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ABSTRACT: Background: As an important indicator of subjective well-being (SWB), decent work is a key guarantee
for the sustainable development of teachers and their psychological health and work quality. Faced with the rapid
development of artificial intelligence and the global labor market, vocational college teachers are facing challenges
such as workload pressure and limited career development, which may harm their well-being. This study aims
to localize the measurement method of decent work in Chinese vocational education based on the theory of the
Psychology of Working Theory, and explore the relationship mechanism between organizational support, career
adaptability, decent work, and job satisfaction among vocational college teachers. Methods: A cross-sectional survey
was conducted with 422 HVCU teachers in China (202 male, 220 female) using the localized Perceived Organizational
Support Scale, Career Adaptability Scale, Decent Work Scale, and Job Satisfaction Scale. Results: The overall level of
HVCU teachers’ decent work was above the median (Mean = 4.09, SD = 0.69), laying a foundation for their SWB.
Decent work significantly and positively predicted job satisfaction (3 = 0.620, p < 0.001). Organizational support
(r=0.58, p < 0.001) and career adaptability (r = 0.82, p < 0.001) can positively affect decent work, and further improve
job satisfaction (collective R? rising from 38.3% to 41.1%). Bootstrap analysis confirmed these mediating effects were
robust. Conclusions: This study confirms that the combined effects of organizational support and career adaptability
can enhance decent work, further improving teachers’ job satisfaction and subsequent subjective well-being. Besides,
this study provides an empirical basis for improving the well-being of higher vocational teachers and the sustainable
development of vocational education, and has practical significance for improving the teacher incentive policy.

KEYWORDS: Higher vocational teachers; organizational support; career adaptability; decent work; job satisfaction;
subjective well-being

1 Introduction

Since the 21st century, the global labor market has undergone profound changes, and the career
development of professionals such as teachers has faced increasing constraints [1]. Problems such as
job insecurity and unbalanced work-life have become prominent, making existing career development
research difficult to meet practical needs [2,3]. In order to meet the needs of the career counseling field,
based on research in multiple fields such as occupational psychology, sociology of work, and multicultural
psychology, Dufty, Blustein [4] first proposed the Psychology of Working Theory (PWT), which argues
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that it is necessary to consider socio-cultural as a major factor in understanding the career decisions and
work experiences of all people. As a core variable of PWT, decent work is regarded as a key carrier of
individual well-being and opportunity access, which can help individuals achieve need satisfaction, value
realization, and happiness [5]. This theory provides a solid theoretical framework for exploring the influence
mechanism of teachers’ work-related psychological outcomes.

As an important part of higher education in China, higher vocational colleges and universities (HVCU)
shoulder the responsibility of cultivating technical and skilled talents. Teachers, as the core force of
vocational education, are crucial to the quality of vocational education [6]. However, HVCU teachers
often face unique challenges: compared with ordinary undergraduate teachers, they not only bear heavy
teaching tasks (including practical teaching, enterprise cooperation, and other additional work) but also
face constraints such as limited career development space and social cognitive biases [7,8]. Although the
2022 Vocational Education Law of the People’s Republic of China and the National Implementation Plan for
Vocational Education Reform have clarified the rights and development paths of HVCU teachers [6], the
equal status policy between vocational education and general higher education has not been fully realized,
and the problem of teachers’ decent work still needs attention [9,10]. Similar problems exist in vocational
education systems in other countries, such as insufficient teaching resources and limited career advancement
opportunities for community college teachers in the United States [11]. These practical dilemmas directly
affect HVCU teachers’ job satisfaction and professional retention, highlighting the urgency of exploring the
mechanisms to improve their work well-being.

Existing studies have confirmed that organizational support and career adaptability are the key
antecedents of teachers’ job satisfaction: organizational support can effectively relieve teachers’ work
pressure and enhance their sense of professional belonging by providing external support such as teaching
resource guarantee and career development guidance [12,13]. As the core psychological resource for
individuals to cope with career changes, career adaptability can help teachers adjust career cognition,
optimize work strategies, and improve job engagement and satisfaction in the context of education
reform [14,15]. However, there are still two key gaps in the current research. On the one hand, most
studies focus on the direct impact of organizational support and career adaptability on job satisfaction.
Few studies explore the mediating transmission path (environment/individual factors — decent work —
work well-being) based on PWT, especially the lack of mechanism verification for the group of teachers
in HVCU in China. On the other hand, most of the existing decent work measurement tools are based on
the development of the Western labor market, and the applicability of its dimensional structure (such as
work safety and social protection) in China’s vocational education scene is not yet clear, which needs to be
revised and verified locally to ensure the measurement validity [16].

Based on this, this study selected teachers from several HVCU in China as research samples, to verify
the following two main problems, in order to deeply understand the status of teachers’ decent work and its
relationship with influencing factors, explore ways to improve teachers’ decent work, and provide reference
for retaining teachers in HVCU and promoting the sustainable development of teachers’ career.

Question 1: Does the localized revised decent work scale have good reliability and validity among
teachers in China?

Question 2: After controlling the demographic variables, will organizational support and career
adaptability affect the job satisfaction of teachers through the mediating effect of decent work?
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2 Literature Review and Research Hypothesis

2.1 Theoretical Framework

The official core definition of Decent Work is clearly articulated by the International Labour
Organization as a state of employment where all individuals have access to productive work accompanied
by fair wages, safe working conditions, comprehensive social protection, fundamental labor rights, and
the opportunity to achieve personal fulfillment and social integration through labor [4]. Global labor
market shifts have increasingly constrained career choices for university graduates, teachers, and other
professionals. Issues like unemployment, job insecurity, and low wages have become more prominent,
rendering existing research insufficient to address current needs [17]. Notably, this challenge is particularly
salient for vocational education and training (VET) trainers, who often occupy a “sandwich” position facing
dual pressures from management and apprentices—their decent work perceptions are significantly shaped
by organizational resource support and opportunities for participation in decision-making, and the level of
decent work among this group directly impacts the quality stability of the vocational education system [18].
In addition, a study from secondary vocational education in Indonesia suggests that resource investment in
the vocational education system and its alignment with labor market demand directly affect young people’s
opportunities to obtain decent work indicators such as formal employment, workplace training, and social
security [19]. For vocational education teachers who play a central role in skill transmission, improving
their perception of decent work depends on targeted quality improvement policies and institutional support,
rather than just expanding the scale of education [19].

Consequently, Dufty et al. (2016) proposed the PWT, centering on decent work as a core variable [4].
They argued that decent work is a vital component of well-being and opportunity access, serving multiple
functions that help individuals achieve needs fulfillment, value realization, and happiness [5]. Building
on PWT, subsequent studies have confirmed that psychological resources such as career adaptability can
positively predict individuals’ decent work perceptions, and decent work further exerts a significant negative
impact on occupational stress—a mechanism that has been validated among VET apprentices [20]. After
proposing PWT, Duffy et al. developed and preliminarily tested the Decent Work Scale, which consists of
original components [5]. In addition, in response to these problems, many scholars have further studied
the impact of predictors (individual and environment), outcome factors (personal achievement and work
well-being), and educational mechanisms on decent work in follow-up studies [21,22]. A systematic review
summarized that existing antecedents of decent work mainly focus on marginalization factors and economic
constraints, while outcome variables emphasize the satisfaction of survival needs and job satisfaction, but
the dimensional mechanism in specific vocational education groups still needs refinement [23].

In the Chinese context, Ma et al. (2023) revised the Decent Work Scale for university students (Chinese
version), maintaining dimensional consistency with the original framework [16]. However, the development
of the Decent Work Scale is mostly based on Western contexts, and there is a lack of localized adaptation
research targeting the professional characteristics of vocational college teachers who focus on practical
teaching and have prominent career development needs [23]. Relevant research on teachers has primarily
explored mechanisms related to career development and work psychology [24,25]. Therefore, this study
posits that adopting PWT as a theoretical framework will enhance understanding of decent work’s role
among vocational college teachers, and the localized adaptation of the scale is also a necessary prerequisite
for ensuring the validity of the research conclusions.
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2.2 Decent Work and Job Satisfaction

Job satisfaction is typically used to describe an individual’s affective reactions, emotional experiences,
and attitudes toward their occupation [26]. It is a significant employee attitudinal variable that arises from
the assessment of the job or work experience in which it is performed [27]. It encompasses satisfaction
with the job itself, remuneration, prospects for advancement, supervisory personnel, and colleagues. Job
satisfaction is contingent upon whether the job allows the individual to actualize their values and whether
it can satisfy their needs and interests, which manifests in varying degrees of high and low satisfaction. A
high level of job satisfaction is contingent upon the alignment of the job with the individual’s needs and
interests, as well as the presence of satisfactory working conditions and interpersonal cooperation. From
the perspective of PWT, the concepts of teachers’ decent work and job satisfaction are closely related. The
concept of “decent work” encompasses working conditions that ensure personal dignity, fair remuneration,
occupational safety, a healthy work-life balance, and opportunities for career advancement [4]. In contrast,
job satisfaction represents teachers’ comprehensive assessment of their job content, environment, role, and
occupation. These dimensions collectively offer a comprehensive framework for understanding teachers’ job
satisfaction. Various dimensions of decent work, including working conditions, remuneration, job security,
and career development, have been shown to significantly and positively influence job satisfaction [28].

Previous research has also shown that improving decent work increases teachers’ job satisfaction,
which reduces burnout and increases retention intentions [4,29]. The work-life balance promoted by
decent work plays an important role in increasing job satisfaction and reducing turnover [21]. Some
studies have confirmed that teachers’ job satisfaction is influenced by a variety of factors, including
professional autonomy, support from colleagues and management, job resources, and career development
opportunities [30-32]. Studies in different cultural and social contexts have shown that decent work
principles are globally associated with job satisfaction [16]. Several studies have proposed strategies to
improve the decent work situation of teachers, such as increasing salaries, improving working conditions,
and increasing opportunities for professional development, and these improvements have been associated
with increased job satisfaction among teachers [15,31]. Therefore, the following research hypotheses are
proposed in this study.

Hypothesis 1 (H1): Decent work positively predicts the job satisfaction of teachers.

2.3 Organizational Support as a Predictor of Decent Work

Organizational support was first proposed by Kurtessis et al. (1986) and defined as the overall perception
of employees that the organization values their contributions and cares about their well-being. The core
includes three dimensions: job support, value identification, and interest concern [33]. This concept reveals
the key role of employees’ perceptions of organizational support and care in motivating them to fulfill their
responsibilities and enhancing their sense of organizational belonging and identity [34-36]. It is not difficult
to see that when teachers believe that their educational institutions support their professional efforts and
happiness, they are more likely to experience higher job satisfaction, lower burnout, and greater career
commitment, all of which are fundamental elements of a fulfilling work environment [12,37]. The correlation
between organizational support for teachers’ experience level and their job satisfaction is consistent with
the concept of decent work [38]. The increase in organizational support has been proven to reduce teacher
burnout and is positively correlated with teacher retention, indicating that conditions for decent work
contribute to teacher stability [39]. In addition, research has shown that organizational support can promote
teachers’ professional development, enhance their professional competence and job satisfaction, while
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improving their working conditions, including salary, job security, and workload [40]. These elements are
crucial for ensuring decent work. In higher education institutions, the impact of organizational support on
job satisfaction was found to be that female teachers rely more on emotional support, while male teachers
are more sensitive to instrumental support (such as research resources) [41]. Organizational support not
only helps improve the social status and professional dignity of teachers, strengthens their commitment to
their work, but also enhances the quality of teaching and student learning outcomes, which is one of the
core goals of decent work [42]. These studies not only provide cross-scenario references for organizational
management in the field of vocational education but also emphasize the importance of organizational
support in achieving decent work for teachers, and how this support affects teachers’ overall well-being
and performance by increasing job satisfaction, reducing burnout, and enhancing professional commitment.
Therefore, the following research hypotheses are proposed in this study.

Hypothesis 2a (H2a): Organizational support positively predicts the job satisfaction of teachers.

Hypothesis 2b (H2b): Organizational support positively predicts the decent work of teachers.

2.4 Career Adaptability as a Predictor of Decent Work

Career adaptability can be defined as an individual’s capacity to respond constructively, proactively
adapt, and effectively navigate career development tasks, career demands, and career changes, which plays
a pivotal role in educational reform [14]. Career adaptability encompasses four core dimensions: career
concern, career control, career curiosity, and career confidence [43]. These dimensions collectively reflect
an individual’s competencies in key areas such as self-awareness, goal setting, program execution, career
exploration, interpersonal relationships, and emotion management [44]. Cross-cultural research among
Vietnamese teachers reveals that educators with 6 to 20 years of experience exhibit the highest levels
of career adaptability within a Confucian cultural context, reflecting the positive impact of accumulated
professional experience on adapting to curriculum reforms [45]. Role Accumulation Theory indicates that
teachers can enhance adaptability through dual mediation of self-efficacy and social support by engaging
in practical activities such as school-enterprise collaboration projects and skill competition coaching [46].

In contrast, decent work encompasses a range of factors, including working conditions, job security,
pay equity, and career development opportunities [5]. These elements exert a significant influence on the
relationship between decent work and career adaptability, thereby underscoring the close interconnection.
When teachers demonstrate high levels of career adaptability, it is often associated with the presence
of favorable work conditions, such as adequate remuneration and a positive work environment. These
factors can enhance teachers’ job satisfaction, which in turn can facilitate the advancement of their
career adaptability. This creates a positive feedback loop that reinforces the relationship between these
two constructs [31]. Previous studies have also confirmed that teachers with better career adaptability
will have a more stable working status and investment [47]. The career stability and career development
opportunities provided by decent work will help teachers establish long-term career planning. The autonomy
of work and the opportunity to participate in decision-making in decent work can improve teachers’ work
engagement [31]. When teachers are faced with career re-choice, a fair salary and career development
support in decent work can help teachers make more wise career decisions [48]. Work safety and health
protection can reduce teachers’ professional pressure, which is an important part of career adaptability [49].
At the same time, the retention rate is an important indicator to measure teachers’ career adaptability, while
better decent work can help improve teachers’ retention rate and stabilize teachers’ career development [50].
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The aforementioned studies indicate that teachers who demonstrate career adaptability are better equipped
to navigate challenges and changes in their careers, ultimately leading to the attainment of decent work.
Therefore, the following research hypotheses are proposed in this study.

Hypothesis 3a (H3a): Career adaptability positively predicts the job satisfaction of teachers.
Hypothesis 3b (H3b): Career adaptability positively predicts the decent work of teachers.

A review of the existing literature on decent work for teachers reveals that scholars have engaged
in the process of conceptualizing the mechanisms of action and factors influencing the concept of decent
work for teachers. This process has been undertaken with the objective of ensuring that the concepts of the
psychology of work are equally applicable to the teaching community. Consequently, a number of potential
strategies for supporting teacher retention have also been identified as significant findings of this research.
Atitsogbe, Kossi [51] conducted a study in Africa employing a psychological approach to work and found a
notable correlation between teachers’ perceptions of decent work and variables such as life satisfaction
and job satisfaction. Similarly, Colakoglu and Toygar [52] employed a similar methodology and confirmed
that discrepancies between the decent work of teachers in public and private schools in Turkey can have
a psychological impact on them. A substantial body of research has consistently demonstrated that the
issue of decent work for teachers is a matter that warrants attention and improvement. As a distinctive
group of teachers in China, the decent work of teachers in HVCU is particularly illustrative and amenable
to investigation, warranting further analysis. Therefore, the following research hypotheses are proposed in
this study.

Hypothesis 4 (H4): Decent work can mediate teachers’ job satisfaction under the joint action of organizational
support and career adaptability.

Therefore, based on the conclusions of available research and the framework and hypothetical
propositions of the PWT [4]. This study argues that organizational support and career adaptability of
teachers in HVCU can further enhance job satisfaction after jointly promoting decent work. This study
constructed a mechanism of action between the four variables, as shown in the research hypothesis diagram
in Fig. 1 below.

Organizational
Support

Decent Work Job Satisfaction

Career
Adaptability

Figure 1: Research hypothesis diagram.
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3 Methodology
3.1 Participants

This study focuses on HVCU teachers in China. By using a stratified random sampling method,
participants were selected from three stratified geographical regions (12 universities in Jiangsu, Anhui,
and Sichuan), college types (public and private), and disciplines (engineering, humanities, economics
and management, and technical skills) to ensure the representativeness of full-time in-service teachers
in Chinese HVCU. The data collection was conducted from June to July 2023 with the assistance of the
academic affairs offices of participating HVCU. Paper questionnaires were distributed along with written
informed consent forms (explaining research objectives, data confidentiality, and voluntary participation
rights) for independent on-site filling and return. At the beginning, all respondents were informed of the
expected use of their data. After completing the questionnaire, participants are deemed to have agreed to
use their data for the stated purpose. The entire research process of this study was supervised by relevant
institutions and conducted in accordance with established research regulations. The selection criteria are:
full-time employment at HVCU, at least 1 year of teaching experience at the current institution, and no more
than 3 missing items per scale. The exclusion criteria are part-time/temporary workers, questionnaires with
three or more missing items from each scale, or significant answer deviations (such as a uniform rating for
all items). A total of 500 questionnaires were distributed in this study, and 435 were initially collected, with
a response rate of 87.0%. Excluding 13 invalid questionnaires (3 with excessive missing data and 10 with
answer bias), there are 422 valid questionnaires remaining (with an effective response rate of 84.4%). The
sample includes 202 male teachers and 220 female teachers. Among them, there are 250 teachers majoring
in natural sciences and 172 teachers majoring in humanities and social sciences.

This protocol was approved by the Ethics Committee of Nanjing University of Posts and Telecommunications
(No. 20230168), and all study procedures were in accordance with the most recent version of the Declaration of
Helsinki. All participants provided written informed consent to participate.

3.2 Research Instruments

3.2.1 Decent Work Scale

In the field of the theory of work psychology, the concept of decent work encompasses a range of
essential elements, including the provision of physically and interpersonally safe working conditions,
adequate rest time, organizational values that align with those of the family and broader social context,
reasonable compensation, and access to sound healthcare. In light of the aforementioned considerations, this
study makes reference to the self-reported decent work scale developed by Duffy, Allan [5] and corroborates
the final translated version. Furthermore, it performs the localization test through consultation with
several experts in the fields of education and psychology, as well as faculty members in higher education
institutions. The scale comprises a total of 15 items, distributed across five dimensions: (1) physical and
interpersonal safety in the workplace, (2) adequate rest time, (3) organizational values that align with those
of the family and social context, (4) reasonable compensation, and (5) access to quality healthcare. The
scale is scored on a five-point Likert scale, with responses ranging from 1 (strongly disagree) to 5 (strongly
agree). A higher score on the decent work scale indicates a greater sense of fulfillment with one’s work. The
structural validity of the scale was tested using confirmatory factor analysis (CFA), and the results showed
that: x%/df = 4.652 (x* = 826.34, df = 177), Root Mean Square Error of Approximation (RMSEA) = 0.093
(95% CI: 0.087-0.101), Normed Fit Index (NFI) = 0.937, Comparative Fit Index (CFI) = 0.950, Incremental Fit
Index (IFI) = 0.950, and Tucker-Lewis Index (TLI) = 0.934. Although RMSEA approaches the ideal threshold
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of 0.08, both CFI and TLI are greater than 0.94, Standardized Root Mean Square Residual (SRMR) < 0.05.
Moreover, considering the large sample size (n = 422) in this study, which may lead to high chi-square
values, the overall fit meets the acceptable standards of psychometrics [53]. In this study, the Cronbach’s
alpha coefficient for decent work was found to be 0.960.

3.2.2 Organizational Support Scale

The degree of organizational support perceived by teachers was gauged using the Perceived
Organizational Support scale, which was developed by Rhoades et al. (1986) [38] after revision. The scale
comprised a total of 8 items, which were grouped into three dimensions: job support, value identification,
and interest relations. The scale was scored on a five-point Likert scale, with responses ranging from 1
(strongly disagree) to 5 (strongly agree). A higher score on the organizational support scale indicates that
teachers have stronger organizational support. In the present study, the Cronbach’s alpha coefficient for
organizational support was 0.973.

3.2.3 Career Adaptability Scale

The Career Adaptability Scale was derived from the Career Adaptability Scale-Short Version, which
was developed by Hou, Leung [54] for the purpose of measuring the career adaptability of teachers in
HVCU. The scale comprises a total of 12 questions and is divided into four dimensions: career concern,
career control, career curiosity, and career confidence. The scale was scored on a five-point Likert scale,
with responses ranging from 1 (strongly disagree) to 5 (strongly agree). A higher score on the Career
Adaptability Scale indicates a greater degree of career adaptability. In the present study, the Cronbach’s
alpha coefficient for career adaptability was 0.970.

3.2.4 Job Satisfaction Scale

The Job Satisfaction Scale was developed by Brayfield and Rothe [55] after revision for the purpose of
measuring job satisfaction among faculty members in HVCU. The scale comprises a total of three questions,
each pertaining to a single dimension. The scale was scored on a five-point Likert scale, with responses
ranging from 1 (strongly disagree) to 5 (strongly agree). A higher score on the job satisfaction scale indicates
a greater degree of job satisfaction among teachers. In the present study, the Cronbach’s alpha coefficient
for job satisfaction was 0.831.

3.3 Data Analysis

This study used SPSS 26.0 (IBM Corp., Armonk, NY, USA) and Amos 26.0 (IBM Corp., Armonk, NY, USA)
to collaborate in data analysis, ensuring a unified connection between basic statistics and model testing.
First, data preprocessing and basic analysis were conducted using SPSS 26.0, including the calculation
of descriptive statistical indicators (mean, standard deviation [34]) for each variable, Pearson correlation
analysis (to test preliminary associations between variables), reliability analysis (Cronbach’s alpha coefficient
to verify internal consistency of the scale), Harman single factor test (exploratory factor analysis to test
common method bias), the independent sample ¢-test and one-way analysis of variance (ANOVA, to test the
gender and major difference), variance inflation factor (VIF, to test absence of multicollinearity interference),
and the stepwise regression (to test the path effect). Second, Structural Equation Modeling (SEM) was
constructed using Amos 26.0, and CFA was used to test the model fit of “organizational support—career
adaptability—decent work—job satisfaction”. The deviation correction bootstrap method (95% confidence
interval [CI]) with 5000 repeated samples was used to test the direct and mediating effects.
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4 Results
4.1 Common Method Deviation Test

As the data for this survey were self-reported by faculty members in HVCU, there may be common
methodological biases. Accordingly, Harman’s one-factor test was employed to ascertain the presence
of variable bias [56]. The results demonstrated that the eigenvalues of the four factors exceeded 1, and
the explanatory power of the initial factor was less than 40% of the critical value (the variance value was
36.44%). It can thus be concluded that common methodological biases do not affect the data results.

4.2 Descriptive Statistics and ANOVA Analysis

Firstly, according to the analysis results in Table 1, the average value of decent work of HVCU teachers
is 4.09, and the standard deviation is 0.69, which is above average. The average values of sub-dimensions
also exceed 4.00. It is not difficult to see that HVCU teachers perform well in decent work.

Table 1: Teachers’ decent work and the overall level of its various factors.

Level of Each Sub-Factor Total Level

Physically and Hours that Organizational

Interpersonally Access to Adequate Values that
Items . . Allow for Free . Decent Work

Safe Working Health Care Compensation . Complement Family
... Time and Rest .
Conditions and Social Values
Mean 4.12 4.10 4.11 4.12 4.03 4.09
SD 0.75 0.75 0.76 0.75 0.81 0.69

Secondly, from the analysis results in Table 2, it can be seen that the overall level of teachers’ decent
work in HVCU and its factors are not significantly different because of gender differences through the
independent sample t-test and one-way ANOVA. It can be seen that the overall level of decent work and
the level of various factors of male teachers and female teachers in HVCU are roughly the same.

Table 2: Differences in the influence of gender on teachers’ decent work.

It ANOVA Analysis Independent Sample 95% CI for Mean Difference
ems
F p t-Test (¢ Value) LLCI ULCI
Physically and Interpersonally Safe 1.116 —0.062 0.224
. i 2.153 0.143
Working Conditions 1.113 —0.062 0.225
A to Health C 0.689 0.407 2742 0.056 0340
ceess to Health Late ‘ ' 2.746 0.056 0.340
Adequate Compensation 1.172 0.280 2873 0.066 0354
2.876 0.067 0.354
i 1.918 —0.003 0.284
Hours that Allow for Free Time and 3118 0.078
Rest 1.914 —0.004 0.284
Organizational Values that 0.099 0.753 3.022 0.082 0.388
Complement Family and Social Values ’ ’ 3.022 0.082 0.388
2.583 0.041 0.305
Decent Work 1.861 0.173
2.580 0.041 0.305

Note: CI, confidence interval; LLCI, lower limit of confidence interval; ULCI, upper limit of confidence interval.

Thirdly, from the analysis results in Table 3, it can be seen that the overall level of teachers’ decent
work in HVCU and its factors are not significantly different due to different majors through the independent
sample -test and one-way analysis of variance. Therefore, no matter what kind of professional teachers
are, the overall level of decent work and the level of its various factors are roughly the same.
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Table 3: Differences in the influence of major on teachers’ decent work.

Anova Analysis Independent Sample 95% CI for Mean Difference
Items
F P t-Test (t Value) LLCI ULCI
Physically and Interpersonally Safe —0.939 —-0.215 0.076
. . 1.154 0.283
Working Conditions -0.935 -0.216 0.077
—0.105 —0.153 0.138
Access to Health Care 0.231 0.631
—0.106 —0.153 0.137
. —0.513 —0.186 0.109
Adequate Compensation 0.205 0.651
—0.519 —0.185 0.108
Hours that Allow for Free Time and 0.251 —0.128 0.165
0.354 0.552
Rest 0.250 —0.128 0.166
Organizational Values that 0.856 —0.089 0.225
. . 0.641 0.424
Complement Family and Social Values 0.850 —0.090 0.227
—0.081 —0.141 0.130
Decent Work 0.011 0.917
—0.081 —0.140 0.129

Note: CI, confidence interval; LLCI, lower limit of confidence interval; ULCI, upper limit of confidence interval.

4.3 Analysis of the Relationship between Teachers’ Decent Work and Influencing Factors
4.3.1 Descriptive Statistics and Correlation Analysis

According to the analysis results in Table 4, the Mean of teachers’ decent work in HVCU is 4.09, and
the SD is 0.69, which is above average. The Mean of organizational support is 4.14, and the SD is 0.85,
which is above average. The Mean of career adaptability is 4.34, and the SD is 0.85, which is at a high
level. The Mean of job satisfaction is 4.12, and the SD is 0.73, which is in the upper-middle level. The
results of correlation analysis show that there is a significant positive correlation between decent work and
organizational support, career adaptability, and job satisfaction of teachers in HVCU (p < 0.001). Besides,
to verify the absence of multicollinearity interference among core variables, the VIF and tolerance were
calculated using SPSS 26.0. The results showed that the VIF of all variables was <10 and the tolerance was
>0.1, which meets the criteria for multicollinearity testing. This indicates that the parameter estimation
results of regression analysis and structural equation modeling are reliable and can be further analyzed.
Therefore, it is of statistical significance to test the relationship between the four variables.

Table 4: Descriptive statistics and correlation analysis.

Items Mean SD 1 2 3 4
1. Decent Work 4.09 0.69 -

2. Organizational Support 4.14 0.85 0.58** -

3. Career Adaptability 4.34 0.62 0.82** 0.56™* -

4. Job Satisfaction 4.12 0.73 0.62°* 0.48** 0.57** -

Note: **p < 0.01.

4.3.2 Path Effect Test

Hayes and Scharkow [56] pointed out that the reliability of the indirect effect should be paid attention
to in statistical intermediary analysis, and they suggested that the bootstrap confidence interval of deviation
correction should be the most reliable test. Therefore, according to the research hypothesis model, this
study takes organizational support and career adaptability as independent variables, job satisfaction as the
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dependent variable, and decent work as the intermediary variable; The intermediary effect of decent work
is analyzed by the stepwise regression method. The results are shown in Table 5.

Table 5: Stepwise regression model analysis.

No. Dependent Variable Independent Variables R? B t F
Model (1) Job satisfaction Decent work 0.383 0.620 8.594*** 261.892**
. . Organizational support 0.185 - -
Model (2) Job satisfaction Decent work 0.404 0513 7.237 143.787
Organizational support 0.165
Model (3) Job satisfaction Career adaptability 0.411 0.155 5.236*** 98.735***
Decent work 0.398

Note: ***p < 0.001.

In order to clarify the incremental explanatory power of each variable to job satisfaction, this study
constructs three stepwise regression equations for comparative analysis, and the results are shown in
Table 5. Model 1 only includes the prediction of decent work on job satisfaction, R? = 0.383. Model 2
adds the independent variable (organizational support) on the basis of Model 1, and R? is raised to 0.404
(AR? = 0.021, p < 0.001). Model 3 (full mediation model) further includes the independent variable (career
adaptability), and R? finally reaches 0.411 (AR? = 0.028, p < 0.001). The gradual and significant increase of R?
shows that both independent variables and mediating variables can significantly enhance the explanatory
power of the equation to job satisfaction, and decent work alone contributes 5.5% explanatory power, which
confirms its key value as a core mediating effect.

Therefore, organizational support and professional adaptability can jointly enhance teachers’ job
satisfaction through the mediating role of decent work. In addition, to validate the hypothesis model,
this study used Amos 26.0 to verify the mediating effect through confidence interval standards and bias
correction. Randomly select a total of 5000 samples from the population and use a 95% bootstrap CI to

obtain the results. The results are shown in Table 6.

Table 6: Bootstrap analysis of path effect significance test.

i i 95% CI
Paths Directndirect  gp ¢

ect vatue LLCI ULCI
Direct Effect
Organizational support — Job satisfaction 0.110 0.047 2.344 0.021 0.260
Career adaptability — Job satisfaction 0.088 0.104 2.349 0.110 0.295
Decent work — Job satisfaction 0.636 0.111 5.744 0.438 0.888
Indirect Effect
Organizational support — Career adaptability — 0.526 0.089 3233 0.568 0.721

Decent work — Job satisfaction

Note: CI, confidence interval; LLCI, lower limit of confidence interval; ULCI, upper limit of confidence interval; S.E., standard
error; C.R., composite reliability.

The results in Table 6 indicate that in the direct effects analysis, organizational support, career
adaptability, and decent work can significantly predict job satisfaction, respectively. In the 95% CI test,
zero values were not within the interval, which further confirms hypotheses H1, H2a, and H2b. At the
same time, the results of the 95% confidence interval test in the indirect effects analysis are not within the
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interval, and the zero point is also not within the interval, which verifies research hypotheses H3a, H3b,
H4, and the hypothesis model proposed in this study.

Meanwhile, this study constructed a structural equation model of job satisfaction, which further
verified the mediating role of decent work. In order to verify the fit of the model, we analyzed the specific
fit indicators using Amos 26.0. The results showed that: x* = 385.519, df = 84, x*/df = 4.590, which meets
the standard requirement of 2—-5; RMSEA (root mean square error of approximation) = 0.092, which meets
the requirement of less than 0.06—0.10; NFI (standard fit index) = 0.949, IFI (incremental fit index) = 0.960,
CFI (comparative fit index) = 0.960, GFI (Goodness of Fit Index) = 0.896, and AGFI (Adjusted GFI) = 0.851,
all of which satisfy the requirement of 0.85 or more, indicating that the model is well fitted. Therefore,
the final structural equation model was constructed in this study based on the research hypothesis map
established in hypothesis H2. The results are shown in Fig. 2.

job support

Organizational
Support

value identification

interest relations

physically and interpersonally
safe working conditions

access to sound healthcare

0.57

Job Satisfaction

reasonable compensation

adequate rest time

alignment with organizational
values in complement to family
and social values

career concern

career control

Career
Adaptability

career curiosity

career confidence

Figure 2: Structural equation model.

5 Discussion

5.1 Impact of Demographic Variables on Decent Work of Teachers in HVCU

This study found that there is no significant gender difference in decent work for vocational college
teachers, which differs from the cross national research results of Zammitti et al. (2024). The analysis of
the teacher population in 15 countries showed that female teachers scored significantly lower than male
teachers in terms of job security and pay equity, which may be related to the rigid gender division of labor
in vocational education in these countries [57]. In the sample of this study, male and female teachers have
relatively balanced subject distribution (balanced proportion of natural sciences and humanities and social
sciences) and career development opportunities (unified training and promotion channels provided by
universities). This homogenized institutional environment may offset the differences caused by gender,
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which is consistent with the view proposed by Nourafkan and Tanova (2023) that organizational system
homogenization can weaken the impact of demographic variables on decent work [23].

In terms of major differences, this study also did not show significant differences. Similar variables
such as school type have yielded different conclusions. According to the research on teachers in public
and private schools in Turkey by Colakoglu and Toygar (2021), teachers working in public schools have a
higher level of good job feeling than teachers working in private schools [52]. However, the sample of this
study mainly comes from developed regions in the eastern and central western parts of Jiangsu, Anhui, and
Sichuan. The allocation of resources (such as practical teaching funds and safety equipment) for teachers in
different majors by universities is relatively balanced, and a unified social security system (such as medical
and salary accounting standards) reduces the differences in treatment between majors. This is consistent
with the conclusion of Choi et al. (2024) in the study of vocational education in Indonesia that equalization
of institutional guarantees can narrow the differences in work experience between majors [19].

5.2 Impact of Other Variables on Decent Work of Teachers in HVCU

Based on the PWT, this study validated the positive predictive role of organizational support and career
adaptability on decent work, aligning closely with the longitudinal findings of Duffy et al. (2020). Through a
three-year longitudinal study, it was discovered that organizational resource support (e.g., teaching resources,
promotion guidance) reduces job uncertainty, thereby enhancing individuals’ perceptions of decent work
dimensions such as fair compensation and career development [22]. Concurrently, Marcionetti et al. (2025)
confirmed through vocational apprenticeship research that career control and career curiosity within career
adaptability help individuals better navigate workplace challenges, proactively pursue favorable working
conditions, and ultimately elevate decent work standards [20].

Notably, the synergistic effect of organizational support and career adaptability demonstrates a more
pronounced enhancement of decent work, extending the findings of Ma et al. (2023). They only validated
the independent predictive role of organizational support on decent work among college students [16].
This study demonstrates that the interaction between external environmental support (organizational
support) and individual psychological resources (career adaptability) can more comprehensively cover the
five dimensions of decent work. This aligns with the core perspective of PWT theory that environmental
and individual factors jointly influence work experience [4].

5.3 Reflections and Suggestions
5.3.1 Reflections

It can be reasonably argued that decent work has the potential to exert a significant influence on the
career advancement of those engaged in teaching roles within HVCU. As a crucial yet often inaccessible
aspect of the education system, the quality of work performed by teachers in HVCU is inextricably linked
to their continued willingness to teach and the sustainable development of their individual careers. It is
therefore evident that ensuring the level of decent work for teachers in HVCU is of paramount importance.
It is imperative to acknowledge the pivotal role of HVCU as the primary arena for the advancement
of quality vocational education in China [58]. As a significant branch of higher education, this field is
not to be regarded as “inferior” on the basis of its professional orientation. In order to underscore the
significance of higher vocational education within China’s broader educational framework, the cultivation
and advancement of educators in HVCU exerts a particularly influential role in shaping the future of
these institutions.
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The objective is to establish a comprehensive system that will facilitate the creation of a fair and
harmonious working environment. The discourse on teachers’ right to a work environment that is conducive
to their professional development and the realization of their intrinsic value as human beings corroborates
the significant impact of the work environment on the quality of work [59]. The first and fifth dimensions
of the revised decent work scale in this study are also elaborations of the work environment. The current
system for teachers in China’s HVCU differs from that in ordinary undergraduate colleges and universities,
with the majority of these institutions exhibiting notable discrepancies. The system is imperfect, and
although numerous scholars have offered valuable insights into the management and development of
HVCU, there is a dearth of detailed suggestions regarding the management of the working environment of
teachers in these institutions. A fair and harmonious working environment is of significant importance
for teachers at all levels of education. The working environments of teachers in HVCU are also subject
to variation due to the distinctive characteristics of these institutions. These institutions occupy a unique
position within the higher education sector, serving as a bridge between senior high school education
and undergraduate education. They are tasked with the crucial responsibility of carrying on the work of
HVCU. For instance, teachers of natural science must have access to the requisite office resources to provide
students with practical opportunities. In contrast to undergraduate teaching, HVCU frequently requires
teachers to collaborate with enterprises, which creates a non-school work environment that necessitates
the establishment of an effective regulatory system. Similarly, the quality of the working environment
can be either conducive or detrimental to the alignment of the teachers’ personal values with those of the
organization. In the event of a discrepancy between the two, change is an inevitable consequence.

The implementation of pertinent policies is essential to ensure the provision of comprehensive and
reasonable working conditions. In addition to the first, second and fourth dimensions of the revised Decent
Work Scale should also be emphasized in work treatment. In 2022, the Central Committee of the Democratic
Progressive Party of China submitted a proposal entitled “Teachers’ Law”, which was answered by the
Ministry of Education. As is widely recognized, the majority of higher education institutions in China
and Europe have implemented assessment policies for teaching staff. These policies are analogous to the
“promotion or departure” policy observed in undergraduate colleges and universities [60]. The same can
be said of the higher education sector in higher vocational education, where teaching staff are bound by
the assessment policy. While the resulting job benefits are substantial, they are primarily in the form of
healthcare and compensation. The fourth dimension of the Decent Work Scale is notably distinct in this
study. In some instances, teachers are compelled to join the “internal rolls” to fulfill the school’s assessment
requirements. The intense pressure of work in exchange for compensation may not align with the actual
level of analysis. It is therefore recommended that, in addition to the implementation of the aforementioned
policy requirements, the protection of teachers’ working conditions should also be emphasized.

The objective of this study is to present a framework for the management of a pipeline of multi-service
developments. As previously stated, there is a considerable turnover and mobility of teaching staff in
HVCU. Faculty members who are constrained in their professional growth within their institutions often
pursue alternative avenues for advancement. For instance, those with a master’s degree may opt to pursue
a doctoral degree with the objective of securing a more advantageous position upon graduation. Similarly,
individuals with a doctoral degree may choose to leave their current roles in order to join an institution
that offers enhanced working conditions, benefits, and opportunities for professional growth. Therefore, it
is suggested that the management department of HVCU draw inspiration from the teacher development
centers established in some colleges and universities. These centers provide a comprehensive range of
induction assistance and work adaptation for new faculty members, while also offering veteran faculty
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members access to enhanced career development counselling and other services. This often necessitates
the establishment of a competent department that can assume a leadership role and collaborate with other
departments to oversee and coordinate the process. In some cases, external assistance may be required
to ensure the optimal functioning of the department. For instance, teachers may require the input of
professional psychologists in order to gain insight into their career development. Furthermore, the necessity
for specialized knowledge may necessitate that educators’ departments seek the assistance of higher-level
professionals in their respective fields.

5.3.2 Suggestions

Based on the findings and reflections of this study, and considering HVCU’s actual resources, the
following action suggestions are proposed for the institutional management level.

First, implement a specialized growth plan for dual-qualified faculty. To precisely strengthen the core
dimension of organizational support, focusing on key mediating pathways identified in the research, such as
professional growth and promotion, work value, and social recognition, the institution can design targeted
professional training and development programs. For instance, institutions could offer 2-3 sessions of
industry-academia collaborative training per semester (e.g., workshops led by corporate technical experts on
practical teaching skills). Establishing a visual platform for showcasing faculty teaching achievements (e.g.,
dedicated campus website sections or annual teaching exhibitions) would recognize excellence in course
design and student competition mentoring, complemented by small-scale specialized awards. It is important
to note that when institutional funding and industry-academia collaboration resources are limited, priority
should be given to key disciplines (e.g., engineering, technical skills). A phased implementation approach and
regional resource sharing among institutions (e.g., jointly inviting lecturers from neighboring institutions
and sharing training costs) can be adopted to avoid resource wastage from blanket implementation.

Second, conduct workshops to enhance faculty professional adaptability. Targeted development of core
competencies: Recognizing the critical role of career adaptability, institutions should regularly (quarterly)
organize blended workshops combining in-person and online formats. For instance, workshops could offer
modules such as practical teaching time management techniques (e.g., modular course outline design,
student-led practical assignment allocation methods) and career stress regulation and emotional management
(featuring insights from invited counselors or seasoned educators). Additionally, provide supporting toolkits
(e.g., “Faculty Time Planning Template”, “Stress Self-Assessment Scale”) for independent use. It should be
noted that if institutions lack dedicated training staff, they can collaborate with local university psychology
departments or educational training institutions (using a resource exchange model, such as providing practical
teaching venues in exchange for free training services) to reduce organizational costs.

Third, implement the Practical Teaching Safety and Compensation Equity Optimization Initiative. To
reinforce foundational dimensions like workplace safety, health, fair compensation, and benefits mentioned
in the “Decent Work” framework, institutions should enhance care measures. For instance, conduct annual
safety inspections of practical teaching facilities and prioritize funding for upgrading core safety equipment
(e.g., leakage protection devices for electrical training benches, protective gloves/goggles for mechanical
training). Establish a performance-based compensation disclosure and feedback mechanism. Monthly
disclosures of faculty teaching fees and research incentives should be posted within departments, alongside
anonymous feedback channels (e.g., online surveys, suggestion boxes). Collect compensation equity
feedback once per semester and implement targeted adjustments (e.g., standardizing cross-disciplinary
teaching fee rates). It should be noted that during periods of tight funding, safety facility upgrades may be
prioritized in the annual budget, with high-risk disciplines receiving priority. Furthermore, compensation
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adjustments must balance institutional financial sustainability to prevent single-dimensional optimizations
from compromising other teaching resource allocations.

5.4 Limitations

The most critical limitation of this study lies in its cross-sectional design and reliance on self-reported
data from a single source, which to some extent undermines the robustness of its conclusions and its ability
to establish causal inferences. All data were collected through self-reports by HVCU teachers. Although
common method variance was controlled using Harman’s single-factor test and latent variable methods,
the inherent subjective bias of self-reporting could not be entirely eliminated. This may have led to a slight
overestimation of the correlation coefficients between variables. The cross-sectional design captures only
contemporaneous associations between variables and cannot reveal the dynamic causal sequence among
core variables. For instance, it cannot rule out the possibility of reverse causality. Therefore, the mediating
effects validated in this study represent mechanisms at the statistical correlation level rather than explicit
causal chains.

To address these limitations, future research can be optimized in three areas. First, adopt time-separated
longitudinal tracking designs. Through multi-wave data collection and cross-lagged models, more precisely
examine causal directions and dynamic mediating processes between variables. Second, expand multi-source
data collection channels. Complement teacher self-reports with evaluations from departmental leaders
on organizational support implementation and indirect feedback from students on teacher work status,
reducing bias from single-source data. Third, incorporate more rigorous analytical remedies, such as
including dummy variables unrelated to core constructs in statistical models to further isolate common
method variance, or employing latent variable factor models to systematically control measurement-induced
variation. Additionally, future research should account for institutional resource constraints and validate
the cross-context applicability of the model across larger samples.

6 Conclusions

This study focuses on HVCU teachers and conducts two core tasks centered on the core variables
of decent work. On the one hand, it revises the decent work scale based on PWT for localization and
applicability to HVCU teachers, constructing and validating a mediation model of organizational support —
occupational adaptability — decent work — job satisfaction. On the other hand, a stratified random sample
of 422 HVCU teachers in China was selected. Data were collected using relevant scales and analyzed with
SPSS 26.0 and Amos 26.0. Results revealed that HVCU teachers exhibited a relatively high overall level of
decent work (mean = 4.09, SD = 0.69), with no significant influence from gender or major. Organizational
support (r = 0.58, p < 0.001) and career adaptability (r = 0.82, p < 0.001) positively predicted decent work,
synergistically enhancing job satisfaction (R? increased from 38.3% to 41.1%). The mediating effect of decent
work was validated as robust via Bootstrap estimation (95% CI did not include 0).

In a word, this study enriches scales suitable for vocational education, systematically verifies the
applicability of PWT scale in HVCU teachers for the first time, and expands the application of PWT scale in
vocational education. In practice, it provides clear directions for the management of higher vocational colleges
and the policies of encouraging teachers. This study suggests that enhancing teachers’ decent work conditions
and psychological resources through optimizing safety measures in practical teaching, improving fair
compensation mechanisms, implementing industry-academia-research collaborative training, and organizing
career adaptation workshops, among other measures, can boost job satisfaction and retention intentions.
These efforts will ultimately support the high-quality, sustainable development of vocational education.
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