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Abstract

Purpose: Job satisfaction can nurture the teaching efficiency of teachers. Therefore, this study aims to investigate the factors
influencing the self-efficacy and job satisfaction of full-time art teachers in Chengdu, China. The research model is built upon key
variables which are stressors, principal leadership, supportive school culture, teacher collaboration, teacher self-efficacy,
emotional exhaustion, and job satisfaction. Research Design, Data, and Methodology: A quantitative approach was employed,
utilizing a questionnaire survey to collect data from the 450 full-time teachers. Prior to distribution, the questionnaire underwent
validity and reliability testing through Item-Objective Congruence and Cronbach's Alpha pilot tests (n=50). The collected data
was analyzed using Confirmatory Factor Analysis and Structural Equation Modeling to assess the model's goodness of fit, confirm
causal relationships between variables, and test hypotheses. Results: The study reveals that stressors and principal leadership
significantly impact teacher self-efficacy. Teacher self-efficacy has a significant impact on emotional exhaustion. Furthermore,
principal leadership, supportive school culture, teacher collaboration, teacher self-efficacy, and emotional exhaustion significantly
impact job satisfaction. Conclusions: The study recommends that administrators prioritize enhancing the quality factors of teacher
self-efficacy to foster a sense of usefulness in job satisfaction, thereby cultivating positive attitudes and behavioral intentions

towards job satisfaction among teachers.
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1. Introduction

Given the current technical and economic competition
state, the idea of international rivalry for talent and education
is crucial. From focusing on how well people know things,
attention has evolved to encompass how well people are all
around. A well-rounded educational system is thought to
include arts instruction as a crucial component. In the
nation's educational system, art teachers are essential. This
study aims to examine the variables that affect art instructors'
job satisfaction. This analysis will also provide important
information for the future professional development of art
teachers.

Job satisfaction is a type of psychological response that
employees have to their work. According to Ewen et al.
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(1976), job satisfaction is a positive emotional state
generated by employees' evaluation of their work experience.
The concept of job satisfaction was first explored by
Hoppock (1935). As a psychological concept, teachers' job
satisfaction refers to teachers' overall feelings and views on
their occupation, working conditions, and environmental
conditions, which is closely related to teachers' work
enthusiasm and mental health (Coladarci, 1992; Imants &
Zoelen, 1995).

According to Bandura's social learning theory, self-
efficacy refers to people's ability to manage their interactions
with others. This concept is commonly used to describe how
one's professional skills can affect their students' behavior.
Due to the nature of self-efficacy, it can change with the
different situations that teachers encounter. Teachers must
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develop their self-efficacy to help them improve their
professional skills. As a psychological experience, self-
efficacy helps teachers evaluate their teaching abilities.
Believing that their teaching ability can influence a student's
behavior or achievement, teachers can develop a deeper
understanding of themselves through self-efficacy. It can
also help them manage their teaching process and improve
their confidence (Bandura, 1997).

Self-efficacy teachers are more likely to feel that school
operations are being conducted in a way that benefits them
and their students. They also think the school's principal,
teachers, and other staff members follow their
responsibilities properly (Caprara et al., 2003). Studies also
suggest that teachers' perceived effectiveness is influenced
by their satisfaction with their careers and their students'
perceptions of their abilities (Trentham et al., 1985). Studies
have shown that teachers' self-efficacy can impact their job
satisfaction and commitment to the school (Caprara et al.,
2003).

This study aims to provide a research opportunity for art
teachers from the self-efficacy perspective. Researchers can
gain a deeper understanding of art teachers' satisfaction and
performance with their work and their feelings about the
events they experience in their daily jobs. By analyzing the
subjective aspects of their self-efficacy, they can improve
their positive perceptions of independent development.
Through this paper, the author aims to help teachers develop
a positive attribution style and improve their cognition about
their educational activities. The author encourages teachers
to practice self-reflective techniques and helps them improve
their ability to self-assess their performance. Through the
process, their teaching activities are constantly reflected in
their cognitive processing (Hong, 2008).

For the first time, this study aims to analyze the factors
that influence the job satisfaction of art instructors in a city
such as Chengdu to improve the happiness of most art
teachers at an important level in their work and, more
importantly, to provide evidence for the necessity of
improving the job satisfaction of teachers. The study aims to
establish a model of the link between stress, job satisfaction,
and social support among art instructors. It also analyzed the
factors that influence school culture and teacher cooperation.

2. Literature Review
2.1 Stressors

Some research reports show that, among the stressors of
teachers, the teaching profession is considered to have more
and more work tasks, and the speed of teachers' work is also
accelerating (Buchanan, 2010; Hargreaves, 2003; Lindqvist
& Nordanger, 2006; Smithers & Robinson, 2003). According

Na Deng / The Scholar: Human Sciences Vol 17 No 1 (2025) 21-31

to a study by Skaalvik and Skaalvik (2010), job burnout was
linked to school stressors. It was also associated with a
reduction in teachers' job satisfaction. Job burnout is a
condition that typically involves depersonalization and
exhaustion (Maslach et al., 1996). It is used as an indicator
of stress among teachers. Researchers use different terms to
describe the various kinds of stress teachers experience.
They then use the intensity of these stressors to measure
teachers' job stress. (Collie et al., 2012; Gilbert et al., 2014;
Klassen & Chiu, 2011; Klassen et al., 2013). Numerous
studies have examined the link between stress and self-
efficacy among teachers. The results of the TSES showed
that teachers' self-perceptions are negatively affected by
stress (Betoret, 2009; Collie et al., 2012). From these
supported studies, the following hypothesis has been
formulated:

H1: Stressors has a significant impact on teacher self-
efficacy.

2.2 Principal Leadership

Some studies have found that some aspects of PL and
teacher-professional cooperation can affect teachers' self-
efficacy (Duyar et al., 2013). The cognitive evaluation theory
also points out that positive feedback on principal leadership
can positively affect teachers' intrinsic motivation and
cognition of their ability and increase teachers' self-efficacy
(Gagné & Deci, 2005). Barber and Meyerson (2007) noted
that increasing teacher self-efficacy can improve school
performance when competent school leaders interact with
teachers. According to studies, organizational culture is vital
to employee self-efficacy (Ngang, 2011). School leaders are
also highly involved in shaping the culture of their schools
(Leithwood, 2005). From these supported studies, the
following hypothesis has been formulated:

H2: Principal leadership has a significant impact on teacher
self-efficacy.

2.3 Supportive School Culture

According to studies, the main goal of a supportive
school culture is to create a conducive environment wherein
leadership is distributed. (Carpenter, 2015; Khourey-Bowers,
2005) Moreover, teaching leadership (Ahin, 2011) can play
a decisive role. Scholars believe that improving teachers' job
satisfaction and self-efficacy can be attributed to their
school's supportive environment and cooperative culture.
(Chong & Kong, 2012; Duyar et al., 2013; Shachar &
Shmuelevitz, 1997). While some principals can influence
teachers' job satisfaction, others can promote the creation of
SSCs and teacher cooperation. These two factors can help
improve the self-efficacy of teachers. (Liu & Bellibas, 2018).
According to the study, a supportive school culture can boost
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the satisfaction of teachers. It encourages them to share their
successes and difficulties and respect each other's ideas.
School administrators should create a supportive
environment (Rahmi & Mustafa, 2022). In such a working
environment, it will increase teachers' satisfaction with the
working environment. From these supported studies, the
following hypothesis has been formulated:

H3: Supportive school culture has a significant impact on job
satisfaction.

2.4 Teacher Collaboration

Some studies have found that teacher cooperation and
principal leadership can reflect teachers' self-efficacy in
some aspects (Duyar et al., 2013; Jackson & Bruegmann,
2009). Gagné and Deci (2005) The cognitive evaluation
theory also points out that positive feedback is needed to
make teachers' perception of competence and intrinsic
motivation have a positive impact. Teacher collaboration is
one of the sources of such feedback. As a result, positive
feedback from peers can change a teacher's perception of his
or her abilities and work (Garavan, 2010). In the study of
school development, it is recommended that schools
establish a collaborative culture and avoid isolation among
teachers to develop a more effective learning environment

(Goddard et al., 2015). In a sense, Liu and Bellibas (2018)

found that when teaching leaders support a positive school
environment of teacher cooperation and mutual respect, it is
conducive to improving TJS and TSE. Goddard et al. (2007)
Have a similar point of view. They think school teachers are
an important factor in the development of cooperation
because it allows teachers to show open classroom
communication, discuss the teaching according to teaching
practice, share the teaching idea, and make efforts to improve
the mutual help and improve the teaching results of students.
H4: Teacher collaboration has a significant impact on job
satisfaction.

2.5 Teacher Self-efficacy

The experiences that people had with self-efficacy during
their previous mastery are the most vital sources of this
concept. This concept is derived from the social cognitive
theory (Bandura, 1997, 2006). According to Bandura (1997),
Self-efficacy refers to the belief that a person has the ability
and means to achieve the desired outcome. This belief helps
determine an individual's level of persistence in facing
obstacles. The experiences that people had with self-efficacy
during their previous mastery are the most vital sources of
this concept. It can also be used to describe how effective
they are at bringing about the results of their work (Megan
Megan Tschannen-Moran & Woolfolk Hoy, 2001).

According to research, burnout is positively correlated
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with intentions to leave the teaching profession (Leung &
Lee, 2006) but negatively correlated with teacher self-
efficacy (Brouwers & Tomic, 2000; Skaalvik & Skaalvik,
2007), subjective health (Hakanen et al., 2006), and job
satisfaction (Skaalvik & Skaalvik, 2010). In addition,
according to Skaalvik and Skaalvik (2010, 2011), time
constraints and workload were significant predictors of the
emotional fatigue component of burnout (see also Betoret &
Artiga, 2010; Fernet et al., 2012). The relationship between
workload or time constraints and exhaustion is particularly
significant because numerous studies have found that
teachers are working faster and receiving more work
assignments than ever before (Buchanan, 2010; Hargreaves,
2003; Lindqvist & Nordanger, 2006; Smithers & Robinson,
2003).

In addition, according to the results of relevant
researchers, TSE is associated with job-related stress and job
satisfaction (Bandura, 1997; Betoret, 2009; Caprara et al.,
2003, 2006; Lee et al., 2019) is associated with the mastery
of teaching performance and the use of teaching strategies
(Allinder, 1994). There is also evidence that TSE is
associated with a teacher's likelihood of staying in teaching
(Glickman & Tamashiro, 1982). Previous research has
indicated that the self-efficacy of teachers could affect job
satisfaction. From these supported studies, the following
hypothesis has been formulated:

HS: Teacher self-efficacy has a significant impact on
emotional exhaustion.

H7: Teacher self-efficacy has significant impact on job
satisfaction.

2.6 Emotional exhaustion

Emotional exhaustion may occur in conjunction with
psychological stress when employees are stressed because of
threats to their work or performance (Devine & Hunter,
2016). Conformity can lead to emotional exhaustion among
employees, as the conflict between internal and external
emotions can affect their behavior. Workplace events can
also negatively or positively affect the reactions of staff
members. (Weiss & Cropanzano, 1996).

Additionally, according to Xu et al. (2016), of all the
variables influencing employees' job satisfaction, the
employees' emotions and emotional state have the most
influence. When an employee is emotionally exhausted, it is
because of various work-related factors. Because emotional
exhaustion causes employees to feel like their emotional
reserves are depleted, it significantly lowers job satisfaction
(Brackett et al., 2010; Chen & Chen, 2018). Employees'
emotional weariness and decreased job satisfaction may
result from bad workplace events, including employees'
facade of conformity (Grandey, 2003; Hiilsheger et al., 2013;
Lee et al., 2019; Simha et al., 2014). From these supported
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studies, the following hypothesis has been formulated:
H6: Emotional exhaustion has significant impact on job
satisfaction.

2.7 Job satisfaction

Teachers play an important role in the success of children.

They can help develop a conducive learning environment by
providing a safe and encouraging atmosphere. Various
factors can influence the work attitude of teachers.
According to Wiley and Evans (1997), the concept of JS
refers to a person's state of being satisfied with how her or
his work-related needs are met. Two main components of JS
are job accomplishment and job comfort. The former refers
to a person's satisfaction with the quality of their work, while
the latter is about their comfort level with the working
environment.

3. Research Methods and Materials

3.1 Research Framework

The researchers developed a conceptual framework
based on four major studies and three core research theories.
The model for job satisfaction was developed (Ewen et al.,
1976). Herzberg et al. (1959) introduced the two-factor
theory. Bandura (1997) proposed the self-efficacy theory.
Herzberg's theory aims to explain how motivation and
satisfaction are related in the workplace.

This study combines relevant literature and research
theories. It draws on the three theoretical frameworks of
previous studies to construct the conceptual framework of art
teachers' job satisfaction and self-efficacy. The first
theoretical framework was put forward by Skaalvik and
Skaalvik (2017), who studied the literature on teacher stress
and self-efficacy in the past ten years. It points out that the
higher the pressure on teachers, the lower their self-efficacy,
which is a negative correlation. According to Skaalvik and
Skaalvik (2017), this paper aims to determine the effect of
stress on self-efficacy. In the second theoretical framework,
Sehgal et al. (2017) studied the influence of teacher self-
efficacy and teacher effectiveness, studied how these factors
determine teacher self-efficacy and teacher effectiveness,
and discussed the role of teacher cooperation and principal
leadership in explaining the above relationship. The results
show that principal leadership affects teacher self-efficacy,
and the two positively correlate. The study's findings
revealed that schools should prioritize developing and
improving their teachers' self-efficacy. They also need to
give importance to the collaboration between their principals
and teachers to improve their operations' efficiency. The
third literature was provided by Skaalvik and Skaalvik
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(2017), which studied the relationship between teachers' self-
efficacy, job satisfaction, and emotional exhaustion. The
higher the self-efficacy, the higher the job satisfaction, and
the lower the job burnout and resignation impulse level. Self-
efficacy also affected emotional exhaustion, which was
associated with lower job satisfaction. Therefore, teachers'
self-efficacy and emotional exhaustion are important
influencing factors. The research conceptual framework is
proposed as follows in Figure 1.

.
Teacher
Self-efficacy
Principal Leadership
H7 Emotional
Supportive School exhaustion
Culture H3
Job HE
satisfaction
Teacher Collaboration Ha

Figure 1: Conceptual Framework

H1: Stressors has a significant impact on teacher self-
efficacy.

H2: Principal leadership has a significant impact on teacher
self-efficacy.

H3: Supportive school culture has a significant impact on job
satisfaction.

H4: Teacher collaboration has a significant impact on job
satisfaction.

HS: Teacher self-efficacy has a significant impact on
emotional exhaustion.

Hé6: Emotional exhaustion has significant impact on job
satisfaction.

H7: Teacher self-efficacy has significant impact on job
satisfaction.

3.2 Research Methodology

This study employed a quantitative approach and
empirical analysis. A questionnaire was utilized to gather
sample data from the target audience, following a
confirmation of content validity and reliability through the
Item-Objective Congruence (IOC) test and a pilot Cronbach's
Alpha analysis. Once the questionnaire's reliability was
established, it was distributed online to full-time art teachers
in five districts of Chengdu.

The assessment of Item-Objective Congruence (I0C) was
carried out by a panel of three experts, and all the items
exceeded the acceptable threshold of 0.6. In the pilot test
involving 50 participants, Cronbach's alpha reliability was
employed. According to Tavakol and Dennick (2011), a
measurement tool is considered suitable for use when the
Alpha coefficient is greater than or equal to 0.60, indicating
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an acceptable structure. A higher Alpha coefficient signifies
increased reliability in the structure.

To analyze the collected data, the study adopted the two-
step Structural Equation Model (SEM) method proposed by
Anderson and Gerbing (1988). In the first step, Confirmatory
Factor Analysis (CFA) was conducted using SPSS and
AMOS to assess convergent validity. The second step
involved SEM to examine the causal relationships between
all constructs in the conceptual model and test the
significance of influences and proposed hypotheses. SEM
offers the advantage of exploring various dependencies
simultaneously, particularly when the model includes both
direct and indirect influences between structures (Hair et al.,
2010).

3.3 Population and Sample Size

This study's target population is art teachers from five
districts of Chengdu, all part-time primary and secondary
school art teachers. Based on Soper (2006) A-priori Sample
Size Calculator for SEM, the recommended minimum
sample size for the parameters of 7 potential variables and 30
observed variables is 425 at the probability level 0.05.
Therefore, questionnaires were distributed, and 450 valid
responses were screened.

3.4 Sampling Technique

The sample techniques are purposive, stratified random
and convenience sampling. Purposive sampling is employed
by targeting art teachers from five districts of Chengdu, all
part-time primary and secondary school art teachers. The
proportional sample size was conducted per stratified
random approach, as shown in Table 1. Convenience
sampling is directed to access the reachable individuals,
using questionnaire as a tool.

Table 1: Sample Units and Sample Size

Population | Proportional

EIIND e Size Sample Size
Tianfu New District 112 80
Qingyang District 128 90
High-tech District 108 76
Wuhou District 132 94
Jinniu District 156 110
Total 636 450

Source: Constructed by author
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4. Results and Discussion

4.1 Demographic Information

Table 2 presents the demographic profiles of the total 450
respondents. Among them, 100 were male, accounting for
22.2%, and 350 were female, accounting for 77.8%. Among
the professional titles of full-time art teachers, 11.8% were
about no title, 54.4% about First level, 20.2% about Advanced
level, and 13.6% about Professor level.

Table 2: Demographic Profile

Demographlg\I 2:‘1'(; 0G)eneral Data e TR s
Gender Male 100 22.2%
Female 350 77.8%
No title 53 11.8%
. , First level 245 54.4%
Professional title Advanced o1 20.2%
Professor 61 13.6%

Source: Constructed by author

4.2 Confirmatory Factor Analysis (CFA)

Hair et al. (2010) state that Confirmatory Factor Analysis
(CFA) is a suitable starting point when utilizing SEM.
According to Byrne (2010), CFA can be used to assess the
reliability and validity of variables. Fornell and Larcker (1981)
suggest that convergent validity can be statistically evaluated
through Cronbach's Alpha reliability, factor loading, average
variance extracted (AVE), and composite reliability (CR).
Hair et al. (1998) emphasizes the importance of factor
loadings above 0.50. In this study, all individual items
exhibited factor loadings ranging from 0.697 to 0.935, all
greater than 0.50 and frequently above 0.70.

As per recommendations from Fornell and Larcker (1981)
and Hair et al. (1998), the AVE should be equal to or greater
than 0.4, and the CR should be 0.70 or higher. Table 3
demonstrates that all estimates are significant when the CR
value exceeds 0.7 and the AVE value exceeds 0.5. To assess
the internal consistency of items within the construct,
Cronbach's alpha was employed (Killingsworth et al., 2016).
According to George and Mallery (2003) and Hair et al.
(2010), a Cronbach's alpha value of 0.7 or above indicates
valid measurement. In this study, every Cronbach's Alpha
value exceeded 0.7, as shown in Table 3.
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Table 3: Confirmatory Factor Analysis Result, Composite Reliability (CR) and Average Variance Extracted (AVE)

Variables Source of Questior.maire 1\3;' Cronbach's Fact(?rs CR AVE
(Measurement Indicator) Item Alpha Loading

Teacher Self-efficacy (TS) Park et al. (2016) 5 0.885 0.760-0.800 0.886 0.608
Job satisfaction (JS) Skaalvik and Skaalvik (2017) 4 0.874 0.788-0.822 0.875 0.637
Streesors (ST) Borg and Riding (1991) 4 0.875 0.773-0.857 0.876 0.639
Principal Leadership (PL) Sehgal et al. (2017) 4 0.877 0.754-0.841 0.878 0.643
Supportive School Culture (SSC) Sehgal et al. (2017) 4 0.876 0.778-0.820 0.876 0.638
Teacher Collaboration (TC) Sehgal et al. (2017) 4 0.869 0.758-0.817 0.869 0.625
Emotional exhaustion (EE) Etikan (2016) 4 0.872 0.769-0.827 0.873 0.632

Table 4 presents the metrics used to assess the indicators
of good fit. The measurement indices used were CMIN/DF,
GFI, AGFI, NFI, CFI, TLI, and RMSEA. All of these indices
yielded statistical values from the CFA that exceeded the
acceptable limits, indicating a satisfactory model fit.

Table 4: Goodness of Fit for Measurement Model

Fit Index Acceptable Criteria Statistical Values
CMIN/DF | <5.00 (Al-Mamary & 1.414
Shamsuddin, 2015; Awang,
2012)
GF1 > 0.85 (Sica & Ghisi, 2007) 0.930
AGFI > 0.80 (Sica & Ghisi, 2007) 0914
NFI > 0.80 (Wu & Wang, 2006) 0.934
CFI > 0.80 (Bentler, 1990) 0.980
TLI > 0.80 (Sharma et al., 2005) 0.977
RMSEA < 0.08 (Pedroso et al., 2016) 0.030
Model In harmony with
Summary empirical data

Remark: CMIN/DF = The ratio of the chi-square value to degree of
freedom, GFI = Goodness-of-fit index, AGFI = Adjusted goodness-of-fit
index, NFI = Normed fit index, CFI = Comparative fit index, TLI = Tucker-
Lewis index, and RMSEA = Root mean square error of approximation.

Table 5 shows good discriminant validity. Compared to
the factor correlations, the bigger value of AVE square roots
indicated that all variables were significant.

Table 5: Discriminant Validity

TS JS ST PL SSC TC EE
TS 10.779
JS  10.5410.798
ST |0.365(0.321 | 0.799
PL 10.439(0.372|0.215 | 0.801
SSC 10.374|0.396(0.170 | 0.276 |0.798
TC 10.296|0.354|0.167 | 0.181 |0.187|0.790
EE 10.441]0.556(0.333 | 0.393 |0.3580.316 | 0.794

Note: The diagonally listed value is the AVE square roots of the variables
Source: Created by the author.

4.3 Structural Equation Model (SEM)

This study used a structural Equation Model (SEM) to
assess the data gathered. The benefits of SEM come in many
forms. First, dependent connections might be investigated

using SEM (Hair et al., 2010). Second, SEM looked at the
haphazard connections between latent and observable
variables. Third, random error in the observed variables was
applied to get more precise measurement findings. Fourthly,
it measured the hidden variable using a variety of indicators.
Finally, rather than just testing hypotheses at the item level,
it might also test them at the construct level (Hoyle, 2011).

Table 6 measures and illustrates the structural model's
goodness of fit. CMIN/DF = 1.940, GFI = 0.901, AGFI =
0.884, NFI = 0.906, CF1 = 0.925, TLI = 0.947, and RMSEA
= 0.016 were the statistical results. All fit indices' values
confirmed the model's fitness above the threshold for
acceptability.

Table 6: Goodness of Fit for Structural Model

Statistical
Index Acceptable Values
< 5.00 (Al-Mamary & Shamsuddin, 1.940
CMIN/DF 2015; Awang, 2012)
GFI > 0.85 (Sica & Ghisi, 2007) 0.901
AGFI > 0.80 (Sica & Ghisi, 2007) 0.884
NFI > 0.80 (Wu & Wang, 2006) 0.906
CFIL > 0.80 (Bentler, 1990) 0.952
TLI > 0.80 (Sharma et al., 2005) 0.947
RMSEA < 0.08 (Pedroso et al., 2016) 0.046
In harmony

Sxﬁﬁ:lry with Empirical

data

Remark: CMIN/DF = The ratio of the chi-square value to degree of
freedom, GFI = Goodness-of-fit index, AGFI = Adjusted goodness-of-fit
index, NFI = Normed fit index, CFI = Comparative fit index, TLI = Tucker-
Lewis index, and RMSEA = Root mean square error of approximation.

4.4 Research Hypothesis Testing Result

Regression or normalized path coefficients quantify the
strength of the relationship between the independent and
dependent variables proposed in the hypothesis.

Table 7: Hypothesis Results of the Structural Equation Modelin;

Hypothesis ()] t-Value Result
H1: STHTS 0.281 7.133* Supported
H2: PL-TS 0.411 8.886* Supported
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Hypothesis ®B) t-Value Result
H3: SSC—JS 0.156 3.857* Supported
H4: TC—JS 0.143 3.529% Supported
H5: TS>EE 0.352 6.324* Supported
H6: EE—JS 0.332 6.754* Supported
H7: TS—IJS 0.143 3.529% Supported

Note: * p<0.05
Source: Created by the author

As shown in Table 7, seven proposed hypotheses were
supported. Teacher Self-efficacy was significantly driven by
Streesors and Principal Leadership, respectively, and the
path relationship to Teacher self-efficacy that had the
greatest impact in H2 was Principal Leadership. Principal
Leadership had a standardized path coefficient of 0.411 with
a t-value of 8.886* for Teacher Self-efficacy. This supports
previous studies by Duyar et al. (2013), Gagné and Deci
(2005), and Barber and Meyerson (2007).

Another important factor of teacher self-efficacy is
Streesors, with a standardized path coefficient of 0.281 and
a t-value of 7.133* in HI1. Therefore, job satisfaction is
influenced by the stress generated by teachers at work. This
is consistent with the findings of Betoret (2009), Collie et al.
(2012), and Skaalvik and Skaalvik (2010) that teacher self-
efficacy is negatively affected by Streesors.

Regarding teachers' job satisfaction, it is strongly
influenced by emotional exhaustion, followed by supportive
school culture, Teacher self-efficacy, and teacher
collaboration. The path relationship on job satisfaction is
standardized path coefficient in H6 is 0.332, t-value is
6.754*. Teachers' emotional exhaustion affects teachers' job
satisfaction. This also supports previous studies by Devine
and Hunter (2016), Xu et al. (2016), Brackett et al. (2010),
Chen and Chen (2018), Lee et al. (2019), Hiilsheger et al.
(2013) and others.

Emotional exhaustion is directly affected by Teacher
Self-efficacy. The standardized path coefficient of H5 is
0.352, t-value is 6.324*. Emotional exhaustion is related to
teachers' self-efficacy, which aligns with Brouwers and
Tomic (2000), and Ilker et al. (2019) study.

The direct effect of Supportive school culture on job
satisfaction is significant, with a standardized path
coefficient of 0.156 and t-value of 3.857* for H3, which is
in line with the findings of Chong and Kong (2012), Duyar
et al. (2013), Shachar and Shmuelevitz (1997), Liu and
Bellibas (2018), Rahmi and Mustafa (2022) that the stronger
teachers perceive supportive school culture, the higher the
job satisfaction.

Teacher Self-efficacy also significantly affected job
satisfaction, with a standardized path coefficient of 0.143 and
a t-value of 3.529* for H7. This is consistent with Betoret
(2009), Skaalvik and Skaalvik (2010, 2011) studies.

Teacher collaboration directly affects job satisfaction,
with a standardized path coefficient of 0.143 and a t-value of
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3.529* for H4. This is in line with Garavan (2010), Goddard
et al. (2015), and Liu and Bellibas (2018) studies. A culture
of teacher collaboration is recommended in schools to create
a more effective work environment conducive to improving
teachers' job satisfaction.

5. Conclusion and Recommendation
5.1 Conclusion and Discussion

To the best of the knowledge of the findings of this study,
this is the first study to investigate the self-efficacy and job
satisfaction of primary and secondary school art teachers in
China. This study aimed to synthesize and analyze the
important factors affecting the self-efficacy and job
satisfaction of primary and secondary school art teachers in
Chengdu. The researcher proposed seven hypotheses in the
conceptual framework to examine the factors affecting job
satisfaction. After the questionnaire was developed and
validated for reliability, it was distributed online to full-time
art teachers in five districts of Chengdu City. Using the
collected data, CFA was used to measure and test the validity
and reliability of the research conceptual model. Scanning
electron microscopy was used to analyze the factors affecting
behavior and to explore the job satisfaction of full-time art
teachers in Chengdu City. All seven hypotheses proposed
were supported and proved to fulfill the research objectives.

The findings of this study can be summarized as follows :

Emotional exhaustion is the strongest predictor of
teachers' job satisfaction, and the study by Xu et al. (2016)
showed that emotional exhaustion has the greatest impact on
all the variables that affect employees' job satisfaction. When
an employee is emotionally exhausted, this is due to various
work-related factors. Emotional exhaustion can make
employees feel like their emotional reserves are depleted,
significantly reducing job satisfaction. In addition,
Emotional exhaustion, in turn, is strongly influenced by
teacher self-efficacy, Brouwers and Tomic (2000) argued that
in order to improve the teacher's emotional exhaustion in the
workplace, one can try to improve the teacher's self-efficacy.
The factors seen in the study that affect teacher self-efficacy
are streesors and principal Leadership. Skaalvik and
Skaalvik (2010) state that job burnout is related to school
stressors. It is also associated with decreased teacher job
satisfaction. Barber and Meyerson (2007) stated that
increased teacher self-efficacy improves performance when
competent school leaders interact with teachers. Therefore,
establishing schools to create mechanisms and policies that
enhance teacher self-efficacy can alleviate teachers'
emotional exhaustion and thus increase teachers' job
satisfaction.
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Secondly, the antecedents that have a significant effect on
the usefulness of job satisfaction are ranked as supportive
school culture, teacher self-efficacy, and teacher
collaboration are ranked. According to this study, a
supportive school culture increases teacher satisfaction. It
encourages them to share successes and difficulties and to
respect each other's ideas. That is why school administrators
should create such a supportive environment (Rahmi &
Mustafa, 2022). Making teachers work in a better
environment will make them feel that their work is more
valuable and meaningful, thus having higher job satisfaction.

5.2 Recommendation

Streesors (ST), Principal Leadership (PL), and
Supportive School Culture (SSC) were studied, Teacher
Collaboration (TC), Teacher Self-efficacies (TS), and
Emotional exhaustion (EE) on job satisfaction (JS) of
elementary and middle school art teachers in five districts of
Chengdu City. To obtain a picture of the job satisfaction of
in-service elementary and middle school teachers in
Chengdu city, all of the above key factors should be
developed and promoted. This study found that teacher self-
efficacies were the strongest predictor of teacher job
satisfaction and emotional exhaustion. Teacher self-efficacy
beliefs were moderately positively related to teacher job
satisfaction. These results are consistent with social
cognitive theory, which posits that self-efficacy is dominant
in driving one's behavior by setting effortful goals and
putting in extra effort to achieve them. Here, the two-way
link is equally valid, as positive affective dispositions may
produce a higher assessment of one's abilities (Bandura,
1997). Therefore, it is important to emphasize the
moderating role of teachers' self-efficacy. This means that if
teachers intentionally focus on regulating self-efficacy in
their work, learn to find the stressors in their work to dissolve
or transform them, and seek help from their key leaders to
solve problems, and this can greatly enhance their self-
efficacy. The higher their self-efficacy, the higher their job
satisfaction. School principals and senior managers in the
management of school operations should ensure that a
supportive school culture is created in the workplace,
building a work atmosphere of solidarity and cooperation
among teachers, lowering their emotional exhaustion, and
increasing their self-efficacy, which can improve their
motivation and even enhance their job satisfaction.

This study explains the factors influencing teachers' job
satisfaction in primary and secondary schools. It provides
school and higher-level administrators with variables for
identifying teachers' job satisfaction. It can then be applied
to specify school management strategies, talent selection,
and campus construction and development to build a more
optimal work environment and cultivate more talents.
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5.3 Limitation and Further Study

This study has some limitations that need to be noted, and
the following are suggestions for further research. First, this
study was conducted only with full-time art teachers in
primary and secondary schools in Chengdu City, and
teachers in five districts in Chengdu City were selected as the
research subjects, which resulted in a limited scope and
sample size. Second, the topic of this study is job satisfaction,
and the multidimensionality of teachers' job satisfaction is
related. The researcher used a scale with six dimensions, but
other aspects of teachers' job satisfaction could be
investigated. For example, factors include structure of
learning goals, adequacy of resources, staff freedom, and
experience as a school teacher. Exploring different
influences may lead to different findings, improve the
generalizability of the research model, and obtain more
generalized results. Third, the survey was limited to teachers.

Further research could include students, parents, or
management staff as respondents to understand their
perceptions of teacher job satisfaction. In future studies,
researchers can use experimental methods to control for
other variables that may confound causality, such as defining
a specific quality factor to observe the effect of this
independent variable on causality-dependent behavioral
intention. In addition, qualitative research can be added to
understand better the job satisfaction of primary and
secondary art teachers in Chengdu.
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