practices from the established system have no effect.

2) Organizational climate has positive effect on Administrator Leadership.

(Hypothesis; H6):


https://www.yarooms.com/blog/your-practical-guide-to-an-agile-work-environment
https://www.yarooms.com/blog/your-practical-guide-to-an-agile-work-environment
https://unikavaev.com/blog/15-ways-to-design-a-flexible-office-space/
https://www.yarooms.com/blog/author/anca-dunavete

NIANTwsIIUANY TN 7 2dud 1 (unsau-liquisu 2567) quiidusssudnw dinifeuinensindmsy e 91

There was summarized that the path coefficient of the effect of O C2 on A L2
in standardized were 0.99 and was statically (p<.001),which pointed out that the hypothesis
was right, and concluded that there were relationship between O C2 and A L2. According
on Harvard Business Review, “when employees feel empowered at work, it is associated
with stronger job performance, job satisfaction, and commitment to the organization.”
leadership styles have a positive relationship with organizational climate, whereas limiting
(Pulleyn, 2012), However, the largest effect was for safety climate and open/positive climate.
The large effects of safety climate and leadership behaviors are supported in the literature
(Gaa, 2010; Groom, 2006; Merrill,2011). Similarly, there are many studies that support the
relationship between leadership and open/positive climates (Ballard, 2008; Clabough, 2006;
Ham,1999; Lindbeck, 2004; O’ Connor, 2002). Research on the characteristics of leaders and
organizational climate has shown that transformational leadership has a positive effect on
the formation of an efficient, visionary, and mission-oriented organizational climate (Zuraik
and Kelly, 2019). It can promote a culture of team innovation, create an atmosphere of
equality and freedom, and promote cooperation among team members (Cantu, 2012; Liu,
2017). Harvard Business Review, “when employees feel empowered at work, it is associated

with stronger job performance, job satisfaction, and commitment to the organization.”

9. Recommendation

1) Recommendation for Policies Formulation

The policy is based on the principle of combining strict system with flexible
management and appropriate incentives, the principle of combining rigor and softness.
Strengthening the management of teachers should not rely on pure compulsory
management and simple flexible management, but should combine the two organically. In
combination with the form, give play to the management function of the school externally,
standardize the management mechanism of teachers; The inner form should realize the
humanization of management. The two complement each other and unify each other. Rigid
and flexible management has its own strengths. Rigid management emphasizes the "hard"
factors in management, such as system, discipline, norms, etc., and highlights the role of
"management”, that is, mandatory, strict and normative. It attaches importance to the
scientific nature of management and advocates the rationalist management mode. Flexible
management attaches importance to the "soft factors" in management, such as people's

motivation, needs, emotions, psychology, highlighting the role of "reason’, attaches


https://hbr.org/2018/03/when-empowering-employees-works-and-when-it-doesnt
https://www.frontiersin.org/articles/10.3389/fpsyg.2019.02015/full#B33
https://www.frontiersin.org/articles/10.3389/fpsyg.2019.02015/full#B33
https://www.frontiersin.org/articles/10.3389/fpsyg.2019.02015/full#B3
https://www.frontiersin.org/articles/10.3389/fpsyg.2019.02015/full#B21
https://www.frontiersin.org/articles/10.3389/fpsyg.2019.02015/full#B21
https://hbr.org/2018/03/when-empowering-employees-works-and-when-it-doesnt
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importance to the artistry of management, and advocates the management mode of
irrational ism.

2) Recommendation for Practical Application

Flexible management is based on human nature and people-oriented management,
reflected in the university management is to take teachers as the main body. The central
work of colleges and universities is teaching and scientific research, and the main body of
the work is teachers and scholars. All departments of colleges and universities shall
administer teachers on the basis of respect for talents and for the purpose of service, so as
to solve their worries in work and life and create favorable working conditions for them. We
should always understand, respect and serve teachers so that they can spend more time
and concentrate more on teaching and scientific research. Especially in the aspect of
service, we should take the initiative to do a good job for teachers, so that the teachers'
spiritual needs can be met, so as to increase the sense of identity of school and work;

A good leader can often determine the future development of a university and the
height it can reach. From this, we can see that university leaders play a pivotal role in
realizing the huge and complex organizational goals of the university, and the charm of
leadership lies in this. Specific to the school management such a complex situation with a

specific background, the university leaders put forward the following requirements:
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ABSTRACT

The objectives of this research were: (1) to propose new paradigm of music
education management in universities under Guangdong Province; (2) to develop the future
wheel of implication for new paradigm of music education management in universities under
Guangdong Province in the next decade. The research methodology was qualitative research
with Delphi technique. Key informants were 17 experts in music education management in
universities. Data from the three-round interview was encoded and classified using the
Delphi technique and the future wheels study. The instruments used for data collection
were open-ended interview form, and a five-point rating scale questionnaire. The statistics
used for data analysis were mode, median, Inter Guartile Range, and content analysis was
employed.

The research findings were revealed that: (1) there were six dimensions of the new
paradigm of music education management in Guangdong universities namely as follows:
leadership for the new era of music education, music educational management functions,
music education system and mechanisms, normativeness of human resources in music
education, teaching quality supervision and management in music education and
application-oriented students ‘talents education.; and (2) the future wheels for the new
paradigm of music education management in universities under Guangdong Province were
developed, based on the results of an analysis of the feasibility trends of new paradigm of
music education management in universities under Guangdong Province of a group of

experts.
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1. Research Background and Significance
The management of music education in universities is a relatively new field. In the
history of China, the tradition of music education is mainly carried out through family,
teacher-apprentice, and private schools. It was not until the beginning of the 20th century
that Western music education began to enter China that a school-cantered music education
model was gradually formed (Qi, 2013). At the beginning of the 20th century, music
education in China was mainly court music, opera, and folk music, and this music was
mainly passed down through master-apprentice teaching and family education (Min, 2018).
However, with the influence of western music culture and the establishment of the modern
education system, music education in China has gradually moved closer to the school
education system (Tingting, 2018). In the history of modern education in China, the earliest
conservatory established was the "Nankai Conservatory of Music" established in Shanghai in
1927, which also marked that China's higher music education has officially entered the
modernization stage. Subsequently, the number of domestic conservatories, music
departments, and musicology majors gradually increased, gradually forming a certain music
education system (Jiguang, 2015). However, in China's music education system, due to
historical reasons and differences in cultural traditions in various places, different music
education models have formed. Among them, the music education system in Guangdong
Province has a long history and has been one of the birthplaces of music art in South China
since ancient times, with distinctive local characteristics and cultural heritage. In the late
1980s and early 1990s, China's higher education experienced a stage of rapid development,
and higher music education also developed to a certain extent (Baohong, 2008). However, in
the course of practice, the deficiencies in the management of music education in universities
have gradually emerged. Problems such as the irrational structure of the teaching staff,
uneven distribution of educational resources, lagging discipline construction, and imperfect
teaching management system are gradually emerging (Lei M. , 2016). In this context, the
management of music education in universities under Guangdong Province has entered an
experimental stage. The development of music education management in universities under
Guangdong Province also presents some unique characteristics and styles (Hong, 2010).
Guangdong university music education management is an important component of

the development of higher education in China and is closely related to China's 14th Five-



96 & MIANTIVEIIUANY UM 7 atudl 1 (wnspu-diquieu 2567) gudidusssudnw drinteuinenisindms

Year Plan. In the 14th Five-Year Plan, education is considered an important component of
supporting national modernization and development. Higher education is recognized as an
important way to cultivate high-quality talents and plays a crucial role in enhancing the
country's modernization and innovation capabilities (Lin, 2019). In this context, the
management of Guangdong university music education needs to strengthen its own
construction and better adapt to and contribute to the country's development (Lili, 2014).In
the 14th Five-Year Plan, higher education will continue to strengthen teaching reform and
talent cultivation to achieve high-quality, comprehensive development (Yanan, 2017).
Specifically, the plan proposes the goal of cultivating high-quality innovative talents, and
university music education management should actively respond by strengthening music
major curriculum settings and providing students with more comprehensive and systematic
music education (Liu Yanxia, 2019).In addition, the 14th Five-Year Plan also proposes the
requirement to strengthen education management, which is also an important sguiding
principle for Guangdong university music education management (Qinglin, 2013). The plan
proposes to establish a scientifically effective education management system, improve the
teacher evaluation system, teaching quality monitoring system, etc., and strengthen teaching
management and education evaluation (Xiaofeng, 2017). This provides specific guidance and
requirements for the management of Guangdong university music education.

In China, music education includes professional music education and general music
education. The former belongs to the training of professional musicians, while the latter
refers to basic music education. General higher education music education is a new
discipline, and its research object is non-music university students. Music education is an
important component of Chinese education and is an indispensable content of national
basic education. Chinese universities also have the responsibility to promote the reform and
development of music education. Guangdong Province is located at the southernmost tip of
the Chinese mainland and is a frontier in China's reform, opening up, and economic
development. Guangdong Province not only has a rapid economic development but has
always attached great importance to the development of education. There are historic
universities such as Lingnan University, Sun Yat-sen University, Guangdong Ocean University,
and unique schools such as the overseas Chinese school Jinan University (Yu D. , 2018). With
the establishment of more and more universities, various higher education activities have
also been launched, including the management of music education in higher education

institutions. In 1912, Guangdong Normal University made "music and singing" a compulsory
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course in its pre-university curriculum, which was the beginning of music education in
Guangdong's general universities. Lingnan University also offered music courses in 1924; the
Arts Society of Liberal Arts Music of National Guangdong University (the predecessor of Sun
Yat-sen University) was an art organization organized by liberal arts students and teachers.
The music education activities of these famous schools in Guangdong have played an
important role in promoting the comprehensive development of students. The support and
representative significance shown in the history of music education management in general
universities in Guangdong are also self-evident. In recent years, China's higher education
music education has developed rapidly and has made significant achievements in discipline
construction, talent training, academic research, and other aspects. As for the management
of music education in higher education institutions, it is difficult to effectively combine
management theory with the characteristics of music disciplines (Qiang Z., 2016). In this
environment, not only is the training mode of music talents in normal universities facing

problems, but the management of music education in universities is also facing challenges.

2. Research questions

This research will focus on the following questions:

(1) What is the new paradigm of music education management in university under
Guangdong Province?

(2) What is the future wheel of implication for new paradigm of music education

management in universities under Guangdong Province in the next decade?

3. Research objectives

The purposes (objectives) of this research are:

(1) To propose new paradigm of music education management in universities under
Guangdong Province.

(2) To develop the future wheel of implication for new paradigm of music education

management in universities under Guangdong Province in the next decade.
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4. Conceptual framework

Related Concepts, Policy of Music Education

Principles, Theories
and Researches:
- Current/Global trends of

Music Education

-Educational Management

for Music Education

*Organizational Current and New paradigm Future wheels of
Management global of Music implication for new
*Resources trends of Education paradigm of Music
Management - Music - Management in - Education
*Quality Management Education Universities Management in
*Leadership in Leading Management under leixrer;ities under
Organization in Guangdong Guangdong
*Leaning and Teaching Universities Province Province
Management
*Practice Education
Man?jgemeﬂt

*Etc.
- Music Education in
Universities

- Music Education in

Guangdong Universities Documentary Research Delphi Technique with panel of 17 expertise/
experts

- Delphi Technique

Figure 1: the conceptual framework

5. Research Method

The research process consists of three steps: (1) examining the variables of the new
paradigm of music education management in Guangdong universities. This study adopts a
qualitative research method. Research examines relevant literature, including concepts,
principles, and theories, as well as related studies on the new paradigm of music education
management in Guangdong universities, to obtain conceptual variables and concepts as a
foundation for further research. In addition, the researchers conducted in-depth interviews
with 17 key stakeholders who are experts (professors) in different directions of music
education management research and have over 15 years of experience. The first round uses
open-ended questions, and data collection is carried out by research. The collected data is
analyzed through content analysis. The first step aims to collect qualitative data from key

informants on the new paradigm of music education management in Guangdong universities.
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The next survey is the first round of Delphi survey questions, aimed at obtaining personal
opinions on key issues. (2) Based on the survey results of the new paradigm of music
education management in Guangdong universities, the second round aims to achieve
consensus on the constituent elements of the new paradigm. (3) The development of a
future blueprint for the new paradigm of music education management in Guangdong
universities is a quantitative study.

Research use management variables of the new paradigm of music education in
Guangdong universities to develop a survey questionnaire from the first to the third steps to
collect sample data to test the constituent elements of the new paradigm of music
education management in Guangdong universities. The survey targets 17 key stakeholders
who are experts (professors) in different directions of music education management research
and have over 15 years of experience.The research prepared a questionnaire based on five
dimensions and used the Likert (1932) scale to code it. The Likert scale is the most
commonly used summated rating scale, where items that are constructed similarly are
summed for a score, and individual items are meaningless. The scale was developed by
American social psychologist Rensis Likert (1932) as an improvement on the original
summated rating scale. (2) The scale consists of a set of statements, with five response

non

options for each statement: "Strongly Disagree," "Disagree," "Neutral," "Agree," and "Strongly
Agree," recorded as 1, 2, 3, 4, and 5, respectively. Each respondent's total attitude score is
the sum of their answers to each question, indicating their attitude intensity or different
states on the scale.

The research used a questionnaire consisting of three parts: Part I: Demographic
information of key stakeholders; Part II: Interview questions, 1) In your opinion, what is the
new paradigm of Music Education Management in universities in Guangdong Province? 2)
Please give an example to show the new paradiem of Music Education Management in
universities in Guangdong Province in the following dimensions: (Leadership for the new era
of music education; Music educational management functions; Music education system and
mechanisms; Normativeness of human resources in music education; Teaching quality
supervision and management in music education; Application-oriented students' talents
education) Part Ill: Suggestions (open-ended).The questionnaire was distributed online, via
email, and through the researchers. Descriptive statistics, including frequency and

percentage, were used to analyze the demographic variables data. Descriptive statistics,
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including mean and standard deviation (S.D.), were used to analyze the variables of the new
paradigm of music education management in Guangdong universities.

The research used the Delphi technique to analyze the various components of the
new paradigm of music education management in Guangdong universities to determine the
related variables. Step (3) developing future wheel of implication for new paradigm of music
education management in universities under Guangdong Province in the next decade. This is
a qualitative study. The research used each component of the new paradigm of music
education management in Guangdong universities, starting from Step (2). The researchers
explored and analyzed the data using the Delphi technique. The study is titled "Data
Analysis Results of the New Paradigm of Music Education Management in Guangdong
Universities."They have reasonable experience or achievements in music education
management, and their success in music education management has been widely
recognized. Through open-ended questionnaire interviews, the researchers acted as
facilitators. Data collected from literature were analyzed through content analysis. After

completing data collection, the collected data were analyzed using content analysis.

6. Conclusion

Based on the research objectives, the following main findings have been obtained:
The new paradigm of music education management in Guangdong universities has six
dimensions:(1) Leadership for the new era of music education;(2) Music education
management functions;(3) Music education system and mechanism; (4) Normativeness of
human resources in music education;(5) Teaching quality supervision and management in
music education;(6) Application-oriented students' talents education.

Based on the feasibility trend analysis of the new paradigm of music education
management in Guangdong universities by 17 key stakeholders, a blueprint for future
development can be created using the analysis results. The blueprint includes the following
six dimensions:(1) Leadership for the new era of music education: a total of 16 items.(2)
Music educational management functions: a total of 21 items.(3) Music education system
and mechanisms: a total of 13 items.(4) Normativeness of human resources in music
education: a total of 19 items.(5) Teaching quality supervision and management in music
education: a total of 19 items. (6) Application-oriented students' talents education: a total of

16 items.
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7. Discussion

(1) New Paradigm of Music Education Management in Universities under Guangdong
Province of six distinct dimensions, which include the Leadership of music education in the
new era, Music education management functions, Music education system and mechanism,
Normativeness of human resources in music education, Teaching quality supervision and
management in music education, and Application-oriented students' talents education.
These dimensions have only been brought to light through systematic reforms and updated
management concepts. With the growing emphasis on human resource management based
on music education management and the crucial role of cultivating high-quality talents
required by society, music education management must continuously elevate its quality and
management level. In my opinion, the new paradigm of music education management in
Guangdong universities represents an innovative and exploratory field across these six
dimensions.This research result was consistent with the theory or research of Liu Jianzhong
(Jianzhong, 2019). Liu Jianzhong's theory is consistent in starting from the uniqueness of the
field of music education and the concept of educational leadership, elucidating the
importance of leadership in the field of music education and the key elements to construct
leadership in the field of music education, such as motivation mechanism, team building,
communication ability, etc. The author points out that leadership in the field of music
education not only needs to possess traditional leadership qualities such as executive power
and decision-making ability but also needs to possess a unique background and professional
competence in music education to better promote the development and innovation of
music education. At the same time, he suggests that the field of music education needs
leaders with excellent leadership skills who can effectively motivate teachers and students
and promote the development of music education. The article also introduces different
types of leadership and their impact on music education, including task-oriented leadership,
relationship-oriented leadership, and transformational leadership. Liu Jianzhong believes that
outstanding music education leaders should possess characteristics of multiple types of
leadership to respond to different situations and needs. He also proposes methods and
strategies for developing music education leadership, including leadership training,
curriculum design, and teacher training. Through factor analysis, they construct a six-
dimensional ability characteristic model, including (1) leadership vision, (2) organizational
management ability, (3) team collaboration ability, (4) communication ability, (5) innovation

ability, (6) interpersonal relationship ability. This model can help music education leaders
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comprehensively assess their leadership abilities and target specific dimensions for
improvement and development. The conclusion of the article is that music education
leaders should possess comprehensive leadership qualities and a background in music
education, focus on team building, promote change, and pay attention to personalized
needs of teachers and students. By continuously learning and developing, they can
continually enhance their leadership skills and make positive contributions to the
development of music education.

(2) The Future Wheel of the New Paradigm of Music Education Management in
Guangdong Province has been developed. Therefore, the Future Wheel is a way of
organizing thinking and questioning the future, and it is a structured manifestation of music
education. The Future Wheel can develop multiple concepts about possible future
developments by providing a perspective of future consciousness. After three rounds of
Delphi analysis and data analysis, 104 new paradigm elements were determined to be in six
dimensions, providing a foundation for future development and developing its own music
education system mechanism. The Future Wheel can provide normativity for referencing
human resources management in higher education music education management. In
addition, the Future Wheel can be used to make decisions, supervise, provide organizational
strategies, and develop student talent education for application. The research results show
that the six dimensions of the New Paradigm of Music Education Management in Guangdong
Province can be understood through the Future Wheel. Therefore, the Future Wheel
provides valuable insights and guidance for the development of the New Paradigm of Music
Education Management in Guangdong Province.The research conducted by Xiao and Liu
(Xiao Gang, 2020) on the value, path, and practice of cultivating applied talents in
universities is consistent with the theoretical model of the new paradigm for music
education management in Guangdong Province. This study proposes several characteristics
that music education management must possess: student-centeredness, emphasis on
improving teacher professionalism and teaching standards, strengthening connections with
society, and innovative management to achieve scientific, standardized, and informationized
education management and improve education management quality. These characteristics
align with the principles of the new paradigm, which emphasize the cultivation of students'
practical abilities, teacher professional development, innovation in education management,
and close connections with society.In addition, the research by Zhang (Yaping, 2021) focuses

on the standardization and sustainable development of music education talent cultivation.
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Zhang suggests that music education must continuously improve to meet the demands of
social development and economic transformation, making standardization of music
education talent cultivation a current hot topic. Zhang proposes a series of issues related to
music education talent cultivation standardization, such as how to establish a complete
talent cultivation mechanism and how to improve practical skills of music education
professionals. Zhang analyzes the shortcomings of current music education talent cultivation
and offers countermeasures and recommendations, such as promoting education teaching
reforms, strengthening music teacher training, and improving student music literacy and

practical skills.

8. Recommendations

(1) Recommendation for Policies Formulation

With the continuous deepening of research in music education management, more
and more organizational management models and methods are being introduced into other
fields and achieving extensive application and results. In the field of higher music education
management, this is a complex process involving knowledge transmission and talent
cultivation, thus posing more stringent and challenging requirements for music education
managers. Although the competitiveness model is not the goal of music education
management research, the corresponding management model must support a certain
management mode to meet the needs of higher music education management.Based on
the research results derived from the "Six-dimensional Model of New Paradigm of Music
Education”, tailored talent management models can be established for different majors and
universities, using this model as a development tool to enhance the appointment accuracy
of music education management and the scientific management level of universities. This
approach can not only promote the healthy development of music education but also
improve the management efficiency and talent cultivation quality of universities, achieving
the coordinated development between education and society.

Establish a public service platform for human resource management based on
the new paradigm of music education management. This platform can integrate human
resources from universities, music education institutions, and related industries to provide
comprehensive support for talent recruitment, training, mobility, and management. At the

same time, this platform can collect and analyze various types of talent data, including the
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quantity, quality, mobility status, and career development of talents, to provide scientific
data support and decision-making basis for relevant institutions.

Strengthen the research strength of music education management and promote
the organic integration of discipline construction and talent cultivation.The government can
increase support for research projects in the field of music education management,
encourage universities, research institutions, and businesses to collaborate on scientific
research, explore the forefront areas and hot issues of music education management, and
promote the organic integration of discipline construction and talent cultivation, cultivating a
high-level talent team in music education management. At the same time, the government
can also introduce incentive policies to encourage outstanding music education
management personnel to engage in scientific research, improve their academic influence
and reputation. This can continuously improve the academic level of music education
management, promote innovation and development, and provide better music education
services for students.

The development of national occupational standards is one of the important
measures to promote innovation and improve the management level in music education.
The establishment of unified occupational standards can standardize and clarify the
responsibilities and competency requirements for music education management positions,
which is beneficial for the selection and evaluation of management personnel. At the same
time, occupational standards can also serve as the basis for developing job training plans,
career development plans, and incentive mechanisms, thereby improving the professional
competence and work performance of management personnel. Establishing national
occupational standards can also promote the exchange and sharing of management
experience and capabilities among different regions and universities, thereby improving the
overall management level of the industry.

(2) Recommendation for Practical Application

Based on the theoretical research and policy recommendations presented earlier, we
propose the following practical suggestions for the management of music education in
universities:

Strengthen the construction of information technology and the application of
multimedia teaching. Universities should enhance the application of information technology

and multimedia technology, establish efficient and intelligent information platforms for
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music education management, and improve the management and teaching level of music
education through network management and resource sharing.

Promote the deep integration of education and industry. Universities should
actively explore the deep integration of music education and music industry, establish
platforms such as school-enterprise cooperation and campus innovation practice base, and
provide students with more practical opportunities and career development support.

Establish a scientific talent management system. Universities should develop a
talent management system that conforms to the "Music Education New Paradigm Six-
Dimensional Model" and the national occupational standards, including recruitment, training,
flow, and management. At the same time, through the human resources management
public service platform, comprehensive data analysis and scientific evaluation of talents
should be conducted to improve the quality and efficiency of talents.

Strengthen scientific research capacity building. Universities should actively carry
out scientific research projects in the field of music education management, promote the
organic integration of discipline construction and talent cultivation, and improve the
academic level and innovative ability of music education management through academic
research and continuous exploration of the frontier areas and hot issues of music education
management.

Improve the incentive mechanism and management evaluation system.
Universities should establish a scientific management evaluation system to comprehensively
evaluate the performance of management personnel and adopt corresponding incentive
and punishment measures according to the evaluation results to promote the continuous
innovation and development of music education management. At the same time, an
incentive mechanism should be established to provide promotion, rewards, and career
development opportunities for outstanding management personnel, improving their work
motivation and job satisfaction.

(3) Recommendation for Further Research

Based on previous research and practical applications, we propose the following
suggestions for further research on a new paradigm of music education management in
Guangdong universities:

Firstly, it is necessary to study the implementation effect of the new paradigm.
Several universities in Guangdong can be selected as research subjects to implement the

new music education management paradigm. Through evaluation of the implementation
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effect, we can summarize the experience and shortcomings, and further optimize and
improve the specific content and implementation methods of the new music education
management paradigm.

Secondly, we need to explore the international application of the new paradigm
of music education management. We can study and learn from excellent music education
management models in foreign universities and combine them with the actual situation in
Guangdong to explore the feasibility and effectiveness of their application to music
education management in Guangdong universities. This can promote the internationalization
level of music education management in Guangdong universities.

In addition, we need to study innovation and entrepreneurship education under
the new paradigm of music education management. During the implementation of the new
paradigm, we can combine the concepts and methods of innovation and entrepreneurship
education to explore how to cultivate music talents with innovation spirit and
entrepreneurial ability and provide more talent support for the development of
Guangdong's music industry.

Furthermore, we need to explore the fit between the new paradigm of music
education management and social demands. During the development and implementation
of the new paradigm, we can combine the needs of Guangdong's music industry and social
development to explore how to better serve the social and industrial development through
music education management and contribute more to the sustainable development of
Guangdong's music industry and society.

Through the above research suggestions, we can continuously optimize and
improve the new paradigm of music education management in Guangdong universities,
promote its better service to the development of Guangdong's music industry and society,
and contribute to the cultivation of more excellent music talents and the promotion of the
music industry's development. At the same time, we can use disciplinary advantages and
interdisciplinary research, fully utilize the latest and highest academic achievements, solve
major practical problems and theoretical gaps, systematically explore and even open up a
new discipline, formulate a set of national industry standards, promote the scientific,
standardized, and systematic management of human resources in various fields, and
effectively guide the recruitment, training, and performance evaluation of universities and
enterprises. It is also necessary to increase research method design, strengthen overall and

structural research.
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Finally, we need to combine the needs of Guangdong's music industry and social
development to explore how to better serve social and industrial development through
music education management and contribute more to the sustainable development of

Guangdong's music industry and society.
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ABSTRACT

The research objectives were: 1) To investigate the status psychological crisis
problems of students in Anhui University of Arts. 2) To develop the causal model factors
affecting on psychological crisis problems of students in Anhui University of Arts.3) To find
factors affecting direct/indirect effect of the psychological crisis problems of students in
Anhui  University of Arts.This research desien method on quantitative research. The
population were 4,212 students in Anhui University of the Arts, and the sample was 476
students with determined by G*power statistical package and using stratified sampling
method. Data collecting with five rating scale questionnaires. The data analyzed by
descriptive statistics, confirmatory factor analysis and Structural equation model with
statistical package program (SPSS & AMOS).

Research findings: The status on psychological crisis problems of students in Anhui
University of Arts,Overall were at high level and consists of Psychological conflict,
Psychological counselling, and Psychological crisis intervention system. A causal model
factors affecting on Psychological crisis problems of students in University of Arts was fit well
with empirical data (Chi-square/df=1.531, GFI=0.902, AGFI=0.890, NFI=0.909, TLI=0.964,
CFI=0.966, RMSEA=0.033). The Money and Family factors, Friend and love factors, Learning
stress factors and Body and healthy factors had positive direct effect and indirect effect on

psychological crisis problems of students in Anhui University of Arts.

Keywords: Psychological crisis problem, The causal model, Art students, Anhui Province
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1. Research Background and Significance

In recent years, China's higher art universities have developed rapidly in higher
education, which have played a positive role in the expansion of higher education resources
and the satisfaction of the needs of higher education popularization. In China, a number of
higher art universities rise rapidly and have become an important force in the field of higher
education that cannot be ignored. Contemporary university students is the future of the
family and country, is also the nation's hopes, but with the tremendous growth of the arts
universities students groups, as well as the rapid development of modern society,
education, employment, emotion and discipline particularity, the influence of such factors
as higher art universitiy students' psychological health problems, such as psychological
conflict problem more and more prominent, more and more serious, more and more
common, This paper will focus on and improve the higher art university students
psychological crisis management pertinence, effectiveness and insufficiency, etc., to develop
the perfect management system, effectively relieve dry art college students psychological
crisis, ensure that students can normal learning and life, will eventually with a healthy and
perfect personality to the society.

As early as the end of the 1990s, the World Health Organization predicted that
human beings have entered the era of "psychological disease", and psychological disease
will replace physical disease and become the biggest enemy endangering human health.
However, no disaster can bring people so persistent and profound pain as psychological
crisis. According to the results of the 2021 Adolescent Mental Health status and Needs
Research report, 18.5% of Chinese university students are prone to depression, 4.2% have a
high risk of depression, and 8.4% have an anxiety tendency (Adolescent Mental Health
Status and Needs Research Report, 2021). What is more worrying is that in universities,
psychological disorders and mental diseases of university students, as well as suicide and
homicide caused by psychological crisis and other extreme behaviors occur from time to
time. And according to relevant statistics, among the abnormal deaths of university students
in China, the death caused by suicide ranks first, and university students become the high-
risk group of suicide risk. All kinds of signs show that university students in China have
become the main "vulnerable group" of mental health problems. In recent years, with the
rapid development of China's economy and culture, a number of higher art universities have
mushroomed. However, with the large growth of students in higher art universities, as well
as the obvious particularity of art university students in professional learning and psychology

compared with other university students, the unique problems of mental health and
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psychological conflict of university students in higher art universities gradually surfaced. In
China, the management system for students' mental health problems has been established
in colleges and universities, and has been constantly improved and perfected. However,
compared with some developed countries, there are still many problems and
defects. Especially in the management and research of the psychological crisis of students in
art universities, the particularity is not paid enough attention to, the implementation of the
management process is not strong, the effect is not significant and other problems are
increasingly acute. Some educators even confuse the psychological problems of university
students majoring in art with moral problems, which not only fails to solve the problems,
but also often delays the best treatment opportunity for students' psychological
problems. However, at the same time, there are few researches on the development of
psychological crisis management system for students in art universities. In this context, it is
urgent to pay attention to and improve the pertinence, effectiveness and long-term of
psychological crisis management of students in art universities, develop and establish a
perfect management system, and solve the problems of students' mental health conflicts in
a timely and effective manner. So this research were to study on model that factors
affecting psychology crisis problems for using the result to solving the problems or make a

plan for help them.

2. Research questions

1. What is the status on psychological crisis problems of students in Anhui University
of Arts?

2. What is the causal model of factors affecting on psychological crisis problems of
students in Anhui University of Arts?

3. What the factors affecting on psychological crisis problems of students in Anhui

University of Arts?

3. Research objectives

1. To investigate the status psychological crisis problems of students in Anhui
University of Arts.

2. To develop the causal model factors affecting on psycholosgical crisis problems of
students in Anhui University of Arts.

3. To find factors affecting direct/indirect effect of the psychological crisis problems

of students in Anhui University of Arts.
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4. Research hypothesis

H1: The causal model of factors affecting on Psychological crisis problems of
students in Anhui University of Arts was fit well on the empirical data.

H2: The Money and family factors had positive direct effect and indirect effect on the
Psychological crisis problems of university students

H3: The Friend and love factors are positive effect and indirect effect on the
Psychological crisis problems of university students

H4: The Healthy and body factors are direct effect and indirect effect on the
Psychological crisis problems of university students.

H5: The Learning stress factors are direct effect on the Healthy and body factors.

H6: The Learning stress as Mediating factors on relationship between Money and
family factors, Friend and love factors, Healthy and body factors with Psychological crisis

problems of university students.

5. Methodology
1) Research Design
The Research methodology divide to three parts as follow;

Part 1: To investigate on the situation of psychological crisis problems of
students in  Anhui University of Arts.

Part 2: To development the causal model factors affecting of psychological
crisis problems of students in Anhui University of Arts. Data correcting by 5 rating scale
questionnaires. The data analysis by CFA and SEM with SPSS and AMOS statistical package
program.

Part 3: To find out the Factors affecting on the psychological crisis problems
of students in Anhui University of Arts. This part according on the third research objective.

2) Population and sample
Population and sample were the students in Anhui Unversity of Arts, Anhui
Province. The population were total 4,212 students; Determined the sample size to 476 by
G*power program (Effect size = 0.3, O err prob= 0.05, Power (1—B err prob)= 0.8, Df =113)

and using stratify random sampling method.
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Table 1: the Population and the samples

Students Population Samples
Department of Art Design 1461 165
Department of Music and Dance 871 98
Department of Journalism and Communication 1104 125
Department of Drama, Film and Television 776 88
Total 4212 476

6. Conceptual framework

P _C S = Psychological crisis of students, F L = The Friend and Love factors
M _F = The Money and Family factors, L S = The Learning Stress factors
H B = The Healthy and Body factors

Figure 1: The conceptual framework

3) Research Instrument
A set of questionnaires for collected data about the psychological crisis of
students in Anhui University of Arts and the factors affecting of students' psychological crisis.
There were divided to 5 sections namely; Section 1) for the status on psychological crisis of
students. Section 2) for the learning factors, Section 3) for the money and family factors,
Section 4) for the friend and love factors and Section
5) for the healthy and body. Each the section of questionnaires has 5 rating scale , and the

each scale were meaning as follow;
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All the sections of questionnaires passed to find out the quality. The validity each

item had I0C value between .60-1.00 and there had reliability each sections between .870 to

.938.

7. Research Finding

1) Descriptive statistical analysis

The relationship model proposed in this study has 5 variables and 40 items. All

scales used a 5-level Likert scale, The descriptive statistical results of 40 measurement items

are shown in Table 2.
Variable Model The Standard Skew Kurto VIF
variable mean deviation ness sis
PCS1 aré 3.96 1.152 -1.100 0.491  2.821
P CS2 a76 3.65 1.029 -0.417 -0.332  2.362
P CS3 a7é6 3.60 0.980 -0.649 0.224 2519
PCSa aré 3.85 1.094 -0.825 -0.080  3.146
Psychologi P C S5 a76 3.63 1.081 -0.444 -0.514  2.452
cal crisis P C S6 476 3.73 1.040 -0.618 -0.142  2.626
problem P C 57 aré 3.74 0.982 -0.545 -0.293  2.287
P C S8 a76 3.61 1.005 -0.658 0.030 2482
P CS9 aré6 3.58 1.038 -0.469 -0.197  2.330
P C S10 ar6 3.70 1.122 -0.744 -0.060  3.850
P C S11 476 3.71 1.045 0651  -0.033 3241
Total 3.71 1.052 -0.647 -0.082
L S1 ar6 3.65 1.106 -0.526 -0.400 2452
L S2 a76 3.70 1.044 -0.495 -0.458  2.310
L S3 a76 3.69 1.061 -0.647 -0.190  2.485
Learning L S4 ar6 3.78 1.015 -0.510 -0.522  2.382
tress L S5 a76 3.67 1.089 -0.529 -0.401  2.423
L S6 a76 3.75 1.036 -0.611 -0.203  2.087
L S7 ar6 3.71 1.061 -0.554 -0.404  2.348
L S8 a76 3.65 1.048 -0.520 -0.371  2.134
L S9 476 3.72 1.005 -0.473 -0.323  2.195
Total 3.70 1.047 -0.541 -0.364
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Model The Standard Skew Kurto
Variable N VIF
variable mean deviation ness sis
M F1 476 3.17 1.276 -0.356 -1.079 2.828
M F2 476 3.26 1.337 -0.267 -1.182 2.221
M F3 a76 3.25 1.360 -0.321 -1.147 2.456
M Fd4 476 3.25 1.440 -0.210 -1.357 2.361
Money and
M F5 476 3.28 1.322 -0.347 -1.095 2.286
family
M F6 a76 3.18 1.276 -0.218 -1.173 2.243
M F7 476 3.25 1.370 -0.266 -1.256 2.292
M F8 476 3.32 1.443 -0.255 -1.355 2.311
M F9 476 3.23 1.359 -0.361 -1.221 2.851
Total 3.30 1.354 0.289  -1.207
F L1 a76 3.69 1.263 -0.777 -0.445 2.143
F L2 a76 3.66 1.178 -0.643 -0.446 2.078
F L3 476 3.63 1.141 -0.730 -0.161 2.188
Friend and
[ F L4 a76 374 1.218 -0.794 -0.346 2.267
ove
F L5 a76 3.64 1.214 -0.599 -0.614 1.959
F L6 476 3.70 1.211 -0.727 -0.439 2.309
F LY 476 3.71 1.180 -0.669 -0.489 2.164
Total 3.70 1.200 -0.706 -0.420
H B1 476 3.67 0.923 -0.472 -0.021 2.513
Healthy H B2 476 3.85 1.003 -0.632 -0.168 2.178
and body H B3 476 3.75 0.933 -0.452 -0.201 2.153
H B4 476 3.75 0.998 -0.484 -0.271 2.707
Total 3.76 0.964 0510 -0.165

From the table 2. ; There were the students psychology crisis problems total average
mean =3.71, (S.D. =1.052, skewness= -0.647, kurtosis= -0.082). It’s meaning there were the
psychological crisis problems at high level,

From the table 2. ; there were the learning stress total average mean =3.70, (S.D.
=1.047, skewness = -0.541, kurtosis = -0.364). at high level. The money and family average
mean= 3.30, S.D.= 1.354, skewness= -0.289, kurtosis =-1.207). at high level. The friend and
love average mean = 3.70, S.D.=1.200, skewness =-0.706, kurtosis= -0.420). at high level and
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the healthy and body average mean =3.76, S.D.=0.964, skewness=-0.510, kurtosis=-0.165). at
high level.

2) Structural equation model fitting test

Measurement Model Analysis;;;Standardized estimates
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The figure 2: Confirmatory factor model

it show about the criterions for the measurements model fit well with the empirical

data as the table 3.

Table 3: Model fitting index

Measure Estimate Threshold Interpretation

Chi/df 1.531 <3 Excellent
GFI 0.902 >0.8 Excellent
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Measure Estimate Threshold Interpretation
AGFI 0.890 >0.8 Excellent
NFI 0.909 >0.9 good
TLI 0.964 >0.9 Excellent
CFl 0.966 >0.9 Excellent
RMSEA 0.033 <0.08 Excellent

As can be seen from the table, Chi/df is 1.531, less than 3; GFl is 0.902, more than
0.8; AGFl is 0.890, more than 0.8; NFl is 0.909, more than 0.9; CFl and TFIl are both more than
0.9; RMSEA is 0.033, less than 0.08. According to the standard of model fitting index, the
fitting indexes of the model meet the requirements, so the model was fit well with the
empirical data.
3) Convergent validity, composite reliability and discriminative validity test
3.1) Convergence validity and composite reliability
Convergent Validity means that when two different measurement tools are
used to measure the same concept, the classification obtained is highly correlated . Based
on the suggestions of Rong Taisheng (2009, P.145), this study tested the convergent validity
through component reliability (CR) and mean variance extraction value (AVE). The
construction reliability is usually > 0.7, AVE > 0.5 to meet the standard.
3.3) Validity of discriminant, as table 4.

Table 4: discriminative validity analysis test.

Psychological Learning Money and Friends Health

crisis stress Family and Love and Body
Psychological crisis 0.762
Learning stress 0.579 0.748
Money and Family
0.338 0.327 0.769
Friends and Love 0.439 0.502 0.416 0.745
Health and Body 0.462 0.526 0.309 0.405 0.791
Note: The value in bold in the upper right corner is the square root of the AVE value.

(Fornell and Lacker, 1981)
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It can be seen from the table that AVE of all dimensions is greater than 0.5, and the
square root of AVE is greater than the correlation coefficient between dimensions, indicating
that the scale has good discriminative validity.

6) Hypothesis testing

Model;
Ssandardized estimates
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Figure 3: Running results of structural equation model graph
In this study, AMOS21.0 software was used to analyze the path of structural equation
model, The standardized regression coefficient and variance parameter estimation of

structural equation model in this study were shown the direct effect as table.

Table 5: the direct effect test on structural equation model.

Standard path  Residual
Relation of paths CR. p
coefficient error

Friends and .
< Money and Family 0.416 0.045 8111 ***
Love
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Standard path  Residual

Relation of paths C.R. P
coefficient error
Learning stress <-- Money and Family 0.142 0.04 2.888 **
Learnine stress <= Friends and Love 0.443 0.051 7.975  ***
Health and Body ... Money and Family 0112 0.035 2244 *x
Health and Body <. Friends and Love 0.150 0.046 2644  **
Health and Body — ~___ Learning stress 0.414 0.049 7.080 @ *xx
Psychological )
<—  Money and Family 0.103 0.04 2282 %
crisis
Psychological
< Friends and Love 0.131 0.051 2.532 *
crisis
Psychological
o <--- Learning stress 0.389 0.061 6.928
crisis
Psychological <—  Health and Body 0.172 0.064 3.331  xxx
Crisis

Note: *** stands for p< 0.001.

From the table 5. that show on the direct effect as followed

1) The Money and family factors had positive direct effect on psychological crisis
problems of students, Leaning stress factor, Health and body factors and friends and love
factors with statistically significant (p<.05)

2) The Friend and love factors had positive effect on the psychological crisis problems
and learning stress factors with statistically significant (p<.05)

3) The Learning stress factors had positive effect on the psychological crisis problems
and Body and healthy factors with statistically significant (p<.05).

4) The Learning stress factors and Body had positive effect on the psychological crisis
problems with statistically significant (p<.05).

For the test of mediating effect, when applying Bootstrap method, it is assumed that
the total effect of independent variable on dependent variable had mediating effects as

follows.

Table 6: Test results of indirected effect.

path Effect value Lower Upper P
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path Effect value Lower Upper P

Money and Family ->Learnine stress

0.055 0.019 0.092 *x%
->Psychological crisis problems
Money and Family ->Health and Body

0.019 0.002 0.036 *xk
->Psychological crisis problems
Friend and love ->Learning stress

0.173 0.118 0.225 *x%
->Psychological crisis problems
Friend and love ->Health and Body

0.026 0.004 0.051 *x%
->Psychological crisis problems
Learning stress->Health and Body

0.071 0.033 0.119 *x%

->Psychological crisis problem

Note: *** stands for p< 0.001.

From the table 6. above, the Money and Family factor had indirect effect on
Psychological crisis problems via Learning stress factor and Health and body factor with
statistically significant (p<.05). Or the Learning stress factor and Health and body factor were
mediating factors between Money and Family and Psychological crisis problem.

The Friend and love factor had indirect effect on Psychological crisis problems via
Learning stress factor and Health and body factor with statistically significant (p<.05). Or the
Learning stress factor and Health and body factor were mediating factors between Friend
and love factor and Psychological crisis problems.

The Learning stress factor had indirect effect on Psycholosgical crisis problems via
Health and body factor with statistically significant (p<.05). Or the Health and body factor

were mediating factors between Learning stress and Psycholosical crisis problems.

8. Discussion
According to the research hypothesis discussion as follows:

The Money and family factors and the Friends and love factors had effects on the
Psychological crisis problems both direct and indirect effect with statistically significant
(p<.05). That maybe a causal from Chinses society most families have only one child, the
child is overpampered by the rest of the family, making it more protective. In addition,
children's life is relatively simple, only the university has a certain competitive atmosphere,

and there are no other group activities, so individuals do not know how to communicate
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with others, and do not deal with the relationship between people, which leads to
problems in interpersonal communication, resulting in anxiety, was consistent with Liu Na
(2021). The students were confused, Lack of self confidence when being alone which
different family and society, and was consistent with the research of Yao Benxian et al,, ,
(2007) found the students from low family income is often associated with a low level of
self-concept, and poor university students tend to develop a lower level of self-concept
than non-poor college students. Self-concept is considered to be one of the components of
core mental health qualities. Moreover, Hai Di, (2022). results research were unversity
students will have many negative problems when they encounter setbacks in love, and
once they fail to meet the standards or needs set by themselves, they are easy to get
frustrated, and even use exaggerated and over general ways to understand problems,
causing inner tension and anxiety, resulting in negative emotions and behaviors.

The Learning stress factors and Health and body factor had positive direct effect
on Psychological crisis problems with corresponding significance (p<.05). that maybe a causal
from all the students are in the range of adolescence which is an age that has change on
their body and emotional change, Therefore positive impact of learning stress factors, and
health and body factor directly, moreover the Learning stress factors and Health and body
factor were mediating factors between the Money and family factors, the Friends and love
factors had effects on the Psychological crisis problems, so the both factors could more
Psychological crisis problems of students, This research finding is consistent with the theory
or research of Li Xiaoxin et al., (2019) studied and compared with the group of high class,
the group of low class has fewer social and economic resources, was more susceptible to
the influence of external environment changes, and therefore faces more threats, negative
emotions and social pressure and Chen Xiaoyi (2018) research found university students will
encounter various psychological troubles during school. Study pressure is one of the
psychological problems that unversity students are prone to. The results of this study show
that the more students study pressure, the more serious the phenomenon of learning
burnout. Under the strong learning pressure, students will appear learning efficiency decline,
lose interest in learning, learning pressure can not be controlled and alleviated for a long
time, will lead to students learning burnout, weariness, and even affect students' mental
health level. On the other hand, some college students lack interest in their major, but are
keen on various campus activities and making friends. As time goes by, difficulties will arise

in study, such as sleeping in class, skipping class and playing games.
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9. Recommendation for Further Research

In the process of studying the causal model factors affecting the psychological crisis
of students in Anhui University of Arts, due to the limitations of time and conditions, as well
as the richness and complexity of the subject itself, the research is still not comprehensive
and in-depth. Therefore, we will continue to explore, follow up and study in the future.

(1) The causal model factors affecting the psychological crisis of students in Anhui
University of Arts are dynamic in nature, and it is necessary to further follow up this problem
over time according to the changes of the actual situation.

(2) It is necessary to increase the coverage of interviews and questionnaires, expand
the number of samples and improve the quality of data. The psychological crisis of students
in other provinces and cities is studied and compared.

(3) Clarifying the psychological differences of students in art universities under
different natural conditions can help universities and the government transition to the
refined stage of psychological crisis management of students. This requires a special study

on the psychology of students of different genders, nationalities, disciplines and families.
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ABSTRACT

The objectives of this research were: (1) To propose a structural equation model of
the influencing factors of teachers' commitment in colleges and universities in Shenyang,
which is consistent with the empirical data. (2) Investigate the direct and indirect factors
affecting teachers' commitment in Shenyang.

Most of the process used in the study is a quantitative study to determine the reasons
that affect the teaching management commitment of teachers in Shenyang University. The
number of people is 10,206. Using proportional stratified sampling method, a total of 456
people. The instruments for data collection were semi-structured interviews and a five-point
rating scale questionnaire. The statistics used for data analysis were descriptive statistics and
confirmatory factor analysis.

The research findings revealed that: (1) The statistical significance of the Structural
Equation Model SEM of the influencing factors of college teachers' engagement in Shenyang
City reaches the 0.05 level. 0.972, AGFI = 0.959, CFl = 0.997, RMSEA = 0.020. The overall
results show that the Hypothetical Structural Equation Model is consistent with the empirical
data. (2) The quality of working life has a positive and direct impact on teacher engagement.
Quality of work life has positive indirect effects on teacher commitment through teacher
motivation, teacher professional attitude, and self-efficacy. Teacher motivation has a positive
indirect effect on teacher commitment. Through teacher self-efficacy. Teachers' professional

attitude has a positive and direct impact on teachers' input. Teachers' professional attitude
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has a positive indirect effect on teachers' commitment. Through teacher self-efficacy and

teacher self-efficacy has a positive direct impact on teacher commitment.

Keywords: Factors Affecting Teacher’s Commitment, Universities in Niversities in Shenyang,

Liaoning Province

1. Introduction

The general approach of education is usually based on the principle that all
learners have the ability to learn and develop. Due to the learners are the most important,
the educational process must encourage them to develop naturally and reach their full
potential. Therefore, educational institutions and related agencies should take action. (1)
Organize the content and activities in accordance with the interests and aptitudes of the
learners by taking into account the differences between individuals (2) Practice skills,
thinking processes, management. Coping and applying knowledge to prevent and solve
problems (3) Organize activities for students to learn from real experiences. (4) Provide
teaching and learning by combining various knowledge in a balanced manner, including:
(5) Instilling virtues, good values and desirable attributes in all subjects taught. Instructors
can set the atmosphere. Environment, learning materials, and facilities for students to be
born They can also use research as part of the learning process. Teachers and learners
may learn simultaneously from various types of teaching materials and scientific resources
(6) Manage learning at anytime, anywhere. Cooperation with all parties to jointly develop
learners according to their potential (Peerapong, 2022: Interview).

Education is a very important to increase knowledge and enhance cognitive
development include attitude and morality of a person to be a good person. Having
knowledge and morality helps to develop society and the nation to be prosperous in the
era of globalization. Countries are therefore using education as a tool for development the
human resources, in which those who are responsible for training instruct individuals to
have knowledge. Academic talents are teachers start from kindergarten to higher
education. Teachers must be dedicated to learning management which is a great job
because dedication is an important factor that helps teachers to be willing to train.

The spirit of dedication is the fine tradition and style of the Chinese nation. It is the
backbone, soul, driving force and source of the prosperity of the Chinese nation. It is the

highest realm of socialist professional ethics. Education is the cornerstone of national
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development and bears on the prosperity of the nation, the well-being of the people and
the future of the country. In one hundred for education for this education plans teacher
for this. Education requires teachers to have a high sense of responsibility, not only
responsible for the healthy growth of each student, but also have a high sense of social
responsibility. Education is a career; the success of the career lies in dedication. As the
inheritor of human civilization, the engineer of human soul, the imparting of scientific and
cultural knowledge, the builder of socialist cause and the training of successors,
contemporary people's teachers should take the lead in carrying forward the development
of advanced productive forces and advanced culture, as well as guiding and guiding the
healthy growth of young students. They should achieve or pursue the realm of selfless
dedication. Teachers' dedication belongs to the category of teachers' professional ethics,
which is a noble moral quality of teachers. "Spring silkworm to die silk, wax torch ash tears
dry." It is a vivid portrayal of teachers' dedication. The vast majority of people's teachers
work silently in ordinary posts, such as professor Meng Eroding of Peking University and
other selfless dedication in difficult conditions; Such as Xinjiang Shihezi professor, sheep
experts such as the generation of Jiangsheng in the critical moment, such as Hanchuan
earthquake Tan Qiangiu. Embodies the people's teachers mind the motherland, love the
people. Learn to be a teacher, the behavior of the world, silent work, selfless dedication
of the noble spirit.

Since the 20th century, with the rapid development of the new era, people pay
more and more attention to the value and quality of education and teaching. Countries
are actively using various ways to promote the development of education and teaching.
At present, the improvement and diversification of the development model of teaching
management in colleges and universities in my country needs to be further deepened.
Facing the three stages of elite education, mass education and popular education in the
world's higher education, the requirements for teaching management and development
are bound to form new standards and directions. Teaching quality is the basis for higher
education and teaching concepts and the realization of school-running goals. The effective
guarantee of teaching quality depends on the execution of teaching management. The
goals of various management work in colleges and universities should always be carried
out around the teaching center work. It is an effective way to improve teaching quality.

way. Teaching is a rewarding profession.
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As a place for cultivating talents, colleges and universities, the teaching
management of teachers is particularly important. Those who have knowledge dependent
on society in this profession must do it with love. And to appreciate success and to
maintain, protect and defend the dignity of the profession must not be underestimated or
trampled upon. Make teachers, teachers effective spiritual masters are often kind, caring,
accepting and tolerant towards students. Learn in a different way Teachers are considered
very important people because teachers are not just teachers or subject instructors only
for a living. A true teacher has to point out the responsibility of right and wrong, moral
education develops the human spirit and enables young people to grow into complete
human beings . Therefore, the quality of teachers is very important. It is important to keep
the education reform process going and achieve its goals. Those involved in education
must find ways to sustain the teaching force by getting teachers to teach with passion,
dedication and time.

Teachers' professionalism and teaching management are reflected in three aspects.
First of all, although the level of teaching quality is related to the level of teachers'
academic level, it mainly depends on the professional quality and teaching skills of
teachers. Only by strengthening teaching management and promoting the development
and improvement of teachers' professional quality and teaching skills can the teaching
quality be effectively improved. Secondly, the quality of school teaching is certainly
related to the individual quality of teachers, but more importantly, it is related to the
energy exerted by the entire collective of teachers. The energy of each teacher can only
be fully exerted under a reasonable combination, and the arrangement and combination
of teaching staff is one of the contents of teaching management. Promoting successful
teaching experience and scientific teaching methods through teaching management means
can promote the improvement of teaching quality.

A study by Paterson (1990) found that work dedication was positively correlated
with good work behavior. It is very important to jointly cultivate learners’ education
according to their potential, which will promote the development of thinking and
intellisence to a certain extent. A teacher has a good attitude and ethics to be a good
leader. Use knowledge and virtue to benefit the development of society and nation.
Therefore, in order to prosper in the era of globalization, countries use education as a tool
for development, and human resources have the responsibility to train and teach people

who possess knowledge and academic abilities. They are all teachers from kindergarten to
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higher education itself. Which teachers must be committed manages to learn a lot, as
dedication is a key factor and what matters is the teacher's willingness to train to teach
more students to facilitate learning management.

With the development of China's economy, the country and society pay more and
more attention to the quality and management of education. In the past 20 or 30 years,
the research on educational leadership has achieved fruitful results. After reviewing the
literature, the researchers found that there is a serious shortage of literature on teaching
management engagement in current Chinese studies. The research perspectives are
different. There are many bases for the connotation of the main leadership, from the
perspective of teachers' dedication and learning management; most of the related research
is mainly qualitative research, with little combination of qualitative and quantitative, and
lack of comprehensive consideration. It is of great significance for learning management to
investigate and study the factors of teachers' dedication to learning management
effectiveness.

For the above reasons, researchers are interested in the relational factors of
research effort. The teaching of fine arts teachers in colleges and universities in Shenyang
is committed to the learning management of teachers, and the application of research
results as a guideline for teachers recognizes their ability, self-esteem, and relevant
departments have rectified, perfected and promoted the development of education,

improve educational outcomes, and drive national human resources. development.

2. Research Questions
(1) What is the Structural Equation Modeling (SEM) of factors affecting
teachers’ commitment at the universities in Shenyang that consistent with the empirical
data?
(2) What are the factors direct and indirect affecting teacher’ s commitment

at the universities in Shenyang?

3. Research Objectives
(1) To propose the Structural Equation Modeling of the factors affecting the
teacher’ s commitment at the universities in Shenyang that consistent with the empirical
data.

(2) To investigate the factors direct and indirect affecting the teacher’ s
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commitment at the in Shenyang.

4. Research hypotheses
1. Quality of work life (QWL) has a positive direct effect on teachers’ commitment.
(COM).

2. Quality of work life (QWL) has a positive indirect effect on teachers’ commitment.
(COM) through teachers’ motivation (MOT), teachers’ professional attitude (ATT), and self-
efficacy (SELF)

3. Teachers’ motivation (MOT) has a positive indirect effect on teachers’
commitment. (COM) through teacher self-efficacy (SELF).

4. Teachers’ professional attitude (ATT) has a possitive direct effect on teachers’
commitment. (COM).

5. Teachers’ professional attitude (ATT) has a possitive indirect effect on
teachers’ commitment. (COM) through teachers’ self-efficacy (SELF).

6. Teachers’ self-efficacy (SELF). has ) has a possitive direct effect on teachers’

commitment. (COM).

4.Research Method
4.1 Research Design
Most of the processes used in research are quantitative research in order to Identify
causal factors that affects the teacher's teaching management commitment at the university
in Shenyang.
4.2 Population and Sample
Population and sample used in this study consists of teachers of seven public
compressive university in Shenyang city, Liaoning province. Overall, of teacher are 10,206
persons. A sample size of 456 was determined using the G*Power program, considering
the research methodology that utilizes confirmatory factor analysis (CFA) statistics.
4.3 Research Instruments
The main instruments used in this research was a 5-level rating scale questionnaire that
the researcher created from the review of literature and the validity checked by 5 experts.
4.4 Data Collection
The researchers conducted a step-by-step process. as follows

1. The researcher requested an official letter from the faculty of education, Bangkok
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Thonburi University to request cooperation from the university in applying for permission
to use as a sample of the temple response.

2. The researcher submitted a letter requesting the courtesy of collecting the data
for research purposes by presenting it to the administrators who were the sample, along
with informing the purpose of the research. sample

3. Prepare a measurement form that exceeds the sample loop to be used as a
backup in case of loss or incomplete response of the sample.

4.The researcher and teamwork’s used questionnaires to collect data
manually from the schools in the sample.

5. Take the collected questionnaire Complete the response validation and select
the complete measurement. The score is analyzed using statistical process.

4.5 Data Analysis

In this research, the researchers used a Statistical Package Software Program in

order to achieve the results as follows:

1. Analyze the basic statistics of the sample from the measurement by using the
value of frequencies, mean, standard deviation, including the normality check , the interpret
each variable measurement.

2. Correlation analysis between independent variables to study the

relationship among variables for Multicollinearity check.

3. Data analysis to answer research hypothesis The researcher uses inferential
statistics to test the research hypothesis. by analyzing structural equations, the values used
to check the harmonization and coherence of the structural equation model with the
empirical data.

4. Interpretation and adaptation (Interpreting and Modifying the Model).

5. Research Results

1. The general information of 456 respondents was conclusion as follow: most of
respondents was male more than female, age range were between 31-40, the education
level was doctoral degree, most of them were the lecturer position and the have work
experience between 6-10 years

2. The Structural Equation Modeling (SEM) of the factors affecting the teacher's
commitment at the universities in Shenyang, the SEM was statistically significant at .05 level,

the value of the full model: Chi-square = 110.897, df = 93, p-value = 0.099, GFI = 0.972,
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AGFI = 0.959, CFI = 0.997, RMSEA= 0.020. Overall results indicating that the hypothetical

model is consistent with the empirical data.

6. Discussion

From the hypothesis testing, the research results can be discussed as follows.

(1) Quality of work life factor was statistically significant directly affects to the
teachers’ commitment in Shenyang universities.

This is because the hypothetical models created have been studied from principles,
concepts, theories, and therefore according to Schaufeli and Bakker (2002), assuming that
the model is consistent with empirical data, that job commitment or5 enthusiasm is a
dimension of positivity and that the sense of complementarity with job-related mental
states is only temporary but in emotion, cognition and cognition The aspect of permanence
and universality, regardless of the objective individual event or behavior, contains three main
characteristics: 1) vigor 2) dedication, and 3) absorption. Professionalism is not just a matter
of mental structure, but it also includes roles in determining performance, it also includes
emotional states and commitment concepts. This is a study related to work Attitude, which
involves interpreting values at work in order to examine working conditions in relation to
personal commitment. And personal non-dedication. It can be concluded that commitment
engagement, dedication and apathy are behaviors associated with status. Whether it's
physical expression, mental expression or emotional expression at work. It is related to three
mental states: 1) Psychological meaningfulness; 2) psychological safety as a sense of being;
3) psychological need. (Psychological availability), therefore the model is assumed to be
consistent with empirical data. In the profession of predicting teacher job commitment. the
results show that teachers with teacher spirit are determined to perform assigned tasks to
the best of their ability. The form expressed until the willing completion of work together
warns diligence patience in the face of obstacles, honesty, pursuit.Knowledge development
teaching and learning.

In this context of QWL, it’s very important refer to the process by which interest
groups in an organization learn how to work better together, and how to determine for
themselves which activities, changes and improvements are desirable and effective for the
organization to be more efficient. The work and living environment can respond physically
and mentally to tasks including having the ability to live happily in society and work

efficiently to achieve goals. The quality of work life is explained according to the teachers
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‘commitment conditions that constitute the ideal quality of life and teachers ‘job (Davis,
1983; Rhoades, & Eisenberger,2002; Rose & Idris ,2006; Chan & Wyatt, 2007; Sirgy et.al., 2008;
Bagtasos, 2011; Tasdemir Afsar, 2011; Selda Tasdemir, 2014). These main context of QWL,
researcher relied on Walton's core framework (1980), Timossi et.al.(2008), and Fernandes
et.al. (2017) because the concept had appropriate variables that fit the school context and
were popular. It defines eight key areas, however only four areas were selected to this study,
there were fair and adequate remuneration, a hygienic and safe environment, development
of a person's abilities, and progress and stability in the job, the rest were social integration,
work characteristics based on law or justice, overall balance of life, and direct relevance
and relationship with society. Therefore there should be further study later. In this study the
research results as showed in Table 4.7 the QWL as perceived by the teachers of the
universities in Shenyang, mean score between 4.22 — 4.35 which indicated that there were
at high level. Paricularly the most level was Fair Adequate compensation (FAP) follow with
the Environmental Safety and hygiene and (EHS), and Progress and Stability in Job (PSJ)
respectively. And the 3 best one variable were the items of “| work in a school where school

» o«

buildings and structures are maintained in a safe condition” “I have the opportunity to work
with decision-making authority and increased job responsibilities”, and “I have the
opportunity to advance in my career.” And the 3 least items but at high level as well were
“I' have the opportunity to develop my abilities from a job description that uses a variety of
skills and abilities” “The work | perform is unique and has clarity” and “I am encouraged to
attend meetings, seminars or training sessions for the professional development of teachers
from time to time. These results showed that the overall of teachers’ quality of work life at
the university of Shenyang were at high level, however but still not the highest. Therefore,
the university administrators must consider whether what thing is already good should be
preserved or maintained and make it even better.

From review of literature about teachers” QWL found that it’s the result of many factors,
especially the environment factor in the school around the teacher and the teachers
themselves (Walton, 1979, 1980; Timossi et.al.,2008; Fernandes et.al.,2017; Amelia Lalompohy
2019). Therefore, some
selected dimension of QWL in this study as stated above: Fair Adequate compensation (FAP),
Environmental Safety and hygiene and (EHS), and Progress and Stability in Job (PSJ), this is
the result of the aforementioned factors. And from the research results, it reflects that this

is true because from the research results, Teachers’ job commitment (TOC) was at Hight
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level as showed in Table 4.3 the average of overall teachers’ commitment, the mean score
between 4.13 — 4.29, the most level was absorption (ABS) follow with the dedication (DDC),
and vigor (VIG). The most level of this matter, there were the item of “When there is a new
technique toward learning management model | will quickly apply to my students”,
“Although | have a small salary, | will share the money to buy equipment for learning
management, and “While | was working on learning management, | have a feeling that time
has passed very quickly”. All of these were coming from motivation to work, Table 4.4 the
level of teachers’ motivation was at high level. The most one was achievement motivation
(ACM) follow with the relative motivation (REM) and power motivation (POM). Particularly,
the best variable were the items of “My work has been recognized by my superiors and
colleagues”, “I want to thrive in my teacher career”, “l will dedicate my learning
management to being selected as an outstanding teacher, and “I have successfully arranged
the learning for the students as assigned by them”.

The last were come from the teacher professional attitude, including from self-efficacy that
also at high level.

Therefore, from the results of this research, The Structural Equation Modeling (SEM)
of the factors affecting the teacher's commitment at the universities in Shenyang is a model
that university administrators in Shenyang must be aware of and can apply the results to
management in order to balance the quality of teachers living in good work. By look at the
Figure 4.1, Table 4.10 and 4.11 as showed in chapter 4, the correlation coefficient between
variables and the influence coefficient. of the causal factor model influencing the teachers’
commitment fit with empirical data. The correlation coefficient between Quality of work life
(QWL) was at 0.18, and teachers’ professional attitude was at 0.293. This is showed that the
teachers’ professional attitude more important than quality of work life. The results
indicated that quality of work life was important to teachers’ commitment but indirect
through the variables of teacher job motivation teachers’ professional attitude and teacher
self-efficacy. These results were consistent of many esearchers such as Pan et.al. (2015); Li
Wang and You, (2017); Ronaldo et.al., (2020); Madigan and Kim, (2021); Matos and laochite,
(2022).
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Hence, in the modification, improvement and support, encouraging teachers to have
an attitude towards the teaching profession is one of the important factors affecting
teachers' investment in learning management. In schools, therefore, administrators must
find strategies to create good attitudes for teachers. By opening up opportunities to use
ideas, such as creating, supporting and exchanging ideas. And persuading teachers to have
an attitude towards the teaching profession, because when teachers have a good attitude
towards their dedication in the management of learning, it leads to achievement and quality.
The school education is also better. (1) The factors direct and indirect affecting the teacher's
commitment at the universities in Shenyang, the research results reveal that: quality of work
life (QWL) has a positive direct effect on teachers’ commitment. (COM). Quality of work life
(QWL) has a positive indirect effect on teachers’ commitment (COM) through teachers’
motivation (MOT), teachers’ professional attitude (ATT), and self-efficacy (SELF). Teachers’
motivation (MOT) has a positive indirect effect on teachers’ commitment. (COM) through
teacher self-efficacy (SELF). Teachers’ professional attitude (ATT) has a positive direct effect
on teachers’ commitment. (COM). Teachers’ professional attitude (ATT) has a positive
indirect effect on teachers’ commitment. (COM) through teachers’ self-efficacy (SELF). And
teachers’ self-efficacy (SELF). has) has a positive direct effect on teachers’ commitment.
(COM).

The findings of this research are consistent with principal foundation, theories and
research related that supports it, as well as from the realities that all teachers can

understand. Because of Quality of work life (QWL) that were related to the performance
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and job commitment of teachers. (Walton, 1973; Gibson, 2003; Saraji, 2006; Sari, et al 2019).
In addition, the research result was supported by Amelia Lalompoh (2019) and Jolly Sahni
2019 which studied the Quality of work life in school and Its Effect on job commitment. This
studiedd reported that both QWL and job engagement have proven to be important
variables that affect work performance, impacting both the productivity and
competitiveness of organizations. Given that these two variables are key in the management
of organizations, it is important to analyze the relationship between them, since finding
possible relationships allows understanding the characteristics of the interactions between
their dimensions in a more defined way and providing evidence-based orientations for the
development of strategies aimed at achieving high levels of employee commitment through
programs to improve the QWL. Abd based on this, the present study was proposed in order
to identify the relationship/ effects between QWL as a predictor variable and engagement
as a criterion variable. (Zhang Yufang (2019) Yu Siyao (2021) In this event, Amelia Lalompoh
(2019) was mentioned that the quality of work life is significantly influenced by the
administrators’ managerial competence and teachers’ emotional intelligence as the same
the research reported of Yang Shengfang (2010) In addition, the administrators’ managerial
competence and teachers’ emotional intelligence have a significant contribution to the job
engagement and performance of teachers.

The research results consistent with Chan (2006) that studied about teachers'
motivation and dedication to learning and found that there was statistically significant
correlation between motivation and teaching engagement. Hoy, Sweetland & Smith (2002)
was studied the relationship between efficacy and efficacy and academic achievement and
tested structural educational models of perceived teacher effectiveness in terms of
professional attitudes, tolerance, and sacrifice. Overall, it is a predictor of academic
achievement in mathematics. The results showed that teachers' perceptions of competence
had an impact on students' academic performance and were more important than students'
socioeconomic status. For Temesgen Yitbarek (2017) was study on Teachers’ Perception of
their Quality of Work Life and its Effect on Affective Commitment, the research concluded
that statistically significant between quality of work life dimensions and teachers’
commitment.

Additionally, quality of Work Life (QWL) has a statistically significant positive effect
and indirectly affects the investment in learning management (COM). Work experience helps

organization personnel to have confidence in their work, love their work and love the
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organization. And dedication to the work done, which will lead to the highest efficiency of
the development of the work life quality of the government teachers is the degree of job
satisfaction. When government teachers have a good quality of work life and are paid
adequately and fairly. It has been developed to fully self-value through the use of
knowledge. The sense of challenge in work, being accepted by colleagues, having a good
working atmosphere, school administrators working happily, proud, and wanting to do long-
term work in the organization. Knok and Iving (1997) proposed that the work factor is an
important factor affecting people's quality of life. These include two main parts: getting
adequate and fair compensation; And safe and health-promoting working conditions.
Overall, these factors are consistent and supportive. The concept of the quality of work life
component is consistent with that of Huse and Cumming (1995), which states that fair and
appropriate compensation for it is an important factor in making a person work. Willingness
and commitment must make that person feel good about the reward they are about to
receive. A safe workplace potential development work, social relations, progress and
stability of the company constitution independence from work and pride in the organization
Pride and encouragement in work This is consistent with the findings of Pensri Wechpraphan
(Phensri Wechpraphan, 2014) research on quality of work life.5.2.3 Motivation of learning
management has an indirect effect on teachers' professional attitudes (0.628), and a direct
and indirect effect on perceived self-efficacy (0.338 and 0.338, respectively) 0.303. The
Influence of indirect Influence on Dedication of Teachers' Learning Management in Shenyang
University."

Learning management motivation (MOT) is a variable that indirectly affects learning
ability. Committed to the learning management (COM) of civil servants, has positive statistical
significance, with an impact of 0.397, and transmits attitudes towards the teaching profession
(ATT) and perceived competence. SELF, because it is a kind of similar to the need to know
oneself whether in ability includes other potential and use of the ability of the desire. As
well as making full use of the potential of believing that go-getters act in an ambitious,
competitive, and attempt to improve themselves. And enjoy the activity they are doing, in
line with Abraham H. Maslow's theory:1) Human needs are limitless. 2) Unmet needs are
behavioral stimuli. 3) Human needs are hierarchical and develop gradually from the basic
level. McClelland's need theory points out that human beings have three needs related to
organizational behavior: 1) achievement need, 2) relationship need, and 3) power need. In

order to succeed in work, there must be a high degree of achievement motivation. Success
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at work will make it important to be able to accomplish the need for success through
stimulation. When the need for success is high, everyone can pitch in and help the
organization be effective. Work is also one of the factors affecting the government teachers'
learning management efforts, including "success needs, relationship needs and power
needs".

Teacher professional attitude (ATT) is a variable of direct and indirect influence
Committed to teacher (COM) learning management through self-efficacy perception (SELF),
because the characteristics of a good teacher should have characteristics. Attitude or attitude
is a good measure of a person's behavior, attitude is the source of behavior. Because it can
indicate the expression of various behaviors, that is, a positive attitude toward work will help
to indicate that creative behaviors will personally be opposed to negative attitudes toward
work, it can be helpful. If a person has a negative attitude or is dissatisfied with their job,
there are many problems that follow. The act of expression may be deliberate.

Self-efficacy (SELF) has a significant direct effect. It may be that the teacher estimates
his or her ability to perform the assigned task in order to result. If their work is not done,
teachers will be more dedicated. Will affect the success of the organization and that is,
people with high self-efficacy are less stressed, will not develop negative emotions about
themselves, can do activities or difficult workloads will have an effort not to be discouraged.
By focusing and trying to act from a set goal and making that goal a condition that must be
achieved, he will not be discouraged if he faces failure. But it is unreasonable to infer low
self-efficacy results due to insufficient effort, which is consistent with Anita Woolfolk's (1995)
research that self-efficacy is a teacher's belief that he or she can help with learning. For
students who have difficulty achieving academic achievement, teacher effectiveness seems
to be one of the few personal characteristics of teachers. It is related to student
achievement.

Self-efficacy can be predicted that teachers with higher self-efficacy will work harder
and continue to contribute to students' learning. Because teachers believe in themselves

and believe in their students.

7. Recommendations
From the results, it is found that the variable that has the greatest influence on learning
management effort is the attitude towards the teaching profession. Therefore, in the

modification, improvement and support, encouraging teachers to have an attitude towards
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the teaching profession is one of the important factors affecting teachers' investment in
learning management. In schools, therefore, executives must find strategies to create good
attitudes for teachers. By opening up opportunities to use ideas, such as creating, supporting
and exchanging ideas. And persuading teachers to have an attitude towards the teaching
profession, because when teachers have a good attitude towards their dedication in the
management of learning, it leads to achievement and quality. The school education is also
better.

Temesgen Yitbarek (2017) was study on Teachers’ Perception of their Quality of Work

Life and its Effect on Affective Commitment, the research concluded that quality of work

life dimensions were consisted of + (1). Adequate and fair compensation (2).Safe and
Healthy Working Conditions (3).Opportunity to Use and Develop Human Capacities
(4).Opportunity for Career Growth and Security (5).Social Integration at Work
(6).Constitutionalism in the Work Organization (7).Work and Personal Life (8).Social Relevance
of Work

Siti Intan at.al” (2018). was reviews literature on “Quality Teacher’s Working Life, and they

conclusion about the dimension of quality of work life as show in this Figure
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The most important administative ingredients in the schools re academic administration
and personnel administration. And the main factors therein depends on the teacher or
academic staff. The teachers, being one of the key players in education, should also be
given enough attention to ensure better delivery of instruction. There is a need to provide
enough support and assistance so that they could be job commitment and perform their

tasks effectively.
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ABSTRACT

The objectives of this study were: (1) To explore the compents and indicators of
administrators' leadership and teachers' job satisfaction; (2) To study the factors of
administrators' leadership affecting teachers' job satisfaction in Tongliao City University of
Nationalities, Inner Mongolia; (3) To propose the guidelines for improving the leadership of
administrators at Tongliao University for Nationalities in Inner Mongolia.

The study utilized a mixed-method approach combining quantitative and qualitative
research. The population of thesis research consisted of 2037 teachers of Inner Mongolia
University for Nationalities, Totaling 330 samples. The key informants were five administrators
drawn from Inner Mongolia University for Nationalities and from the institutions through
purposive sampling method. The experts for the focus group discussions consisted of five
experts. Data collection instruments included a five-point scale questionnaire and a validity
and reliability checklist. Statistics used for data analysis included frequency, percentage, mean,
standard deviation, (EFA) exploratory Factor Analysis and confirmatory factor analysis. Both in-
depth interviews and focus group discussions were analyzed using content analysis.

The results of the revealed showed : 1.There factors of resilient leadership 1) mental
toughness, 2) emotional toughness, 3) social toughness, and 4) moral humanity, as well as 15
components, 1) Occupational Mental Toughness 2) Work Environment and Facilities, 3) Salary
and Benefits, 4) Career Development Opportunities 5) Student Relations and Teaching

Experiences, and 15 Components of teacher job satisfaction. 2. The four influencing factors of
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resilient leadership have an impact on teachers' job satisfaction at Inner Mongolia University
for Nationalities factors leading. 3. 15 guidelines for leadership improvement and teacher
satisfaction at Inner Mongolia University for Nationalities are proposed. Through the policy
implementation of resilient leadership, the vision of the leadership function of Inner Mongolia
University for Nationalities will be realized to lead the development of higher education, to
promote the administrative function of higher education and to improve the viability of each

university.

Keywords: resilient leadership, teacher job satisfaction, Inner Mongolia University for

Nationalities

1. Introduction

With the development of a prosperous society and the promotion of education
equality, consolidating and increasing the accomplishments of poverty alleviation in education
have become the central pillars of education activity in China. According to a Chinese saying,
"for a nation to flourish, it must respect its instructors," therefore increasing the teachers'
working zeal will increase the quality of education (Yan, 2022).

Inner Mongolia University for Nationalities is a public university in the Inner Mongolia
Autonomous Region of China. Located in Tongliao City in the east, Inner Mongolia University
for Nationalities is a comprehensive university for nationalities. It is a key construction
university in the Inner Mongolia Autonomous Region. The school was founded in 1958. In 2006,
the school was established as a key university in the autonomous region The university has
2,037 faculty members, 24,134 students, 21,287 undergraduates, 1,989 masters, 24 doctoral
students, and 10,801 minority students. The school has 23 teaching units, 79 undergraduate
majors, and 11 disciplines including economics, law, education, literature, history, agriculture,

management, and art.

2. Research Questions
In order to attain the study's research purpose, the following research questions will
be investigated:
1: What are the factors of administralors' leadership and teachers' job aetisfaction?
2: What the factors of administrators' leadership affecting teachers' job

satisfaction in inner university for nationalities in Tong liao cily,Mongolia?
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3: What is  the guideline for improving administrators' leadership inner

Mongolian university for nationalities in Tong liao cily, inner Mongolia?

3. Research Objectives

The following goals were created in order to achieve the dissertation's purpose.

1: To study the factors of adminnistrators' leadership and teachers' job satisfaction.

2: To study the factors of administrators' leadership affecting teachers' job satisfaction in
inner Mongolia university for nationalities in Tong liao cily, inner Mongolia.

3: To study the guideline for improving administrators' leadership in inner Mongolia

university for nationalities in Tong liao cily, inner Mongolia.

4. Research Methodology
4.1. Research Design

Phase 1. The functional ability of leaders and mangers in Inner Mongolia University
for Nationalities is studied step by step, (1) A questionnaire was compiled to investigate the
influencing factors of teachers’ job satisfaction by leaders of Inner Mongolia University for
Nationalities.

Phase 2. The functional ability of leaders and mangers in Inner Mongolia University
for Nationalities is studied step by step,(1)A questionnaire was compiled to investigate the
influencing factors of teachers’ job satisfaction by leaders of Inner Mongolia University for
Nationalities.

Phase 3. The functional ability of leaders and mangers in Inner Mongolia University
for Nationalities is studied step by step,(1)A questionnaire was compiled to investigate the
influencing factors of teachers’ job satisfaction by leaders of Inner Mongolia University for
Nationalities.

4.2 Population and Sample

The phase 1. Conducted in-depth interviews with 9 key leaders, including 4
professional leaders to discuss leadership and management.under the age of 40 years
old,experienced,academic management staff(department head,dean)2,required to have
management experience,and 3 presidengt,with more than 5 years of work experience.

The phase 2. The study included leaders and faculty of Inner Mongolia University
for Nationalities. A total of 2037 faculty members. The sample group will consist of 330 leaders

and faculty from the G * Power program using proportional stratified random sampling.
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The phase 3. The population of the study will be experts or key informants in the
field of educational management and higher education. A purposive sampling technique will
be used to select nine experts at Inner Mongolia University for Nationalities.

4.3 Instruments

Phase 1: The tool for data collection consisted of two parts. In the first part, data
will be collected from the reviewed literature using a data recording form. In the second part,
after the researcher's content analysis of the reviewed literature, nine experts will be asked
to screen the factors of resilient leadership on teachers' job satisfaction required by the
administrators, and this part of the instrument uses the Semi-Structured Interview Form (SSI).

Phase 2: The research instrument of this phase is Questionnaire.

Phase 3: Collect Data obtained by experts through focus group discussions.

4.4 Data collection

Phase 1. Data collection were performed by researcher.

Phase 2. Data collection were performed by researcher.

Phase 3.By Focus Group Discussion, the researcher was as a facilitator.

1) Getting in touch with key info mants and show identify and
willingness.
2) Visiting or sending questions by email or other means.

3) Summarizing the discu ion and specific data.

4.5 Data analysis

Phase 1. The collected data were analyzed by content analysis.

Phase 2. The data of demographic variables were analyzed by descriptive
statistics; Frequency, and percentage. The variables of Network Education Management
were analyzed by descriptive statistics; mean; Standard Deviation for interpretation criteria
about classifying mean score, it was analyzed by the concept of Best (John W.Best, 1997:190)
The components resilient leaders and teachers of Network Education Management was
analyzed by Exploratory Factor Analysis (EFA).

Phase 3. The data from Focus Group Discussion was analyzed by content analysis.
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5. Research Results

5.1 Demographic Information

Demographic Information Frequencies Percentage

1.Gender

Male 163 52.6

Female 147 47.4
2.Age range

Lower than 26 years 11 3.5

26 -45 years 162 52.3

46— 55years 115 37.1

More than 56-65 years 22 7.1
3.Educational level

Master degree 219 70.6

Doctor degree 7 24.8

Postdoctoral degree 14 4.5

4. Years of working experience

Lower than 1 years 77 24.8
1-8 years 135 435
6-18years 66 21.3
More than 18 years 32 10.3

5.Professional title

Teaching assistant 139 44.8
Lecturer 101 32.6
Associate Professor aq 14.2
Professor 26 8.4

5.2 Reliability analysis of initial measurement
Phase 1: The data consists of two parts. In the first part, a data recording form will
be used from the 44 pieces of literature reviewed. In the second part, after the content
analysis of the reviewed literature, nine experts will be asked to screen nine components as

well as 30 indicators on the factors that influence the job satisfaction of teachers by flexible
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leaders as requested by the administrators.

Phase 2: There are 69 questionnaires in this phase.

Stage 3: The experts collected data through focus group discussions and the
Cronbach's alpha for the Flexible Leadership factor scale was 0.969 and the Cronbach's alpha
for the Teacher Job Satisfaction factor scale was 0.977, which indicated high internal
consistency of the scales.

5.3 Exploratory factor analysis (EFA)

The table provides the results of the Kaiser-Meyer-Olkin (KMO) measure of
sampling adequacy and the Bartlett's test of sphericity. The KMO measure is a statistical test
used to assess the suitability of data for factor analysis. In this case, the KMO measure is 0.964
which indicates a high level of sampling appropriateness. This indicates that the data is suitable
for factor analysis. Bartlett's test is another statistical test used to assess the suitability of data
for factor analysis. The test assesses whether there is sufficient correlation between the
variables for factor analysis. The approximate chi-square value of the Bartlett's test is 6903.531
with a corresponding degree of freedom (df) of 406. The correlation p-value (Sig.) of the test
is 0.000, which is less than the typical significance level of 0.05. This indicates that there is

sufficient correlation between the variables for factor analysis.

Table 1:  Showed Eigenvalues, Percentage of Variance, Percentage of Cumulative Variance

Extraction Sums of Squared | Rotation Sums of Squared

é Initial Eigenvalues Loadings Loadings
é % of Cumulative % of Cumulative % of Cumulativ
8 Total Variance % Total Variance % Total Variance e %

1 15.49 53.445 53.445 [15.499 53.445 53.445 16.670 23.000 23.000

9
2 1594 5497 58.942 1.594 5497 58.942 14.456 15365 38.365
3 1243 4.286 63.228 1.243  4.286 63.228 |4.228 14579 52.943
4 1.047 3.609 66.837 1.047  3.609 66.837 14.029 13.893 66.837

The "Rotated Loadings Sum of Squares" column shows the total variance explained
by each component after rotation. Rotation helps to simplify and explain the components,
maximizing the variance explained by fewer components. Component 1 explains the most

variance, with an initial eigenvalue of 15.499, which accounts for 53.445 of the total variance.
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after extraction and rotation, it still explains the most variance, at 6.670 and 23.000,
respectively. components 2, 3, and 4 also contribute significantly to the overall variance
explained. However, the variance explained by each component decreases as we move down
the list. The cumulative percentage shows how much of the total variance is explained by
each component cumulatively. All components explained 66.837. In summary, principal
component analysis successfully reduced the dimensionality of the data and provided a

summary of the variance of the variables explained by the extracted components.

Table 2:  Showed Eigenvalues, Percentage of Variance, Percentage of Cumulative Variance

Extraction Sums of Squared Rotation Sums of
Initial Eigenvalues Loadings Squared Loadings
é % of % of
é_ % of  Cumulative Varianc Cumulative Varianc Cumulativ
S Total Variance % Total e % Total e e %
1 21.205  53.013 53.013| 21.205 53.013 53.013(9.118 22.796 22.796
2 2.590 6.474 59.487| 2590 6.474 59.487]6.161 15.403 38.199
3 1.541 3.852 63.339| 1541 3.852 63.339(4.820 12.050 50.249
a4 1.382 3.455 66.794| 1382  3.455 66.794| 4.778 11.945 62.194
5 1.186 2.964 69.758| 1.186 2.964 69.758|3.026  7.564 69.758

The "Rotated Loadings Sum of Squares" column shows the total variance explained
by each component after rotation. Rotation helps to simplify and explain the components,
maximizing the variance explained by fewer components. Component 1 explains the most
variance, with an initial eigenvalue of 21.205, which accounts for 22.796 of the total variance.
after extraction and rotation, it still explains the most variance, at 9.118 and 23.000,
respectively. components 2, 3, 4, and 5 also contribute significantly to the overall variance
explained. However, the variance explained by each component decreases as we move down
the list. The cumulative percentage shows how much of the total variance is explained by
each component cumulatively. All components explained 69.758 In summary, principal
component analysis successfully reduced the dimensionality of the data and provided a

summary of the variance of the variables explained by the extracted components.
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Table 3: The factors of kindergarten principal’s leadership affecting administration

effectiveness in Chaoyang City in Liaoning Province

Order Assembly Number of Factor Loading
variables
1 Factor 1 12 0.584-0.756
2 Factor 2 5 0.674-0.734
3 Factor 3 6 0.645-0.721
a4 Factor 4 6 0.610-0.716
All 29

The following table presents the rotated component matrix derived by principal
component analysis (Varimax rotation and Kaiser normalization). The matrix shows the

loadings of each variable on the six components.

Table 4: The factors of kindergarten principal’s leadership affecting administration

effectiveness in Chaoyang City in Liaoning Province

Order Assembly Number of Factor Loading
variables
1 Factor 1 19 0.520-0.778
2 Factor 2 6 0.640-0.778
3 Factor 3 5 0.640-0.737
il Factor 4 6 0.633-0.768
5 Factorb 4 0.545-0.676
Al 40

The following table presents the rotated component matrix derived from principal
component analysis (Varimax rotation and Kaiser normalization). The matrix shows the

loadings of each variable on the six components.
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5.4 Factors Affecting Resilirnt leaders of Teachers' Job Satisfaction by AMOS Path
Analysis
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The graph shows the impact of these four variables: psychological resilience,
emotional resilience, social resilience, and moral resilience on teachers' job satisfaction
encompassing these five dimensions: occupational psychological resilience, work environment
and facilities, salary and benefits, opportunities for professional development, student

relations, and teaching experience.

Table 5: The Results of Path Analysis

Path Estimate  S.E. CR. P Label

TJ < ER 269 .089 3.033 002 par 12
T < MR 1.000

TJ < SR -443 119 -3.728 ¥ par_ 13
TJ <--- ERR 350 115 3.052 002 par 14
OPR < TJ 1.000

WEF  <-—-- TJ 907 .052  17.609 ¥* o par 15
WB < TJ 883 .053 16.605 *** - par_16
DO <-—-- TJ 830 .052 16.050 ¥ par 17
SRTE  <—- TJ 782 .052 15.084 *** par 18
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Table 6: The Results of Path Analysis

Path Estimate  S.E. CR. P Label
SBOR  <--- MR 936  .078 11.946 ¥ par 1
ONI <--- MR 1.180 .085 13.871 ¥E - par 2
SB <-—-- ER 1.000
E <--- ER .834  .054 15.456 ¥* - par 3
WC <--- ER 946 051  18.695 *** par_4
ER <-- SR 1.000
S <--- SR 1.188 .078 15.315 ¥* - par 5
UEF < ERR 1.000
CEC  <— ERR 917 055 16.676 *** par 6
FE < ERR .849  .059 14.512 ¥ par 7
VS <--- SR 1.173 072 16.253 ¥** par 8
BIC <--- MR 1.052 .082 12785 *** par 9
EM < ERR .948  .058 16.395 *¥* - par 10
EA <--- ERR 912 051 17.713 ¥* - par 11
ICC < MR 1.000

This table presents the results of the path analysis showing the standardized path
coefficients, standard errors, critical ratios, and p-values for the various paths.

This table presents the results of the path analysis showing the standardized path
coefficients, standard errors, critical ratios and p-values for the various paths.

In the above table, 9 components and 15 variables were validated, as can be seen
from the above table, P is less than 0.001, which is statistically significant, indicating that each
indicator explains the variables to which it belongs well. In addition, except for ER—>TJ 0.269,
SR—TJ 0.443 | ERR—>TJ 0.350, which are less than 0.7. CR is greater than 0.7, therefore, the
variables have good combinatorial reliability and convergent validity, which indicates that the
factors affecting flexible leadership on teachers' job satisfaction in this study are feasible.

5.5 Based on the above study, five guidelines are proposed to improve the
administrative leadership of Inner Mongolia University for Nationalities.

1. Enhancing Mental Toughness in Executive Leadership at Inner Mongolia

University for Nationalities.
2. Cognitive Reframing: Foster a positive mindset that sees problems as
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opportunities rather than obstacles. Encourage executive leaders to view challenges in a
positive light and look for opportunities to learn and grow from them.

3. Emotional Adjustment: Help executive leaders learn to manage their emotions
and remain calm and rational when faced with difficult situations. Promote healthy ways of
expressing emotions and avoiding emotional buildup.

4. Goal Setting: Help executive leaders set clear goals and break them down into
manageable steps. This helps provide direction and motivation while making larger goals more
attainable.

5. Problem Solving: Encourage executive leaders to develop problem solving skills.
This includes thinking systematically, finding diverse solutions, and implementing plans
effectively.

6. Adaptability: Help executive leaders adapt to changing environments and
situations. Remind them that adaptability is the key to success, while encouraging flexibility
and innovation.

7. Positive Coping with Stress: Teach executive leaders techniques for coping with
stress, such as deep breathing, meditation, and physical exercise. These methods can help
them stay calm and focused.

8. Relationship Management: Emphasize the importance of good relationships for
mental toughness. Encourage executive leaders to develop a support network that is able to
share experiences, listen to the advice of others, and support each other.

9. Self-Care: Reminds executive leaders to value their physical and mental health.

Diet, sleep and exercise are essential to maintaining mental resilience.

6. Discussion

Based on the research objectives, the discussion will be presented as follows:

Factor 1: mental toughness of resilient leaders leadership (1) focused vision (2)
acceptance of new ideas; (3) interest in complex issues; (4) interpersonal communication.

Factor 2: Emotional Resilience Leadership for Resilient Leaders (1) Strong Beliefs; (2)
Compassion; (3) Intellectual Courage.

Factor 3: Social Resilience Leadership for Resilient Leaders: (1) Empowering
Relationships; (2) Spontaneity; and (3) Providing Unity.

Factor 4: Ethical Resilience Management for Resilient Leaders: (1) Using Ethical Filters;

(2) Creating an Ethical Culture; (3) Ethics; (4) Ethical Management; Ethical Application.
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Regarding the impact of resilient leaders on teachers' job satisfaction, there are
5 factors and 15 indicators of teachers' job satisfaction, which are.

Factor 1: Occupational mental toughness of teaching job satisfaction: (1) cheerful
attitude; (2) self-discipline skills; (3) social security.

Factor 2: Work Environment and Facilities for Teachers' Job Satisfaction: (1) Office Space;
(2) Work Equipment; (3) Environmental Hygiene.

Factor 3: Salary and Benefits for Teacher Job Satisfaction: (1) Salary and Stipends; (2)
Benefits and Perks: (3) Teacher Participation and Decision Making;

Factor 4: Faculty Job Satisfaction in Career Development Opportunities: (1) Promotion
Opportunities; (2) Teaching, Research, and Program Involvement; and (3) Professional
Certification and Licensure Exams.

Factor 5: Teacher Job Satisfaction with Student Relationships and Teaching Experiences:
(1) Mutual Trust and Respect, (2) Individualized Instruction, and (3) Attention to Students'

Social-Emotional Development.

7. Recommendations

Mental toughness: a guide to mental toughness duties for administratively resilient
leaders emphasizes that leaders should be adaptable, positive thinkers, decision makers, and
problem solvers in a changing environment. They need to manage stress effectively,
encourage teamwork and commmunication, continue to learn about self-development, take on
social responsibility, and maintain integrity. At the same time, keeping calm in a crisis, building
trust, and driving innovation and improvement are key responsibilities for them. These
requirements help leaders to be role models, promote teamwork, maintain organizational
stability, and remain optimistic and determined in the face of challenges, contributing
positively to the success and growth of the organization as a whole.

Emotional Resilience: the Emotional Resilience Duties Guide for Executive Resilient
Leaders emphasizes the important role of leaders at the emotional level. They should have
the ability to emotionally support and communicate to build a culture of positive mindset.
Also, encouraging the development of emotional intelligence in teachers and students
enhances teamwork and student-teacher relationships. By encouraging innovation, focusing
on employee satisfaction, and promoting diversity and inclusion, leaders can positively impact
campus climate and school reputation. Through these responsibilities, leaders can create a
supportive environment for the school that enhances the quality of teaching and learning, as

well as contributing to the continuous improvement of the overall quality of education.
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Social resilience: a guide to social resilience responsibilities for executive resilience
leaders emphasizes impact at the societal level. They should actively build partnerships,
promote interdisciplinary collaboration, and maintain effective communication with
stakeholders. Through the practice of social responsibility, crisis management response, and
coordination of resources, leaders can enhance the school's social impact and reputation. At
the same time, advocating for diversity and equity and shaping a positive campus culture can
help create an inclusive and innovative learning environment. Through these responsibilities,
leaders can enable the school to better fulfill its social mission and promote comprehensive
development and sustainability.

Moral Resilience: the Moral Resilience Duties Guide for Administratively Resilient
Leaders emphasizes leading at the ethical level. They should set ethical examples, reinforce
ethical education, and build a culture of integrity. By emphasizing social responsibility and
promoting equity and justice, leaders can shape a positive campus climate and enhance the
quality of teaching and learning. Advocating social responsibility, addressing ethical challenges,
and building trust contribute to a strong organizational moral foundation. Through these
responsibilities, leaders not only model ethics in management, but also influence the overall
culture and values of the school.

The combination of the practice of resilient leadership on teachers' job satisfaction:

The psychological resilience of administrative leaders and teachers' careers:

A Guide to the Practical Application of Resilient Leadership to the Careers of
Administrative Leaders and Teachers is designed to promote the development of resilience
competencies to meet the challenges of the educational field. At the leadership level,
encouraging adaptability to change and maintaining positive thinking, effective decision-making
and problem-solving skills, as well as stabilizing emotions and stress management, helps
create a positive work environment. At the same time, promoting teamwork, continuous
learning, ethical role modelling and crisis response can contribute to robust organizational
development.

For teachers, building resilience, encouraging positive thinking and coping with
frustration can help improve the quality of teaching and student satisfaction. Teachers should
develop decision-making and problem-solving skills while learning to manage stress and
emotions to better support student development. Promoting teamwork, continuing
professional development, and teaching with integrity help to shape a positive educational

environment.
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ABSTRACT

The objectives of this research were (1) to propose the quality management model of
public colleges and universities under Guangdong Province; (2) to verify result of quality
management model of public colleges and universities under Guangdong Province with
empirical data.

This research was a mixed research method, including quantitative research and
qualitative research. The total population was 46,311, and a total of 480 samples were
obtained by stratified random sampling technique. The key informants were principals, vice
principals and management experts of public universities in Guangdong Province, obtained by
purposive sampling technique, a total of 13 experts. Management experts have worked in
universities for more than 10 years. The instruments used for data collection were semi-
structured interviews and a five-point rating scale. Data analysis was performed by using
statistical software, analyzing frequency, percentage, Standard Deviation, and data were tested
using Confirmatory Factor Analysis.

The results showed that: (1) the quality management model consisted of nine
components: leadership and decision-making, teaching management, logistics management,
administrative power and academic power, external resources, school satisfaction, teacher
development and talent training, students' professional knowledge and skills. Teaching quality
and scientific research results; and (2) the quality management model of public colleges and
universities under Guangdong Province was fit well.

Keywords: Quality Management Model, Public Colleges and Universities, Guangdong

Province
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1. Introduction

In today's world, China is one of the fastest growing and best growing countries. China's
rise as a major country is thanks to institutional innovation and development. The secret of
China's development and take-off is the popularization of education and the improvement of
the quality of the whole people. Guangdong Province has the best economy and education
in China, the forefront of China's reform and opening up, and the center of the Guangdong-
Hong Kong-Macao Greater Bay Area. The quality management problem of Guangdong public
university is the internal management mechanism problem of the university. Quality
comparison, which this research thinks, is mainly reflected by comparing the data of public
universities in Guangdong Province. The research on the quality management of universities
in Guangdong province can effectively improve the teaching quality and quality management
level of Guangdong universities, improve the competitiveness of universities, stimulate the
vitality of running schools and improve the efficiency of running schools. Through investigation,
analysis and practical research, this paper reveals the problems existing in the quality
management of public universities and colleges in Guangdong Province and proposes effective

solutions.

2. Research Objectives

The research objectives were as follows:

1. To propose the quality management model of public colleges and universities under
Guangdong Province.

2. To verify result of quality management model of public colleges and universities under

Guangdong Province.

3. Research Methodology

The title of this research was " Quality Management Model of Public Colleges and
Universities under Guangdong Province". This research operates a mixed methodology of
qualitative research and quantitative research. This research mainly discusses the composition
of university quality management indicators, secondly discusses the influence of quality
management indicators on university management, and finally puts forward the guidance of
quality management.This research was mainly divided into three steps:

Step 1: Propose the quality management model of public colleges and universities

under Guangdong Province;
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Step 2: Establish the quality management model of public universities and colleges in
Guangdong Province;
Step 3: Validate the quality model of public universities and colleges in Guangdong

Province.

4. Data Analysis

The title of this research was " Quality Management Model of Public Colleges and
Universities under Guangdong Province". This research used mixed methodology of qualitative
research and quantitative research. The total research population was 46,311 people, and
480 samples were obtained by stratified random sampling. Through semi-structured interviews,
13 university principals or management experts were interviewed, all of whom have worked
in the university for more than 10 years. The tools used for data collection were the semi-
structured interviews and a five-point rating scale. Analysis was performed using SPSS and
AMQOS, Test and analysis was performed using the CFA method.

The researchers analyzed the data collected from semi-structured interviews and
questionnaires, and divided the results of the data analysis into two parts:

Part 1 The data analysis of the constituent variables of the quality management model
of public colleges and universities in Guangdong Province;

Part 2 To verify and analyze the results of the quality management model of public

colleges and universities in Guangdong Province.

5. Summary

The research title "Quality Management Model of Public Colleges and Universities
under Guangdong Province". Mixed method, both qualitative and quantitative research were
employed to operate in this research. The research aims to research the competency variables
that important for quality management model indicators, and then to find out the
components and indicators that suitable for quality management indicators of Guangdong
Province public universities. included verify the competency model, and summarizes the
research methodology consisting of 3 steps as follows:

Step 1: The result was to analyze the components of quality management in
public universities in Guangdong Province.

1. The researcher defined the research conceptual framework. Through understanding

the relevant concepts and theories of quality management by reviewing the literature.
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2. From the literature review, the index framework of university quality
management was preliminarily constructed, and 13 university management experts were
interviewed through the semi-structured interview form.

3. The researchers summarized the index variables of quality management from
the literature analysis and expert interviews, and created a 5-level meter, which determined
the validity of the questionnaire by five experts. The IOC was between 0.60-1.00.

Step 2: Proposing a model of quality management in public universities in
Guangdong Province.

1. The researcher according to the actual situation of universities in Guangdong
Province, create the quality management model of public universities in Guangdong Province.

2. Test the applicability of the university quality management model in Guangdong
Province.

Step 3: Verifying the scientificity of the quality management model of
universities in Guangdong Province and invite 20 management experts to evaluate.

1. Use Confirmatory Factor Analysis, to verify the scientificity of the quality
management model of public universities in Guangdong Province. This model is suitable for
public universities in Guangdong Province.

2. Invite management experts from universities to evaluate the quality

management model of Guangdong Province.

6. Conclusion

The quality management model of public colleges and universities in Guangdong
Province has been verified and successful. The results of the research were as follows:
1. propose the quality management model Index composition

1.1 The quality management model of public universities in Guangdong Province
was divided into driving indicators and outcome indicators, among which the driving indicators
account for 57% and the outcome indicators account for 439%.

1.2 There were 5 driving indicators, including: administrative power and academic
powe,16%,; leadership and strategic decisions, 12%; logistics management, 11%; teaching
management, 8%; external resources, 10%.

1.3 In the leadership and strategic decisions index, the component coefficient was
between 0.842 and 0.887, of which decision-making ability and Incentive mechanism
effectiveness, was the most important variable. In the teaching management index, the

component coefficient is between 0.835 and 0.873, where professional course setting and
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teaching outline formulation, is the most important variable. In the logistics management index,
the component coefficient was between 0.767 and 0.817, with logistics service facilities being
the most important variable. In the administrative power and academic power index, the
component coefficient was between 0.828 and 0.858, with cademic power being the most
important variable. In the External resource utilization test analysis index, the component
coefficient was between 0.825 and 0.892, with capital introduction being the most important
variable.

1.4 There were 4 outcome indicators, including: teaching quality and scientific
research results, 14%; teacher development and talent training, 10%; students' professional
knowledge and skills training, 10%; school satisfaction, a percentage of 9%.

1.5 In the school satisfaction index, the component coefficient was between 0.790
and 0.810, with student employment being the most important variable. In the teacher
development and talent training test analysis index, the component coefficient was between
0.835 and 0.862, with achievements in scientific research being the most important variable.
Teacher development and talent training test analysis, In the teaching quality and scientific
research results test analysis indicators, the component coefficient was between 0.817 and
0.874, where, self-study ability and scientific research conversion rate was the most important
variable.

1.6 Create a quality management model for universities in Guangdong Province. The
model includes:
Driven management index:
1.6.1) leadership and strategic decisions
1.6.2) teaching management
1.6.3) logistics management
1.6.4) administrative power and academic power
1.6.5) external resource utilization
Outcome management indicators:
1.6.6) school satisfaction results
1.6.7) teacher development and talent training results
1.6.8) students' professional knowledge and skills training results
1.6.9) teaching quality and scientific research results
2. Verification results of the quality management model
2.1 Quality management model of public universities in Guangdong Province, as

shown in the figure below:
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2.2 Certified by management experts, this management model was practical,

feasible and accurate, and can be used to guide actual work.

7. Discussion

Based on the research objectives, the discussion will be presented as follows:

> Drive class > > Result class

Teaching || | School
. . Hinge
management — | satisfaction |
Leadersh Logistics | | | Teacher | |
ipand management — developmen |
L Performan
strategic Process
- ce
decision Administrativ | | | Students' | |
S e power and | | | professional ||
External | | | | Teaching Result
resource || | quality and ||
< Innovation and learning

7.1 Section 1 Discussion about the components of the Components of the quality
management model of public colleges and universities in Guangdong Province
The quality management model of public colleges and universities in Guangdong
Province has 2 components and 9 elements in total. Including (1) Drive class indicators; (2)
Result class indicators. Among them, the Drive class index includes five items, namely:
leadership and strategic decisions, teaching management, logistics management, administrative
power and academic power, external resource utilization; the Result class index includes four
items, namely: school Satisfaction results, teacher development and talent training results,
students' professional knowledge and skills training results, teaching quality and scientific
research results. The main findings were revealed, because university management was a part

of university career development, and university management was to promote the efficiency
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of running a university and improve the innovation ability of management work. This was a
creative and systematic work. University management was a complex system engineering. It
was necessary to establish an effective management system in the management work.
Therefore, on the one hand, an organization with good quality management was required, and
on the other hand, managers were required to have higher quality and ability.
The results of this study were consistent with the theoretical results of Guo Xiao

(2015). Management content includes teaching management, scientific research management,
teacher management, student management, administrative and academic management, etc.
The essence of school quality management lies in regulation, coordination and control. (1)
Manage according to scientific and practical characteristics and rules. (2) Mainly rely on
experienced management experts to fully balance the characteristics of administrative
management and academic management. (3) Adopt scientific methods, give full play to the
role of quality management, organize management experts in different fields to discuss,
choose correct opinions, and provide managers with scientific leadership and decision-making
power. (4) In quality management, improving the comprehensive ability and active service
awareness of managers was the primary task for the success of quality management, and it
was also the key task of quality management. Therefore, the two components and nine
elements of the research results were important elements of the quality management of
public colleges and universities in Guangdong Province and an important means of quality
management. Research on these nine elements can bring more opportunities for quality
management of public colleges and universities in Guangdong Province.

7.2 Section 2 discusses the determination of the quality management model of
public colleges and universities in Guangdong Province.

The research results confirmed 2 components and 9 elements of the quality
management model of public universities in Guangdong Province: (1) the Drive class index
includes five items, namely: leadership and strategic decisions, teaching management, logistics
management, administrative power and academic power , external resource utilization; (2) the
Result class index includes four items, namely: school satisfaction results, teacher
development and talent training results, students' professional knowledge and skills training
results, teaching quality and scientific research results. Nine elements were established 44 key
variables, and model fitting with empirical data was carried out for all indicators. The
researchers found that the model has 9 elements and 44 key variables by reviewing a large
amount of literature. First, the research method was based on valid data obtained by

analytical instruments, with good validation results and good model results. The model data
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were analyzed by confirmatory factor analysis to establish a suitable model. Through model
analysis, this research has obtained a good model structure on the basis of existing data
analysis. In addition to the data conforming to the model, this research has also been further
researched and analyzed by experts in the field of management to illustrate the effectiveness
of the model. Through confirmatory factor analysis, the components of the quality
management model of public colleges and universities in Guangdong Province were nine
elements that pass the data inspection, and they were discussed.

The results of this research can provide theoretical support for the quality
management of public universities in Guangdong Province. The role of leadership in improving
administrative management and building a harmonious management atmosphere has become
increasingly prominent, thereby driving the development of local higher education. Put
forward the road of development based on the actual situation, and try to provide a valuable
reference for the development of higher education academic management. The results of this
research were consistent with the theory or research results of Sun Jing (2007). in the research
"The Construction of Higher College Quality Management System." Research has found that
university leaders and administrators were critical to the quality development of universities.
Leadership and decision-making affect the quality management of the university, and
improving the quality management of the university was mainly to enhance leadership and
coordination, and balance various relationships within the university. The results of this
research were consistent with those of He Liying. (2006). in the research “Research on the
Quality of Higher Education”. Through the analysis of the quality of higher education, it was
found that to improve quality management, one was to base itself on social needs, clarify the
belief in running schools, and insist on rejuvenating the country through education. The
second was to clarify management rights and responsibilities, clarify the role of university
managers, and improve the quality management system. The third was to strengthen

leadership, scientific decision-making, strict implementation, and improve management charm.

8. Recommendation

The construction model of this paper can be applied to the practice of quality
management in universities. Researchers have the following suggestions:

1. General advice

In practical work, using the university quality management model, school administrators
should research the content and details of the model. Contact with the reality, to judge

whether it is in line with the actual situation.
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2. Further research was recommended

2.1 Apply this research model to scientifically train school managers to understand
the components of quality management.

2.2 Through the research of quality management mode in universities, further
improve the management ability of managers, and improve the development and application
of quality management mode.

2.3 According to the actual needs, the manager should further improve the quality

management mode.
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ABSTRACT

The objectives of this research were: (1) To determine the components and indicators
of Servant Leadership for Administrators; (2) To develop the model of Servant Leadership for
Administrators of art and design colleges in Beijing Metropolis.

The research was a mixed methodology, including qualitative and quantitative
research. The population of the research consisted of 7,174 who were teachers of art and
design colleges in Beijing Metropolis. A proportional stratified random sampling method was
used to sample, totaling 418 persons. The instruments used for data collection were semi-
structured interview and a five-level rating scale questionnaire. The statistics used for data
analysis were descriptive statistics and Confirmatory Factor Analysis.

The research findings revealed that: (1) there were 7 components and 27 indicators of
servant leadership for administrators of art and design colleges in Beijing Metropolis, which
consisted of Empathy / Trusting, Trust, Credibility / Empowerment, Authorization / Altruism /
Vision, Foresight / Listening / Service; and (2) the developed servant leadership model for
administrators of art and design colleges in Beijing Metropolis was consistent with the empirical
data. The value of Relative Chi-square (X?/df) = 1.012, Chi-square (X?) = 318.749, Degree of
Freedom (df) = 315, p-value = .430, Goodness of Fit Index (GFI) = 0.946, Adjusted goodness of
fit index (AGFl) = 0.936, Tucker-Lewis Index (TLI) = 1.00, Root Mean Square Error of
Approximation (RMSEA) =0.005, all in line with specified criteria. And the key components had
the weight between 0.96-1.00 higher than 0.70.

Keywords: Servant Leadership Model, Administrators, Art and Design Colleges, Beijing
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1. Introduction

This paper aims to explore the factors influencing the evolution of leadership,
observe the servant leadership and the existing operation situation, and evaluate whether the
servant leadership is the next wave of leaders to achieve sustainable success. There is
relatively little literature available on servant leadership for university managers. Starting from
the servant leadership factors for administrators, this paper discusses the development model
of Servant Leadership for administrators of art and design colleges in Beijing Metropolis, the
People's Republic of China, and identifies and confirms this model by consulting experts and
key informants. To establish servant leadership model for higher art institutions, educational
administrators and related personnel in Beijing Metropolis and the country. It has extensive
reference and influence on the educational development of the country, society, colleges

and university.

2. Research Objectives

2.1 To determine the components and indicators of Servant Leadership for
Administrators.

2.2 To develop the model of Servant Leadership for Administrators of art and design

colleges in Beijing Metropolis.

3. Research Methodology
3.1 Research Design
Used mixed method, both qualitative and quantitative, first the qualitative to
determine the components and indicators of the servant leadership model through content
analysis from 20 document and research related, included 8 key informants. After that
quantitative method was employed to collected the empirical data from the respondent
through survey questionnaire.
3.2 Population and Sample
The population were teachers of 15 art and design colleges in Beijing Metropolis, total

7,174 persons. The sample group is used to select respondents by proportional stratified

random sampling by using G Power program. (Set as Chi-square test at: Df = 315, QL err prob =
.05, Effect size w = 0.4, power = 0.8), totally at least 418 persons.
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3.3 Research Instruments

Use the Chinese website “WJX.cn” to create a five-point rating scale questionnaire
and manage it on a professional platform for online data collection. All of these develop are
to use the I0C and Cronbach's alpha coefficient to find the validity and reliability. Through the
design of the questionnaire, a total of 84 items were obtained. After the I0C conducted by 5
experts, it was found that there were 70 items that were greater than 0.60 and remained. In
this study, 70 items were statistically analyzed and the data were obtained. All items were
higher than 0.80, and the Cronbach’s alpha coefficient was 0.99, indicating that the reliability
of this questionnaire is very high.

3.4 Data Analysis

3.4.1 Descriptive statistics to describe the demographic variables and to know the
characteristics of servant leadership studied. The analysis was performed using percentage,
mean and standard deviation, etc. (1) Analyzing the model that the servant leadership of
administrators should be developed. The arithmetic mean was used by the researchers in
Best” analysis (John W. Best, 1997: 190). (2) Data analysis for frequency and percentage in order
to know the status of the sample group, i.e., gender, age range, educational level, position
level, professional title, work experience, professional attribute, etc. (3) Average data analysis,
Standard deviations and coefficients distribution to determine the suitability of the indicators
for the selection of indicators in the model. by specifying the following criteria, the mean
value is equal to or more than 3.00 (Suthitt Khonkan, 2004).

3.4.2 Inferential statistics, for development model of servant leadership for
administrators. Confirmatory factor analysis (CFA) will be employed for finding and estimate
the parameter. Therefore, the researcher used the statistics based on the opinion of (Nongluck
Wiratchai, 2005) as a criterion to check the consistency between the models developed by
the researcher from theory and research to empirical data. The variables used to generate the
indicators and to verify the coherence of the research model are the theoretical models
created by the researcher by analyzing second-order confirmation components with the
empirical data. Thereafter, the coherence of the research model with the empirical data was
examined. If the results of the first data analysis do not meet the specified criteria, the

researcher must adjust the model to meet the specified criteria.
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4. Conclusion

From the research objectives, major findings were revealed as follows:
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Chi-square = 318.749, df = 315, p = .430, GFI = 0.946, AGFI = 0.936,
TLI=1.00, SMSEA = 0.005

Figure 1: Show the second order of servant leadership model
that consistent with the empirical data
From Figure and Table above the results of the second order by CFA. With the AMOS,
the following confirmative index values were obtained: Relative Chi-square (X¥df) = 1.012,
Chi-square (X?) = 318.749, Degree of Freedom (df) = 315, p-value = .430, Goodness of Fit Index
(GFI) = 0.946, Adjusted goodness of fit index (AGFI) = 0.936, Tucker-Lewis Index (TLI) = 1.00,
Root Mean Square Error of Approximation (RMSEA) =0.005. By this evaluate index meet the
specified criteria, Relative Chi-square (Xz/df) < 2 (Diamantopoulos, A. et al.,2000; Schumacker,
R. E. and Lomax, R. G.,2010), p > 0.05, GFI, TLI, CFl > 0.95 and RMSEA < 0.05 (Jéreskog and

Sérbom,1996; Diamantopoulos, A. et al., 2000; Fan and Sivo, 2009; Hair et al, 2010, Poonpong
Suksawang, 2020).
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Table 1: Show the rank order of Squared Multiple Correlations

Squared Multiple Correlations
Components
R2
Component 1  Empathy 1.000
Component 2 Trusting, Trust, Credibility 1.000
Component 3  Empowerment, Authorization 1.000
Component 4  Altruism. 1.000
Component 5  Vision, Foresight 0.996
Component 6  Listening 0.966
Component 7 Service 0.929

From Table 1 in these components that important listed in the following order were
the component 1: Empathy, the component 2: Trusting, Trust, Credibility, the component 3:
Empowerment, Authorization, the component 4: Altruism, the component 5: Vision, Foresight,
the component 6: Listening, and the component 7: Service, respectively. And the standardized
regression weights or factor loading are 1.000, 1.000, 1.000, 1.000, 0.998, 0.983 and 0.964
respectively.

There was total 7 components and 27 observed variables of administrators’ servant
leadership of art and design colleges in Beijing Metropolis. Details were as follows: component
1: Empathy, it’s the latent variable that consisted of 4 indicators: b1, b2, b6, and bl0;
component 2: Trusting, Trust, Credibility, it’s the latent variable that consisted of 4 indicators:
cl, c2, c6, and c8; component 3: Empowerment, Authorization, it’s the latent variable that
consisted of 3 indicators: el, e2, and e3; component 4: Altruism, it’s the latent variable that
consisted of 4 indicators: ¢1, ¢3, ¢5, and ¢7; component 5: Vision, Foresight, it’s the latent
variable that consisted of 4 indicators: d1, d2, d4, and d5; component 6: Listening, it’s the
latent variable that consisted of 4 indicators: al, a2, a5, and a9; component 7: Service, it’s the
latent variable that consisted of 4 indicators: f1, f2, f4, and f7.

In conclusion the servant leadership model for administrator of art and design

colleges in Beijing Metropolis as showed in Figure 2:
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Figure 2: The servant leadership model mind map for administrators

of art and design colleges in Beijing Metropolis

5. Discussion
5.1 Discussion about major findings of determining the components and indicators of
Servant Leadership required by Administrators:

There were 7 components and 27 indicators of servant leadership required by
administrators of art and design colleges in Beijing Metropolis which consisted of: (1) Empathy,
(2) Trusting, Trust, Credibility, (3) Empowerment, Authorization, (4) Altruism, (5) Vision,
Foresight, (6) Listening, and (7) Service. The major findings were revealed as such because
these components and corresponding indicators can improve the servant leadership for
administrators of art and design colleges in Beijing Metropolis and even the whole country.
Administrators’ servant leadership can give full play to the initiative and enthusiasm of
everyone in the organization and improve the organization’s self-regulation and adaptability,
which has become the development trend of management research in the new century. Also,
the findings were in the same direction with Greenleaf, R. K. (1977), Liden, R. C., Wayne, S. J.,
Zhao, H., & Henderson, D. (2008), and ( Cameron, K. S. (2011).

5.2 Discussion about major findings of developing the model of Servant Leadership

for Administrators of art and design colleges in Beijing Metropolis:
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The servant leadership Model for administrators of art and design colleges in Beijing
Metropolis from theory and research related was consistent with the empirical data. Servant
leadership focuses on serving others, developing individuals, fostering collaboration, and
creating a culture of empowerment and ethical behavior. These focal points contribute to
numerous advantages, including increased employee engagement, improved teamwork, and
long-term organizational success. This research finding was in accordance with Greenleaf,R. K.

(1977), Ken Blanchard (2003), James Autry (2001).

6. Recommendations
6.1 Recommendation for Policy Formulation

Based on the seven components of servant leadership, here are some
recommendations for policy formulation to develop a servant leadership model for
administrators of art and design colleges in Beijing Metropolis: (1) Incorporate empathy in
decision-making: Develop policies that encourage administrators to empathize with students,
faculty, and staff. This could involve creating channels for open communication, conducting
regular surveys to understand their needs and concerns, and considering their perspectives
when making decisions; (2) Foster a culture of trust and credibility: Implement policies that
promote transparency, integrity, and accountability within the college administration. This can
include providing clear guidelines for decision-making processes, ensuring fairness in resource
allocation, and maintaining open and honest communication channels; (3) Empower faculty
and staff through authorization: Establish policies that delegate authority and decision-making
power to faculty and staff within their areas of expertise. This can be achieved by
implementing shared governance structures, encouraging participation in decision-making
processes, and providing opportunities for professional development and autonomy; (4)
Encourage altruistic behavior: Create policies that promote a sense of service and community
within the college. This could involve organizing community service initiatives, supporting
faculty and staff in engaging with the local art and design community, and recognizing and
rewarding acts of altruism; (5) Promote vision and foresight: Develop policies that encourage
administrators to articulate a clear vision for the college and establish long-term goals. This
can include strategic planning processes, regular assessment of the evolving needs of the art
and design field, and fostering a forward-thinking mindset among administrators; (6) Enhance
listening practices: Implement policies that prioritize active listening and open dialogue
between administrators, faculty, staff, and students. This can involve creating feedback

mechanisms, establishing regular forums for communication and feedback, and ensuring that
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diverse perspectives are considered in decision-making processes; (7) Emphasize service-
oriented policies: Design policies that explicitly reflect a commitment to service and the well-
being of students, faculty, and staff. This can include providing comprehensive support
services for students, fostering a positive and inclusive learning environment, and prioritizing
the professional development and work-life balance of faculty and staff.

It is important to note that these recommendations should be tailored to the
specific context of art and design colleges in Beijing, considering cultural, organizational, and
regulatory factors. Engaging stakeholders in the policy formulation process and regularly
evaluating the effectiveness of implemented policies will be crucial for the successful
development and implementation of a servant leadership model.

6.2 Recommendation for Practical Application

To facilitate the practical application of the servant leadership model for
administrators  of art and design colleges in Beijing Metropolis, here are some
recommendations: (1) Leadership training and development: Provide administrators with
comprehensive training programs focused on servant leadership principles. Offer workshops,
seminars, and coaching sessions to enhance their understanding of the components of servant
leadership and develop practical skills for implementation; (2) Create servant leadership
guidelines: Develop a set of guidelines or a code of conduct that explicitly outlines the
expectations and behaviors associated with servant leadership. Communicate these guidelines
to administrators and encourage their adherence to the principles of empathy, trust,
empowerment, altruism, vision, listening, and service; (3) Performance evaluation and
feedback: Integrate servant leadership principles into the performance evaluation process for
administrators. Incorporate criteria related to servant leadership behaviors and competencies,
and provide regular feedback to administrators on their progress and areas for improvement;
(4) Recognition and rewards: Establish a system to recognize and reward administrators who
consistently demonstrate servant leadership behaviors. This can include acknowledging and
celebrating examples of servant leadership through awards, public recognition, or other forms
of appreciation; (5) Supportive communication channels: Create platforms for open and
transparent communication between administrators, faculty, staff, and students. Implement
regular feedback mechanisms, such as suggestion boxes, surveys, or online forums, where
individuals can express their opinions, concerns, and ideas. Ensure that administrators actively
listen and respond to these inputs; (6) Continuous improvement and learning: Encourage
administrators to engage in continuous learning and development in servant leadership.

Provide opportunities for administrators to attend conferences, seminars, or workshops
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focused on servant leadership, and establish a culture that values ongoing personal and
professional growth; (7) Encourage servant leadership in curriculum and pedagogy: Integrate
servant leadership principles into the curriculum and pedagogy of art and design programs.
Emphasize the development of leadership skills, ethical practices, and service-oriented
mindsets among students, preparing them to become future servant leaders in the field.

By implementing these practical recommendations, art and design colleges in Beijing
Metropolis can foster a culture of servant leadership and empower administrators to
effectively lead with empathy, trust, empowerment, altruism, vision, listening, and service. The
servant leadership model for administrators of art and design colleges in Beijing Metropolis
can be used as a systematic model to evaluate the level of servant leadership for art and
design colleges in Beijing Metropolis and even national colleges and universities, as well as
foreign universities, to measure the servant leadership and management effectiveness of
administrators in various colleges and universities in management positions, and to
continuously adjust and improve according to their own level.

6.3 Recommendation for Further Research

To further advance the understanding and application of servant leadership in the
context of administrators of art and design colleges in Beijing Metropolis, here are some
recommendations for future research: (1) Longitudinal studies: Conduct longitudinal studies
to examine the long-term impact of servant leadership on the performance, satisfaction, and
well-being of administrators, faculty, staff, and students in art and design colleges. This can
provide valuable insights into the sustainability and effectiveness of servant leadership
practices over time; (2) Cross-cultural studies: Explore the influence of cultural factors on the
manifestation and effectiveness of servant leadership in art and design colleges. Compare and
contrast the experiences of servant leadership across different cultures, including Eastern and
Western perspectives, to identify cultural nuances and adaptations that may be necessary for
successful implementation; (3)Student outcomes: Investigate the effects of servant leadership
on student outcomes, such as academic achievement, creativity, and personal development.
Examine the role of servant leadership in creating a supportive and inspiring learning
environment that fosters student success and engagement; (4) Leadership succession: Study
the impact of servant leadership on leadership succession within art and design colleges.
Explore how servant leaders cultivate and prepare future leaders, as well as the influence of
servant leadership on the continuity of servant leadership practices in the institution; (5)
Servant leadership in different administrative roles: Explore the application of servant

leadership principles in specific administrative roles within art and design colleges, such as
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department chairs, program coordinators, or deans. Investigate how servant leadership can be
tailored and applied to address the unique challenges and responsibilities of these roles; (6)
Comparative studies: Conduct comparative studies to compare servant leadership practices in
art and design colleges with other types of educational institutions or industries. Analyze the
similarities and differences in servant leadership implementation, outcomes, and challenges
to gain a broader perspective on the effectiveness and transferability of servant leadership
principles; (7) Servant leadership measurement tools: Develop and validate measurement
tools specific to servant leadership in the context of art and design colleges. Create reliable
and valid instruments that capture the unique aspects and challenges of servant leadership
in these institutions, enabling more accurate assessment and comparison of servant leadership
practices.

By pursuing these research recommendations, scholars and practitioners can deepen
their understanding of servant leadership in the context of administrators of art and design
colleges in Beijing Metropolis and contribute to the knowledge base surrounding servant
leadership theory and its practical applications.

In the future, researchers expect to conduct more in-depth research. First, the
currently obtained servant leadership model has 7 components and 27 indicators. Of course,
in the specific practice process, the organization should not be limited to the 7 themes in this
research, but should be based on the characteristics of the servant leadership needs. The
specific situation and the environment are flexibly adjusted, and design an efficient
management approach that suits organizational practices. In the future, a wider range of other
factors and strategies may be explored within the same servant leadership model. Second,
the population and sample data of this study only come from art and design colleges. In the
future, the sample scope may be further expanded, and some universities and more
representative organizations in the country or abroad may be selected as the research objects.
This requires a lot of time and energy to do research, which also provides ideas for follow-up

in-depth research.
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ABSTRACT

This research aimed to investigate the factors affecting decision to study at program
in early childhood education, Bangkokthonburi University. The population consisted of 100
full-time first year students in academic year 2022. The research instrument was a
consisting of 5 aspects questionnaire, constructed 5 - level rating scale. The statistics used
for data analysis were frequency, percentage, standard deviation.

The research results revealed that: The factors that influenced their decisions to
study at this university were at a high level, ranking in the order of mean from high to low
as curriculum components, tuition fees, media and teaching aid, University Place, At the

lowest level was atmosphere and environment.

Keyword: Decisions to Study, Factor, Early Childhood
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ABSTRACT

The purposes of this research were 1) To study of the using Knowledge-seeking skills
to the self-directed learning of early children education student, Faculty of education
Bangkokthonburi university. 2) To compare Knowledge-seeking skills of early childhood
education student, Faculty of education. Bangkokthonburi university before and after the using
The self-directed learning. The sample group used in this research were 3" year student of early
children education student, Faculty of education Bangkokthonburi university in EH 308
Innovation and Folk Wisdom for Early Childhood Development during semester 2 of 2022
academic year. The samples were divided into experimental and controlling group of 25 student.
The statistics used for data analysis were frequency, percentage, mean, standard deviation and t-
test.

The research findings were as follows : The self-directed learning was effective in making
the learners in the experimental group have a higher level of Knowledge-seeking skills than
before the experiment, at statistically significant levels 0.1 and there was an increase from

before the experiment in all aspects.

Keywords: The self-directed learning, Knowledge-seeking skills, Early childhood education
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ABSTRACT

This research, studies problem solving and adjustment of students in four aspects;
i.e, academic, social, personal and emotional adjustment, and participating the university
activities. The purposes of this study are to study the level of adjustment of the first and
third year students in earlychildhood education of faculty of education at Bangkokthonburi
University, to compare the adjustment of students between the first year and the third year.
The sample consists of 108 students of faculty of education in the first semester of the
academic year 2022. The data are collected using questionnaire.

The results of the study show thatl. the level of adjustment of the first and third
year students in each aspect and overall adjustment are at high level. 2.There are
differences between the first year and the third year students for the overall, academic,
social, personal, emotion adjustments and participating the university activities. At the
significant level of .05 3. Suggestion social the student want the location to rest, academic
they want the document for the subject, the university activities the first year student want

to have a few activities.

Keywords: problem solving, adjustment, a few activities
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Abstract

The objective of this article was to study doing good according to Utilitarianism. The
methodology was based on the qualitative approach by studying and compiling information
from all related documents and research papers. The results showed as follows. 1. Doing
good according to Utilitarianism of Jeremy Bentham was to mainly seek for self-interest.
He believed that when humans obtained their full self-interest, they would make interest
for others later. This deemed the by-product from supporting self-interest, so it was Egoism.

2. Doing good according to Utilitarianism of John Stuart Mill was to mainly seek for public
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interest. Mill believed that “Society between equals can only exist on the understanding

that the interests of all are to be regarded equally”, so it was Altruism.

Keywords: Doing Good, Utilitarianism, altruism
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ABSTRACT

This research is a qualitative research, which is conducted through philosophical
methods, with the following objectives: 1) to study the concept of driving the philosophy
of sufficiency economy from the perspective of moderate postmodern philosophy; and 2)
to study the concept of the philosophy of sufficiency economy driven intervention into
practice, with the goal of developing the quality of life in a holistic and balanced way.

The results of the research were as follows:

1. The drive of the philosophy of sufficiency economy in the postmodern philosophy
focused on answering the question "How humans should live in order to be happy" by
proposing ideas to lay the foundation for driving the philosophy of sufficiency economy in
the paradigm of postmodern philosophy that leads to balanced, stable and sustainable
happiness, namely 1) driving the philosophy of sufficiency economy through mechanisms
that promote people's needs; 2) effort to propel the philosophy of sufficiency economy
through the people's participation mechanism; and 3) driving the philosophy of sufficiency
economy through the mechanism based on Thai identity and diversity in Thai culture.

2. The concept of the philosophy of sufficiency economy-driven intervention into
practice with a philosophy that aims to develop the quality of life in a holistic and

balanced way was found to be an ethical approach. Both the process and the outcome
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are important. The process is a matter of unbiased intention, grasping the situation with
wisdom, and foreseeing the result of actions taken. And for the outcome, is the value goal
for the doer, stakeholders, and work results. These three components are also part of the
process of developing the quality of life.

The concept of driving the philosophy of sufficiency economy into practice is
systematic policy implementation, which is divided into two levels: 1) policy implementation
at the macro level, and 2) policy implementation at the micro level. In order to promote the
action at the local level, there must be a concrete action plan that is (1) aligned with the
needs of the people in the area; (2) establishes a participatory process with deverse sectors;

and (3) applies it based on the socio-geography is required.

Keywords: Philosophy of sufficiency economy, Quality of life, the socio-geography
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ABSTRACT

This article has objectives to find answers about the importance of the Bodhisattva
concept of both Theravada and Mahayana Buddhist philosophy. This article, it was found that:-

Both concepts will give the meaning of the Bodhisattva that is, a person who intends and
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has the intent to attain enlightenment or is a person who has practiced the prestige to attain
enlishtenment as a Buddha. Therefore preaching the dharma to save all beings from
suffering. Including the process and the duration of performing the prestige are no different.
For the questionnaire, there were two issues:- Mahayana Buddhist philosophy places more
importance on mercy than wisdom. It arises from the image of a Bodhisattva who practiced
his virtue by helping all living beings with mercy. But he did not deny the use of wisdom. As
for the Theravada people, they did not deny the use of mercy, but in practicing charisma,
there was always the use of hidden wisdom, even if it was a charismatic practice. And
another issue related to Mahayana Buddhist philosophy tends to give more importance to
self-sacrifice for others, but Theravada Buddhism teaches others to sacrifice. Even though
the Theravada side is viewed like this, when carefully considered, it can be seen that such
sacrifices have implications of mercy and wisdom, as in the example of Vessantara. However,
there may be an unclear picture like the way of practicing Mahayana that focuses on helping

others by self-sacrifice.

Keywords: Bodhisattva, Theravada Buddhist Philosophy, Mahayana
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ABSTRACT

The objective of this article was to study doing good according to Deontologist
Ethics. The methodology was based on the qualitative approach by studying and compiling
information from all related documents and research papers. The results showed that the
reason pushing us to perform as per our duty was the practical reasons. It did not guide
humans to happiness, but created good will in themselves. For Kant, nothing is good
without qualification except a good will. But, Kant did not state that the outcome could
not be considered or the outcome was not important. He said that the morality of actions

must not be determined by the outcome because the moral condition necessary for life
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was the will. It could be concluded that, for Kant, rightness relied on the will. If having a

good will, an action would be right regardless of the outcome.

Keywords: Doing Good, Deontologist Ethics, the outcome
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ABSTRACT

The purpose of this research was to: 1) clarify how the postmodern philosophy can
provide appropriate care ethics for wild animals and zoo animals; 2) explain that human
intelligence instinct is necessary for the conscience of care of wild animals. This research used
philosophical research methods to analyze and synthesize the concept of care ethics. The
research results showed that in the practice of treating animals, there was a wide range of
nurturing, breeding, wildlife possession, and mini-zoos. There is a debate on the ethical
practice of confining wild animals for public recreation as a deprivation of wildlife freedom,

and cause a change in the bad quality of nature which will result in a balance adjustment
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according to the Gaia hypothesis, which human beings need to take into account and the
value that humans give to animals as equal individuals. The application requires critical mind
with the postmodern paradigm philosophy that seeks common ground, preserve differences

to achieve collaborative practices, and improve the quality of life for zoo animals and wildlife.

Keywords: ethic, care, zoo
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ABSTRACT

This research is a qualitative research, which is conducted through philosophical
methods, with the following objectives: 1) to study the concept of driving the philosophy
of sufficiency economy from the perspective of moderate postmodern philosophy; and 2)
to study the concept of the philosophy of sufficiency economy driven intervention into
practice, with the goal of developing the quality of life in a holistic and balanced way.

The results of the research were as follows:

1. The drive of the philosophy of sufficiency economy in the postmodern philosophy
focused on answering the question "How humans should live in order to be happy" by
proposing ideas to lay the foundation for driving the philosophy of sufficiency economy in
the paradigm of postmodern philosophy that leads to balanced, stable and sustainable
happiness, namely 1) driving the philosophy of sufficiency economy through mechanisms
that promote people's needs; 2) effort to propel the philosophy of sufficiency economy
through the people's participation mechanism; and 3) driving the philosophy of sufficiency

economy through the mechanism based on Thai identity and diversity in Thai culture.
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2. The concept of the philosophy of sufficiency economy-driven intervention into
practice with a philosophy that aims to develop the quality of life in a holistic and
balanced way was found to be an ethical approach. Both the process and the outcome
are important. The process is a matter of unbiased intention, grasping the situation with
wisdom, and foreseeing the result of actions taken. And for the outcome, is the value goal
for the doer, stakeholders, and work results. These three components are also part of the
process of developing the quality of life.

The concept of driving the philosophy of sufficiency economy into practice is
systematic policy implementation, which is divided into two levels: 1) policy implementation
at the macro level, and 2) policy implementation at the micro level. In order to promote the
action at the local level, there must be a concrete action plan that is (1) aligned with the
needs of the people in the area; (2) establishes a participatory process with deverse sectors;

and (3) applies it based on the socio-geography is required.

Keywords: Philosophy of sufficiency economy, Quality of life, Holistic
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ABSTRACT

The perpose of this research was 1) to study the performance of school administrators
Under the Office of Nakhon Pathom Primary Education Service Area 2 2) to study the
management of school information systems Under the Office of Nakhon Pathom Primary
Education Service Area 2 3) to study the executive competency that affects information
system management of elementary schools. Under the Nakhon Pathom Primary Educational
Service Area Office 2, the samples were 92 schools. The informants were 1 school
administrator, 1 supervisor in charge of ICT, and 2 teachers, totaling 368 informants. Tools
used in this research The researcher used a questionnaire as a tool for collecting data,
divided into 3 sections. Statistics used in data analysis were frequency, percentage,
arithmetic mean. standard deviation and stepwise regression analysis respectively

The research found that:

1. The overall performance of school administrators under the Nakhon Pathom
Primary Educational Service Area Office 2 was at a high level. Considering each aspect was
at a high level in all aspects. In descending order as follows: Good service teamwork
achievement-oriented and self-development respectively

2. The practice of managing the school's information system Under the Office of
Nakhon Pathom Primary Educational Service Area 2, the overall level was at a high level.
when considering side by side at a high level in every aspect In descending order as
follows: Data Processing collecting information data validation Storage and Information
and the presentation of data and information, respectively.

3. Administrator competencies affecting the information system management of

primary education under the Nakhon Pathom Primary Educational Service Area Office 2
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found that, overall, it was statistically significant at the .01 level, with a correlation
coefficient. Multiple relations (Multiple R) equal to 0.978, predictive efficiency (R Square)
equal to 0.956, overall adjusted to be 0.955%.

Keywords: Competency, administration, information
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