Journal of Educational Technology and Innovation

=cilight

https://jeti.thewsu.org/index.php/cieti

Article

Research on the Current Status and Improvement
Strategies of Kindergarten Teachers’ Career Well-Being
in Shandong Province

Rui Li

Department of Preschool Education and Drama, Shandong Communication & Media College, Jinan 250014, China;
1043675910@qq.com

How To Cite: Li, R. (2025). Research on the Current Status and Improvement Strategies of Kindergarten Teachers’ Career Well-Being in
Shandong Province. Journal of Educational Technology and Innovation, 7(1), 11-20. https://doi.org/10.61414/ejsvzf21.

Received: 14 February 2025 Abstract: Career well-being among kindergarten teachers is a critical factor
Revised: 15 March 2025 influencing the quality of early childhood education. This study found that the
Accepted: 15 March 2025 overall career well-being of kindergarten teachers in Shandong Province is at a
Published: 31 March 2025 moderate level, influenced by the interactive mechanisms of various dimensions

such as salary, work pressure, and social support. This paper proposes four aspects
for improving kindergarten teachers’ career well-being: constructing a
differentiated compensation system, implementing systematic interventions for
stress management, improving developmental support networks, and strengthening
social recognition initiatives. These strategies aim to provide a reference for
enhancing the professional ecology of kindergarten teachers.

Keywords: kindergarten teachers; career well-being; improvement strategies

1. Introduction

With the in-depth advancement of the “14th Five-Year Plan for the Development and Enhancement of
Preschool Education”, China’s preschool education is undergoing a strategic transformation from “increasing the
quantity and expanding the number of schools” to “improving quality and enhancing empowerment” (Ministry of
Education of the People’s Republic of China, 2021). In 2023, the State Council Office issued the “Opinions on
Constructing a High-Quality, Balanced Basic Public Education Service System”, which explicitly proposed the
“improvement of the long-term mechanism for guaranteeing kindergarten teachers’ compensation”. This marks a
new stage of institutional reform in the construction of teachers’ professional ecology. Shandong Province, as the
first province in China to establish a “universal and inclusive preschool education”, the proportion of teachers with
higher education degrees has risen to 91.2%, while the proportion of full-time public kindergarten teachers has
reached 39.8%. In the context of the “digital transformation of education” and the new model of “integration of
childcare and early education”, the coverage rate of smart kindergartens in the province has surpassed 62%, and
89 higher vocational institutions have launched early childhood education programs, reflecting the high-quality
development of preschool education in the new era.

However, in the process of coordinated expansion in scale and improvement in quality, the issue of teacher
career well-being has shown new contradictions. The 2024 “Blue Book on Teacher Career Development in China”
reveals that the career burnout index for kindergarten teachers (2.87/5) still ranks highest among all educational
stages, with key indicators such as salary satisfaction (3.12/5) and work autonomy (3.45/5) significantly lower
than those of K12 teachers. More seriously, the widespread use of Al educational equipment has caused 63.5% of
teachers to face “technology anxiety”, with the “digital literacy gap” becoming a new source of occupational stress
(Ministry of Education, 2024; Chen et al., 2023). Career well-being, as the “emotional infrastructure” for teachers’
professional development, is not only crucial to the effective implementation of the “3—6 Years Old Children’s
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Learning and Development Guidelines”, but also directly affects the progression from “basic childcare” to “high-
quality early childhood education”.

2. Literature Review

2.1. Domestic Research Progress

In the past five years, domestic scholars have conducted in-depth discussions on the measurement tools,
influencing factors, and intervention strategies related to kindergarten teachers’ career well-being. Li and Wang
(2021) constructed an evaluation model consisting of six dimensions, including career identity, emotional
experience, and work autonomy, through confirmatory factor analysis. They found that salary fairness ( = 0.32,
p < 0.01) and social support (f = 0.28, p < 0.05) were the core predictors. Du (2024) conducted a longitudinal
study showing that the career well-being index of teachers in private kindergartens (M = 3.45) was significantly
lower than that of teachers in public kindergartens (M = 4.12), with job burnout serving as a mediator, accounting
for 41.3% of the effect. In the context of the rural revitalization strategy, Chen and Sun (2023) identified that the
convenience of transportation (r = 0.37) and accessibility of training resources (r = 0.42) had a significant impact
on rural teachers’ career well-being, and they proposed an intervention model based on the “county-level teaching
and research community”.

It is noteworthy that the digital transformation of education has led to new research perspectives surveyed
568 teachers in Shandong Province and found that the frequency of using smart educational equipment had an
inverted U-shaped relationship with career well-being ( = —0.18, p < 0.05), suggesting that the empowerment of
technology should be controlled within a moderate threshold (Li et al., 2022). Furthermore, breakthroughs have
been made in policy research. A Ministry of Education research group (2023) used a quasi-experimental design to
confirm that the “official registration system” reform led to a 19.7% increase in career commitment among non-
registered teachers and an 8.3 percentage point reduction in turnover rates.

2.2. International Research Trends

International research shows a trend of cross-cultural comparisons and interdisciplinary integration. Poulou
(2021), based on a qualitative study of 230 teachers in Greece, found that surface acting in emotional labor led to
a decrease in well-being by 0.48 standard deviations (d = 0.48), while deep emotional regulation enhanced the
sense of work meaning. Kim and Cho (2022), in a longitudinal study conducted in South Korea, found that teachers
who worked more than 50 h per week had a 2.1-fold increase in depression risk (OR = 2.1, 95%CI [1.4, 3.2]),
emphasizing the need for policies regulating working hours.

In the area of support systems, Jansen et al. (2023) conducted a meta-analysis including data from 17 countries
and found that for every 5-student reduction in class size, teachers’ career well-being increased by 0.23 standard
deviations (k =32, d =0.23), with higher effect sizes in low-income countries. Breakthroughs in digital transformation
research have been made, with Smith and Johnson (2023) developing a dynamic model of digital competence and
career well-being, which confirmed that for every 1-unit decrease in technology anxiety, career efficacy increased by
0.35 units (B =0.35, p <0.001).

Notably, the Organization for Economic Co-operation and Development (OECD) (2023) cross-national survey
report indicated that the job satisfaction of Chinese kindergarten teachers (67%) was higher than the OECD average
(58%), but their sense of professional honor (45%) was lower than that of Nordic countries such as Finland (78%).

2.3. Research Trends and Limitations

Current research shows three major shifts: (1) A shift from static descriptions to dynamic tracking, such as
using Experience Sampling Method (ESM) to capture daily fluctuations (Bringmann et al., 2021); (2) An upgrade
from single causality to ecosystem models, such as the application of Bronfenbrenner’s ecological systems theory
(Burakgazi, 2025); (3) An evolution from universal strategies to targeted interventions, such as happiness prediction
models based on machine learning (Jansen et al., 2023). However, there are several limitations: insufficient research
on cultural adaptability, as existing scales show generally low reliability and validity among rural teacher
populations (Wang, 2023); policy effect evaluations often rely on cross-sectional data, lacking quasi-natural
experimental designs (OECD, 2023); and research on technological empowerment is more focused on hardware
investments, neglecting the heterogeneity of teachers’ digital literacy (Smith & Johnson, 2023).
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3. The Current Situation of Kindergarten Teachers’ Career Well-Being in Shandong Province

This study focuses on Preschool teachers in Shandong Province, using a 7-point Likert scale (1 = Strongly
Disagree, 7 = Strongly Agree) for the questionnaire design. A convenience sampling method was employed, and
electronic surveys were distributed to kindergarten teachers. A total of 826 questionnaires were collected, and after
excluding invalid responses, 719 valid questionnaires remained. The results showed that the overall career well-
being of kindergarten teachers in Shandong Province had an average score of 5.42, reflecting a “generally positive
but structurally differentiated” characteristic.

According to the survey results, kindergarten teachers generally felt satisfied and happy in their work, with
an overall average score of over 5.4, indicating a high sense of career identity and happiness. Teachers performed
particularly well in the dimensions of responsibility awareness (Al = 5.63 + 0.42) and value recognition (A2 =
5.58 £0.39). Specifically, first, the recognition of roles was clarified. 89.7% of teachers agreed with the statement
“early childhood education is a foundational project”, which represents a 14.2 percentage point increase compared
to a similar survey conducted in 2018, reflecting the improved social recognition of the status of kindergarten
education. Second, the sense of mission was significant. 76.3% of teachers considered “promoting the overall
development of children” as the core motivation of their work, which aligns closely with the “education mission
index” (5.2/6) in the OECD’s “Teacher Well-being International Survey Report” (OECD, 2023).

Interpersonal conflict is one of the most harmful sources of stress in daily life (Yan et al., 2022). The data
analysis also revealed that teachers generally had good relationships with their colleagues, demonstrating a positive
interpersonal relationship network. First, collaboration among colleagues was efficient. The team support
dimension scored 5.52 + 0.37, with the highest score in the item “frequency of sharing teaching experiences among
colleagues” (C3 = 5.61), confirming the effectiveness of the kindergarten’s “collective lesson planning system”.
Second, the emotional connection between teachers and children was close. In the emotional experience
dimension, “the joy of interacting with children” (B4 = 5.49) was significantly higher than that of teachers in other
educational stages, reflecting the emotional compensation effect of early childhood education work.

However, regarding job satisfaction, although the overall satisfaction was high, the score for salary
satisfaction (option “D2: I am satisfied with my current salary”) was relatively low (5.35), with 3.8% of
participants expressing complete dissatisfaction. This suggests that salary remains an area for improvement in
teachers’ professional development.

4. Real Challenges of Kindergarten Teachers’ Career Well-being

This study used multiple regression analysis to examine the data. The results indicate that kindergarten
teachers face real challenges, including the structural contradiction between material security and psychological
expectations, the cumulative effects of multiple sources of career pressure, and the insufficient visibility of career
development pathways.

4.1. Structural Contradiction between Material Security and Psychological Expectations

The structural contradiction between material security and psychological expectations manifests in two
aspects: delayed salary satisfaction and the absence of implicit benefits.

Delayed Salary Satisfaction. The average score for the salary and welfare dimension is 5.35, which is above
the critical value but still shows significant differentiation. There is a notable institutional difference in salary
satisfaction between teachers in public and private kindergartens. The average monthly salary of private
kindergarten teachers (3820 CNY) is only 66.4% of that of public kindergarten teachers (5750 CNY). The
phenomenon of private kindergarten teachers leaving frequently and struggling to remain for a long time is
becoming more and more significant (Li & Sun., 2023). It is noteworthy that within the non-regular teacher group
with less than 5 years of teaching experience, 23.6% of teachers are near the local minimum wage threshold (less
than 2500 CN'Y/month), and 3.8% of teachers report being “completely dissatisfied” with their salary. The salary
satisfaction of private kindergarten teachers (4.92) is 11.7% lower than that of public kindergarten teachers (5.61),
with an urban-rural gap of 0.53 standard deviations (p <0.01).

Absence of Implicit Benefits. The material security system exhibits characteristics of “incomplete coverage
of basic security and a severe shortage of developmental benefits”. Only 17.3% of private kindergartens provide
housing subsidies, and the coverage of commuting subsidies for rural teachers is less than 12%. Regarding
psychological health services, 89.4% of kindergartens do not have full-time psychologists, with a 21.3% detection
rate for depressive symptoms among teachers. Only 42.1% of teachers receive regular physical checkups, and the
coverage rate for psychological health services is under 30%. Therefore, the material security system urgently
needs to be improved.
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4.2. The Cumulative Effects of Multiple Sources of Occupational Stress

The cumulative effects of multiple sources of occupational stress manifest in two aspects: excessive workload
and the generalization of safety responsibilities.

Excessive Workload. Teachers work an average of 9.8 h per day, which is an increase of 1.7 h compared to
2019. Of this, non-teaching duties account for 37.6% of the total time spent. Additionally, 38.2% of teachers spend
more than 5 h per week communicating with parents, resulting in a work-family conflict index of 4.87/7,
significantly higher than the national average for teachers (4.12). This is identified as one of the lowest indicators
of career well-being.

Generalization of Safety Responsibilities. 65.3% of teachers face excessive safety-related pressure, which
primarily stems from three factors: (1) excessive parental rights advocacy (42.7%); (2) behavioral constraints due
to full surveillance coverage (35.1%); and (3) overly detailed safety management systems (22.2%). Compared to
Japan and South Korea, Chinese teachers are 2.3 times more likely to face disciplinary actions due to safety
incidents. Furthermore, 65.3% of teachers report that the “pressure of accident prevention” negatively affects their
work experience, which aligns closely with the 63.8% of teachers reported in the 2022 Ministry of Education
survey of Japan. This highlights a common issue in risk prevention mechanisms.

4.3. Insufficient Visibility of Career Development Pathways

The insufficient visibility of career development pathways is reflected in two aspects: barriers to promotion
and the mismatch between training supply and demand.

Barriers to Promotion. According to the “2023 Shandong Province Educational Development Statistical
Bulletin”, 31.2% of kindergarten teachers in the province hold a mid-level professional title, while 6.8% hold a
senior-level title. A sample survey by the Chinese Academy of Educational Sciences of 1360 teachers in 8 cities
in Shandong Province shows that the pass rate for mid-level professional title applications is 34.7%, with only
9.7% meeting the paper requirement standards. The review standards that place more emphasis on academic papers
rather than practical experience have caused 61.2% of teachers to experience developmental anxiety.

Mismatch Between Training Supply and Demand. Despite an average annual training duration of 72 h, only
48.3% of teachers believe that the training content meets their actual needs. The top three training needs among
teachers are: information technology teaching skills (82.3%), special needs children intervention strategies
(67.1%), and parent communication skills (58.9%). However, the actual match between training content and needs
is only 39.4%.

5. The Influence of Multi-Dimensional Interaction Mechanisms on Career Well-being

Through data analysis, it was found that kindergarten teachers’ career well-being is influenced by the
coupling effect of economic capital and social capital, the structural transformation of generational values and
professional expectations, and the moderating effect of kindergarten types.

5.1. The Coupling Effect of Economic Capital and Social Capital

Regression analysis shows that there is a positive linear relationship between salary levels and career
well-being. Specifically, for every increase in salary level by one rank, career well-being increases by 0.38
units (B = 0.38, p <0.001). However, the marginal effect diminishes when monthly income exceeds 1.5 times the
regional average wage. Consistent with the findings of existing studies (Wang et al.,2023), economic capital
(measured by salary levels) has a positive impact on career well-being.

At the same time, social support networks (such as colleague relationships and parental recognition) explain
27.3% of the variance in career well-being, suggesting that social support plays an important role in shaping
teachers’ career well-being. This corroborates Herzberg’s two-factor theory, which emphasizes the synergistic
effect of “hygiene factors and motivators”. The above data analysis results reflect the coupling effect of economic
capital and social capital in the multi-dimensional influence mechanism of career well-being. The coupling effect
manifests as follows:

Complementary Resources and Synergistic Effects. Economic capital provides the material basis for
individuals. For example, a higher salary can improve quality of life and alleviate financial stress (Smith &
Johnson, 2023). Social capital, on the other hand, includes interpersonal networks and social reputation. Abundant
social capital helps individuals access more information and career development opportunities (Ray et al., 2023).

The coupling of economic and social capital is also reflected in responding to career challenges. When facing
professional crises (such as the risk of unemployment), economic capital can provide financial cushioning, while social
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capital can assist individuals in leveraging their networks to find new job opportunities more quickly (Chen et al.,
2022). Studies have shown that the synergistic effect of economic and social capital can improve career resilience by
37% (B =0.37, p <0.01), thereby enhancing career well-being (Lin, 2021).

Interactive Influence at the Psychological and Cognitive Level. Economic capital influences individuals’
perception of their own career value. A higher salary often makes individuals feel that their work is recognized
and rewarded, thus boosting career confidence (Ali & Anwar, 2021). This positive mental state can lead individuals
to interact more confidently with others in social situations, facilitating the expansion of social capital (Helliwell
& Huang, 2021).

At the same time, good social capital can, in turn, influence individuals’ perception of economic capital.
Social capital, through a sense of group belonging, moderates the utility of economic capital: in organizations with
harmonious interpersonal relationships, the satisfaction derived from social recognition among moderately paid
individuals can offset 42% of the negative impact of salary differences (Wang & Li, 2022). This interactive effect
is more pronounced in collectivist cultural contexts (d = 0.28) (Zhang & Li, 2023).

5.2. Structural Transformation of Generational Values and Career Expectations

The growth environment and educational background of the post-90s teacher cohort (born between 1990 and
1999) exhibit distinct generational characteristics, which have directly shaped their unique career demands.
Research indicates that the majority of post-90s teachers have received systematic higher education, with over
70% holding a bachelor’s degree or higher (Toutiao, 2022). They grew up in an era where information technology
and globalization have rapidly integrated, making their career values more focused on self-realization and
innovation-driven goals, rather than simply pursuing material rewards. Specifically, the demands are as follows:

Demand for Work Autonomy (G4 = 5.12): Compared to teachers from the 80s generation, post-90s teachers
have a significantly higher demand for teaching decision-making power, with a difference of 0.41 standard deviations
(p < 0.05). This is closely linked to the educational philosophies they have been exposed to, such as constructivist
learning theories, where they tend to achieve their career values through personalized teaching practices.

Demand for Innovation Space (G6 = 5.08): Post-90s teachers are more focused on integrating cutting-edge
scientific theories, such as cognitive psychology and neuroscience, into their teaching. Their demand for
innovation is 0.37 standard deviations higher than that of their 80s counterparts. For example, more than one-third
of post-90s teachers spend over 2 h daily engaging in educational innovation research.

First, the interaction between social transformation and educational reform has led to structural changes in
generational values and career expectations. Practical Pressure from the New Curriculum Reform: Teachers’ roles
have shifted from “knowledge transmitters” to “learning guides”, yet there is insufficient support in this transition.
A survey shows that post-90s teachers work an average of 52.36 h per week, with 30% of this time spent on non-
teaching tasks such as material preparation and inspections (Sina News, 2024). This situation forces them to fight
for more autonomy in order to optimize work efficiency.

Social Recognition and Professional Burnout: Although post-90s teachers generally hold strong career ideals
(nearly 60% are willing to teach for life) (Toutiao, 2022), they face a significant income disparity, with teachers
in rural areas earning only 60—70% of what urban teachers make (Sina News, 2024). Additionally, 91.2% of parents
demand that teachers hold a bachelor’s degree or higher (Sina News, 2024). This “high expectations—low support”
contradiction exacerbates their demand for improvement in the work environment.

Second, the misalignment between organizational management systems and generational needs has led to
structural changes in generational values and career expectations. Conflict Between Management Rigidity and
Demand for Flexibility: The traditional hierarchical management model fails to meet the post-90s teachers’
demand for more streamlined communication. Studies indicate that teachers in private kindergartens, who rate the
flexibility of their teaching higher (5.28 vs. 4.96 in public kindergartens), report significantly higher levels of job
satisfaction, confirming the importance of flexible management.

Insufficient Intergenerational Adaptability of Incentive Mechanisms: Herzberg’s two-factor theory suggests
that salary (hygiene factor) and recognition of achievement (motivator factor) should work together. However,
post-90s teachers place 42% more importance on “non-material incentives” (such as professional development
opportunities) compared to their post-80s counterparts, while the current evaluation system still emphasizes
teaching performance, leading to a gap in their demands.

Third, the dual drivers of technological empowerment and individualization have caused a structural shift in
generational values and career expectations. Characteristics of the Digital Native Generation: As deep users of the
internet, post-90s teachers are more adept at utilizing technological tools (such as online learning platforms and
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social media) to drive teaching innovation. Surveys show that their use of digital technology in teaching innovation
reaches 68%, which is 29 percentage points higher than that of their post-80s peers (Toutiao, 2022).

Emphasis on Individual Value Proposition: Over 70% of post-90s teachers prioritize “personal value
realization” as the primary factor in their career choices, which aligns with the generational shift in Maslow’s
hierarchy of needs toward the “self-actualization” stage. For example, they are more inclined to gain career
satisfaction through “innovative teaching methods” (even small improvements) (Toutiao, 2022).

5.3. Moderating Role of School Type and Its Specific Manifestations

By analyzing the data, it was found that teachers in public kindergartens have significant advantages in terms
of career stability (5.61 vs. 4.92) and resource acquisition (5.43 vs. 4.85), while teachers in private kindergartens
experience greater job satisfaction in teaching flexibility (5.28 vs. 4.96) and parent cooperation (5.17 vs. 4.82).
This highlights the shaping effect of the kindergarten management system on teachers’ experiences.

5.3.1. Analysis of Public Kindergarten Teachers’ Advantage Areas

Career Stability: Public kindergarten teachers enjoy greater career stability compared to their private
counterparts (5.61 vs. 4.92). Teachers in public kindergartens typically have permanent positions in public
institutions, are supported by government funding, have long-term contracts (averaging over five years), and face
strict dismissal procedures (requiring approval from the education department). For instance, the turnover rate for
public kindergarten teachers in a certain province is only 3.8%, significantly lower than the 18.6% in private
kindergartens (Fang et al., 2021).

Cause Analysis: Public kindergartens primarily rely on government funding, and teachers’ salaries are
incorporated into the local public sector pay system. Additionally, clear career advancement pathways, such as the
professional title evaluation system, contribute to career satisfaction. Studies show that public kindergarten
teachers are significantly more satisfied with “long-term career planning” (M = 5.12) compared to their private
counterparts (M =4.05, p <0.01) (Li & Sun., 2023).

Resource Acquisition: Public kindergarten teachers have significant advantages in resource acquisition (5.43
vs. 4.85). Public kindergartens have superior facilities, such as a multimedia classroom coverage rate of 92%,
compared to 68% in private kindergartens, and higher levels of research and training resources (annual average
training hours per teacher are 56 h in public kindergartens vs. 32 h in private kindergartens) (National Bureau of
Statistics, 2024). Public kindergartens can obtain standardized educational resource packages through government
centralized procurement (such as textbooks compiled by the Ministry of Education), and they participate in regional
educational research activities 2.3 times more frequently than private kindergartens (Kyung-Seu, 2024).

5.3.2. Analysis of Advantages in Private Kindergarten Teachers’ Areas

Teaching Flexibility: Private kindergarten teachers have greater teaching flexibility compared to their public
counterparts (5.28 vs. 4.96). In private kindergartens, 78% of teachers are able to autonomously adjust the course
content (compared to 42% in public kindergartens), and the development cycle for specialized courses is on
average shortened by 30% (for example, bilingual courses can go from planning to implementation in just two
months) (Private Education Association, 2023). Private kindergartens adopt a market-driven operational model,
with a shorter decision-making chain (average approval level of 1.2 vs. 3.5 in public kindergartens), which allows
for a quicker response to parent demands (such as the introduction of STEM courses) (Chen, 2024). Research
shows that for every unit increase in teaching autonomy, teachers’ career happiness increases by 0.27 standard
deviations (f = 0.27, p < 0.05) (Vukusi¢ & Krstulovi¢, 2024).

Parental Cooperation: Private kindergarten teachers experience higher levels of parental cooperation
compared to public kindergarten teachers (5.17 vs. 4.82). In private kindergartens, the frequency of parent
involvement in school activities averages 2.3 times per month, while it is only 1.5 times in public kindergartens.
Additionally, the parental satisfaction score in private kindergartens (M = 4.8) is higher than that in public
kindergartens (M =4.2) (Zhu, 2024). Private kindergartens enhance parental engagement through refined services,
such as daily learning report push notifications and customized parent training. For example, one private
kindergarten launched a “parent points system”, increasing parent participation by 40% (Elias & Wilson-Jones,
2022). Data shows that for every point increase in parental cooperation, teachers’ perception of work-related stress
decreases by 0.33 units (r =—0.33, p <0.01) (Zhang, 2024).

The tension between institutional constraints and market drivers, coupled with the divergence in resource
dependence pathways, are the primary reasons for the moderating effects observed in kindergarten types. Public
kindergartens are strictly bound by the “Guidelines on the Learning and Development of Children aged 3-6”,
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requiring curriculum innovations to be reported at multiple levels (with an average duration of 4.2 months),
whereas private kindergartens only need approval from their kindergarten management committees (averaging 7
days). This disparity allows private kindergartens to implement personalized teaching more flexibly (Li & Zhang,
2024). Public kindergartens, which rely on government resources (with financial allocations accounting for 72%
of their funding), tend to prioritize stability. In contrast, private kindergartens depend heavily on tuition fees
(accounting for 85% of their income), forcing them to adopt “customer-oriented” strategies, including frequent parent
communication and rapid curriculum iteration (Chen, 2024).

6. Pathways for Enhancing Kindergarten Teachers’ Career Happiness

Based on the analysis of the current status of kindergarten teachers’ career happiness, the challenges they
face, and the multidimensional mechanisms affecting their career satisfaction, this study proposes four pathways
to improve career happiness: constructing a differentiated salary system, implementing systematic interventions
for stress management, improving development support networks, and strengthening social recognition efforts.

6.1. Constructing a Differentiated Compensation System

From the perspective of Maslow’s hierarchy of needs, material security is a fundamental requirement for
career happiness. It is recommended to establish a “three-tier dynamic” compensation model: the first tier sets the
base salary benchmark at 120% of the average regional wage for employed workers, using the OECD Education
Salary Index method; the second tier develops a five-level, nine-tier performance matrix based on the “Professional
Standards for Kindergarten Teachers”, incorporating key competencies such as environmental creation and home-
school collaboration into the evaluation criteria; the third tier implements a “silver age” ladder subsidy, providing
15%, 25%, and 40% increments for teaching experience of 5, 10, and 20 years, respectively. For example, in
Qingdao, a salary conversion formula could be established for kindergarten teachers based on the “Qingdao City
Primary and Secondary School Teacher Salary Reform Plan”, aligning their salary with civil servant rank wages
to ensure an annual growth rate no lower than 1.2 times the local GDP growth rate. For rural areas, the UK’s
“Education Priority Areas” policy could be adapted by establishing a “regional hardship index evaluation model”,
calculating subsidy coefficients based on six dimensions, such as commuting distance, service radius, and time
spent in the kindergarten, to ensure precise allocation of subsidies.

6.2. Implementing Systematic Interventions for Pressure Management

Based on the Job Demand-Resource model, a “dual-loop” intervention mechanism for stress management is
proposed. At the technical level, a block chain-based smart contract system will be developed to connect with local
government data platforms, automatically reducing non-teaching tasks. When the system detects that a teacher’s
weekly non-teaching hours exceed 8 h (according to Article 38 of the “Teacher Law”), a “red-yellow-blue” three-
level early warning system will be triggered: yellow alert initiates task redistribution, blue alert activates job
rotation, and red alert triggers educational supervision intervention. At the institutional level, the “three-list”
management model will be implemented: the power list clarifies the boundaries of kindergarten management, the
responsibility list defines the collaborative responsibilities between home, school, and society, and the negative
list outlines prohibited tasks. A pilot project in Yantai Development Zone showed that by establishing a parent
volunteer credit system (where 8 h of service per semester can deduct 5% from childcare fees), the volume of non-
teaching tasks for teachers decreased by 37.2%, and parent participation increased to 82.6%. Furthermore, a
“Kindergarten-Home-Community” shared responsibility mechanism will be established, and measures such as
purchasing school liability insurance will be implemented to reduce teachers’ safety anxiety and enhance their
sense of job security and belonging.

6.3. Improving the Development Support Network

Based on the theory of teacher professional development ecosystems, a “three-dimensional four-body”
support system is proposed. Vertically, a four-level growth ladder will be established, comprising “novice—
competent—core—expert” stages. Horizontally, a collaborative innovation system will be built involving
“universities—leading kindergartens—research institutions—educational technology companies”. The key focus will
be on reforming the professional title assessment system. Referring to Finland’s “teaching portfolio” evaluation
model, a quantifiable evaluation system for practical achievements will be established. In addition to existing
standards, a “practical innovation track” will be introduced, allowing teachers to replace the traditional paper-
based indicators with practical achievements, such as game cases, home-school collaboration projects, and
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kindergarten curriculum development. These practical achievements will undergo rigorous evaluations, for
example: game cases must include growth tracking data for at least 10 children, home-school collaboration projects
must submit a radar chart of parent satisfaction (with all six dimensions scoring above 4.5), and kindergarten
curriculum development must provide a value-added evaluation report from the applying institutions. Starting in
2025, a “representative work defense system” will be piloted in cities like Jinan and Weifang, with the weight of
practical achievements raised to 70%, encouraging teachers to focus on practical innovation and the enhancement
of teaching quality.

6.4. Strengthening the Social Recognition Project

To enhance the social recognition and professional honor of kindergarten teachers, the “trinity” image-
building project will be designed using the theory of communication rituals. In the area of media communication,
a “Kindergarten Teacher Nebula Plan” multimedia matrix will be created. A documentary series, “A Day in the
Life of a Kindergarten Teacher”, will be produced in collaboration with television channels, capturing the
professional qualities and career appeal of teachers through 24-h footage. On major short video platforms, a
“Remarkable Kindergarten Teacher” challenge will be launched, and creators of videos with over a million views
will receive provincial-level recognition, aiming to inspire respect and recognition for the teaching profession. In
terms of ritual construction, a “Golden Willow Award” annual selection system will be established, with seven
categories of awards, including teaching innovation, special contributions, and lifetime achievement. Awardees
will receive provincial-level model worker benefits, and their accomplishments will be included in the local
chronicles. Regarding the social support dimension, the establishment of a “Kindergarten Teacher Rights
Protection White List” will be promoted, along with a joint punishment mechanism for insulting or slandering
teachers. A “Qilu Kindergarten Teacher Honor Roll” will also be established to recognize and reward outstanding
kindergarten teachers, with the aim of setting industry role models and enhancing the sense of professional honor
and belonging within the entire kindergarten teacher workforce.

7. Conclusions

At present, the career happiness of kindergarten teachers presents a multifaceted pattern characterized by
“high recognition, moderate satisfaction, and low security”. This complex landscape highlights the ongoing tension
between material rewards and spiritual values, with the former often failing to match the latter. The key challenge
lies in achieving a balance between these two dimensions, as it directly impacts the well-being and satisfaction of
teachers. While teachers express a strong sense of recognition for their work, many face challenges related to
inadequate job security and insufficient material rewards, which are essential to their overall career happiness.

In the future, there is a pressing need for institutional innovations to break the “high input—low reward” cycle
that currently prevails in many educational settings. To achieve this, it is essential to reform policies that address
teachers’ needs for financial stability, professional development, and personal well-being. On the foundation of
safeguarding teachers’ basic rights and ensuring fair compensation, we must focus on activating their intrinsic
development motivation. This will not only empower teachers to perform at their best but also promote their sense
of fulfillment and professional growth.

Ultimately, fostering a positive, supportive environment for teachers will create a dynamic ecosystem where
“teacher happiness promotes child development”. When educators are happy and fulfilled in their roles, it directly
benefits the children they teach, resulting in better outcomes for both students and teachers alike.

Moving forward, subsequent research should further explore the dynamic relationship between teacher
happiness and educational quality. By investigating how these two factors are interrelated, future studies can
provide more refined theoretical support and evidence-based recommendations for policy-making. This research
could also lead to the development of more targeted interventions that enhance both teacher well-being and the
quality of education provided in kindergartens, benefiting the broader educational system.
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