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ABSTRACT 
The role of substitute teachers in the education market is increasingly important, and factors 
such as job commitment, teacher beliefs, and job satisfaction are significant factors that 
affect the career self-efficacy of substitute teachers. This study aims to explore the 
relationship between job involvement, teacher beliefs, job satisfaction, and career self-
efficacy of substitute teachers in elementary schools. A total of 304 valid questionnaires 
were analyzed using SPSS 18.0 package software for descriptive statistics, Pearson 
correlation, and regression analysis. The results indicate that job involvement, teacher 
beliefs, and job satisfaction of substitute teachers in elementary school are at a medium to 
high level, and their career self-efficacy is at a medium level. There are significant 
correlations among job involvement, teacher beliefs, job satisfaction, and each dimension of 
career self-efficacy. Moreover, job involvement, teacher beliefs, and job satisfaction have 
partially significant predictive power on each dimension of career self-efficacy. 
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1. INTRODUCTION 
 
The concept of respecting teachers and valuing education has long been prevalent in 
traditional societies, and teachers have enjoyed a high social status, particularly among 
primary and secondary school teachers, whose professional status has consistently ranked 
among the top (Chen & Liu, 2019). Therefore, many people aspire to pursue a career in 
education (Kuan et al., 2019). Teachers are important figures in the field of education, 
positioned at the forefront of education. Thus, the quality of teachers is a crucial factor in 
determining the quality of education (Wu, 2006). 

In recent years, due to changes in socio-economic structures and advances in 
technological expertise, the traditional teacher education system is no longer sufficient to 
meet the demands of an open and diversified society (Yang, 2020). In response to this trend, 
the government revised the Teacher Education Law in 1994, transforming the teacher 
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education system from a single normal school to a diversified teacher education system, 
shifting from government-funded to self-funded, from planned teacher training to reserve 
training (Su, 2015), and from an integrated training and appointment system to separate 
tracks. The previously ingrained culture of special school campuses has transformed into a 
competitive free market (Chen & Liu, 2019). The vast array of open teacher education 
channels has resulted in an increasing number of individuals with reserve teacher 
qualifications, coupled with Taiwan's declining birth rate, which has led to a significant 
problem of wandering teachers. In fulfilling its tax reduction commitments, the government 
has caused a shortfall of at least 20,000 teachers in primary and secondary schools 
nationwide. However, the Ministry of Education only provides hourly fees as compensation 
(Lin, 2013). To respond to changes in the social context and safeguard the rights of formal 
teachers, many schools have adopted the strategy of not hiring enough formal teachers to 
cope with the increased number of teacher positions, so as to avoid excess teachers with 
nowhere to go in the future (Hong & Chang, 2022). However, insufficient formal teachers 
mean that the ratio of substitute teachers in a school structure increases, with an average of 
one non-formal teacher (including substitute, acting, and part-time) for every six formal 
teachers (Lin, 2013). The use of substitute teachers as a cost-saving measure not only saves 
personnel costs but also reduces the risk of excess teachers in the future (Chen & Liu, 2019). 

Substitute teachers are characterized by low salary, low rank, flexible employment, and 
no retirement benefits or social security (Chen & Liu, 2019). They are education workers 
outside the school system, and their rights and obligations are significantly different from 
those of full-time teachers (Yang, 2020). The contract period for substitute teachers is 
usually from three months to one year and is not guaranteed (Lin, 2015). Perhaps they have 
work this semester, but they don’t know if they will have substitute opportunities next 
semester. Therefore, the job involvement, teacher beliefs, and job satisfaction of a substitute 
teacher will affect their career self-efficacy, as well as whether they can continue to adhere 
to their own beliefs and maintain their educational enthusiasm. Career self-efficacy will 
affect their expectations for the outcomes of their profession, their professional interests, 
and activities related to their profession (Wang et al., 2020). Therefore, it is worth exploring 
and understanding in detail whether these substitute teachers are willing to continue to 
struggle in the education profession. 

 
2. LITERATURE REVIEW 
 
2.1 Job involvement 
Lodahl and Kejner (1965) first proposed the term "job involvement," which refers to the 
degree of importance that work holds in an individual's self-perception. This concept is 
based on the idea of self-investment and a desire for life interests (Wu & Chung, 2011). 
Kahn (1990) considered job involvement to represent a person's high motivation and 
mastery of the skills required for work. Subsequent scholars have further defined job 
involvement. Schaufeli et al. (2009) viewed it as a positive, self-fulfilling psychological 
state, while Bakker et al. (2014) defined it as an expression of an individual's state of being 
invested in work, with a substantial cognitive and emotional component, emphasizing 
proactive integration into work and demonstrating positive, optimistic emotional and 
cognitive states. In the academic world, teacher performance is considered a consequence 
of job involvement (Guhao Jr., 2023). 

Job involvement is defined as the extent to which a person psychologically identifies 
or commits to their work (Yudhaputri et al., 2021). Schaufeli and Bakker (2004) divided job 
involvement into three dimensions: vigor, dedication, and absorption. Chen (2005) 
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investigated the relationship between job involvement, experiential learning, and career self-
efficacy in educational servicemen and divided job involvement into three dimensions: work 
weight, work identification, and work achievement. Wu and Chung (2011) explored the job 
involvement of intern teachers in elementary schools and divided job involvement into three 
dimensions: work evaluation, work identification, and life influence. Yang (2015) used 
secondary school sports teachers as an example to explore the relationship between teacher 
self-efficacy, job involvement, and creative teaching performance, dividing job involvement 
into three dimensions: vigor, absorption, and dedication. Huang et al. (2019) used public 
high schools as an example to divide teacher job involvement into four dimensions: work 
participation, work identification, work concentration, work pleasure, and evaluation. Wang 
and Huang (2020) used primary school teachers as an example and divided teacher job 
involvement into five dimensions: work identification, work participation, work 
concentration, work evaluation, and work pleasure. Guhao Jr. (2023) used quantitative, non-
experimental research using multiple linear hierarchical regression to determine three 
prediction models on the job involvement of public-school teachers. 

As teachers themselves have a high degree of job involvement, their positive 
identification, positive evaluations, and enjoyment of their work can lead to more active 
teaching and a more positive influence on students (Yeh et al., 2013). The degree of teacher 
job involvement is related to teaching quality and effectiveness, as highly engaged teachers 
have a positive identification and high participation (Wang & Huang, 2020). The job 
involvement scale used in this study was originally developed by Lodahl and Kejner (1965), 
consisting of 20 items. It was translated and adapted into a Chinese version by domestic 
scholar Chen (1984). This Chinese scale was used to investigate the job involvement of 
substitute teachers in primary schools, focusing on three dimensions: job weighting, job 
identification, and job achievement. 

 
2.2 Teacher beliefs 
Pajares (1992) defined teacher beliefs as perceptions that teachers have about education, 
teaching, learning, and students. Li (2005) suggested that instructional beliefs of teachers 
are the values they have accumulated over a long period of time, which can be influenced 
by their past experiences. Chang et al. (2016) defined instructional beliefs of teachers as the 
viewpoints that teachers hold related to their teaching processes, which may be clear or 
implicit and non-systematic but can impact teachers' evaluations, planning, and even the 
decision-making process. 

The instructional beliefs of teachers serve two essential functions. First, they affect 
teaching and determine the instructional design and curriculum planning of teachers, 
ultimately impacting students' learning outcomes. Second, teachers' beliefs can change 
throughout the teaching process due to factors such as school policies, student characteristics, 
teacher environment, and atmosphere (Richardson, 2003; Tsai et al., 2013). Brousseau et al. 
(1988) categorized teacher beliefs into five domains: "students," "curriculum," "social 
environment," "teacher," and "teaching strategies and methods." The belief tendencies of 
teachers can be roughly divided into two orientations: open and monitoring. Tillema's (2000) 
research divided teacher beliefs into four levels: "student management," "curriculum and 
instructional planning," "teaching and assessment," and "student learning." 
    Tang's (1993) Teacher Belief Scale includes teachers' viewpoints and opinions on 
"curriculum and learning," "teacher-student relationships," "teacher roles," and "student 
differences" in the teaching process, and is divided into traditional and progressive 
orientations. Chang et al. (2016) categorized instructional beliefs of teachers into three 
domains: "teacher role," "curriculum and instruction," and "student differences." Although 
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the content of teacher beliefs examined by different researchers is not entirely consistent, 
most of them are related to teachers' views on the curriculum, teaching activities, student 
learning, teacher roles, and student characteristics. In other words, teacher beliefs are 
analyzed based on the teaching activities that teachers most commonly encounter. 
 
2.3 Job satisfaction 
Job satisfaction, in its most simple terms, is a concept that describes an employee’s view and 
emotional state as a result of their work and work experience (Pink-Harper et al., 2016; 
Johnson & Johnson, 2021). Steel et al. (2019) pointed out that job satisfaction refers to an 
individual's feelings and evaluations of their job, including satisfaction with both the 
intrinsic and extrinsic aspects of the job. Steers (1994) stated that job satisfaction is an 
evaluation of the job and work experience, which creates a happy or positive emotional state. 
Robbins (1996) believed that job satisfaction is a general attitude that workers hold toward 
their job, and high job satisfaction indicates a positive attitude toward the job. Williams 
(2005) pointed out that job satisfaction is a positive joy or sense of satisfaction that 
employees experience during the work process, and it includes various aspects of feelings. 
Employees evaluate their job satisfaction based on the degree of satisfaction they experience. 

There are many factors that influence job satisfaction, and most studies explore the 
antecedents and consequences of job satisfaction (Yeh & Huang, 2012). Seashoreand (1981) 
has organized a conceptual framework of variables related to job satisfaction, covering both 
antecedents and consequences. Chang and Shen (2013) indicated that there are two general 
types of job satisfaction theories. The first type focuses on exploring personal intrinsic needs, 
such as Maslow's Hierarchy of Needs, Motivation Hygiene Theory, and ERG Theory. The 
second type focuses on the discrepancy between an individual's job expectations and actual 
results, which may stimulate, maintain, or stagnate individuals. Examples of this type 
include Equity Theory, Expectancy Theory, and Discrepancy Theory. 
    The meaning of job satisfaction and job satisfaction level both refer to being satisfied 
with the current job (Lin et al., 2022). Factors that may affect job satisfaction for substitute 
teachers include personal factors, teaching work, work environment, compensation, 
interpersonal relationships, and continuing education. High levels of job burnout among 
substitute teachers may also affect job satisfaction, as lower levels of burnout are associated 
with higher job satisfaction. 
 
2.4 Career self-efficacy 
Career self-efficacy refers to "individuals' evaluation of their personal effectiveness in 
performing behaviors related to career choice and adaptation" (Lent et al., 1994). Research 
has found that self-efficacy beliefs are an important predictor of career entry behavior (Mohd 
Rasdi & Ahrari, 2020). Individuals with low self-efficacy may experience more anxiety than 
those with high self-efficacy, have lower confidence in their abilities, focus on their 
deficiencies, and perceive challenges as threats (Hamzah et al., 2021). 

Hackett and Betz (1981) applied Bandura's self-efficacy theory to individual career 
behavior and developed the "Career Self-Efficacy Theory." In this theory, Betz and Hackett 
(1987) also emphasized the interrelationship between personal factors, the environment, and 
individual behavior and believed that through the cognitive process of individuals, their 
career decision-making behavior can be adjusted. Betz and Hackett (1987) incorporated the 
concept of career self-efficacy into this model to understand the process of career self-
efficacy and its relationship with individual career behavior (Kao et al., 2022). Career self-
efficacy can help understand and predict individual career behavior, and it is influenced by 
various factors such as career achievement, vicarious learning, verbal persuasion, and 
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emotional arousal, resulting in different levels of career self-efficacy and ultimately leading 
to differences in individual career choice, performance, and persistence. Career self-efficacy 
will affect individuals' expectations of occupational outcomes, occupational interests, and 
activities related to their occupation (Kao et al., 2020). 

In this study, career self-efficacy refers to the personal views, beliefs, and expectations 
of the substitute teachers in their own career development, specifically their expectations 
and confidence in their ability to successfully perform a task when faced with career 
decision-making issues, including career choice, performance, and persistence, as well as 
their confidence in actively performing and persisting in the chosen field. 
 
2.5 Derivation of research hypotheses 
Job involvement is the extent to which a person psychologically identifies or commits to 
their work (Yudhaputri et al., 2021). Peterson (1993) found that university students with 
work experience had significantly higher career self-efficacy than those without work 
experience, while Li (2005) found that university graduates with work experience had higher 
career self-efficacy compared to those without. Chen (2005) discovered that educational 
service soldiers with high job involvement had significantly higher career self-efficacy 
compared to those with low job involvement, and Wu (2021) also found a significant 
correlation between employee job involvement and career self-efficacy. Based on these 
studies, it can be inferred that the higher the job involvement and work experience, the 
higher the level of career self-efficacy. Therefore, the research hypothesis H1 is proposed as 
follows: 

H1: Job involvement of substitute elementary school teachers has a positive and 
significant effect on their career self-efficacy 

 
Chen (2009) found that teacher beliefs play an important role in the personal and 

professional development of substitute teachers in secondary schools, and Chang et al. (2010) 
discovered a significant correlation between teacher beliefs and teaching self-efficacy. In 
their study of teachers in the electrical and electronic group of vocational high schools, 
Chang et al. (2016) found that teachers with more seniority had better teaching beliefs than 
those with less seniority, and that teacher beliefs and professional development could 
effectively predict teaching efficacy. From the literature analysis, it can be concluded that 
teacher beliefs cover a wide range of aspects. This study will focus on the personal 
experience and environmental factors of teachers and explore their impact or relationship on 
career self-efficacy. Therefore, the research hypothesis H2 is proposed as follows: 

H2: Teacher beliefs of substitute elementary school teachers have a positive and 
significant effect on their career self-efficacy 

 
Job satisfaction is an integral part to the success of both the organization and the 

employee (Jung, 2013; Johnson & Johnson, 2021). Chang and Edwards (2015) studied 
hospital nurses and found a close relationship between job satisfaction and career self-
efficacy. Organizations should pay attention to employee job satisfaction and take measures 
to improve it to promote employees' career self-efficacy. Bargsted et al. (2019) studied 
Chilean workers and found that individuals who are satisfied with their job usually exhibit 
higher career self-efficacy, as a satisfactory work environment can enhance their confidence 
and belief in their abilities. At the same time, a satisfactory work environment can also 
promote personal learning and development, thereby improving skills and abilities and 
further enhancing career self-efficacy. From literature analysis, it was found that the factors 
affecting substitute teachers' job satisfaction include personal factors, teaching work, work 
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environment, job rewards, interpersonal relationships, and further education. The higher the 
level of job satisfaction, the lower the level of work stress and work fatigue. Therefore, the 
research hypothesis H3 is proposed as follows: 
    H3: The job satisfaction of elementary substitute teachers has a positive and 
significant impact on their career self-efficacy 
 
3. RESEARCH METHODS 
 
3.1 Research framework 
This study divides job involvement into three dimensions: job weighting, job achievement, 
and job identification. Teacher beliefs are divided into three dimensions: views on student 
discipline, views on curriculum and teaching plans, and views on teaching and assessment. 
Job satisfaction is divided into three dimensions: intrinsic satisfaction, extrinsic satisfaction, 
and general satisfaction. Career self-efficacy is divided into four dimensions: self-
assessment, goal selection, future planning, and problem-solving. The research framework 
is shown in Figure 1. 

 

 
Figure 1. Research framework diagram 

 
3.2 Research subjects and sampling methods 
This study surveyed substitute teachers in public elementary schools in Taiwan, with a 
selection criteria of having served as a substitute teacher for at least three months. The 
"Questionnaire on Job Involvement, Teacher Beliefs, Job Satisfaction, and Career Self-
Efficacy for Substitute Teachers in Elementary Schools" was distributed by mailing it to 
each school's academic affairs director or team leader, who was responsible for distributing 
it to the relevant substitute teachers to complete and return to the researcher. 

Although the website has posted information on the selection of long-term substitute 
teachers in each school, the number of substitute teachers varies by school. Therefore, this 
study adopted a convenience sampling method to distribute the questionnaire, in addition to 
mailing it, using phone requests to increase the response rate and enhance the study's 
reliability. 

 
3.3 Research instruments 
The 5-point Likert scales ranging from (1) "strongly disagree" to (5) "strongly agree" were 

 Job involvement 
1. job weighting 
2. job achievement 
3. job identification 

Teacher beliefs 
1. views on student 

discipline 
2. views on curriculum 

and teaching plans 
3. views on teaching 

and assessment 

Job satisfaction 
1. intrinsic satisfaction 
2. extrinsic satisfaction 
3. general satisfaction 

Career self-efficacy 
1. self-assessment 
2. goal selection 
3. future planning 
4. problem-solving 

H1 

H2 

H3 
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adapted to make the instrument for this study. The job involvement scale used in this study 
was originally developed by Lodahl and Kejner (1965), and it was translated and adapted 
into Chinese by Chen (1984). The "Job Involvement Scale" used in this study was revised 
based on this Chinese scale, as well as the employee job involvement scales developed by 
Liu and Lo (2017) and Wei et al. (2022), and it was tailored to fit the context of substitute 
teachers in elementary schools. The scale aims to explore the job involvement of substitute 
teachers from three dimensions: "job weighting," "job identification," and "job 
achievement." 

To construct the "teacher beliefs" scale, the researchers used the "Elementary Tzu Chi 
Teachers' Teaching Belief Scale" by Wang and Wu (2007), the "College Teacher Belief 
Scale" by Tsai et al. (2013), and the "Elementary School Teacher Belief Scale" by Chen 
(2019) as references. The "Substitute Teacher Belief Scale" was developed based on relevant 
literature and explores the beliefs of substitute teachers from three aspects: "views on student 
discipline," "views on curriculum and teaching plans," and "views on teaching and 
assessment." 

In constructing the "job satisfaction" scale, the researchers referred to the dual-factor 
theory of physiological and psychological factors proposed by Herzberg et al. (1959), 
Maslow's (1943) theory of motivational needs, and the "Job Satisfaction Scale" by Hsu and 
Yeh (2010), Yen et al. (2016), and Chen et al. (2020). The scale was developed based on 
practical experience and divides the job satisfaction of substitute teachers in elementary 
schools into three dimensions: "intrinsic satisfaction," "extrinsic satisfaction," and "general 
satisfaction." 
    To construct the "career self-efficacy" scale, the researchers used the "Military Service 
Men's Career Self-Efficacy Scale" developed by Chen (2005), the "Teacher Career Self-
Efficacy Scale" developed by Kao et al. (2022), and actual situations as references. The 
"Substitute Teacher Career Self-Efficacy Scale" was developed by the researcher and 
explores the career self-efficacy of substitute teachers in elementary schools from four 
aspects: "self-assessment," "goal selection," "future planning," and "problem-solving." 
 
4. RESEARCH RESULTS 
 
4.1 Analysis of reliability and validity 
To analyze the reliability of the questionnaire used in this study, Cronbach's α coefficient 
was utilized (Suryanarayana, 2022). A higher α value indicates that the results of the 
measurement of each item in the scale are more consistent, which indicates a higher 
reliability of the scale. The overall Cronbach's α value of the questionnaire used in this study 
was found to be 0.931, and the Cronbach's α values for each dimension were greater than 
0.7, indicating that the questionnaire was a highly reliable and acceptable scale. The relevant 
data are presented in Table 1. 
    The measurement items for each variable used in this study were modified from related 
domestic and foreign literature. In the process of questionnaire development, scholars and 
experts were invited to assist in identifying the content validity and appropriateness of the 
questions. Furthermore, the number of questions, content, and wording were revised 
accordingly. Thus, the questionnaire had a considerable level of content validity. 
 

Table 1. Reliability analysis of the questionnaire 
Variable Dimension Cronbach’s α 

Job involvement job weighting 0.801 
 job achievement 0.810 
 job identification 0.835 
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 overall job involvement 0.929 
Teacher beliefs views on student discipline 0.730 
 views on curriculum and teaching plans 0.835 
 views on teaching and assessment 0.812 
 overall Teacher beliefs 0.862 
Job satisfaction intrinsic satisfaction 0.843 
 extrinsic satisfaction 0.822 
 general satisfaction 0.806 
 overall Job satisfaction 0.937 
Career self-efficacy self-assessment 0.843 
 goal selection 0.822 
 future planning 0.806 
 problem-solving 0.937 
 overall Career self-efficacy 0.954 
 overall questionnaire 0.931 

 
4.2 Sample data analysis 
This study used substitute teachers in 243 public elementary schools in Taiwan as the 
population. A total of 355 questionnaires were distributed, and 320 were returned, with a 
response rate of 90.1%. Sixteen invalid questionnaires were excluded, and a total of 304 
valid questionnaires were collected. The basic information of the questionnaire sample is 
shown in Table 2. 
 

Table 2. Analysis of Basic Demographic Information of Samples 
Variable Category Sample Size % 
Gender male 237 78.0 

female 67 22.0 
Age 

 
 

30 years old 120 39.5 
31-40 years old 106 34.9 
41-50 years old 57 18.8 

 51 years old and above 21 6.9 
Substitute teaching experience 5 years or less, 168 55.3 

 6-10 years 92 30.3 
 11-20 years 32 10.5 
 21 years or more 12 3.9 

Marital status  married 171 56.3 
  single 133 43.8 

Employment type substitute teacher 93 30.6 
 2688 project teacher 125 41.1 
 part-time teacher 86 28.3 

Position held homeroom teacher 67 22.1 
 subject teacher 237 78.0 

School size less than 12 classes 45 14.8 
 13-24 classes 69 22.7 
 less than 25 classes 190 62.5 

 
The statistical results presented in Table 3 provide further analysis of the sample status 

of each research variable. The results show that substitute teachers in elementary schools 
have a good to above-average level of overall job involvement with an average score of 
3.432. When examining each sub-dimension, it was found that "job weighting" had the 
highest average score of 3.800, followed by "job identification" with an average score of 
3.588, and "job achievement" with an average score of 2.842. Thus, substitute teachers in 
elementary schools currently show the highest level of job involvement in the area of "job 
weighting". 

Moreover, the average score of "overall teacher belief" is 4.230, indicating a good to 
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above-average level, and falls in the middle to slightly higher range on the five-point scale. 
When examining each sub-dimension, it was found that "views on student discipline" had 
the highest average score of 4.290, followed by "views on teaching and assessment" with an 
average score of 4.280, and "views on curriculum and teaching plans" with an average score 
of 4.030. Thus, substitute teachers in elementary schools currently show the highest level of 
teacher belief in the area of "views on student discipline". 
    Furthermore, the average score of "overall teacher satisfaction" is 3.791, and the order 
of the single item average scores from high to low are as follows: "general satisfaction" with 
an average score of 3.903, "external satisfaction" with an average score of 3.860, and 
"internal satisfaction" with an average score of 3.520. The average score of "overall career 
self-efficacy" is 3.811, and when examining each sub-dimension, it was found that "self-
assessment" had the highest average score of 3.941, followed by "goal selection" with an 
average score of 3.832, "problem solving" with an average score of 3.743, and "future 
planning" with an average score of 3.672. Thus, substitute teachers in elementary schools 
currently show the highest level of career self-efficacy in the area of "self-assessment". 
 

Table 3. Analysis of Current Status for Each Study Variable 
Variable Dimension Mean 

Job involvement job weighting 3.800 
 job achievement 2.842 
 job identification 3.588 
 overall job involvement 3.432 
Teacher beliefs views on student discipline 4.290 
 views on curriculum and teaching plans 4.030 
 views on teaching and assessment 4.280 
 Overall Teacher beliefs 4.230 
Job satisfaction intrinsic satisfaction 3.520 
 extrinsic satisfaction 3.860 
 general satisfaction 3.903 
 Overall Job satisfaction 3.791 
Career self-efficacy self-assessment 3.941 
 goal selection 3.832 
 future planning 3.672 
 problem-solving 3.743 
 overall Career self-efficacy 3.811 
 overall questionnaire 3.798 

 
4.3 Analysis of the correlation between variables and career self-efficacy 
4.3.1 Analysis of the correlation between job involvement and career self-efficacy 
There is a significant positive correlation between job involvement and career self-efficacy 
(r=0.209), indicating that the higher the job involvement score of elementary substitute 
teachers, the higher their career self-efficacy. Among the job involvement variables, the "job 
weighting," "job achievement," and "job identification" dimensions are significantly 
positively correlated with "career self-efficacy" (r=0.112, r=0.142, r=0.226, r=0.175), 
indicating that the higher the job involvement scores of elementary substitute teachers in the 
dimensions of "job weighting," "job achievement," and "job identification," the higher their 
career self-efficacy. Among the career self-efficacy variables, the "self-assessment," "goal 
selection," "future planning," and "problem-solving" dimensions are significantly positively 
correlated with "overall job involvement" (r=0.213, r=0.203, r=0.167), indicating that the 
higher the job involvement scores of elementary substitute teachers, the higher their career 
self-efficacy in the dimensions of "self-assessment," "goal selection," "future planning," and 
"problem-solving." Therefore, the higher the overall job involvement of teachers, the higher 
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their career self-efficacy in the dimensions of "self-assessment," "goal selection," "future 
planning," and "problem-solving." The relevant data are shown in Table 4. 

 
Table 4. Correlation analysis between job involvement and career self-efficacy dimensions 

Dimension self-assessment goal selection future planning problem-solving overall career 
self-efficacy 

job weighting 0.068 0.145** 0.102* 0.121 0.112* 
job achievement 0.100* 0.090 0.075 0.082 0.095 
job identification 0.142** 0.143** 0.113* 0.133 0.142** 
overall job involvement 0.213*** 0.203*** 0.167** 0.185 0.209*** 

*: p < 0.05；**: p < 0.01；***: p < 0.001 
 
4.3.2 Correlation analysis between teacher beliefs and career self-efficacy 
The various dimensions of teacher beliefs, including "views on student discipline," " views 
on curriculum and teaching plans," and "views on teaching and assessment," were found to 
have significant positive correlations with the various dimensions of career self-efficacy, 
such as "self-assessment," "goal selection," "future planning," and "problem-solving," 
according to Pearson correlation analysis. Among the dimensions of teacher beliefs, "views 
on student discipline" had the highest correlation with "overall career self-efficacy" 
(r=0.633). Therefore, the higher the teacher's belief score, the higher their perceived level 
of career self-efficacy. The relevant data is presented in Table 5. 
 
Table 5. Correlation analysis between teacher beliefs and dimensions of career self-efficacy 

Dimension self-
assessment goal selection future planning problem-

solving 
overall career self-

efficacy 
views on student discipline 0.635*** 0.539*** 0.588*** 0.567*** 0.633*** 
views on curriculum and 

teaching plans 
0.546*** 0.600*** 0.564*** 0.543*** 0.613*** 

views on teaching and 
assessment 

0.516*** 0.520*** 0.511*** 0.521*** 0.555*** 

Overall Teacher beliefs 0.688*** 0.687*** 0.699*** 0.689*** 0.744*** 
***: p < 0.001 

 
4.3.3 Correlation analysis between job satisfaction and career self-efficacy 
The various dimensions of job satisfaction, including "intrinsic satisfaction," "extrinsic 
satisfaction," and "general satisfaction," as well as the various dimensions of career self-
efficacy, including "self-assessment," "goal selection," "future planning," and "problem-
solving," showed significant correlation in the Pearson correlation analysis. Among the 
dimensions of job satisfaction, the correlation between "extrinsic satisfaction" and "overall 
career self-efficacy" was the highest (r=0.400). Therefore, the higher the score for job 
satisfaction among teachers, the higher their career self-efficacy. The relevant data is shown 
in Table 6. 
 

Table 6. Correlation analysis between job satisfaction and dimensions of career self-
efficacy 

Dimension self-assessment goal selection future planning problem-solving overall career 
self-efficacy 

intrinsic satisfaction 0.117* 0.121* 0.116* 0.121* 0.127* 
extrinsic satisfaction 0.362*** 0.413*** 0.342*** 0.352*** 0.400*** 
general satisfaction 0.074 0.079 0.047 0.048 0.017 
Overall Job satisfaction 0.059 0.013 0.004 0.002 0.028 

*: p < 0.05；***: p < 0.001 
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4.4 Regression analysis of variables and career self-efficacy 
4.4.1 Prediction of overall career self-efficacy 
This study primarily focuses on the direct relationship between the main explanatory 
variable and the dependent variable. We have attempted to use variables such as gender, age, 
marital status, and teaching experience as control variables, but the results had no impact. 
Therefore, we did not include them in the regression analysis section of this paper. 
    The results of the stepwise regression analysis of job involvement, teacher beliefs, and 
job satisfaction on "career self-efficacy" are shown in Table 7. It was found that only the 
variable of "job satisfaction" was significant and had a predictive power of 55.3% on 
"overall career self-efficacy". "job involvement" and "teacher beliefs" were not significant 
predictors of "overall career self-efficacy". 
 

Table 7. Summary of regression analysis of variables on career self-efficacy 
Dependent 

variable 
Independent 

variable β R R² Adj. R² F value 

Career self-
efficacy 

Job 
satisfaction 0.744 0.744 0.553 0.552 489.414*** 

***: p < 0.001 
 
  The stepwise regression analysis was performed on the sub-dimensions of job 
satisfaction, as shown in Table 8. The selected order of variables was "intrinsic satisfaction," 
"extrinsic satisfaction," and "general satisfaction." The beta coefficients of the three 
variables were all positive, indicating that their predictive power on career self-efficacy was 
positive. The total predictive power (R²) was 0.563, indicating a 56.3% predictive power on 
"overall career self-efficacy." Among them, the sub-dimension of "intrinsic satisfaction" had 
the highest predictive power of 51.3%, indicating that it had the greatest impact on the 
perception of "overall career self-efficacy." 
 
Table 8. Summary table of regression analysis for job satisfaction subscales on career self-

efficacy 
Dependent 

variable Independent variable β R R² Adj. R² F value 

Career self-
efficacy 

intrinsic satisfaction 0.425 0.717 0.512 0.513 416.811*** 
extrinsic satisfaction 0.232 0.741 0.546 0.035 239.504*** 
general satisfaction 0.189 0.753 0.563 0.018 171.376*** 

    ***: p < 0.001 
 
4.4.2 Prediction of the self-assessment dimension 
Using the dimensions of job satisfaction as predictors, the results of the regression analysis 
in Table 9 show that the selected variables are in the order of "intrinsic satisfaction", 
"extrinsic satisfaction", and "general satisfaction". The F-values for all three dimensions 
reached a significant level, and the β coefficients were positive, indicating that the predictive 
power of the three variables on the "self-assessment" dimension is positive. The total 
predictive power (R2) was 0.508, indicating that there is a 50.8% predictive power for the 
"self-assessment" dimension. Among them, the "intrinsic satisfaction" dimension has the 
highest predictive power of 44.4%, indicating that the impact of the "intrinsic satisfaction" 
dimension on the "self-assessment" feeling is the greatest. 
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Table 9. Summary of stepwise regression analysis of job satisfaction sub-constructs on 
self-assessment 

Dependent 
variable Independent variable β R R² Adj. R² F value 

self-
assessment 

intrinsic satisfaction 0.369 0.666 0.444 0.444 315.480*** 
extrinsic satisfaction 0.315 0.708 0.501 0.057 198.018*** 
general satisfaction 0.114 0.713 0.508 0.007 135.191** 

**: p < 0.01；***: p < 0.001 
 
4.4.3 Prediction of the self-assessment dimension 
Using the dimensions of job satisfaction as regression analysis, the selected variables were 
"intrinsic satisfaction", "extrinsic satisfaction", and "general satisfaction" in sequence. The 
F values of the three dimensions were all significant, and the β coefficients were positive, 
indicating that the predictive power of the three variables on the "goal selection" dimension 
was positive, the results are shown in Table 10. The total predictive power (R²) was 0.485, 
indicating that there was 48.5% predictive power on the "goal selection" dimension. Among 
them, the "intrinsic satisfaction" dimension had 44% predictive power, indicating that the 
pressure from the "intrinsic satisfaction" dimension had the greatest impact on the feeling 
of "goal selection". 
 
Table 10. Summary table of stepwise regression analysis of job satisfaction dimensions on 

goal selection 
Dependent 

variable Independent variable β R R² Adj. R² F value 

goal selection intrinsic satisfaction 0.411 0.664 0.440 0.440 310.654** 
extrinsic satisfaction 0.253 0.692 0.478 0.038 180.651** 
general satisfaction 0.111 0.696 0.485 0.006 123.163** 

**: p < 0.01 
 
4.4.4 Prediction of the future planning dimension 
Using job satisfaction dimensions for regression analysis, the results are shown in Table 111. 
The selected variables were "intrinsic satisfaction", "extrinsic satisfaction", and "general 
satisfaction", in that order. The F values for all three dimensions were significant, and the β 
coefficients were positive, indicating that the predictive power of the three variables on the 
"future planning" dimension was positive. The total predictive power (R²) was 0.492, 
indicating that there was 49.2% predictive power for the "future planning" dimension. 
Among them, the "intrinsic satisfaction" dimension had the highest predictive power of 
44.6%, indicating that the influence of the "intrinsic satisfaction" dimension on the "future 
planning" dimension was the greatest. 
 
Table 11. Summary table of stepwise regression analysis of job satisfaction dimensions on 

future planning 
Dependent 

variable Independent variable β R R² Adj. R² F value 

future planning intrinsic satisfaction 0.330 0.668 0.446 0.446 317.437*** 
extrinsic satisfaction 0.170 0.689 0.475 0.030 178.521** 
general satisfaction 0.173 0.701 0.492 0.016 126.653** 

**: p < 0.01；***: p < 0.001 
 
4.4.5 Prediction of the problem-solving dimension 
Using the job satisfaction sub-dimensions for regression analysis, the results shown in Table 
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12 indicate that the selected variables are in the order of "intrinsic satisfaction," "extrinsic 
satisfaction," and "general satisfaction." The F values for all three dimensions are significant, 
and the β coefficients are positive, indicating that the predictive power for the "problem-
solving" dimension is positive. The total predictive power (R²) is 0.502, indicating a 
predictive power of 50.2% for the "problem-solving" dimension. The "intrinsic satisfaction" 
dimension has the highest predictive power at 42.6%, indicating that the impact of the 
"intrinsic satisfaction" dimension on the perception of "problem-solving" is the greatest. 
 
Table 12. Summary of stepwise regression analysis of job satisfaction sub-dimensions on 

problem-solving 
Dependent 

variable Independent variable β R R² Adj. R² F value 

problem-
solving 

intrinsic satisfaction 0.410 0.538 0.426 0.422 274.351*** 
extrinsic satisfaction 0.213 0.635 0.435 0.242 156.283** 
general satisfaction 0.225 0.711 0.502 0.115 146.836** 

**: p < 0.01；***: p < 0.001 
 
    The summary of the analysis and the results of hypothesis testing in this study are 
presented in Table 13. 
 

Table 13. Results of hypothesis testing 
Hypothesis Result 

H1: Job involvement of substitute elementary school teachers has a positive and 
significant effect on their career self-efficacy 

Partially supported 

H2: Teacher beliefs of substitute elementary school teachers have a positive and 
significant effect on their career self-efficacy 

Supported 

H3: The job satisfaction of elementary substitute teachers has a positive and 
significant impact on their career self-efficacy 

Partially supported 

 
5. CONCLUSION 
 
On average, substitute teachers in primary schools are responsible for teaching 20-24 lessons 
per week, resulting in a high workload. Some schools even assign administrative tasks to 
long-term substitute teachers, which further increases their workload and leaves them 
physically and mentally exhausted, with no energy to prepare for the teacher certification 
examination after work. To address this issue, educational administrative agencies should 
establish clear work rules that take into account the unique background and circumstances 
of substitute teachers in primary schools. This will enable substitute teachers to teach with 
peace of mind during the day and have sufficient energy to prepare for the teacher 
certification examination at night. 

While most substitute teachers in primary schools possess teaching certificates, they 
temporarily serve as substitute teachers because they have not been able to obtain formal 
teacher qualifications. This temporary position provides them with work, but it also results 
in lower levels of intrinsic self-satisfaction. To address this issue, educational administrative 
agencies should create more primary school teacher positions and open up more formal 
teacher vacancies to provide reserve teachers, currently serving as substitute teachers, with 
more opportunities to join the formal teacher ranks. 

Managing classes and student discipline are integral parts of the teaching work that 
substitute teachers in primary schools focus on. At the primary school level, managing 
students' daily routines is a challenging task. Therefore, schools should provide counseling 
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channels to help substitute teachers understand where to seek assistance when encountering 
problems. Schools should also utilize experienced or excellent teachers to provide advice 
and training during various meetings to improve substitute teachers' teaching and student 
management abilities. 
    Despite most substitute teachers in primary schools planning to obtain formal teacher 
qualifications in the future, the acceptance rate for the teacher certification examination has 
been low in recent years. This has caused many individuals to try for years without success, 
leading them to consider changing their career paths. To assist substitute teachers in 
preparing for the teacher certification examination, school units should provide various 
resources, including human and material resources, and carefully consider teachers' 
professional abilities, personal preferences, and personal development needs when 
arranging duties. This will help retain and attract high-quality teaching talent. 
 
 

ACKNOWLEDGEMENT 
 
The authors sincerely appreciate the valuable comments from the anonymous referees. They 
would like to express deep gratitude to the Editor-in-Chief for his kind attention and 
suggestion to enhance the final version of this article. 
 
 

REFERENCES 
 

[1] Bakker, A.B., Demerouti, E., and Sanz-Vergel, A.I. (2014). Burnout and work 
engagement: The JD-R Approach. Annual Review of Organizational Psychology and 
Organizational Behavior, 1, 389-411. 

[2] Bargsted, M., Ramírez-Vielma, R., & Yeves, J. (2019). Professional self-efficacy and 
job satisfaction: The mediator role of work design, Journal of Work and 
Organizational Psychology, 35(3), 157-163. 

[3] Betz, N.E., & Hackett, G. (1987). Concept of agency in educational and career 
development, Journal of Counseling Psychology, 34(3), 299-308. 

[4] Brousseau, B.A., Book, C., & Byers, J.L. (1988). Teacher beliefs and the cultures of 
teaching, Journal of Teacher Education, 39(6), 33-39. 

[5] Chang, H.R., Shen, M.H. (2013). A study of the associations among work values, job 
satisfaction and organizational commitment: a case in Taiwan textile industry, Taiwan 
Textile Research Journal, 23(4), 23-43. 

[6] Chang, M.W., Chang, C.H., Yu, Y.Y., Kao, M.T., Dai, C.Y. (2016). A study on the 
relationships among teaching belief, teacher professional development, and teaching 
efficiency for the teachers of the electrical and electronic cluster in vocational high 
schools, Journal of Technlogical and Vocational Education, 6(3), 45-65. 

[7] Chang, Y., & Edwards, J.K. (2015). Examining the relationships among self-efficacy, 
coping, and job satisfaction using social career cognitive theory: an SEM analysis, 
Journal of Career Assessment, 23(1), 35-47. 

[8] Chang, Y.L., Chen, H.C., Hsu, C.C. (2010). Belief of creativity and self-efficacy for 
creativity-teaching's effect on teaching behaviors for creativity, Fu Hsing Kang 
Academic Journal, 99, 151-171. 

[9] Chen, C.P. (1984). Job involvement of researchers. Management Review, 3(2), 64-75. 
[10] Chen, C.Y. and Liu, J. (2017). Myth of professionalism-social practice of the dual 

structure of regular teachers and substitute teachers, Journal of School Administrators, 



Review of Integrative Business and Economics Research, Vol. 13, Issue 4       74 
 

Copyright  2024 GMP Press and Printing 
ISSN: 2304-1013 (Online); 2304-1269 (CDROM); 2414-6722 (Print) 

111, 107-124. 
[11] Chen, C.Y. and Liu, J. (2019). The formation of substitute teacher’s manufacturing 

consent: a case study from junior high school in Tainan, Taiwan Journal of Sociology 
of Education, 19(1), 43-89. 

[12] Chen, S.R. (2019). A Study on Teacher Belief, Classroom Management Strategies and 
Students’ Learning Effectiveness of Elementary School in Taichung City, Master's 
thesis, Chaoyang University of Technology, Taiwan. 

[13] Chen, T.L., Chen, L.W., Kuo, Y.L. (2020). Relationship between the perceived fairness 
of job distribution, school organization atmosphere, and job satisfaction of elementary 
school teachers in Yilan county, Across-Strait Vocational Education Journal, 4(1), 21-
31. 

[14] Chen, Y.C. (2009). The study of teacher belief and teacher career development-with 
middle schools substitute teachers as an example, Master's thesis, National Chung 
Cheng University, Taiwan. 

[15] Chen, Y.Z. (2005). A study on the relationship among job involvement, experiential 
learning and career self-efficacy of alternative service enlisted men of education, 
Master's thesis, National Kaohsiung Normal University, Taiwan. 

[16] Guhao Jr., E. S. (2023). Prediction Models on Work Engagement among Public 
School Teachers: A Hierarchical Regression Analysis, Review of Integrative Business 
and Economics Research, 12(4), 17-30. 

[17] Hackett, G., & Betz, N.E. (1981). A self-efficacy approach to the career development 
of women, Journal of Vocational Behavior, 18(3), 326-339. 

[18] Hamzah, S.R.A., Kai, L.K., & Musa, S.N.S. (2021). The mediating role of career 
decision self-efficacy on the relationship of career emotional intelligence and self-
esteem with career adaptability among university students, International Journal of 
Adolescence and Youth, 26(1), 83-93. 

[19] Herzberg, F., Mausmer, B. & Synderman, B. (1959). The motivation to work, John 
Wiley. 

[20] Hsu, S.H., Yeh, P.W. (2010). The study of relationship among personality traits, job 
characteristics, job satisfaction-a case of school teachers in Miaoli, Bulletin of Taiwan 
ShouFu University, 1, 1-21. 

[21] Huang, W.S., Huang, X.D., Shen, S.P. (2019). A path model analysis on principal 
service leadership, teachers' job involvement, and school effectiveness in public 
vocational and senior high schools in Kaohsiung city, NPUST Humanities and Social 
Sciences Research: Pedagogy, 13(1), 49-74. 

[22] Hung, Y. L., & Chang, Y. H. (2022). Career planning and job stress adaptation of 
substitute teachers in rural elementary schools. Taiwan Educational Review Monthly, 
11(4), 240-255. 

[23] Hung, Y. L., & Chang, Y. H. (2022). Career planning and job stress adaptation of 
substitute teachers in rural elementary schools. Taiwan Educational Review Monthly, 
11(4), 240-255. 

[24] Johnson, D.S., Johnson, A.D. (2021). Perceived Leadership Support of Work-life 
Programs and Job Satisfaction in the Federal Government. Review of Integrative 
Business and Economics Research, 10(4), 47-57. 

[25] Jung, C. S. (2013). Organizational goal ambiguity and job satisfaction in the public 
sector. Journal of Public Administration Research and Theory, 24, 955-981. 

[26] Kahn, W.A. (1990). Psychological conditions of personal engagement and 
disengagement at work, Academy of Management Journal, 33(4), 692-724. 

[27] Kao, C.P., Phang, M.Y., Chien, H.M. (2022). A study on psychological capital, career 



Review of Integrative Business and Economics Research, Vol. 13, Issue 4       75 
 

Copyright  2024 GMP Press and Printing 
ISSN: 2304-1013 (Online); 2304-1269 (CDROM); 2414-6722 (Print) 

decision making self-efficacy and career adapt-ability among childcare major 
university students, Journal of Taiwan Education Studies, 3(4), 99-126. 

[28] Kao, W.T., Cheng, C.F., Wang, F.I. (2020). Correlations among the career self-
efficacy, career barriers, and career development of college students from physical 
education departments in Taiwan, Journal of Taiwan Society for Sport Management, 
20(1), 87-109. 

[29] Kuan, P.Y., Peng, S.C., Choi, S. (2019). Does a college degree still pay? a causal 
analysis of the impact of college expansion on earnings and occupational prestige in 
Taiwan, Journal of Social Sciences and Philosophy, 31(4), 555-599. 

[30] Lent, R.W., Brown, S.D., & Hackett, G. (1994). Toward a unifying social cognitive 
theory of career and academic interest, choice, and performance, Journal of 
Vocational Behavior, 45(1), 79-122. 

[31] Li, L.C. (2005). The meanings, problems and challenges of teacher education to 
change pre-service teachers' beliefs, Journal of Educational Materials and Research, 
62, 134-143. 

[32] Lin, C. (2015). Two worlds in one school: the impact of substitute teachers in 
elementary schools, Taiwan Educational Review Monthly, 4(3), 55-57. 

[33] Lin, C.J., Li, C.H., Teng, C.H. (2022). Exploring the relationship between career 
plateauing and job satisfaction: the moderating effect of personality, Journal of 
Management Information Computing, 11(1), 301-311. 

[34] Lin, H.F. (2013). Who is Teaching Your Child? CommonWealth Magazine, 527, 127-
136. 

[35] Lin, H.F. (2013). Who is Teaching Your Child? CommonWealth Magazine, 527, 127-
136. 

[36] Liu, C.C., Lo, H.Y. (2017). The effect of aesthetic marketing training toward quality 
sense - moderating variable on job involvement, Sun Yat-Sen Management Review, 
25(2), 399-441. 

[37] Lodahl, T.M., Kejner, M. (1965). The definition and measurement of job involvement, 
Journal of Applied Psychology, 44, 24-33. 

[38] Maslow, A.H. (1943). A theory of human motivation, Psychological Review, 50, 370-
396.  

[39] Mohd Rasdi, R., & Ahrari, S. (2020). The applicability of social cognitive career 
theory in predicting life satisfaction of university students: A meta-analytic path 
analysis, Plos One, 15(8), 1-22. 

[40] Pajares, M.F. (1992). Teachers’ beliefs and educational research: Cleaning up a messy 
construct, Review of Educational Research, 62 (3), 307-332. 

[41] Peterson, S.L. (1993). Career decision-making self-efficacy and social and academic 
Integration of under prepared college students: Variations based on background 
characteristics, Journal of Vocational Education Research, 18, 77-115. 

[42] Pink-Harper, S. A., Burnside, R., Davis, R. S. (2017). “Justice for all”: An 
examination of self-identified LGBT job satisfaction in the US federal workforce. 
Canadian Journal of Administrative Sciences, 34, 182-197. 

[43] Richardson, V. (2003). Preservice teachers’ beliefs. In J. Raths & A. C. McAninch 
(Eds.), Teacher beliefs and classroom performance: The impact of teacher education 
(pp. 1-22). Charlotte, NC: Information Age. 

[44] Robbins, S.P. (1996). Organizational Behavior: Concepts, Controversies and 
Applications, 7th ed., Prentice-Hall, International Inc. 

[45] Schaufeli, W.B. and Bakker, A.B. (2004). Job demands, job resources, and their 
relationship with burnout and engagement: a multi-sample study, Journal of 



Review of Integrative Business and Economics Research, Vol. 13, Issue 4       76 
 

Copyright  2024 GMP Press and Printing 
ISSN: 2304-1013 (Online); 2304-1269 (CDROM); 2414-6722 (Print) 

Organizational, 25, 293-315. 
[46] Schaufeli, W.B., and Bakker, A.B., and Rhenen, W.V. (2009). How changes in job 

demands and resources predict burnout, work engagement, and sickness absenteeism, 
Journal of Organizational Behavior, 30, 893-917. 

[47] Seashoreand, N. (1981). Examination of the measurement properties of the job 
descriptive index with experimental items, Academy of Management Journal, 24(4), 
795-802. 

[48] Steel, P., Schmidt, J., Bosco, F., Krista, U. (2019). The effects of personality on job 
satisfaction and life satisfaction: A meta-analytic investigation accounting for 
bandwidth-fidelity and commensurability, Human Relations, 72(2), 217-247. 

[49] Steers, R.M. (1994). Introduction to Organizational Behavior, 4th ed., Harper Collins 
Publishers Inc, New York. 

[50] Su, Y. C. (2015). When substitute teachers become the mainstay of schools. Taiwan 
Educational Review Monthly, 4(6), 47-51. 

[51] Suryanarayana, A. (2022). Perceived HRM Practices and Organizational Commitment 
in Nepali Banking Sector: Mediating Role of Person-Organization Fit, Review of 
Integrative Business and Economics Research, 11(1), 1-29. 

[52] Tang, R.Y. (1993). A study of the relationship between elementary school teachers' 
teaching beliefs and teaching behaviors, Master's thesis, National Taiwan Normal 
University, Taiwan. 

[53] Tillema, H.H. (2000). Belief change towards self-directed learning in student teachers: 
Immersion in practice or reflection on action, Teaching & Teacher Education, 16, 575-
591. 

[54] Tsai, W.P., Chiang, M.T., Hung, W.C., Chiang, C.L. (2013). A study on college 
teachers' beliefs and their teaching strategies-a case study in Taiwan, Higher 
Education Evaluation and Development, 7(2), 63-85. 

[55] Vroom, V.H. (1964). Work and Motivation. New York: Wiley. 
[56] Wang, B.H., Huang, K.F. (2020). A study on the relations among job involvements, 

organizational commitments and cognitions of the campus bullying task for 
elementary school teachers in Taichung city, Journal of Research in Delinquency and 
Prevention, 12(1), 115-161. 

[57] Wang, D., Hou, Z.J., Ni, J., Tian, L., Zhang, X., Chi, H. Y., & Zhao, A. (2020). The 
effect of perfectionism on career adaptability and career decision-making difficulties, 
Journal of Career Development, 47(4), 469-483. 

[58] Wang, M.H., Wu, H.T. (2007). A Case Study on the Teaching Beliefs and Teaching 
Behaviors of Tzu-Chi Elementary School Teacher, Tzu-Chi University Journal of the 
Humanities and Social Science, 6, 125-163. 

[59] Wei, T.Y., Jaw, B.S., Hsiao, Y.C. (2022). Work values, job insecurity, job pleasure, and 
job involvement of employees influencing intention to stay in startup company, 
International Journal of Quantitative Analysis and Research, 1, 32-48. 

[60] Williams, L.L. (2005). Impact of nurses' job satisfaction on organizational trust, 
Health Care Management Review, 30(3), 203-211. 

[61] Wu, C.S. (2006). The ideas and practice of teacher education, Journal of Educational 
Research and Development, 2(1), 1-32. 

[62] Wu, H.T., Chung, M.H. (2011). The causality among role perception, job involvement 
and professional growth, Bulletin of Educational Psychology, 43(2), 419-438. 

[63] Wu, X.Z. (2021). Authentic leadership and job performance: employees' career self-
efficacy and work engagement perspectives, Master's thesis, National Cheng Kung 
University, Taiwan. 



Review of Integrative Business and Economics Research, Vol. 13, Issue 4       77 
 

Copyright  2024 GMP Press and Printing 
ISSN: 2304-1013 (Online); 2304-1269 (CDROM); 2414-6722 (Print) 

[64] Yang, C.L. (2020). The hidden problems for substitute teachers of elementary school, 
NCYU Physical Education, Health & Recreation Journal, 19(2), 81-89. 

[65] Yang, M.H. (2015). Relationships among self-efficacy, job involvement, and creative 
teaching of Yunlin and Chiayi area junior high school physical education teachers, 
Journal of Taiwan Society for Sport Management, 15(2), 299-332. 

[66] Yeh, C.C., Huang, N.T. (2012). A study on the influence of job characteristics, 
emotional labor and job satisfaction on organizational commitment, Employment and 
Labor Relations Quarterly, 2(3), 358-387. 

[67] Yeh, T.M., Hsieh, P.L., Wu, C.H. (2013). The effects of teachers' job stress, and job 
involvement on teaching quality - the personality trait as a moderating variable, 
Management Sciences Research, 9(2), 65-87. 

[68] Yen, P.H., Chuang, C.L., Wang, M.C., and Chang, Y.C. (2016). A study of the 
relationship between junior high school teachers' perception of declining birthrate and 
role stress on job satisfaction: A case study of public junior high schools in Annan 
district, The Journal of Innovation & Development, 3(2), 6-17. 

[69] Yudhaputri, E.A., Emilisa, N., Lunarindiah, G. (2021). Differences between 
Generation X and Generation Y in Job Involvement and Commitment: A Study in 
Event Organizer Companies. Review of Integrative Business and Economics Research, 
10(s3), 146-159. 


