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Abstract  
Most scholars have studied the relationship between university managers' leadership style and 
teachers' job performance. But few scholars have studied the mediating variables between them. 
This paper aims to construct a conceptual framework which explains the relationship between 
Leadership style of higher vocational colleges in China, teacher’s job performance, family-work 
balance and psychological capital based on Transformational Leadership Style Theory, Human 
Relations Theory and Conservation of Resources Theory (COR). This paper adopts content analysis 
and multidisciplinary literature review, mainly involving transformational leadership style, inclusive 
leadership style, family-work balance and psychological capital. Based on previous scholars' 
research on leadership style and teachers' work performance, this paper establishes a model, which 
involves psychological capital and family work balance as mediating variables. At the same time, 
gender and marital status were used as moderators. Based on the research results and literature 
review of previous scholars, it can be found that Inclusive leadership style and Transformational 
leadership style have a positive relationship with the job performance of college teachers. The 
leadership style of college administrators has a positive impact on the psychological capital of 
college teachers. The leadership style of college administrators has a positive to the relationship 
between college teachers’ family-work balance is positive. College teachers' psychological capital 
to job performance is positive. College teachers' family-work balance relationship to job 
performance is positive. Therefore, family work balance and teachers' psychological capital mediate 
the relationship between leadership style and teacher’s job performance. Gender moderates the 
relationship between transformational leadership style and Job Performance, and the relationship 
between family - work balance and transformational leadership style, the relationship between 
family - work balance and job performance. It also moderates the psychological capital and job 
performance.  
Keywords:  Leadership style, Job performance, Family-work balance, Psychological capital 

 
 
 

Introduction 
Education is vital to society. The impact of leadership and school conditions helps schools adapt to 
modernization, advanced teaching practices, global changes and current challenges. phenomena 
include followers and leaders who can bring and transform important assets to the college and 
organization, and ultimately improve organizational efficiency (Northouse, 2018). For example, 
enrich their work practice and affect teachers' performance. The uniqueness of a school, successful 
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strategies and changes are crucial to a successful school (Malak, 2019). Therefore, the research on 
leadership style is of great significance.  

Teacher mobility is a serious problem in many countries, including China (Mao Jinping, Tan 
Meijin, 2015). Research shows that the mobility of teachers may be due to their dissatisfaction with 
their current job or teaching profession (Grant Ashley A, 2022). Especially in recent years, with the 
accelerating process of economic globalization, knowledge workers, as the main force to promote 
scientific and technological innovation, are prone to job burnout in the face of complex job 
requirements. For employees with job burnout, no matter what aspect of job burnout will affect their 
work relationship, work efficiency, work enthusiasm and work performance, and further cause an 
adverse impact on the healthy development of the organization (Wojtysiak Katarzyna, 2022). A large 
number of studies show that there is a certain relationship between employee turnover and job 
satisfaction, and the perception of employee leadership style is an important factor affecting 
employee job satisfaction and turnover intention (Zhang Hongning, 2021). Teams are made up of 
leaders and team members, and leadership styles have a significant impact on team members' job 
satisfaction (Dong-Woo Koo,2016). As a university organization team, university teachers shoulder 
the important mission of cultivating higher talents. However, work performance has an important 
impact on the professional enthusiasm and efficiency of employees, and the human resources of 
university teachers have gradually appeared a diversified knowledge-based trend, so it is particularly 
necessary to improve the job satisfaction of university teachers (Ding Haoge, 2022). University 
teachers need to deal with the relationship between teachers, teachers and students, superiors and 
subordinates, etc., the university leader is the university administrator, the relationship between the 
leadership administrator and the teacher is an important local area network in the school relationship 
network, is the link between the organization and the member, the relationship between the university 
administrator and the teacher is affected by the leadership style, and will also have an impact on the 
work performance of the university teachers (Dasanayaka Chamila, 2021). 

Research shows that leadership style can improve teachers' job performance, but leadership 
style cannot be simply distinguished by good or bad. Different backgrounds and environments 
determine which leadership style can better improve teachers' job performance. Only the correctly 
matched leadership style will have a positive impact on Teachers' job performance (Saleem Aslam, 
Yin & Rao, 2020). In the past, most of the literature focused on the research of leadership style and 
teachers' job performance, and there was no research on the relationship between leadership style 
and teachers' job performance based on the Chinese cultural background. Some research is limited 
to the four leadership styles outlined in Path-goal theory and the five structures of teachers' job 
performance. For example, Dianta Waode et al. (2021) Found that the correlation between 
participatory leadership and performance structure is relatively low. Their research is limited to 
private secondary schools in a developing country in a non-Western Asian context. However, Du 
Chunhong and Yu Yanping (2016) pointed out that participatory leadership promotes the family 
atmosphere in schools. In the long run, schools need mutual responsibility and teacher motivation. 

The background of this paper is China's higher vocational colleges. Many studies have 
shown that it is a failure to simply apply foreign theories and methods to Chinese enterprises, and 
the most important thing is the lack of the characteristics of Chinese culture (Cao, 2013). Ling al. 
(2014) found that there is a unique characteristic of leadership style in Chinese context, that is, virtue, 
which is not mentioned in western research. Li CP, et al. (2003) found that "transformational 
leadership" in the Chinese context includes the following four dimensions: moral modelling, 
leadership charm, vision incentive and personalized care, while the dimension of "moral modelling" 
has never been found in western research, and this dimension fully reflects the Confucian cultural 
thought of the Chinese people, pays attention to self-cultivation and sets an example, and verifies the 
unique moral characteristics of Chinese leadership style. Moreover, the fourth dimension 
"personalized care" is different from the West in the context of Chinese culture. The west only pays 
attention to the work of individual employees, while the "personalized care" in the Chinese context 
includes not only the work of individual employees mentioned in the western research, but also the 
life of employees not mentioned in the western research (Song, 2014). Therefore, the content of 
concern is more extensive.  
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At present, the main theories of leadership style in China include authentic leadership, ethical 
leadership, parental leadership, transactional leadership and inclusive leadership. Relevant research 
shows that leadership style can be used to explain the ups and downs of employee performance. It 
also further indicates that leadership style can be used as an effective variable to predict employee 
performance (Xing and Li 2020). At present, scholars focus on the positive and effective leadership 
according to the development of leadership trend. The purpose of adjusting the leadership mode is to 
adopt a more efficient leadership mode, so as to improve the performance of the enterprise and 
employees, and achieve the "good" and "fast" development of the enterprise (Yu, Deng et al., 2022). 

The emergence of inclusive leadership meets the needs of the rapid development of 
enterprises and the development trend of academic leadership theory. Inclusive leadership can 
integrate the internal human resources of an enterprise more efficiently and flexibly respond to the 
requirements of changing economic environment for enterprise reform. Inclusive leaders can better 
adapt to the complex and changeable management environment, pay more attention to the diversity 
of team members, and pay attention to equal communication and exchange with subordinates, help 
members to understand and solve problems, encourage members to express their opinions in the 
decision-making process, and give members the opportunity to participate in decision-making (Ni 
Lisa, Thomas Horatio, et al., 2022). Tolerance type led to by its high compatibility, create a better 
working environment for employees, is helpful for their creative work, in the enterprise internal, 
inclusive leadership can attach more importance to relations with team members, attaches great 
importance to the members in the psychological demand, improve employee satisfaction, improve 
work enthusiasm and stimulate the work potential, build a more inclusive team atmosphere, Improve 
the job engagement of the staff, and then improve the performance of the staff(Jin Yu, et al.,2022). 
Although inclusive leadership may have a significant positive impact on team performance, the 
relationship between the two is not simply direct and may also be affected by multiple and complex 
factors. The internal mechanism of inclusive leadership on team performance may be comprehensive 
and complex, and the influence of moderating variables and mediating variables should be considered 
comprehensively when studying its internal relations (Nishii Lisa, et al.,2022). At present, there is 
no scholar at home and abroad on the impact of inclusive leadership style on job satisfaction among 
university teacher groups, but Li Yahui ,et al. (2020) conducted research on the managers of domestic 
university research teams, believing that the management style of university team managers will 
affect the scientific research level of university teacher teams, and believes that leadership styles 
should be reflected in cultivating and recognizing team members, which can enable team members 
to give full play to their advantages and achieve mutual benefit and win-win results. 

With the development of social competition and diversity, inclusive school administrators 
are more needed to play a role in the organization. Inclusive leadership is one of the relational 
leadership styles, which is particularly important to the current complex and changeable 
environmental background. Tomlinson, (2004) inclusive leaders focus on the needs of people in the 
organization, listen to the needs of employees, treat employees equally, explain the role and 
responsibility of leaders through the interaction between superiors and subordinates in the 
organization, and show openness, effectiveness and accessibility in the communication and 
interaction with employees. Elizabeth Freeman (2014) believes that learners can experience respect, 
a sense of belonging and the satisfaction of their educational needs in schools that implement 
inclusive leadership. Based on social exchange theory, individuals who obtain emotional needs 
satisfaction and respect are more willing to repay the organization with high performance. Previous 
studies have confirmed the impact of inclusive leadership on job performance. For example, inclusive 
leadership advocates collaboration and opposes discrimination, which can promote the development 
of special education and improve the work performance of special education teachers (Li, 2015). 
Inclusive leadership is significantly positively correlated with teachers' job performance. Inclusive 
leadership has a positive impact on the performance of research teams in domestic universities. A 
team is composed of leaders and team members, and leadership style has a significant impact on 
team members' job satisfaction. As a team, university teachers shoulder the important mission of 
cultivating talents. Job performance plays an important role in the career enthusiasm and efficiency 
of employees, and the human resources of university teachers gradually appear to be diversified and 
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knowledge-based, so it is particularly necessary to improve the job performance of university 
teachers (Jane, 2016). However, in a world where work takes up so much of our time, workplace 
loneliness is becoming increasingly common. Skaalvik & Skaalvik, (2011) found in his research that 
loneliness in the workplace results from the difference between an individual's expected interpersonal 
relationship and the actual interpersonal relationship, and the individual is unable to change it. If 
school leaders adopt an inclusive and friendly way and are good at listening to teachers' opinions and 
opinions, they can encourage primary and secondary school teachers to express themselves, feel a 
sense of belonging and integration into the organization, and feel less lonely, which is conducive to 
the improvement of work performance.  

Wang Pengli (2020) believes that positive and stable emotions are the guarantee for teachers 
to carry out education and teaching work, improve teaching effectiveness and help improve 
organizational work performance. Under the influence of inclusive leadership style, leaders are 
inclusive and open, provide constructive opinions and suggestions to teachers, narrow the distance 
with teachers, and pay attention to the workplace emotions of teachers, which is conducive to better 
education and teaching work and improve work performance. Inclusiveness is a historical experience 
in the development of Chinese culture and an important thought in the UN Millennium Development 
Goals. Inclusiveness is a driving force for social change in China and a symbol of contemporary 
civilization. Inclusive leadership is a leadership style based on the dependence relationship between 
the leader and the employee. It focuses on the needs and interests of employees, and cooperation with 
employees can better exert their potential and energy, thus exerting a certain influence on their job 
satisfaction (Chung, et al. 2020). Siyal et el., (2023) explored how inclusive leadership affects the 
task performance of subordinates in the Chinese hotel industry. The research results indicate that 
inclusive leaders directly or indirectly improve the task performance of subordinates through 
psychological empowerment. In addition, trust in leaders moderates the direct connection between 
inclusive leadership and task performance and psychological empowerment. Inclusive leadership can 
provide a competitive advantage for the hotel industry in terms of global sustainable development 
and the current COVID-19. 

Therefore, this paper selects inclusive leadership style and transformational leadership style 
as independent variables and fully considers the characteristics of "Chinese culture" as the research 
environment. China's higher vocational colleges will be the research subject to fill the research gap. 
On the other hand, although previous related studies have made some theoretical and practical 
achievements, they are all based on the Western cultural background. And in the past research, work-
family balance and psychological capital rarely appear as the mediators of leadership style and 
teachers' work performance.  

Literature Review 
As discussed in the introduction, previous studies on leadership style and teachers' work performance 
lack relevant theoretical literature on the intermediary variable, especially the study of work-family 
balance. This paper will fill this research gap and build a model. This section surveys relevant 
literatures, analyses the relationship between variables, and provides literature support for subsequent 
empirical research. 
 
Theoretical underpinnings 
The Transformational Leadership Theory can provide theoretical support to the relationship between 
the transformational leadership style and job performance in the context of China's higher vocational 
colleges. By the mid-1980s, Bass (1985) put forward a broader and more precise theory of 
transformational leadership, which held that transformational leadership stimulates employees' high-
level needs by making them aware of their importance at work. By establishing a working atmosphere 
of mutual trust, employees are willing to sacrifice their own interests for the collective interests of 
the unit, so that the performance may exceed the original expectations. 

Conservation of Resources Theory (COR) can prove that there may be a correlation between 
work-family balance and job performance. Work-family balance represents a state of coordination 
achieved by individuals to protect resources, avoid losses and reduce emotional exhaustion (Frone et 
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al, 1992), and is regarded as a valuable resource (Cao & Qu, 2014). People organization matching is 
a powerful and positive resource. Individuals can make full use of these resources to deal with work 
family relations, ease work family conflicts, and promote the balance between the two (Zheng Shilin 
and Xia Fubin, 2017). The positive experience generated will spill over into the work field and affect 
individual job satisfaction (Wayne et al, 2017). This will affect job performance. 
Human Relations Theory (Meyao, 1930s) is a completely new management theory that studies the 
impact and role of human motivation on improving labor productivity. However, inclusive leadership 
style is based on this theory. Carmeli and Reiter (2010) proposed that inclusive leadership is a specific 
form of relational leadership. Inclusive leadership refers to the openness, accessibility, and 
effectiveness of leaders in their interactions with subordinates, focusing on whether subordinates feel 
that leadership is effective, whether leaders listen to and pay attention to their needs. However, 
inclusive leadership style is based on this theory. Inclusive leadership not only focuses on the attitude 
and behavior of leaders, but also on the attitude and behavior of subordinates. It pays attention to 
two-way communication and feedback between leaders and subordinates, which can effectively 
mobilize the enthusiasm and autonomy of organizational members, fully exploit their personal 
potential, and improve work performance. 
 
Leadership Style and Job Performance 
In 1978, James McGregor Burns, based on the qualitative classification of political leaders, proposed 
that the leadership process should include transactional and transformational leadership behaviors. 
This classification opened up new ideas for the study of leadership behavior; In 1985, Bass formally 
put forward the exchange leadership behavior theory and the transformational leadership behavior 
theory. It takes a more practical view than the previous theories. It treats leadership behavior from 
the perspective of an "ordinary person walking on the street". It has practical application value and 
has been widely used in practice. 

Many scholars have done a lot of research on the relationship between leadership style and 
job performance, and there is many empirical evidence on the overall relationship between the two. 
According to leadership theory, leadership style will greatly affect employees' work attitude, work 
behavior and work performance. 

Some studies believe that among the many characteristics of leadership behavior, 
demanding, humane, morally corrupt, and highly charismatic characteristics can significantly affect 
the relationship between people in the group and enterprises. Leaders implement different 
management systems, methods and behavioral characteristics, and the leaders will have different 
emotional attitudes and inner experiences. The emotional attitudes and inner feelings generated under 
such influence can predict their work attitude and performance (Hoffman, Woehr, 2006). Wan 
Pengyu et al. (Wan Pengyu, 2019) took the paired data of 79 supervisors and 365 knowledge workers 
as samples, and the results showed that spiritual leadership significantly positively predicted the 
innovation performance of knowledge workers. Some researchers pointed out that if leaders adopt 
more transformational behaviors, the leaders will have more positive behaviors, which will change 
the work attitude, work performance and effort level of the leaders. Both transformational and 
authentic leaders will enhance employees' self-efficacy and self-confidence through their enthusiasm 
and integrity, and provide employees with a hopeful and optimistic outlook (Liu Jingjiang et al., 
2013).  
Parental leadership pays more attention to discipline, which is a leadership style that attaches great 
importance to its own authority, that is, a strong sense of morality and integrity (Sui and Wang, 
2012). Research by Zheng, et al., 2000) found that benevolent and virtuous leadership is positively 
related to employee job satisfaction, while serious and impersonal regular leadership will cause 
employees' anger and other negative emotions, which will make employees' satisfaction with their 
jobs rapidly decline. Leadership style can greatly promote the establishment of organizational 
diversity, play an important role in developing, cultivating and improving employees' talents, and 
have a significant impact on employees' work performance (Yu, 2012). Liu Pingqing's research found 
that caring leadership positively predicted teachers' work engagement, while structural leadership 
emphasizing performance significantly negatively predicted work engagement (Liu, 2013). Lai 
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(2006) found that the headmaster's leadership style significantly predicted the work input of primary 
school teachers. Ghorbanzadeh D explored the factors that affect innovative work behavior and work 
performance, while considering the moderating factors. Through sampling surveys, it was found that 
innovative work behavior moderates the relationship between colleague support, work autonomy, 
and work performance. Leadership style and psychological capital also have varying degrees of 
influence on innovative work behavior and work performance (Hussain, et al, 2023). 

Bass (1985) believed that transformational leadership style can make subordinates produce 
higher performance level than expected. Whether subordinates work hard or not is largely determined 
by their sense of mission, their internal motivation for work and their commitment to leaders. These 
factors make their work performance exceed the standard limit. The charismatic and motivational 
behaviors displayed by leaders in the transformational leadership style not only enhance the 
importance of subordinates to their internal values and work tasks, but also improve their 
commitment and recognition to work tasks, thus improving work performance. Li, Shang and 
Yuvanadium (2012) believed that transformational leadership would greatly improve and promote 
employees' work performance. Wang et al., (2015) also believe that transformational leadership style 
can positively predict work performance. Previous studies have shown that transformational 
leadership style is positively related to employees' work attitude, work behavior and organizational 
performance, which can have a profound impact on employees by encouraging them to sublimate 
their personal interests into organizational interests. For example, vision motivation and moral 
example in transformational leadership style have a significant impact on employees' organizational 
commitment and job satisfaction, while leadership charm and personalized care have a significant 
impact on employees' satisfaction (Leith, 1992). The transformational leadership style has a 
significant positive impact on employees' work engagement (Pillai, 1999). Chen et al. (2010) 
conducted empirical research on 480 enterprise employees, and the results showed that 
transformational leadership style can help reduce employee turnover intention. Wang Bei et al. 
(Wang, 2011) explored the mechanism of transformational leadership style affecting turnover 
intention through organizational support, and found that transformational leadership style can 
positively affect employees' turnover intention. Hu, (2013) showed that the transformational 
leadership behavior of university presidents has a positive impact on teachers' work performance. 

Carmeli et al defined inclusive leadership as a leadership style with three characteristics of 
openness, accessibility and effectiveness presented by effective expression and interaction between 
managers and subordinates (Carmeli 2010). Gao, (2010), Zhu, (2011), Li, (2012) and others believe 
that inclusive leadership has the elements of fairness, openness, democracy and inclusion. Inclusive 
leaders can treat employees in an open, friendly, tolerant and supportive manner, thus improving 
their work performance. Inclusive leadership can better adapt to the complexity of the management 
situation and the complexity of the new generation of employees, and has a positive role in promoting 
employees' work performance and work performance (Fang Yangchun, 2014). Gao (2021) proposed 
that the inclusive leadership style can make the managers of the teacher group aware of their 
responsibilities, thereby stimulating their pursuit of teaching work, social status and self-realization, 
so as to improve the overall education of the teacher organization, so that it achieves leadership 
behaviors that exceed the original expected results, and points out that inclusive leadership styles 
should be reflected in four aspects: charisma, individualized care, intellectual stimulation and 
idealized influence in the teacher group. Jin Fang (2020) and other scholars showed that inclusive 
leadership style significantly positively affects the work engagement of teachers, and the principal's 
leadership style can significantly predict teachers' job satisfaction. The influence of inclusive 
leadership style on the job satisfaction of teachers is also influenced by the mediating factors of 
psychological capital and family-work balance. 

Transformational leaders can achieve and strengthen the goal commitment of organizational 
members through organizational vision, which is different from the focus of inclusive leaders (Yang 
Zhongxing, 2012). transformational leaders pay more attention to the realization of members' vision 
and the results of organizational commitment, while inclusive leaders pay more attention to the 
effective help put forward in the process of achieving organizational goals (Bass, 2003). Avolin and 
Base (2004) recognize that transformational leaders realize the pursuit of the mission and original 
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vision of the organization through the change of members, and exert influence on followers through 
idealized influence, while inclusive leaders focus on the sense of belonging and organizational 
support of members, so as to help the members of the organization realize self-worth and dedication, 
accept the differences of the members of the organization, and encourage the members of the 
organization to play their talents. 

Based on the literature review and research background, this study selected inclusive 
leadership style and transformational leadership style as independent variables to study their impact 
on teacher performance. 
 
Psychological Capital and Leadership Style 
Psychological capital is a kind of positive psychological state, which is manifested in the process of 
individual growth and development, and is the core of individual positive psychological elements, 
specifically manifested as a psychological state that conforms to the criteria of positive organizational 
behavior (Xiong and Ye, 2014). 

The theory of psychological resources is the basic theory of psychological capital (Xu, 2010). 
The better the individual's psychological resources, the easier it will be to succeed. The theory of 
resource conservation (COR), as a part of the theory of psychological resources, can well explain the 
formation and function mechanism of psychological capital. Psychological capital conforms to the 
theory of key resources and the theory of multiple resources. Psychological capital is the individual 
potential that can be developed. At present, the academic community has not reached an agreement 
on the content structure of psychological capital. The four-dimensional structure theory, the three-
dimensional structure theory and the multidimensional structure theory are representative views at 
present. 

Bass believes that different leadership styles have a strong emotional component and 
spiritual promotion effect, which can enhance the psychological capital of employees. For example, 
transformational leadership style can gain employees' recognition, respect and trust through 
leadership charm and personal charm, and become an example for employees to learn and imitate; 
Employees who feel charismatic leadership often imitate charismatic leadership behaviors, 
experience positive emotions in the process, influence and enhance their sense of self-efficacy, and 
improve their motivation level (Zuo, 2012). By building a vision, leadership style can help employees 
clarify the goal and direction of their efforts and recognize the value and significance of their work; 
Moreover, these goals and visions can stimulate employees' enthusiasm, enhance their hopes and 
confidence in the future, and guide them to have a positive and optimistic working attitude and 
cooperative spirit (Chen Yongxia et al., 2006). On the other hand, the inclusive leader is a supportive 
factor that is suitable for various situations and may enhance employees' psychological 
empowerment (Nazari et al., 2023). Therefore, leadership style can have a positive impact on 
employees' psychological cognition through leadership charm, leadership charisma, intellectual 
stimulation and personalized care to improve their psychological capital. As an individual's general 
positive psychological state, psychological capital represents the positive psychological resources 
owned by the individual. When an employee has rich psychological resources, it will fully stimulate 
his motivation and work harder to achieve work goals. That is, psychological capital is positively 
related to work attitude and work behavior, and has a positive role in promoting work attitude and 
work behavior. 
 
Psychological Capital and Job Performance 
On the basis of human capital and social capital, psychological capital, as a new capital, can reflect 
the competitiveness of individuals. This is an individual's positive mental abilities that can be 
measured, developed, and can improve job performance. Hendrik (2020) had shown that the overall 
structure or individual factors of psychological capital can improve individual job satisfaction, 
organizational commitment, political success, sales performance, leadership effectiveness, strategic 
decision-making effectiveness, and performance, thereby reducing employee work stress and 
absenteeism. It enhances subordinates' optimism, retention tendency and job satisfaction, reduces 
subordinate absenteeism rate, promotes the effectiveness of organizational reform and increases the 
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number of companies founded, and improves organizational resilience, profitability and company 
performance. Wen Xing (2022) conducted an extensive study of 506 health care workers and found 
that the psychological endurance of employees will have a direct impact on their job performance, 
and will greatly affect their career advancement.  

Wang, (2007), Zhong, (2007) believe that psychological capital is an intangible asset that 
can be interfered with in an organization. The physical and psychological of employees will be 
affected by the sense of organizational support. A positive sense of support will stimulate the 
psychological potential of employees, and improve the psychological capital of employees. Giving 
high expectations and trust to employees will improve their self-efficacy (Chen et al., 2006), and the 
improvement of employees' self-efficacy can lead to the improvement of work engagement (Yang 
Tingting et al., 2013). The higher the psychological capital of employees, the more psychological 
resources they have, such as hope, optimism and resilience, which can support their talents, so as to 
improve their work performance (Zhao et al., 2014). Luthans et al. studied 422 Chinese employees, 
and found that employees' psychological capital and its three dimensions of hope, resilience and 
optimism significantly predicted their work performance, and the interpretation rate of psychological 
capital as a comprehensive indicator of work performance was far higher than that of any of its 
dimensions. Their subsequent research on this aspect, which took Chinese employees as the research 
object, further confirmed that the psychological capital of Chinese employees and the subjective and 
objective performance of the subjects themselves have mutual influence (Luthan et al., 2005).  

Jia Yanyan studied the relationship between job characteristics, employee psychological 
capital and job performance, and found that job characteristics significantly predicted psychological 
capital and job performance, while psychological capital significantly predicted job performance (Jia 
, 2010). A few recent studies have also summarized that social networks, institutions, behavioural, 
and psychological factors can also affect performance (Cheng C. et al., 2023). Zhang, Y et al based 
on the social cognitive theory, hypothesized that individual psychological resources, entrepreneurial 
resilience (ER) and entrepreneurial self-efficacy (ESE), mediate the association between EO and 
GEI, and sought to investigate the impact of sustainability orientation (SO) in the relationship 
between EO and GEI, they found that EO significantly influences GEI. Further, ER and ESE 
significantly mediate the link between EO and GEI. Moreover, they found that SO significantly 
moderates the relationship between EO and GEI such that the association is stronger at high levels 
of SO and vice versa (Zhang, et al, 2023). 
 
Psychological capital plays an intermediary role 
Previous studies have also shown that psychological capital plays a mediating role between 
transformational leadership and employees' work attitude and performance. Chen, et al. (2012) 
studied several enterprises in the south of ChLi Lei's research on the relationship between the 
psychological capital, work performance and organizational commitment of middle-level managers 
and the transformational leadership behavior of their superiors shows that the psychological capital 
of subordinates plays an intermediary role between transformational leadership style and their work 
performance and organizational commitment. Sui Yang et al. (2012) investigated the employees of 
the distribution department of a logistics company and their direct supervisors, and found that 
transformational leaders can promote their work performance and satisfaction through their 
psychological capital. Li and Shang (2009) surveyed 230 MBA students in Shenzhen and Xi'an. The 
structural equation model analysis results showed that transformational leadership is related to the 
organizational commitment of subordinates, and the psychological capital of subordinates plays a 
mediating role in the relationship between the two. Su, M studied the impact of psychological capital 
in social sustainability practices on the work performance and job satisfaction of couriers in the 
context of the COVID-19. A research model was designed from the theoretical perspectives of 
Maslow's hierarchy of needs, fairness, and psychological safety theory. The results showed that 
social sustainability practices such as work environment, work conditions, health and safety, 
education and training had a positive impact on the work performance and job satisfaction of couriers 
during the epidemic through the mediation of psychological capital (Su ,2023).  
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Zhou, et al. (2018) research showed that psychological capital is positively correlated with 
job satisfaction of teachers, which can predict the variation of work engagement factors (vigor, 
dedication, focus). Kuan, et al. (2017) studied the relationship between the psychological capital and 
job satisfaction of middle school teachers, and found that both resilience and optimism in 
psychological capital had a significant positive impact on job satisfaction. Mao Jinping’s (2015) 
survey of primary and secondary school teachers showed that both teachers ‘psychological capital 
and family domains significantly positively promoted their job satisfaction. Xue et al., (2017), 
represented by 327 preschool teachers, drew a conclusion through questionnaire survey that inclusive 
leadership has a significant positive impact on preschool teachers' work input, and the psychological 
capital and organizational identity play a certain intermediary role. They also advocated inclusive 
leadership in schools, and creating an equal and respectful organizational atmosphere can effectively 
improve preschool teachers' work input. Xue Dingming et al. further took 474 middle school teachers 
as samples and found that inclusive leadership was significantly positively correlated with the work 
performance of middle school teachers, and psychological capital played a mediating role. 
 
Therefore, it is inferred that psychological capital may also play a mediating role between leadership 
style and job performance in higher vocational colleges. 
 
Family-work balance and leadership style 
Driven by the rapid economic development and the social trend of innovation, the current employees 
are under huge work pressure. The busy and tense work makes most workers face the problem of 
balance between work and family, which affects the performance of employees and the career of 
employees. Various aspects such as well-being have had an important impact. Dianta, (2021) focused 
on the research on the status quo and influencing factors of family-work balance among 
entrepreneurs. The results of the study showed that leadership style has a significant positive impact 
on entrepreneurs' work-life balance, and psychological empowerment is the difference between the 
two. According to the research results, the scholar proposed that work-life balance is a common 
problem encountered in the process of entrepreneurship, and simply reducing working hours or 
workload is not a good strategy to achieve work-life balance. Li, (2015) scholar conducted a study 
on the influence of employees' home-work balance on their creativity. The results of the study 
showed that a good home-work balance will have a positive impact on employees' creativity at work, 
but this It will be affected by the regulation of leadership style, and the scholar pointed out that there 
is a positive spill over effect and a multiplicative effect between work and life, and employees should 
pursue a higher level of work-life balance, that is, increase the psychological empowerment of 
employees through inclusive leadership styles, so that Employee autonomy leads to increased job 
satisfaction, which in turn drives quality of life, and so on.  
 
Family-Work balance and Job Performance 
Work and family are two important areas of people's lives, and the relationship between the two will 
have a direct impact on the performance of employees in modern organizations. Shadiya (2017) 
scholar found that job satisfaction has a direct impact on employees' work participation, and these 
will be affected by factors such as family domain resources' motivation, job performance, 
organizational management behavior, etc. It is pointed out that a good work-family balance 
relationship will have a significant impact on employee work participation. Fiebig, (2018) scholars 
showed that the family-work balance relationship of enterprise employees has a significant positive 
correlation with work performance, and employees' job satisfaction will have a positive incentive 
effect on employees' active work, thereby improving enterprise performance and promoting market 
economy development. According to important social exchange theory, increased job satisfaction 
will reduce employee turnover intentions, which in turn will make employees work harder to seek 
reporting in the field of work, with a two-way positive effect on the field of family. 

Kahn (1990) explored the conditions leading to job burnout and job engagement by using 
the method of qualitative interviews, and found the evaluation indicators of family-work balance 
relationship through the research of archival data and interviews. Family-work balance will affect 
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the expression of body, cognition and emotion in role performance. Britt et al. (2001) believed that 
work engagement includes three dimensions: sense of responsibility, performance impact perception 
and commitment. Individuals realize that their own development will be affected by work 
performance, so they show a strong sense of responsibility and commitment to work, and the family-
work balance relationship will affect work engagement. Rothbard (2001) explored the degree of 
impact on work performance from the perspective of work and family roles, and concluded that the 
balance between the two has a certain positive impact on individual work performance. 
 
Mediation of family-work balance 
At present, there are few studies on the mediating mechanism of the influence of leadership style on 
teachers' work performance. Zhong and Bi (2011) showed that all dimensions of leadership behavior 
have a significant impact on subordinates' work engagement, in which the family-work balance 
relationship plays an intermediary role. At the same time, they also believed that managers should 
not only improve subordinates' work performance through a good team atmosphere, but also adopt 
appropriate leadership methods to improve their care and support for subordinates, So as to improve 
the interpersonal relationship within the organization and the work happiness of employees: to assign 
work, we should distinguish rights and responsibilities, improve the enthusiasm of work, advocate 
efficient completion of work, and balance family and work. Anakpo, et al. (2023) conducted a 
systematic review of the impact of family work balance on employee productivity and performance. 
The research results showed that the impact of the family work balance model on employee 
productivity and performance depends on a series of factors, such as job nature, employer and 
industry characteristics, and family environment. However, maintaining family work balance has a 
positive impact on most people. 

Work-life balance, also known as work-family balance plan, refers to the plan that the 
organization helps employees understand and correctly view the relationship between family and 
work, mediate the conflict between occupation and family, and relieve the pressure caused to 
employees due to the imbalance of work-family relationship. Generally speaking, the main problem 
of single adults is to find a spouse and decide whether to marry and form a family. At the early stage 
after marriage, it becomes a top priority to adapt to the life of the two people, decide whether to have 
children, and make long-term commitment to family form and financial requirements. After the child 
is born, it becomes the primary task to experience the experience of being a parent and take the 
responsibility of raising and educating the child. When their children grow up, they should not only 
adapt to the empty nest life, but also start to provide food, clothing and financial care for their parents. 
Some of the pressure caused by these needs will affect employees' work mood and energy 
distribution, while others will form strong professional needs and work motivation, and ultimately 
affect employees' participation in work. Therefore, work-family balance may exist as a mediator 
between leadership style and teacher job performance. 

 
Gender and Marital Status have moderation effect 
Charles (2019) et al. divided the factors affecting teachers' leadership style into: First, personal 
factors; Second, Job related factors. The study found that the difference analysis of gender in various 
research variables shows that men are more subject to transformational leadership than women, while 
women feel more transactional leadership than men. The difference analysis of marital status in 
various research variables shows that there is a significant difference in transactional leadership style 
between married employees and unmarried employees. 

Tan, (2015) introduced gender as a moderator in the study of the relationship between 
transformational leadership style, teachers' psychological capital and work engagement in primary 
and secondary schools. The results showed that transformational leadership style, teachers' task-
based psychological capital, interpersonal psychological capital and work engagement were 
significantly positively correlated with each other, and the impact of transformational leadership style 
perceived by female teachers on their work engagement was significantly higher than that of male 
teachers, However, the impact of task-based psychological capital on job engagement of male 
teachers is significantly higher than that of female teachers. It shows that gender plays a significant 
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role in the regulation of leadership style and work engagement, and gender plays a significant role in 
the regulation of psychological capital and work engagement. 

Wu (2022) took the individual characteristics of teachers (gender, age, education level) as 
the moderating variables in the study. Zhang (2021) studied the influencing factors of teachers' work 
engagement and concluded that the influencing factors of teachers' work engagement include 
personal factors, job characteristics and cultural factors, among which gender, age and marital status 
of personal factors have a certain role in moderating teachers' work engagement. Li (2019), based on 
the survey data of schools in 13 provinces in China, studied the current situation and causes of 
secondary school teachers' work engagement, and found that teachers' length of teaching, gender and 
other factors would significantly affect the level of teachers' work engagement. 

Zinet, (2019), in his research on leadership style and behavior in Ethiopia's healthcare 
industry, introduced the family-work balance relationship as a mediator and demographic variables 
such as gender as a moderator variable. The analysis of research results showed that all dimensions 
of transformational leadership were positively correlated with patient behavior, and there was a 
strong correlation between leadership style and work-family balance of employees, In addition, 
women's leadership style has a stronger impact on work-family balance than men's, indicating that 
gender plays a significant role in the adjustment of leadership style and work-family balance. 

Wan (2017) used the work-family balance questionnaire, the psychological capital 
questionnaire and the work performance questionnaire to investigate front-line employees in the 
study of the effect of work-family balance on the work performance of front-line employees: the 
intermediary role of psychological capital and the regulatory role of gender. The results showed that 
work-family balance was significantly negatively correlated with psychological capital and work 
performance (r=-0588, P<0.001; R=-0.572, P<0.001), Psychological capital and work performance 
were significantly positively correlated (r=0.690, P<0. 001) 001). Psychological capital is the 
intermediary variable of work-family balance and work performance, and the intermediary effect rate 
is 55. 5% 20%. Gender has a significant moderating effect on the relationship between work-family 
balance and job performance, and gender has a significant moderating effect on the relationship 
between psychological capital and job performance. 

Song et el., (2013), in the study of family balance and work engagement, built a research 
model of work-family balance of employees on job satisfaction, and introduced gender as a 
moderator to study the actions taken by men and women when they encounter the same work-family 
conflict. Wang etc. (2019) also introduced gender as a moderating variable in the study of employees' 
work engagement. The study showed that gender differences have a moderating effect on employees' 
psychological capital and work engagement. 

Lu, (2020) introduced gender as a moderator in the study of the impact of work-family 
balance on work engagement. The results showed that both men and women did not reduce their 
work engagement when work affected family; When family influences work more deeply, women 
will reduce their enthusiasm for work. Gender plays a significant moderating role in the influence of 
family work balance on work engagement. 

Sarwar (2021) found that marital status can also moderates the job satisfaction of female 
teachers, and there is a high correlation between higher level of work-family conflict and having 
children at home to take care of and emotional apathy of family members. Research shows that a 
happy marriage and harmonious family among married female teachers can provide emotional 
support for young female teachers and help balance the relationship between family and work. 

Lu (2021) found that married teachers scored significantly higher than unmarried teachers in 
terms of psychological capital and work input, and female teachers were significantly higher than 
male teachers. In addition, women's psychological capital can significantly positively predict work 
engagement (β= 0.216, t=4.032, P<0.001), indicating that gender plays a moderating role between 
psychological capital and job performance; Married teachers' psychological capital can significantly 
and positively predict work engagement (β= 0.629, t=17.261, P<0.001), indicating that marital status 
plays a moderating role between psychological capital and job performance. 

In summary, psychological capital and family work balance may mediate the independent 
variables (transformational leadership style and inclusive leadership style) and the dependent 
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variable (teacher job performance), while gender and marital status may play a moderating role. This 
article proposes a conceptual framework based on this viewpoint for future research. 

 
Research Methodology  

Firstly, based on existing literature and research objectives, combined with relevant theories in 
management, organizational behaviour, and social psychology, this study established a theoretical 
model in which leadership style in higher vocational colleges is the independent variable, teacher job 
performance is the dependent variable, university teacher psychological capital, and family life 
balance are the intermediary variables, and teacher gender and marital status are the moderators. 
Next, data will be collected through a questionnaire survey, and the collected valid data will be 
statistically analysed to test the research hypothesis. 

For the methods of data analysis, reliability and validity analysis, descriptive statistical 
analysis, correlation analysis, regression analysis, and structural equation modelling will be applied 
to deal with the data of questionnaire. And for analysis tools, EpiData3.1, SPSS23.0 and Amos21.0 
structural equation model statistical analysis software package will be mainly used.	In the process of 
this research, different interpretation perspectives and theoretical assumptions will be compared, and 
the results of this research will be compared with the previous research results, and the comparison 
results will be analysed and explained. 

 
Proposed Conceptual Framework  

Based on the above literature, this paper proposes a model of leadership style and job performance, 
emphasizing the mediating variable effects of leadership style and job performance. In addition, 
gender and marital status exist as moderating variables. Specific assumptions can be summarized in 
the following six aspects: 

1. The leadership style of college administrators (including Transformational Leadership 
Style and Inclusive Leadership Style) has an impact on college teachers’ work 
performance:	Based on the mediating effects of psychological capital and family-work 
balance. 

2. The leadership style of college administrators has a positive impact on the psychological 
capital of college teachers. 

3. The leadership style of college administrators to the relationship between college teachers’ 
family-work balance is positive. 

4. The psychological capital of college teachers affects the performance of teachers. College 
teachers' psychological capital to job performance is positive. 

5. College teachers' family-work balance relationship affects teachers' work performance. 
College teachers' family-work balance relationship to job performance is positive. 
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6. Gender and marital status exist as moderators. 

 
Research Limitation and Future Direction  

This study merely finished the theoretical framework's early work about the connections among 
leadership styles, family work balance, psychological capital, and job performance as well as gender 
and marital status as moderators. Next, a suitable number of design questionnaires need to be 
distributed to collect valid data and verify whether or how the variables are related to each other. But 
due to the large amount of information and many questions in the questionnaire, the surveyed 
teachers are difficult to digest and understand at the moment, so the results of the data may inevitably 
produce some errors. Moreover, the questionnaire needs to investigate the dean's leadership style, as 
well as his own organizational commitment and work performance. Teachers may have concerns, so 
the results of the data may be subjective. 
 

Conclusions  
This study analyses the influence mechanism of leadership style on the work performance of 
university teachers from the overall analysis. It only completed the preliminary work of the 
theoretical framework about Transformational leadership style, Inclusive leadership style, Family 
work balance, Psychological Capital, Job Performance, Gender and Marital status. The study has the 
potential to add to the academic literature and practical practice of family work balance and 
psychological capital as mediating variables of leadership styles and job performance. especially in 
the field of vocational colleges and universities in China. Conducting research to bridge identified 
gaps in academic work on the research gap is the summit of academic success.  

Second, Through the research of this paper, university leaders can realize the important role 
of leadership style in the university teacher team, and appreciate the mediating role of work-family 
balance and psychological capital, and on this basis, provide certain suggestions for college 
administrators, help them innovate leadership styles, deepen the connection between university 
teacher teams, enhance the professional identity and work performance of university teachers, and 
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help to achieve the common growth of university organizations and individuals. Ultimately, this 
study can serve as the basis for further research on work-family balance and psychological capital in 
other fields. It also lays the foundation for human resources research in higher vocational colleges. 
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