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INTRDUCTION

Relevance of the research topic. Human resources determine the normal operation and development of schools, enterprises and other units, and are the first resource for the development of all kinds of units and institutions. At present, the management concept of "people-oriented" has been more and more recognized, and many schools and enterprises have gradually strengthened the importance of "human development", thinking about the rational use of human resources and training.
However, some schools and enterprises have gradually revealed the limitations of their insufficient understanding of the importance of human resource management in the context of the rapid development of society. For schools, when people mention "human resource management", the first thing that comes to mind is the management of the teaching staff, and the scientific research related to human resource management in schools is mostly focused on the development strategy of the teaching staff and the positioning of the management department's functions, etc., but the management of human resource managers is seldom mentioned. Human resource managers are an important role in the process of school operation and management, but they are also a research object that is easily neglected. When interacting with others, if HR is skilled in applying appropriate psychological knowledge, then this will make a huge difference in their career. 
The state of mental health can have a significant impact on employee motivation, as it directly stimulates them to show their abilities and potential, which in turn leads to more efficient performance of tasks. However, in a negative state of mind, employees may not be able to maintain a high level of enthusiasm and autonomy to engage in their work. Therefore, the core objective of human resource management is how to motivate people's labor force and manifest it by enhancing their effectiveness at work.
The current state of development of scientific and applied psychology and psychological practice, on the one hand, is distinguished by the existence of a large number of scientific schools, theories and concepts in scientific and applied psychology, on the other hand, there is an increase in public demand for psychological services, which gave rise to a large number of psychological practices.
The problems of the connection between scientific psychology and psychological practice were studied most systematically in the works of scientists (V. Frankl, S. Freud, W. James, S.D. Maksimenko, A. Maslow, C. Rogers,                                   V.V.  Rybalka, W. Wundt etc.).
[bookmark: _Hlk148200928]Applied psychology is a branch of psychology that studies how to apply psychological principles and methods in various fields such as education, work, clinical psychology and many others. Many scientists have made significant contributions to this field (A. Bandura, G. Barret, B. Bass, S. Freud, K. Horney,                           W. James, A. Maslow, B. Skinner etc.).
Along with this, the problem of theoretical understanding and systematization of psychological practice, methods and methods of work of practical psychologists, conceptual approaches in applied psychology remains quite acute. 
As for the problem of using the methods of applied psychology in personnel management, in human resources management, this problem has been studied by many scientists and researchers for many years (M. Armstrong, W. Cascio,                                  Т.P. Chernyavska, О.V. Dancheva, P. Druker, F. Fidler, E. Mayo, A. Maslow,                          F. Herzberg, D. McGregor, Yu.M. Shvalb, F. Taylor etc.).
Therefore, the search for theoretical origins, methodological foundations, socio-historical and logical-scientific factors of the development of applied psychology is becoming more and more relevant today.
Based on the importance of these issues, their lack of development in modern psychological science, and their significance for psychological practice, the thesis topic « Applied Psychology in Human Resource Management in Chinese Universities» was chosen.             
Object of study: theoretical and practical foundations of applied psychology, its role in the context of human resource management in Chinese universities.

Subject of research: applied psychology in human resource management in Chinese universities.
The purpose of the study: substantiation of theoretical foundations and development of events for t the introduction and development of applied psychology in human resource management in Chinese universities. 
To achieve the goal, the research tasks were defined:
1. Conduct a theoretical analysis of psychological literature on the problem of applied psychology in human resource management.
2. Determine the psychological characteristics of human resource management and applied psychology in higher education.
3. To establish the psychological features of the current state of application of applied psychology in human resource management in leading universities in China.
4. To develop directions for the introduction and development of applied psychology in human resource management in Chinese universities. 
Methods of research. To achieve the goal set in the work, the following research methods were used: theoretical (analysis, synthesis, comparison, abstraction, generalization, systematization of scientific literature on the problem Applied Psychology in Human Resource Management in Chinese Universities); empirical (conversation, observation, empirical analysis, normative analysis).
Structure and scope of work. The work consists of introduction, three chapters, conclusions, references (78 names), and 5 appendices. The total amount of qualification project is 85 pages. The work includes 8 tables and 9 figures.






CHAPTER 1
APPLIED PSYCHOLOGY 
IN HUMAN RESOURCE MANAGEMENT

1.1. Theoretical aspects of applied psychology in human resource management

Carrying out a theoretical analysis of the psychological literature of aspects of applied psychology in human resource management, we will begin by considering the connection and mutual influence of psychological practice and scientific psychology, as well as the features of the formation and current state of psychological practice.
The theoretical basis of the research consists of the fundamental works of psychologists regarding the subject and specifics of psychological science (V. Frankl,                              S. Freud, W. James, C. Jung, S.D. Maksimenko, A. Maslow, C. Rogers,                            V.V.  Rybalka, W. Wundt та ін.) [     ].
W. James (1842-1910), American philosopher and psychologist. He made a significant contribution to the development of psychology. His scientific works had a great influence on the development of psychology and philosophy [ ]. His ideas continue to influence modern research in the field of psychology, philosophy, and related disciplines. It is possible to consider some psychological concepts developed by the scientist.
1. Functionalism: W. James became one of the founders of functionalism, one of the first scientific schools of psychology. Functionalism focused on the study of how various psychological processes serve to adapt a person to the environment. This approach focused attention on the role of psychological functions in behavior and adaptation.
2. The principal theory of self-awareness: the researcher proposed a theory of self-awareness that describes how consciousness forms an idea about oneself.
3. Emotions: the scientist contributed to the understanding of emotions, developed a theory of emotions. According to his theory, physiological changes, such as accelerated heart rate or increased blood pressure, precede the awareness of emotions. He believed that emotions are not simply a reaction to events, but rather a conscious experience of them.
4. Consciousness and attention: W. James also studied the nature of consciousness and attention. His work helped to develop the understanding of attention as a process of choice and concentration, as well as to explore various states of consciousness [ ]. 
S. Freud (1856-1939), an Austrian neurologist and psychiatrist, and his contribution to psychology and psychological practice was enormous. Here are some key aspects of his contribution:
1. Psychoanalysis: The scientist developed the theory and practice of psychoanalysis, which has become one of the most influential scientific areas in psychology. Psychoanalysis examines the unconscious processes and subconscious motives that influence a person’s behavior and mental state. This approach has led to a better understanding of internal conflicts, mental disorders and personality development.
2. Practical methods of psychotherapy: S. Freud created psychoanalytic psychotherapy, which uses conversation and analysis of unconscious processes for the treatment of mental disorders.
3. Psychoanalysis and culture: Freud's influence spread to the fields of culture, literature, art and philosophy. His ideas about the unconscious and psychological motives influenced many thinkers and artists []. 
Although some aspects of Freud's theory have become the subject of criticism and revision in subsequent decades, his contribution to psychology and psychological practice remains indisputable, and his ideas remain important in understanding human psychology.
C. Jung (1875-1961), Swiss psychoanalyst, psychologist, philosopher of culture, also a representative of the psychoanalytic school. However, he departed from the psychoanalytic tradition of S. Freud, and instead of focusing on the psychopathological aspects of human behavior, he explored dreams, mythology, and literature to identify universal patterns of the human psyche. His scientific works influenced the development of analytical psychology, therapeutic practice that contributes to the development of creativity and the development of the individual's potential [ ]. 
W. Wundt (1832-1920), German philosopher, physiologist and psychologist, is considered one of the founders of scientific experimental psychology. His contributions to psychological theory and psychological practice include the following key aspects:
1. Founding of the first psychological laboratory: The scientist founded the first experimental psychology laboratory at the University of Leipzig in 1879. This event is considered the beginning of scientific psychology as an independent discipline. This experimental laboratory conducted controlled experiments to study psychological processes and mechanisms such as perception, attention, and association.
2. Study of mental processes: W. Wundt focused on the study of internal mental processes and mechanisms such as perception, attention and memory. His work has contributed to the understanding of how we perceive and process information [ ].   
C. Rogers (1832-1920), American psychologist and psychotherapist. He developed an approach to psychotherapy known as client-centered therapy, which had a significant impact on psychological practice. Here are some of the key aspects of his contribution:
1. Client-centered therapy: the scientist developed a client-centered approach to psychotherapy, which focused attention on the client and his needs. In this approach, the therapist creates conditions for the client to express their feelings and thoughts, explore their problems, and find ways to self-understanding and personal growth.
2. Positive attitude and empathy: C. Rogers believed that the therapist's positive and empathic attitude towards the client plays an important role in successful therapy. He believed that clients can better understand and solve their problems when they feel that they are understood and accepted unconditionally.
3. Self-actualization: the researcher developed the concept of "self-actualization", which describes the desire of each person to develop and achieve his potential. A client-centered approach helps clients move toward self-actualization, understanding themselves better and developing their abilities.
4. Influence on psychotherapy: client-centered therapy became an important method in psychotherapy and influenced the development of other approaches, such as Gestalt therapy and group therapy according to the method of C. Rogers.
5. Influence on education: K. Rogers' ideas also influenced the development of the field of education (training, upbringing). Psychological approaches based on empathy and understanding of students are used in modern teaching and education methods.
6. Influence on personality psychology: The scientist made important contributions to personality psychology, self-understanding, self-expression and self-realization as key aspects of personality development [ ].   
C. Rogers had a huge impact on practical psychology, psychotherapy, and the understanding of personal growth and development. His approach to psychological practice remains important and in demand in modern conditions.
A. Maslow (1908-1970), a prominent American psychologist, one of the most famous representatives of humanistic psychology. Ego's contribution to psychological practice includes the following key aspects:
1. Hierarchy of human needs: A. Maslow developed the theory of the hierarchy of value of human needs. According to this theory, human needs are organized in a hierarchical order, starting with the first level of physiological needs (for example, the need for food, water, breathing, rest, ...) and ending with the highest need for self-realization of one's capabilities and self-actualization. This theory has become an important tool for understanding human motivation and has helped in the practice of psychological counseling and personality development.
2. Humanistic psychology, one of the founders of which is A. Maslow. This psychological direction focuses attention on psychological growth, realization of one's own capabilities, development of personal potential. This approach emphasizes the uniqueness of each individual and emphasizes the importance of positive aspects of human psychology.
3. A. Maslow influenced the development of client-centered therapy, also known as psychotherapy according to the method of K. Rogers. This approach in psychotherapy pays special attention to understanding and supporting the client, his self-understanding and self-realization. A. Maslow emphasized the importance of empathy and a positive attitude on the part of the therapist towards the client.
4. Self-realization: A. Maslow proposed the concept of self-realization, which became important in psychology and psychological practice. It emphasizes a person's desire to achieve his potential, to realize his own goals and values. This idea helped to develop methods of personal growth and development.
5. Positive psychology: the scientist also played a role in the development of positive psychology, which focuses on positive aspects of human psychology, such as happiness, well-being and achievements [ ].   
In general, A. Maslow's contribution to psychological practice consists in ego theory and practical methods that emphasize the importance of personal growth, self-realization and understanding of human needs. Ego ideas remain relevant and important for modern psychology and practice.
V. Frankl (1832-1920), Austrian neurologist, psychiatrist and philosopher. His contribution to practical psychology is based on the development and implementation of logotherapy, which has become an important method in psychotherapy and psychological practice. Here are some key aspects of his contribution:
1. Logotherapy: V. Frankl developed logotherapy, which literally translates as "meaning therapy" or "meaning search therapy." This approach to psychotherapy asserts that one of the basic human needs is the search for meaning and purpose in life. Logotherapy helps clients search for and find meaning in their lives, which, in turn, contributes to psychological well-being.
2. Experience in a concentration camp: V. Frankl survived a Nazi concentration camp during the Second World War and developed his theory and methods of logotherapy based on this experience. His experience showed that even in terrible conditions, a suffering and destitute person can find meaning and purpose for continuing life.
3. Meaning and values: the central concepts in V. Frankl's logotherapy are the search for meaning and values. He argued that a person has freedom of choice and the ability to decide how to find meaning and values in his life.
4. Individual approach: logotherapy emphasizes the individuality of each client and takes into account his unique experience and needs. The psychotherapist works with the client to help him define his own meanings and values.
5. Influence on psychology: V. Frankl had a positive impact on psychology, emphasizing the importance of meaning and values in human life. His works influenced the development of personality psychology and psychotherapy.
6. Application in practice: logotherapy V. Frankl is actively used in psychological practice and psychotherapy, especially in work with clients facing crises, loss of the meaning of life and psychological suffering [ ].   
In general, the contribution of V. Frankl to practical psychology consists in the development of logotherapy, which helps people find meaning and values in life, especially in the conditions of personal crises and suffering. This method remains in demand and useful for working with various clients.
S.D. Maksimenko (born in 1941), famous Ukrainian psychologist. The scientific problems that the scientist studies are methodological problems of developmental education, methodological reflection of development problems in psychology, experimental genetic methods of developmental and educational psychology. According to the scientist, a practical psychologist cannot directly use scientific knowledge, no matter how he combines it; an important nuance remains: this knowledge was obtained according to a different logic of element-by-element research. He cannot use the methods of obtaining this knowledge (for the same reason). This contradiction can be removed, according to the scientist, if the methodology of scientific research changes - it must represent holistic, and not isolated elemental knowledge, and reflect (reproduce) the logic of the object, and not the logic of researchers [ ].
V.V. Rybalka (born 1947), modern Ukrainian psychologist, professor, chief researcher of the department of educational psychology and psychology of the Institute of Teacher Education and Adult Education (Ukraine). The most significant scientific results of the scientist include the following: development of the concept of development of a creatively gifted personality, cultural and value aspects of the psychology of honor and dignity of the individual, personal approach in labor psychology and professional psychology. He created a psychological method for the development of personality and the influence of its properties on human intelligence [ ].
Psychological practices are carried out with the help of various forms of interpersonal interaction, educational, professional, creative and other activities                           (C. Rogers, V.V. Rybalka, Socialization and the life cycle) [………….]. 
The formation and development of applied psychology was greatly influenced by the demands of various branches of professional activity, as well as the need to solve various real problems of production, technology, society, culture, humanitarian and social relations.
The modern development of applied psychology is developing in the direction of its application in management, in human resource management, in the field of education, in politics, in the work of social services, in elite sports, in the field of physical education, in the social sphere; in military, clinical, legal, environmental, counseling psychology, etc.
The goal of applied psychology is to study the application of psychological principles and methods in various areas of education (training, upbringing), professional activity, social and public relations.
Many scientists have made a significant contribution to the formation and development of practical psychology (A. Bandura, S. Freud, K. Horney, W. James, B. Skinner etc.) [ ].
A. Bandura developed a psychological theory of personality self-regulation and studied the processes of learning and behavior change [ ].
K. Horney developed theories about internal conflicts and interpersonal relationships that are relevant to the psychology of interpersonal relationships and family dynamics [  ].
B. Skinner, one of the leading researchers in the field of behavioral psychology. He made an important contribution to the study of the influence of the environment on human behavior [  ].
The development of practical psychology is carried out thanks to the scientific research of many scientists and practitioners.
As for the problem of using the methods of applied psychology in personnel management, in human resource management, this problem has been studied by many scientists and researchers for many years. Some of the eminent scientists have made important contributions in these fields (Т.P. Chernyavska,                                                    О.V. Dancheva, P. Druker, E. Mayo, A. Maslow, H. Mintzberg F. Herzberg,                                 D. McGregor, Yu.M. Shvalb, F. Taylor etc.) [    ].    
F. Taylor, a pioneer of management science, who made an important contribution to the development of work process optimization methods and labor management [  ].     
E. Mayo conducted important experiments that helped to understand the importance of social interactions in the workplace and highlighted the importance of job satisfaction and employee motivation [  ].     
A. Maslow developed the theory of the hierarchy of needs, which is important for understanding the motivation of employees and their needs [  ].     
F. Herzberg, a clinical psychologist, developed a theory of motivation using an approach that focuses on meaningful concepts of human motivation at work.                              F. Herzberg's theory of motivation became the basis for understanding what motivates employees and their job satisfaction [  ].  
D. McGregor made an important contribution to management theory. We have established theories «X» and «Y», which reflect different approaches to personnel management, and theory «X» itself is an authoritarian approach and management, theory «Y» explains the behavior of workers through the eyes of the leader, that workers will take responsibility for their decisions and actions, provided that managers create the right conditions for doing work [  ].   
P. Druker developed many management concepts and principles, which are also important for human resource management. His contribution to solving the problem of implementing practical psychology in the field of personnel management can be highlighted as follows:
1. Management theory: P. Druker made a great contribution to modern management theory. He developed ideas about effective management and control, particularly emphasizing the importance of goal orientation, quality leadership, innovation and employee involvement.
2. Human resources management: the scientist considered the role of management in human resources management, i.e. in personnel management. He highlighted the importance of talent recognition, employee development, creating motivating environments and encouraging efficiency in organizations.
3. Increasing staff productivity: P. Druker developed methods of increasing labor productivity and increasing staff satisfaction, including the creation of motivating systems of payment and career growth.
4. Implementation of reporting and control: He looked at reporting and control systems in organizations, helping to manage and improve the performance of staff.
5. Change management: the scientist emphasized the importance of change management in organizations, taking into account the psychological aspects of changes in internal culture and staff perception [  ].    
In general, P. Druker contributed to the development of practical psychology in the field of personnel management, providing leaders and managers with tools and concepts for effective management of human resources and organizational change. His works and approaches remain relevant for modern management and personnel development.
H. Mintzberg, known for his research in the field of organizational management and strategic management of human resources [  ].       
These are just a few examples of scholars who have made significant contributions to scientific and applied psychology in the study of personnel management and human resource management. These fields are constantly evolving, and a growing number of scholars and practitioners are conducting new research on the application of practical psychology to personnel management and human resource management.
In addition to the field of personnel management and human resource management, there are other areas such as education (teaching, raising children, youth and adults), social services, elite sports, physical education, politics, military, clinical, legal, social , environmental, advisory, therapeutic psychology, etc., on the one hand, are the customers for solving their specific, practical problems, and, on the other hand, it is these areas that influence practical psychology and contribute to its development.
Thus, applied psychology is a specific area of psychology, and its peculiarity is due to the fact that it is based on knowledge of the psychological patterns of human behavior development in combination with methodological knowledge, practical psychological experience and a variety of psychological practices in various fields. areas of human life.
1.2. Human resource analysis and applied psychology in Higher education
In this information society of the 21st century, the management of human capital is one of the crucial parts of higher education institutions. With technology and time, people's mental conditions have changed significantly, so we need to do in-depth research from different perspectives. Humanity is regarded as the most critical core asset of a university and increasingly highlights its value. This literature mainly provides an in-depth analysis of "human resources", and "mentality study" has become our tool to explore how to effectively use these theories in the practical application of "personnel resource management" in universities.
1. Human resources management in colleges and universities
With the promotion of global economic integration, the competition among major higher education institutions has become increasingly fierce. In this case, the competitiveness of universities mainly depends on the most valuable asset —— talent. They are the core force of the university and the continuous driving force for its long-term and stable development. Therefore, for higher education institutions, the management of human resources is crucial and has a far-reaching influence. We must build a basic way of collaboration in which the university and staff work together as investment and sources, so as to improve the efficiency of human resources management, which will undoubtedly have a positive impact on the progress of the university. Human resource management is a humanized operation based on human needs, which depends on people's behavior, and psychology has a great influence on it. Human resource managers need to motivate teachers to actively participate in the decision process of various jobs. At the same time, let them understand the current situation of the school and clarify the future direction, and then set specific action strategies according to their expertise, so as to better complete the task and achieve the preset goals.
2. The relationship between Psychology and Human Resource Management in Universities
 The connection between the university and the faculty is not limited to the legal agreement signed, but also includes another implicit internal association, known as the "psychological contract". This is a relationship based on individual expectations, which mainly involves the environmental conditions, salary level, job responsibilities, job content, and evaluation criteria that they face at work. Human mental activities can greatly affect their behavior mode, so psychology is of great significance to the human resource management of higher education institutions.
In practice, the psychological status of the university staff has become the core part of human resource management. With the help of various psychological skills, the HR team of educational institutions can better understand their ideas and needs, so as to adjust their mentality problems to give full play to their potential ability advantages and improve the overall performance of the school. Based on the perspective of management psychology, we should select those employees who conform to the college values and have a high fit, and then use these principles to construct reasonable management strategies and means. However, no matter how clear our goals are, there is no guarantee of success. Therefore, in the process of pursuing progress, we will face many challenges. At this time, we need the human resource personnel of educational institutions to give appropriate encouragement and support, so that the staff can feel the material and spiritual encouragement, so as to inspire them to persevere and go forward in the face of difficulties.
1.2.1 Application of psychology in university human resource management
Psychology plays an important role in human resource management in colleges and universities, which helps colleges and universities to better understand and manage the psychological needs and behaviors of employees, so as to improve teamwork, reduce employee turnover, improve productivity and employee satisfaction. The following is the application of psychology in human resources in universities:
(1) The application of psychology in the recruitment work
For management purposes, we rely on the employees who show their core, who are the biggest umbrella for our development. Recruitment is an important and basic prerequisite for universities, and it has profound implications. As a key role responsible for selecting excellent staff, HR has good psychological knowledge and skills, which help to find the best educators accurately and efficiently. Using the results of psychological research to optimize the recruitment process makes the procedure more standard and can be better evaluated by direct test results, thus reducing the impact of the "involvement" effect. Psychology plays a crucial role in recruitment and selection, such as the use of psychological test tools, human managers can predict the ability and quality, at the same time also can join the relevant job required specific psychological asset analysis, so it can better meet the needs of jobs and potential personnel potential. In the recruitment process, we can effectively avoid the problem of not finding the right personnel. To ensure the objective and fair evaluation of the applicants to the maximum extent, greatly improve the effect and level of recruitment, select the most meet the requirements of the school, and provide a solid support for the great progress of our school. Only when individuals have enough resources or factors to cooperate with the performance evaluation management of the university, can they be called a real talent. The university of teachers can not only gain a competitive advantage in the market, but also promote the positive growth of individual teachers, which is the most direct influencing factor in the study of psychological capital.
(2) Application of psychology in vocational training
From a psychological point of view, university professors are happy to work hard in school not only because their positions provide a stable source of income, but also because they can realize the need for social interaction in the teaching process. These teachers often expect themselves to show confidence in the workplace, and expect to obtain systematic vocational training through work to enhance their learning, innovation and problem solving skills. With the rapid expansion of the city and the acceleration of the pace of life, some university faculty members may face increasing mental pressure, so it is necessary to optimize their training plans and self-growth paths according to specific conditions. Through the knowledge training and development of psychology: Through the knowledge of psychology, human resource managers can design and implement targeted training and development plans to help employees improve their skills, knowledge and professionalism, and also help them better adapt to and cope with the challenges at work. It can also play an important role in employee satisfaction. By understanding the needs and expectations of employees, HR managers can provide beneficial welfare measures and working conditions to improve their satisfaction and loyalty. Psychology is also used to help managers effectively manage employee health and stress. By providing mental health education, psychological counseling, and approaches to stress coping, human resource managers can help employees better cope with stress at work and maintain mental health.
(3) The application of psychology in salary design
Maslow can effectively reduce the risk of not getting "the right people". Being as fair as possible is a central part of meeting their safety, respect and self-fulfillment needs. In formulating the salary strategy of higher education institutions, we must pay attention to the balance of their external competitiveness and internal distribution. The salary plan should adapt to the expectations of different levels of staff, and based on the actual situation of the school, to form a certain personality of the teacher progress reward mechanism, which can effectively stimulate their subjective initiative. Incentive is a lasting and profound source of spiritual motivation, and can be implemented by universities using many types of material or non-material means. Among them, the main stimulus is through the pay of wages, bonuses, welfare and other indirect stimulation, which can make teachers more energetic, but also let them see their efforts. In addition, other ways such as improving the working environment, providing professional training, and encouraging managers can also be adopted to enhance teachers' work enthusiasm. Taken together, a complete salary system should not only cover all kinds of economic benefits, but also address whether employees' psychological feelings are properly satisfied. Therefore, colleges and universities can commend their teachers on the basis of their own "psychological assets", such as creating new teaching tasks and holding a variety of extracurricular entertainment activities, so as to create a strong campus atmosphere and improve the happiness of employees. Educational administrators use the principles of psychology to optimize the management of the "high-level architecture", deeply study the psychological characteristics and potential of teachers, and meet their reasonable needs as much as possible. They put each faculty individual cultivation plan into the common needs of the school, let the progress of personal pursuit is consistent with school vision, and the staff professional growth path with the specific evaluation criteria, so as to give full play to the advantages of human, with meticulous methods to attract excellent talents. The main task of the human capital management agency is to promote the good interaction between the faculty and the university according to all the current regulations of the university, and to try to improve the mental health of the faculty, so that they can take advantage in the fierce market competition. This approach can not only stimulate the enthusiasm of the teachers, but also give them appropriate spiritual rewards, which helps to create a high-quality team full of confidence, friendly, aggressive, hard work, in line with the future development requirements of the society.
(4) The application of psychology in career planning and development
Psychology can help employees in their career planning and development. By understanding their skills, interests and values, HR managers can provide employees with appropriate development opportunities and training resources to help them achieve their personal career goals.
(5) Application of psychology in team building and conflict resolution
Psychology plays an important role in team building and conflict resolution. By understanding the individual differences and needs of team members, HR managers can design and implement team building activities to improve teamwork and cohesion, and psychology also provides methods and strategies to resolve team conflicts to help team members better communicate and collaborate.
1.3 Advantages, development and countermeasures of human resource management concepts in colleges and universities
The original concept of human resource management was generated in the operation of the company, which involves a series of activities such as job promotion, salary change, and subsidy distribution to solve the conflict between employees and the company and create a stable professional ecological environment to promote the healthy growth of the enterprise. As the commercial nature of Chinese education increases and faces the increasing market competition, the competitiveness of universities is increasing. In order to optimize the management level of staff and stimulate their enthusiasm to create a better teaching atmosphere, universities should adopt human capital management mode to promote the efficiency of university education. However, at present, Chinese college students generally lack the degree of understanding of talent work and the existing system is not perfect, which leads to the overall effect. Therefore, we need to further study how to enable our high-quality educational institutions to continuously progress and propose effective solutions to these problems is essential
1.3.1 Advantages of human resource management concept in colleges and universities
 Human resource management in colleges and universities is a method of using innovative management ideas and strategies to guide teaching staff to fully fulfill their responsibilities. This approach can ensure smoother collaboration between faculty members, help to achieve the school's management goals, and promote interpersonal harmony and a stable teaching environment. At the same time, it can also efficiently deal with a series of important tasks such as recruitment, job promotion, reward system implementation and teacher training, thus highlighting the value of human capital management in colleges and universities. Therefore, in order to further enhance the efficiency of human resource management in colleges and universities, we need to study its management characteristics deeply, and regard these characteristics as the basis for promoting the continuous improvement of human resource management system in colleges and universities, aiming to improve the quality of human resource management in colleges and universities.
1. Human nature determines that the goal of human resource management is to promote the stability and progress of higher education. The key participants in the process is staff, so must always focus on their needs and growth, in order to be able to meet the needs of their actual management rules, thus reduce the barriers of human resource management, and as a university talent assets, continue to observe and love these talents, see them as worth protecting and to actively explore education resources.
2. Compared with the company, the university human resource management pays more attention to the core element of "teaching", and the main task of the company is to pursue profitability and implement its workflow based on this. This highlights the professional characteristics of the university's HRM. In addition to the basic framework of this major, it can also improve the collaborative work effect of the teaching team and the ability of each member, making each teaching activity more refined, thus further highlighting the professional characteristics of university HRM.
 The spirit of cooperation is the key. Like the core part of the massive machinery, college is the "big machine," and faculty are an important element. Each component can achieve its own function, allowing the entire machine to move forward. This feeling allows them to find their place in the school, and can meet their various needs. Through the establishment of a human resource management system with "sharing benefits" between teachers and the school, it can improve their work enthusiasm and provide support for the stable progress of the school.
4. All-round. The university hM serves all faculty and staff and is consistent with the development strategy of the university, being able to make corresponding improvements and optimization according to the needs of the university's teaching tasks, which highlights the comprehensiveness of its management. From the perspective of the professor of personal growth, the university of human resource management covers their entire career history, including recruitment, training, transfer, promotion, dismissal, etc., if the university of human resource management system is very comprehensive, so it can according to the school needs flexibly allocate the power of teachers, make them play the most potential in the most suitable position.
5. A diversified perspective is one of the core characteristics of human resource management. It integrates knowledge in many fields, such as psychology, management, economic science, social research and law, which helps to achieve effective management goals and provide a solid theoretical basis for them. Therefore, universities should take this pluralistic thinking as the key factor in the development of their human resource management system, extensively absorb various management concepts and strategies, and integrate them into HRM programs with "school characteristics", so as to make the university staff management more efficient.
6. The human resource management of the university has comprehensive characteristics, which is reflected in the synchronous progress of relevant laws and policies, management ideas and political systems, which makes the coverage of management more extensive. From this perspective, the integrity of the university HRM system and comprehensive characteristics is complementary to each other, and is to the trend of the depth, like the underground roots, every branch into the education workers, pay close attention to the school educational status, to optimize the basic management structure, so that the university of HRM more vitality, coordination, coordination and flexibility. If the university as a city, the professor is to defend the city soldiers, they will gradually decrease in the war, but can through HRM to recruit new members, form a new teachers, their needs for HRM is different, need to use its flexibility to adjust teacher allocation, improve the overall strength of the teacher group, but also predict the change of university staff, optimize the HRM strategy to slow down the turnover of young backbone teachers, maximize the value of the university HRM.
1.3.2 Disadvantages of university human resource management
 Through the characteristics of the human capital management of higher education institutions can be seen, if the university wants to improve their overall management level, you must put the staff as the main management object, and adhere to mutual benefit and sharing, depth of comprehensive and targeted principle to build a reasonable and efficient labor personnel management system. However, the current situation of labor and personnel management in the university has not reached the ideal state, so it is necessary to maintain an attitude of self-reflection, and carry out investigation and analysis according to the actual labor and personnel work situation in the university, so as to find effective solutions.
1. Lack of understanding of human resource management. This is a fundamental idea that guides us on how to better implement our plans and achieve our goals. However, there are still many universities that only manage financial control, regulations and teaching quality, but ignore the importance of human resources. They regard the development strategy of the school as the focus of all management work, but do not take into account the needs of the staff. They simply implemented strict control measures, which greatly reduced their enthusiasm and hindered the stable progress of the university.
2. The current human resource management system is not perfect. Due to the all-round, multi-dimensional and overall characteristics of human capital management, it is necessary to ensure that the relevant management strategies can adapt to the teaching tasks of the school, form a network structure to cover all employees, and achieve the optimal labor distribution effect through these means. However, at present, the school is faced with the challenge of lack of scientific human management, which leads to loopholes in management and may lead to the risk of teachers' resignation. In addition, although the existing human resource management method is more flexible and innovative spirit, but the accumulated experience in practice is relatively less, so that some of the execution deviated from the right track, failed to give full play to the colleges and universities of specific professional targeted advantages, but often use later way to promote the progress of management system, ignored the necessity of preventing problems in advance, greatly reduces the efficiency of human resource management.
1.3.3 Development of human resource management in colleges and universities
First, with the progress of information technology and the advancement of social network, we entered the data driven s —— "law of large number" is affecting our daily behavior and living habits: it not only shape and rewrite the thinking mode, including working methods, research strategies and social output structure and organization form and so on. This phenomenon has been adopted by all industries at all levels, and "big data teaching practice" has caused a new wave in the teaching community. How to effectively use these complex data to meet the current social needs and prepare for sustained growth in the future? This is one of the important challenges facing Chinese universities and is part of their long-term goals. Another point is that the influence of modern scientific and technological innovation leads to increasingly frequent and close international exchanges, which leads to a new business environment, the so-called 'global integration'; and this new situation further contributes to a major change in the domestic situation in China and increases the demands for talents of various skills! Today's Chinese university system is no longer limited to the education of a few people, but the universal education stage for the whole nation (that is, the so-called general public can enjoy a good foundation. Opportunity for training). Therefore, to improve the quality level of students, in order to better serve the national construction and to serve the comprehensive, coordinated, sustainable, healthy and rapid development of the economy and society, has become the most urgent problem at present! Applied psychology and human resource management determine the normal operation and development of schools, enterprises and other units, and are the first resource for the development of all kinds of units and institutions. At present, the management concept of "people-oriented" has been more and more recognized. Many schools and enterprises have gradually strengthened the attention to "human development" and thought about the rational use and cultivation of people. However, under the background of the rapid development of the society, some schools have gradually exposed the limitations of their own lack of understanding of the importance of human resource management in the development. For schools, when people mention "management", they first think of the management of teachers. The scientific research related to the school application psychology and human resource management is also focused on the development strategy of the staff and the functional positioning of the management department, but the management of human resource managers is less mentioned. Human resource manager is an important role in the process of school operation and management, but it is also an easily overlooked research object. For today's society, talent is a scarce resource that is quite precious to non-renewable natural resources. Some countries have even formulated relevant talent bills, with the purpose of absorbing excellent talents from other countries and avoiding the loss of their own excellent talents. For the development of colleges and universities, talents play a vital role. In order to better improve the management of human resources and applied psychology, universities have introduced theories and methods related to psychology, and will pay more attention to the influence of social psychology and culture on work and management in the future.
 In terms of human resource management, colleges and universities have similarities with enterprises. The management of faculty and staff in colleges and universities is realized by human resources managers through organizing and carrying out planning, guidance, coordination and other work. Therefore, it is an effective measure to solve the problem of human resource management of colleges and universities by clearly positioning and training human resource managers in colleges and universities. The dilemma of human resource management in colleges and universities. The current situation and development trend of human resource management in colleges and universities is mainly reflected in the following aspects:
1. Lack of comprehensive human resource management concept, human resource management in colleges and universities is still in the previous simple personnel management stage, lack of more comprehensive human resource management concept, and there are blind management areas in recruitment, training, performance assessment, incentive and other aspects. Due to the lag of human resource managers, the level is limited. The founders of many universities are politicians, some of whom are more concerned about short-term investment returns, lack of long-term vision and strategic development planning, and often adopt a neglected attitude towards human resource management. Human resources departments and their managers are strategic management departments and key management personnel to promote the long-term development of colleges and universities. Some scholars have proposed that if the founders of universities do not regard running schools as serving government departments, but aim to create high-quality education, then the human resource management of universities will achieve leapfrog development, and human resource managers will become strategic partners with government personnel to create an education cause. In addition, many human resource managers in colleges and universities are from public universities and government managers. They generally have more resource advantages, used to rely on qualifications, experience, but in the fierce market competition, it is easy to expose its lack of conservatism, lack of innovation. At the same time, some human resource managers in colleges and universities come from the government, which inevitably have a strong government management background, which is easy to produce the dislocation of role thinking, and use the concept and cultural mode of government management in the human resource management of colleges and universities. Colleges and universities as educational institutions are different from enterprises. However, some colleges and universities do not reflect the particularity of colleges and universities in the human resource management, and there are confusion and contradictions in the management practice. The most obvious problem is in the most important human resources in universities-the staff.
2. The professional degree of human resource management is not high, and the professional degree of human resource management personnel in universities is not high. Lack of corresponding professional talents, talent mobility. As a result, the talent management and development results are not good.
3. There are plagiarism problems in the recruitment. In the recruitment of colleges and universities, there are problems such as mutual plagiarism, recommendation and promotion, which are easy to cause dissatisfaction within the school and contradictions among teachers.
4. The management of high-end talents is not strict enough. When introducing high-end talents, universities are "keen on famous schools, famous teachers and celebrities", and on the other hand, the follow-up evaluation and supervision of talents are insufficient, which leads to the high turnover rate of some high-end talents.
5. Talent training and incentive mechanism The talent training and incentive mechanism of universities is not perfect, which cannot really give full play to the advantages of human resource management and enhance the competitiveness of universities.
2. The development trend of human resource management in colleges and universities
 In order to solve these problems, the human resource management in colleges and universities needs to undergo major changes. The following directions are the future development trend of the human resource management in colleges and universities:
1. Promote knowledge management, which is one of the main directions of the transformation of human resource management in universities, including knowledge management for all staff and knowledge asset management. In terms of knowledge management for all staff, colleges and universities need to establish an education and training system for all staff to promote knowledge sharing and inheritance. In terms of knowledge production management, colleges and universities need to establish an intellectual property management system and pay attention to the protection and application of knowledge assets.
2. Explore a new talent management mode. The new talent management mode emphasizes people-oriented and pays attention to the demand, development, incentive and management of talents. Colleges and universities will establish a new talent incentive mechanism and produce more excellent teachers through more refined management and evaluation methods. At the same time, we need to attract high-quality talents through innovative mechanisms to create a comfortable and efficient working environment.
3. The introduction of information technology, which can improve the efficiency and accuracy of human resource management in colleges and universities, plays an important role in recruitment, training, performance evaluation, welfare management and other aspects. Colleges and universities can establish a human resource information system to realize the automation and intelligence of personnel management, optimize the performance appraisal and various management processes.
4. Strengthen the performance appraisal, the performance appraisal of university human resource management, need from the original single index to diversified evaluation index, through the teachers' performance appraisal mechanism, implementation from simple work according to the provisions, according to the school time index evaluation gradually to teaching, scientific research, social services, academic influence evaluation. In short, the human resource management in colleges and universities needs to explore new management thoughts and ways, so as to cope with the challenges and opportunities facing the current talent management. Colleges and universities will continue to innovate in knowledge management, new talent management mode, the introduction of information technology and performance assessment, so as to realize a virtuous circle of talent management and college education.
1.3.4 University human resource management countermeasures
 Through in-depth study of the current situation of human resource management in colleges and universities, we find that the lack of human capital management concept, the unreasonable human resource management method and other factors have become the key problems restricting the upgrading of human resource management system in colleges and universities. Therefore, it is necessary to adapt to the development trend of The Times and adjust and perfect the HR management strategy according to the specific situation of universities. Our goal is to improve the overall teaching level of higher education.
1. Establishing a scientific and effective concept of human resource management is the key. Colleges and universities should adhere to the principle of "humanism", take the staff as the center of human resources management in the university, and set the management strategy of human resources based on the principle of demand, aiming to improve the overall human resources management level of the university. First, we should focus on their basic survival needs. We can ensure that they have enough financial resources through reasonable pay benefits, welfare policies and social security systems, so that they can meet these most basic living needs. Secondly, we have to think about their job security. In order to alleviate the high pressure they face in teaching work, we can reduce the evaluation of their scientific evaluation to a certain extent, create a fair and open environment for work promotion, avoid conflicts caused by job competition, and create a harmonious, stable and safe environment for educators to grow up. Moreover, it is important to their social needs. For the school, this emotional need mainly refers to the interaction between teachers and students. Active teacher-student interaction can help to solve problems, enhance the cohesion of the school, and make them feel that they are part of a team. Finally, we should emphasize their sense of achievement and self-esteem. Therefore, we must make good use of human resource management means, so that talents can get the best use, so that everyone can play their talents, realize their educational dreams and personal value, and obtain inner satisfaction.
2. The establishment of a reasonable and efficient human resource management system is the key. First of all, the system must be efficient. University at the beginning of the recruitment of new staff, should complete the position design and analytical task, evaluate the teacher's personal quality and adaptation degree, to make sure they can qualified for teaching responsibilities and master the required professional skills, at the same time, should also create job rules, job description and related personnel management rules, and according to the needs of the university education business, combined with the teacher's personal expectations to develop human capital plan, improve human capital management efficiency, ensure that when the school is necessary to get sufficient talent support. Second, the human resource management system of universities should be strategic. Recruitment and hiring procedures should conform to the growth of the school, according to the actual demand of university for talent, set teacher recruitment and selection criteria, to ensure that these standards have targeted and development potential, realize the optimal allocation of manpower, in addition, performance evaluation, salary system, welfare, employee incentive mechanism should keep up with the progress of the school, meet the needs of teachers, the purpose is to stimulate their career enthusiasm. Ultimately, the university's human resource management system should be durable and stable. Regular teacher training courses are held to adjust their professional mentality, enhance their education and teaching ability, so that they can make greater contributions to the university in the future. To build an excellent school environment, create the mode of harmonious and stable relationship, and actively carry out the self-reflection activities of human resource management of higher education institutions, so as to prevent the negligence of "better too late than never", so as to promote the upgrading and progress of the human resource management system of higher education institutions.
1.4 Influence of applied psychology on human resource management in colleges and universities
In the study of human resources in colleges and universities, management psychology mainly focuses on human behavior, predicts human law, and guides and controls people's behavior. Through these studies, to maximize the motivation, improve people's ability to act, and ultimately improve the effectiveness of organizational management. Incentive plays an important role in human resource management activities, and incentive is an important part of management psychology. The activity of human beings in organizations plays a decisive role in the work results, and the promotion of their vitality depends on the incentive means. Incentives should start with demand and motivation, because people's desires are diverse and subjective, including biological needs, social needs, material needs and spiritual needs, etc., which will arouse different drives and guide individual behavior to achieve their goals. However, the relationship between drive and action is quite complex. Only by understanding the individual's motivation can we accurately interpret and predict its behavior, and then effectively control it. Therefore, leaders need to first have an insight into the employees' spiritual desire and their behavioral drivers, and then implement appropriate management strategies and incentive methods to activate their labor enthusiasm and help the company progress. There are many theories of management motivation, such as: Maslow needs a hierarchical theory. The American psychologist Maslow first proposed the "hierarchy of needs theory" in the 1950s. This theory divides human needs into five categories according to their importance and priority: the first layer is the basic living security needed for survival; the second layer focuses on the sense of security and stability; the third layer emphasizes the affection and friendship in interpersonal relations; the fourth layer is the pursuit of personal dignity and social status; and the fifth layer is the desire to maximize their own potential. As a leader, we should design appropriate incentive strategies according to the different needs of our employees to achieve the best results. However, it should be noted that in the hierarchy of needs theory mentioned by Maslow, the return on investment to meet the basic life will gradually decrease over time, and once the employees' basic needs are met, their incentive response to the company will decrease. Therefore, the incentives should be adjusted quickly, and focus on higher levels of demand! In order to improve the work enthusiasm and work efficiency of employees. In the organization, managers should first create a good working environment and working conditions for employees, and formulate more reasonable rules and regulations and management measures. Effective incentive system can stimulate employees' work enthusiasm and encourage employees to make continuous progress. Managers should fully consider the needs and abilities of employees, and develop a scientific and reasonable incentive system. Third, set challenging specific tasks to motivate employee participation and appreciate the results; give them more responsibilities, provide self-improvement and development space to enhance their work efficiency. In the face of the severe test of the market environment, leaders should apply and explore the management potential of human resources more efficiently, and optimize the efficacy of human resource management with the help of management psychology. For all kinds of employees, according to their personal characteristics and needs. To deeply study the psychological situation of employees and understand their inner desires, in addition to the basic life needs, but also to fully consider the psychosocial needs. Management psychology provides a new perspective for human resource management, and its role and contribution will become more and more important. Let the university administrators use the psychological theory to manage the political education work, so as to arouse the attention of the managers to the psychology, and the other thing is to increase the working ability of the managers and improve the work efficiency of the water king through the psychological theory. The focus of managers is the teachers and students in colleges and universities, which is to manage them. Psychological theory is very suitable for managers to learn, which has important theoretical and practical significance for ideological education. Theoretically, the psychological theory in China started very late, and there is an urgent need for a place for experiment. It is reasonable and effective to apply this theory to university administrators. Managers provide effective investigation means, teaching concepts and working methods, through detailed data statistics and solid theoretical guidance to help them solve the problems encountered in life, and provide reference and solutions.






CHAPTER II 
APPLICATION OF APPLIED PSYCHOLOGY IN HUMAN RESOURCE MANAGEMENT IN CHINESE UNIVERSITIES
2.1. Prerequisites for the application of applied psychology in human resource management in China
Since the classic book "The Practice of Management" in 1954, the famous business thinker Peter Drucker for the first time expounded the concept of "target management" and emphasized the importance of "self-control and targetmanagement". He noted that the purpose is not set before the existence of the job, and vice versa; only clear goals can determine the specific responsibilities of each employee. —— Therefore, "the purposes and responsibilities of the company need to be transformed into specific purposes"; if no specific goals in a field are ready, the relevant business of the department will be ignored. Drucker This view is a great breakthrough and innovative insight into the whole business school community. In addition, the human resource management of Chinese universities should also be integrated into the research of psychology to ensure the efficient use of talents and prevent them from being overly busy (the so-called "activity trap"), so as to forget their primary goals and use this knowledge to deal with some complex problems. One of the most critical points is that the company's corporate strategy plan is not only implemented by senior leaders, but also all managers need to actively participate in it to better implement the policy. Another point is that schools need to establish a sound and effective evaluation system to maximize the operational efficiency of the organization. The concept of management by objectives should achieve the effect and theoretical statement of objective management in practice to meet the three prerequisites:
(1) Effective management style
In successful management by objectives, a participatory management approach is usually adopted. Fusion of applied psychology, each manager should have the basis of applied psychology concept, its fusion in the work, in order to link together, participatory management is through the way of decentralization to implement management strategy, each manager enjoys the greatest autonomy to determine or influence its responsibilities and future, however, it is not beyond the specific stage necessary target category. The implementation of participatory management requires managers to reach a consensus with their superiors, clarify the specific goals and deadline for employees to achieve, and allocate the corresponding rights and available resources to them. Next, employees are allowed to take charge of their departments independently, while superiors maintain a minimum of supervision to ensure results. At the same time, both in the teaching and management work, we need to master and apply the principles and concepts of psychology, in order to solve various problems. In our daily life, we are faced with various challenges and difficulties, among which the most important is how to adjust the good attitude. If these problems are not handled properly, even if the crisis is overcome, it may be difficult to get out of the shadow of failure quickly. On the contrary, if you can properly use psychological knowledge to guide your own life direction, it can not only contribute to personal growth, but also promote the development of psychology.
(2) Clear organizational hierarchy
In order to achieve excellent management results, all managers must take full responsibility for the goals already set. This requires making it clear which manager is assigned for which goals, and what each manager is responsible for must match the authority they are granted. Any gap between responsibilities and authority often makes goals goals and causes great frustration for managers. Setting clear goals for each member of the organization can help identify problems with the organization, such as whether the powers are being repeatedly given, or whether the powers granted match the responsibilities, which must be addressed by the highest level of management. In cases of disorganization, target goals is difficult behavior. Under the integration of applied psychology, managers should understand the basic knowledge of applied psychology, lubricate and coordinate the inner connection of the organization personnel, deepen the closeness of the team, and make it more smooth in the work.
(3) Feedback of management work
It is critical that timely and comprehensive information must be given to the results of the work. First, the more committed they are to success, the more they need to evaluate and reflect on their behavior. They always want to be clear about whether their efforts are effective, and that they are not willing to perceive the results after executing them. Second, those who focus on achievement often cannot tolerate cumbersome document processing and initial data collection. In order to make quick and accurate decisions and put them into practice, their greatest demand is a simplified, efficient and high-quality information source ——, namely, strategies and relevant basis materials developed for specific situations. The best way to lead in today's society is teamwork, and we should limit their size: too many people can lead to less overall synergy or lower employee loyalty (and vice versa). However, if there are too few staff involved, it may affect the high quality and speed operation of the whole organization to reaching the preset goals. What also must pay attention to is when selecting the right person must consider the position requirements to configuration talent, such as not only have a decisive leader also have a professional professionals at the same time also need a good at communication skills relationship between experts and so on to ensure that the collective is orderly and dynamic and full of cohesion. However, it is not easy to create an idealized group atmosphere and its corresponding values because it needs us to guide and to let each individual in an environment of mutual understanding and respect to reach a consensus and produce positive results. Of course, we also admit that it is beneficial to create some contradictions appropriately. After all, small frictions can sometimes help stimulate innovative thinking and improve labor efficiency, and therefore are a method worth trying. Therefore, it is suggested that the supervisors use the principles of psychology to deepen the understanding of this problem, in order to better solve this problem.
2.2 Overview of the application status of applied psychology in university human resource management at home and abroad
In the 21st century, the period of knowledge economy, human resource management in universities became crucial. With the continuous development of science and technology and The Times, the state of the human mind is also undergoing great changes. Therefore, we need to make a scientific assessment of these situations from multiple perspectives. Because people are the most important educational resources, their value is becoming increasingly prominent. This article focuses on the research topic of "human resources" and uses the tool "psychology" to dig deeper into the importance of how psychological theory can be effectively applied in university HRM.
2.2.1 Status of domestic research
 Using psychology plays a key role in the implementation of human resource management; as a department focusing on human mental activities, its main goal is to reveal and understand people's thinking mode and behavior mode. It is a part of the HRM basic course, and also one of the latest important development directions of this field. —— That is, how to apply its principles to the actual human management work, so as to provide a solid support for its further deepening and expansion. Without the ability to gain a deep insight into the needs and motivations of employees, it is impossible to effectively lead them and use their power to drive their growth and evolution together. Therefore, from this point of view, the active introduction of humanism thought to the core link of personnel work is very necessary and beneficial to improve the overall efficiency. In the process of rapid social development and continuous reform of educational situation, university administrators are faced with complex and diverse human resource management of university education. In the management task of higher education, the mood and mood of teaching staff will increase the frequency of movement. In addition to strict regulations, university administrators need to deeply understand their emotional state and needs, and formulate targeted educational management strategies according to these situations, which can effectively improve the efficiency of management. Chinese colleges and universities have been studying how to use the principles of psychology to optimize the teaching process of universities, emphasizing their role and influence in school management, and put forward suggestions on how to improve the quality of education management by using psychological principles, so as to promote the all-round development of students and help the continuous progress of schools.
In the latest ranking results of 2024, the list of the top 200 qs universities is remarkable, fully demonstrating the development achievements and strength of China's higher education. The results of the ranking have attracted wide attention and discussion. The QS universities is one of the most authoritative university rankings in the world, which is the focus of attention of the global education industry.
China ranked the world ranking name school nature establishment time
117 Peking University Public University in 1898
225 Tsinghua University Public University in 1911
326 University of Hong Kong Public University 1911
444 Zhejiang University Public University, May 21,1897
547 On October 17,1963, the Chinese University of Hong Kong was born.
650 Fudan University Public University June 29,1905 (si year)
751 Shanghai Jiao Tong University Public University in 1896
860 Hong Kong University of Science and Technology Public University in October 1991
965 The Hong Kong Polytechnic University Public University in 1937
1069 Taiwan University Public University in 1928
1170 The City University of Hong Kong Public University in 1984
12137 University of Science and Technology of China Public University, September 20,1958
13141 Nanjing University Public University 1902 (Renyin Year)
14,194 Public University of Wuhan University in 1928
First of all, we need to note that there are 2,820 regular institutions of higher learning in the country. These schools offer a variety of educational options, covering two levels of undergraduate and vocational colleges. According to the data, the number of undergraduate colleges was 1,275, while the number of higher vocational colleges reached 1,545. These schools provide students with broad academic development and employment opportunities, enabling them to choose the suitable educational path according to their interests and abilities. Secondly, we also need to mention the adult institutions of higher learning. With the implementation and promotion of the policy of higher education enrollment expansion in China, the scale of colleges and universities has expanded and the number of students has surged, and the proportion of students in some large-scale universities has far exceeded the prescribed standards. This has resulted in a significant shortage of full-time university teachers. The human resources of the university consists of two parts, one is the university teachers engaged in teaching and scientific research work, the other is the management personnel engaged in the management and service of the university. The flow of human resources within colleges and universities refers to the mutual flow of people between these two parts. The first is the flow of university teachers to managers. Colleges and universities are first-class public institutions that are attached to the government and accept the direct leadership of the government. Their school structure is the same as that of government organs. The power system of colleges and universities is strict, and the heads of colleges (departments, departments) and departments are directly led by the president. The existing management mechanism has its own reasons and basis for its existence, which is an inevitable choice in a specific historical stage. At present, one of the characteristics of colleges and universities is that administrative power is stronger than academic power, namely that academic authority concessions to administrative authority. As a result, the voice of college teachers as academic authority is often ignored. In order to gain the right to speak, some college teachers with management expertise seek to become managers. Teachers to management on the optimization of human resource allocation effect has a strong uncertainty, the reason is as follows: usually only the higher level of knowledge university teachers can obtain important management position and management power, the talents to management sequence, teaching and scientific research will appear vacant, teaching and research innovation in colleges and universities will be affected. In general, the result of this human resource flow usually leads to the deterioration of human resource allocation within universities. At present, China is in the process of transforming from the traditional management mode to the human capital management, and the management strategy in universities is undergoing major changes in both the ideas and practical actions. Nowadays, the development of HRM major in China has stepped into the stage of organized self-improvement, and the research and exploration of practical education have continuously enriched and expanded the way system of higher education. In recent years, the established practice platform has become a focus of human resource management and applied psychology practice teaching research, its high attention and fruitful research results, mainly focused on the following directions: the necessity of practical education, the structure of practical education system, practice education means of discussion and practice platform building. Although the practitioners of higher education have widely understood the importance of the needs of applied psychology for the reform of human resource management in higher education, the current efforts have not made major breakthroughs in both theoretical discussion and practical application. In terms of the overall structure, the current relevant data mainly focuses on the fragment analysis, and has limited contribution to the problems affecting the professional development of human resource management, such as practical textbooks, practical innovation, and integration of industry, university and research; from the perspective of methodology, most of the current literature describes the problems in an abstract way, lacks empirical investigation and data support; and from the evaluation of their use, these studies are often still in the assumption stage, and it is urgent to find effective methods and develop feasible implementation strategies. Therefore, it is still a difficult task to build an educational practice system that conforms to the characteristics of human capital management in higher education in applied psychology and conforms to the actual situation in China.
2.2.2 Status of foreign research
 With the progress of applied psychology management theory, the system of foreign human resource management has also developed, which contains innovative management ideas. Due to the long and relatively complete starting time, these systems can provide effective solutions for various industries. Such systems are widely adopted in European and American higher education institutions, while other software tools such as ERP (enterprise resource planning) and WFM (workflow management) set connection points with human resource management systems during the development stage, which will help reduce the difficulties of expanding such systems in the future. In addition, they also actively study and vigorously promote the application of network-based technology, for example, PeopleSoft is an example, its latest version has achieved a comprehensive network structure, thus improving the user experience.
In recent years, the practical operation education of human resource management discipline overseas has made unprecedented progress. American schools not only involve in employee evaluation and selection, interview, training and other aspects, but also have their methods. In addition, they value research projects led by staff and students, and use professional guidance and close collaboration with students to enhance the school's teamwork, creativity, and practical skills. Similarly, in the UK, various management modes are widely adopted, because of the high level of social informatization, so their management means are also very changeable. Many foreign companies and government agencies have independently developed data management systems suitable for psychological human capital programs, which effectively enhance the efficiency of human resource management and the overall performance of the organization. Nowadays, commercial entities in most advanced countries have entered the stage of strategy-based human resource planning, promoting the complete achievement of organizational strategic goals through the integration of human resource planning and organizational strategy.
2.2.3 Evaluation of domestic and foreign research status quo
The university structure of universities is pyramid, the higher the management level, the fewer positions. Therefore, the higher the competition of university managers is, the more fierce the competition is, and most of them will eventually leave the same place or even be eliminated. At this time, the flow of university teachers to management positions, especially important management positions, makes the situation of managers more difficult. For their career development, they have two choices. The first choice is to move outside the school; the second choice is to turn to teachers through continuing education (applied psychology) to expand the space for personal development. The main form of human resource flow in colleges and universities is the flow of human resource between colleges and universities. There are various personal motives of mobile personnel, driven by the pursuit of higher goals, and the rich rewards provided by universities to compete for talents. However, the flow of human resources caused by disorderly competition will optimize the optimal allocation of human resources. At present, among the hard indicators of the evaluation of colleges and universities, high-level talents have become an important link. In order to meet the assessment standards, colleges and universities will cause the vicious competition for talents at any cost. Some colleges and universities pay attention to the number of talents rather than the needs of their own development. For the university talents with sufficient financial resources, the phenomenon of idle and waste is serious, and the universities with insufficient financial resources have no one available. Disorderly competition creates a large number of resources of universities into the cost of introducing talents, the investment in other aspects of universities is relatively reduced, and the overall level of running schools is reduced. Secondly, due to the concern about the brain drain, colleges and universities have no willingness to train the existing talents, so the situation of emphasizing recruitment and neglecting training has been formed, and the efficiency of human resource management in colleges and universities is reduced.
2.3 Methodology and research structure
2.3.1 Literature method
 Using the literature method, we can reveal the internal correlation of things and find out the rules behind the social events through the in-depth discussion and comparison of various documents. In this research project, we refer to all kinds of books, magazines, doctoral papers and so on on management science, psychology, school management and higher education management at home and abroad, in order to master the current situation of university staff management, thus providing a theoretical basis for the successful implementation of our research project.
2.3.2 Empirical evidence 
Empirical evidence (talk method, observation method, empirical analysis method, normative analysis method).
CHAPTER III 
IMPROVING THE HUMAN RESOURCE MANAGEMENT SYSTEM UNDER THE CONDITION OF GLOBAL CHALLENGES
3.1. Improve the overall planning of human resource management in colleges and universities
The general idea of improving university human resource management is as follows: firstly, find out the own situation, evaluate the existing human resources and future human resource market supply scientifically, formulate the university human resource management strategy and implement it finally. The measures taken in the implementation process include incentive, reasonable allocation, maintenance, development, etc. The importance of human resource management to the country and schools is indisputable. Chinese universities shoulder the responsibility of inheriting and creating knowledge. It is the historical mission of Chinese universities to train various talents for China's economic construction and ensure the human resources urgently needed for economic development. Reviewing the development course of Chinese universities in the past three decades, great achievements have been made in the reform process of university personnel management gradually shifting to modern human resource management and integrating into the incentive mechanism, talent flow mechanism, appointment mechanism and advanced management methods. The modern human-oriented concept is widely accepted, and the importance of human resource development and management is recognized. But after all, we are still in the process of reform, and there are still many problems that need to be solved in the process of the implementation of traditional personnel management to modern human resource management. Although the universities have reached an agreement on the concept of building modern human capital management, they are still in the stage of personnel management and are still gradually improving their institutional framework. Today, the personnel management organization is still called the personnel department. At present, the core responsibilities of the university are mainly focused on handling the daily administrative business, which is passive, imperative and routine work. However, in view of the rapid growth of higher education in China and the limited education funding situation, if we cannot implement scientific, efficient, comprehensive and standardized human resource management, then it will be difficult to fully utilize our talent potential, leading to our inferior position in the competition. Therefore, the current situation urgently needs to be improved. In the traditional personnel management system, the functions of the personnel department of a university focus on the relevant matters of the management personnel, while as the most valuable human resource development resource of a university, it is ignored. Human resources, including university staff training, psychological training, staff development and staff career potential and design, etc., even set the relevant departments, but tend to become a mere formality, no real to the construction and long-term development strategy of university work, personnel functions in colleges and universities has not yet achieved fundamental change. In addition, the personnel department of human resources management in universities will further deal with the relationship between the following groups: (1) the unity of management and personality development. At present, personnel management and universities pursue unified management, which affects teachers' teaching and individual teachers to a certain extent
 The enthusiasm and creativity are the basis and driving force for the survival and development of all schools.(2) Skills development and development potential. Under normal circumstances, Chinese colleges and universities only pay attention to through training short courses, make teachers master corresponding skills and related procedural knowledge, such as school does not pay attention to create a good competitive atmosphere, lack of incentive mechanism, unable to play teachers' potential, ignore the campus culture construction, lack of humanistic care incentive, make the school staff lack of motivation and initiative.(3) The overall relationship between departments and personal development. Colleges and universities usually give some personnel opportunities to train and learn, but it is usually individual behavior. Almost no schools are willing to spend a lot of financial resources on collective training for the whole department, which leads to the uneven level of personnel in the same university department and poor communication and cooperation, thus affecting the improvement of the overall level. Therefore, higher education institutions must have the human administrative function to achieve the basic elements of transformation and ensure their "progress" and "governance", while properly solving the relationship problems of all parties. Influenced by the international trend of economic development, in this environment, excellent talents have become a key strategic asset of competition between universities and a source of continuous drive for their steady development. It is of great practical value to the work of the university staff, and we have the responsibility to build a way that enables the teaching staff to cooperate as investors, which will improve the effectiveness of personnel management and will inevitably have a positive effect on the long-term progress of the college. The operation of human labor force is a management process full of humanistic care. It is composed of people and exists in it. In addition to paying attention to people's emotional fluctuations, it is also important to understand its influence in operation. The staff should encourage professors to get more involved in the campus activities and the direction of the university
The current situation is to clarify the development goals of the school, and combine their own professional advantages, to transform the grand goals of the school into small goals pursued by individuals. In the specific work, make a good plan, steps and implementation plan, and take this as the goal to pay efforts.
3.2. Strategies of Chinese universities at the strategic level
When establishing the strategic positioning of colleges and universities, the human resource management of colleges and universities must be positioned at the decision-making level, and the human resource management department must be positioned as the core department. The strategic positioning of colleges and universities is a problem that needs to be solved first at the strategic level of human resource management. It is the basis for properly solving other problems, which includes the establishment of the position of human resource management in the university and the correct positioning of human resources. Different schools should also have different strategic positioning for their human resource management.
(1) Small schools should first consider the survival and maintenance and then the development of the school manpower
 The resource level is not high, the strategic goal of the school is very clear, only management and monitoring. For this kind of school, human resource management positioning at the executive level is more conducive to the development of the school.
(2) For schools with drastic changes in the external environment and fierce competition, human resource management is naturally positioned at the decision-making level, because talents are the core competitiveness of the school and the most important resource for the sustainable development of the school.
(3) Colleges and universities are a special school, with the characteristics of intensive knowledge and technology and fierce competition in human resources. With the advancement of reform, human resources have gradually become the foundation for colleges and universities to base on and develop, and become the key for colleges and universities to obtain the core competitiveness.
3.2.1 Case analysis —— Management reform of Peking University teachers in human resources
 Despite all the shortcomings in the management of university teachers in China, the reform of university teacher management in Peking University still has many points to break the tradition. The reform of teacher management in Peking University aims to solve the existing problems in teacher management, such as: no elimination mechanism to motivate teachers to actively participate in the work; the promotion mainly depends on internal employment and lack of external competitiveness; too much attention to the publication and the comparison with other applicants; too much attention to the quality and the influence of the candidates; the recruitment of new students in some colleges, which hinders the vitality of academic atmosphere and the ability to promote scientific research innovation. The reform is committed to future development, trying to adjust the mindset of teachers, especially young teachers, to influence their behavior, so as to improve their work effectiveness and academic achievements. The goal is to build a system of selecting outstanding people, rewarding hard work, while punishing slack people, encouraging competition and turnover, to build a dynamic teaching team. This system should be able to stimulate the enthusiasm and innovation spirit of teachers, cope with the strong competition from outside countries, help the progress of higher education in China, and become a model of the world's top universities. The specific contents include:
 The chief teacher adopts the employment system and the hierarchical flow system. Both lecturers and associate professors have fixed-term contracts, with a maximum of one promotion within each contract period. Those who fail to submit them will not renew their contracts, and when the associate professor is promoted to regular teachers, they will receive permanent teaching jobs.
 The system applies to the second field. Educational institutions and institutions that have failed to show excellent education and research results for a long time will face the choice of improvement, restructuring or dissolution within a limited period. Those who work in the dissolved institution, whether they have permanent positions, are required to terminate the contract. However, some personnel may be hired again.
 Third, the external competition mechanism is introduced in the recruitment and promotion. Competition to keep the best people in school and get them the best chance of promotion.
 Fourth, in principle, new teachers are not directly recruited from the fresh graduates of the department. Recruitment of new teachers from other schools can activate the academic atmosphere and prevent inbreeding.
 Fifth, the implementation of classified management of teachers. Educational institutions divide faculty into two categories: scholars who focus on research and education, and professors. The former needs to complete teaching and research at the same time, while the latter's primary responsibility for the latter is to evaluate the course and take its teaching performance as the standard for improving the professional title. For the second type of educators, the number of school students will be set in strict accordance with the actual needs.
Sixth, introduce the "professor council review system" in the recruitment and promotion. The association can provide advisory advice to play a binding role on the academic committee. The participation of the professors is helpful to mobilize the enthusiasm of the dean and helps to correct the possible deviations of the academic committee. The reform of teacher management in Peking University is related to the vital interests of every teacher in Peking University, and it is regarded as the most radical institutional reform in universities, which has a profound impact on the management of teacher management in Chinese universities. The reform of Peking University is to change the current teacher personnel management system through the introduction of external competition to promote the rational flow of university teachers, and ultimately promote the common prosperity of academic and university. In view of China's current institutional restrictions and external pressure, the reform plan has been revised and chosen a compromise. In 2004, the reform plan of Peking University to recruit professors at home and abroad according to the reform plan. Although the reform plan of Peking University still needs to be improved, it has taken a key step and set an example for the new round of reform of Chinese university teachers to provide valuable experience.
3.2.2 Formulate the human resources strategy of applied psychology in Chinese universities
Since the beginning of the 21st century, we have witnessed the major change in the human-centered management concept gradually replacing the object-centered principle —— This marks a revolutionary breakthrough in thinking and practice in the field of management. Psychological issues in human capital management fall within the scope of management psychology and are called (Industrial & Organization Psychology), which is an important novel and critical research direction in modern society. In the first stages, Frederick W. Taylor's "Psychology of the factory" were the foundations of the famous Hawthorne experiment completed under the leadership of Elton Mayo in 1927. It was not until the late 1960s that the subject became a completely autonomous and accessible; and by the end of the years, the knowledge system blossomed in China. It is now agreed that in the coming decades, the effective use of human labor force will face three core challenges, namely, the optimization of enterprise architecture needed to improve the overall competitiveness, the popularization of information technology and the wave of world-class enterprise development caused by them. In this historical background, the importance of human beings as the key element to determine the outcome is becoming more and more prominent, so how to better play the role of talent has become one of the most basic conditions for each country to compete for the fruits of victory. Those who used to rely on science and technology followers backward countries and regions now have to think about this problem-because they can no longer rely on their own innovation ability to surpass the leading countries or keep their status unchanged although China has the world's largest working population, but meet the demand of global competitiveness of high quality talent is still scarce. Therefore, one of the core challenges of psychology and management is to improve the capabilities of employees (including leaders and employees). At the same time, with the evolution of management science itself, it is urgent for psychologists to continue to update the information about how to deal with technological innovation and social transformation, so we need to carry out the psychological research of human capital management with a new view. The psychological research of manpower covers multiple dimensions at the organizational, team and individual levels, aiming to explore the psychological principles and skills of HR in strategic design, job description, staff recruitment, training, reward, allocation, performance evaluation, and career growth. We will elaborate on these issues in three parts: psychological research in pre-service education, psychological research in the recruitment process, and psychological research in corporate transformation.
1. Psychological research on staff training
Education workers of human resources promotion (human resources development) is a crucial issue, especially for personnel training demand assessment can clear its focus and solve problems, when it can solve psychological intervention in the process of guiding the technical problems, and in the process of learning again considering the characteristics of worker continuous learning to deal with related management and transfer problems, it will effectively improve the training effect. Work in the field of psychology: Professor Zhou Jimei, a Chinese expert, started the vocational psychology test program in Tsinghua University in China in the 1920s, which is a pioneering move in the field of vocational counseling in China. He successfully developed the "Occupational Psychology Test system", which includes five parts: demand assessment, professional hobbies, professional personality, vocational skills and interpersonal pressure, and used paper questionnaires and computer software to complete the test tasks, and provided convenient service methods for vocational consulting departments and job seekers. Meanwhile, he also used scenario simulation to explore how to enhance their self-adjust ability by improving their social interaction skills. Based on this, he refined a set of career guidance procedures, guidelines and strategies for middle school level. The "vocational psychology test system" has been pilot applied in intermediary companies or employment service centers in Beijing, Tianjin, Shanghai and other places, and has achieved good promotion results. The management model of staff retraining: The process of retraining involves five links, namely analysis, planning, implementation, feedback and evaluation, in which requirement identification (Need Identification for Re-training) is at the core of the whole program. To achieve this goal, we have completed a questionnaire of the management organization, including task and personnel assessments; and addressed a key question: how to use competency to identify important event interviews and team-focused interviews. This makes our staff retraining program more in line with workplace needs. At the same time, we have built supportive networks that encourage each other. In addition, through the study of "transfer" retraining, we found the two most important influencing factors —— time and the positive response of leadership, which can effectively measure whether the training effect is fully absorbed. These conclusions not only deepen our management understanding of the retraining of staff in higher education institutions, but also for various complicated reasons, many people feel confused and helpless in the face of fierce competition in the market for work. At present, international research on unemployment psychology especially focus on identifying the behavioral factors and Wanbeger that affect secondary employment. The results of the study show that psychological factors such as Chinese workers' thinking style, emotional regulation, job confidence and job strategies are decisive factors in their own job search, but also have a significant impact on the effectiveness and stability of their second employment. The research results have been recognized by the state, and the Beijing Ministry of Labor and Social Welfare has implemented this new employment psychological counseling model throughout the city.
2. Psychological research on personnel selection
Using the principles of psychology to optimize the educational management practice in colleges and universities. When performing routine management work, some universities actively implement professional psychological counseling and counseling for the personal needs of faculty and staff to assist in dealing with various psychological troubles. In the field of human recruitment and management, the study of human resource management in psychology provides convenient conditions for selection. Over the years, psychological tests have been widely used in all aspects of manpower management and have accumulated rich experience. In recent years, our research focus has shifted to how to answer the methodological questions about the competence assessment of senior managers, such as structured interview and situational assessment, and also to a certain degree of research on the competency trait model evaluation in this field.
3. Research on organizational change and development
In recent years, with the constant changes of organizations and the new challenges of market competitiveness have become an important issue in the HR field. In order to meet the demands of today's market, all types of enterprises need to optimize their architecture to meet the current market environment; and it also promotes the development of human capital management to a higher level —— The transition from individual to team to the whole enterprise has gradually become a recent research focus. Since the end of the 20th century, a number of intellectual creation projects have been discussed in the field of intellectual advancement management, especially on the issue of how highly educated professionals can successfully switch jobs. It can be seen from the specialized research activities, that in the process of "senior staff group" (such as scientists, etc.), special attention should be paid to the process of information transmission and opinion solicitation in advance in order to better realize the process of role change. In addition, in order to cooperate with the development of the evaluation of scientific and technological achievements, CNE. 12. The above series of data statistics show that, At present, the major domestic scientific research departments are in a state of continuous self-renewal, And this phenomenon is mainly caused by the inevitable reaction from the relevant directive documents of the state administrative organs or other relevant departments, At the same time, it also reflects the certain defects of the social welfare system in the emergence stage, As a result, this round of internal improvement action cannot be fully implemented as planned, Finally, I need to be reminded that, It is important to pay attention to the effective dialogue mechanism with the vast majority of employers, Set it up, And take appropriate ways to gradually implement the improvement measures when necessary, Until the intended goal is finally reached, up to
4. Research outlook
 Since 1978, our Chinese psychologists have begun to systematically introduce the ideas and skills of overseas management psychology, and successfully constructed the core infrastructure of this field. This measure has not only narrowed the distance with advanced countries, but also enriched the knowledge framework of management psychology in the world, and achieved remarkable development. At the same time, we have also actively invested in the practical application. According to the needs of the country and scientific and technological development, we have successfully implemented a series of important projects with great influence in recent years, which has brought huge social benefits and economic returns. At present, the main goal and direction of our management psychology research should be to adapt to the new situation of economic globalization and information, and deeply explore the problems of human psychological behavior under the social environment of Chinese culture and history. In this way, the relevant psychological behavior analysis and prediction mode are established to provide scientific support and strategic guidance for the decision and development of our domestic universities. Therefore, in order to achieve this goal, we propose the following management plan:
 First of all, we need to increase our investment in the research of human resource management psychology, strengthen our research and teaching teams, and attract foreign professionals. At the same time, we should also adopt a variety of means to promote the theory research of applied psychology in universities in China.
 Secondly, according to the goals of social and economic reform, informatization or national security, major management decision projects should be appropriately planned, so that the research results of applied psychology in Chinese higher education institutions can directly provide services for the decision-making of universities.
Third, due to the continuous deepening and vigorous development of higher education reform in China, the number of universities continues to increase, and its educational level is also gradually improving. Colleges and universities pay more attention to human resource management departments, and human resource managers improve their own management level can make colleges and universities strengthen their own brand and culture in the market economy, improve the quality of the staff and students, so as to highlight their advantages.
3.3. Development of colleges and universities in China in the context
of human resource management
 Colleges and universities should combine their own realistic conditions and development goals, constantly improve the human resources management system, effectively mobilize the enthusiasm and creativity of the teachers, so that the organization can achieve healthy and sustainable development. In order to improve their comprehensive quality and give full play to their professional advantages, they can start from the following aspects:
1. Innovative application of psychology of human resource management concepts in universities. Human resource managers should strengthen their own professional accomplishment, the school functional departments, teaching content and process of understanding and analysis, can clearly tease out the teaching position and the value of administrative positions, and dig deeper into the correlation between different value points and interaction, prompting staff to achieve efficient cooperation, together.
2. Improve the informatization degree of applied psychology in human resource management in colleges and universities. In the current network information era, human resource managers should strive to seize the opportunities of management reform brought by the Internet and mobile social media, actively learn information skills, build convenient and smooth communication channels, and give full play to the advantages of information technology in human resource management, such as efficiency, coordination and precision.
3. Provide coaching and professional skills training. Human resource managers should constantly improve their human resource management skills in applied psychology, actively participate in targeted training, such as special lectures on human resource management in colleges and universities, so as to master more scientific management theories and management tools, and understand the development trends in the field of human resources and the latest research results. The founder of colleges and universities, senior managers need to regularly with human resource managers targeted, direct communication, make human resource managers can more profound understanding of the school at present and future focus and development requirements, and make it can be based on human resources professional, put forward more reasonable Suggestions and solutions. With the deepening of educational reform, colleges and universities have gained more and more recognition, and more and more students and faculty members have entered colleges and universities. In the market competition, the level of human resource management is very important and key for colleges and universities. This raised the requirement of human resources managers in colleges and universities, the school of the overall operation have more detailed understanding, to participate in universities in education, candidates, choose and employ persons, retention and formulate development strategy of decision-making work, through the reasonable introduction and cultivation management, solve the school teaching or administrative management talent employment and use problems, to ensure that colleges are steadily developing in the fierce market competition, cultivate more high level talents for national construction.
3.4 Development of Chinese universities under the background of Human resources of applied Psychology
Year by year, all colleges and universities across the country have begun to involve in the human resource management under the applied psychology, reform education, adapt to the current education mode, and enhance the core competitiveness.
3.4.1 Hierarchical theory needs to be implemented in university faculty management
Meeting their own needs is the driving force of teachers 'active work, which can stimulate teachers' enthusiasm and improve the efficiency of scientific research. Therefore, colleges and universities should understand the needs of teachers and try to meet the needs of teachers so that teachers can better enter the working state and devote themselves to scientific research.
3.4.1.1 Application of material incentives
According to Maslow's needs hierarchy theory material needs is the basis of all kinds of needs of human beings. School administrators should care about the material of the majority of teachers, and need to try to create good living conditions and teaching conditions for the majority of teachers to mobilize the work enthusiasm and initiative of the majority of teachers, to ensure the successful completion of the school work objectives. Therefore, the school administrators should try their best to improve the living conditions of the teachers to solve the problems such as salary and treatment, housing conditions, medical care, children's childcare, schooling and so on. If these measures are more effective, it can relieve the teachers' worries and make them feel at ease in their work. We should pay attention to material incentives, fairness is not absolute fairness but reflected in relative fairness. A person often makes a horizontal comparison with the salary of the people around him. If the salary is relatively high, it is more satisfied, otherwise it is easy to produce psychological imbalance and affect the enthusiasm and initiative of work. Therefore, when designing the university salary system, we need to take into account the teaching staff on the front line of education research and develop a set of salary policies that fully match their performance, contribution and allowance. This can effectively stimulate the innovative spirit of university teachers, only in this way, can maximize the creativity and enthusiasm of the majority of teachers.
3.4.1.2 Application of emotional attribution
The application of enhanced emotional motivation According to Maslow's needs level theory, the emotional belonging needs of college teachers mainly include two aspects, one is the belonging needs. Colleges and universities should timely understand the needs of teachers and try their best to solve the practical difficulties in teachers' life, so that teachers can feel that they are a member of the real school group, and constantly encourage and support the development of teachers in their work. The second is the need for love. We should establish a good colleague relationship between teachers to form a harmonious organization and the collective to give more care and support to each other.
3.4.1.3 Respect for the use of incentives
 Respect for teachers can be started from the following aspects
1. Schools should fully trust their teachers. Trust is the expression of respect for personality. Trust in leadership is a kind of incentive for teachers, which enables teachers to make suggestions for the development of the school, and independently decide working methods and procedures within a certain scope. Schools should evaluate teachers' work objectively and fairly. For excellent students, the school should give sufficient praise and affirmation, which is equally important to university teachers, and even more valuable than the praise of superior leaders. Therefore, stimulating students 'objective evaluation of teachers' work is crucial to enhance teachers' enthusiasm.
2. The school should respect the teachers' opinions. Let teachers participate in the formulation of school rules related to their own vital interests, fully listen to teachers 'opinions and really play the role of the teaching congress, so that teachers' discourse power is guaranteed. Managers should listen to the opinions of frontline teachers on school management, so that teachers have the opportunity to contribute to the development of the school, so that teachers can truly realize the significance and value of their existence and their enthusiasm for work.
3.4.2 Application of two-factor theory in university management
Two Factor Theory Also known as the "incentive-health care theory". American psychologist Hertzberg in 1959. He divided the relevant factors in the enterprise into two kinds, namely, satisfaction factor and dissatisfaction factor. Satisfactory factor refers to the factors that can make people be satisfied and motivated. Dissatisfaction factor refers to the factors that are prone to opinions and negative behaviors, namely health care factors. He thinks these two factors as the main factors affecting employee performance. Health care elements include the company's policies and management, supervision, salary, colleague relationships and working conditions. These factors are other of work, which can eliminate dissatisfaction and maintain work productivity, but do not motivate people to behave more positively. The motivating factors are related to the work itself or the work content, including achievement, appreciation, the meaning and challenge of the work itself, responsibility, promotion, development, etc. These factors, if satisfied, can produce a lot of motivation, and if not satisfied, it will not produce dissatisfaction like health care factors.
3.4.2.1 Application of health care factors
To give full play to the role of health care factors, the following measures can be taken to avoid the impact of the external environment on the stability of teachers and improve the importance of school leaders to the construction of teachers. Leaders at all levels should do a good job in the construction of teachers on the agenda to formulate a practical and feasible medium and long-term development plan for the construction of teachers to establish and improve various supporting mechanisms, control means and policies to regulate the construction of teachers from the macro perspective. The vast majority of teachers believe that only the school pays attention to can teachers see the school's recognition of their work can really build the teaching team better. Therefore, school leaders attach great importance to the construction of teachers, which is an important guarantee to stabilize the team of teachers. Improve the ways, methods and systems for teachers to participate in school management, so that teachers can fully participate in school management. By participating in school management, teachers not only have a deeper understanding of the school to promote the school to form scientific and reasonable management measures, but also get full respect so as to improve work efficiency. To do a good job of teachers' ideological and political education work to improve their ideological and political quality. Colleges and universities should carry out ideological and political education for college teachers through various effective ways to enhance their love and dedication and dedication spirit so that they can make the right choice in the face of colorful temptations. Good ideological and political quality can stimulate teachers to have a strong sense of enterprise and a high sense of responsibility for education, which is an effective guarantee for teachers' success and stable development of career. In a word, "school leaders should not only pay attention to the living conditions of the staff, but also pay attention to the improvement of their teaching skills and on-the-job training". Only by eliminating the worries of the teachers and giving them adequate work safety guarantee can they devote themselves to their work and contribute to the cause of education without hesitation. School rules and regulations, working environment and facilities are important health factors for teachers. If they are not satisfied, they will cause dissatisfaction, which will then affect their working status. Therefore, schools should make various regulations as fairly and reasonably as possible, and continue to optimize the working environment of teachers, so that they can truly feel the satisfaction brought by fair treatment and the comfort of the environment, so as to stimulate them to devote themselves to work happily and further improve the teaching level.”
3.4.2.2 Application of incentive factors
 In their career, everyone wants to be valued to play their talents. University leaders should make full use of teachers' desire to realize personal value and gain recognition and respect from society and others by giving teachers challenging tasks, promoting positions, rewarding those who make outstanding contributions, and affirming and praising their work.
Measures should be taken to create a management environment conducive to the growth of teachers, stimulate their work enthusiasm, and enable outstanding teachers to devote themselves to university education unconditionally and contribute their talents wholeheartedly. At the same time, we can also improve the professional quality of teachers in this way, and encourage outstanding talents from other organizations to attract them to work hard for university organizations for a long time.



Conclusion
 Through the preliminary study of applied psychology in human resource management in Chinese universities, I have a deeper understanding of applied psychology, applied psychology and human resource management. In general, the necessity and urgency of applied psychology in universities. The studies conducted allowed us to draw the following conclusions and recommendations:
 Applied psychology in the activities of human resources is to organize long-term goals and purposes of management activities, allows in the applied psychology and human resources management and use the change of personal factors and external factors, which means that under the influence of the current information control and timely adjust the management mode. The psychological state of managers can have a significant impact on employee motivation, because it will directly stimulate them to show their abilities and potential, which in turn drives them to complete tasks more efficiently. The core goal of human resource management is how to stimulate people's labor force and reflect it by improving people's work efficiency. The main goal of this study is to develop the potential of teachers in the organization and the continuous human resource management ability in the construction of Chinese universities. It provides a theoretical basis and development opportunity for the introduction and development of applied psychology in human resource management in universities in China. College teachers are a special group to study advanced knowledge. They have unique personality characteristics, which determines that they have very strong self-management ability and very strong need to participate in management. American educational organization behaviologist Robert Owens believes that there are two benefits of teacher participation in management decisions in making better decisions and promoting the growth and development of organizational members. College teachers to participate in the management of the school, can make it on the thought and action deeply realize the university development affairs decision and processing of personal experience, can make teachers in colleges and universities to establish a strong identity and sense of responsibility, can fully guarantee the management democracy of teachers in colleges and universities, is conducive to the realization of the management goal of colleges and universities.
 In view of the implementation of applied psychology in human resources in Chinese universities, the first task is the improvement of teachers' specialty, and the second is the influence under the action of external environment. To be necessary to achieve the potential goals and enough level, the task of human resource management of applied psychology psychology literature theory analysis, determine the psychological characteristics of human resource management and applied psychology, establish applied psychology in human resource management in key universities in our country the current situation of psychological characteristics, for the introduction of human resource management in Chinese colleges and universities and development direction, provides the effective power.
 The purpose of the task is to use the methods, tools and approaches of theory (analysis, synthesis, comparison, abstract, summary, systematic application of scientific literature to problem applied psychology in human resource management of universities in China); empirical (conversation method, observation method, empirical analysis method, normative analysis method).
 Through the analysis, it is concluded that Maslow's need hierarchy theory and double factor theory provide a lot of theory but support in applied psychology in the human resources of Chinese universities. It has greatly promoted the operation of human resources in Chinese colleges and universities.
 However, in reality, there are also some obstacles in practice. For example, professional teachers need to learn applied psychology knowledge at a certain time, policy factors, talent training mechanism, and the reality of colleges and universities, which affect the development of the actual situation. It is still a long way to go to establish the management system of applied psychology with Chinese characteristics.
Applied psychology needs innovation in human resource management in colleges and universities, in order to better establish and improve a good working mechanism to develop the human resource management work. It is suggested that the correct concept of human resource management should be established before carrying out the human resource management work. To construct the professional system of human resource management with the characteristics of applied psychology in colleges and universities, the Chinese university management should start from the reality of learning and establish the applied psychology concept that pays equal attention to the comprehensive development of faculty and staff and the strategy of serving schools. To establish human resource management should dilute the concept of "management" and strengthening "reason"; the human resource management should strengthen "rule of law"; the human resource management should dare to introduce external forces (applied psychology). Compilation the implementation of human resource management in China into a regulation and mechanism. It is believed that in time, Chinese universities will be able to better integrate applied psychology into human resource management and carry out their work smoothly.
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