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Abstract
Background and Aim: With the continuous development of education systems and policy changes, teachers' work
environments, responsibilities, and challenges are evolving, impacting their job satisfaction. Factors such as teachers'
age, gender, educational background, and teaching experience, as well as their personal career values and expectations,
all play a role. School management systems, leadership styles, and the overall organizational culture also contribute
to job satisfaction. Furthermore, the work environment, including teaching facilities and career development
opportunities, and economic factors like salary and benefits, significantly influence how satisfied teachers are in their
roles. In the rapidly evolving education landscape, higher education institutions play a crucial role in improving
advanced industrial systems and serving the transformation of economic development models. Zhanjiang University
of Science and Technology, as a local private undergraduate university, is part of this trend. It is crucial to recognize
that teachers are a key factor in improving educational quality, and their job satisfaction directly influences teaching
quality, student learning outcomes, and career development. Understanding these complex and interacting factors is
essential, particularly in the context of private universities, which can have unique salary structures, work
environments, and management styles that influence teacher job satisfaction. Therefore, this research aims to
comprehensively explore the various factors influencing teachers' job satisfaction at Zhanjiang University of Science
and Technology.
Materials and Methods: This study focuses on the teaching faculty of 11 sub-colleges within Zhanjiang University
of Science and Technology as the research subject. Following an extensive literature review, teacher interviews, and
analysis of 80 questionnaires, the study conducts a comprehensive examination to identify the factors influencing job
satisfaction among teachers at Zhanjiang University of Science and Technology. Before distributing the questionnaire,
Item- Objective Congruence (IOC) and a pilot test of Cronbach's Alpha were adopted to test the content validity and
reliability. The study elucidates the significance of policies promoting teachers' autonomy, inspirational motivation,
and intellectual stimulation. Additionally, it identifies five key factors, including teachers' self-efficacy and career
motivation, that impact job satisfaction among teachers.
Results: Based on these findings, this paper proposes suggestions and countermeasures to enhance job satisfaction
among faculty members at Zhanjiang University of Science and Technology. This research will provide theoretical
references and practical foundations for effective management and development strategies at Zhanjiang University of
Science and Technology while also offering novel insights into higher vocational college administration. The purpose
of this research is to examine the factors impacting Job Satisfaction of Teachers in Zhanjiang University of Science
and Technology, China. Sample data was collected from the target population by using a quantitative method and a
questionnaire as a tool.
Keywords: Teachers’ Job Satisfaction; Autonomy Inspirational Motivation; Intellectual Stimulation; Self- Career
Motivation

Introduction

With the continuous development of education systems and policy changes, teachers’ work
environments, responsibilities, and challenges are evolving, which impacts their job satisfaction.
Government support for education, reforms in education policy, and investment in education funding
directly affect teachers' working conditions and remuneration, thereby influencing their satisfaction. In the
rapidly evolving education landscape, higher education institutions bear the responsibility of improving
advanced industrial systems and serving the transformation of economic development models. As a local
private undergraduate university, Zhanjiang University of Science and Technology plays a crucial role in
this process. Teachers are a key factor in improving educational quality. Their job satisfaction directly
influences teaching quality, student learning outcomes, and career development (Aldridge et al, 2016).
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Beyond merely imparting knowledge, teachers also play roles in guiding students and participating
in academic research. The diversity and complexity of these roles impact teacher satisfaction. Age, gender,
educational background, teaching experience, etc., of the teachers. Personal career values, discrepancies
between expectations and reality, personality traits, etc. School management systems, leadership styles,
cooperative atmosphere among teachers, and organizational culture factors. Work environment, including
office conditions, teaching facilities, and the provision of career development opportunities and support by
the school. Opportunities for career advancement, continuing education, and professional development
support. Research indicates that opportunities for career development and support are significant factors
influencing teacher job satisfaction. Societal recognition of the teaching profession and the social status of
teachers. Economic factors, such as salary and welfare benefits, which directly relate to teachers' quality of
life and have a significant impact on job satisfaction (Bolkan et al, 2011). Private universities differ from
public universities in terms of salary structures, work environments, and management styles. These
differences can uniquely influence teachers' job satisfaction.

Objectives

The objectives of this research are to comprehensively explore the various factors influencing
teachers' job satisfaction at Zhanjiang University of Science and Technology. The specific objectives are
outlined below:

1. Investigate the impact of teachers' autonomy on job satisfaction.

2. Investigate the impact of inspirational motivation on job satisfaction.

3. Explore the effects of intellectual stimulation on job satisfaction.

4. Investigate the impact of teacher self-efficacy on job satisfaction.

5. Investigate the impact of teacher career motivation on job satisfaction.

6. Assess and analyze the current and expected levels of teachers' autonomy, inspirational motivation,
intellectual stimulation, teacher career motivation, and teachers' job satisfaction.

7. Design a strategic plan based on the analysis of these factors.

8. Verify the quality of the strategic plan with respondents through interviews.

Literature review

Self-efficacy, a core construct in social cognitive theory (Kasalak & Dagyar, 2020), has been
extensively studied in the context of teaching, particularly focusing on its relationship with job satisfaction
and other related outcomes. Numerous studies have highlighted the significance of teacher self-efficacy in
influencing various aspects of teaching and teacher well-being.

Vatou & Vatou (2019) delved into the psychometric qualities of the Collective Teacher Efficacy
(CTE) scale, which is designed to measure the collective confidence that teachers within a school have in
their collective capacity to positively affect student achievements (Vatou & Vatou, 2019). The study
concluded that collective teacher efficacy, as defined, is a substantial predictor of teacher job satisfaction.
This finding is significant as it highlights the importance of shared beliefs and mutual trust among teachers
in enhancing job satisfaction. When teachers believe in their collective ability to make a difference in
students' learning outcomes, it fosters a collaborative environment that can lead to a more satisfying and
fulfilling teaching experience. The study's insights suggest that schools and educational leaders should
focus on building a strong sense of community and shared purpose among teachers. This can be achieved
through team-building activities, collaborative professional development, and creating opportunities for
teachers to work together toward common goals. By doing so, schools can potentially increase teachers'
sense of collective efficacy, which in turn can contribute to higher job satisfaction and better teaching
practices.

Fathi et al. (2019) conducted a meta-analysis that revealed a significant positive relationship between
teacher self-efficacy and job satisfaction. This meta-analysis confirmed that teacher self-efficacy is a
significant predictor of job satisfaction (Fathi et al, 2018).
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Perer et al. (2018) identified four distinct profiles of teacher personality and found that "well-
adjusted" teachers, characterized by high levels of openness, conscientiousness, extraversion, and
agreeableness, reported the highest levels of teacher self-efficacy, work engagement, and job satisfaction
(Perera et al, 2018).

Ismayilova and Klassen (2019) provided a detailed examination of the relationship between self-
efficacy in research and teaching and job satisfaction among university faculty. Their findings indicated a
distinction in the levels of self-efficacy related to teaching versus research, with teaching self-efficacy being
rated higher (Ismayilova & Klassen, 2019). This suggests that university faculty felt more confident in their
teaching abilities compared to their research skills. Moreover, the study discovered that research self-
efficacy was influenced by the stage of a faculty member's career and their academic qualifications,
indicating that as faculty progress in their careers and attain higher levels of education, their confidence in
their research capabilities increases. However, gender was not found to be a differentiating factor in terms
of research self-efficacy levels. Importantly, the research highlighted teaching self-efficacy as the most
potent predictor of job satisfaction. This implies that a strong belief in one's teaching abilities has a
significant impact on how satisfied university faculty are with their jobs. This could be because teaching is
often a more regular and direct aspect of faculty work compared to research, and thus, higher efficacy in
this area could lead to greater overall job satisfaction. The insights from this study are valuable for
university administrators and policymakers as they suggest that fostering an environment where faculty can
develop and maintain high levels of teaching self-efficacy could be key to enhancing job satisfaction.
Additionally, supporting faculty at various career stages and with varying qualifications to build their
research self-efficacy could also contribute to improving job satisfaction levels.

Edinger and Edinger (2018) shed light on the pivotal role that social capital plays in the professional
realm of educators, particularly in relation to their job satisfaction. Social capital, in this context, refers to
the network of relationships, interactions, and norms of trust and reciprocity that contribute to a teacher's
professional and social environment (Edinger & Edinger, 2018). The study found that social capital, when
combined with a strong sense of teacher efficacy and supportive structures within the educational
institution, significantly enhances teacher job satisfaction. This suggests that being part of a supportive
community where teachers can rely on each other for assistance and share best practices is conducive to a
more satisfying work experience. Furthermore, teacher efficacy, which is the belief in one's own ability to
influence student learning and achieve professional goals, was identified as a significant mediator in the
relationship between social capital and job satisfaction. This implies that the confidence teachers have in
their capabilities can significantly influence how they perceive their work environment and the support they
receive from their social networks, ultimately impacting their overall job satisfaction.

Gonzales et al (2020) provide an insightful exploration of the motivational dimensions inherent in
teaching and their interplay with various factors such as the social support climate, teacher efficacy,
emotional exhaustion, and job satisfaction. The research findings contribute to the understanding of how
these elements are interconnected within the educational context (Gonzales et al, 2020). The study
identified teacher efficacy as a pivotal factor that mediates the relationship between the social support
climate and job satisfaction. This suggests that a teacher's belief in their capabilities to influence student
learning and achieve professional goals is crucial in how they perceive the support they receive from their
social environment and how satisfied they are with their jobs. The mediating role of teacher efficacy
implies that the supportive climate provided by colleagues and the school environment can bolster teachers'
sense of efficacy. This, in turn, can lead to higher job satisfaction by positively influencing teachers'
emotional and psychological state. The study highlights the importance of a positive social support climate
in educational settings. A climate that fosters collaboration, mutual respect, and assistance among teachers
can significantly contribute to a more satisfying teaching experience. While the study does not detail the
direct relationship with emotional exhaustion, it is generally understood that a lack of social support and
low teacher efficacy can contribute to emotional exhaustion, which can detract from job satisfaction.
Gonzales et al.'s research adds to the body of knowledge by emphasizing the complex dynamics between
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teacher motivation, efficacy, social support, and job satisfaction, offering valuable insights for educators,
school administrators, and policymakers aiming to enhance the teaching profession.

Zakariya (2020) presents an important examination of the mechanisms through which school climate
and teacher self-efficacy influence job satisfaction. The research validated and cross-validated a model that
explores both direct and indirect effects, providing a nuanced understanding of these relationships. The
study confirmed that teacher self-efficacy has a significant positive effect on job satisfaction (Zakariya,
2020). This aligns with the existing literature, which emphasizes the confidence teachers have in their
abilities as a key driver of their satisfaction with their jobs. The research revealed that school climate
indirectly affects job satisfaction through the mediating variable of teacher self-efficacy. This suggests that
a positive school climate enhances teachers' sense of self-efficacy, which in turn increases their job
satisfaction. The study highlights the mediating role of teacher self-efficacy between school climate and
job satisfaction. This implies that the characteristics of the school environment do not directly impact job
satisfaction but do so by influencing teachers' beliefs about their capabilities. Zakariya's work contributes
to the literature by demonstrating the complex interplay between school climate, teacher self-efficacy, and
job satisfaction, and it emphasizes the need for educational leaders to consider these factors when aiming
to improve teacher well-being and retention.

In summary, the literature consistently underscores the robust positive link between teacher self-
efficacy and job satisfaction. Teacher self-efficacy is a significant predictor of job satisfaction. When
teachers have a strong belief in their capabilities to facilitate learning and achieve educational goals, they
tend to report higher levels of job satisfaction. Teacher self-efficacy acts as a mediator in the relationship
between various extrinsic and intrinsic factors and job satisfaction. It influences how teachers perceive and
respond to their work environment, social support, school climate, and organizational trust. The presence
of supportive structures, such as professional development opportunities, collaborative networks, and
positive school cultures, can enhance teacher self-efficacy. These systems contribute to a more confident
and capable teaching force. High levels of teacher self-efficacy are crucial for promoting teacher well-
being. They contribute to a more positive and fulfilling teaching experience, which can reduce stress and
burnout. In essence, fostering a strong sense of self-efficacy among teachers is not just beneficial for
individual teachers but also for the educational system as a whole. It is a critical component in building a
resilient and satisfied teaching workforce that can effectively meet the challenges of the educational
environment.

Conceptual Framework

The conceptual framework depicts the relationships between the independent variables (teachers’
autonomy, inspirational motivation, intellectual stimulation, teacher self-efficacy, teacher career
motivation) and the dependent variable (teacher satisfaction). It illustrates how these variables interact and
influence each other, as shown in the following figure.

teachers’ autonomy

H1
Inspirational motivation
H2
R Job Satisfaction
Intellectual stimulation H3 ’
Ha T~
teacher self-efficacy ’
H5

teacher career motivation

Figure 1 Conceptual Framework of Factors Impacting Job Satisfaction
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H1: Teachers’ autonomy has a significant impact on Teachers’ job satisfaction.
H2: Inspirational motivation has a significant impact on Employee job satisfaction
H3: Intellectual stimulation has a significant impact on Employee job satisfaction
H4: Teacher self-efficacy has no significant impact on Teachers ‘job satisfaction.
H5: Teacher career motivation has a significant impact on job satisfaction.

Methodology

A hybrid method with a combination of qualitative and quantitative methods was used in this study.
This study is divided into three main stages: pre-SP, SP, and post-SP.

In the first phase, it focuses on the status of diagnosis, explores the elements requiring change, SWOT
evaluation, constructs a conceptual framework, and collects and analyzes data in preparation for the next
phase. In the second stage, the research tool was validated with the item-objective consistency index (I0C)
to achieve the objectives of the study. Then, a preliminary study was performed to verify the reliability of
the test, and the data were analyzed using Jamovi. Third, the data of the respondents were collected. The
sample was 80 teachers randomly selected from the 11 colleges of Zhanjiang University of Science and
Technology. Following this, we will perform multiple linear regression (MLR) to test the hypothesis that
in the SP phase, the SP will be designed and implemented to explore factors impacting the Job Satisfaction
of Teachers.

1. Research Population

The research population consists of teachers from 1lsub-colledges working at the Zhanjiang
University of Science and Technology, China. The entire research population for the Proposed Conceptual
Framework of the teachers who have worked in Zhanjiang Science and Technology University for more
than one year full-time is 80.

2. Sample Size

The investigators believe that a sample size of 30 to 500 people was sufficient for most studies. Thus,
a total of 30 teachers verified reliability, and 80 teachers underwent MLR after the reliability validity test.
Then, 20 teachers were selected as participants and filled out the same pre-SP and post-SP questionnaires.

Second-class College Number of Current teachers Sample Size
College of Foreign Languages 50 10
College of Music and Dance 30 6
College of Architectural Engineering 30 6
College of Economics and Finance 50 10
College of Intelligent Manufacturing 40 8
College of Management 30 6
College of Education 20 5
College of Accounting 40 9
College of Art and Design 50 10
College of Culture and Media 20 5
College of Marxism 20 5
Total 380 80

3. Sampling Procedures

No. Stages Students’ numbers Methods
1 Pilot test 30 Questionnaires
2 Research population 80 Questionnaires
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No. Stages Students’ numbers Methods
3 Pre-SP stage 20 Questionnaires Interview
4 Post-SP stage 20 Questionnaires Interview

In the sampling process of this study, the targeted sampling was to consider the status of the
researchers and select the researchers at ZUST. The questionnaire was sent to the 80 teachers. On the
sampling procedure of this study, 30 teachers selecting from 11 departments at Zhanjiang University of
Science and Technology, including the College of Foreign Languages, Music and Dance, Architectural
Engineering, Economics and Finance, Intelligent Manufacturing, Management, Education, Accounting, Art
and Design, Culture and Media, and Marxism performed the reliability validation, and after the reliability
and validity testing, 80 teachers were tested for the multiple linear regression. The questionnaire was sent
through the online questionnaire tool WeChat. The results of the multiple linear regression (MLR) analysis
of the questionnaire helped to form the final action research strategy. In the subsequent phase of the strategic
plan, 20 teachers were selected as participants by purposeful sampling. In the post-strategic planning phase,
assess the effect of the strategic plan.

4. Design of Questionnaire

The questionnaire is designed using a Likert 5-point scale to measure the constructs of teachers’
autonomy, inspirational motivation, intellectual stimulation, teacher self-efficacy, and teacher career
motivation, which are hypothesized to impact teachers’ job satisfaction. Each construct is operationalized
through a set of scale items that reflect the conceptual definitions provided. The Likert 5-point scale is a
widely used method for measuring attitudes, opinions, and subjective information. Respondents are asked
to indicate their level of agreement or disagreement with each statement on a scale ranging from Strongly
Disagree (1), Disagree (2), Neutral (3), Agree (4), and Strongly Agree (5). This allows for a nuanced
understanding of the respondents' perceptions.

5. I0C Results

This study engaged five experts to provide their evaluative opinions on the questionnaire that was
developed based on prior research. In this study, all dimension scores surpassed the 0.67 threshold for this
criterion. After the discussion, the original questions are kept.

6. Pilot Survey and Pilot Test Result

Variable Before Pilot Test After Pilot Cronbach’s Strength of
Test Alpha association
teachers’ autonomy 6 6 0.854 Good
inspirational motivation 5 5 0.954 Excellent
intellectual stimulation 5 5 0.846 Good
teacher self-efficacy 4 4 0.758 Acceptable
teacher career motivation 3 3 0.877 Good
Teacher job satisfaction 3 3 0.793 Acceptable

Results

Multiple Linear Regression

The multiple linear regression analysis examines the relationships between the independent variables
(teachers’ autonomy, inspirational motivation, intellectual stimulation, teacher self-efficacy, and teacher
career motivation) and the dependent variable (teachers’ job satisfaction). The results indicate the
following:
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The MLR Results on Teachers’ Job Satisfaction (n=80)

Variables t-value p-value Stand. Estimate (f§) R2
Teachers’ autonomy 13.16 <.001 0.5928 0.683
Inspirational motivation 5.97 <.001 0.4741
Intellectual stimulation 4.46 <.001 0.3541
Teacher self-efficacy -1.07 0.287 -0.0915
Teacher career motivation 5.28 <.001 0.489

Teachers’ Autonomy: The t-value absolute value is 13.16, which exceeds the threshold of 2, and the
p-value is less than 0.001, indicating a strong and statistically significant positive association with teachers’
job satisfaction. The standardized estimate (B) is 0.5928, suggesting that a one standard deviation increase
in teachers’ autonomy is associated with a 0.5928 standard deviation increase in teachers’ job satisfaction,
holding all other variables constant. The R? contribution of 0.683 suggests that teachers’ autonomy explains
a substantial portion of the variance in teachers’ job satisfaction. This result implies that when teachers
have greater autonomy in their work, they tend to be more satisfied with their jobs. The high significance
and large effect size indicate that this is a key factor in job satisfaction.

Inspirational Motivation: With a t-value absolute value of 5.97, which is greater than 2, and a p-value
less than 0.001, there is a strong and statistically significant positive association between inspirational
motivation and teachers’ job satisfaction. The standardized estimate (B) is 0.4741, indicating that a one
standard deviation increase in inspirational motivation is associated with a 0.4741 standard deviation
increase in teachers’ job satisfaction, holding all other variables constant. This finding suggests that when
teachers feel inspired by their leaders or mentors, their job satisfaction increases. The significant association
highlights the importance of inspirational leadership in enhancing job satisfaction.

Intellectual Stimulation: The t-value absolute value is 4.46, which exceeds the threshold of 2, and the
p-value is less than 0.001, indicating a strong and statistically significant positive association between
intellectual stimulation and teachers’ job satisfaction. The standardized estimate (B) is 0.3541, suggesting
that a one standard deviation increase in intellectual stimulation is associated with a 0.3541 standard
deviation increase in teachers’ job satisfaction, holding all other variables constant. This result indicates
that when teachers are encouraged to think critically and independently, their job satisfaction tends to
increase. The significant association underscores the importance of fostering an environment that promotes
intellectual growth and innovation.

Teacher Self-Efficacy: The t-value absolute value is 1.07, which does not exceed the threshold of 2,
and the p-value is 0.287, indicating that the association between teacher self-efficacy and teachers’ job
satisfaction is not statistically significant. The standardized estimate () is -0.0915, suggesting a small
negative association, although this is not statistically significant. This finding implies that while teacher
self-efficacy may have some impact on job satisfaction, it does not significantly affect it in this sample.
Further research with a larger sample size may be necessary to determine if there is a significant association.

Teacher Career Motivation: The t-value absolute value is 5.28, which exceeds the threshold of 2, and
the p-value is less than 0.001, indicating a strong and statistically significant positive association between
teacher career motivation and teachers’ job satisfaction. The standardized estimate () is 0.489, suggesting
that a one standard deviation increase in teacher career motivation is associated with a 0.489 standard
deviation increase in teachers’ job satisfaction, holding all other variables constant. This result indicates
that when teachers have strong aspirations and motivations for their careers, they tend to be more satisfied
with their jobs. The significant association highlights the importance of career development and
advancement opportunities in enhancing job satisfaction.

In summary, the multiple linear regression analysis reveals that teachers’ autonomy, inspirational
motivation, and intellectual stimulation have strong and statistically significant positive associations with
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teachers’ job satisfaction. Teacher career motivation also shows a strong and statistically significant
positive association. In contrast, teacher self-efficacy does not have a significant association with teachers’
job satisfaction. These findings suggest that fostering an environment that supports teachers’ autonomy,
provides inspirational leadership, encourages intellectual stimulation, and offers career development
opportunities can significantly enhance job satisfaction among teachers at Zhanjiang University of Science
and Technology. The lack of a significant association between teacher self-efficacy and job satisfaction
may require further exploration in future research.

SP Design Process

The design process aims to explore the job satisfaction of teachers at Zhanjiang University of Science
and Technology. According to the research results of MLR, the following five factors (teachers 'autonomy,
inspirational motivation, intellectual stimulation, teacher self-efficacy, and teacher career motivation) affect
teachers' job satisfaction. SP detailed design for 15 weeks with details:

Implementation Time and Activities as a Strategic Plan

Activity Participants Details (Steps) Timeline (Place)
Persons
Responsible
Pre-Strategic 80 Online 1 month Researcher
Plan respondents questionnaire & (Zhanjiang Science and
from Offline Technology University)
Zhanjiang questionnaire
Science and Date analysis
Technology (mean and SD)
University pre-strategic plan
Strategic
Plan Stage
Diagnosis 30 Define 2 weeks Researcher
respondents mission and (Zhanjiang Science and
vision, identify Technology University)
stakeholders,
managers, and
participants.
SWOT
analyzes
Designing 40 Set goals and 3 weeks Researcher
the respondents strategies (Zhanjiang Science and
Strategic Implementati Technology University)
Plan on plan
Evaluating 40 Plan 2 weeks Researcher
respondents adjustment and (Zhanjiang Science and
improvement Technology University)
Plan results
and sustainability
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Activity Participants Details (Steps) Timeline (Place)
Persons
Responsible

Post 30 Online 1 month Researcher
Strategic respondents questionnaire & (Zhanjiang Science and
Plan Offline Technology University)

questionnaire

Date analysis

(mean

and SD) pre-

strategic plan, do
a paired sample t-
test to test
hypotheses

Source: Created by the author

The SP design process is a comprehensive framework that addresses the critical factors affecting
teacher job satisfaction at Zhanjiang University of Science and Technology. Through a structured approach,
the plan aims to enhance teacher satisfaction by focusing on teacher autonomy, inspirational motivation,
intellectual stimulation, teacher self-efficacy, and teacher career motivation. The process is designed to be
iterative, allowing for continuous improvement and evaluation of the strategic plan's effectiveness over
time.

9. Strategic Plan Implementation Stage

A multifaceted strategy that addresses teachers' autonomy, inspirational motivation, intellectual
stimulation, self-efficacy, and career motivation can significantly enhance their job satisfaction. By
providing a supportive and empowering environment, Zhanjiang University of Science and Technology
can foster a community of motivated and engaged educators, ultimately contributing to improved teaching
quality and student outcomes.

(1) professional development training programs

To enhance teachers' autonomy and job satisfaction, schools can implement multidimensional
professional development training programs (Forson et al, 2021). Firstly, by regularly organizing seminars
and inviting external experts or in-house key teachers to share cutting-edge ideas and practical experiences
on curriculum design, teaching method innovations, and other related topics, teachers can acquire new
knowledge and stimulate their sense of innovation. Secondly, experienced teachers serve as mentors to
guide their mentees in classroom teaching reforms, textbook research, and through activities such as mutual
lesson observations and collaborative lesson planning, facilitating the rapid growth of younger teachers.
This one-on-one guidance not only enhances teachers' professional competence but also makes younger
teachers feel supported and autonomous.
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Enhancing teachers' autonomy is crucial for elevating their job satisfaction (Nicolaidou, Solomou
& Pashiardis, 2016). Autonomy enables teachers to lead their own teaching activities, allowing them to
design courses, select teaching materials, and implement innovative teaching methods that align with their
personal pedagogical beliefs. This sense of control and belonging encourages them to engage more deeply
with their work, thereby boosting their job satisfaction. When teachers are granted the freedom to innovate
and experiment in the classroom, they feel that their professional knowledge and abilities are more valued
and recognized. This, in turn, motivates them to continually enhance their teaching skills and explore new
ways to engage students. Consequently, the classroom environment becomes more vibrant and dynamic,
benefiting both teachers and students.

k RF. WREES, (ARSAR, SH2IETF, Smne
R T L I ESEEED, WS MBS

(2) Annual Outstanding Teacher Awards and Teaching Innovation Prizes

In the field of education, establishing diverse achievement recognition mechanisms is crucial for
motivating teachers' enthusiasm and fostering their innovative spirit (Linge & Sikalieh, 2019). Mechanisms
such as the Annual Outstanding Teacher Awards and Teaching Innovation Prizes are specifically designed
to honor teachers who excel in educational and teaching work, further encouraging them to strive for
excellence through both material and spiritual rewards.
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The author’s school has established numerous awards tailored to our specific circumstances to
motivate teachers. The Annual Outstanding Teacher Awards not only acknowledge individual teachers'
efforts but also serve as an inspiration to all teachers. Through a rigorous selection process, teachers who
excel in education and teaching, student counseling, class management, and other aspects are recognized
and honored. This recognition not only makes teachers feel their value and importance but also sparks the
enthusiasm of other teachers, fostering a healthy competitive atmosphere. The Teaching Innovation Prize,
on the other hand, focuses on encouraging teachers to innovate in teaching methods and techniques. With
the continuous development of educational technology, traditional teaching methods can no longer meet
the demands of modern education. Therefore, establishing the Teaching Innovation Prize to encourage
teachers to actively explore new teaching methods and technologies not only enhances teaching quality but
also cultivates students' innovative thinking and practical abilities. This reward mechanism not only
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provides teachers with material benefits but, more importantly, grants them immense spiritual satisfaction
and a sense of achievement (Mustofa, A., Qomar, M., Tanzeh, A., & Aziz, A., 2021).
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Furthermore, these achievement recognition mechanisms enhance teachers' sense of belonging
and honor. When teachers see their efforts and achievements recognized and honored by the school, they
cherish their work more and are more willing to contribute to the school's development (Aldridge et al,
2016). This sense of belonging and honor not only boosts teachers' job satisfaction but also promotes the
school's overall development. Establishing diverse achievement recognition mechanisms is of great
significance for motivating teachers' enthusiasm and innovative spirit, enhancing teaching quality, and
strengthening teachers' sense of belonging and honor.

(2) Outstanding Talent Support Program

In order to comprehensively enhance the teaching quality and educational innovation capability
of our school, we have specifically established the "Outstanding Talent Support Program," aimed at
providing teachers with robust financial support to encourage them to delve deeply into educational
academic research, actively develop high-quality courses, and explore innovative teaching methods.
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The core of this program lies in our profound understanding of the importance of teachers'
professional growth and innovation in the field of education for improving overall teaching quality.
Therefore, we have specifically allocated a fund to sponsor teachers' educational research projects,
curriculum development plans, and innovative teaching method practices. These funds not only alleviate
the economic burden associated with research and development for teachers but, more importantly, they
ignite teachers' passion and spirit of exploration for the educational cause.

By participating in the "Outstanding Talent Support Program," teachers will have the opportunity
to conduct in-depth research on hot topics in education, develop high-quality courses with school
characteristics, and try out and promote novel and effective teaching methods. These activities not only
significantly enhance teachers' professional skills, making them more adept at education and teaching, but
they also bolster their self-confidence and sense of accomplishment in teaching practice, enabling them to
advance more steadfastly and confidently on the path of educational endeavors.

(3) Mentorship Programs and Teacher Growth Partnership Initiative
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To enhance teachers' self-efticacy, which in turn boosts their job satisfaction, our school plans to implement
a program named "Teacher Growth Partnership Initiative." The core of this initiative lies in establishing a
cooperative teacher community that encourages mutual learning and collective progress among teachers.
Specifically, we will organize regular teacher seminars, inviting experienced teachers to share their teaching
insights, successful cases, and strategies for tackling challenges. Additionally, we will assign senior mentors
to newly hired teachers or those facing teaching difficulties, providing one-on-one guidance and support.
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Furthermore, the "Teacher Growth Partnership Initiative" emphasizes the importance of reflective
practice. We encourage each teacher to engage in deep self-reflection after each teaching activity,
documenting their teaching experiences, student feedback, and areas for improvement. Through continuous
self-examination and adjustment, teachers can gradually enhance their teaching skills, thereby boosting
their self-efficacy (Skaalvik et al, 2014).

WATERHSE A AR S B R &

To ensure the sustainability and effectiveness of the initiative, we will also establish a dedicated
feedback mechanism to collect teachers' opinions and suggestions regarding the seminars, mentorship
system, and reflective practice activities. Based on this feedback, we will continuously adjust and improve
the content of the initiative to ensure it truly meets teachers' needs and supports their growth on the teaching
path.

Through the implementation of the "Teacher Growth Partnership Initiative," we aim to create a
positive and uplifting work atmosphere, enabling teachers to continuously challenge and surpass themselves
in teaching practice, thereby enhancing their self-efficacy and job satisfaction.

(4) Optimizing the structure of teachers' compensation and increasing the level of remuneration

Optimizing the structure of teachers' compensation and increasing the level of remuneration can
directly enhance their economic income, thereby boosting their sense of professional happiness (Mokhtar
et al, 2023). An increase in economic income is not only a material reward for teachers' hard work but also
a recognition of their professional value. In addition, improving the welfare system is a key measure to
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enhance teachers' job satisfaction (Ulas & Aksu, 2015). For example, providing housing subsidies can
alleviate teachers' living burdens, especially in areas with high housing prices. These subsidies can help
teachers settle down more easily and reduce their financial stress. Health insurance, on the other hand,
offers protection for teachers' physical and mental well-being, allowing them to face illness without worries.
These welfare measures not only reflect the school's care for teachers but also demonstrate the support of
society for the education sector.
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Taking our school as an example, to improve teachers' job satisfaction and sense of happiness, we
have established a long-term plan to increase teachers' basic salaries every five years. The implementation
of this plan has shown teachers that the school values their career development and has given them clearer
expectations for the future. At the same time, the school has formulated different levels of welfare policies
based on teachers' professional titles. Teachers with junior titles can enjoy basic welfare guarantees from
the beginning of their careers, and as their titles are promoted, the level of welfare also gradually increases.
This differentiated welfare policy not only encourages teachers to continuously improve their professional
abilities but also allows them to feel the school's support and care at every stage of their career development.
Through these measures, teachers' desire to enhance their professional capabilities has been greatly
strengthened, and their sense of job satisfaction has also been significantly improved.
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Teachers' professional motivation and job satisfaction not only affect their own sense of happiness
but also directly impact the improvement of educational quality (Muthimi et al, 2021). When teachers are
economically secure and supported in their daily lives, they can focus more on teaching and research,
contributing to the cultivation of outstanding talents. Therefore, optimizing the structure of teachers'
compensation and improving the welfare system is not only a form of care for individual teachers but also
a powerful drive for the long-term development of the education sector.

Paired sample T test between the Current situation and the expected situation

The paired samples t-test results confirmed that there were significant differences between the
current and expected situations for several key factors. The t-values and p-values indicated that the strategic
plan had a statistically significant impact on teacher job satisfaction. The findings supported the hypothesis
that the strategic initiatives would lead to improvements in the areas targeted by the plan.

Table 1 Paired Samples T-Test of Teachers’ Autonomy (TA)

Variables N Mean Std. Deviation  t-value df p-value
. Pre-TA 30 3.94 0.736
Pair 1 post-TA) 30 4.6 0.275 .18 29 =00l

Note. Created by the author.
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The paired sample t-test results from Table 4.5 reveal a significant improvement in Teachers’
Autonomy (TA) following the intervention. The mean score for TA increased from 3.94 (SD = 0.736) in
the current situation to 4.6 (SD = 0.275) in the expected situation, with a t-value of -6.18 and a p-value of
less than 0.001. This indicates a substantial enhancement in teachers' perceived autonomy as a result of the
implemented strategies.

Table 2 Paired Samples T-Test of Inspirational motivation (IM)

Variables N Mean Std. Deviation t-value df vale p-
. Pre-IM 30 3.71 0.808
Pair I 5 Gt IM 30 4.62 0.289 -7.81 29 <001

Note. Created by the author.

The results show a significant difference in Inspirational Motivation (IM) between the current
situation (M = 3.71, SD = 0.808) and the expected situation (M = 4.62, SD = 0.289). The t-value of -7.81
and a p-value of less than 0.001 suggest that the intervention had a profound impact on increasing teachers’
motivation to inspire their students. This improvement underscores the effectiveness of the strategies in
enhancing teachers’ motivational capacities.

Table 3 Paired Samples T-Test of Intellectual stimulation (IS)

Variables N Mean D .St.d ‘ t-value df p-value
eviation
. Pre-IS 30 3.86 0.885
Pair2  “post-Is 30 4.57 0.39 61 29 =00l

Note. Created by the author.

The table highlights a significant increase in Intellectual Stimulation (IS) after the intervention. The
mean score for IS rose from 3.86 (SD = 0.885) to 4.57 (SD = 0.39), with a t-value of -6.1 and a p-value of
less than 0.001. This finding indicates that the implemented strategies effectively stimulated teachers’
intellectual engagement and capacity to challenge students, fostering a more dynamic learning environment.

Table 4 Paired Samples T-Test of Teacher Self-efficacy (TS)

Variables N Mean D .St.d i t-value df p-value
eviation
. Pre-TS 30 3.86 0.728
Pair3 “post-Ts 30 466 0262 636 28 <001

Note. Created by the author.

The table demonstrates a notable improvement in Teacher Self-Efficacy (TS) following the
intervention. The mean score for TS increased from 3.86 (SD = 0.728) to 4.66 (SD = 0.262), supported by
a t-value of -6.56 and a p-value of less than 0.001. This significant enhancement suggests that the
intervention strategies were successful in boosting teachers’ confidence in their teaching abilities, which is
crucial for effective classroom management and student engagement.

Table 5 Paired Samples T-Test of Teacher Career Motivation (CM)

Variables N Mean D .St.d ’ t-value df p-value
eviation
. Pre-CM 30 4.06 0.793
Paird  — -CM 30 4.63 032 =333 29 <001

Note. Created by the author.

The table shows a significant difference in Teacher Career Motivation (CM) between the current
situation (M = 4.06, SD = 0.793) and the expected situation (M = 4.63, SD = 0.32). The t-value of -5.33
and a p-value of less than 0.001 indicate that the intervention had a positive impact on teachers’ career
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aspirations and motivation to pursue professional development opportunities. This finding highlights the
success of the strategies in aligning teachers’ personal goals with their professional responsibilities.

Table 6 Paired Samples T-Test of Teacher Job Satisfaction (JS)

Variables N Mean D .St.d i t-value df p-value
eviation
. Pre-JS 30 3.96 0.671
PairS “post-Js 30 462 0336 631 29 <001

Note. Created by the author

The table reveals a significant enhancement in Teacher Job Satisfaction (JS) following the
intervention. The mean score for JS increased from 3.96 (SD = 0.671) to 4.62 (SD = 0.336), with a t-value
of -6.51 and a p-value of less than 0.001. This improvement underscores the effectiveness of the
intervention in creating a more satisfying work environment for teachers, which is essential for their overall
well-being and job performance.

Discussion

The study's findings can be examined through Maslow's Hierarchy of Needs Theory and Herzberg's
Two-Factor Theory, highlighting key aspects of teacher job satisfaction. From Maslow's perspective, while
basic needs like fair compensation and working conditions are fundamental, higher-order needs such as
autonomy, recognition, and professional growth significantly enhance satisfaction. The study identified
these factors as critical, aligning with self-actualization and esteem needs.

Herzberg's theory distinguishes between motivators (intrinsic to work) and hygiene factors
(extrinsic). Teacher autonomy, inspirational motivation, and intellectual stimulation emerged as key
motivators, directly contributing to job satisfaction. Conversely, compensation and working conditions
were identified as hygiene factors, which, if unmet, could lead to dissatisfaction.

The strategic plan in the study effectively balanced both motivators and hygiene factors, enhancing
intrinsic motivators through professional development and recognition, while also addressing extrinsic
factors. This comprehensive approach underscores the importance of meeting both basic and higher-order
needs to foster a more satisfied and motivated teaching workforce, ultimately improving teaching quality
and student outcomes.

Conclusion

This study offers a thorough examination of the factors influencing teacher job satisfaction at
Zhanjiang University of Science and Technology. Key factors identified, including teacher autonomy,
inspirational motivation, intellectual stimulation, and career motivation, were found to significantly impact
job satisfaction through MLR analysis. Notably, teacher self-efficacy did not show a substantial effect in
this context, indicating its influence on job satisfaction may be context-dependent and warrants further
exploration.

The strategic plan, which emphasized enhancing these key factors, proved effective in improving job
satisfaction. Paired samples t-tests revealed notable improvements in teachers' perceptions of their work
environment and satisfaction levels. Qualitative data from interviews reinforced these findings, with
teachers expressing appreciation for increased autonomy, leadership support, and professional development
opportunities. They also emphasized the significance of a supportive work environment and clear career
advancement paths.

Overall, the study underscores the necessity of addressing both intrinsic and extrinsic factors to foster
a more supportive and fulfilling work environment for teachers, with the implemented strategic plan
showing promising potential for broader application in educational settings.

Recommendation

Future research should expand the sample to include diverse educational institutions and regions,
enhancing the generalizability of findings on teacher job satisfaction. This broader approach will help
identify common factors influencing satisfaction across settings and develop universally applicable
strategies. Additionally, long-term follow-up studies are recommended to assess the sustained impact of
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interventions, providing insights into their sustainability and potential challenges over time. These studies
can also examine the impact on student outcomes and teachers' career trajectories.

1. Implementing a Competitive Compensation and Benefits Framework

Institutions should consider implementing competitive compensation and benefits packages to
address the hygiene factors identified in Herzberg's theory. Fair and attractive remuneration is essential for
meeting teachers' basic needs and ensuring that they feel valued and respected. Competitive compensation
packages can significantly enhance teachers' job satisfaction and overall well-being.

In addition to salary, institutions should consider offering comprehensive benefits packages that
include health insurance, retirement plans, and other perks. These benefits can provide teachers with
financial security and a sense of stability, reducing stress and enhancing job satisfaction. Institutions should
also consider providing additional incentives, such as bonuses or performance-based rewards, to recognize
and reward teachers' hard work and contributions.

Implementing a competitive compensation and benefits framework is not only important for
attracting and retaining high-quality teachers but also for creating a positive and supportive work
environment. By addressing these basic needs, institutions can lay the foundation for higher-order needs to
be met, ultimately contributing to improved teacher job satisfaction and teaching quality.

2. Nurturing Respectful Cultures

Creating a respectful and supportive work culture is essential for teacher job satisfaction. Institutions
should foster environments where teachers feel valued and respected, both by their colleagues and
administrators. This can be achieved through regular recognition programs and a culture of mutual respect.
Institutions can implement various initiatives to promote a respectful culture, such as regular staff meetings
to celebrate achievements, peer recognition programs, and opportunities for professional collaboration.
These initiatives can enhance teachers' sense of belonging and foster a positive work environment.
Additionally, institutions should provide training for administrators and staff on effective communication
and conflict resolution skills to ensure that interactions are respectful and productive.

Nurturing a respectful culture is crucial for creating a supportive work environment where teachers
feel valued and motivated. By fostering a culture of respect and recognition, institutions can enhance teacher
job satisfaction and contribute to improved teaching quality and student outcomes.

3. Expanding Professional Development Avenues

Providing teachers with ample opportunities for professional development is crucial for their career
growth and job satisfaction. Institutions should invest in workshops, seminars, and advanced training
programs to help teachers enhance their skills and stay updated with the latest educational trends.
Professional development opportunities can also provide teachers with a sense of achievement and
fulfillment, contributing to higher levels of job satisfaction.

Institutions can expand professional development avenues by partnering with external organizations,

such as universities and professional associations, to offer a wide range of training programs and
workshops. These opportunities should be tailored to meet the diverse needs and interests of teachers,
including opportunities for advanced degree programs, specialized training in specific subject areas, and
professional development in emerging educational technologies.
Expanding professional development avenues not only enhances teachers' skills and knowledge but also
provides them with opportunities for career advancement and personal growth. By investing in professional
development, institutions can create a more motivated and skilled workforce, ultimately contributing to
improved teaching quality and student outcomes.

4. Fostering Collaborative Environments

Encouraging collaboration among teachers can enhance job satisfaction by fostering a sense of

community and shared purpose. Institutions should create opportunities for collaborative projects, peer
mentoring, and shared teaching experiences. Collaborative environments can provide teachers with support
and inspiration, enhancing their sense of belonging and job satisfaction.
Institutions can foster collaborative environments by establishing professional learning communities
(PLCs) where teachers can share best practices, discuss challenges, and collaborate on curriculum
development and instructional strategies. These communities can provide a supportive network for teachers,
enhancing their professional growth and job satisfaction. Additionally, institutions should encourage
collaboration across departments and disciplines to promote interdisciplinary projects and innovative
teaching practices.
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Fostering collaborative environments is crucial for creating a supportive and dynamic work
environment where teachers feel valued and motivated. By promoting collaboration, institutions can
enhance teacher job satisfaction and contribute to improved teaching quality and student outcomes.

5. Refining the Work Environment

Improving the physical and administrative work environment can reduce teachers' stress and enhance
their job satisfaction. This includes providing adequate resources, reducing bureaucratic hurdles, and
ensuring a conducive teaching environment. Institutions should invest in modernizing classrooms,
providing up-to-date teaching materials, and ensuring that administrative processes are efficient and
supportive.

Refining the work environment also involves creating a positive and supportive organizational
culture. This can be achieved through effective leadership, transparent communication, and a focus on
teacher well-being. Institutions should regularly solicit feedback from teachers to identify areas for
improvement and implement changes that enhance the work environment.

By refining the work environment, institutions can create a more supportive and fulfilling work
environment for teachers. This can reduce stress, enhance job satisfaction, and contribute to improved
teaching quality and student outcomes.

6. Integrating Feedback Systems and Ongoing Assessment

Institutions should implement robust feedback systems and ongoing assessment mechanisms to
continuously monitor and improve teacher job satisfaction. Regular surveys, focus groups, and one-on-one
interviews can provide valuable insights into teachers' needs and concerns, allowing for timely
interventions. Feedback systems should be designed to be inclusive and participatory, ensuring that
teachers' voices are heard and valued.

In addition to feedback systems, institutions should implement ongoing assessment mechanisms to
evaluate the effectiveness of interventions and identify areas for improvement. This can include regular
reviews of teacher satisfaction data, analysis of student performance metrics, and evaluation of teaching
practices. By continuously monitoring and assessing teacher job satisfaction, institutions can ensure that
interventions are effective and make adjustments as needed.

Integrating feedback systems and ongoing assessment is crucial for creating a supportive and
responsive work environment. By regularly soliciting feedback and evaluating the effectiveness of
interventions, institutions can enhance teacher job satisfaction and contribute to improved teaching quality
and student outcomes.

In conclusion, this study has provided valuable insights into the factors influencing teacher job
satisfaction at Zhanjiang University of Science and Technology. The findings highlight the importance of
addressing both intrinsic and extrinsic factors to create a more supportive and fulfilling work environment
for teachers. The strategic plan implemented as part of this study has shown promising results in enhancing
job satisfaction, suggesting that similar interventions could be effective in other educational contexts.
Future research and practice should consider a comprehensive approach that addresses all levels of
Maslow's hierarchy and both motivators and hygiene factors to create a more satisfied and motivated
workforce.

For practice, institutions should implement competitive compensation and benefits frameworks to
address basic needs and enhance job satisfaction. Nurturing respectful cultures through recognition
programs and effective communication training is crucial. Expanding professional development avenues
and fostering collaborative environments can support career growth and a sense of community. Refining
the work environment by providing adequate resources and reducing bureaucratic hurdles will reduce stress.
Finally, integrating feedback systems and ongoing assessment mechanisms will ensure continuous
monitoring and improvement of teacher job satisfaction. This comprehensive approach, addressing both
intrinsic and extrinsic factors, can create a more supportive and fulfilling work environment for teachers.
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