N2

Journal of Psychology in Africa, 2025
Vol. 35, No. 1, 117-125, http://doi.org/10.32604/jpa.2025.065785

K Tech Science Press

Check for
updates

Teacher autonomy and teacher job satisfaction: A chain-mediated model of self-efficacy

and intrinsic motivation

Guanggiang Wang', Hui Bai’, Shuo Wang’ and Yangbang Hu""

! Faculty of Education, East China Normal University, Shanghai, 200062, China

2 Faculty of Education, Beijing Normal University, Beijing, 100875, China

3 Department of Mental Health Education, Nanjing Audit University, Nanjing, 211815, China

4Center for Teacher Education Research, Beijing Normal University, Key Research Institute of the Ministry of Education,

Beijing, 100875, China

*Correspondence: Yangbang Hu, 202131010052@mail.bnu.edu.cn

Received: 19 May 2024; Accepted: 26 October 2024; Published: 30 April 2025

Abstract: This study aimed to explore the mediating roles of self-efficacy and intrinsic motivation on the relationship
between teacher autonomy and teacher job satisfaction. Data were from the Teaching and Learning International Survey
(TALIS 2018), with a sample of 3131 junior high school teachers (female = 2337; male = 794) from Shanghai, China.
The mediating effect was analyzed using structural equation modeling. The results showed that teacher autonomy was
positively associated with teacher job satisfaction, self-efficacy, and intrinsic motivation. Both self-efficacy and intrinsic
motivation were associated with teacher job satisfaction. Self-efficacy was associated with teacher intrinsic motivation.
Self-efficacy and intrinsic motivation not only served as independent mediators between teacher autonomy and teacher job
satisfaction but also played a chain mediating role. Moreover, the separate mediating effect of self-efficacy was the most
significant. Findings are consistent with the job demands-resources model by which diminished teacher autonomy would

explain lower teacher job satisfaction.
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Introduction

Teachers with quality of work life would be with job
satisfaction, associated with job retention and productivity.
High levels of job satisfaction enhance teachers’ subjective
well-being (Shoshani & Eldor, 2016) and job performance
(Hendrawijaya et al., 2020), promote organizational cit-
izenship behavior (Sesen & Basim, 2012), and reduce
burnout (Chen et al., 2022) and turnover intentions (Zhang
et al., 2022). Teacher job satisfaction refers to teachers’
affective and cognitive responses to their profession and
current work environment (Skaalvik & Skaalvik, 2011).
Teacher autonomy would be important to job satisfaction
and a significant motivator (Kengatharan, 2020; Skaalvik
& Skaalvik, 2021). Teacher autonomy refers to the ability
and authority of teachers to determine their professional
development and teaching practices according to their
preferences. Currently, although several studies analyze
the relationship between teacher autonomy and job satis-
faction (Peng et al., 2022), controversies exist regarding
these findings. For instance, Liu et al. (2021) reported a
positive correlation between teacher autonomy and job sat-
isfaction. However, some studies have identified a negative
correlation (Esfandiari & Kamali, 2016) or no correlation
(Sokmen & Kilic, 2019) between them. More importantly,
few studies have elucidated the mechanism by which
teacher autonomy influences job satisfaction, representing
a critical research gap that needs to be filled urgently. To
address this research gap, this study analyzes the rela-
tionship between teacher autonomy and job satisfaction
within the framework of the job demands-resources (JD-R)
model, revealing the mediating roles of self-efficacy and
intrinsic motivation.

(©MOM

Teacher autonomy and teacher job satisfaction

Teacher job satisfaction is the positive emotional state
that teachers derive from their work or work experience,
primarily encompassing satisfaction with the profession
and the work environment (Liu et al., 2021). Among the
various factors influencing teacher job satisfaction, the sig-
nificance of autonomy cannot be overlooked (Skaalvik &
Skaalvik, 2021). Teacher autonomy refers to the freedom
teachers possess to make decisions in realms like pro-
fessional development and teaching practices (Hoekstra
et al., 2009). Viewed through the JD-R model, autonomy,
as a crucial job resource aiding in goal attainment and
alleviating psychological and physiological burdens (Qi
& Wu, 2018), could enhance teachers’ job satisfaction
and motivation. Specifically, teacher autonomy guarantees
that educators perform their duties in a manner they
deem efficient, rather than merely following instructions.
It represents the management of their labor, showcasing
their desire for authority in educational and managerial
tasks, and signifies the extent to which this need is met
in their professional setting (Zhu et al., 2018). Meeting
teachers’ autonomy needs and acknowledging their pro-
fessional competence lead to heightened satisfaction levels
with school administration and their job tasks. Numer-
ous studies have affirmed the critical role of autonomy
in enhancing individuals’ job satisfaction (Zhang & He,
2022; Zhao et al., 2022). Thus, drawing on the JD-R model
and relevant research, we propose the hypothesis that
teacher autonomy positively affects their job satisfaction.

Mediating effect of self-efficacy
Self-efficacy is usually defined as an individual’s belief that
he or she has the ability to perform a task or behavior
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successfully (Bandura, 1977). Teacher self-efficacy refers
to the confidence a teacher holds in his or her ability
to successfully accomplish the purpose of teaching in
teaching activities (Tschannen-Moran & Hoy, 2001). In
the JD-R model, self-efficacy is an important personal
resource and autonomy as a job resource has a positive
effect on self-efficacy (Xanthopoulou et al., 2007). For
teachers, more autonomy given to them by the school can
give them the right to adjust the content and methods of
teaching according to the needs of the students and their
own professional judgment, and to evaluate and reflect on
their own teaching effectiveness (Yao et al., 2023), which
will better enable them to recognize their own strengths
and room for growth, and enhance their confidence in their
own ability to do their job. Many studies have shown self-
efficacy to be an important outcome variable for autonomy
(Wattoo et al., 2020). For example, Lange and Kayser
(2022) noted that self-efficacy is a personal resource and
that job autonomy is effective in increasing employees’
self-efficacy.

Meanwhile, teachers’ access to abundant personal
resources facilitates a positive emotional state at work,
with less feelings of stress and burnout. For all of them,
increased self-efficacy enhances teachers’ confidence in
their teaching abilities and promotes the adoption of more
effective teaching strategies and methods, thus improving
teaching outcomes and quality (Kiinsting et al., 2016). This
positive feedback strengthens teachers’ resilience to face
challenges and their problem-solving ability, reduces work
stress (Hu et al., 2019), and increases job satisfaction.
Meanwhile, teachers with high self-efficacy were more
actively involved in work (Cai et al., 2022) and academic
exchanges, which not only promoted the improvement
of personal teaching skills, but also enhanced peer sup-
port and cooperation, further improving job satisfaction.
Several studies have confirmed the direct relationship
between self-efficacy and job satisfaction (Mokhtar et al.,
2023; Zhang et al., 2024). Nanjundeswaraswamy et al.
(2023) showed a positive correlation between self-efficacy
and job satisfaction among textile employees. Alifuddin
and Widodo (2021) found that self-efficacy positively
influences teachers’ job satisfaction. Therefore, based on
the literature review presented above, we conclude that
self-efficacy mediates the relationship between teacher
autonomy and job satisfaction.

Mediating effect of intrinsic motivation
Intrinsic motivation is motivation driven by interest in or
enjoyment of the task itself and exists within the individual
(Siu et al., 2014). Teacher intrinsic motivation refers to the
fact that teachers are motivated to engage in an activity by
internal interests, satisfactions, or values rather than exter-
nal rewards or pressures. From this perspective, autonomy
as a job resource may have a positive impact on teacher
intrinsic motivation. Bawa and Garg (2023) noted that job
autonomy was significantly and positively related to intrin-
sic motivation among Indian employees. Galletta et al.
(2011) found a significant positive correlation between job
autonomy and nurses’ intrinsic motivation to work.

At the same time, intrinsic motivation shapes people’s
positive cognitive, emotional and behavioral outcomes

(Moon et al., 2020). When people engage in a job because
they have a genuine interest in, love for, or identification
with their work, they are fully engaged in the job (Zeng
et al., 2022) and are more likely to experience positive
emotions and seek self-actualization and personal growth,
which not only improves the quality and performance of
the job, but also increases the sense of satisfaction and
enjoyment in the work process. Following this logical
inference, there may be a positive link between teacher
intrinsic motivation and teacher job satisfaction. Bakag
et al. (2022) showed that implicit and explicit motive
discrepancies indirectly affect burnout and job satisfaction
through intrinsic motivation. Akosile and Ekemen (2022)
found that intrinsic motivation positively affects job satis-
faction among academic staff working in higher education
institutions in Nigeria. Therefore, based on the analysis
of the literature presented above, this study hypothesizes
that intrinsic motivation mediates the relationship between
teacher autonomy and job satisfaction.

Chain-mediating role between self-efficacy and intrinsic
motivation

Personal resources like self-efficacy play an important role
in the motivational process of the JD-R model (Moon et al.,
2020), providing individual adaptability (Hobfoll, 2002).
Self-efficacy refers to individuals’ beliefs in their ability to
achieve the goals of their actions (Bandura, 1977). When
teachers have a high sense of self-efficacy, they have a
greater belief in their ability to achieve their teaching
goals and overcome educational challenges. This belief
motivates them to be more proactive in seeking out new
teaching methods and techniques to improve their effec-
tiveness (Kim et al., 2013). Meanwhile, Xu et al. (2022)
found that employees’ job self-efficacy significantly and
positively affects intrinsic motivation. Cetin and Askun
(2018) showed that occupational self-efficacy influences
employees’ job performance through intrinsic motiva-
tion. Thus, self-efficacy can effectively enhance teachers’
intrinsic motivation, and together, they play a chain medi-
ating role between teacher autonomy and teacher job
satisfaction.

The current study
The study aimed to explore the relationship between
teacher autonomy and job satisfaction based on the JD-R
model, and investigate the mediating role of teacher self-
efficacy and teacher internal motivation between teacher
autonomy and job satisfaction. Based on the above review,
we proposed the following four hypotheses and established
a framework, as shown in Figure 1.

Hypothesis 1 (H1): Teacher autonomy is significantly
and positively correlated with job satisfaction.

Hypothesis 2 (H2): Self-efficacy mediates the relation-
ship between teacher autonomy and job satisfaction.

Hypothesis 3 (H3): Intrinsic motivation mediates
the relationship between teacher autonomy and job
satisfaction.

Hypothesis 4 (H4): Self-efficacy and intrinsic motiva-
tion have a chain mediating role between teacher autonomy
and job satisfaction.
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Figure 1. Research framework
Methods

Sources of data

This study utilizes the Shanghai database from the third
round of the 2018 Teaching and Learning International
Survey (TALIS 2018), The TALIS is a global survey by
the Organization for Economic Co-operation and Devel-
opment (OECD) in 2018. Approximately 260,000 teachers
participated in the TALIS2018 survey, representing 8
million teachers across 48 participating countries and
economies. In China, specifically in Shanghai, a total
of 3976 middle school teachers and 198 middle school
principals completed the survey.

A valid sample of 3131 teachers in Shanghai, China,
was selected for this study. Out of the total, 2337 were
female teachers (74.64%) and 794 were male teachers
(25.36%). A total of 3108 participants held a bachelor’s
degree or higher (99.27%), while 23 had less than a
bachelor’s degree (0.73%). Among the teachers, 318 had
three years of teaching experience or less (10.16%), 1190
had between 4 to 15 years (38.01%), and 1623 had more
than 15 years of experience (51.84%).

Measures

Teacher autonomy

The Teacher Autonomy Scale (TAS) from the TALIS
2018 questionnaire comprises five items: “Determining
course content”, “Selecting teaching methods”, “Assessing
students’ learning”, “Disciplining students”, and “Deter-
mining the amount of homework to be assigned”. The
items are rated on a four-point Likert scale ranging from
“l = Strongly disagree” to “4 = Strongly agree”, with
higher scores indicating that teachers perceived a greater
level of autonomy. In this study, the Cronbach’s alpha
coefficient for scores from the TAS was 0.92.

Teacher job satisfaction

The Teacher Job Satisfaction Scale (TJSS) from the TALIS
2018 is a measure of two dimensions: Job satisfaction
with work environment and Job satisfaction with profes-
sion, totaling 8 items. The work environment dimension
includes 4 items, e.g., “I enjoy working at this school,”
and with one item reverse scored. The Professional Satis-
faction dimension also has 4 items, e.g., “The advantages
of being a teacher clearly outweigh the disadvantages,”
and with one item reverse scored. Responses were on
a four-point Likert scale (1 = strongly disagree to 4 =
strongly agree), with higher scores indicating greater job

satisfaction. Cronbach’s « for the full scale was 0.84, and
for the dimensions, Job satisfaction with work environ-
ment and Job satisfaction with profession were 0.76 and
0.75, respectively.

Self-efficacy

The Self-Efficacy Scale (SES) from the TALIS 2018
questionnaire was utilized. The scale comprises three
dimensions: Self-efficacy in instruction, Self-efficacy in
classroom management, and Self-efficacy in student
engagement. The Self-efficacy in instruction dimension
consists of four questions, such as “Crafting good
questions for students”. Similarly, the Self-efficacy in
classroom management dimension comprises four ques-
tions, including “Controlling disruptive behavior in the
classroom” and “Making expectations about student
behavior clear” Additionally, the Self-efficacy in stu-
dent engagement dimension includes five items, such as
“Encouraging students to believe in their ability to succeed
in school work”. The items are rated on a four-point
Likert scale ranging from “l1 = Not at all” to “4 = A
lot,” with higher scores indicating greater teacher self-
efficacy. In this study, the Cronbach’s alpha coefficient
for the full scale was 0.95, and the Cronbach’s alpha
coefficients for Self-efficacy in instruction, Self-efficacy
in classroom management, and Self-efficacy in student
engagement were 0.89, 0.92, and 0.86, respectively.

Intrinsic motivation

The Intrinsic Motivation Subscale of the Motivation Scale
(MS) from the TALIS 2018 questionnaire was utilized,
comprising three items: “Teaching allowed me to influence
the development of children and young people,” “Teaching
allowed me to benefit the socially disadvantaged,” and
“Teaching allowed me to provide a contribution to society.”
Responses were on a four-point Likert scale (1 = Not
important at all to 4 = Of high importance), with higher
scores indicating greater intrinsic motivation among teach-
ers. Cronbach’s « for Intrinsic Motivation Subscale in this
study was 0.84.

Data analysis

All data in this study were analyzed utilizing SPSS 24.0
and AMOS 23.0. Initially, the data underwent testing for
common method bias and discriminant validity between
variables using this software. Subsequently, descriptive
statistics and correlation analysis were conducted using
SPSS 24.0. Lastly, the researcher employed AMOS 23.0 to
construct structural equation modeling (SEM) and assess
the associations among teacher autonomy, teacher job
satisfaction, self-efficacy, and intrinsic motivation. Addi-
tionally, the mediating effects of self-efficacy and intrinsic
motivation between teacher autonomy and teacher job
satisfaction were examined employing the bias-corrected
Bootstrap method.

Results

Preliminary analysis

Before building structural equation modeling to test the
role of mediation, we need to test the data for common
method bias and discriminant validity. The researcher
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Table 1. Comparison of measurement models

Model

Model 1 14.35  0.07
Model 2 33.34  0.10
Model 3 59.80  0.14
Model 4 68.66  0.15

x’/df RMSEA NFI RFI IFI TLI CFI

0.91 0.90 0.92 091 0.92
0.79 0.78 0.80 0.78 0.80
0.63 0.60 0.63 0.60 0.63
0.57 0.54 0.58 0.54 0.57

Note. Model 1: Four-factor. Baseline model. Model 2:
Three-factor. Teacher autonomy and job satisfaction
combined into one factor, self-efficacy and intrinsic
motivation. Model 3: Two-factor. Teacher autonomy,
job satisfaction and self-efficacy combined into one
factor, intrinsic motivation. Model 4: One-factor. Four
variables combined into one factor.

used Harman’s single-factor test (Harman, 1976) to detect
common method bias, and the results showed that a total
of five common factors with an eigen root greater than 1
were extracted from all the question items, and the variance
explained by the first factor was 34.56%, which was less
than the 40% critical value. This indicates that there is no
common method bias problem in this study. To ensure the
reliability of the results, this study further used one-way
validated factor analysis for common method bias test, and
the results showed that x?/df = 72.42, NFI = 0.55, RFI =
0.51, IFI = 0.55, TLI = 0.52, CFI = 0.55, and RMSEA =
0.15, and the model was poorly fitted, which also indicated
that this study did not have serious common method bias.

In addition, this study utilized validated factor analysis
to test the discriminant validity between variables. The
results of the validated factor analysis are shown in Table 1,
which shows that the four-factor model (baseline model)
has the best fit compared to the other models, with
x*/df = 14.35, RMSEA = 0.07, NFI = 0.91, RFI = 0.90,
IFI = 0.92, TLI = 0.91, and CFI = 0.92. This suggests
excellent discriminant validity between teacher autonomy,
job satisfaction, self-efficacy, and intrinsic motivation.

Descriptive statistics and correlation analysis

Table 2 shows the means, standard deviations and corre-
lation coefficients of the four main variables of this study.
Teacher autonomy was positively correlated with job sat-
isfaction, self-efficacy, and intrinsic motivation (r = 0.24,
p < 0.001; r =039, p < 0.001; r = 0.18, p < 0.001).
Teacher job satisfaction was positively correlated with self-
efficacy and intrinsic motivation (r = 0.28, p < 0.001;
r = 0.30, p < 0.001). Self-efficacy was positively cor-
related with intrinsic motivation (r = 0.30, p < 0.001).
This provides preliminary support for further hypothesis
testing.

Hypotheses testing

Following the research hypotheses, this study established
the SEM with teacher autonomy as the independent
variable, teacher job satisfaction as the dependent
variable, and self-efficacy and intrinsic motivation as
the mediating variables. This model aims to explore the
mechanism of teacher autonomy’s impact on teacher job
satisfaction. The SEM’s fit indices include x*/df = 11.32,

Table 2. Descriptive statistics and correlation analysis

(N = 3131)

Variable M SD 1 2 3
Teacher 339 0.51
autonomy
Job 2.92 046 0.24%**
satisfaction
Self-efficacy 3.28 0.53 0.39%** (.28%**
Intrinsic 340 0.60 0.18%** (.30%** (.30%***
motivation

Note. ***p < 0.001 (two-tailed); M: mean; SD: stan-
dard deviation.

RMSEA = 0.06, SRMR = 0.02, NFI = 0.98, RFI = 0.97,
IFI = 0.98, TLI = 0.97, and CFI = 0.98, with coefficients
falling within acceptable ranges, signifying a well-fitted
model. Figure 2 illustrates that teacher autonomy had
a significant and positive impact on job satisfaction,
self-efficacy, and intrinsic motivation (8 = 0.15,
p < 0.001; B =041, p < 0.001; B = 0.08, p < 0.001).
Self-efficacy significantly and positively affected job
satisfaction and intrinsic motivation (8 = 0.16, p < 0.001;
B=0.31,p < 0.001). Intrinsic motivation significantly and
positively influenced teacher job satisfaction (8 = 0.29,
p < 0.001). Consequently, hypotheses H1 was supported.

The researcher employed the bias-corrected percentile
Bootstrap method with 5000 sample repetitions to exam-
ine the mediating effect of self-efficacy and intrinsic
motivation between teacher autonomy and job satisfac-
tion. The results, depicted in Table 3, revealed that the
direct effect value of teacher autonomy on job satisfac-
tion was 0.15, with a 95% confidence interval (CI) of
[0.11, 0.20], excluding O, signifying a significant direct
effect pathway between teacher autonomy and job satis-
faction. The effect size of self-efficacy between teacher
autonomy and job satisfaction is 0.07, with a 95% CI
of [0.05, 0.09], excluding 0, suggesting that self-efficacy
plays a partially mediating role between them. Similarly,
the effect size of intrinsic motivation between teacher
autonomy and job satisfaction is 0.02, with a 95% CI of
[0.01, 0.04], not containing 0, indicating that intrin-
sic motivation has a partial mediating role between
them. Moreover, the effect size of self-efficacy and
intrinsic motivation between teacher autonomy and job
satisfaction is 0.04, with a 95% CI of [0.03, 0.05],
excluding 0, suggesting that self-efficacy and intrinsic
motivation play a sequential mediating role between
them. Therefore, hypotheses H2, H3, and H4 were
supported.

To further examine the distinctions among these three
mediating paths, the Bootstrap method was employed to
analyze the differences in mediating effects across the
paths. Table 4 displays significant disparities between
Indirect] and Indirect2, with an effect size of 0.05.
The bias-corrected 95% CI is [0.02, 0.07], excluding
0, suggesting that Indirectl significantly outperforms
Indirect2. Furthermore, there exists a notable distinc-
tion between Indirectl and Indirect3, with an effect size
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Figure 2. SEM of teacher autonomy and teacher job satisfaction. Note. TA: teacher autonomy, TJS: teacher job satisfaction, TSE:
teacher self-efficacy TIM: teacher intrinsic motivation. ***p < 0.001 (two-tailed).

Table 3. Test of mediating effect

Path Effect SE  Bias-corrected 95% CI  Ratio
Lower Upper P

Total effect 028 0.02 024 0.32  0.000

Direct effect 0.15 0.02 0.11 0.20  0.000 53.57%
Indirect effect 0.13  0.01 0.11 0.15 0.000 46.43%
TA—TSE—TIS 0.07 0.01 0.05 0.09  0.000 25.00%
TA—TM—TIJS 0.02 0.01 0.01 0.04  0.000 7.14%
TA—TSE—-TM—TIJS 0.04 0.00 0.03 0.05 0.000 14.29%

of 0.03 and a bias-corrected 95% CI of [0.01, 0.06],
not encompassing 0, indicating that Indirectl is notably
superior to Indirect3. Conversely, no significant differ-
ence is observed between Indirect2 and Indirect3, as the
effect size is —0.01, and the bias-corrected 95% CI is
[—0.03, 0.00], which includes 0.

Discussion

While prior research has delved into the association
between teacher autonomy and job satisfaction, with
some studies suggesting a positive correlation (Liu et al.,
2021), others have presented divergent findings, proposed
negative correlations (Esfandiari & Kamali, 2016) or indi-
cated no significant relationship (Sokmen & Kilic, 2019),
prompting further inquiry. Moreover, scant attention
has been given to elucidating the underlying mecha-
nisms through which teacher autonomy influences job

Table 4. Path difference analysis of mediating effect

Path contrast Effect SE Bias-corrected 95%CI
Lower Upper p
Indirectl-Indirect2  0.05 0.01 0.02 0.07 0.000
Indirectl-Indirect3 0.03 0.01 0.01 0.06 0.008
Indirect2-Indirect3 —0.01 0.01 —0.03 0.00 0.085

Note. Indirectl: TA—TSE—TIS, Indirect2: TA—TM—
TJS, Indirect3: TA—TSE—TM—TJS.

satisfaction, particularly the mediating roles of teacher
self-efficacy and intrinsic motivation. Therefore, grounded
in the JD-R model, this study aims to investigate the
interplay between teacher autonomy and job satisfaction,
leveraging the mediating pathways of teacher self-efficacy
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and intrinsic motivation, thus offering a theoretical frame-
work for understanding their interconnectedness.

The finding shows that there is a positive correlation
between teacher autonomy and teacher job satisfaction,
which suggests that the higher the level of teacher auton-
omy, the more satisfied they feel with their jobs. This
result is consistent with the findings of related studies
(Peng et al., 2022), which again proves that autonomy is
a contributing factor to teacher job satisfaction. At the
same time, this fits with the JD-R model’s explanation that
job resources have a motivational potential that promotes
employee engagement and excellence at work (Demerouti
& Bakker, 2011). Autonomy as an important job resource
not only protects its established resources from being
compromised, but also compensates teachers for potential
resource gaps and increased resource inputs, which will
motivate teachers to be more motivated to engage in their
work and experience higher levels of satisfaction.

In contrast to prior research, our study delves into the
underlying mechanisms through which teacher autonomy
positively influences teacher job satisfaction, utilizing the
theoretical framework of the JD-R model. Our findings
reveal that teacher self-efficacy and intrinsic motivation
serve both as independent and chain mediators between
teacher autonomy and job satisfaction. According to
the JD-R model, job resources play an integral role in
intrinsically motivating employees, fostering their growth,
learning, and development (Demerouti & Bakker, 2011).
Within this motivational process, personal resources play a
crucial role, as job resources can facilitate the development
of personal resources, which, in turn, fuel motivation and
enhance job satisfaction (Hobfoll, 2001). This theoreti-
cal perspective offers insights into the mediating roles
of teacher self-efficacy and intrinsic motivation, provid-
ing a robust analytical framework for understanding the
dynamics between teacher autonomy and job satisfaction.
Furthermore, our study yields novel insights into the rela-
tionship between teacher self-efficacy, intrinsic motivation,
and job satisfaction, diverging from previous findings
(Chang & Sung, 2024). While prior research suggested
that intrinsic motivation impacts job satisfaction through
self-efficacy, our results indicate a reciprocal relationship:
teacher self-efficacy can also influence job satisfaction
through intrinsic motivation. This suggests a potential bidi-
rectional causality between teacher efficacy and intrinsic
motivation, warranting further investigation.

Another innovative finding of this study emphasized
the independent mediating role of teacher self-efficacy
between teacher autonomy and teacher job satisfaction.
The findings showed that these three mediating paths
accounted for 46.43% of the total effect, with the mediat-
ing path of teacher self-efficacy being the most significant,
accounting for 25% of the total effect. This finding con-
tributes to a deeper understanding of the mechanisms of
autonomy influencing teacher job satisfaction. At the same
time, it also re-emphasizes the important role of personal
resources in the motivational process of the JD-R model.
The main reason why the mediating role of teacher self-
efficacy may be stronger than that of intrinsic motivation
may be that self-efficacy, as a personal resource that helps
teachers to invest in resources and reap the rewards, has

a more direct and effective impact on teachers’ attitudes
and behaviors at work. Teachers are more likely to take
autonomous action and solve problems when they perceive
themselves to be capable of performing their work tasks
effectively. In the process, they are able to experience
a greater sense of well-being and control (Huang et al.,
2019), which are important resources for enhancing teach-
ers’ job satisfaction. Second, self-efficacy can provide
resilience and staying power in teachers’ work. While
intrinsic motivation promotes teachers to seek satisfaction
and fulfillment in their work, a stronger sense of self-
efficacy may be needed to support sustained effort when
confronted with problems.

Theoretical and practical implications

The theoretical contributions of this study can be sum-
marized as follows: First, utilizing the JD-R model, this
study unveils the mediating role of self-efficacy and intrin-
sic motivation between teacher autonomy and teacher
job satisfaction. This discovery establishes a theoretical
groundwork for the interconnectedness of these con-
cepts, offering an effective theoretical perspective and
analytical framework for investigating the impact of auton-
omy on teacher job satisfaction. Second, certain studies
have indicated that intrinsic motivation impacts teacher
job satisfaction via self-efficacy (Chang & Sung, 2024).
This study validated that self-efficacy can impact teacher
job satisfaction through intrinsic motivation, implying a
potential causal link between self-efficacy and intrinsic
motivation in influencing teacher job satisfaction, thereby
offering valuable insights for future investigations. Third,
this study underscored the importance of self-efficacy in
the comparative analysis of mediating paths, indicating
that self-efficacy plays a crucial role in the mechanism
through which teacher autonomy influences their job
satisfaction.

The findings hold substantial practical significance for
enhancing teacher job satisfaction. Firstly, a significant
positive correlation was discovered between teacher auton-
omy and teacher job satisfaction, indicating the crucial role
of autonomy in enhancing teacher job satisfaction. School
administrators should promote greater autonomy among
teachers in school policy-making, curriculum design, and
selection of teaching resources through the establishment
of an open and inclusive decision-making process. Addi-
tionally, creating a supportive work environment is crucial,
encompassing the provision of essential resources, time,
and space to empower teachers in implementing inno-
vations and enhancing teaching methods independently.
Furthermore, guided by the JD-R model, this study inves-
tigated the mediating roles of self-efficacy and intrinsic
motivation between teacher autonomy and teacher job
satisfaction. This study enriches our comprehension of
how autonomy influences teacher job satisfaction and
emphasizes the significance of self-efficacy and intrin-
sic motivation in fostering teacher job satisfaction. In
practical terms, schools can boost teachers’ self-efficacy
and self-esteem by offering targeted and constructive
feedback through regular evaluations of teachers’ job per-
formance. Moreover, creating supportive communities and
professional development networks is essential to offering
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teachers ongoing learning and growth prospects, includ-
ing engagement in educational seminars, online courses,
workshops, and more. This will further invigorate teach-
ers’ intrinsic motivation and aid in their quest to attain
improved educational outcomes.

Limitations and future directions

The study has certain limitations. First, it is grounded in
the cross-sectional research design and data from TALIS
2018 to investigate the impact of teacher autonomy on
teacher job satisfaction. Longitudinal or experimental
studies should be employed to unveil the causal relation-
ship between them in future research. Second, the study
examined the correlation between teacher autonomy with
a single-dimensional structure and teacher job satisfaction.
Investigating the impact of teacher autonomy with a multi-
dimensional structure on teacher job satisfaction in future
studies would be beneficial. Finally, the study utilized
data from teachers in Shanghai, potentially restricting the
generalizability of the results. It is advised that future
studies validate these findings in diverse cultural contexts
to deepen comprehension of these relationships.

Conclusion

This study examines the impact of teacher autonomy on
teacher job satisfaction by unveiling the mediating roles of
self-efficacy and intrinsic motivation. First, teacher auton-
omy is significantly and positively related to teacher job
satisfaction. Second, self-efficacy and intrinsic motivation
not only served as independent mediators between teacher
autonomy and teacher job satisfaction but also played a
chain mediating role. Moreover, the separate mediating
effect of self-efficacy was the most significant.
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