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Abstract
The objectives of this study were to study factors of psychological capital influencing
the university teachers’ job performances in Shanxi Province, China. The research was
quantitative and used the questionnaire to collect data from the teachers of
universities in Shanxi Province. This research employed descriptive statistics to analyze
the data and employed inferential statistics. The findings from this research showed that
psychological capital of university teachers has a significant impact on job performance.
University administrators need to develop the psychological capital of teachers in
accordance with the actual situation of the university and improve the level of self-confidence,
hope, optimism and tenacity of teachers. To mobilize the enthusiasm and initiative of
university teachers to the greatest extent, as a driving force to support teachers to obtain
good performance, and then continue to effectively improve university organizational
performance and core competitive advantages.
Keywords: Job Performances Psychological Capital University Teachers
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Introduction
Since the new century, China has proposed a development strategy for the
popularization of higher education. From 2006, the scale of Chinese higher education
enrollment increased significantly. The important mission of higher education is to train
talents with high-quality teaching.
Due to the expansion of enrollment, the teaching staff of universities has expanded
rapidly. However, universities have long been constrained by the human resource system
of institutions, and their employment is “easy to get into but hard to get out.” As a result,
the level of talents in universities and universities has not been guaranteed as a whole.
Teachers in universities and colleges are the main body of talent training, scientific
research and social service. Supervising teachers to carry out and improving the level of
teachers’ talent training performance, scientific research performance and social service
performance is a long-term mechanism for universities to obtain permanent

Research Objectives
1. To study the influence on psychological capital and job performance.
2. To explore new positive ways to improve the job performance of teachers in
universities and colleges.
3. To fill in the deficiencies in the research of the relationship between psychological
capital and job performance in the context of Chinese universities.
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Figure 1.1 Research Conceptual Framework

Scope of the Study
1. Scope of Contents: The study aims the topic how psychological capital on
university teachers’ job performance, in Shanxi province, China.
2. Scope of Variables:
Independent Variables; This study compost of factors in university teachers’ job
performance including four factors: Optimism, Self-confidence, Tenacity, and Hope.
Dependent Variables; Dependent variables in this research compost of Information
performance which include Talent training performance, scientific research performance,
Social service performance.
3. Scope of Population: There are 82 colleges and universities in Shanxi. According
to the statistics of Shanxi Provincial Education Commission, the number of all faculty
and staff is 47490 including 22610 teachers, 3832 senior titles, 7966 associate seniors.
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Concepts relate the topic
Psychological capital affects job performance
There are four main theories that psychological capital affects individual job
performance: resource view theory, dynamic field theory, performance multi-cause theory,
and Campbell’s performance decision theory.

Literature Review
1. Psychological capital
Luthans defined it as a “positive psychological factor at the general level, which
is specifically expressed as a type of state that meets the POB standard (Luthans 2005).
It exceeds human capital and social capital and can pass “Invest and develop ‘what kind
of person are you to gain a competitive advantage?” (Luthans F, Avolio B J, et al,2005).
This is the conceptual integration of the state that conforms to the POB standard to form
a higher level of core concept. And traits are regarded as a continuum in subsequent
studies. Furthermore, conceptual development states that there are commonalities among the
four individual positive abilities, such as emphasis on positivity and strengths. Empirical
research also provides reliable evidence for the aggregation validity of the four abilities.
Therefore, the connotation of psychological capital is expanded to the positive psychological
ability of “class status” Constitute a second-order core structure “ (Luthans F, Avey J B,
et al,2006). The concept and connotation of psychological capital in the workplace shows
a tendency to converge gradually.
Drawing on the views of Luthans and other scholars, defines psychological capital
as a type of positive psychological state that college teachers show during their growth
and development as follows: a. When faced with challenging work, they are confident
and can give necessary Efforts to achieve success (confidence); b. Positive attribution
(optimism) for present and future success; c. Perseverance in the goal, to adjust the way
to achieve the goal when necessary (hope) for success; When adversity and problems are
plagued, they can persevere, quickly recover and surpass to achieve success (tenacity).
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2. Psychological capital affects job performance
Job Performance: Job performance can be divided into three types: individual
performance, team performance and organizational performance. Individual performance is
the basis of team and organizational performance. This article’s job performance belongs to
individual level research. Scholars have different definitions of individual job performance
due to differences in research perspectives (Rotundo, M., & Sackett, P. R., 2002).
Hosen believe that performance is job gain The output and results can be expressed
by indicators, tasks, goals, etc (Hosen, R., 2003). Job performance is the actions and
effects of college teachers engaged in scientific research ,teaching and social service
(Ding Zhitong, 2011).

Research Methodology
The author used mix method research mainly based on quantitative research,
combined with qualitative analysis using semi-constructed survey questionnaire to collect
quantitative data.
1. Research Design: This study uses questionnaires to collect data and conduct
research using empirical research methods. Using questionnaire to collect data from the
number of calculated by Yamane that university teachers who currently are in office of
different universities. The research employs One-Way ANOVA and Multiple regression
to test the relationship between psychological capital and job performances. SPSS25.0
statistical software was used to sort out and count the investigated data for empirical
analysis. And test their hypothesis.
2. Population and Sample: According to the statistics of Shanxi Provincial
Education Commission, the number of academics of universities in Shanxi as population
22610. The sample size would be 397 calculated by Yamane’s formula for determining
the sample size. In order to ensure the validity of the questionnaire recovery, the sample
size is increased by an additional 10%. Therefore, in this paper, 437 questionnaires were
distributed by simple random sampling of which 413 valid ones were retrieved.
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3. Variable Measurement: This section will detail the specific content of each
variable involved in the study, including the source and item of the variable’s usage table.
The independent variable scale is the psychological capital scale. The dependent variable
scale is the University Teachers’ Job Performance scale.
4. Data Collecting Method: Using questionnaire to collect first-hand data. Through
the literature on psychological capital and job performances, we refer to the established
foreign entrepreneurship intention scale. According to the actual needs of the thesis,
combined with the opinions of experts and scholars to modify and improve, and finally
determine the questionnaire. The researcher used a constructed survey questionnaire to
collect the data from the samples.
5. Data Analysis: This study applies the following research data analysis methods:
Use descriptive analysis of each problem in this thesis was expressed by means and
percentages. Use difference test in condition if the difference test if significant, then in
the subsequent regression analysis, these demographic statistical variables need to be used
as control variables to exclude the influence of non-study variables, so as to improve the
accuracy of the research conclusions. Use correlation analysis in each research variable
can help to understand the correlation between variables, and the preliminary prediction of
whether the relationship between variables is consistent with the hypothesis of this study.
Use linear regression analysis method is used to verify the relevant hypothesis, and the
software used is SPSS 25.0 software.

Research Results
1. Descriptive Analysis
		 1.1 Descriptive Analysis of Demographic Profile
		 Majority of the respondents were male which slightly more than female
academics, respondent age which the most university academics are between 36 and
40 years old. Working experience of the samples are mostly 11-15 years. Most of the
academics in universities in Shanxi are Master degree. Income were 4,001-6,000 yuan.
Majority were humanities, and second tier universities and third tier universities are
the vast majority that more than first tier universities.
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		 1.2 Descriptive Analysis of Variables
		 As the result from analysis, revealed that the respondents placed talent training
performance at the highest level (mean=4.17), followed by job performance (mean=3.86),
self-confidence (mean=3.80), optimism (mean=3.79), psychological capital (mean=3.787),
hope (mean=3.78), tenacity (mean=3.77), scientific research performance (mean=3.65),
social service performance (mean=3.38). Above the Median 3 points.
		 1.3 Reliability and Validity Analysis
		 Reliability Analysis
		 The reliability analysis of the psychological capital scale, the minimum CITC
value is 0.953, both greater than 0.4. the minimum Cronbach’s Alpha value if Item
Deleted is 0.941 greater than 0.7; the Total Cronbach’s Alpha is 0.954, which is greater
than 0.7, indicate that the overall reliability level is high and there is no need to delete
the item. Therefore, the 24 items of the psychological capital scale have good reliability
and meet the requirements of data analysis.
Validity Analysis
The validity analysis of the job performance scale and KMO coefficient of the
psychological capital scale is 0.958, higher than 0.7 And the Chi-square value of
Bartlett’s Test of Sphericity is 3741.119 (p <0.001), indicating that it is suitable for
factor analysis. Using feature values greater than 1 as the standard extraction factor,
a total of 3 main components were obtained, with feature values of 7.186, 2.414 and
1.047, respectively, which explained a total variation of 62.628%. The factors of the
24 items are consistent with the original hypothetical dimensions, and there is no
cross-factor loading. The factor loads of items Talent training performance 4 and Talent
training performance 8 are 0.453 and 0.468, which is slightly lower than the 0.5
standard, which basically meets the effect Degree test, the job performance scale has a
high structural validity.
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Regression Analysis
- Regression Analysis of Psychological Capital on Job Performance
F value of model 1a is 3.798 (p<0.001), which means that it passed the F test;
the adjusted R2 is 0.058, which means that the control variable explains 5.8% of the
variance, where gender (β = -0.270) and working experience (β = -0.202) have a
significant impact on job performance. The F value of model 1b is 30.64 (p<0.001),
which means passing the F test; the adjusted R2 is 0.418, which means that all predictors
explain 41.8% of the variance, which is an additional 36% increase compared to model
1a variance means that psychological capital has an impact on job performance.
- Regression Analysis of Psychological Capital on Talent training performance
F value of model 2a is 3.233 (p<0.01), which means that it passed the F test; the adjusted
R2 is 0.047, which means that the control variable explains 4.7% of the variance, where
gender (β = -0.219), working experience (β = 0.291) and income (β = -0.134) have a
significant impact on talent training performance. The F value of model 2b is 20.542 (p
<0.001), which means passing the F test; the adjusted R2 is 0.322, which means that all
predictors explain 32.2% of the variance, which is an additional 27.5% increase compared
to model 2a variance means that psychological capital has an impact on talent training
performance.
- Regression Analysis of Psychological Capital on Scientific research
performance
F value of model 3a is 5.297 (p<0.01), which means that it passed the F test; the
adjusted R2 is 0.086, which means that the control variable explains 8.6% of the variance,
where gender (β = -0.266), and academic degree (β = 0.137) have a significant impact
on scientific research performance. The F value of model 3b is 18.766 (p <0.001), which
means passing the F test; the adjusted R2 is 0.379, which means that all predictors explain
37.9% of the variance, which is an additional 29.3% increase compared to model 3a
variance means that psychological capital has an impact on scientific research performance.
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- Regression Analysis of Psychological Capital on Social service performance
F value of model 4a is 2.733 (p<0.05), which means that it passed the F test; the
adjusted R2 is 0.036, which means that the control variable explains 3.6% of the variance,
where gender (β = -0.192) have a significant impact on social service performance.
The F value of model 4b is 14.015 (p <0.001), which means passing the F test;
the adjusted R2 is 0.24, which means that all predictors explain 24% of the variance,
which is an additional 20.4% increase compared to model 4a variance means that
psychological capital has an impact on social service performance.

Table 1 Regression analysis results of psychological capital on job performance, talent training
performance, scientific research performance and social service performance
* p < .05; ** p < .01; ***p < .001; two-tailed;
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Conclusion
The regression conclusion shows that the development of teachers’ psychological
capital in universities have a positive role in promoting their job performance, talent
training performance, scientific research performance, and social service performance.

Recommendation
a. Enhance the self-confidence of university teachers. The self-confidence of
university teachers is their ability to complete their scientific research and teaching work,
and their self-evaluation of educational value. When the goals are achieved in stages, if
they can experience the value of success from the process and results, they will gain more
self-recognized subjective experiences, enhancing self-confidence.
b. Raise the level of hope of university teachers. Hope level is affected by goals,
paths and motivations. It is necessary to urge university teachers to formulate reasonable
and effective scientific research and teaching work goals. The work goals should have
clear time starting and ending points and reasonable challenges.
c. Strengthen the optimism of university teachers. The development of university
teachers ’optimism is not to encourage them to be unrealistic or blindly optimistic, nor
to shirk their responsibilities, and attribute all failures to external causes. Specifically,
realistic and flexible optimism is closely related to specific situations.
d. Cultivate the tenacity of university teachers. Tenacity emphasizes recovery
and transcendence in psychological capital. Tenacity in college organizations reflects the
ability of university teachers to adjust themselves from good work performance or major
responsibility pressures.

Limitations and Prospect of Future Research
The limitations of this study and the prospect for the future as follows:
1. The source of the data. University teachers may appear to cover up their
deficiencies in the evaluation process, so the questionnaire data may have a leniency effect.
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2. Selection of samples. There may be limitations in the nature of universities
and their regions. In the future research, a larger sampling should be taken, and the
universities should be further divided into research-type, research-teaching-type, teachingresearch-type, and teaching-type to discuss separately to verify the conclusions of this study.
3. Function mechanism. Subsequent research may consider further extending
the existing theoretical models, looking for effective adjustments or incorporating other
intermediary variables into the model, thereby enriching the relevant content of the
mechanism of psychological capital’s impact on job performance.
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