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Abstract 

In primary and middle schools in China, each child is allocated to a class that has a teacher 

designated as a banzhuren who is responsible for managing and overseeing all aspects of that 

specific class of students. Due to the low levels of job satisfaction among banzhuren, there has 

been a rising number of complaints, and school leaders are increasingly facing challenges in 

appointing teachers to this role. This study employed a sequential, mixed quantitative and 

qualitative research method to explore the factors influencing banzhurens’ job satisfaction, the 

working dilemmas they face, and potential solutions for improvement.  

The quantitative part examined relationships among banzhurens’ self-efficacy, burnout 

and job satisfaction by drawing on 624 primary school banzhurens from Gongyi City (in Henan 

province of China) who participated in an online survey. The data were analysed through 

structural equation modelling. The results showed that (1) banzhurens’ burnout had a negative 

influence on their self-efficacy and job satisfaction; (2) banzhurens’ job satisfaction was 

positively influenced by self-efficacy; and (3) banzhurens’ self-efficacy could mediate the 

negative influence from burnout and thus enhance job satisfaction.  

In the qualitative part, seven banzhurens were interviewed about their work practices. 

The results indicated that (1) these banzhurens bore more responsibilities and a wider job scope 

than subject specialist teachers; (2) the overwhelming workload and job responsibilities caused 

burnout, which further harmed their job satisfaction; and (3) other influences on their job 

satisfaction were stress, excessive non-teaching-related tasks, and insufficient reward.  

Based on the overall findings, four potential solutions for enhancing banzhurens’ job 

satisfaction and professional development are proposed. First, a more reasonable career 

promotion path could be established for banzhurens, making this position more attractive. 

Second, schools could provide a more supportive environment for work and professional 
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development for banzhurens. Third, a position of teaching assistant could be established to 

share the banzhurens’ administrative load. Finally, school leaders could enhance banzhurens’ 

job satisfaction by increasing their self-efficacy through improving their ability to 

communicate with school management teams. 
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CHAPTER 1 Introduction 

In primary schools in China, every class has a teacher designated as banzhuren (班主任), who 

has overall responsibility for and authority over all aspects of the students in their class. The 

term banzhuren is derived from Mandarin pronunciation and is often translated as classroom 

teacher, homeroom teacher, head teacher, or class teacher; however, a banzhuren’s 

responsibilities and scope of work extend far beyond what is commonly associated with these 

roles (Li et al., 2023). As stipulated in Regulations on the Work of Banzhuren in Primary and 

Middle Schools (中小学班主任工作规定) (Ministry of Education of the People’s Republic of 

China, 2009), banzhurens are selected from among the subject specialist teachers of a class. 

This selected teacher serves as both a subject specialist teacher and banzhuren, thus holding a 

dual role for the designated class. 

The role of banzhuren exists to maintain the smooth and effective daily operations of a 

class, particularly in primary schools. Moreover, the expectations imposed by Chinese society 

on banzhurens, which are rooted in Chinese traditional culture and social values, imply that 

banzhurens are responsible for not only their students’ academic performance but also their 

overall development (Nie & Xu, 2024). Specifically, the core responsibilities of a banzhuren 

include but are not limited to managing their students’ moral development, fostering a positive 

classroom culture (which involves ensuring cleanliness, organisation, and decoration), 

facilitating effective collaboration and communication among the students, colleagues, and 

parents, and overseeing the students’ academic performance (Liu et al., 2018). These 

responsibilities often come with heavy workloads and excessive daily working hours. Studies 

indicate that over 80% of banzhurens work more than 8 hours a day (Zhao & Liu, 2018), 

typically nearing 10 hours (Pan & Zhang, 2017).  
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With the heavy workload and the aforementioned responsibilities, banzhurens are 

facing a range of work-related stresses and feelings of helplessness (Geng, 2018). Their work-

stress index is higher than average, which adversely affects their health, leading to physical 

problems such as insomnia, headaches, and chest distress (Song, 2022; Wang, 2022). Therefore, 

it is not surprising to find that banzhurens’ job satisfaction is lower than that of subject specialist 

teachers (Yuan, 2019). Teachers’ job satisfaction is related to their well-being, turnover rate, 

students’ academic performance, and the long-term development of the education system 

(Fütterer et al., 2023; Ololube, 2006). Dissatisfied teachers generally exhibit weaker 

commitment to their work and are more inclined to quit their jobs, which is likely to affect their 

students’ school performance (Essien & Gimba, 2017; Perrachione et al., 2008). As a result, 

novice teachers may hesitate to pursue teaching careers since they are inevitably assigned as 

banzhuren, especially if they are teachers of core subjects (Chinese language, mathematics, or 

English). It has been common for schools to encounter challenges in assigning teachers every 

school year because existing banzhurens express their reluctance to continue this role (Qin et 

al., 2021). Even worse, in some rural areas, the teacher turnover rate is steadily increasing 

(Zhou, 2015). If this issue remains unresolved, future generations may choose not to enter the 

teaching profession. 

Burnout is a major determinant of teachers’ intentions to leave the profession (Madigan 

& Kim, 2021). It has been highly discussed in studies concerning teachers’ job satisfaction 

and/or intentions to resign (e.g., Molero Jurado et al., 2019; Okçu & Çetin, 2017). Teachers 

with high levels of burnout are more likely to feel dissatisfied with their jobs and more 

motivated to quit (Skaalvik & Skaalvik, 2020). In contrast, self-efficacy has been identified as 

a significant factor contributing to teachers’ job satisfaction (Huang et al., 2020; Troesch & 

Bauer, 2017). Teachers with higher levels of self-efficacy tend to think more positively about 
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their work and are able to handle challenging work tasks more effectively, thereby contributing 

to their job satisfaction (Akomolafe & Ogunmakin, 2014).  

Over the past decade, Chinese researchers have used numerous quantitative methods to 

examine banzhurens’ job satisfaction from various perspectives (refer to Chen, 2020; Ding & 

Wang, 2018; Kuai & Zeng, 2016; Pan & Zhang, 2017). However, insights regarding the impact 

of burnout and self-efficacy on banzhurens’ job satisfaction, such as what the relationships 

between these three factors are, remain scarce. Although previous studies offered solutions to 

enhance the work status and well-being of banzhurens, most of these recommendations 

originated from senior management of the government or the Education Ministry. These 

directives often overlook the practical realities and genuine needs of the banzhurens themselves. 

Suggestions for improving banzhuren’s status—such as positive public media promotion, 

salary increases, and reduced teaching workloads (Geng, 2018; Qin et al., 2021; Wu, 2024)—

are currently rooted in the national education system and thus require careful consideration by 

national policymakers. The critical question, however, remains: Do these systemic solutions 

align with the banzhuren’s actual needs and desires? Can these proposed solutions effectively 

mitigate or alleviate teacher burnout? Additionally, an important limitation of previous studies 

on banzhurens’ job satisfaction is the insufficient consideration of their real lived experiences 

and the neglect of the Chinese cultural context that shapes these experiences, which can lead 

to potentially incomplete interpretations and irrelevant solutions.  

To address the aforementioned research gaps and gain a deep understanding of 

banzhurens’ work status while practically enhancing their job satisfaction, this study employed 

a mixed-methods approach to investigate three research questions:  

(1) What are the relationships among banzhurens’ job satisfaction, self-efficacy and 

burnout?  
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(2) Are there factors beyond self-efficacy and burnout that also influence banzhurens’ 

job satisfaction?  

(3) What are the possible ways to improve banzhurens’ job satisfaction?  

To answer the first research question, a quantitative method – teacher surveys and 

structural equation modelling – was used to explore the relationships between banzhurens’ job 

satisfaction, self-efficacy, and burnout. To answer the second research question, seven 

banzhurens were invited to face-to-face interviews to explore the factors affecting their job 

satisfaction. The third research question was addressed by synthesizing the results of both the 

quantitative and qualitative data to identify evidence-based methods for improving banzhurens’ 

job satisfaction. The data interpretations were informed by a critical consideration of the 

banzhurens’ lived experiences and the specific Chinese cultural context. This study aims to 

increase awareness of this significant group within the Chinese education system, encouraging 

greater consideration of their well-being. 

This thesis comprises seven chapters. The second chapter provides a thorough review 

of (a) the historical development and current working conditions of banzhurens; (b) definitions, 

antecedents, and significance of teacher and banzhurens’ job satisfaction, self-efficacy, and 

burnout; (c) the cultural context shaping teacher/banzhuren morality in China. The third chapter 

details the research design, procedures, participants, data collection, and analysis methods for 

both the quantitative and qualitative components. Chapters 4 and 5 present detailed quantitative 

findings and qualitative analyses, respectively. Chapter 6 synthesizes these findings and 

discusses the identified relationships. The final chapter concludes with key insights, strengths, 

limitations, and implications for future research. 
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CHAPTER 2 Literature Review 

This chapter presents the definitions, effects, and other essential information about the key 

terms and concepts associated with this study. It also introduces the four hypotheses for the 

quantitative component of this study, namely (1) Banzhurens’ self-efficacy positively affects 

their job satisfaction; (2) Banzhurens’ burnout negatively affects their self-efficacy; (3) 

Banzhurens’ burnout negatively affects their job satisfaction; (4) Banzhurens’ self-efficacy 

mediates the effect of their burnout on job satisfaction. More specifically, Section 2.1 focuses 

on the definitions, historical development, and current status of Chinese banzhurens. Sections 

2.2, 2.3, and 2.4 address the definitions, significance, antecedents, and outcomes related to 

teachers’ job satisfaction, self-efficacy, and burnout. Section 2.5 reviews the requirements for 

teacher morality from perspectives drawn from both traditional Chinese culture and modern 

contextual values. 

2.1 Banzhurens 

2.1.1 The Historical Development of the Banzhuren System 

In the Chinese Dictionary of Education (Gu, 1998), the banzhuren is defined as “the teacher 

who is fully responsible for the students and the class work” (p. 15). According to the 

Regulations on the Work of Banzhuren in Primary and Middle Schools (中小学班主任工作规

定) issued by the Ministry of Education of the People’s Republic of China (2009), banzhurens 

are selected from the subject specialist teachers of each class. Therefore, banzhurens hold a 

dual role at school, serving as both a subject specialist teacher and a responsible class teacher.  

The occupation of banzhuren evolved from the classroom-based teaching system where 

students are grouped and taught in classrooms, which can be traced back to countries and 

regions in Europe in the early 16th century. In the 17th century, the educator Johann Amos 
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Comenius documented the classroom-based teaching system in his work Pansophic School, 

suggesting improvements such as primary school students being divided into grades or classes 

according to their age and academic performance and, if possible, each grade should having its 

own dedicated classroom to avoid interferences from the other grades (Zhang et al., 2022). 

Moreover, Comenius also suggested that students within one classroom should be divided into 

groups of ten, where the oldest or the most capable student in the group could be appointed as 

the group leader responsible for inspecting, supervising and helping other students (Ren, 1990). 

The group leader could be viewed as the earliest form of class teacher. 

In 1862, the Qing government established the Beijing Tongwen Institute (京师同文馆), 

modelled after Western education systems, thus developing the classroom-based teaching 

system in China (Ning & Fang, 2020; Shang, 2003). The Beijing Tongwen Institute was an 

educational organisation where the students were taught through grade-based instruction and 

classroom-based teaching, and the educators were assigned to two main departments: the 

teaching department and the administrative department (Yu, 2023). The responsibilities of 

educators in the administrative department were similar to the administrative tasks of today’s 

banzhuren, including completing administrative paperwork, supervising the students’ learning, 

recording students’ performance, and dealing with students’ behavioural issues (Zhu, 1986). 

Following this, the Qing government established various levels of schools, including 

kindergartens, primary schools, junior high schools, high schools, and universities. It also 

issued a series of educational reform policies, such as the Universal Regulations on the 

Management of Various Schools (奏定各学堂管理通则) in 1904. These initiatives aimed to 

enhance China’s grade-based teaching system and clarify the responsibilities of educators in 

managing students (Qu & Tang, 2007).  



 

7 
 

The term “banzhuren” first emerged in Primary School Instruction Guidelines (小学训

导纲要) complied by the Education Department of Suide County (Yulin City, Shaanxi Province) 

in 1942, which emphasised the responsibilities of banzhuren in students’ moral guidance 

(Education Research Institute of Shanxi Normal University, 1981). In 1952, after the founding 

of the People’s Republic of China, the Ministry of Education issued the Interim Regulations 

for Primary Schools (Draft) (小学暂行规程(草案)) and the Interim Regulations for Middle 

Schools (Draft) (中学暂行规程(草案)). This was the first time the establishment of the 

position of banzhuren was mentioned in the documents at the national level (Zheng, 2019). 

Specifically, the Interim Regulations for Primary Schools (Draft) (小学暂行规程(草案)) 

stipulated “小学各班采教师责任制，各设班主任一人，并酌设科任教师 (each class in 

primary school is to adopt ‘a teacher responsibility’ system where one banzhuren is assigned 

to each class, along with the appropriate numbers of subject specialist teachers)” (Editorial 

Office of the China Education Yearbook, 1984, p. 728). These two interim regulations not only 

marked the official creation of the position of banzhurens in primary and secondary schools in 

China, they also stipulated the selection methods and responsibilities of banzhurens. Since then, 

a series of educational policies have been issued that further regulate the role and 

responsibilities of primary and secondary school banzhurens.  

The Notice on Further Strengthening School Food Management and Students’ Vision 

Protection (关于进⼀步加强学校伙食管理和保护学生视力的通知), issued by the Ministry 

of Education and Ministry of Health in 1960, pointed out that banzhuren should collaborate 

with students’ parents to foster correct reading and writing habits, thereby preventing 

detrimental learning habits (Editorial Office of the China Education Yearbook, 1984). In 1979, 

the Ministry of Education, the Ministry of Finance, and the Ministry of Human Resources and 

Social Security issued the Notice on the Trial Implementation of Banzhuren Allowances for 
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Public Middle and Primary School Teachers (关于在全国普通中学和⼩学公办教师中试行

班主任津贴的通知), which proposed a distribution system for banzhurens’ allowances. It also 

detailed their regulated responsibilities in areas such as classroom management, student 

development, interpersonal relationships (with students, leaders, and students’ parents), and 

cooperation with out-of-class activities (Editorial Office of the China Education Yearbook, 

1984). In 1993, the Ministry of Education of the People’s Republic of China issued Moral 

Education Guidelines for Primary School (小学德育纲要) to further emphasise the significant 

role of banzhurens in students’ moral development. In 2009, the Ministry of Education issued 

the Regulations on the Work of Banzhuren in Primary and Middle Schools (中小学班主任工

作规定) to provide clear provisions for banzhurens’ selection, responsibilities, benefits, rights, 

training, professional development, as well as assessment and rewards/punishments. This 

document made the responsibilities and tasks of banzhurens’ work more explicit and detailed, 

covering almost all aspects of school work. Through educational policies and work practices, 

the role of banzhuren can, in reality, be defined as a teacher who is in charge of a class, an 

organiser, a builder, and a leader of the communities of students and parents, and a vital person 

who helps and guides students’ comprehensive growth and development (Qi & Huang, 2019). 

2.1.2 Banzhurens’ Working Conditions 

Since implementing the banzhuren system, numerous Chinese scholars have conducted in-

depth research on it from various aspects. To assist banzhurens in improving their job 

performance, the following six core competencies for being an effective primary school 

banzhuren were identified: research ability, a child-centred perspective, patience, innovative 

skills, coordination skills, and foresight (Liu, 2015). Among these six core competencies, 

patience emerged as the most frequently mentioned and valued competency by the participants 

in Liu’s study. Built on the six essential competencies, The Framework of Banzhuren’s 
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Professional Standards (Jiang, 2018) was developed to provide guidelines for banzhurens to 

effectively perform their duties. The standards are organised into four foundational categories, 

three core categories, and four ideal categories. The foundational standards are: adopting a 

student-centred approach, prioritising teacher ethics, emphasising capability, and committing 

to lifelong learning. The core standards are: class construction, student guidance, and 

communication and coordination. The ideal standards are: ethical integrity, excellent 

professional skills, leadership in professionalism, and educational innovation.  

Due to banzhurens’ work characteristics and the significant demands placed on them, 

they face four main career dilemmas. First, the heavy workload of banzhurens is of great 

concern. The Ministry of Education mandated that the class sizes in primary schools should 

not exceed 45 (Ministry of Education of the People’s Republic of China, 2006). In provinces 

with large populations, such as Henan—the site of this study—classes frequently exceed the 

national size standard. This over-enrolment inevitably increases banzhurens’ workload, as 

managing more pupils demands additional time and effort (Li et al., 2017). Zhao and Liu (2018) 

found that over 80% of banzhurens work more than 8 hours a day. The average weekly work 

time for banzhurens is 49.52 hours, nearly 10 hours each workday, including teaching, lesson 

preparation, grading homework and exam papers, and communicating with students’ parents 

(Pan & Zhang, 2017). In primary schools, official guidance advises organizing 26–30 teaching 

periods per week, with each period lasting for 40 minutes (Department of Education of Henan 

Province, 2023). Based on this, Banzhurens are typically expected to deliver a minimum of 

seven periods weekly, though the exact number varies by school and subject. However, 

research by Li et al. (2017) revealed a significant deviation where primary school banzhurens 

delivered an average of 14.75 teaching periods per week, a teaching workload that is 1.38 

periods higher than that of subject specialist teachers. The heavy workload has squeezed 
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teachers’ personal time, even leading them to be absent from their own families (Xu et al., 

2023). 

Second, banzhurens take on excessive expectations and responsibilities for students’ 

education and development (Zhang, 2022). In the educational policies and documents issued 

after 1949 (the founding of the People’s Republic of China), there is repeated emphasis on the 

significance of banzhurens in school students’ education. This has the effect of promoting a 

perception among other teachers, such as subject specialist teachers and school leaders, that 

banzhuren is the only person in charge of students’ overall development (Du, 2016). The phrase 

“One person responsible for all” is deeply embedded in the current banzhuren system, and its 

evolution into an implicit core value (Fu, 2016) has caused banzhuren to be seen as the main 

focus in the classroom, with students as a secondary priority and other subject teachers who 

play marginal roles in classroom management often regarded merely as resources to be utilised 

(Chen, 2007). Although banzhurens receive support from school leaders and other subject 

specialist teachers, their own perceptions of support from other sources, such as parents, health 

care providers and counsellors, are weak (Geng, 2018). 

Third, scholars have pointed out that the boundaries of banzhurens’ responsibilities are 

vague. For example, Zhang (2022) found that, in practice, banzhurens’ work tasks are centred 

on responding to school assessments, managing daily class affairs, and paying attention to 

individual student development. However, except for the school assessments, the other work 

tasks are fragmentary, endless and hard to define. For the sake of students’ development, an 

increasing number of trivial tasks effectively make banzhurens the students’ “nanny”, “coach”, 

“manager”, and “liaison” to varying degrees, leading banzhurens to feel confused about their 

primary role (She, 2021).  
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Finally, banzhurens’ career development is not supported by state educational policies. 

The provision in the Regulations on the Work of Banzhuren in Primary and Middle Schools 

(中小学班主任工作规定) states that “教师担任班主任期间应将班主任工作作为主业 

(during their tenure as banzhurens, educators should prioritise banzhurens’ responsibilities as 

their main occupation)” (Ministry of Education of the People’s Republic of China, 2009). In 

other words, banzhurens are required to pay the most attention to achieving the comprehensive 

development of all the students in their class, followed by other responsibilities such as subject 

teaching. However, the teachers’ professional promotion system focuses primarily on the 

performance and achievements in the subject teaching, rather than on the performance of 

banzhurens’ “main occupation” (Feng, 2016). While the positive significance of emphasising 

the concept of banzhurens’ “main occupation” is widely understood, it has fallen into an 

awkward position due to its mismatch with the current promotion path development of teachers 

(Geng, 2018).  

2.2 Job Satisfaction 

2.2.1 Definition of Job Satisfaction 

Despite the significant amount of research on job satisfaction published since the 1930s, there 

is still no universally accepted definition of job satisfaction. This section will define job 

satisfaction, focusing primarily on the definition proposed by E. A. Locke (1969), who is 

frequently cited in research on this topic. Locke defined job satisfaction from a cognitive 

perspective (Judge et al., 2021): each person applies their own personal values code to every 

object in their life, which has been shaped by many factors, such as growth, environment and 

educational background, all of which help them determine what they need. People make value 

judgments on different objects according to their personal value code, consciously or 

subconsciously. People also embody basic emotions, such as pleasure or displeasure. A 
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pleasurable emotion is a consequence of achieving what someone treasures based on their value 

judgment; thus, emotion is an effect of value judgment. Locke (1969) therefore defined job 

satisfaction as “the pleasurable emotional state resulting from the appraisal of one’s job as 

achieving or facilitating the achievement of one’s job values (or goals)” (p. 316). In short, the 

source of one’s job satisfaction is the achievement of personal values. 

Aspects of Locke’s (1969, 1976) theories can be seen in the definitions put forward by 

later researchers. For instance, Cranny et al. (1992) suggested that job satisfaction is “an 

affective reaction” (p. 1) resulting from the comparison of actual work outcomes with those 

expected. In contrast to Locke’s definition, Cranny et al. argued that people’s satisfaction stems 

from meeting expectations rather than achieving values. Evans (1997) defined job satisfaction 

as a state of mind determined by the extent to which an individual’s job-related needs have 

been met. For Evans, there are two components of job satisfaction: job comfort and job 

fulfilment. Job comfort concerns the extent to which individuals feel comfortable/satisfied with 

the conditions and circumstances of their job, even though this kind of comfort is not 

contributed to or constructed by themselves. Job fulfilment involves the assessment of how 

well they perform their job, and is quite similar to Locke’s value judgement. Locke’s (1969), 

Cranny et al. ‘s (1992) and Evan’s (1997) definitions are similar in that they all defined job 

satisfaction as a reaction or state of emotion, despite the antecedents of this emotion having 

some differences in their definitions.  

Weiss (2002) argued that many existing definitions of job satisfaction, including 

Locke’s definition, treat job satisfaction as synonymous with both an “affect response” and an 

“attitude.” For Weiss, “affect” and “attitude” are different constructs, which need to be 

distinguished. He defined job satisfaction as an attitude, specifically, “a positive or a negative 

evaluative judgement one makes on their job or job situation” (p. 175), although evaluation is 

not synonymous with the affect response. He further argued that based on the theory of attitudes, 
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although the job attitude (satisfied or dissatisfied) is the result of the evaluative judgement, 

one’s affective experiences at work, beliefs about the job, and behaviours may also be 

understood as different types of causes of the job evaluation. 

Locke’s (1969, 1976) and Evans’ (1997) definitions of job satisfaction have been cited 

extensively in education research (e.g., Brezicha et al., 2020; Collie et al., 2012; Dreer, 2021; 

Toropova et al., 2021; Troesch & Bauer, 2017). Most of the quantitative studies in this field 

have mainly concentrated on teachers’ overall job satisfaction; their methods are categorised 

as either a global measurement (e.g., Dreer, 2021; Jentsch et al., 2023; Skaalvik & Skaalvik, 

2017; Troesch & Bauer, 2017) or a multi-faceted measurement of several aspects of the teachers’ 

job (e.g., Brezicha et al., 2020; Hinić et al., 2017).  

In this study, my research goal was to measure the extent to which the participating 

banzhurens were satisfied with taking on the role of banzhuren (rather than that of a teacher or 

subject specialist teacher specifically) and whether they could make their own decisions and 

were willing to continue in the role of banzhurens. In other words, I measured these banzhurens’ 

affective responses towards their jobs. Thus, the definition of job satisfaction in this study was 

extracted from Locke (1969, 1976) and Cranny et al. (1992) because this definition is closer to 

my research goal – assessing different aspects of the banzhurens’ job and whether their value-

judgements or work-expectations were being met. 

2.2.2 Outcomes of Teachers’ Job Satisfaction 

Among teachers, higher job satisfaction usually indicates higher job performance, motivation 

and productivity and a lower attrition rate from their profession (Brezicha et al., 2020; Ololube, 

2006). Therefore, job satisfaction is important not just for the teachers themselves but also for 

their schools, their students, and the education system as a whole. Perrachinoe et al. (2008) 

found that teachers who experience satisfaction at their schools and with their profession of 
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teaching were likely to remain in their positions. That is, teachers are less likely to quit when 

they perceive that their job realities meet their expectations (Madigan & Kim, 2021). Job 

satisfaction can also act as a mediator for other factors influencing teachers’ attrition rates. For 

example, Skaalvik and Skaalvik (2011) found that Norwegian teachers’ job satisfaction was a 

key variable that mediated the effects of their feelings of belonging and their emotional 

exhaustion on their intentions to leave the profession. In Tanzania, too, the relationships 

between primary school teachers’ organisational commitments and transformational and 

transactional leadership were partially mediated by job satisfaction (Nguni et al., 2006).  

With regard to teacher performance and teaching effectiveness, Judge et al. (2001) 

found a moderate positive relationship between them. Student achievement increased when 

teachers’ high-level job satisfaction produced stronger work commitments (Ronfeldt et al., 

2013), and in Nigeria, students’ academic performance in social studies were positively 

correlated to their teachers’ job satisfaction (Essien & Gimba, 2017). 

2.2.3 Antecedents of Job Satisfaction 

Extensive research has indicated that the antecedents of teachers’ job satisfaction include 

school conditions, leadership, job stress, salary, students’ academic performance, self-efficacy, 

social support, and demographic factors, including gender and age. At the level of school 

organisation, social conditions in the school environment such as leadership style, the 

relationship between colleagues, and school culture can have stronger effects on teachers’ job 

satisfaction than material conditions such as school facilities and instructional resources 

(Johnson et al., 2012). Toropova et al. (2021) found that student discipline, teachers’ 

cooperation, and teachers’ workload can significantly influence teachers’ job satisfaction, 

compared with school material resources. Teachers are also likely to be more satisfied in 



 

15 
 

working environments that are appreciative of individual differences and treat them fairly 

(Zhao & Jeon, 2024) and are supportive (Skaalvik & Skaalvik, 2017). 

School leadership is also an important contributor to teachers’ job satisfaction. A 

significant difference between principals’ and teachers’ views on teachers’ participation in 

decision making can adversely affect the teachers’ job satisfaction (Brezicha et al., 2020). In 

China, distributed leadership was shown to have a positive effect on teachers’ job satisfaction 

(Liu et al., 2021). In Tanzania, transformational leadership had a positive effect on job 

satisfaction, while transactional leadership had a strong positive effect on teachers’ 

commitment to stay in the profession (Nguni et al., 2006). The incentive mechanism for 

teachers in their work can also play a role, positively influencing both their job satisfaction and 

organisational commitment (Cheng et al., 2019).  

At the personal level, studies have found that teachers with intrinsic motivation to enter 

the teaching profession (i.e., wanting to be a teacher) had significantly higher levels of job 

satisfaction than those without it (Liu and Onwuegbuzie, 2014). Teachers’ self-efficacy has also 

been suggested as one of the most important contributors to job satisfaction. Naz (2017) 

measured the effects of five factors – self-efficacy, work goals, positive effect, goal support 

and work conditions on teachers’ job satisfaction – and found self-efficacy to be the most 

significant factor. Teachers’ self-efficacy can also play a mediating role in the relationship 

between job satisfaction and other factors such as the impact of student misbehaviour (Collie 

et al., 2012) and classroom management stress (Klassen and Chiu, 2010). Sökmen and Sarikaya 

(2022) found that self-efficacy can have a mediating effect on predicting primary school 

teachers’ job satisfaction through emotional intelligence. Teachers’ self-efficacy and its 

relationship with job satisfaction are discussed in more detail in Section 2.3.3.  
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Teachers with higher levels of workload-related stress have also been shown to 

demonstrate lower levels of job satisfaction (Collie et al., 2012). Von der Embse et al. (2016) 

found that due to the implementation of test-based accountability policies in the USA, teachers’ 

test-specific stress increased, and their job satisfaction significantly lowered. Skaalvik and 

Skaalvik (2017) examined the relationship between job satisfaction, burnout, and several other 

factors and found that burnout is the far strongest predictor of job dissatisfaction. The effect of 

burnout on job satisfaction will be further discussed in Section 2.4.2.  

In terms of demographic factors, such as gender and age, studies in the contexts of both 

Nigeria (Ololube, 2006) and China (Wang et al., 2022) found that female teachers experience 

higher job satisfaction than male teachers, and teachers aged 31 to 50 experienced lower job 

satisfaction than those aged 20 to 30 and older than 50. 	

2.2.4 Banzhurens’ Job Satisfaction and Intention to Leave 

Chinese studies have revealed that participating banzhurens had a moderate level of job 

satisfaction (Chen, 2020; Kuai & Feng, 2016; Pan & Zhang, 2017; Yang, 2016), although only 

about 40% indicated their willingness to continually take up this role (Li et al., 2017; Qin et al., 

2021). Banzhurens’ job satisfaction is also reported as significantly lower than that of subject 

specialist teachers (Lin, 2020; Yuan, 2019). These results suggest that the position of banzhuren 

is not attractive and there are defects in the current banzhuren system. Despite such research, 

education policymakers have not implemented policies to improve banzhurens’ work 

circumstances. 

Investigations of banzhurens’ job satisfaction have explored factors such as gender, age, 

educational background, marital status, and professional promotion, but with no consensus 

resulting. For instance, gender was found to have no significant effect on banzhurens’ job 

satisfaction and intention to leave (Kuai & Zeng, 2016; Pan & Zhang, 2017; Yuan, 2019); 
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however, other studies revealed that male banzhurens had a significantly higher level of job 

satisfaction than females (Ding &Wang, 2018; Lin, 2020). Nevertheless, there are no existing 

reports on female banzhurens having higher levels of job satisfaction than male banzhurens.  

While Pan and Zhang (2017) and Yang (2016) found that age had no effect on teachers’ 

intentions to remain in the position of banzhurens, Ding and Wang (2018) and Yuan (2019) 

found it had a U-shaped impact: although an individual’s willingness to be a banzhuren is likely 

to decrease with age, after reaching a certain age they may become more inclined to stay in the 

role. Banzhurens’ educational background had no significant effect on their overall job 

satisfaction (Kuai & Zeng, 2016; Lin, 2020; Yang, 2016; Yuan, 2019). Married banzhurens had 

lower job satisfaction compared to those with other marital statuses (Pan & Zhang, 2017) and 

a higher intention to leave the role (Kuai & Zeng, 2016).  

Researchers obtained very different results regarding the influence of banzhurens’ 

professional promotion on job satisfaction. For instance, Pan and Zhang (2017) found that 

banzhurens with higher professional qualifications reported greater job satisfaction, whereas 

Ding and Wang (2018) and Kuai and Zeng (2016) found contrasting results, and Lin (2020) 

and Yang (2016) found no significant difference in banzhurens’ job satisfaction based on their 

professional qualifications. 

Some researchers have assessed banzhurens’ job satisfaction across multiple aspects, 

such as the school environment, leadership, school resources, and salary. Banzhurens were 

reported to have the lowest satisfaction with the salaries or allowances they received compared 

to other aspects (Chen, 2020; Yuan, 2019), and among banzhurens working in rural areas, only 

10% were satisfied with their banzhuren-allowance (Zheng, 2019). These findings suggest that 

the efforts made by banzhurens far exceed the financial compensations (banzhuren allowance) 
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they receive, and the current allowance for banzhurens is not an effective incentive to perform 

their jobs well (Lin, 2020; Zheng, 2019).  

As discussed in Section 2.1.2, stress and heavy workloads can also negatively impact 

banzhurens’ job satisfaction. Ding and Wang (2018) noted that banzhurens are in an 

environment where stress outweighs support, and this stress primarily arises from unreasonable 

expectations from schools, students, and families, which diminishes banzhurens’ job 

satisfaction and further increases their intention to leave their positions. In Zheng’s (2019) 

study, over 80% of the participants stated they were bearing a heavy workload and scope of 

responsibility, which decreased their job satisfaction. In their analysis of the influence of 

internal and external factors on banzhurens’ intention to leave, Kuai and Zeng (2016) found 

that internal factors were stronger than external factors. More specifically, banzhuren’s 

decisions to leave the position stemmed more from a lack of achievement, autonomy, and 

leadership support than from a heavy workload or inadequate financial compensation.  

Some scholars also explored the positive factors influencing job satisfaction. For 

instance, banzhurens with better interpersonal support indicated higher levels of job 

satisfaction (Pan & Zhang, 2017). Emotional intelligence can also have a positive effect on 

banzhurens’ willingness to stay in the position (Deng & Sun, 2021). Thus, Deng and Sun (2021) 

suggested that improving banzhurens’ abilities to manage and express their emotions may not 

only help them to increase their job performance but also encourage them to stay in the position.   

2.3 Self-efficacy 

2.3.1 The Theory of Teachers’ Self-Efficacy 

The theory of self-efficacy was first introduced by Bandura in 1977, and he further situated this 

term in the construct of the social cognitive theory of human behaviour in 1986 (Pajares, 1997). 

Self-efficacy is defined as an individual’s beliefs about their own ability to carry out the course 
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of actions that need to attain a given outcome (Bandura, 1997). There has been extensive 

research exploring the influence of self-efficacy on various professionals, such as those in 

health, education, business and athletics. In social cognitive theory, people operate within an 

interdependent causal structure that involves triadic reciprocal causation, as presented in 

Figure 2.1 (Bandura, 1977, 1986, 1997).  

Figure 2.1 Triadic Reciprocal Causation Model (Bandura, 1997) 

 

This model has three sets of determining factors that influence each other: personal (e.g., 

cognitive beliefs, skills, affects), environmental (all external social elements), and behavioural. 

People’s interpretation of environmental changes can alter their personal factors and 

subsequent behaviours (Schunk & Usher, 2012). In other words, people are the producers and 

products of their environment (Bandura, 1997; Luszczynska & Schwarzer, 2015).  

Social cognitive theory emphasises the significance of people’s self-beliefs as the key 

elements of their behaviour control and personal agency (Pajares, 1997). From this perspective, 

self-efficacy, as a vital facet of the personal system (Bandura, 1997), serves as the determinant 

of one’s behaviour and is also influenced by one’s actions and by conditions in the environment 

(Schunk & Meece, 2006). Self-efficacy belief is not the result of the assessment of the amount 

of specific work-related skills and knowledge they possess, but rather of the extent to which 

they believe in their capability to achieve a certain outcome. Additionally, from the perspective 

of the triadic reciprocal causation model, self-efficacy has a dynamic and cyclical nature, with 

the reciprocities operating with varying strengths for different people. Individuals with stronger 
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self-efficacy usually invest greater effort and persistence in their working tasks, which leads to 

better performance in various aspects and, in turn, to greater efficacy. Those with weaker 

efficacy may not execute actions or may give up easily, which may lead to poor outcomes that 

further weaken their self-efficacy (Tschannen-Moran et al., 1998).  

Applying Bandura’s conception of self-efficacy to the topic of this study, a banzhuren’s 

self-efficacy may be defined as their belief in their own ability to execute a course of activities 

to facilitate educational tasks and goals (Skaalvik & Skaalvik, 2010). This belief determines 

each banzhuren’s choice of behaviours (whether and how to pursue the courses of action), how 

much effort they will expend, and how long they will persevere when facing difficulties 

(Bandura, 1997). 

Self-efficacy is a context-specific principle (Bandura, 1997). People can only evaluate 

their self-efficacy in relation to particular circumstances. To be specific, in the school context, 

teachers’ self-efficacy includes but is not limited to, instructional teaching efficacy, classroom 

management efficacy, efficacy in collaboration, and efficacy in interpersonal engagements. 

Even from the perspective of curriculum teaching, teachers who have a high level of self-

efficacy in science teaching, for instance, may not have this high self-efficacy in different 

circumstances, for example in designing assessments. A teacher’s general self-efficacy can only 

be measured by aggregating multiple work-related aspects of efficacy. Thus, the results of a 

study that explores the general self-efficacy of teachers should pay attention to their 

instruments because it is difficult to find or design an instrument that can measure teachers’ 

self-efficacy with all job-related circumstances covered (Tschannen-Moran et al., 1998).  

Existing research has explored teachers’ self-efficacy from overall perspectives, 

specific perspectives, or both. For example, Zee et al. (2016) measured primary school teachers’ 

overall self-efficacy using a short version of the Teachers’ Sense of Efficacy Scale (TSES) 
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(Tschannen-Moran & Hoy, 2001), where 12 items were involved across a variety of important 

teaching tasks. Additionally, Zee et al. also developed a 25-item, student-related teachers’ self-

efficacy scale. They found that, compared with the overall self-efficacy scale, the student-

related self-efficacy scale was more suitable for capturing both inter- and intra-individual 

differences in teachers’ self-efficacy. 

2.3.2 Sources of Teachers’ Self-efficacy 

There are four main sources that contribute to the judgement that individuals make when they 

evaluate their self-efficacy: enactive mastery experiences, vicarious experiences, verbal 

persuasion, and physiological and affective states (Bandura, 1997). This section elaborates on 

these sources from the perspective of teachers.  

2.3.2.1 Enactive Mastery Experiences 

Enactive mastery experiences, which Bandura (1997) also called performance 

accomplishments, are the most influential source of self-efficacy since they can provide the 

most authentic evidence of whether one can master whatever it takes to succeed. Former 

successful experiences of complex working tasks in any profession can help reinforce one’s 

belief in personal efficacy; in contrast, failures can undermine it, particularly in the stage when 

their efficacy is not firmly established. Generally, teachers with more job experiences have 

more mastery experiences and thus indicate higher self-efficacy (Liu, 2003). Different kinds of 

experiences influence one’s self-efficacy. More specifically, a teacher’s self-efficacy will 

increase and remain robust if they achieve their work goals with few setbacks in the early stages 

of their profession, whereas it may be diminished if they achieve a task through considerable 

effort or with external assistance, or if the achievement is perceived as unimportant 

(Tschannen-Moran & McMaster, 2009). 
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2.3.2.2 Vicarious Experiences  

The second source of self-efficacy is the information attained through observing others 

successfully perform the action needed to achieve a task. Observers may benefit more from 

seeing their role models overcome difficulties through the input of efforts than from observing 

them succeed effortlessly (Kazdin, 1973; Meichenbaum, 1971). Moreover, the effect of the role 

models is found to be stronger when their behaviours yield identifiable outcomes (Bandura, 

1977). Specifically, banzhurens may gain confidence in evaluating their own abilities, 

enhancing their teaching skills, or refining their classroom management goals by observing a 

role model – such as another banzhuren – who successfully achieves the outcomes they desire 

and demonstrates that their planning actions are effective. Conversely, a banzhuren might doubt 

their capabilities and question their current strategies if they witness a role model fail to achieve 

an outcome. Moreover, vicarious experiences will be more persuasive if the similarity is closer 

between the role model and the observer (Tschannen-Moran & McMaster, 2009). For example, 

a banzhuren might obtain greater efficacy by observing a successful model who is of similar 

age, experience, personality, and educational background. 

2.3.2.3 Verbal Persuasion 

People can be persuaded by others, such as colleagues, supervisors and leaders, to believe that 

they can use the skills and knowledge they possess to achieve a desired level of performance. 

Self-efficacy attained in this way is likely to be weaker than that arising from mastery 

experiences because verbal persuasion does not provide authentic evidence (Tschannen-Moran 

& McMaster, 2009). Banzhurens may believe they have greater efficacy when the people 

around them, such as leaders, colleagues and students, keep complimenting their work with 

evidence and existing examples of their work. However, in some circumstances, this kind of 

verbal persuasion may not be useful if the persuader is not able to provide an environment or 

condition that can facilitate people to perform their tasks effectively (Bandura, 1977).  
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2.3.2.4 Physiological and Affective States 

People rely partly on information conveyed by physiological and affective states when judging 

their own capability (Bandura, 1997). Physiological arousal – perceived positively as 

anticipation or negatively as anxiety – can influence teachers’ self-efficacy beliefs (Tschannen-

Moran & McMaster, 2009). For banzhurens, their daily work may decrease their personal 

efficacy if it causes them to feel burnt out or stressed. Moreover, positive emotions caused by 

success and negative emotions by failure may also influence how banzhurens measure their 

self-efficacy (Liu, 2003). 

2.3.3 The Effects of Self-efficacy 

Teachers’ self-efficacy is an important contributor to their work performance as it determines 

their levels of motivation, which reflect the amount of effort they will invest in tasks and how 

long they will persist with adversity (Bandura, 2002). It also has both direct and indirect effects 

on students’ engagement in class (Hajovsky et al., 2020; Lauermann & Berger, 2021). Teachers 

with higher overall self-efficacy are more engaged in their work and experience more joy, pride 

and love (Burić & Macuka, 2018). Studies have verified that students’ academic outcomes, 

such as their overall school grades and academic performance in literacy and mathematics, 

contribute to their teachers’ high self-efficacy (Zee & Koomen, 2016). Burić and Kim (2020) 

found that a positive correlation between teachers’ self-efficacy and effective classroom 

management created a supportive climate in the classroom and in cognitively activating 

instructions. In Mojavezi and Tamiz’s (2012) study, English teachers’ self-efficacy was 

positively correlated with students’ intrinsic motivations and attitudes toward learning English, 

as well as with their opinions about their teacher.  

Teachers’ self-efficacy can also predict their job satisfaction. Teachers with a high level 

of self-efficacy experienced greater job satisfaction and less intention to leave their positions 



 

24 
 

(Klassen & Chiu, 2010). Compared with first-career teachers, second-career teachers were 

more satisfied with their jobs; they indicated a higher self-efficacy, which was led by their 

previous mastery experiences of accumulating skills and training (Troesch & Bauer, 2017). In 

Italy, Caprara et al. (2003) examined junior high school teachers’ self- and collective efficacy 

and their job satisfaction, their findings indicating that both self-efficacy beliefs and perceived 

collective efficacy positively influenced these teachers’ job satisfaction. 

Teachers’ self-efficacy in different aspects of their work can also have varying effects 

on their job satisfaction. For instance, compared with high self-efficacy in student engagement, 

teachers with high self-efficacy in classroom management and instructional strategies usually 

generate greater job satisfaction (Klassen & Chiu, 2010). Huang et al. (2020) showed that self-

efficacy in teacher-student relationships and school decision making had a more positive 

influence on teachers’ satisfaction and commitment than self-efficacy in classroom teaching. 

Studies have also found that teachers’ high self-efficacy had a mitigating effect when teachers’ 

job satisfaction was negatively influenced by student misbehaviour (Collie et al., 2012) and 

stressful school working environments (Toropova et al., 2021).  

As mentioned earlier, banzhurens play a vital role in the Chinese education system, and 

thus low levels of job satisfaction present a critical risk for the education system. However, 

despite some studies measuring levels of banzhurens’ job satisfaction, few researchers have 

explored the effects of personal factors such as self-efficacy. This limits the opportunity to 

generate practical solutions to address the dilemmas faced by banzhurens. This study aims to 

fill this research gap. The first hypothesis in the quantitative component of this study is 

therefore 

H1: Banzhurens’ self-efficacy positively affects their job satisfaction. 
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2.4 Burnout 

2.4.1 Definition of Burnout 

The early studies on burnout were conducted by Freudenberger (1974) and Maslach (1976). 

Freudenberger (1974) discussed the concept of “burn-out” as a state that occurred among the 

staff members in free clinics. He proposed that the behavioural signs of burnout are “a staff 

member’s quickness to anger and his instantaneous irritation and frustration responses” (p. 160), 

and verbally expressing a negative attitude. Maslach, a social psychologist, interviewed a wide 

range of human services workers about the emotional stress of their jobs and found that coping 

strategies influence people’s professional identity and job behaviour (Maslach et al., 2001). 

Maslach and Jackson (1981) developed the Maslach Burnout Inventory scale to measure 

people’s job burnout levels, which has been widely used in studies concerning people’s work 

status. They described three aspects of burnout syndrome in the workplace: increased feelings 

of emotional exhaustion; negative and cynical attitudes about one’s client; and the tendency to 

evaluate oneself negatively. Consequently, burnout is predominately defined by three main 

components: exhaustion, cynicism, and professional inefficacy (Maslach & Leiter, 2016). Of 

these, emotional exhaustion is regarded as the key element in the teaching profession because 

teachers often engage heavily in emotional labour (Chang, 2009; Maslach, 1986; Skaalvik & 

Skaalvik, 2010). For banzhurens in particular, their work requires them to establish 

interpersonal relationships with their students, colleagues and students’ parents, which may 

frequently lead them to feel emotionally exhausted (Zhou et al., 2024).  

2.4.2 Causes and Effects of Teachers’ Burnout 

Studies on teachers’ burnout suggest it is caused by multiple factors. Chang (2009) reviewed 

the existing research to answer the questions of who experiences burnout, what makes teachers 

feel burnout, and who gets burned out in which situation. Chang respectively grouped the 
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sources of teachers’ burnout into three categories: individual factors (demographic variables or 

personality variables), organisational factors (institutional and job characteristics), and 

transactional factors (interactions of individual factors and organisational factors). The 

following reviews on the causes of teacher burnout was drawn on Chang’s three categories.  

In regard to individual factors, for instance, Turkish female teachers indicated a 

significantly higher level of burnout than male teachers (Sarıçam & Sakiz, 2014), whereas in 

Czech elementary schools, there was no significant difference between male and female 

teachers’ levels of burnout (Smetackova, 2017). From the perspective of personality, neurotic 

and introverted teachers are more vulnerable to burnout, especially in the aspect of emotional 

exhaustion and decreased personal accomplishment (Pishghadam & Sahebjam, 2012).  

Studies have also found that organisational factors such as class size and school size 

(Saloviita & Pakarinen, 2021), parent and student involvement (Pas et al., 2012), workload 

(Van Droogenbroeck et al., 2014), time pressure (Skaalvik & Skaalvik, 2020), teacher training 

programs (Scott, 2019), frequencies of students’ misbehaviour (Aloe et al., 2014a), classroom 

ethnic diversity (Hoglund et al., 2015), can predict teachers’ level of burnout. 

Finally, teachers’ burnout has also been attributed to transactional factors. For example, 

teachers with lower levels of perceived support from their school leaders for their competence 

and autonomy are likely to have higher levels of burnout (Ford et al., 2019). Moreover, teachers 

who perceived a higher initial level of conflict with their students reported higher levels of 

burnout at the end of the school year (Alamos et al., 2022). Atmaca et al. (2020) analysed the 

association between burnout and the five emotions of teachers: joy, love, sadness, anger, and 

fear. They found that love had a significant negative effect on burnout, and sadness and fear 

conversely.  
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Another important transactional factor, self-efficacy, was found to be negatively 

associated with burnout. For example, self-efficacy was found to be a strong negative predictor 

of burnout among Iranian English-language teachers (Ghasemzadeh et al., 2019). Moreover, 

many studies confirm that the relationship between burnout and self-efficacy is bidirectional 

among different teacher groups in countries such as Morocco (Hassan & Ibourk, 2021), 

Norway (Skaalvik & Skaalvik, 2010) and Czechia (Smetackova, 2017). It indicates that 

teachers experiencing higher levels of burnout generally report lower self-efficacy, and vice 

versa. However, the unidirectional negative effect of burnout on self-efficacy represents a 

significant gap in the literature, rarely investigated in either Western studies or those focusing 

on Chinese teachers, particularly banzhurens. Because the precise directional pathways 

between these two constructs remained unknown, this study adopted a unidirectional 

hypothesis to investigate the causal mechanisms and address this critical research gap. Thus, 

based on the negative associations between teachers’ self-efficacy and burnout, as well as the 

sources of self-efficacy discussed in Section 2.3.2 (i.e., physiological and affective states as 

one of the sources of self-efficacy), the second  hypothesis was proposed as: 

H2: Banzhurens’ burnout negatively affects their self-efficacy. 

The negative effects of teachers’ burnout have been verified in previous studies. From 

the perspective of teachers’ work outcomes, Swider and Zimmerman (2010) examined the 

influences of burnout on teachers’ absenteeism, turnover, and job performance. They found that 

teachers’ emotional exhaustion had the strongest negative impact on absenteeism, 

depersonalisation had the strongest negative impact on turnover, and personal accomplishment 

had the strongest positive relationship with job performance. Demerouti et al. (2014) measured 

teachers’ burnout using the Oldenburg Burnout Inventory, which included exhaustion and 

disengagement from work and its relationships with task performance and adaptivity to change. 
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Their results indicated that exhaustion was significantly negatively related to task performance, 

and disengagement was significantly negatively related to adaptivity to change.  

Students’ well-being may also be impacted if their teachers have a high level of burnout. 

Madigan and Kim’s (2021) review of 63 articles concluded that teachers’ burnout negatively 

influenced their students’ academic performance, including lower reading ability, lower 

mathematics test scores, and less growth in literacy skills. Klusmann et al. (2022) found that 

teachers’ burnout negatively influenced their students’ self-concept, interest, and achievement 

in German learning. Shen et al. (2015) found the level of teachers’ emotional exhaustion 

negatively predicted students’ perceived autonomy support and further decreased their 

autonomous motivation, and there was a direct connection between teachers’ depersonalisation 

and students’ autonomous motivation.  

Regarding teachers’ well-being, teachers with high levels of burnout are at risk of 

physical health, including somatic complaints (such as headaches, back pain, skin rash, etc.), 

illnesses (such as gastroenteritis), voice disorders, lower levels of cortisol (Madigan et al., 

2023). In studies concerning teachers’ job satisfaction and/or intention to quit, teachers’ 

burnout had a negative influence on their job satisfaction (Hassan & Ibourk, 2021; Molero 

Jurado et al., 2019; Okçu & Çetin, 2017; Skaalvik & Skaalvik, 2009) or turnover intent 

(Madigan & Kim, 2021; Rajendran et al., 2020). For the influence of the specific dimensions 

of burnout, Skaalvik and Skaalvik (2020), for example, found that teachers’ job satisfaction is 

positively predicted by self-perceived accomplishment (positively measured) and negatively 

predicted by emotional exhaustion, whereas cynicism (depersonalisation) had no significant 

influence on job satisfaction.  

The detrimental effect of teachers’ burnout on job satisfaction was also confirmed. 

Yorulmaz et al.’s (2017) analysis of 29 studies examining the relationships between teachers’ 
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job satisfaction and burnout in Turkey found that teachers’ emotional exhaustion and reduced 

accomplishment were negatively correlated to job satisfaction at a medium level, and teachers’ 

depersonalisation and job satisfaction were negatively correlated at a low level. Similar results 

were also found in Skaalvik and Skaalvik’s (2020) study. The negative influence of burnout on 

job satisfaction among Chinese teachers has also been examined (e.g., Leung & Lee, 2006). 

Furthermore, teachers’ motivations to quit were affected by emotional exhaustion and self-

perceived accomplishment, with job satisfaction as a mediator (Madigan & Kim, 2021). 

Among banzhurens, job burnout was significantly higher than that of subject specialist teachers 

(Dong, 2020), and burnout was one of the important factors that decreased teachers’ job 

satisfaction (Yang, 2016). Hence, the third hypothesis of this study is:  

H3: Banzhurens’ burnout negatively affects their job satisfaction. 

While bidirectional hypotheses are useful for establishing correlations between factors, 

and previous studies have indeed confirmed associations among self-efficacy, and burnout, and 

job satisfaction, they fail to illuminate the underlying dynamics and mediating effects. 

Specifically, based on existing research, teacher burnout negatively associated with self-

efficacy and job satisfaction. Conversely, self-efficacy positively influences job satisfaction. 

This raises the question of whether self-efficacy can act as a protective factor against the 

detrimental effects of burnout on job satisfaction. Therefore, the fourth hypothesis of this study 

is: 

H4: Banzhurens’ self-efficacy mediates the effect of their burnout on job 

satisfaction. 

2.5 Chinese Culture and Teacher Morality 

For more than two millennia, the ethical framework of Teacher Morality (Shī Dé, 师德) has 

defined the core of Chinese education (Jiang, 2023), influencing both teacher development and 
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the high societal expectations placed upon them (Wei & Yang, 2023). This enduring cultural 

tradition, rooted in Confucianism, means the job experience of Chinese teachers are uniquely 

linked to their status as moral exemplars. These profound cultural and moral expectations create 

a distinct blend of job demands and personal psychological resources. Consequently, while Shī 

Dé itself is not a variable in the quantitative analysis, its associated expectations are crucial for 

making sense of the qualitative data, particularly in understanding how banzhurens interpret 

and articulate their experiences with burnout and other contextual factors that influence their 

job satisfaction, which will be discussed fully in Chapter 6 - Discussion. Overall, this section 

establishes essential background by elaborating on the construction of Teacher Morality in 

China, drawing from both traditional Chinese culture (i.e., Confucianism) and contemporary 

educational regulations, thereby providing a foundation for understanding how banzhurens 

recognise the factors that affect their job satisfaction. 

2.5.1 Teacher Morality in Chinese Traditional Culture 

In the historical perspective of ethical thought in China, morality (道德) is originally 

understood through two separate concepts: “Dao (道)” and “De (德)”. Dao refers to the 

principles that guide behaviour, while De is the result of implementing those principles or the 

practical manifestation of Dao (Zhang, 1989). When a teacher deeply experiences and 

understands Dao, they are able to naturally manifest their Dao in the daily educational context 

and reflect it in their specific actions, which is where De is formed (Wang & Zeng, 2023). The 

term “Shī Dào” (师道, i.e., teachers’ Dao) was also initially developed in ancient China. Later, 

following the professionalisation of teachers in the modern Western context, the concept of 

“ Shī Dé”  (师德), meaning teachers’ De, gradually emerged. The concept of Shī Dé represents 

the characteristics of teacher morality as we understand it today (Chen, 2008). Han Yu’s (802 

CE) Shī Shuō (《师说》, Comments on Teachers) is a representative work of Shī Dào that has 
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influenced most of the subsequent works concerning teachers’ morality and profoundly 

inspired subsequent generations (Meng, 2021).  

In ancient China, teacher morality has also been closely connected to politics. Even 

after the rise of private schools and the popularisation of education in the Spring and Autumn 

Period and the Warring States Period (春秋战国时期), teachers’ moral features were still 

embedded in the political ideals of “cultivating oneself (修身), regulating the family (齐家), 

governing the state (治国), and bringing peace to the world (平天下)” (Sun et al., 2024; Wei 

& Yang, 2023). Teachers existed as the moral subject of ancient society, which meant they were 

able to command respect and be emulated. They were part of creating moral cohesion at the 

state level that promoted national construction and formed a political community (Jiang, 2023). 

In addition, the political character of teachers’ identity greatly enhanced their social status, 

together with feudal moral codes and rituals such as “one day as a teacher, a lifetime as a father 

(一日为师，终身为父 )”, further elevated teachers as the sacred and inviolable authority of 

knowledge and morality in the minds of students (Xu, 2006).  

Confucius, a prominent figure in the field of Chinese education, devoted himself to 

cultural and educational endeavours, provided a comprehensive and systematic discussion of 

teacher morality, and established the earliest system of teacher morality in the history of 

Chinese education. It encompassed  

(1) Love students and teach without discrimination (热爱学生,有教无类);  

(2) Be eager to learn and tireless in teaching others (学而不厌,诲人不倦);  

(3) Lead by example, teaching by words and demonstrating by actions (以身作则,言

传身教);  
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(4) Teach according to students’ abilities, guiding them with skills and patience (因材

施教,循循善诱);  

(5) Never be ashamed to ask questions, and correct mistakes as soon as realised (不耻

下问,知过即改) (Jiang, 2023; Lin, 2000).  

First, loving students is the core of teacher morality, and teachers’ love is based on 

treating them equally (Shen & Zhao, 2006). Confucius infused the principle of “benevolent 

love for others (仁者爱人)” into education and provided comprehensive care for students’ 

character, learning, and daily lives (Li, 2004). Additionally, when educating students, teachers 

should not be concerned with the student’s family background (i.e., noble or humble birth, or 

their family’s wealth or poverty) (Gao, 1986).  

Second, Confucius suggested teachers embody a love for learning and a joyful attitude 

towards study (Zheng & Jiang, 2022), and his love for learning reached the state of “being so 

engrossed that one forgets to eat, finds joy that dispels worries, and does not notice the coming 

of old age (发愤忘食, 乐以忘忧, 不知老之将至)” (Ruan, 2009a). For teachers, learning is 

primary, and teaching depends on and continues from learning (Wei & Yang, 2023). Moreover, 

teachers’ attitudes towards education should be tireless, with students sincerely seeking 

knowledge and teachers generously imparting it (Jiang, 2023).  

Third, Confucius placed great importance on teachers leading by modelling (Zheng & 

Jiang, 2022): “If the teacher’s conduct is proper, the students will follow without instruction; 

if the teacher’s conduct is not proper, even if they give orders, the students will not obey (其身

正,不令而行；其身不正，虽令不从)” (Ruan, 2009b). This quotation emphasises the value 

of teaching by words and demonstrating by actions, suggesting teachers set a model through 

their own conduct in order to effectively educate students (Yu & Wang, 2021).  
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Fourth, Confucius also offered teaching principles and methods. He suggested that 

teachers should instruct students based on their individual characteristics, abilities, cognitive 

levels, and interests (Jiang, 2023). Confucius was also skilled at presenting teaching content in 

a way that followed a logical progression while also considering the student’s ability to 

understand. He guided students step by step, enabling them to progress from simple to complex 

concepts and learn in a structured manner (Lin, 2000).  

Finally, Confucius believed that “Among three people walking, there must be one who 

can be my teacher (三人行，必有我师焉)” (Ruan, 2022a), meaning that we can always learn 

something from others, regardless of their status or position (Zheng & Jiang, 2022). Thus, even 

teachers should not be ashamed to ask questions. Moreover, teachers are also inevitably prone 

to make mistakes; however, recognising one’s mistakes and correcting them is one of the moral 

standards that teachers should uphold (Lin, 2000). 

In conclusion, the central idea and the most important spirit of Chinese traditional 

culture lies in teaching people how to be a person (Qian, 2011). A teacher also exists first and 

foremost as a person, and only when they can discover the value and dignity of their own life 

in real practice can they truly express their innate kindness and good morals from the inside 

(Yu & Wang, 2021). 

2.5.2 Teacher Morality in Contemporary China 

Teacher morality in contemporary China is largely rooted in traditional Chinese culture 

and remains one of the most important criteria for evaluating teacher quality (Zhang & Zhang, 

2024). However, its interpretation and application have been the subject of extensive scholarly 

debate. First, there is a conflict between traditional and contemporary values. Some scholars 

argue that the traditional conception of teacher morality imposes unrealistically high moral 

expectations on teachers, which are increasingly incompatible with the realities of modern 
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teaching and teachers’ actual professional circumstances (Tan, 2005). To illustrate, Chinese 

traditional culture positions teachers as paragons of moral virtue, which is abstract and 

unachievable for any human to sustain in the face of modern workplace pressures (Li & Tan, 

2008), such as operating a large class with a lot of administrative tasks. Moreover, this 

traditional image of teachers as perfect moral role models is difficult to reconcile with today’s 

pluralistic society, where diverse personalities and value systems coexist (Nie, 2024). The 

Confucian ideal of benevolent love further extends teachers’ responsibilities beyond 

instructional duties, transforming them into “servants” who must provide comprehensive care 

for students (Li, 2017). This expanded moral expectation drains teachers’ personal and 

emotional resources and may contribute to feelings of burnout. Similarly, the exhortation of 

“being so engrossed that one forgets to eat, finds joy that dispels worries, and does not notice 

the coming of old age (发愤忘食, 乐以忘忧, 不知老之将至)” —though admirable— 

encourages a culture of self-neglect and perpetual work. It suggests that a dedicated teacher 

must work constantly and find their sole joy in the work, blurring the line between professional 

duty and personal well-being. Another traditional requirement “If the teacher’s conduct is 

proper, the students will follow without instruction; if the teacher’s conduct is not proper, even 

if they give orders, the students will not obey (其身正,不令而行；其身不正，虽令不从)”, 

imposes immense pressure on a teacher’s behaviour. Under constant public scrutiny, even 

minor mistakes, lapses in judgment, or perceived weaknesses can be interpreted as moral 

failings, leading teachers to experience emotional distress, loss of control, submissiveness, and 

inhibited action (Cui & Long, 2024). In contemporary society, as multiple cultural and personal 

value systems merge, teachers—especially younger generations— have transitioned from the 

traditional concept of morality centred on modest living and moral integrity to one that also 

embraces material aspirations, as well from self-sacrifice and devotion to the pursuit of self-

fulfilment and the realisation of personal value (Sun et al., 2024). Beyond China, researchers 
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(e.g., Fenstermacher, 2001) have found that a teacher’s moral character has minimal influence 

on students’ moral development. Instead, teaching strategies such as lecturing, fostering class 

community, and establishing clear behavioural expectations, play a more direct role 

(Osguthorpe, 2005). 

Second, there are contradictions between public expectations and realities. For example, 

societal expectations of teacher morality extend beyond their professional scope to encompass 

their conduct in both the private sphere, such as personal conduct and life attitude, and the 

public sphere, such as being prepared to represent the public interest whenever necessary (He, 

2015). However, reducing a teacher’s private and social life to mere extensions of their 

professional moral standards overlooks the realities of their work and living conditions, leading 

to the invasion or deprivation of the teacher’s personal space (Nie & Xu, 2024). Moreover, 

since the founding of the People’s Republic of China, the public has customarily widely praised 

teachers using metaphors such as “red candles”, “the engineers of the human soul” and 

“gardeners”, which have subtly reinforced the sanctification of the teacher’s moral image (Ban, 

2007). Society has gradually developed a stereotypical view of teachers that expects them to 

embody complete dedication and to be free from mistakes, ignoring that they are first and 

foremost ordinary individuals, with their professional roles arising from that foundation (Shen 

& Zhao, 2006). Consequently, teachers may feel a moral obligation to accept excessive 

workloads and responsibilities, thereby encroaching on their rights to freedom and self-made 

decisions, which might consequently increase teachers’ job burnout and decrease their life 

happiness and job satisfaction (Nie, 2024). In addition, the media’s over-idealisation and 

oversimplification of the teacher’s image can hinder the healthy development of teachers and 

diminish public recognition and appreciation of the diverse nature of their role (Ban, 2007).  

In conclusion, while the cultivation of teacher morality is undoubtedly important, a 

teacher who embodies all virtues exists only in idealised scenarios (Wang & Lu, 2011). 
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Banzhurens are usually held to higher expectations and standards regarding their morality, as 

they are regarded as the “first person” responsible for students (Peng, 2022). To enhance 

professional development and increase job satisfaction among teachers, regulations and 

expectations regarding their morals and responsibilities should fundamentally honour teachers’ 

sense of achievement and meaning (Sun et al., 2024), as well as acknowledge them as human 

beings.  

2.6 Summary of the Chapter 

The role of banzhurens has existed for a long time and plays a vital role in China’s educational 

system. However, banzhurens face a range of challenges, such as heavy workloads and stress, 

inadequate professional advancement paths, insufficient compensation, and excessive 

expectations from various parties, which lead banzhurens to feel dissatisfied with their jobs. 

Banzhurens with consistently low job satisfaction may choose to leave this position, and even 

worse, exit the education profession.  

Teacher job satisfaction has been found to be influenced by many factors, such as school 

climate, leadership, social support, and stress. Among these, self-efficacy and burnout are two 

highly discussed elements in previous studies; however, they are rarely explored in depth 

among banzhurens. Therefore, it is worth researching whether and how self-efficacy and 

burnout influence banzhurens’ job satisfaction. Furthermore, while some quantitative studies 

have examined the antecedents of banzhurens’ job satisfaction, there is a need for more 

qualitative or mixed-method research to better capture the complexity of their work. This study 

aims to address these gaps by focusing on banzhurens in Gongyi City in China, employing both 

quantitative and qualitative approaches to thoroughly explore their job satisfaction and work 

status. 
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CHAPTER 3 Methodology 

3.1 Research Design 

A mixed-method approach was employed to obtain a comprehensive understanding of Chinese 

primary school banzhurens’ job satisfaction and the factors that positively and negatively 

influence it. Mixed-method research integrates qualitative and quantitative research techniques 

to achieve a rigorous and extensive understanding of a subject under investigation (Johnson et 

al., 2007; Mertens, 2023). It combines the strengths of quantitative and qualitative approaches, 

which is particularly useful when any single approach is insufficient to answer a research 

question (Taherdoost, 2022).  

The quantitative research approach usually examines one or a few causal factors under 

objective assumptions, with the tendency to closed-ended responses such as questionnaires 

(Mertens, 2023). The qualitative research approach analyses human choices and behaviours as 

they naturally occur without any prior expectations or hypotheses (Creswell & Creswell, 2023; 

Johnson & Christensen, 2012). Empirical materials that cannot be defined as numbers are 

employed in the qualitative approach, such as case studies, life experiences and stories 

(Taherdoost, 2022).  

Current existing mixed-method designs can be classified into mixed-method typologies 

(Johnson et al., 2017). There are three main mixed method designs, namely convergent, 

explanatory and exploratory (Creswell & Plano Clark, 2018). The selection of the appropriate 

mixed method design depends on the purpose, theoretical drive, and timing (simultaneity and 

dependence of data collection) (Creswell & Plano Clark, 2018; Johnson, 2017). Because this 

study aimed to gain a deeper understanding of how banzhurens’ ratings of self-efficacy and 

burnout can influence their job satisfaction, an explanatory sequential mixed method research 
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was implemented. This approach starts with the collection and analysis of quantitative data, 

followed by the collection and analysis of qualitative data with the intent to explain or expand 

the quantitative results. The quantitative approach answers the “what” questions. For example, 

“What are the relationships between banzhurens’ job satisfaction, self-efficacy and burnout?” 

The qualitative approach helps to elaborate the stories behind the questionnaire score and 

explain how the three variables from the quantitative approach influence each other while 

giving new insights into the factors that may influence banzhurens’ sense of job satisfaction.  

In this study, the quantitative and qualitative phases are conducted separately and 

sequentially (see Table 3.1 & Figure 3.1). First, quantitative data were collected from an online 

questionnaire constructed through the Qualtrics platform. This online questionnaire was 

distributed to collect data on participants’ self-rating of their job satisfaction, self-efficacy and 

burnout. The protocol and questions for the semi-structured interviews for the case study 

component of this study were determined following the descriptive and correlation analyses of 

the quantitative data. Reliability and validity tests were conducted on the questionnaire items 

used in this study (further information in Section 3.4.1). Multi-group confirmatory analysis 

(Section 3.3.4.3 and Section 3.3.4.4) and Structural Equation Modelling (SEM) including 

mediation effect tests (Section 3.3.4.5), were conducted to examine the multi-directional 

relationships between the quantitative variables in this study. Audio recordings of the semi-

structured interviews were transcribed into texts and then translated into English. The text data 

was coded and then grouped into themes according to the results obtained from the quantitative 

data analyses (see Section 3.4.3). 

Ethics approval for the study was granted by the University of Technology Sydney 

Human Research Ethics Committee (UTS HREC), with the approval number ETH23-8528. 

According to the requirements of UTS HREC, participation in this study is voluntary. 
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Identifying information, such as their names and school names, was not required in the 

questionnaire.  

Table 3.1 Overview of the Methods 

Research 
method Data collection Participants Data analysis 

Quantitative 
research 
(Survey research) 

Questionnaire 
(Qualtrics) 

624 banzhurens 
from 14 public 
schools in G City 

Descriptive analysis; 
Reliability tests (Cronbach’s 
alpha, Item-Total 
Correlation);  
Validity tests (Convergent & 
Discriminate Validity)  
Multi-group Confirmatory 
factor analysis (MCFA); 
Analysis of variance 
(ANOVA); 
Structural Equation 
Modelling (SEM); 
Mediation effect test. 

Qualititative 
research 
(Case study) 

Semi-structured 
interview 
(face-to-face) 

Seven banzhurens 
from four public 
schools in G City 

Thematic analysis 
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Figure 3.1 The Sequence of the Mixed-method Explanatory Approach in this Study 

 

3.2 Recruitment of Participants 

The participants in this study are primary school banzhurens who worked in a small city named 

Gongyi (G city) in Henan province in China. At the time of this study, there were 68 public 

primary schools and one private primary school in G city, and the number of the total classes 

from Year 1 to Year 6 is approximately 1200 (Gongyi City Department of Education, 2023), 

which means there were about 1200 banzhurens in G city. For the generalisability of results, 
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the inclusion of the entire population of banzhuren in G city is preferable (Noor et al., 2022). 

However, this is not feasible due to the large number of banzhurens involved as it is difficult 

to contact and persuade all primary school banzhurens to participate in the study. Therefore, 

convenience sampling was used. Convenience sampling is a type of sampling with less 

generalisability. It is easier to implement, and the potential participants decide whether to 

participate in the research by themselves after they receive the invitation.  

Recruitment for the online survey started when a brief statement about this research and 

an invitation to participate in this study were successively sent to the public schools’ principals 

from November to December 2023. There are 14 out of 68 principals replied and approved the 

banzhurens in their schools to participate in this study. Then, the link to the online questionnaire 

and the participant consent form were emailed to the banzhurens through their school’s 

administrative offices. Participants were given six weeks to complete the online questionnaire. 

Before the access to the online questionnaire closed, 624 banzhurens responded and did the 

online survey. The sample profile can be found in Table 3.5 in Section 3.3.3. The participants 

were anonymous and were given a unique random research ID in the data-cleaning process. 

Therefore, the distribution of the participants in each school is unknown. For the interviews, 

recruitment invitations were sent to the banzhurens by the administration offices of the schools 

that had approved the distribution of the previous online survey. Seven banzhurens from four 

schools responded and expressed their willingness to participate in an interview. 

Overall, there were 624 banzhurens from 14 public primary schools responded to the 

online survey for this study, and of these, seven banzhurens participated in the follow-up 

interview. 
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3.3 Quantitative Research  

Quantitative research can be defined as “a formal, objective, systematic process used to 

describe variables, test relationships between them, and examine cause and effect associations 

between variables” (Burns et al., 2015, p. 510). It is generally used to construct, improve or 

test theories (Roni et al., 2020). A series of methods included in quantitative research can be 

used to systematically investigate social phenomena by numerical data (Watson, 2015), where 

surveys and experiments are two primary designs of quantitative research (Creswell & 

Creswell, 2023). Check and Schutt (2012) defined survey research as “the collection of 

information from a sample of individuals through their responses to questions” (p. 160). It can 

best fit the need to describe and understand the trends, attitudes or opinions of participants and 

generalise it to the entire population (Creswell & Creswell, 2023; Creswell & Plano Clark, 

2018).  

As discussed in Chapter 2, many studies verified that there are significant relationships 

between teachers’ job satisfaction, self-efficacy and burnout (such as Huang et al., 2020; 

Madigan & Kim, 2021; Troesch & Bauer, 2017). The intent of this study is to test whether or 

not, and to what extent these relationships exist in a group of Chinese primary school 

banzhurens. Thus, survey research is able to serve this study’s aim. The survey was conducted 

through an online questionnaire, collecting participants’ perceptions of their job satisfaction, 

self-efficacy and burnout by responding to questions using 7-point Likert scales in the 

questionnaire (see Table 3.2 in Section 3.3.2). 

3.3.1 Research Framework and Hypothesis 

This study employed structural equation modelling to explore the relationships between 

banzhurens’ self-efficacy, burnout and job satisfaction. The research framework is presented in 

the following Figure 3.2. Four hypotheses were proposed: 
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H1: Banzhurens’ self-efficacy positively affects their job satisfaction. 

H2: Banzhurens’ burnout negatively affects their self-efficacy. 

H3: Banzhurens’ burnout negatively affects their job satisfaction. 

H4: Banzhurens’ self-efficacy mediates the effect of their burnout on job satisfaction. 

Figure 3.2 Quantitative Research Framework 

 
*H1-H4: Hypothesis 1 to Hypothesis 4 
 

3.3.2 Instruments Selection 

The instrument used in the quantitative component is a questionnaire. Questionnaires include 

a series of items reflecting the research aims, and it is one of the commonly used methods to 

collect data in survey research (Ponto, 2015). After identifying the variables of interest 

(banzhurens’ job satisfaction, self-efficacy and burnout), three appropriate rating scales were 

selected consisting of the questionnaire used in this study (Taherdoost, 2019). The scaling 

method used is the Likert scale (Likert, 1932), which is one of the most popular methods in 

social science research. The questionnaire consisted of three constructs aiming to respectively 

measure participants’ job satisfaction, self-efficacy and burnout. Participants responded to the 

questionnaire items using a 7-point Likert scale (see Table 3.2) with 1= strongly disagree, 2= 

disagree, 3= slightly disagree, 4= neither agree nor disagree, 5= slightly agree, 6= agree, and 
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7= strongly agree (Simms et al., 2019). Three scales in this study were selected from the 

existing research developed by other researchers (Ho & Au, 2006; Liu, 2003; Maslach, 1981), 

which are verified as reliable and valid (details will be interpreted in Section 3.3.4.1). Since 

the target participants were Chinese primary school teachers, the items in the job satisfaction 

and burnout scales, which were developed in English in the original version, were rephrased 

and translated into Mandarin. Furthermore, the items related to self-efficacy were translated 

from Mandarin into English, as illustrated in the Appendix A, to assist the readers of this study. 

There were three steps in the translation process. First, the English items were translated into 

Chinese through ChatGPT. Second, I revised and refined the translations to ensure the 

expressions were appropriate and accurate. Third, the translations were translated back into 

English by ChatGPT to confirm that the original meanings remained unchanged. 

In conclusion, the instrument (questionnaire) used in this study consists of three scales, 

which can be regarded as the three constructs of the questionnaire: job satisfaction, self-efficacy 

and burnout. Sub-constructs also existed under the construct of self-efficacy and burnout, 

which will be interpreted below.  

Table 3.2 Seven-point Likert Response Labels 

Options 1 2 3 4 5 6 7 

7-points Strongly 
disagree Disagree Slightly 

disagree 

Neither 
Agree 
nor 

Disagree 

Slightly 
agree Agree Strongly 

agree 

 

3.3.2.1 Job Satisfaction 

Four items selected from Ho and Au’s (2006) Teaching Satisfaction Scale (TSS) were adopted 

to measure banzhurens’ job satisfaction. The expression and some subjects were changed to fit 

the purpose of this study. For example, the original item, “In most ways, being a teacher is 
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close to my ideal”, was rephrased to “In many aspects, being a banzhuren is close to the 

expectation of my dream job”. The items adopted are: 

(1) In many aspects, being a banzhuren is close to the expectation of my dream job. 

(2) I am satisfied with being a banzhuren. 

(3) So far, in the position of a banzhuren, I have gotten what I wanted. 

(4) If I could choose my occupation again, I would still choose to be a banzhuren. 

3.3.2.2 Self-efficacy 

Banzhurens’ self-efficacy was measured by the items selected from the Primary School Teacher 

Self-Efficacy Questionnaire (Liu, 2003), which consisted of three sub-constructs – 

instructional strategies, management and administration, and interpersonal support – adding up 

to 56 items in total. To serve the purpose of this study and according to the theory and previous 

research (Bandura, 2006; Geng, 2018; Huang et al., 2020), only the items that were highly 

related to banzhurens’ daily work were used. Consequently, the scale of self-efficacy used in 

this study had 12 items, and the original three sub-constructs of the survey were not changed 

(see Table 3.3). The full version of the scale can also be found in Appendix A.  

Table 3.3 Self-efficacy Scale 

Sub-construct Item 

Self-efficacy in  

insturctional strategy 

I can help students master different learning methods. 

I can cultivate students’ curiosity and thirst for knowledge. 

I can help students understand their responsibilities in both academic 

and non-academic aspects. 

I can enable students to assess themselves accurately. 

Self-efficacy in  

management and 

administration 

I can make students aware of my expectations for them. 

I can Encourage students to view me as a friend. 

I can handle conflicts among students effectively. 
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I can create a safe and secure school environment for students. 

Self-efficacy in  

interpersonal support 

I can share teaching experiences with colleagues to improve teaching 

quality. 

I can communicate my ideas and perspectives with leadership. 

I can obtain understanding and support from parents regarding my 

work. 

I can convince parents of struggling students that their children can 

make progress through effort. 

 

3.3.2.3 Burnout 

To measure banzhurens’ burnout, Maslach’s (1981) Maslach Burnout Inventory (MBI) scale 

was adopted, which is a widely used scale to measure burnout (such as Shen et al., 2015; 

Pietarinen et al., 2013). MBI has three dimensions that can measure the burnout of people who 

work in different industries from the aspects of emotional exhaustion, personal 

accomplishment and depersonalisation. However, in this study, the items under the sub-

construct of personal accomplishment had a strong similarity with the items of self-efficacy. 

Moreover, emotional exhaustion and depersonalisation were confirmed as two central elements 

of burnout (Schaufeli & Salanova, 2007; Skaalvik & Skaalvik, 2010). Consequently, the 

personal accomplishment items were excluded from this study to minimise multicollinearity 

among the items, while eight items measuring emotional exhaustion and depersonalisation 

were retained. Some items were rephrased to better serve the purpose of this study. For example, 

the item “Working with people directly puts too much stress on me” was rephrased to “Working 

with people (colleagues and students) directly puts too much stress on me”, and to enhance 

understanding for Chinese participants, the item “I feel like I’m at the end of my rope” was 

translated and rephrased as “ I feel like I ‘m reaching my limit” (see Table 3.4). The full version 

of the scale can also be found in Appendix A. 
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Table 3.4 Burnout Scale 

Sub-construct Item 

Emotional Exhaustion 

I feel emotionally drained from my work. 

I feel fatigued when I get up in the morning and have to face another 

day on the job.  

I feel burned out from my work. 

I feel frustrated by my job. 

Working with people directly puts too much stress on me. 

I feel like I’m at the end of my rope.  

Depersonalization 
I’ve become more callous toward people since I took this job. 

I worry that this job is hardening me emotionally.  

 

3.3.3 Sample Profile 

After deleting the incomplete responses or those not finished within the 200 seconds allowed, 

516 valid responses were kept for the analysis. This amounted to around 40% of the total 

number of banzhurens in G City.  

The gender of the participants is disproportionate. Within the 516 responses, the gender 

ratio is 96.6% (500) female and 3.1% (16) male. According to the Chinese Educational 

Statistics 2022 (Ministry of Education of the People’s Republic of China, 2023), there are 78.7% 

(477958) of full-time female teachers working in primary schools in Henan province. This 

indicates that the gender disproportion in the data collected is not unique to this study. The ages 

of the participants were broken down into three groups: 76 (14.7%) banzhurens are under 30 

years old, 421 (81.6%) banzhurens aged 31-50 years old, and 19 (3.68%) banzhurens are over 

50 years old. Banzhurens’ experiences in this role are also categorised into three groups: 139 

(26.9%) teachers have been banzhurens for less than five years, 221 (42.8%) teachers have 
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been banzhurens for 6 to 20 years, and 156 (30.2%) teachers have been banzhurens for more 

than 20 years. 

Table 3.5 Descriptive Summary of Demographic Information of Samples 

Demographic N % 

Gender    

Male 16 3.1 

Female 500 96.9 

Age    

       <= 30 76 14.73 

       31 - 50 421 81.59 

       > 50 19 3.68 

Years of being banzhuren   

      <= 5 years 139 26.94 

      6-20 years 221 42.83 

      > 20 years 156 30.23 

 

3.3.4 Data Analysis 

As shown in Figure 3 below, data cleaning was the first step in data analysis after the data 

collection was completed, conducted using StataSE 16. The total number of responses was 624, 

and 108 were deleted because the duration of completing the questionnaire was too short or the 

questionnaire was not completed. More specifically, the duration of completing the 

questionnaire under 200 seconds was deleted as it was verified in the pilot that if participants 

could rate all the items in this short time, their responses could not be used as they may not 

reflect the participants’ real perspectives. The IP addresses of each participant were confirmed 

as unique, which helped to make sure there were no duplicate responses. Descriptive analysis 

was the second step (see Section 4.1), used to “calculate, describe and summarise collected 

data in a logical, meaningful, and efficient way” (Vetter, 2017, p.1797).  
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A set of rigorous reliability and validity tests were conducted as the third step (results 

presented in Section 4.2). The indicators of reliability tests --- coefficients of α, pairwise item 

correlations and item-total correlations were computed by SPSS 29, and the indicators of 

validity test - factor loadings, composite reliability, and average variance extracted were 

computed by Mplus8 and Microsoft Excel 2024.  

Confirmatory factor analysis (CFA) (results presented in Section 4.3) was conducted 

by Mplus 8 as the fourth step. The questionnaire also collected data on participants’ gender, 

age and years of being banzhuren. Therefore, multi-group analyses can be conducted. Due to 

the disproportionate data for gender (Section 3.3.3), multi-group analysis was not performed 

for gender groups. Participants’ ages and years of experience are highly correlated with each 

other. Within them, years of experience can reflect on teachers’ workability and performance 

more directly and is more commonly applied in the previous study, which explores teachers’ 

job satisfaction, self-efficacy and burnout (such as Jentsch et al., 2023; Lauermann & Berger, 

2021; Toropova et al., 2021). Thus, the groups with different years of banzhuren experience 

were selected for the multi-group confirmatory factor analysis (MCFA) and analysis of 

variance (ANOVA) by Mplus8 and StataSE 16 (results presented in Section 4.4).  

Finally, the structural relationships and mediation effect test (results presented in 

Section 4.5) under the framework of SEM were conducted by Mplus8 to explore the 

relationships among the banzhurens’ job satisfaction, self-efficacy and burnout. The following 

sections represent the explanation and theoretical basis with details of the reliability and 

validity test (Section 3.3.4.1), CFA (Section 3.3.4.2), MCFA (Section 3.3.4.3), ANOVA 

(Section 3.3.4.4), SEM and mediation effect test (Section 3.3.4.5). 
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Figure 3.3 Flow Chart of Quantitative Data Analysis 
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3.3.4.1 Reliability and Validity Test of the Instrument 

Validity and reliability are two crucial indicators reporting the rigour of research (Heale & 

Twycross, 2015), indicating whether the instruments used are accurate and consistent. They are 

also the initial steps before conducting a CFA and SEM. Reliability refers to the extent an 

instrument provides stable, consistent and repeatable results (Johnson & Christensen, 2016; 

Taherdoost, 2016). Validity is to test the meaningfulness of the items. It is the extent to which 

the data obtained from a set of items accurately reflects what they were designed to measure 

under the theoretical latent construct (Hair, 2013).  

3.3.4.1a Reliability test: Cronbach’s Alpha (α) and item-total correlation 

Internal consistency should be measured first before the instrument can be employed for the 

sequential analysis and also for the purpose of ensuring its validity (Tavakol and Dinnick, 2011). 

Coefficient Alpha was developed by Lee J. Cronbach (1951) to measure the internal 

consistency reliability of a scale and is now the most widely used measure of reliability testing.  

The pairwise correlations were computed by the method of Pearson correlation. It 

represents the association between two variables (items). Thus, the more items contained, the 

stronger the pairwise items correlated, which will lead to a higher internal consistency 

reliability. The value range of the α is from 0 to 1. The value of 0.7 is an acceptable lower 

bound for α (Nunnally, 1978). A low alpha is due to a poor correlation between items. Items 

with poor correlation should be revised or discarded.  

Except for Cronbach α, item-total correlation is another measurement for the reliability 

test. Item-total correlations refer to “how much the score of each item in the measuring 

instrument is related to the total score of all items in the measuring instrument” (Sürücü & 

Maslakçi, 2020, p.2712). For the aim of determining the internal consistency reliability, Hair 

et al. (2009) pointed out that except for α, the pairwise correlations (absolute value) between 
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items used to calculate the α coefficient should exceed 0.3, and the items-total correlation 

should also be greater than 0.5. The higher the pairwise correlations and items-total correlation, 

the higher the internal consistency of the scale. Thus, a scale can be considered reliable when 

its constructs have an α over 0.7, pairwise correlations of its item of over 0.3, and item-total 

correlation of over 0.5. 

3.3.4.1b Construct validity test 

Two components of construct validity, convergent validity and discriminant validity, were 

tested in this study. 

Convergent validity 

Convergent validity can be defined as “the extent to which indicators of a specific construct 

converge or share a high proportion of variance in common” (Hair et al., 2019, p.659). Factor 

loadings, construct reliability (CR) and average variance extracted (AVE) were common 

indicators of convergent validity (Anderson & Gerbing, 1988). 

Factor loadings are the degree of correspondence between the variable and factor (Hair 

et al., 2019). The higher the factor loading is, the higher the item can represent the construct, 

and the higher construct validity is indicated. The standardised factor loading should be (a) 

statistically significant, and (b) the value should be at least 0.5 and ideally 0.7 or higher 

(Bagozzi & Yi, 2012; Hair et al., 2019). Low factor loading indicates that the item may not be 

measuring the construct and should be excluded from the scale or model. 

Composite Reliability (or Construct reliability) (CR) was formulated by Werts et al. 

(1978), which refers to “the measure of reliability and internal consistency of the measured 

variables representing a latent construct” (Ahmad et al. 2016, p.3). The absolute value of CR 

over 0.7 indicates that the constructs of the scale are reliable. 
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AVE is the “average percentage of variation explained by the items in a construct” 

(Ahmad et al. 2016, p.3). Both convergent validity and discriminant validity measurements are 

based on AVE. It is computed by the factor loading and the number of observed variables 

(items). The low bound of AVE should be at least 0.5 (Hair et al., 2019).  

In conclusion, a scale has good convergent validity when the factor loading of each 

item is over 0.5, has a CR of over 0.7, and AVE of over 0.5. 

Discriminant validity 

“Discriminant validity refers to the situation where expressions in the scale refer to one specific 

factor and are less related to the other factors” (Sürücü & Maslakçi, 2020, p.2704). In other 

words, a scale has good discriminant validity when a particular construct in the model is 

uniquely different from the other constructs (Hair et al., 2019). Discriminant validity can be 

tested by comparing the square root of AVE for individual constructs with the correlations 

among the latent constructs. A scale has good discriminant validity if the square root of the 

AVEs of its individual constructs is greater than the correlations between its constructs.  

3.3.4.2 Confirmatory Factor Analysis (CFA) 

The CFA was conducted after the questionnaire was verified as reliable and valid, which 

is also a widely used method to form a measurement model under the framework of the 

structural equation model (DeVellis & Thorpe, 2021, p184; Xiao et al., 2019). CFA confirms 

“ how well a prespecified measurement theory composed of measured variables and factors fits 

reality as captured by data” (Hair et al., 2019, p.660), i.e. the fitness of the measurement model 

which consists of the measured variables (items) and the factors (job satisfaction, self-efficacy 

and burnout). The CFA was conducted four times by Mplus, respectively, for the three scales 

as well as the whole questionnaire. The technique used for testing structural relationships was 
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maximum likelihood estimation, which is suitable for continuous variables and normally 

distributed data. The CFA results can be found in Section 4.3. 

Goodness-of-fit (GOF) is a set of indices computed in the CFA process that indicate 

how well the theoretical constructs can represent reality through computing the data obtained 

(Hair et al., 2019). In this study, CFA was conducted with Mplus 8.3. The GOF indices 

computed by this software and reported in this thesis are Chi-Square (χ2), degree of freedom 

(df), Comparative Fit Index (CFI), Tucker-Lewis’s Index (TLI), Root Mean Square Error of 

Approximation (RMSEA), and Standardised Root Mean Square Residual (SRMR).  

Considering that the χ2 test is sensitive to sample size, the ratio of χ2 to its degree of 

freedom (χ2/df) was measured (Iacobucci, 2009). Some scholars suggest that χ2/df below 3.0 

indicates a reasonable fit of the model (Kline, 2023). Others also think the five thresholds 

indicate that the fit between the hypothetical model and sample data is acceptable (Carmines 

& McIver, 1981). According to Wang, Wen & Li et al. (2022), model fit can be acceptable if 

(a) CFI and TLI fit ≥ .90; (b) RMSEA and SRMR ≤ .08; model fit can be excellent if (a) CFI 

and TLI fit ≥ .95; (b) RMSEA and SRMR ≤ .05. 

In conclusion, this study applied χ2/df, CFI, TLI, RMSEA and SRMR as the criteria for 

assessing the fitness of the measurement model. A measurement model is acceptable if  χ2/df < 

5.0, CFI and TLI fit ≥ .90, and RMSEA and SRMR ≤ .08. 

3.3.4.3 Multi-group Confirmatory Factor Analysis (MCFA) 

Multiple group analysis is an SEM framework for testing the potential differences between 

models estimated for different groups. MCFA separates the samples into different groups and 

then makes comparisons to determine their equivalence (Hair et al., 2019). The groups in this 

study are established by the different years of participants being banzhuren. Participants’ years 
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of being banzhuren are divided into three groups: (a) less than five years, (b) 6-20 years, and 

(c) more than 20 years.  

In this study, MCFA is to test whether the three scales: job satisfaction, self-efficacy 

and burnout, are measuring the same constructs among banzhurens with different years of 

experience. Hence, three models were tested for each group of years of experience, totalling 

nine MCFA models. A tight replication strategy of MCFA was applied (Wang, 2014). A tight 

replication strategy means the models are completely equivalent among different sample 

groups, including the models’ constructs, factor loadings, intercepts, variance and covariance, 

and measurement residual. Thus, five models: Configural Invariance (M1), metric invariance 

(M2), intercepts invariance (M3), variance and covariance (M4) and measurement residuals 

(M5) were conducted respectively to measure whether the data obtained is equivalent on the 

factor loadings, intercepts, variance and covariance, and measurement residual between the 

different groups of banzhuren experiences. To be specific, M1 tests whether the basic constructs 

of the latent variable and explicit variable are equivalent. M2 tests the equivalence of factor 

loading. M3 tests for the equality of intercept terms in the equations explaining the measured 

variables. M4 assess the equality of the variances of the constructs across the groups, as well 

as the equality of covariances between constructs. M5 assesses the error term invariance for 

each measured variable across the groups.  

There are no significant differences in the estimated model between groups if the p-

value > .05 for Δ χ2. However, the χ2 is sensitive to sample size. The p-value of Δχ2 can be 

significant even if the sample size increased a little (Wang, 2014). Hence, ΔCFI (the difference 

of CFI between two MCFA models) of less than 0.01 (Meade et al., 2008; Wang, 2014; 

Vandenberg & Lance, 2000) is used as the defining criteria in this thesis considering the large 

sample size (>500) in this study. Therefore, there are no significant differences between the 
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estimated model between groups if ΔTLI < .01 and ΔCFI < .01. indicating that the models 

which measure the three constructs under study are equivalent for each group of people.  

3.3.4.4 Analysis of Variance (ANOVA) 

ANOVA is a method to “compare the variance among and within many groups at one time” 

(Stoker et al., 2020, p.197). One-way ANOVA was conducted in this study to test for the 

statistical significance of the difference of means in banzhurens’ job satisfaction, self-efficacy 

and burnout between three groups of banzhurens as defined by their years of experience as 

banzhuren. 

F statistic is used to calculate the p-value under the different significant levels. If p-

value <0.1, indicating that under the 0.1 significant level, the scores of the factors are 

significantly different among the different groups. If p-value <0.05, indicating that under the 

0.05 significant level, the scores of the factors are significantly different among the different 

groups.  

3.3.4.5 Structural Equation Modelling (SEM) and Mediation Effect Test 

SEM is a set of statistical models aiming to explain the relationships between multiple 

dependent and independent variables (Hair et al., 2019). There are two components in SEM - 

the measurement model and the structural model. The measurement model was constructed 

and confirmed by CFA (see Section 3.3.4.2). The structural model was used to test the multi-

directional relationships and causal relationships between the variables concerned in the 

research. Before conducting structural analysis, we examined the distribution of the data for 

the four variables (including the control variable) through SPSS 29 and confirmed that they 

follow a normal distribution. Hypotheses 1 to 3 of this study were tested by the structural model 

of CFA through Mplus 8.3, and the technique applied is the maximum likelihood (ML), which 

is suitable for continuous variables and normally distributed data. In this study, the dependent 
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variables are banzhuren’s job satisfaction and self-efficacy, while the independent variables are 

banzhuren’s self-efficacy and burnout (see Figure 3.5).  

Figure 3.5 The SEM Model in This Study 

 

Aiming to verify hypothesis 4: Teachers’ self-efficacy (TSE) mediates the effect of their 

burnout (BNT) on job satisfaction (JS), a three-path mediation model was conducted after SEM. 

In the mediation effect test, a mediator variable (i.e. TSE in this study) is the variable that 

connects the relationship between two variables (i.e. BNT and JS in this study). To be specific, 

a change in the independent variable BNT causes a change in the mediator variable TSE, and 

a change in the mediator variable TSE causes a change in the dependent variable JS.  

As indicated in Figure 3.6, the independent variable X influences the dependent 

variable Y with a path coefficient c. The path coefficient a represents the effect of the 

independent variable X on the mediator variable M, b represents the effect of the mediator 

variable M on the dependent variable Y, and c’ represents the direct effect of the independent 

variable X on the dependent variable Y after controlling the mediator variable M. Therefore, 

a*b represent the mediation effect while c is the total effect which can be calculated from a*b 

plus c’. 

Figure 3.6 Path Analysis of Mediation Effect 
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The method used for mediation effects testing in this study is Bootstrapping, which is 

verified as having higher statistical power compared with the other methods (Hayes, 2009). 

Therefore, mediation effect tests were conducted using Bootstrapping with 5000 replicates 

through Mplus 8.3. 

3.4 Qualitative Research 

Following the initial analysis of the quantitative data, qualitative research was conducted to 

gain a deeper understanding of the participating banzhurens’ job satisfaction, self-efficacy, and 

burnout, and of the interactions among these factors, and to explore the influence of other 

factors on their job satisfaction. Qualitative research is “an approach for exploring and 

understanding the meaning individuals or groups ascribe to a social or human problem” 

(Creswell & Creswell, 2023, p. 25). Different from quantitative research, such as a 

questionnaire that is designed from the researcher’s perspective, qualitative research aims to 

understand the problem primarily from the participants’ perspectives (Hancock et al., 2021). 

The researcher focuses subjectively on the participants’ own cognition and on interpretation of 
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their attitudes, motivations, behaviours, events, and situations in a specific social context 

(Aspers & Corte, 2019).  

In this study, the quantitative component was employed to measure the banzhurens’ job 

satisfaction, self-efficacy, and burnout levels and to statistically determine the relationships 

between these aspects of their work. The qualitative component was designed to offer 

explanations for why the banzhurens rated the specific scores on the items in the questionnaire, 

how they perceived self-efficacy and burnout as influencing their job satisfaction, and to 

uncover other factors that were influencing their job satisfaction. 

The qualitative research design followed a case study approach. Hancock et al. (2021) 

describe the case study as research that focuses on addressing a phenomenon of a representative 

of a group of people, where the phenomenon could be a particular event, a situation, a program 

or an activity. It aims to figure out “how” or “why” this phenomenon occurs (Yin, 2018). 

Moreover, according to both Yin (2018) and Handcock et al. (2021), there are three types of 

case study research designs: exploratory, explanatory, and descriptive. In the current case study, 

seven semi-structured, one-to-one interviews were conducted to collect the data (information) 

about each participant’s account of their job satisfaction, self-efficacy and burnout. The aim 

was to explain how the self-efficacy and burnout of G city’s banzhurens (the case) influenced 

their job satisfaction (the situation) and to explore whether there were other factors that also 

influenced it. 

3.4.1 Data Collection 

Seven banzhurens were recruited from four primary schools to participate in semi-structured 

interviews. Interviewing is a commonly used data-collecting method in case study research. It 

provides an opportunity for researchers to discover, understand, reflect and explain a social 

phenomenon through an adaptive process (Tracy, 2020). Semi-structured interviews involve 
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predetermined open-ended questions (DiCicco-Bloom & Crabtree, 2006) based on identified 

themes (Qu & Dumay, 2011). This approach encourages interviewers to listen, reflect, and 

adapt to changing circumstances and allows the interviewee to take more control of the 

discussion (Tracy, 2020). 

To have a deeper understanding of the participating banzhurens and explore the factors 

that affected their job satisfaction, the questions and themes of the interviews were designed 

according to the constructs of the questionnaire used in the quantitative research. The main 

themes that the semi-structured interviews explored were: 

A. The daily routine of a banzhuren. 

B. Job tasks banzhurens are particularly confident in and job tasks they feel 

difficult to accomplish. 

C. Job tasks that contribute most to banzhurens’ job satisfaction or 

dissatisfaction. 

D. Banzhurens’ understanding of the differences between banzhurens and subject 

specialist teachers. 

E. The reason they would or would not continue working as a banzhuren for a 

long time. 

The questions under theme A primarily focused on exploring the banzhurens’ daily 

work routines, with follow-up questions that included the duration of their daily work, whether 

they were working overtime, and their feelings about their workload. The questions under 

theme B were designed mainly to obtain their perception of self-efficacy (the concept of self-

efficacy was discussed in Section 2.3). In summary, in the context of this study, a banzhuren’s 

self-efficacy can be defined as their belief in their own ability to execute the necessary actions 

to achieve their working tasks and goals (Skaalvik & Skaalvik, 2010). However, since the term 
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“self-efficacy” is not commonly used in the participants’ daily lives, it was anticipated that it 

might take time for each participant to understand the precise meaning of this term during their 

interviews. Therefore, the questions about the kinds of job tasks they might have higher or 

lower self-efficacy began with “What kind of job tasks are you confident in?” and “What job 

tasks do you feel are difficult to accomplish?”  

Theme C aimed to explore the factors that influenced their job satisfaction; hence the 

related questions began with “What aspect of your role as a banzhuren gives you the greatest 

satisfaction” and “Are there aspects of your role as a banzhuren that don’t contribute to your 

job satisfaction or make you feel dissatisfaction?” Although it was uncertain whether the 

participants would refer to issues related to self-efficacy or burnout, to avoid the influence of 

the researcher’s bias and thus learn the participants’ real feelings, the interview questions under 

theme C did not guide the participants to consider these two factors in relation to the question 

about job satisfaction. The questions under Theme D asked the participants to describe their 

occupations, comparing their responsibilities and tasks as banzhurens to those of subject 

specialist teachers. The questions under Theme E aimed to elicit the crucial indicators of their 

job satisfaction as banzhurens: “If you can make your own decision, do you think you will 

continue working as a banzhuren for a long time and Why/Why not?” Their responses were 

expected to provide insights into the attractiveness, or lack thereof, of the banzhurens’ role. 

The participants decided on the place and time for the interviews. All invited me to their 

schools for the interviews. The various meeting locations within their school included the 

participant’s office, classrooms, the reading room, or the meeting room. Five of the interviews 

took place on school days but after school hours, and two were conducted on weekends. 
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3.4.2 The Participants 

The participants’ names (pseudonyms) and years of experience are shown in Table 3.6. Their 

years of service in teaching ranged from 3 years to 29 years, and in the role of banzhuren, from 

3 years to 28 years. Four were Chinese Language teachers, and three were Mathematics 

teachers. One of the participants is male, and the others are female. The following alphabetical 

list summarises each participant’s information at the time of the study: 

a) An had recently taken a leave from her role as banzhuren for one year but had served 

in this position for the past 28 years. Throughout these 28 years as a banzhuren, she 

consistently taught the Chinese language. At the time of our interview, she was 

teaching Morality and the Rule of Law.  

b) Bing served as a middle school mathematics teacher from 1999 to 2015. Since 2016, 

she has worked in primary school, teaching Year One or Year Two students. She has 

taught for 24 years and had the role of banzhuren for 23 years.  

c) Cui has taught for 17 years and in the role of banzhuren for 14 years. She used to be a 

Computer Science teacher and started teaching the Chinese Language after taking the 

role of banzhuren. She was teaching Year One students in 2023 when the interview 

was conducted. 

d) Dong transitioned into the education field from a different career and has worked as a 

mathematics teacher for 5 years and in the role of banzhuren for 4 years. 

e) Fang has been in the teaching profession for 4 years and in the role of banzhuren for 3 

years. She was a Chinese Language specialist teacher but had taught Mathematics for 

the first 2 years. She was teaching Year One Chinese Language when the interview 

was conducted. 
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f) Guo also transitioned from another career field. She has worked as a teacher for 3 

years and in the role of banzhuren for 3 years. During this time, she has been teaching 

the Year Six Chinese language. 

g) Hui was in charge of teaching Year four Mathematics. He has been a Mathematics 

teacher for 3 years and only took up the role of banzhuren the year prior.  

Table 3.6 Basic information of interview participants 

Name Subject they teach Grade Age Years of being 
a teacher 

Years of 
being a 
banzhuren 

An 
Morality and the Rule of 

Law 
Grade Five 53 29 28 

Bing Mathematics Grade Two 44 24 23 

Cui Chinese Language Grade One 39 18 14 

Dong Mathematics Grade Four 32 5 4 

Fang Chinese Language Grade One 27 4 3 

Guo Chinese Language Grade Six 32 3 3 

Hui Mathematics Grade Four 27 3 1 

 

3.4.3 Data Analysis 

All participants were Chinese Mandarin-speaking primary school banzhurens, and the 

interviews were conducted in Mandarin. The interviews were audio-recorded, the durations 

ranged from 17 minutes to 42 minutes. Following Creswell and Poth (2018), four essential 

steps were involved in the interview analysis. The initial phase, as previously noted, involved 

transcribing the interview texts. During this step, I used the transcription software iFLYTEC to 

convert all audio recordings into text. After the initial transcription, I manually refined the text 
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by cross-checking it with the original audio recordings. This process included removing the 

participants’ repeated filler words that were unrelated to the research purpose (such as “um”) 

to enhance readability, correcting errors in the software-generated transcript, and 

supplementing any missing or misrecognised sentences.  

The next step in data analysis involved thoroughly reading the interview transcripts 

more than three times, highlighting text and noting recurring ideas in the margins, for example, 

ensuring classroom/student discipline, fixing students’ bad habits/misbehaviour, 

communicating with students’ parents, heavy workloads, school activities, workload pressure, 

and students’ approvals. I also highlighted key phrases that frequently appeared in multiple 

interviews, such as “no time to sit down “, “too exhausted”, “work overtime”, “receiving or 

making phone calls from parents every day”, “not enough support”, “banzhuren allowance 

cannot compensate for our labour input”, and “students make me happy”. Following this, I 

thematised the data roughly as “job satisfaction”, “self-efficacy”, “burnout”, and “others”, 

based on this study’s purpose.  

The fourth step involved further subdividing the themes according to the items in the 

questionnaire. The codes under the theme job satisfaction included factors that contribute to 

banzhurens’ satisfaction or dissatisfaction (e.g., “student improvements”, “heavy workloads”, 

“phone calls from parents never stop”, “too many school activities”, “insufficient allowance”), 

gaining from this position (e.g., “career development”), and reasons for continuing or not 

continuing to take up this role (e.g., “too stressful”, “too tired”). The codes under the theme of 

self-efficacy were primarily developed based on the constructs and items of the self-efficacy 

scale in the questionnaire; they included self-efficacy in instructional strategies (e.g., helping 

students master different learning methods), in management and administration (e.g., helping 

students understand their responsibilities, making students aware of their banzhuren’s 

expectations for them, handling conflicts among students effectively, creating a safe and secure 
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school environment for students), and in interpersonal support (e.g., communicating ideas with 

leaders, obtaining understanding from students’ parents, convincing parents of struggling 

students that their children can make progress through effort).  

The contents under the theme burnout were coded as “feelings of burned out” and 

“emotionally drained from the work”. The contents under the theme of others were coded into 

four aspects: “banzhuren’s daily routine”, “differences between banzhuren and subject 

specialist teachers”, “how to be a banzhuren”, and suggestions for improving the attractiveness 

of the position of banzhuren. The anticipated themes were also allowed to emerge as inductive 

coding. For example, the banzhurens’ self-efficacy in handling conflicts among students were 

often in combination with their self-efficacy in communicating with those students’ parents 

because they need to report on students’ daily lives to the concerned parents. Moreover, the 

banzhurens’ multiple working tasks reflected not only their heavy workload but also their work 

stress. Finally, the highlighted and noted segments of data were translated into English and 

reported in a clear and structured manner (see Chapter 5). The translating process was similar 

to that presented in Section 3.3.2. 
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CHAPTER 4 Quantitative Findings 

4.1 Reliability and Validity Test  

4.1.1 Cronbach’s Alpha (α) 

The coefficients of α of the three constructs in the questionnaire, job satisfaction (JS), self-

efficacy (TSE) and burnout (BNT), were tested respectively, and the results can be found in 

Tables 4.2 to 4.4. The Cronbach’s α of the three constructs are .877 (JS), .929(TSE) and .915 

(BNT). All of the α exceed the acceptable lower bound of 0.7 (Nunnally, 1978). The left side 

matrix in Table 4.2 to Table 4.4 show the pairwise correlations of each scale. The correlation 

ranges of the three scales are [.546, .713] (JS), [.300, .682] (TSE) and [.384, .776] (BNT). All 

of the correlations exceed the correlation standard of 0.3 (Hair et al., 2009), indicating the items 

are pairwise correlated to each other. The middle column in Table 4.2 to Table 4.4 is the value 

of item-total correlations. The values of the item-total correlations are [.676, .798] (JS), 

[.518, .780] (TSE), and [.643, .830] (BNT). All of the item-total correlation values exceed the 

standard of 0.5 (Hair et al., 2009), indicating each item is correlated to its construct. Thus, 

results from α, pairwise correlations and item-total correlations showed that the items in each 

of the three scales are internally consistent and that the three constructs in this questionnaire 

are reliable. 

Table 4.2 Internal Consistency of Banzhuren’s Job Satisfaction 

 Items* Reliability 

 JS1 JS2 JS3 JS4 
Item-Total 

Correlation 
Cronbach’s α 

JS1 1    .798 

.877 
JS2 .698 1   .715 

JS3 .635 .546 1  .676 

JS4 .713 .636 .618 1 .757 

*JS refers to banzhuren’s job satisfaction. 
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Table 4.3 Internal consistency of Banzhuren’s Self-efficacy 

Items* Reliability 

 TSE1 TSE2 TSE3 TSE4 TSE5 TSE6 TSE7 TSE8 TSE9 TSE10 TSE11 TSE12 
Item-Total 

Correlation 

Cronbach’s 

Alpha 

TSE1 1            .685 

.929 

TSE2 .647 1           .754 

TSE3 .657 .667 1          .754 

TSE4 .624 .682 .634 1         .706 

TSE5 .547 .646 .632 .578 1        .776 

TSE6 .563 .633 .574 .563 .679 1       .756 

TSE7 .521 .600 .622 .555 .654 .643 1      .757 

TSE8 .464 .564 .574 .553 .636 .535 .585 1     .719 

TSE9 .339 .383 .369 .402 .464 .449 .434 .410 1    .518 

TSE10 .380 .400 .427 .377 .435 .455 .436 .472 .300 1   .553 

TSE11 .455 .496 .504 .409 .544 .586 .579 .541 .426 .475 1  .671 

TSE12 .567 .581 .625 .555 .629 .612 .669 .649 .446 .521 .583 1 .780 

*TSE refers to banzhuren’s self-efficacy.  
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Table 4.4 Internal Consistency of Banzhuren’s Burnout 

Items* Reliability 

 BNT1 BNT2 BNT3 BNT4 BNT5 BNT6 BNT7 BNT8 
Item-Total 

Correlation 

Cronbach’

s Alpha 

BNT1 1        .830 

.915 

BNT2 .723 1       .789 

BNT3 .658 .648 1      .672 

BNT4 .668 .616 .492 1     .712 

BNT5 .607 .610 .510 .514 1    .672 

BNT6 .776 .714 .651 .642 .597 1   .806 

BNT7 .569 .537 .384 .513 .453 .536 1  .643 

BNT8 .565 .518 .436 .533 .493 .536 .630 1 .660 

*BNT refers to banzhuren’s burnout. 

4.1.2 Measurement of the Model Construct Validity Test 

As discussed in Chapter 3, validity is used to test the extent to which the set of items accurately 

reflects the latent construct they are designed to measure (Hair et al., 2019). Convergent 

validity and discrimination validity were conducted in this study to measure the construct 

validity of the instrument used.  

4.1.2.1 Convergent Validity 

Measurements of factor loadings, composite reliability (CR) and average variance extracted 

(AVE) are common indicators of convergent validity (Anderson & Gerbing, 1988) and were 

computed in this study. 

4.1.2.1a Factor Loadings 

The factor loadings in this study were computed by Mplus 8.3. As presented in Table 4.5, the 

factor loadings of each item were all statistically significant (p < .001), with t-values, used to 
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calculate the p-value, ranging from 11.802 to 27.542 (t > 1.96 indicates significance). The range 

of factor loadings for each construct are [.705, .874] (JS), [.533, .805] (TSE) and [.656, .884] 

(BNT), and all of them are above the cut-off value of 0.50. Thus, these suggest that all the items 

in the questionnaire significantly contribute to the constructs they are involved in, and all of 

the constructs have good convergent validity 

4.1.2.1b Composite Reliability (CR)  

CR value in this study was calculated according to its formula by Microsoft Excel 2024. As 

depicted in Table 4.5, the CR value of each scale is .877 (JS), .933 (TSE) and .916 (BNT). All 

the CR values > .7 (Werts et al. 1978), which indicates that the items under the constructs of 

job satisfaction, self-efficacy and burnout are all internally consistent with their corresponding 

constructs. In other words, the items measure what they are designed to measure. 

4.1.2.1c Average Variance Extracted (AVE) 

The AVE value in this study was calculated according to its formula in Microsoft Excel 2024. 

The AVE values in this study are .643 (JS), .542 (TSE) and .581 (BNT), all exceeding the value 

of 0.50, which indicates that all three constructs under study have good convergent validities 

(Fornell & Larcker, 1981). In conclusion, the results from standardised factor loading, CR, and 

AVE show that the items on each scale in this study are validly convergent to its construct.  

Table 4.5 Construct Validity Test 

Dimension* Items Unstd.a S.E.b 
Z 

(t-value) c 
P d Std.e 

Cronbach’s 

α f 
CR g AVE h 

JS 

JS1 1.000    0.874 

.877 .877 .643 
JS2 0.946 0.042 22.319 *** 0.819 

JS3 0.762 0.041 18.402 *** 0.705 

JS4 0.964 0.043 22.262 *** 0.800 

          

TSE TSE1 1.000    0.721 .929 .933 .542 
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TSE2 1.115 0.062 17.900 *** 0.792 

TSE3 1.097 0.061 17.844 *** 0.788 

TSE4 1.056 0.063 16.701 *** 0.740 

TSE5 1.098 0.061 17.982 *** 0.805 

TSE6 1.143 0.065 17.620 *** 0.787 

TSE7 1.135 0.065 17.592 *** 0.789 

TSE8 1.209 0.073 16.511 *** 0.743 

TSE9 0.723 0.061 11.802 *** 0.533 

TSE10 1.149 0.089 12.961 *** 0.585 

TSE11 1.067 0.069 15.369 *** 0.692 

TSE12 1.172 0.065 17.942 *** 0.802 

          

BNT 

BNT1 1.000    0.884 

.915 .916 .581 

BNT2 0.917 0.037 24.909 *** 0.826 

BNT3 0.697 0.035 20.205 *** 0.729 

BNT4 0.753 0.036 21.041 *** 0.748 

BNT5 0.784 0.042 18.697 *** 0.695 

BNT6 1.010 0.037 27.542 *** 0.867 

BNT7 0.755 0.044 17.154 *** 0.656 

BNT8 0.745 0.043 17.131 *** 0.656 

*JS, teachers’ job satisfaction; TSE, teachers’ self-efficacy; BNT, teachers’ burnout 
a Unstandardized coefficient 
b Standard error 
c t-value is used to calculate the p-value 
d p-value < .1 *; p-value < .05 **; p-value < .001 *** 
e Standardized coefficient, i.e. factor loading 
f  Cronbach’s α is used to test the reliability of the scale 
g Composite reliability 
h Average variance extracted 
 

4.1.2.2 Discriminatory Validity 

As discussed in Section 3.3.4.1b, discriminant validity refers to the items on a scale measuring 

a specific factor or construct that are also less related to the other factors or constructs (Sürücü 

& Maslakçi, 2020, p.2704). Discriminant validity can be tested by comparing the square root 

of AVE for individual constructs with the correlations among the latent constructs. The 

correlations matrix of pairwise constructs was computed by SPSS 29. The square root of AVE 
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was calculated according to the AVE in the former section and listed on the diagonal of Table 

4.6. The mean and standard deviation represented in Table 4.6 were discussed in the former 

section of 4.2. Comparing all pairwise construct correlations with the square root of AVE, the 

results indicate that discriminant validity was established as diagonal elements exceeded those 

of the off-diagonal elements (Fornell & Larcker, 1981). Thus, the results show that the 

constructs within the questionnaire (JS, TSE and BNT) are uniquely different from each other. 

Hence, the questionnaire has good discriminant validity. 

Table 4.6 The Discriminatory Validity Test of the Whole Scale 

Dimension§ Mean S.D.* JS TSE BNT 

JS 3.504 1.592 .802   

TSE 5.240 0.891 .583 .736  

BNT 4.485 1.402 -.628 -.478 .762 
§JS, job satisfaction, TSE, self-efficacy and BNT, burnout. 
* Standard deviation 
 

4.2 Descriptive Analysis 

This section analyses the participants’ rating scores according to the three scales in the 

questionnaire. Table 4.1 presents the results of the mean and standard deviation of each 

construct, sub-construct and item.  

The overall mean of participants’ JS is 3.50, with a standard deviation of 1.59. This 

suggests that, in general, banzhurens are slightly dissatisfied with their job. Banzhurens with 

shorter years of experience scored lower on job satisfaction. The item If I could choose my 

occupation again, I would still choose to be a banzhuren had the lowest score at 3.28.  

The mean of banzhurens’ overall TSE is 5.24, with a standard deviation of 0.89, which 

suggests that banzhurens are relatively confident about their work-related tasks. Compared 

with job satisfaction and burnout, banzhurens’ scores on TSE have a lower standard deviation, 
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which means the responses of each item are more consistent and less spread out from the mean. 

Banzhurens with longer years of experience scored higher on their self-efficacy. The item with 

the lowest score is I can communicate my ideas and perspectives with leadership (mean score 

at 4.41). The item with the highest score was also related to the aspect of interpersonal support, 

that was, sharing the teaching experience with colleagues (Item 9: I can share teaching 

experiences with colleagues to improve teaching quality). 

Scores for burnout (BNT) are reversed from job satisfaction and self-efficacy. 

Participants rated higher scores on the items under BNT, suggesting a higher level of BNT. The 

overall mean of banzhurens’ BNT is 4.49 ± 1.40. Participants with fewer years of experience 

rated higher on the items of burnout. The item “I feel burned out from my work” had the highest 

score at 5.50. The means of the items under depersonalization are lower than 4.
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Table 4.1 Descriptive Summary of Each Item in Different Banzhurens’ Group 

Variable 
  Mean and S.D. with different experiences Overall mean & 

S.D. Mean S.D. * <= 5 years 6 - 20 years > 20 years 

Job 
Satisfaction 

1. In many aspects, being a banzhuren is 
close to the expectation of my dream job. 

3.51 1.86    

3.50±1.59 
2. I am satisfied with being a banzhuren. 3.85 1.87    
3. So far, in the position of a banzhuren, I 
have gotten what I wanted. 

3.38 1.75 3.24±1.58 
 

3.54±1.61 3.69±1.55 

4. If I could choose my occupation again, I 
would still choose to be a banzhuren. 

3.28 1.96    

Self-efficacy-  
instructional 
strategy 

1. I can help students master different 
learning methods. 

5.30 1.11 

5.03±0.92 5.26±0.88 5.40±0.85 5.24±0.89 

2. I can cultivate students’ curiosity and 
thirst for knowledge. 

5.23 1.12 

3. I can help students understand their 
responsibilities in both academic and non-
academic aspects. 

5.38 1.11 

4. I can enable students to assess themselves 
accurately. 

5.19 1.14 

    

Self-efficacy -  
management 

and 
administration 

5. I can make students aware of my 
expectations for them. 

5.43 1.09 

6. I can encourage students to view me as a 
friend. 

5.28 1.16 

7. I can handle conflicts among students 
effectively. 

5.35 1.15 
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8. I can create a safe and secure school 
environment for students. 

5.20 1.30 

    

Self-efficacy -  
interpersonal 
support 

9. I can share teaching experiences with 
colleagues to improve teaching quality. 

5.68 1.08 

10. I can communicate my ideas and 
perspectives with leadership. 

4.41 1.56 

11. I can obtain understanding and support 
from parents regarding my work. 

5.26 1.23 

12. I can convince parents of struggling 
students that their children can make 
progress through effort. 

5.17 1.16 

Burnout-
Emotional 
Exhaustion 

1. I feel emotionally drained from my work. 4.62 1.82 

4.62 ±1.37 4.55±1.38 4.27±1.45        4.49±1.40 

2. I feel fatigued when I get up in the 
morning and have to face another day on the 
job.  

4.95 1.78 

3. I feel burned out from my work. 
5.50 1.54 

4. I feel frustrated by my job. 4.55 1.62 
5. Working with people directly puts too 
much stress on me. 

4.04 1.81 

6. I feel like I’m at the end of my rope.  4.36 1.87 
   

Burnout-
Depersonalizat

ion 

7. I’ve become more callous toward people 
since I took this job. 

3.90 1.85 

8. I worry that this job is hardening me 
emotionally.  

3.96 1.83 
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*Standard deviation. 
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4.3 Model Fit of Confirmatory Factor Analysis (CFA) 

In this study, CFA was conducted four times to test the model fit for the three scales and the 

whole questionnaire. According to the criteria of the model fit discussed in Section 3.3.4.2, 

χ2/df, RMSEA, SRMR, TLI, and CFI are the indices that need to be considered in CFA. The 

results (in Table 4.7) show that the χ2/df ranges from 1.000 to 3.580 (χ2/df <5).  RMSEA ranges 

from .046 to .071 (RMSEA < .080), and SRMR ranges from .009 to .066 (SRMR < .080). TLI 

ranges from .913 to .998 (TLI > .090), and CFI ranges from .922 to .994 (CFI > .090). Thus, 

the questionnaire, as well as each construct are well fitted, suggesting that the predefined 

instruments (questionnaire), consisting of the measured variables (items) and factors 

(constructs) used in this study measured what they were meant to measure. The structural 

model analysis under the framework of SEM can then be conducted to examine the 

relationships between the three constructs (see Section 4.5). 

Table 4.7 Fit Indices of Three Scales and the Whole Questionnaire 

Fit indices* χ2a df b χ2/df c RMSEAd SRMRe TLI f CFI g 

JS 4.193 2 2.097 .046 .009 .998 .994 

TSE 120.097 51 2.355 .051 .022 .982 .976 

BNT 46.384 46.38 1.000 .053 .022 .984 .989 

Whole 

questionnaire 
891.499 249 3.580 .071 .066 .913 .922 

Standards 

(Good fit) 
- - ＜5.000 ＜.080 ＜.080 ＞.900 ＞.900 

* JS, job satisfaction, TSE, self-efficacy and BNT, burnout. 
a Chi-Square statistic 
b Degree of freedom 
c The ratio of χ2 to the degrees of freedom (df) 
d Root Mean Square Error of Approximation 
e Standardised Root Mean Square Residual 
f Tucker-Lewis’s Index 
g Comparative Fit Index 
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4.4 Multi-group Confirmatory Factor Analysis and Analysis of Variance 

4.4.1 Multi-group Confirmatory Factor Analysis (MCFA) 

As discussed in Section 3.3.3, participants’ years of being banzhuren were divided into three 

groups: (a) less than five years, (b) 6-20 years, and (c) more than 20 years. Referring to the 

descriptive analysis in Section 4.1, there are variances in banzhurens’ JS, TSE, and BNT among 

the three groups. Thus, MCFA was conducted separately according to the three constructs of 

the questionnaire to ascertain if the variances among the three groups truly existed and not due 

to spurious variances caused by the non-equivalence of the instruments.  

The results of the MCFA were presented in Table 4.8, Table 4.9 and Table 4.10. An 

MCFA model is considered well-fitted if its χ2/df values are all under three and its CFI and TFI 

are over 0.9. ΔTLI and ΔCFI were used as the criteria to interpret the equivalence of 

measurement models among different groups. The self-efficacy scale and burnout constructs 

have ΔTLI and ΔCFI of less than .01 for all five models tested (Tables 4.9 and 4.10). Therefore, 

the constructs for self-efficacy and burnout have strict equivalence between groups. In Table 

4.8, ΔTLI and ΔCFI of Model 4 and Model 5 are .025 and .042, both over 0.01. Strict invariance 

of the job satisfaction scale was not observed, indicating that the job satisfaction scale is not 

strictly equivalent among the groups. However, the ΔTLI and ΔCFI of the first four models are 

all less than .01, indicating a strong invariance of the job satisfaction scale. Therefore, the scale 

of job satisfaction is strongly equivalent among different groups. 

In conclusion, the three scales are all verified as equivalent for different groups. The 

scale of job satisfaction is confirmed as strongly equivalent among the three groups, and the 

scales of self-efficacy and burnout are confirmed as strictly equivalent among the three groups. 

The results in this section showed that the constructs of the instruments used are equivalent 

among different groups of participants in this study. Therefore, the variance analysis results 
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reported in Section 4.4.2 are the true variance between groups rather than the spurious 

difference in the result from the non-equivalence of the instruments. 
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Table 4.8 Multi-group CFA of Job Satisfaction 

Model χ2 a df b χ2/ df c CFI d TLI e Comparison Δχ2 f Δdf g P h ΔTLI i ΔCFI j 

Configural Invariance (M1) 6.921 6 1.154 .999 .998       

Metric invariance (M2) 11.199 12 0.933 1.000 1.000 M2 vs.M1 4.278 6 .639 -.003 .001 

Intercepts invariance (M3) 25.605 20 1.280 .995 .995 M3 vs.M2 14.406 8 .072 .006 .005 

Variance and covariance (M4) 26.545 22 1.207 .996 .997 M4 vs.M3 0.940 2 .625 -.002 -.001 

Measurement residuals (M5) 80.848 30 2.695 .954 .972 M5 vs.M4 54.303 8 .000 .025 .042 

a Chi-square statistic; b Degree of freedom; c The ratio of χ2 to the degrees of freedom (df); d Comparative Fit Index; e Tucker-Lewis’s Index; f Difference of Chi-square 
statistic between models; g Difference of degree of freedom between models; h p-value of Δχ2; i Difference of Tucker-Lewis’s Index between models; j Difference of 
Comparative Fit Index between models 

Table 4.9 Multi-group CFA of Self-efficacy 

Model χ2 a df b χ2/ df c CFI d TLI e Comparison Δχ2 f Δdf g P h ΔTLI i ΔCFI j 

Configural Invariance（M1） 304.169 153 1.988 .960 .949       

Metric invariance (M2) 326.706 171 1.911 .959 .953 M2 vs.M1 22.537 18 .209 -.004 -.001 

Intercepts invariance (M3) 384.235 195 1.970 .950 .950 M3 vs.M2 57.529 24 .000 .003 .009 

Variance and covariance (M4) 411.513 207 1.988 .946 .949 M4 vs.M3 27.278 12 .007 .001 .004 

Measurement residuals (M5) 445.950 231 1.931 .944 .952 M5 vs.M4 34.437 24 .077 -.003 .002 
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a Chi-square statistic; b Degree of freedom; c The ratio of χ2 to the degrees of freedom (df); d Comparative Fit Index; e Tucker-Lewis’s Index; f Difference of Chi-square 
statistic between models; g Difference of degree of freedom between models; h p-value of Δχ2; i Difference of Tucker-Lewis’s Index between models; j Difference of 
Comparative Fit Index between models 

Table 4.10 Multi-group CFA of Burnout 

Model χ2 a df b χ2/ df c CFI d TLI e Comparison Δχ2 f Δdf g P h ΔTLI i ΔCFI j 

Configural Invariance（M1） 95.633 57 1.678 .985 .978       

Metric invariance (M2) 117.22 69 1.699 .981 .977 M2 vs.M1 21.587 12 .042 .001 -.004 

Intercepts invariance (M3) 158.794 85 1.868 .972 .972 M3 vs.M2 41.574 16 .000 .005 .009 

Variance and covariance (M4) 177.748 91 1.953 .967 .969 M4 vs.M3 18.954 6 .004 .003 .005 

Measurement residuals (M5) 215.223 107 2.011 .958 .967 M5 vs.M4 37.475 16 .002 .002 .009 

a Chi-square statistic; b Degree of freedom; c The ratio of χ2 to the degrees of freedom (df); d Comparative Fit Index; e Tucker-Lewis’s Index; f Difference of Chi-square 
statistic between models; g Difference of degree of freedom between models; h p-value of Δχ2; i Difference of Tucker-Lewis’s Index between models; j Difference of 
Comparative Fit Index between models



 

81 
 

4.4.2 Analysis of Variance (ANOVA) 

To test if there are any statistical significances in the means for JS, TSE and BNT between the 

three groups of banzhurens categorised based on their years of experience as banzhuren, one-

way ANOVA was conducted using Stata SE 16.  

To determine if the mean scores for job satisfaction, self-efficacy and burnout were 

statistically different between the three groups of banzhurens, the p-values in Tables 4.11, 

Tables 4.12 and Tables 4.13 were checked. Banzhurens’ scores for job satisfaction (p<.1), self-

efficacy (p<.05) and burnout (p<.1) were significantly different between the three groups. 

These results indicate that banzhurens with different years of experience have significantly 

different levels of job satisfaction, self-efficacy and burnout. Thus, the variable for years of 

being banzhuren is controlled in the SEM analysis, which follows in Section 4.5. 

Table 4.11 ANOVA of Job Satisfaction 

Sources of variance SSa df b MSc Fd p-valuee 

Between Group variance 14.777 2 7.388 

2.940 

 

.054* 

 

Within Group variance 1290.841 513 2.516 

Total 1305.617 515  
a Sum of squares, measures variability within and between groups. 
b Degree of freedom between/within groups 
c Mean square, determine whether the differences between/within group means are statistically significant. 
d F-ration 
e p-value < .1 *; p-value < .05 **; p-value < .001 *** 

Table 4.12 ANOVA of Self-efficacy 

Sources of variance SSa df b MSc Fd p-valuee 

Between Group variance 9.817 2 4.908 

6.300 

 

.002** 

 

Within Group variance 399.376 513 0.779 

Total 409.193 515  
a Sum of squares, measure variability within and between groups. 
b Degree of freedom between/within groups 
c Mean square, determine whether the differences between/within group means are statistically significant. 
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d F-ration 
e p-value < .1 *; p-value < .05 **; p-value < .001 *** 

Table 4.13 ANOVA of Burnout 

Sources of variance SS a df  b MS c F d p-value e 

Between Group variance 10.236 2 5.118 

2.620 

 

.070* 

 

Within Group variance 1001.542 513 1.952 

Total 1011.778 515  

a Sum of squares, measure variability within and between groups. 
b Degree of freedom between/within groups 
c Mean square, determine whether the differences between/within group means are statistically significant. 
d F-ration 
e p-value < .1 *; p-value < .05 **; p-value < .001 *** 
 

4.5 Hypothesis Test 

4.5.1 Structural Model Test 

The structural model analysis under the framework of structural equation modelling (SEM) 

was conducted using Mplus 8.3 based on the maximum likelihood (ML) technique to assess 

the direct relationships between banzhurens’ burnout, self-efficacy, and job satisfaction. As 

determined in the former section, the variable of years of being banzhurens was controlled to 

eliminate its influence on the SEM model and to ensure the SEM results were more accurate.  

The results in Table 4.14 and Figure 4.1 show that teachers’ self-efficacy has a 

significantly positive effect on teachers’ job satisfaction. The unstandardised coefficient of the 

path from TSE to JS is -0.736, p < .001, showing that if TSE increases by 1 unit, JS will increase 

by 0.736 unit. The standardised path coefficient is .361. The first hypothesis, banzhurens’ self-

efficacy positively affects their job satisfaction, is verified. 

Teacher burnout has a significantly negative effect on teachers’ self-efficacy. The 

unstandardised coefficient of the path from BNT to TSE is -0.223, p < .001, showing that if 
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BNT increases by 1 unit, TSE will decrease by 0.223 unit. The standardised path coefficient is 

-.451. The second hypothesis, banzhurens’ burnout negatively affects their self-efficacy, is 

verified. 

Teacher burnout has a significantly negative effect on teachers’ job satisfaction. The 

unstandardised coefficient of the path from BNT to JS is -0.560, p < .001, meaning that if BNT 

increases by 1 unit, JS will decrease by 0.560 unit. The standardised path coefficient is -.554. 

The third hypothesis banzhurens’ burnout negatively affects their job satisfaction, is verified. 

Furthermore, the standardised path coefficients can also be used to compare the extent 

of the influence. Through the SEM model, it can be seen that the negative influences of burnout 

on job satisfaction are greater than the positive influence of self-efficacy on job satisfaction. 

Also, the negative influences of burnout on self-efficacy are greater than the positive influence 

of self-efficacy on job satisfaction. Thus, it can be concluded that banzhurens’ burnout has a 

stronger influence on their self-efficacy and job satisfaction. 

Figure 4.1 Structural Model of SEM 

 
* Unstandardized coefficient of the path 

 

Table 4.14 Summary of Hypotheses Test Results 
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Hypothesis Paths* Unstd.a S.E.b Zc P d Std.e 

H1 TSE → JS 0.736 0.086 8.578 *** .361 

H2 BNT → TSE -0.223 0.024 -9.472 *** -.451 

H3 BNT → JS -0.560 0.042 -13.19 *** -.554 
* JS, job satisfaction, TSE, self-efficacy and BNT, burnout. 
a Unstandardized coefficient of the path 
b Standard error 
c t-value, used to calculate the p-value 
d p-value < 0.1 *; p-value < 0.05 **; p-value < 0.001 *** 
e Standardized coefficient 

4.5.2 Mediation Effect Test 

The structural model in the former section indicates that JS, TSE and BNT are significantly 

related to each other, which brings to question the role of TSE as a mediator variable in the 

SEM test. Therefore, the mediation effect test was conducted, and participants’ years of being 

banzhuren were included in the model, suggesting its effect was known and controlled to 

eliminate its influence on the mediation effect model. 

The results are summarised in Table 4.15 and Figure 4.2. Under the 95% confidence 

interval, all three path results of the bootstrapping tests do not include zero, which means TSE 

has a mediated effect on the relationship between BNT and JS. Therefore, the fourth hypothesis, 

banzhurens’ self-efficacy mediates the effect of their burnout on job satisfaction, is verified. 

The results also indicated that banzhurens’ BNT has a total negative effect on JS at .297. Within 

this, the direct negative effect (after the mediating variable TSE was controlled) of BNT on JS 

is .110, and the indirect effect of BNT on JS, which was mediated via self-efficacy, is - .187. 

The ratio of the indirect effect to the total effect (i.e., a*b/c) is often interpreted as the proportion 

of the total effect that is mediated (Hayes, 2009). Thus, for the mediation hypothesis, adding 

banzhurens’ self-efficacy to the model reduced 62.96% of these effects. This shows that TSE 

can mediate 62.96% of the negative influence from BNT to JS. Therefore, increasing 



 

85 
 

banzhuren’s self-efficacy could eliminate over half of the negative influences from banzhurens 

BNT on their JS. 

Table 4.15 The Results of the Mediation Effect Analysis 

BNT→TSE→JS§ 

Indirect effect Proportion of 

relative effect B(a*b) SEa Zb Bootstrapping 
95% CIc 

-0.187 0.029 -6.429 -0.243 -0.129 62.96% 

BNT→JS 

Direct effect  

B(c’) SE Z Bootstrapping 
95% CI 

 

-0.110 0.017 -6.642 -0.143 -0.077 37.04% 

BNT→JS 

Total effect  

B(c) SE Z Bootstrapping 
95% CI 

 

-0.297 0.032 -9.25 -0.358 -0.229 100.00% 
§ JS, teachers’ job satisfaction; TSE, teachers’ self-efficacy; BNT, teachers’ burnout 
B Unstandardized coefficient of the path 
a Standard error 
b t-value, used to calculate the p-value 
c Bootstrap confidence intervals 
 

Figure 4.2 Structure of Mediation Effects a

 
a The variable for years of experience was controlled but not shown in this figure 
* Unstandardized coefficient of the path 
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CHAPTER 5 Analysis of the Interviews 

This chapter will elaborate on the results of the thematic analysis of the interviews from four 

aspects: an overall introduction of banzhuren’s work (Section 5.1), banzhurens’ perception of 

their self-efficacy (Section 5.2), factors that banzhurens perceived to influence their job 

satisfaction (Section 5.3), and suggestions they proposed to improve their job satisfaction 

(Section 5.4). 

5.1 What Does a Banzhuren Do? 

5.1.1 Working as the Students’ Moms: The Daily Routines of Banzhurens 

Among the four schools from which the interview participants were recruited, there were 

variations in the specific times of some the banzhurens’ routine tasks. Nevertheless, all 

banzhurens shared some common core tasks: they usually had to be present in the classroom 

with their students except during the lessons taught by the other subject specialist teachers. The 

extent of their responsibilities is reflected in An’s comment: 

A banzhuren serves as students’ “Moms” in school, responsible for all aspects of students’ 

wellbeing during their time at school, whether related to academics or personal matters. 

The most important aspects are ensuring students’ learning and safety. 

学生在学校一天，所有的大大小小的事都是班主任在负责。班主任像妈妈一样在

关心他们学习和学习以外的其他的事情。最主要的就是学习和安全。 

【An, 29 years, Grade Five】 

The participants explained that primary school banzhurens are full-time teachers who 

work 5 days a week, and their work time at school is about 10 hours a day, normally from 7:20 

am to 5:30 pm. In G City, a typical class consists of about 55 students, and there are no separate 

classes or designated teachers for inclusive education. As a result, banzhurens are responsible 
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for both mainstream and students with special educational needs within the same class, which 

adds to their workload. 

The school day typically begins between 7:00 am and 7:20 am. The morning session 

usually starts with a reading session, which is a scheduled time for the students to read the 

textbook aloud, followed by breakfast. The banzhuren needs to be present before the reading 

session commences to maintain class discipline and help students transition into a learning 

mode. If the day’s reading is related to the subject taught by the banzhuren, they need to stay 

and oversee the whole reading session. The school provides breakfast, and the banzhuren 

should accompany their students to the cafeteria and eat together, ensuring students’ good 

eating habits are gradually developed. After breakfast, there is a 10-minute morning singing 

time, also supervised by the banzhuren, before the first lesson begins.  

Primary schools in G city usually arrange seven periods of teaching classes each day. 

The first lesson of a school day usually starts between 8:00 am and 8:30 am, depending on each 

school’s schedule. The second lesson is usually dedicated to the daily subject-specific teaching 

research group, which all teachers should attend if not scheduled for class. This is followed by 

the morning break, during which students engage in exercise. The banzhuren will show up in 

the playground to accompany their students and ensure they are safe and disciplined. After the 

morning break, the third and fourth lessons take place before lunchtime. After lunch, students 

have a designated nap time. Lunchtime and nap time are also overseen by the banzhuren. The 

afternoon session begins with another singing session, followed by three more lessons. After 

these lessons, there is another break for exercise. The banzhuren oversees the after-school 

service until the school day officially ends between 5:00 pm and 5:30 pm. During this time, the 

banzhuren ensures their students leave the school premises safely. However, each banzhuren’s 

work does not end until around 7:00 pm, when the tasks of lesson preparation and 

communication with students’ parents are finished. 
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An example of a banzhuren’s daily routine is shown in Figure 5.1. Tasks outlined in 

orange font indicate duties that require the banzhuren’s presence. Tasks in blue font denote 

responsibilities that may necessitate the banzhuren’s involvement, particularly if the contents 

are related to the subjects that the banzhuren teaches. 
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Figure 5.1 An Example of a Banzhuren’s Daily Routine 
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5.1.2 Differences Between Banzhurens and Subject Specialist Teachers 

Compared with banzhurens, subject specialist teachers bear a double workload in teaching. 

There are requirements for the number of lessons per week that the subject specialist teachers 

need to conduct. To meet this requirement, they must teach more than one class or subject, 

which means they have more lesson preparation work to do, more lessons to teach, additional 

homework to grade, and more communication tasks with students’ parents regarding any issues 

related to their children’s studies in this subject. But the banzhuren is only in charge of one 

class and teaches one subject. All the work tasks are centred within this class, whether or not 

they are related to academic subjects. Fang said: 

There is a requirement for the subject specialist teachers that they have to teach up to 15 

lessons per week. When I was the math specialist teacher and not a banzhuren, I also had 

to teach Science or Ethics and the Rule of Law to the older grades to fulfil this number. 

The teaching scope was broader, and I had to teach several classes. However, the 

banzhuren’s job tasks are within one class of students.  

任课老师每周有固定的课时要求，大概在 15 节课左右。只担任数学任课老师的

时候，我还兼顾着高年级的科学或者道德与法治课，那个时候范围更大，要教好

几个班，但当班主任就只有一个班，不管是啥事都围绕着这一个班。 

【Fang, 4 years, Grade One】 

In addition to the teaching tasks, more administration work or tasks related to the school’s 

activities or events might also be assigned to subject specialist teachers. For instance, 

participant An had been relieved of the role of banzhuren the previous year but was assigned 

to lead the Calligraphy Research Group for her Year Five students. She said:  
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There is much calligraphy-related work, and I have to be the one to organise it. I am 

required to manage all the matters related to calligraphy, and I cannot say no to school 

because this is what I have to pay for quitting banzhuren.  

书法上的事很多，还都得我来安排。学校让我来做（这些事），我不能说不，不

当班主任就得多做别的工作 

【An, 29 years, Grade Five】 

However, a heavier teaching workload does not equate to more responsibilities. While subject 

specialist teachers have more teaching tasks compared to banzhurens, they have fewer 

administrative duties and responsibilities and less mental stress. Banzhurens are responsible 

for all aspects of their students’ school life, including their studies, daily activities, moral 

guidance, and parent communication, which means compared with subject specialist teachers, 

banzhurens have more interactions and communications with students and their parents. Bing 

said: 

We have to cultivate the students with good academic performance and also help improve 

the performance of those who are struggling. We also have more to deal with parents, to 

communicate about the children’s situations whenever necessary. We make more effort 

on work.  

我们要把班里成绩好的学生培养出来，成绩差一点的给提高上来。然后给家长打

交道多一些，要沟通孩子的情况，付出的也多一些。 

【Bing, 24 years, Grade Two】 

Banzhurens also have the responsibility of handling emergencies, even those occurring in 

subject specialist teachers’ lessons, because students usually behave better when their 

banzhuren is present. In contrast, subject specialist teachers only need to ensure the successful 
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delivery of their lessons and are not concerned with issues unrelated to their teaching. Dong 

and Guo commented: 

Subject specialist teachers might leave directly after the lesson finished and may not be 

so strict on classroom discipline. However, banzhuren has more responsibilities. If there 

is a problem that comes up in any subject specialist teacher’s lesson, such as PE, music, 

art, ethics, or science, banzhuren has to deal with it.  

可能其他任课教师对于课堂纪律他们要求的不够严格，反正上完课人家就走了。

可是班主任担的责任非常多，体育、音乐、美术、道法、科学，不管哪堂课上出

问题了，班主任都要去处理这个事情。 

【Dong, 5 years, Grade Four】 

As a banzhuren, I have a broader responsibility not just for the subject I teach, but also 

for the overall well-being and discipline of the students in the lessons of other subjects. I 

need to support other subject specialist teachers if they need.  

作为一个班主任的话，我不仅是要管好我教的这门学科，学生的方方面面包括其

他的学科的课堂纪律我也需要关注，要协助其他任课教师。 

【Guo, 3 years, Grade Six】 

5.1.3 How To Be a Banzhuren? 

Banzhurens are typically the teachers of the Chinese Language, although some teach 

Mathematics or English. The role of a banzhuren is mostly mandated by the school, leaving 

teachers, especially those who teach the Chinese Language, with little space to choose whether 

or not to take on the role. A banzhuren usually teaches a class for two years, such as from Grade 

1 to Grade 2 or from Grade 3 to Grade 4. The school assigns them to different grades based on 

their abilities and personal characteristics. First-year teachers are usually not asked to be 
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banzhuren. However, for those who teach core subjects, particularly the Chinese Language, 

assuming this role is inevitable. When asked if they would continue to be a banzhuren in the 

long term, most of the participants indicated that this was not their choice, and they would have 

no alternative. Fang and Guo commented: 

I feel that as long as I teach the subject of the Chinese Language, I can’t avoid being a 

banzhuren.  

我觉得只要我教语文，班主任这个职责就卸不掉。 

【Fang, 4 years, Grade One】 

I must have to be a [banzhuren]. Because banzhurens are normally the teachers who teach 

the core subjects. Most of the banzhurens teach the Chinese Language in our school, 

similar to the other schools.  

这个不是说我觉得，而是肯定会，因为一般是主科老师担任班主任，在我们学校

的话是语文老师担任偏多，基本上都是语文老师，其他学校也是类似的情况。 

【Guo, 3 years, Grade Six】 

5.2 Banzhurens’ Self-efficacy 

The term “self-efficacy” is not commonly used by primary school teachers in China. To 

facilitate their understanding of this term in the interviews, questions related to self-efficacy 

began with Are there any kind of your job tasks that you feel confident to accomplish? and Are 

there any kind of job tasks that you feel difficult to accomplish? The participants had varying 

perceptions about their self-efficacy in relation to their work tasks. Although three participants 

responded to these two questions on a general level, Hui and Fang, two of the new banzhurens 

with less than 5 years teaching experience, expressed a lack of confidence in performing 

banzhuren-related tasks: 
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Actually, I don’t think there is a specific working task that I am surely good at.  

其实我觉得我所擅长的方面不很明显。 

【Hui, 3 years, Grade Four】 

I am still exploring and experiencing every task of being a banzhuren, and I haven’t 

identified any part that I feel I am confident in. Every step is quite challenging, to be 

honest. I don’t think my strengths in this role are very clear.  

班主任的每一个工作任务我现在都还在摸索当中，还没有说哪一部分我觉得我很

擅长，每一步其实都挺吃力的。我觉得我没什么明显优势 

【Fang, 4 years, Grade One】 

In contrast to Hui and Fang, participant Guo, also a new banzhuren, said she did not feel that a 

banzhuren’s job tasks are very difficult to accomplish: 

It’s not exactly difficult to conduct the job tasks. There is no requirement for much 

innovation to be a banzhuren. The work tasks, such as daily class management and school 

activities are predetermined. For the school activities that are related to singing, dancing, 

and classroom culture exhibition, the students usually brainstorm together on them, so I 

don’t find it particularly challenging.  

困难倒也谈不上，感觉工作任务执行起来都还好。因为班主任这个工作也并不需

要我去做什么创新。工作任务都是既定的，比如平时的班级管理、组织活动。活

动的话有班歌、班舞、班级文化，学生会集思广益的，所以也没有感觉特别困难 

【Guo, 3 years, Grade Six】 
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5.2.1 Self-Efficacy in Interpersonal Support 

5.2.1.1 Interacting with students’ parents 

Banzhurens’ self-efficacy related to interpersonal support, particularly regarding engagement 

with students’ parents, was mentioned most frequently in the interviews. For primary school 

banzhurens, communicating and cooperating with students’ parents is a vital part of their job. 

The parents will also proactively contact a banzhuren to inquire about their child’s recent status. 

All seven participants shared their experiences of communicating or interacting with the 

students’ parents. Three participants elaborated on the questionnaire item (the 11th item of self-

efficacy in the questionnaire), I can obtain understanding and support from parents regarding 

my work. Among these three participants, Dong and Fang, who had less than 5 years of teaching 

experience, indicated that they have relatively low self-efficacy in obtaining parents’ support 

regarding some school activities. Dong said the student’s parents should not be responsible for 

some of the tasks, which made her feel reluctant to ask for help from the parents:  

Some of the tasks that I think should not be assigned to parents, but I have to deliver this 

information to seek their cooperation. 

比如说有些任务确确实实不应该让家长去做，但是我又不得不去转达这个信息给

家长，要让家长去做这个事情。 

 【Dong, 5 years, Grade Four】 

Fang indicated that there might be misunderstandings between her (or the school) and the 

parents when she was asking for cooperation from parents on some school activities:  

In my current school, most of the students’ parents are dual-employed and very busy. 

They do not really understand why many school activities need their cooperation, and 

they have no time to fulfil the demand from banzhuren or the school. Their negative 

emotions make it difficult to communicate with them.  
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像我们这个小学，家长一般都是双职工，也非常忙。家长他也不太理解为什么会

有这么多活动，老师又让他们干这个干那个，他们也有很大的情绪，沟通起来有

点累。 

【Fang, 4 years, Grade One】 

Cui, who has 14 years of teaching experience in the position of banzhuren, emphasised the 

importance of communication skills with the parents and demonstrated high self-efficacy in 

obtaining the parents’ understanding and support: 

I feel that I’m good at communicating with parents. Sometimes, they may not understand 

teachers’ educational methods in the first place, which needs communication skills. After 

I explain things clearly and with patience, they’ll understand that I truly have the child’s 

best interests in mind. Most parents are very cooperative with the class activities. 

我在与家长的沟通这一方面，做得还算可以吧。有时候有的家长他可能不理解，

这就需要我们班主任有这种沟通的艺术，去和家长耐心的沟通，慢慢给他讲清楚

之后他就会知道这个老师是真的是为了孩子好。大部分家长还是都非常配合班级

的工作。 

【Cui, 18 years, Grade One】 

Additionally, Cui shared her experience of cooperating with the parents of challenging students. 

Her comments can explain her high level of self-efficacy in convincing parents of struggling 

students that their children can make progress through effort (the 12th item of self-efficacy in 

the questionnaire). She said: 

In my efforts to assist students with behavioural issues, I also engaged extensively with 

their parents. In the phone call with the parents, I usually began by praising their kid and 

acknowledging the parents’ efforts, which made them more willing to ask how they could 

further collaborate with me to support their child’s improvement. I do this kind of 

communication with parents a lot. 
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所以我在教育的过程中，包括小任（有行为问题）这个孩子，我也是经常跟他家

长沟通。沟通的时候，先表扬他，先跟他说孩子这星期哪方面有进步，家长听到

这也觉得是对他的肯定，然后他也很乐意很积极去听，他也就会问接下来还需要

他怎么配合。我经常这样跟家长进行沟通。 

 【Cui, 18 years, Grade One】 

Moreover, according to An and Bing, the high divorce rate in China could also adversely impact 

banzhurens’ self-efficacy in communicating with students’ parents. Many students from single-

parent families experience insufficient familial attention, leading to them behaving badly at 

school or home. Banzhurens can find it difficult to communicate with this kind of family. An 

commented that divorced parents might leave home for work and not live with their children, 

which limited them from educating their children. And Bing stated that such parents tend to be 

unwilling to take the responsibility of educating their children, and they shift the duty onto each 

other.  

With the high divorce rate, there are many unattended children. Usually, these children 

are raised by their fathers after the divorce; if the father goes out of the city for work, the 

child is sometimes alone at home at night. It’s a pity for these children because no one is 

home to oversee them. Furthermore, children from divorced families who are raised by 

their grandparents may spend entire nights playing video games without supervision. 

There’s a child in our class like that; he decides not to come to school one day, locks 

himself in his room, and plays video games all day. Nobody knows what he’s doing on 

the internet or what temptations he might be exposed to. This kind of situation is 

completely out of control, and the banzhuren has no way to handle it. 

还有一个现在是离婚率超高，离婚率一高，没人管的小孩太多了，这小孩往往还

都是啥？跟着他爸，他爸要是出门打工，这小孩就有时候晚上是一个人在家里。

非常可怜的孩子，就没人管了。跟着爷爷奶奶的（孩子），他把自己关到房间里
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打游戏。我们班有个小孩就是这样，可能今天不想上学了，关着门打一天游戏，

没人知道他在网上干了啥，也不知道他受了啥诱惑。这种状态就是完全失控的，

老师就没办法。 

 【An, 29 years, Grade Five】 

The number of divorced families is increasing, so there will be more and more children 

from single-parent families. When parents are busy in blaming and passing the buck to 

each other, these children will have problems because they don’t get the support and 

attention that they need from their parents. I think dealing with these kinds of children 

makes me resistant to the job of being a banzhuren, and I’m not willing to do this job.  

因为现在离异家庭越来越多了，所以单亲家庭的孩子会越来越多，就是父母两方

相互推诿的时候，这类孩子就会出问题，孩子得不到家长的支持和关注。我觉得

有这一类问题的孩子，让我对班主任的这份工作产生很多的抗拒，不愿意去干这

个工作。 

【Bing, 24 years, Grade Two】 

The new banzhuren, Hui, who had only one year of experience, acknowledged that his limited 

communication skills with students’ parents regularly prevented him from reaching out to the 

parents:  

I think banzhurens need to spend a lot of time communicating with parents. But I usually 

try to avoid it. Because as a new banzhuren, I feel that I lack some skills in 

communicating with students’ parents. Sometimes, I am not certain how I can express 

myself clearly to seek better cooperation from the students’ parent with my work. 

Moreover, home–school communication may also take up some personal time, so 

personally, I don’t want to do this much.  
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我觉得班主任应该是需要花费很多的时间去和家长互相沟通了解。但是我现在一

般不主动跟他们沟通。因为我觉得自己作为一个新手班主任还是缺乏一些和学生

家长沟通的技巧。有时候有些话我可能不太清楚怎样表达给家长，能够让他们更

好的配合我们的工作。我不太会做这个家校沟通方面的工作。而且家校沟可能又

会占据到一部分个人时间，所以我个人的意愿上也不太想去做家校沟通。 

【Hui, 3 years, Grade Four】 

5.2.1.2 Interacting with school leaders  

As for communication or interaction with school leaders, the participants barely mentioned it. 

Most indicated that they were not engaged too much with the leaders; they just wanted to focus 

on their job tasks. For example, Dong said: 

I just simply want my job done well. Since I took up this job, I will carry it out according 

to my own principles. I am not really concerned with what my superiors think of me. 

However, if they offer me suggestions, I will reflect on whether there is something I could 

improve and whether it is necessary to make corrections.  

我就是想把我自己活干好，我感觉我现在做这个工作了，就按照自己的本心去做。

关于领导怎么看的我不太在意。当然如果领导跟我提建议了，我还是会去想是哪

点做的不好，有没有必要去调整去纠正。 

【Dong, 5 years, Grade Four】 

An and Fang showed low self-efficacy in communicating with the school leaders, mainly due 

to the responses from the leaders being different from their expectations. Their comments 

explained the low rating for the 10th self-efficacy item in the questionnaire: I can communicate 

my ideas and perspectives with leadership to some extent. An said the leaders in her school 

refused to hear suggestions and negative feedback, although some of the suggestions would 

come from the student’s parents: 
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It appears that the school does not encourage negative feedback about its operations and 

prefers to receive only praise. Banzhurens will be blamed if the school leaders hear 

negative feedback from the parents on school operations. For instance, if a student’s 

parents raise concerns about the school’s food, the school leaders tend to hold the 

banzhuren accountable and ask them to pacify the parents, rather than addressing the 

issue raised by the parents. 

学校有任何的事不让你说，所有人都要发出正能量，夸学校的好。如果有意见，

他（领导）就认为是你班主任没有管理到位。比如家长向学校反映一个，说咱学

校的餐食不太好，给学校反映了。学校会问是你哪个班哪个孩子反应的问题，他 

不是去根本上找问题，解决这个问题。 

【An, 29 years, Grade Five】 

Fang also found it difficult to obtain support and understanding from her leaders, which 

impacted the communications between her and them. She said: 

I am seeking greater understanding and support from the school leaders. However, what 

I got are additional demands instead. Consequently, I sometimes feel dissatisfied with the 

leaders, and we have experienced minor conflicts, particularly when the task assignments 

are unreasonable. While some senior teachers may be accustomed to this, younger 

teachers like me find it unacceptable. 

我更希望得到领导的一些理解跟支持，但是有时候领导给的更多的是要求。所以

其实我觉得我有时候对领导的怨气还是挺重的，有一些活动他的安排我觉得不合

理的时候，就会跟领导有一些摩擦。可能老教师就更容易接受一点，我们反正接

受不了。 

 【Fang, 4 years, Grade One】 
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5.2.1.3 Interacting with colleagues 

Interaction among colleagues is common because all the schools have daily and weekly 

teaching research activities.  The participating banzhurens treated the teaching and research 

activities as ordinary school activities. Bing shared the three kinds of teaching and research 

activities in her school: 

We have daily and weekly teaching research activities. Daily teaching research activities 

are held within our office every day after breakfast. There are two kinds of weekly 

teaching research activities. One is held on each Tuesday’s morning reading time and all 

teachers in my grade need to participate. Another one is subject-oriented, such as the 

math teaching research activity is held on each Thursday afternoon.   

日教研是天天都有的，一般是在吃过早饭，。然后是周教研。一个是年级组的教

研，安排在周二的早读时间。还有学校的学科教研，例如数学学科教研是每周四

下午。 

【Bing, 24 years, Grade Two】 

Cui also shared about the daily teaching research activity in her school: 

We have a teaching research activity after school every day aimed at designing the 

homework for that day. We cannot assign writing homework for Year One students. So, 

we need to share the daily teaching progress together first and design the non-writing 

homework. Then send the notice of homework to home-school chatting groups together.  

我们放学以后我们就会在一起教研一下，例如今天布置什么作业。我们一年级还

不能布置写的作业。所以我们就要在一起教研下今天各个班进度是什么样子的，

一起布置一下作业，然后发送至家长群。 

【Cui, 18 years, Grade One】 

Furthermore, it is not rare for banzhurens to seek support from their colleagues when they face 

difficulties, as said by Hui: 
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Sometimes when I need to organise our students for preparing school activities such as 

singing, dancing, or reciting, I really don’t know how to coordinate them. I will ask other 

class teachers for advice. 

有时候遇到在学校活动时我实在不知道怎么配合，例如唱歌跳舞朗诵那一类的，

我就会问问其他班主任，向他们请教. 

【Hui, 3 years, Grade Four】 

 

5.2.2 Self-Efficacy in Management and Administration 

Managing the classroom and accomplishing administrative work are important parts of a 

banzhuren’s work. These include but are not limited to ensuring teaching activities run 

smoothly, ensuring students’ safety, correcting students’ bad habits or behaviours in both 

academic and non-academic aspects, and filling out various forms and documents that the 

school requires. While some of the banzhurens perceived a high self-efficacy in classroom 

management and administration, others felt the opposite. In response to the 7th item of self-

efficacy assessment in the questionnaire, I can handle conflicts among students effectively, An 

and Fang both said they experienced difficulties caused by the students’ parents when handling 

conflicts among students.  

If children have conflicts at school, their parents may have a different perspective than 

the teachers. They can’t tolerate their child being mistreated, and even a minor issue 

might be regarded as a school bully. 

比如说有些孩子在学校跟别人闹矛盾了，他（家长）站的角度他就不一样，他不

能忍受自己的孩子受委屈，有一点小事，他就可能上升到说是校园暴力。 

 【An, 29 years, Grade Five】 
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I feel lacking ability to communicate with Year One parents. The knowledge learned in 

Year One is relatively simple. Under this circumstance, parents may not pay much 

attention to their child’s studies; they may be more concerned about whether their 

children have eaten well and whether they have been bullied. In some extreme cases, the 

minor fights between children can become a conflict between parents, making it more 

difficult to deal with.  

我觉得跟家长沟通更困难一点。因为一年级学习的知识也比较简单，这个时候家

长他也不太重视学习，他们可能更重视的是孩子今天是否吃饱了，有没有被欺负。

有时候孩子之间一些很小的摩擦碰撞，就会上升到家长之间的一些矛盾上，这就

很难跟他沟通。 

【Fang, 4 years, Grade One】 

In addition, Fang also indicated a low self-efficacy in making students aware of her 

expectations for them, which corresponds to the 5th item of the self-efficacy assessment in the 

questionnaire. She said: 

After being a banzhuren for two to three years, this year, sometimes when I was looking 

at my students, I felt helpless and frustrated. I think I’ve tried my best, and I don’t know 

what else I can do to help students change certain bad habits. Some of their bad habits 

just can’t be changed no matter what I did, especially when I can’t get support from 

students’ parents.  

现在干了两三年班主任，有时候我看着学生，会产生一种无力感，感觉沮丧。我

觉得我已经想遍了各种方法，不知道再用什么方法去帮助学生改掉某个坏习惯，

他们有的坏习惯就怎么样都改不掉，尤其是有时候还得不到家长的支持的时候 

【Fang, 4 years, Grade One】 

In contrast, Cui, an experienced banzhuren, demonstrated high self-efficacy in this aspect. She 

also shared an example of how she made a student who has behavioural issues aware of her 

expectations and helped him improve in his behaviour.  
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I believe I am good at assisting students with behavioural issues. Last year, I had a student 

in my class who exhibited significant behavioural problems. At the beginning of the 

school year, he would almost never remain seated at the start of each class and often 

wander around the campus. But I recognised he desired to be a good student and to 

receive teachers’ praise, so I made it a point to commend him for any positive behaviours 

I observed. Concurrently, I deliver my additional expectations to him. After two to three 

months, his behaviour improved significantly, and even his other subject specialist 

teachers praised him in our office.  

我还挺擅长纠正孩子的行为问题的。去年教的有一个学生，他在行为习惯特别不

好。刚进入小学，没有什么纪律意识。上课铃声响的时候没有一次他是坐在教室

座位上的，都是在校园里边到处闲逛的。其实他也自己也想学习好，也想得到老

师的表扬。所以我只要发现他的优点就赶紧表扬他。当然在表扬他优点的同时，

还会指出他还需要做哪些方面的努力。两三个月后，他就进步很大，其他老师也

会在办公室跟我夸他，说他怎么变得那么好。 

【Cui, 18 years, Grade One】 

Guo, who has been a banzhuren for 3 years, exhibited high self-efficacy in interacting with 

students. She said she expresses her concerns to her students generously, which corresponds to 

the 8th item of the self-efficacy assessment in the questionnaire: create a safe and secure school 

environment for students. Guo said: 

I am getting along well with my students. For example, if someone has a cold or feels 

unwell, I’ll ask how they’re doing and remind them to drink water or take pills. This 

actually makes the students very happy, and they’ll go home and share with their parents.  

我和学生相处的比较好。时我喜欢和孩子谈谈心，或者说是他感冒、身体不舒服

了我会问一下好点了没有，提醒他们喝水吃药。这样子其实学生他们也会很开心，

他回家都会跟家长分享。 
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【Guo, 3 years, Grade Six】 

5.2.3 Self-Efficacy in Instructional Strategy 

Instructional-teaching-related self-efficacy was mentioned least by the participating 

banzhurens. Only two of them indicated their high self-efficacy in teaching: Bing, with over 20 

years of experience as a banzhuren, and Dong, who with 4 years of experience. Both teach 

Mathematics.  

I am good at researching different teaching methods, including writing lesson preparation 

plans or work perception.  

其实我比较擅长的是研究一些特例课型，或者说是坐下来写一些教案、自己的感

悟、工作经验总结这一类的。 

【Bing, 24 years, Grade Two】 

I feel confident in math teaching. Because I am banzhuren and teaching mathematics, 

compared with the other subjects, the discipline in my mathematics class is better and 

students usually get higher scores.  

我感觉是做我的数学学科教学比较自信。因为我是班主任，那就是班主任所教的

这一科肯定比其他科的成绩会稍好一点，或者是课堂纪律稍微好一点。 

【Dong, 5 years, Grade Four】 

In response to the first item of self-efficacy assessment in the questionnaire, An, an experienced 

banzhuren with 28 years of experience, expressed her helplessness in supporting students to 

learn better under the current education system, which prioritises academic achievement above 

all else. She said: 

The subject of Morality and the Rule of Law that I teach is deeply intertwined with our 

everyday lives. However, in pursuit of better exam performance, students often resort to 
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rote memorising information from textbooks and classroom instruction. This approach 

significantly restricts their ability to think independently.  

道德与法治本身是一个与生活联系很紧密的学科。但是因为这个学科要考试，一

到考试的时候，孩子非常紧张，每天都是读啊背啊，束缚孩子的思维。 

【An, 29 years, Grade Five】 

In addition, two participants demonstrated low self-efficacy in the aspect of instructional 

strategy. Cui and Hui both said they struggled with tasks that were out of their teaching subjects 

and found it very challenging to coordinate school activities unrelated to their subjects: 

Coordinating with the cultural and sports activities is quite challenging for me. If other 

teachers don’t help in time, I wouldn’t know how to guide my students to cooperate with 

the activities such as performing a roleplay from the textbook, rehearsing a musical 

performance, or other similar kinds of activities.  

在学校组织的文体类活动上，我的困难很大，如果没有其他老师及时帮助我的话，

我就不知道该怎么带我们班的学生去配合这个活动。比如说课本剧的表演，或者

是我们要彩排一个音乐类的表演，或者是其他类似的对我来说比较困难。 

【Hui, 3 years, Grade Four】 

Executing tasks that are beyond the scope of the subject of the Chinese language is quite 

challenging. For example, our roleplay performance activity requires each class to 

perform a play according to the stories in the textbook, which is a bit beyond my expertise. 

I am a Chinese language teacher and am not professional in performance. Additionally, 

we need to arrange the scene, decorate, and prepare costumes for the students, all of 

which are unfamiliar tasks for me. I don’t know how to do these things. 

我个人感觉是执行那些超出我们语文学科范围的工作任务（比较困难）。比如我

们的课本剧演活动，需要我们每个班级表演一个课本上的小故事，这个就有点超
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出了我们语文老师的专业，我们也不会指导表演，再加上还要还要布置场景、做

装饰、给学生准备表演服，这些都要全部都要弄。我们也不会弄这些。 

 【Cui, 18 years, Grade One】 

5.3 Banzhurens’ Job Satisfaction 

The thematic questions in the interviews related to banzhurens’ job satisfaction were:  

• What aspect of your role as a banzhuren gives you the greatest satisfaction?  

• Are there aspects of your role as a banzhuren that don’t contribute to your job 

satisfaction?  

• Do you think you will continue working as a banzhuren for a long term? Why/ why not? 

These questions aimed at exploring whether the participating banzhurens were satisfied with 

their job and the factors contributing to either job satisfaction or dissatisfaction. The responses 

from the participants corresponded to three questionnaire items assessing each banzhuren’s job 

satisfaction: (1) I am satisfied with being a banzhuren; (2) So far, in the position of a banzhuren, 

I have gotten what I wanted; and (3) If I could choose my occupation again, I would still choose 

to be a banzhuren. 

5.3.1 Factors Contributing to Banzhurens’ Job Satisfaction     

The banzhurens’ responses to the first question, What aspect of your role as a banzhuren gives 

you the greatest satisfaction? can be viewed as one aspect of the interpretations of the 

questionnaire item, I am satisfied with being a banzhuren. All seven participants stated that 

students are the main source of their job satisfaction, though their reasons varied. Hui, Cui, 

Fang, and Bing said they felt satisfied and had a sense of achievement when their students 

make progress in their academic performance, their learning habits and their living habits. 

I feel that the sense of satisfaction in this job mainly comes from education itself. When 

I see the progress and growth in the children in my class, whether in their studies or their 
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lives, I actually feel quite happy. For example, after cooperating works with my students 

in some school activities, if we achieve some collective accomplishments, or I see 

progress in the personal growth of students, I have a sense of happiness.  

我觉得这份工作满意度主要还是来源于教育本身。就是当你看到班里孩子，不管

是学习还是生活上有一些进步一些成长的时候，其实还是很幸福的。包括在一些

活动中，经过我们辛苦的准备，取得了一些集体成就之类的，或者在学生个人的

成长方面有一些进步，都能让我获得幸福。 

【Hui, 3 years, Grade Four】 

Banzhuren will spend much more time with students, which brings me much happiness. 

I feel a great sense of satisfaction when seeing every little progress that children make 

under my help and patient guidance, especially the children who are falling behind in 

their studies or habits.  

对于我来说，做班主任和孩子们相处时间比较多，这就带给我的快乐。我觉得看

到孩子们的每一点进步。尤其是比如学习上或者是生活上习惯上稍微有点落后的

这些孩子。他在你的帮助下、耐心的指导下，有了一点点进步，那时候就特别有

满足感。 

【Cui, 18 years, Grade One】 

Some of my students had no sense of boundaries at all at the beginning of the school year. 

I observed them gradually grow and develop, which provided me with a profound sense 

of achievement.  

刚开学的时候感觉孩子非常没有边界感，我是看着他们慢慢的、一点一点的成长，

感觉是在进步，这点我觉得很有成就感。 

【Fang, 4 years, Grade One】 
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I feel more rewarded to see the improvements of the students who struggle with their 

studies. For example, when I was working in the middle school, there was a student who 

could only score a few points in his math exams at first. His parents were divorced, and 

he was a left-behind child; as his math teacher, I continuously helped and cared for him. 

After one or two months, he scored around 65 points out of 120 in math exams. Later on, 

he was able to score 80 to 90 points, which was very good for him. In the end, he was 

admitted to a very good high school.  

感觉是对一些特殊孩子的转化方面，我会更有成就感。例如我原来带过一个中学

的孩子，刚入学的时候他的数学考试就只能考几分，然后了解到他父母离异，还

是留守儿童。在不断地对他进行帮助和关照下，能考到六七十分。咱们中学数学

考试满分 120 分，再后来他就能考到八九十分，对他来说是很不错的，最后上了

一个很不错的高中。 

【Bing, 24 years, Grade Two】 

Dong and Guo said their job satisfaction is mainly sourced from their student’s class discipline.  

For me, a sense of satisfaction comes from the teaching process. For example, when the 

classroom discipline is particularly good, and the children gain a lot in class, I will feel 

happy.  

对我来说就是教学过程中，例如课堂纪律特别好，孩子收获特别多，就比较满足 

【Dong, 5 years, Grade Four】 

I feel it comes from the class discipline. If the children in the class are well behaved and 

other subject specialist teachers praise them, this can bring me a sense of achievement.  

我感觉是班级的纪律这方面，如果班里的孩子挺乖的，挺好的，挺有眼色的，别

的任课老师都夸，这种会比较满足。 
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【Guo, 3 years, Grade Six】 

The seventh participant, An, said she feels satisfied with this job when she receives positive 

appreciation from her students: 

The sense of satisfaction comes from students’ appreciation. When the relationships 

between us are harmonious, and they genuinely like me, this will contribute to my job 

satisfaction. Furthermore, it gives a sense of accomplishment when the former students 

still remember me after they graduated.  

满足感的就是你的学生认可你，孩子之间的关系处理的很融洽，孩子很喜欢你。

特别是有往届学生毕业了以后，这孩子还能再想起来，感觉这相对比较有成就

感。 

【An, 29 years, Grade Five】 

An also mentioned that her job satisfaction would be increased if her class was granted an 

award of Outstanding Class at the end of the year, because this would mean the school 

acknowledged her efforts. 

5.3.2 Factors Impacting Banzhurens Satisfaction: Heavy workload 

The heavy workload was frequently mentioned by participants as a significant factor that 

decreases job satisfaction. There are several aspects to this. The first is Working overtime, 

which is common for banzhurens. Although primary schools typically finish teaching between 

5:30 and 6:00 pm (although this varies with different schools), banzhurens often extend their 

work hours to complete additional tasks, which invades their rest time. For example, Hui said:  

Under normal circumstances, I usually work overtime for about an hour. If there are other 

tasks, like preparing for a public lecture, it could go on until 8 or 9 o’clock. I feel that 
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this one hour of overtime after daily work encroaches on my rest time. But I’ve somewhat 

gotten used to it now.  

通常情况都会加班，一般加班时间在一个小时左右，如果有一些其他任务，比如

说让讲公开课或者其他任务的话，就可能会加到八九点。所以每天下班后的这一

小时加班我觉得是挤占了我的休息时间。但是怎么说呢，现在也有点习以为常了。 

【Hui, 3 years, Grade Four】 

The balance between the banzhurens’ personal life and work is also adversely impacted because 

of working overtime. As Cui said, there is not a clear division between work time and lifetime: 

Work is invading my rest time, and sometimes there are job tasks to be done on weekends 

as well. We’re on duty at the school all day. After overseeing the students leaving for 

home, we still need to communicate with their parents, so we basically leave around 7 

pm. Now we don’t know when is work time or family time. Especially from Monday to 

Friday, there is no family time; it’s all about work.  

工作占用了休息时间，包括周六周日的时候有时候有一些工作也需要去做。我们

等于说全天制都在学校。把学生送走后，我们还要跟跟家长再沟通，基本上都是

都是 7 点才走现在都不知道什么时候什么是工作，什么是家庭，尤其是星期一

到星期五的时候，就没有家庭，都是工作。 

【Cui, 18 years, Grade One】 

During the day, banzhurens are occupied with various tasks at school and parents are busy with 

their own jobs. Therefore, phone communication with parents outside school hours is common 

and constitutes another form of overtime. Dong and Bing commented on how this encroaches 

on banzhurens’ rest time and leads to a “24-hour” work cycle.  

The banzhuren is basically on call 24 hours a day. Because some parents may suddenly 

have something to communicate with me at night. For example, if a student has a problem 
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in class, the parent will only find out after picking up the child in the evening, and then 

they will come to me for feedback.   

班主任，基本上可以说是 24 小时在线的。因为可能有些家长晚上突然就有个事

情跟我沟通。比如学生如果在其他课堂上出现了问题，只有晚上家长接到孩子了

以后才会发现，那么他这时候就会来给班主任反馈。 

【Dong, 5 years, Grade Four】 

Parents of lower-grade students are very concerned about their children. They will 

occasionally call you to ask about some petty matters, which will occupy the rest time 

that belongs to me. Some of the children’s grandparents will also occasionally call me to 

ask about the child’s situation. I feel that my life quality has been affected.  

因为低学段的家长他们非常关注自己的孩子，他会不时的给我打电话，询问一些

很小的事儿，然后就会占据本来属于我自己的休息时间，包括现在有很多孩子的

爷爷奶奶照顾的，他们也会不时的打电话来问孩子的情况，这也会影响自己的生

活。 

【Bing, 24 years, Grade Two】 

Another reflection of banzhurens’ heavy workload and a reason for working overtime is that 

their lesson preparation time is heavily squeezed. As the daily routine displayed in Section 

5.1.1 illustrates, banzhurens’ time is mostly occupied by daily activities, except for the lessons 

taught by the subject specialist teachers. Thus, as mentioned by Fang and Dong, most 

banzhurens need to prepare lessons after school time:  

I feel that there is not enough time for lesson preparation. I communicated with the 

leaders that there is absolutely no time for lesson preparation during the day, and 

preparation can only be done after school. I don’t have any time during the day at all. 
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Look at our daily schedule: except for the lessons taught by other subject specialist 

teachers, banzhuren is staying with the students all the time.  

我觉得是备课时间不够，前段时间也跟领导沟通说完全没有备课时间，备课只能

放到放学之后，白天一天完全没时间。你看我们一天的工作流程，学生除了上非

语文课的时候，其他时间班主任全部全程都跟学生在一块。 

【Fang, 4 years, Grade One】 

I feel like there’s no time to prepare lessons. I’m busy with the duties of banzhuren during 

the day, and I can only focus on math teacher work when I get home at night. Lesson 

preparation has to be done in the evenings.  

我感觉没有时间备课，白天忙班主任工作，晚上回家才能忙数学老师的工作。备

课要放在晚上了。 

【Dong, 5 years, Grade Four】 

Even when they do not have lessons, there are other unscheduled tasks that come up. As Cui 

said:  

There are many unexpected works that need to be done every day. We just want to sit 

down together and really discuss how to teach a certain lesson and then apply it in our 

classrooms. Teaching time is what we lack the most.  

每天都会有不同的事情出现在面前。我觉得我们就想真真正正坐在一起，去教研

一下某节课怎么上，回归到我们课堂上，教学时间是最缺乏的。 

【Cui, 18 years, Grade One】 

Additionally, tasks unrelated to teaching encroach on banzhurens’ work time, leaving no time 

for lesson preparation. An said: 
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Teachers are also required to do various forms of training courses, as well as various 

forms to complete. I feel like I am dealing with multiple things every day. Let alone 

banzhurens, there’s rarely any time for me to sit down quietly and mark homework or 

prepare lessons. 

我都感觉每天我的主要工作都在在应付各种各样的表格和学习任务，让人感觉你

每天都是在应付各种各样的东西。别说班主任了， 我都很少有时间坐这儿，能

静心把作业批改一下，把课备一下，没有时间。 

【An, 29 years, Grade Five】 

Excessive school activities also contribute another layer of workload to banzhurens. Currently, 

each semester features numerous school activities initiated by the school, themed around 

various subjects, and grouped by each class. These activities require significant preparation 

time. The banzhuren and the students need to prepare for them, which mostly occupies all their 

non-class time. Hui said: 

Most of the activities are led and coordinated by banzhurens, which means we have more 

job tasks than subject specialist teachers. It may take about two weeks for each activity. 

About one week for preparation and then holding the activity in the second week. During 

the event, most of the banzhurens’ rest time will be squeezed out. If there is a large-scale 

activity, we will be very busy for a whole day.  

如果学校组织的活动比较多的话，大部分的活动都会由班主任来组织，也就是比

任课教师多了很多这种活动。大概一场活动需要两周左右的时间，准备一周左右，

然后在第二周举行这个活动。如果这样的话，班主任大部分的休息时间都会被挤

占。如果说要组织大型活动的话，基本上一天就会非常忙。 

【Hui, 3 years, Grade Four】 
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During peak periods, a school might even have two to three significant events in one week. An 

described her experience: 

Various activities take up the most time of banzhurens. The school organises numerous 

activities, and we nearly have two to three events every week. For example, last week, 

the first activity was evaluating and assessing our students’ calligraphy work, which is a 

challenging task. We’ve been preparing for this event since the beginning of this semester, 

and it requires everyone’s involvement. The second major event was a Chinese language 

subject activity, a classic recitation. This large-scale event is organised by all Chinese 

language teachers and lasts for three days. Sometimes, I feel that teachers and students 

have to spend much more attention on school activities instead of academic learning. 

Class time is also squeezed by activity preparation. I have to teach as quickly as I can to 

ensure all the key points are covered before the final exam.  

现在学校组织的活动名目繁多，我们学校每星期都举行两三场活动。比如上周，

第一个活动是我们书法基地校验收，这是个大任务也是硬任务，我们从这学期开

学到现在一直在准备这个活动。这个活动（结束后），还有一个大型活动是学科

活动，经典诵读。这个大型活动是以学科为单位，语文老师负责，延续了三天，

我们现在都感觉活动都成主业了，其他的都是副业了，抽空上课。上课的时候像

流水一样快速的讲完（知识点），不然到期中考试、期末考试就讲不完。 

【An, 29 years, Grade Five】 

Banzhurens often feel uncertain about the purposes of these activities and whether they can 

accomplish them. For example, Fang and Cui said: 

Sometimes I feel that some tasks make little difference whether they are done or not such 

as choir competitions. I feel that students and teachers are tired, and I don’t see the 
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benefits. It may be because I haven’t participated in such large-scale activities before, so 

I lack experience, and my communication skills with students are not good enough.  

有一些活动，比如说合唱比赛，我就觉得学生累老师也累，我不知道意义在哪可

能是我也之前也没有参与过这么大型的活动，经验也不够，然后跟学生之间沟通

开展的也不好。 

【Fang, 4 years, Grade One】 

I think there are quite a lot of school activities now. We can’t say it is unnecessary; in 

fact, each activity is necessary. However, there are just too many things to do now, which 

makes us feel like we can’t really finish them well, and it’s hard to explore the real value 

of each activity.  

感觉现在主要是学校的活动比较多，不能说没有必要做，其实每一个活动包括我

们班主任需要传达给学生的每一项事情，它都是有必要的。但是现在要做的事情

太多了，让我们觉着没办法真真正正的深入的、把这件事情的价值给体现出来。 

【Cui, 18 years, Grade One】 

The long work time and continuous overtime would leave some of the participating 

banzhurens exhausted after teaching all day, leading them to have no interest in any other 

entertainment or social life. This can also explain the questionnaire item I feel burned out from 

my work. Fang shared her feelings: 

I don’t have a personal life at all. On the weekends, I just want to lie in bed and rest. I do 

not want to participate in any leisure activities. I feel very tired. On weekdays, when I 

get home at night, I don’t want to go out, either. There’s basically no entertainment for 

me after work. I don’t want to talk to anyone, and communication with my family is also 

minimal. When I talk to my family about work issues, I can get quite emotional and even 

have breakdowns. That’s the situation I have.  
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我完全没有个人生活，我周六周天放假只想躺躺床上休息，就完全没有不想有娱

乐活动，感觉很累。晚上回家也不想出门，只想躺着休息。晚上对基本没有娱乐

的。，也不想跟人家说话啥的，跟自己家人沟通也很少。有时候跟家里边沟通我

工作的问题的时候情绪也比较崩溃，反正就是这种情况。 

【Fang, 4 years, Grade One】 

5.3.3 Factors Impacting Banzhurens’ Satisfaction: The Limited Benefits of Taking the Role of 

Banzhuren.  

Through analysing participants’ responses, it can be concluded that the advantages of taking 

the role of banzhuren are limited either in the aspect of professional development or in the 

aspect of financial support, giving more implications to the questionnaire item So far, in the 

position of a banzhuren, I have gotten what I wanted. 

Aiming to improve primary and middle school teachers’ passion, professional 

knowledge and research ability in teaching, the Chinese educational system has established a 

rigorous professional promotion mechanism (Chen & Peng, 2016). Professional titles are 

generally divided into three levels: senior, intermediate, and junior. The senior level is divided 

into senior and associated senior. The junior level is divided into the assistant level and the staff 

level. According to the notice published by the Department of Human Resources and Social 

Security and the Department of Education of Henan Province (2022), the professional titles of 

teachers are pursued step by step, and there are different requirements for teachers who are 

aiming for promotion to a higher level. Under the overall professional promotion mechanism, 

each school has its own point system to assess whether teachers are qualified for promotion to 

a higher professional title.  

Although being a banzhuren does give a teacher more points, it has limited advantages. 

For example, teachers need to have at least three years of working experience in student 
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management, which is a necessary requirement for those who aim to pursue middle-level 

professional titles. Being a banzhuren is just one kind of work related to student management. 

An said: 

Being a banzhuren can add some points for teachers promoting higher professional 

qualifications, but it is limited. Every teacher can get this kind of point after working for 

a certain number of years. This is achievable for everyone. Moreover, receiving the 

“Excellent Banzhuren” award at the city level will contribute points towards the 

promotion of a professional title.   

当班主任也能在评职称的时候加点分，加分到一定程度就不加了。这个加分是每

个人都能达到的，比如说你干够多少年的时候加多少分，这个干够多少年是每个

人都能达到的。还有，如果能评上市级优秀班主任，对职称晋级也有帮助 

【An, 29 years, Grade Five】 

As well, being a banzhuren does not give a teacher many additional points. Teachers can gain 

points in other ways, such as having a higher education background, hosting a teaching research 

project, or being granted certificates for excellent teaching ability or educational activities. The 

number of different levels of teachers’ professional qualifications is limited within a specific 

school or city, which means teachers need to compete with their colleagues. Banzhurens’ work 

tasks also consume a great deal of time and energy, leaving them with insufficient time to 

prepare for other teaching and research activities and projects that significantly contribute to 

their career development. Hence, banzhurens are at a disadvantage to some extent when 

competing with their colleagues who are not banzhurens. Hui and Fang said:  

Banzhuren will be affected by class-related matters, which could take more time. 

However, these class-related matters are not beneficial for my personal professional 

development.  
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如果当班主任的话，可能就会因为班级的其他一些事物影响到我，可能就会占用

更多时间，但是对我个人的专业发展上起到作用可能并不会太大。 

【Hui, 3 years, Grade Four】 

I don’t think banzhuren has the advantage in career promotion in our school. When it 

comes to promoting professional titles, research projects and papers are more important. 

Being a banzhuren doesn’t offer much advantage, basically none. In fact, I’ve noticed 

that math teachers actually were faster in their professional title promotion than Chinese 

language teachers. I think it is because they have a bit more time for teaching research. 

As Chinese Language teachers, we just fulfil the formality of school tasks because we 

don’t have time to research. Even if we have time, we want to rest a bit.  

在我们学校的话就我觉得没有优势，我们学校评职称他看的就是你的课题成果、

论文这种，班主任的话就没有优基本上没有优势。其实我就发现一个现象数学老

师他的专业发展其实比语文老师更快，因为我觉得他们时间上更充足一点，包括

教研上他们的时间用的也更充裕一点。语文学科（教研）方面有时候我们就是走

个形式，因为我们又没有时间，有时间我们想休息一下。 

【Fang, 4 years, Grade One】 

As for financial support, a banzhuren receives an additional allowance of Yuan 500 

(approximately AUD100) per month); however, this allowance fails to compensate for their 

contributions and sacrifices at school and thus does not make the role of banzhuren attractive 

to teachers. According to Hui and Cui: 

Allowance for banzhurens is ￥500 per month, but compared to other subject specialist 

teachers, banzhurens’ workload is much higher, and we have to constantly worry about 

things in the class.  
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班主任津贴目前是 500 块每个月，但是和其他任课教师相比的话，工作任务多

了很多，要一直操心班里面的事情。 

【Hui, 3 years, Grade Four】 

Listen to my voice; it’s been hoarse for so long, and the money I spent on medical 

treatment is more than ￥500. But it hasn’t improved, so ￥500 really has no appeal 

anymore.  

你听我这嗓子已经哑了这么长时间，光治病花的钱都不止 500，但是身体还是没

有好，所以 500 块钱确实已经没有吸引力了。 

【Cui, 18 years, Grade One】 

5.3.4 Teachers’ Willingness to Continue Serving as Banzhurens 

Many participants expressed a sense of helplessness when asked about their willingness to 

continue as banzhurens, viewing it as inevitable. As discussed in Section 5.1.3, taking the role 

of a banzhuren is decided by school leaders, which limits a teacher’s autonomy. When asked if 

they could make their own decisions, most of the participants expressed their unwillingness to 

be a banzhuren. Their reasons are related to the earlier discussions, including the exhaustion 

and stress associated with the role of a banzhuren, compounded by excessive workload. The 

participants’ comments analysed in this section explain the questionnaire item: If I could choose 

my occupation again, I would still choose to be a banzhuren. Hui, Dong, Fang, and An said 

they would be reluctant to do so: 

From my point of view, I actually don’t want to be a banzhuren. It takes up a lot of 

personal time. If I’m not a banzhuren, I might have more rest time or time to do other 

things. For example, if I have no class at some time, although I don’t have a break, I 

might be preparing lessons or preparing a public lecture which is beneficial for my 

professional development.  
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其实就是个人主观意义上来说，我其实不太想当班主任。因为挤占了很多的个人

时间。不当班主任的话，可能会有更多的休息时间，或者是自己的时间去做其他

事情。比如某节不是我的课，虽然我也没有休息，但是我可能在备课或者是我在

准备一节精品课，这对个人专业发展是有好处的。 

【Hui, 3 years, Grade Four】 

I’m not very willing to do it. Because being a banzhuren is working under a high-pressure. 

If someone doesn’t have a strong sense of responsibility, they might not care. But if I 

really want to do this job well, it’s quite exhausting.  

不太愿意。因为班主任高压的工作，我感觉是高压的工作。如果是那种责任心不

太强的人，可能也觉得无所谓。但是我要真的想把这这份工作干好的话真是挺耗

费精力。 

【Dong, 5 years, Grade Four】 

If I had a choice, I don’t think I would be a banzhuren again. It is too exhausting. I think 

there probably aren’t any conditions that would make me voluntarily become a banzhuren.  

我能选的话不会当（班主任）的，太累了。对我来说我觉得应该没有啥条件能让

我主动当班主任。 

【Fang, 4 years, Grade One】 

I think no one would answer “Yes” if you were to ask other teachers. One of the most 

difficult tasks for schools is assigning banzhurens every year, as no teachers want to 

undertake it. Banzhurens face various school evaluations of their classes. These 

evaluations occur weekly, and the results directly reflect banzhurens’ work performance. 

Moreover, students’ parents and public opinion also impose significant stress on teachers.  
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你去问别的老师这个问题我觉得没有人会给你肯定的答复。现在学校每年分任务，

最难分的就是班主任，没人愿意当班主任。班主任要面临学校对这个班级各种各

样的考评，考评结果每周都要排名，排名结果就是你的工作成绩。另外家长和社

会舆论也给班主任造成很大压力。 

【An, 29 years, Grade Five】 

Bing and Cui indicated they might voluntarily choose to continue as banzhuren, but not because 

of their passion for or satisfaction with the role. Bing’s motivation stems from her familiarity 

with it. 

I think I might still continue. Because I’ve been a banzhuren for so many years, if 

suddenly I’m told not to be a banzhuren anymore, I don’t think I can completely let go 

of this responsibility. The sense of responsibility is still in my heart, so I might continue 

to be a banzhuren.  

我觉得可能还会的吧。因为已经当了这么多年的班主任了，如果突然说不做班主

任了，我也不觉得自己可以这个事完全放下来。心里这份责任感还在，所以可能

还会继续当班主任。 

【Bing, 24 years, Grade Two】 

Cui’s reason for still choosing to remain a banzhuren was her unwillingness to take on extensive 

teaching tasks: 

This question is also quite tricky. Because if I am not a banzhuren, there are still many 

things that need to be done. I think it depends on the individual teacher’s situation. If I 

were to choose again now, I think I might still choose to be a banzhuren. If I don’t, I have 

to teach two or even more subjects, which means more teaching tasks.  
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这个问题也挺纠结的。因为如果不当班主任的话，也还是有很多的事情需要去做。

我觉得是根据老师情况的不同，如果要是现在让我再选的话，我觉得我可能还会

选班主任。不当班主任的话，就得去教两个甚至更多学科，有更多的教学任务。 

【Cui, 18 years, Grade One】 

5.4 Suggestions for Improving the Job Attraction of a Banzhuren 

The participating banzhurens suggestions for improving the job attraction of banzhuren were 

closely related to job dissatisfaction: they lacked effective strategies to reduce the current 

workload. Nonetheless, some suggested that having a teacher assistant responsible for all 

class administration and management could improve conditions, allowing them to focus 

solely on educating. For example, Cui said: 

Actually, I think the role of a banzhuren should be designated as a separate position that 

deals with the class administration work solely. Teaching a subject is already quite 

difficult, requiring specialised knowledge and continuous learning by teachers. 

Similarly, the work of a banzhuren also requires more specialised knowledge, as well as 

more time and effort to be invested. It’s like one person taking on two roles, one in 

teaching and one in management, and both roles need to be done well.  

其实我觉得应该单独划分出来一个岗位做班级的行政工作。本来学科教学工作就

比较深奥，需要专业知识的，需要教师不断学习。那班主任工作其实也需要更多

的专业化知识，也需要更多的时间和精力去投入的。现在（班主任）是一个人担

了两份工作，一个教学，一个管理，两个都要做好。 

【Cui, 18 years, Grade One】 

Two of the younger banzhurens indicated that a higher allowance could be more appealing. 

However, one of them, Guo, also noted that a slight increase in class teachers’ allowances 

would still fall short of addressing banzhurens’ needs. 
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5.5 Conclusion to the Chapter  

This chapter provided a comprehensive analysis of the interview data concerning the roles, 

self-efficacy, and job satisfaction of banzhurens. Firstly, it illustrated the multifaceted nature of 

a banzhuren’s daily routine, often described as similar to being the students’ “moms”, 

highlighting the constant multiple tasks and wide responsibilities involved. The chapter also 

discussed the distinctions between banzhuren and subject specialist teachers, as well as how 

the teachers were assigned to the position of banzhuren. The second section shared the 

participants’ perceptions of their self-efficacy in interpersonal support, management 

capabilities, and instructional strategies. Among these, communicating with students’ families 

was mentioned the most in the interviews. In the third section, the chapter analysed factors 

influencing banzhurens’ job satisfaction. Students’ improvements were found to enhance 

satisfaction, while other factors, such as frequently working overtime, long worktime, 

emotional exhaustion, excessive school activities and insufficient rewards, negatively affected 

their motivation. Moreover, many banzhurens expressed reluctance to continue in the role 

without substantial improvements in working conditions and support. Finally, based on the 

findings, several practical suggestions were offered to improve the attractiveness of the 

banzhuren position.
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Chapter 6 Discussion and Findings 

6.1 Introduction to the Chapter 

This study has sought to obtain a deeper understanding of primary school banzhurens’ job 

satisfaction through a sequential mixed-methods research design. First, a quantitative method 

was implemented to investigate the potential relationships between primary school banzhurens’ 

self-efficacy, burnout and job satisfaction. Subsequently, a qualitative method was employed 

to gain a deeper understanding of banzhurens’ working status, along with how burnout, self-

efficacy, and other factors influence their job satisfaction. This chapter discusses and 

summarises the main findings from both the quantitative and qualitative methods, thus 

addressing the three research questions:  

1. What are the relationships among banzhurens’ job satisfaction, self-efficacy and 

burnout?  

2. Are there factors beyond self-efficacy and burnout that also influence banzhurens’ job 

satisfaction?  

3. What are the possible ways to improve banzhurens’ job satisfaction? 

Section 6.1 first addresses the initial research question, which concerns the contribution and 

impact of self-efficacy and burnout on banzhurens’ job satisfaction. Section 6.2 explores other 

factors influencing banzhurens’ job satisfaction, as identified in the interviews, to gain a better 

understanding of their job. Finally, based on the results from the survey and interviews, Section 

6.3 provides some possible ways to improve banzhurens’ job satisfaction. Finally, Section 6.4 

summarised this chapter.  
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6.1 What Are the Relationships Among Banzhurens’ Job Satisfaction, Self-Efficacy and 

Burnout 

This section addresses the first research question: What are the relationships among 

banzhurens’ job satisfaction, self-efficacy and burnout? The discussions in each sub-section 

are organised according to the sequence of hypothesis testing. Section 6.1.1 discusses 

Hypotheses 1 and 4: Banzhurens’ self-efficacy positively affects their job satisfaction, and 

banzhurens’ self-efficacy mediates the effect of their burnout on job satisfaction. Section 6.2.2 

discusses Hypotheses 2 and 3: Banzhurens’ burnout negatively affects their self-efficacy and 

job satisfaction. 

6.1.1 The Effects of Self-efficacy on Job Satisfaction 

In the current study, the participating banzhurens scored an average of 5.24 out of 7 in their 

self-efficacy, suggesting that they possessed a mild sense of confidence in dealing with their 

work tasks. It is worth noting that among the 12 items of self-efficacy assessment, the only 

item with a score below 5 is “I can communicate my ideas and perspectives with leadership” 

(mean rating of 4.41 ± 1.59). This indicates that the banzhurens would prefer supportive school 

environments where they would feel comfortable expressing their ideas to school leaders. This 

quantitative finding is also echoed in the interview data (see Section 5.2.1): An stated that her 

school leaders preferred to hear praise rather than constructive feedback, and Fang indicated 

that her school leaders tended to impose more requirements on her when she sought support. 

This may be because, in some schools in China, school leaders usually adopt a bureaucratic 

leadership approach enhanced by professional strategies (Zhang et al., 2022), leading the 

authorities to value only praise and effort, while discouraging suggestions and demands.  

Similar findings are scarce in previous studies. A possible reason may be that the studies 

on banzhruens’ self-efficacy in the context of China have not gained much attention. Another 
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reason might be that although many Western studies have focused on teachers’ self-efficacy, 

they investigated teachers’ self-efficacy in instruction and classroom management situations 

and not in interactions with leadership.  

The first hypothesis posited in the quantitative component of this research is that 

banzhurens’ self-efficacy positively influences their job satisfaction. This relationship was 

confirmed through structural equation modelling. That is, banzhurens’ job satisfaction will 

increase if their self-efficacy increases. This positive relationship has also been reported in 

Canada (Klassen & Chiu, 2010), Romania (Ortan et al., 2021), Germany (Jentsch et al., 2023), 

and Australia (Granziera & Perera, 2019). A possible reason for the positive influence of self-

efficacy on job satisfaction may be that teachers with high levels of self-efficacy are more likely 

to accept and try new teaching methods and classroom management strategies and to pursue 

better work conditions that support their efforts, all of which may lead to effective teaching, as 

measured by student academic achievement (Caprara et al., 2006; Klassen & Tze, 2014), as 

well as by less job stress and burnout (Skaalvik & Skaalvik, 2010).  

The fourth hypothesis about banzhurens’ self-efficacy mediating the relationship 

between burnout and job satisfaction was tested as valid. This result indicates that banzhurens’ 

self-efficacy can eliminate the negative influence of their burnout on job satisfaction. In other 

words, self-efficacy can be regarded as a protective factor against burnout (Shoji et al., 2016). 

This can be interpreted from the perspective of social cognitive theory (Bandura, 1997). 

According to this theory, self-efficacy shapes how individuals interpret and respond to their 

environment. Teachers with higher self-efficacy tend to view challenging situations as 

manageable and maintain their motivation, which helps to mitigate the negative impact of 

burnout on job satisfaction. Thus, a teacher with a high level of self-efficacy may not feel very 

dissatisfied with their job even if they feel burned out.  
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Despite the quantitative findings of this study demonstrating the positive influence of 

banzhurens’ self-efficacy on job satisfaction, the participants did not explicitly mention the 

positive effect of self-efficacy on their job satisfaction during their interviews. Given that 

banzhurens have complex workplaces involving school leaders, colleagues, students, parents, 

and educational departments, many factors within this environment, such as interpersonal 

relationships, salary and school resources, as well as the student-related factors mentioned in 

Section 5.3.1, may be more directly perceived by teachers when assessing their job satisfaction. 

The influence of self-efficacy might therefore not be strongly recognised. 

6.1.2 The Effects of Burnout  

The results of the quantitative research showed that the participating banzhurens indicated a 

slight dissatisfaction with their roles (score of 3.50 out of 7), although banzhurens with 

extensive years of experience demonstrated a higher level of job satisfaction. Burnout was 

verified as significantly negatively influencing Banzhuren’s job satisfaction. Thus, the third 

hypothesis was confirmed: banzhurens’ job satisfaction will decrease if their burnout increases. 

The negative relationships between banzhurens’ burnout and job satisfaction were also found 

in previous Chinese studies (e.g., Yang, 2016). Regarding the impacts of different dimensions 

of burnout, studies from Asian and Western countries (Skkalvik & Skaalvik, 2017; Yorulmaz 

et al., 2017) reported a stronger impact of emotional exhaustion than that of depersonalisation. 

Although this current study did not analyse the relationships among the dimensions of each 

factor in structural equation modelling, the stronger impact of emotional exhaustion was 

supported by the interviews with the participating banzhurens. When talking about their 

feelings about being a banzhuren and the reason why they were unwilling to continually take 

up the role of banzhuren, the words they mentioned were related to emotional exhaustion: “tired 

(累)”, “high-pressure (压力大)”, and “exhausting (精疲力尽)”. 
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The second hypothesis proposed that burnout negatively impacts banzhurens’ self-

efficacy; this relationship was confirmed through structural equation modelling. The negative 

association between burnout and self-efficacy has also been reported by Shoji et al. (2016) and 

Skaalvik and Skaalvik (2010). The theoretical framework of self-efficacy employed by 

Bandura (1977) and Tschannen-Moran et al. (1998) in their studies comprised four fundamental 

sources of self-efficacy: mastery experiences, vicarious experiences, verbal persuasion, and 

physiological and affective states. Bandura (1977) pointed out that the level of emotional and 

physiological arousal could influence a person’s self-perception of their efficacy on the job. By 

extension, when banzhurens frequently experienced negative mental feelings such as emotional 

exhaustion, tiredness or depersonalisation, their confidence in handling work tasks would also 

be expected to decline. In contrast, the experience of positive emotions at work such as joy, 

happiness, and a sense of achievement would be expected to contribute to the development of 

banzhurens’ self-efficacy. 

The questionnaire results indicate that the participating banzhurens had a moderate 

level of burnout (4.49 out of 7). This numerical result suggests that banzhurens did not have a 

high level of burnout. Similarly, during their interviews, the participants did not appear to be 

in a state of exhaustion or overwhelm. However, they did mention that if given the choice, they 

would not continue as banzhurens, finding the job too exhausting. This result could be 

explained by the influence of Chinese culture on participants’ own perceived cut-off points for 

burnout (Schaufeli & Van Dierendonck, 1995). Under the influence of Confucian culture, most 

Chinese teachers choose to avoid radical expression in their words or actions; controlling their 

emotions at a moderate level is the core philosophy of Confucian culture, Zhongyong thinking 

(the Doctrine of the Mean, 中庸之道) (Soto et al., 2005). Furthermore, one of the fundamental 

values of teacher morality as established by the Confucian school is “be eager to learn and 

tireless in teaching others (学而不厌, 诲人不倦)” (Jiang, 2023). This may lead them to feel 
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ashamed to express their feelings of exhaustion regarding their profession. Thus, even if they 

feel the job of being a banzhuren is extremely tiring, most of them would still not label it a high 

level of burnout or exhaustion.  

Although the average level of burnout is moderate, two items under the emotional 

exhaustion dimension had a score over 5 out of 7 (i.e., an indication of agreement): I feel burned 

out from my work, and I feel fatigued when I get up in the morning and have to face another 

day on the job. The sense of burnout among the banzhurens was also evident in the interviews, 

particularly Fang’s (see Section 5.3.2), who expressed limited interest in personal social life 

due to exhaustion from work. One reason the banzhurens felt burnout might be the heavy 

workload they were bored with, which was also discussed in Section 5.3.2. The banzhurens 

needed to spend a lot of energy to complete the various aspects of their job tasks. Referring to 

the participants’ comments in Sections 5.1.1, 5.1.2, and Section 5.3.2 of Chapter 5, they stated 

that in addition to their teaching duties, they were responsible not only for students’ overall 

well-being but also for providing support to subject specialist teachers in their own classes if 

necessary. Heavy workload causing burnout is also reported in previous studies (e.g. Jomuad 

et al., 2021).  

Another reason for feeling burnt out might be due to unexpected job tasks. As Cui (see 

Section 5.3.2) mentioned, most of the banzhurens’ job tasks were ad hoc, unplanned and 

fragmented. They included handling students’ emergencies, managing class administrative 

work with short notice, and responding to unexpected phone calls from parents. All of these 

greatly interrupted the banzhurens’ routine work. Faced with these job features, the banzhurens 

were likely to experience an increased sense of burnout and thus decreased job satisfaction.  

In addition, while traditional culture may discourage teachers from openly expressing 

burnout, the same cultural and modern standard of teacher morality expectations paradoxically 
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intensify their psychological strain and emotional exhaustion (refer to Section 2.5.2). In modern 

educational contexts, banzhurens may feel obligated to suppress personal needs and 

continuously devote themselves to students’ moral and academic growth, even at the expense 

of their own well-being. Such persistent self-sacrifice and emotional suppression can result in 

chronic stress and emotional exhaustion—core components of burnout—despite their outward 

composure and endurance. 

In conclusion, the quantitative data from this study revealed the negative impacts of 

burnout on the participating banzhurens’ self-efficacy and job satisfaction while also showing 

positive effects of self-efficacy on job satisfaction, with self-efficacy acting as a mediating 

factor against the negative impacts of burnout on job satisfaction. The qualitative data 

highlighted the negative effects of perceived burnout, with no recognisable positive influences 

of self-efficacy. Although the participants did not explicitly perceive the role of self-efficacy in 

job satisfaction, the interview data provides valuable insights for school leaders and education 

department officials in their efforts to enhance job satisfaction among banzhurens.   

6.2 What Are the Other Factors Influencing Banzhurens’ Job Satisfaction? 

This section aims to elaborate on the factors influencing banzhuren’s job satisfaction identified 

in the interviews in response to RQ2: Are there factors beyond self-efficacy and burnout that 

also influence banzhurens job satisfaction?  

6.2.1. Students’ Academic and Non-Academic Progress and Behaviours in Schools 

When interviewed about the factors contributing to their job satisfaction, as analysed in Section 

5.3.1, the participating banzhurens’ responses predominantly centred on their students’ 

achievements, personal growth and academic improvements, along with classroom discipline 

and the appreciation the students expressed towards them. It is not surprising that the teachers 

viewed students as the primary source of their job satisfaction; after all, students’ development 
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is the main focus of their work. As participant An mentioned (see Section 5.1.1), banzhurens 

often fulfilled the role of students’ “school moms”, indicating that, unlike subject specialist 

teachers who primarily concentrate on teaching a specific subject, banzhurens emphasise 

students’ comprehensive development rather than solely focusing on just their academic 

achievements. 

The reason banzhurens place such importance on students’ personal development may 

be understood from two perspectives: policy and culture. First, the educational policy, 

Regulations on the Work of Primary and Secondary School Banzhurens (Ministry of Education 

of the People’s Republic of China, 2009), emphasises that the job responsibilities of banzhurens 

should focus on students’ moral and ethical development. This suggests that school leaders and 

banzhurens should view students’ healthy spiritual development as one of the direct indications 

of their effectiveness. Second, as a representation of Chinese Confucian culture, the school 

emphasises how teachers must cultivate their own morality if they are to provide support and 

guidance to students on how to be a person (Qian, 2011). According to the fundamental 

requirements of teachers outlined in “Shī Shuō” (《师说》 (Comments on Teachers) by Han 

Yu (802 CE), the primary responsibility of teachers is to provide spiritual guidance, followed 

by imparting knowledge and addressing students’ questions (Chen & Xie, 2014). Spiritual 

guidance includes helping students shape their values, worldviews, and outlooks on life, 

enabling them to understand the principles of being a good person and their responsibilities to 

society. As well, Confucius’s statement that “habits formed in youth become second nature (少

成若天性，习惯成⾃然) “ (Ban, 2012), emphasises the importance of developing good habits 

and behaviour during one’s early years because they often shape one’s character and become 

deeply embedded in how one lives and acts in later life. In contrast, if a child’s inappropriate 

habits and moral issues are not intervened with promptly, they might affect the rest of that 
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individual’s life. For banzhurens, therefore, developing a child’s character and moral values in 

the primary school years is crucial and regarded as one of their “significant work tasks”.  

In summary, the influence of Chinese educational policies and traditional culture, and 

the progress and growth of students regarding learning, habits (both academic and non-

academic), behaviours, morals, and ethics serve as significant affirmations of the participating 

banzhurens’ efforts and can account for their job satisfaction. 

6.2.2 Workload 

In contrast, a significant contributor to the banzhurens’ job dissatisfaction identified through 

the interviews was the imposition of overwhelming workloads, as reflected in long working 

times and too many tasks. First, as illustrated in Figure 5.1, a banzhuren typically arrives at 

school in the early morning and leaves in the late evening, a total of 11 hours, 5 days a week. 

As also discussed in previous studies (e.g., Pan & Zhang, 2017), these total weekly working 

hours greatly exceed the average of 44 hours mandated by the Labour Law of the People’s 

Republic of China (National People’s Congress, 1995). Moreover, as the participants 

mentioned in their interviews (Section 5.3.2), they worked overtime for almost an hour every 

day and remained on call for 24 hours, even on weekends. This encroachment on their personal 

rest time has greatly affected their emotional and physical health, ultimately impacting their 

job attitudes and overall job satisfaction.  

Second, the burden of excessive non-teaching-related tasks exacerbated the banzhurens’ 

job dissatisfaction. Banzhurens have a broad work scope and responsibilities that extend 

beyond teaching to encompass all aspects of classroom affairs. Geng (2018) found that 

banzhurens spent over half of their work time on job tasks unrelated to teaching. Such tasks 

were also mentioned participants in this study in relation to online or offline learning (An in 

Section 5.3.2), frequent extracurricula school activities (Hui and An Section 5.3.2), 
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communication with students’ parents (Section 5.2.1), and various inspections by school or 

education departments (An in Section 5.3.4). Other studies have also alluded to the seemingly 

endless administrative forms and paperwork (Lin, 2020).  

The various job tasks unrelated to teaching also consumed time and energy that the 

participating banzhurens could have invested in lesson preparation and students’ moral 

education, rather than needing to work overtime, as stated by Hui (Section 5.3.2). This led to 

them questioning the true essence of their profession. In combination, the heavy workload, 

hectic school life, and lack of time for recovery greatly contributed to their emotional 

exhaustion, ultimately leading to a decline in job satisfaction (Skaalvik & Skaalvik, 2020) and 

even posing a risk to physical health (Madigan et al., 2023). More importantly, the participants 

frequently mentioned the other various school activities occupying much of their time. 

According to Hui and Cui’s statements (see Section 5.2.3), many of these activities were often 

unrelated to the subjects they taught, and the lack of relevant knowledge and skills to coordinate 

these activities caused them to struggle. Such complaints about excessive school activities were 

not found in the previous studies, suggesting that this issue may be a distinctive characteristic 

of the educational system within the specific city where this research was conducted.  

6.2.3 Stress 

The interviewees also indicated that stress was another factor that impeded banzhurens’ job 

satisfaction. The negative relationship between stress and job satisfaction has also been 

reported in previous studies (e.g., Jentsch et al., 2023; Parveen & Bano, 2019). This section 

elaborates on the possible causes of job dissatisfaction from four aspects: the banzhurens’ inner 

pride, school leaders, social opinion, and students’ parents. 

The teachers who are selected to take up the role of banzhurens are usually those who 

have relatively high capability and a good sense of responsibility. These teachers often have 
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high expectations of themselves. Dong (see Section 5.3.4) said she felt a banzhuren’s job was 

highly pressured and exhausting because he had a strong sense of responsibility and wanted to 

do this job well. However, it is difficult to achieve perfection when managing multiple complex 

work tasks, especially for young banzhurens who often have high expectations for their work 

performance and outcomes (Zhang, 2023). Therefore, given the gap between reality and 

excellence, they may exert pressure on themselves and, in turn, undermine their motivation and 

job satisfaction.  

Another possible reason that banzhurens possess a strong sense of responsibility is the 

enduring influence of traditional Confucian culture. Except for the requirements of teacher 

morality discussed in Section 2.5, a widely circulated saying in Confucianism that shapes the 

quality of perseverance among the Chinese people is “Where there is a will, there is a way”, 

which emphasises that one can ultimately achieve success as long as one possesses ambition 

and puts in the effort. Banzhurens are even more likely to be guided by this saying because the 

whole society, including themselves, views teachers as the models for students. Hence, they 

will push themselves to do their job well, even though it causes them additional stress. 

The high expectations that school leaders place on banzhurens can also greatly increase 

their stress. Parents entrust their children to the school, and the school entrusts the students to 

the banzhuren. From the perspective of school leaders, banzhurens, being the primary 

responsible persons for their classes, are the connection between students and the school. 

According to An (see Section 5.1), ensuring student safety has priority among the many 

responsibilities of a banzhuren. Previous Chinese studies have show that 76.7% of banzhurens 

were bearing the pressure of maintaining students’ safety (Zhao & Liu, 2018), and if an 

accidental incident were to happen they would immediately be given a “veto” on their 

performance, leading to the complete denial of all their work achievements and disqualification 

from receiving awards and recognition in the school year (Song, 2022).  
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As the daily routine in Figure 5.1 illustrates, banzhurens need to be with students to 

ensure their safety, even when they don’t have teaching duties. This means that as long as they 

are in school, the banzhurens bear the pressure of supervising the students. However, since 

there are about 50 students in a class, playful roughhousing, minor conflicts, and even physical 

altercations among students are unavoidable. It can be challenging and stressful for banzhurens 

to ensure that every student remains well-behaved and completely free from accidents. In 

addition, school leaders use other standards to assess the banzhurens’ work as classroom 

managers. These include their students’ overall discipline both inside and outside the classroom, 

classroom cleanliness, their students’ obedience, and class culture. The results of the evaluation 

are a reflection of a banzhuren’s work effectiveness and include credits or demerits for the 

rewards of Excellent Banzhuren (see Section 5.3.3). This places a significant amount of 

additional pressure on each banzhuren. 

The rapid development of the internet and information technology in China has allowed 

the public to scrutinise education quality, student behaviour, and teacher conduct. Hence, social 

media has emerged as a significant source of pressure on primary school banzhurens. 

Influenced by traditional Chinese culture, the public has high expectations of teachers’ morality 

and ethics (see discussion in Section 2.5), believing that teachers should possess a strong spirit 

of sacrifice and dedication and be available to take on extra work and make additional 

contributions without asking for rewards (Shen & Zhao, 2006). Descriptive metaphors include 

“selflessly dedicated gardeners”, “red candles that quietly burn themselves to illuminate 

others”, and “engineers of the human soul” (Ban, 2007). Perceived failure to meet the 

expectations of the public is often exaggerated by online media or individuals, forcing 

banzhurens to face intense scrutiny and criticism, further exacerbating the stress they already 

deal with. Recent research (see Wang, 2022) found approximately 33,300 internet search 

results related to teachers, but fewer than 1,000 of these are reports about the positive image of 
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teachers, the rest consisting of mainly negative coverage. On social media, people express their 

dissatisfaction with the misconduct of a very small number of teachers, attributing the blame 

to the entire teaching community (Cui & Long, 2024). As participant An indicated, under the 

pressure of social opinion, banzhurens must be careful when managing students who have 

behavioural issues.  

Last but not least, a source of work pressure on banzhurens comes from the students’ 

parents. As the analysis in Chapter 4 shows, all participants shared their experiences of 

communicating with students’ parents in the interviews. The pressure from parents took many 

forms, including frequent inquiries, unrealistic academic expectations, and dissatisfaction with 

school decisions or teaching methods. Banzhurens often serve as the primary point of contact 

between the school and parents. Not only do they bear the responsibility of managing parents’ 

high expectations, concerns, and demands on schools and students, but they are also 

responsible for educating parents and guiding them to collaborate with the school.  

With the popularisation of compulsory education in China and the development of the 

internet, most of today’s parents are well educated and have their own perspectives on 

education methods for their children, which may differ from those of the schools, the teachers, 

and even other parents (Sun, 2024). Since it is hard for a banzhuren to meet everyone’s needs, 

parents may misunderstand, complain, or feel dissatisfied when their requests are not met, 

making the banzhuren feel stressed and emotionally exhausted (Peng, 2022). Due to inadequate 

and ineffective communication skills and work experiences, young banzhurens, such as 

participants Dong, Fang, and Hui in this study, often experienced significant pressure when 

communicating with parents about a child’s learning and behavioural issues while also seeking 

collaboration from the parents. 
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In conclusion, the high expectations of the school leaders, society, students’ parents and 

the banzhurens themselves placed a large amount of pressure on the participants. 

6.2.4 Insufficient Reward 

Salary and promotion have also been shown to significantly affect teachers’ job satisfaction 

(Khaliq, 2021). As already discussed, the participating banzhurens bore heavy workloads, 

responsibilities and stress, but they did not receive allowances proportionate to their work and 

effort. Previous studies have also reported banzhurens’ dissatisfaction with the allowances they 

received (Chen, 2020; Yuan, 2019). Although the Chinese government has repeatedly 

emphasised increasing banzhurens’ monetary welfare, it has been quite challenging to 

implement effectively in practice (Wang, 2021). The amount of allowance awarded to 

banzhuren is decided by the local education department and varies between the provinces and 

cities. According to Zhao and Liu (2018), the ideal allowance for banzhurens should account 

for one-third of their gross monthly salary. However, they found banzhurens in some rural and 

countryside regions received an allowance rate of less than ￥100 (around AUD20) each month, 

whereas banzhurens in Shenzhen City (one of China’s first-tier cities) received 1500 Yuan 

(around AUD300) per month.  

In this current study, the banzhurens in G City received an allowance of around 

AUD100 every month, accounting for about one-eighth of their salary, which is far from the 

ideal standard allowance for banzhuren. Given that the Chinese teaching community is already 

dissatisfied with their salary levels (Pan & Zhang, 2017), the allowance they receive is 

significantly disproportionate to the effort they dedicate (as claimed by Cui and Hui – see 

Section 5.3.3), which increases job dissatisfaction. 

In practice, subject specialist teachers have clear promotion paths that motivate them to 

pursue professional promotion and administrative leadership such as deputy director, director, 
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school vice-principal, and school principal. In contrast, banzhurens possess neither rank, level, 

nor defined professional standards concerning job titles (Zheng, 2019) and thus no significant 

advantage in terms of career advancement. As already discussed, banzhurens devote half of 

their working time to management and administrative tasks. In comparison, subject specialist 

teachers have more time and energy to enhance their teaching and related activities, such as 

participating in teaching research projects. However, as mentioned in Section 5.3.3, the career 

promotion path for banzhurens is primarily the same as that for subject specialist teachers, 

which, according to participant Fang, ultimately disadvantages banzhurens. Participant An said 

that even though effective banzhurens could be awarded the title of Excellent Banzhuren to 

acknowledge their efforts and effectiveness, no additional allowance would be received, other 

than a few scores added to their professional title assessment; hence, this “reward” lacked 

appeal and failed to stimulate banzhurens’ work motivation and satisfaction.  

6.3 Possible Ways to Improve Banzhurens Job Satisfaction 

This section addressed the third research question: What are the possible ways to improve 

banzhurens’ job satisfaction? Based on the results of the quantitative research and banzhurens’ 

sharing in the interviews, four strategies were proposed to enhance banzhurens’ job satisfaction 

and support their professional development in both the short and long term. The strategies are: 

1. Provide better work environments and support for banzhurens 

2. Establish a professional evaluation system for banzhuren 

3. Establish the position of teaching assistant 

4. Increase banzhurens self-efficacy. 

6.3.1 Provide Better Work Environments and Support for Banzhurens 

First, the school leaders should reduce unnecessary administrative tasks unrelated to teaching, 

such as filling out forms, learning irrelevant documents, writing unreasonable work reports, 
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and attending meaningless meetings. This would allow banzhurens to focus on their subject 

teaching and students’ moral guidance.  

Second, the school should pay attention to banzhurens’ professional development. For 

new banzhurens, professional development could focus on improving communication skills 

with students and parents, strengthening classroom management abilities, and developing 

strategies for emotional self-regulation. For experienced banzhurens, professional development 

could focus on updating professional skills and learning new educational philosophies and 

teaching approaches. The school could hold training workshops or seminars for banzhurens, 

focusing on different work-related themes to provide them with opportunities for mutual 

sharing and communication (this is discussed further in Section 6.3.4). More importantly, the 

content of these workshops and seminars should be practical and of high quality. To further 

improve banzhurens’ job satisfaction, the school leaders could actively and broadly seek 

teachers’ suggestions and opinions, allowing them to play a role in school decision-making to 

enhance their sense of belonging and motivation.  

Third, banzhruens’ current allowance needs to be increased to realistically reflect their 

labour input, making the job of banzhuren more attractive and increasing banzhurens’ 

motivation. This will be further discussed in the next section.  

6.3.2 Establish a Professional Evaluation System for Banzhuren 

As mentioned in Section 6.1.4, although banzhurens bear heavy responsibilities, the lack of 

defined professional standards regarding their professional qualification promotion (Zheng, 

2019) provides no significant advantage for career advancement. For long-term development, 

school leaders and education department officials should consider establishing a 

comprehensive evaluation system for banzhurens’ work performance, as is the case for subject 

specialist teachers, whose work performance is assessed through direct evaluations of their 
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students’ grades and lesson performance, which are relatively objective. Banzhurens’ work 

performance is assessed through lesson discipline, classroom cleanliness, students’ behaviours, 

etc., which may be deemed scientific and objective, but such evaluations do not completely 

reflect banzhurens’ work tasks and responsibilities, or the energy and effort they invest (Peng, 

2022). For example, their work attitudes, relationships with students and parents, 

communicative skills with parents, moral education, and pastoral care for students are not 

included in the regular performance assessments. A more holistic performance evaluation 

system for banzhurens’ work is needed. 

To ensure such performance evaluations are objective, multiple assessors should be 

involved, including colleagues, school leaders, parents, and the banzhurens themselves (Wang, 

2022). Colleagues who work closely with the banzhurens, such as subject specialist teachers 

who teach the same class or subject, are well acquainted with their teaching practices, 

relationships with students, and work attitudes. School leaders, who are responsible for 

developing and enforcing educational policies, can offer objective assessments of banzhurens’ 

work ethics, teaching methods, effectiveness, and classroom management. Given their 

authoritative role, leaders’ evaluations carry significant weight and would add an important 

dimension to the performance evaluation. Parents, as significant “collaborators” in banzhuren’s 

work on the home-school connection, play an essential role in evaluating banzhuren’s ability 

to foster a positive relationship between home and school. Their feedback could be gathered 

through home visits and school meetings. 

Importantly, establishing a more holistic and objective performance evaluation system 

should not add additional work pressure and burnout to banzhurens; rather, it should enable 

authorities to create a variety of professional qualifications that are uniquely tailored for them, 

such as junior banzhuren, intermediate banzhuren, and senior banzhuren. By removing 

competition with subject specialist teachers, this exclusive promotion system could provide 
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fairer opportunities for banzhurens’ career development. Banzhurens’ allowances and salaries 

could also be increased according to their professional qualification, making the “job” of a 

banzhuren more attractive and creating better career paths.  

6.3.3 Establish the Position of Teaching Assistant 

In their interviews, some participating banzhurens indicated that neither the allowance nor the 

possibility of promotion was attractive for taking up the role of banzhuren; they simply wanted 

to focus on teaching and nurturing children. They tended to avoid administrative, 

communicative tasks. Cui, for example, proposed a new position, such as a teaching assistant, 

to manage most of the administrative tasks, completely taking them away from banzhurens 

(see Section 5.5). The administrative tasks handled by teacher assistants could include 

recording student attendance, filling in school work papers and forms, organising students’ 

collaborative activities, collecting homework, supervising classroom cleaning, and recording 

assessment data. This would free up time for banzhurens to focus on teaching, communicating 

with parents, and providing moral guidance to students.  

6.3.4 Increase Banzhurens Self-Efficacy 

As discussed in Section 5.2.2, the positive effects of self-efficacy on the banzhurens’ job 

satisfaction that were revealed in the quantitative data also align with the findings of previous 

studies (e.g., Granziera & Perera, 2019; Jentsch et al., 2023). Increasing banzhurens’ self-

efficacy can therefore be considered a possible way to improve their job satisfaction and 

professional development. Providing a framework for education policymakers or school 

leaders to enhance banzhurens’ self-efficacy in practice could be based on the four main sources 

of self-efficacy (Bandura, 1997): mastery experiences; vicarious experiences; verbal 

persuasion; and physiological and affective states. The implementation of vicarious 

experiences, verbal persuasion, and physiological and affective states could bring valuable and 
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healthy experiences to banzhurens and, in turn, enhance their overall mastery experiences, the 

most powerful source of self-efficacy. For vicarious experiences, school leaders could organise 

seminars in which experienced and highly self-efficacious banzhurens share how they 

successfully handle challenges in their work. The intention would be to increase the confidence 

of novice and low self-efficacious banzhurens in handling similar job tasks.  

The school leaders could also strengthen banzhurens’ self-confidence through verbal 

persuasion, including praise, encouragement and emotional support, instead of merely 

demands. As discussed in Section 6.2.2, the low self-efficacy of the banzhurens in 

communicating with school leaders was evident in both the quantitative and qualitative results. 

Positive responses from school leaders would also empower banzhurens’ physiological and 

affective states. In addition, banzhurens themselves could pursue hobbies, regular exercise, or 

participate in social activities outside of work to cultivate supportive relationships with 

colleagues, friends, and family.  

6.4 Summary of the Chapter 

This chapter presents the combined findings and discussions from the quantitative and 

qualitative components, addressing the three research questions of this study. First, while the 

positive effect of self-efficacy and the negative influence of burnout on job satisfaction were 

significantly confirmed by the quantitative results, the former was not indicated in the 

interviews. Furthermore, the lower self-efficacy of banzhurens in communicating with their 

school leaders, along with their feelings of emotional exhaustion, were investigated both the 

quantitative and qualitative results. Second, the factors influencing banzhurens’ job satisfaction 

explored in the interviews include students’ improvements, a heavy workload, stress from 

multiple parties, and insufficient rewards. Third, this chapter also proposes some possible ways 

to improve banzhurens’ job satisfaction. In summary, at the school level, banzhurens need more 

support and empathy from school leaders through professional workshops, verbal 
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encouragement, and a reduction of unnecessary administrative tasks and inspections. At the 

state or national level, authorities should increase banzhurens’ allowances and establish a more 

suitable career advancement system for them. This would make the position more attractive to 

aspiring banzhurens and bolster their motivation. 
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Chapter 7 Conclusion to the Thesis 

This thesis has explored the factors affecting job satisfaction among primary school banzhurens 

in G City, China. The mixed-methods approach employed in this research has provided insights 

into the relationships between job satisfaction, self-efficacy, and burnout, alongside identifying 

additional factors that influenced the banzhurens’ job satisfaction, producing a deeper overview 

of their professional experiences. This chapter outlines the strengths and limitations of the 

study and presents implications for future research.  

7.1 Key Findings 

Consistent with previous research, this study confirmed the significant relationships among 

primary school banzhurens’ burnout, self-efficacy, and job satisfaction. On average, the 

participating banzhurens were mildly dissatisfied with their jobs and experienced a moderate 

level of burnout, but they were relatively confident in their work tasks. Burnout was negatively 

correlated with both job satisfaction and self-efficacy, while self-efficacy was positively 

correlated with job satisfaction. Furthermore, the banzhurens’ self-efficacy was found to play 

a protective role against the impact of burnout on job satisfaction. This finding suggests 

banzhurens’ job satisfaction could be increased by increasing their self-efficacy and decreasing 

their burnout. Through analysis of variance, it appears that banzhurens’ job satisfaction, 

burnout, and self-efficacy fluctuate across different levels of experience. With their experiences 

accumulated, their self-efficacy and job satisfaction is likely to increase and their burnout to 

decrease. 

In addition to burnout and self-efficacy, several other factors influencing banzhurens’ 

job satisfaction were identified from the interviews in this study. First, they obtained substantial 

satisfaction from students’ academic and personal progress, which aligned with the traditional 

Chinese culture’s emphasis on students’ moral and ethical education. Second, excessive 
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workloads and school activities, extended working hours, and non-teaching administrative 

responsibilities adversely impacted the banzhurens’ job satisfaction. The burden of fragmented 

and ad hoc tasks further exacerbated their emotional exhaustion and intensified their burnout. 

Third, stress developed from various sources, including high expectations from school leaders, 

societal scrutiny, and parental demands, negatively impacted the banzhurens’ job satisfaction. 

The banzhurens’ inner pride and internalised cultural values also intensified their sense of 

responsibility, leading to self-imposed stress. Finally, the gap between the substantial workload 

and insufficient financial rewards, along with restricted career advancement opportunities, 

arose as major sources of dissatisfaction.  

This study proposes actionable strategies to enhance the job satisfaction of banzhurens. 

In the short term, some immediate measures can be taken by school leaders to improve 

banzhurens’ working conditions and overall well-being. First, school leaders should cultivate 

a more inclusive and supportive work environment that can contribute significantly to 

banzhurens’ sense of belonging and self-efficacy. Additionally, more training and opportunities 

should be provided for professional development, which would not only enhance banzhurens’ 

self-efficacy but also foster career growth. Another crucial measure would be reducing the 

unnecessary administrative workload that often distracts banzhurens from their core 

responsibilities. Schools might also consider establishing teaching assistant positions to help 

manage administrative tasks, thereby allowing banzhurens to focus more on student 

development and classroom instruction.  

In the longer term, it is recommended that policymakers implement two structural 

reforms at the national level to ensure the sustained development of the position of banzhuren. 

First, establishing a standardised and transparent professional promotion system tailored to 

banzhurens’ unique responsibilities would ensure their contributions are recognised and fairly 

rewarded, thereby fostering a greater sense of professional value. Second, the authorities should 
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revise the teacher compensation system from the national level to the county level and increase 

the banzhuren allowance. The allowance could be distributed based on the banzhuren’s 

professional promotion system, if that is established. This would better reflect the intensity of 

their workload and responsibilities.  

7.2 Strengths and Limitations 

The first major contribution of this study has been the establishment of a reliable and valid 

questionnaire that can be used to measure banzhurens’ job satisfaction, self-efficacy, and 

burnout – three significant factors reflecting the working status of banzhurens. Through 

structural equation modelling, the relationships between these factors were confirmed. Second, 

the mixed method employed in this study integrated both quantitative and qualitative data, 

offering a deeper understanding of banzhurens’ job satisfaction and the factors influencing it. 

Third, an influence that has rarely been explored in previous studies is banzhurens’ self-efficacy, 

especially its positive effect on job satisfaction and its protective role against the impact of 

burnout on job satisfaction. This study highlights banzhurens’ lower levels of self-efficacy in 

communicating with school leaders, along with the burden caused by extensive school 

activities. Based on these findings, the study also provides some practical recommendations 

for policymakers, school administrators, and stakeholders to address systemic issues impacting 

banzhurens’ job satisfaction. 

Some limitations of this study need to be considered. The participants’ recruitment from 

one city restricts the relevance of its findings to wider educational contexts. As well, given the 

limited sample size, some relationships between the sub-constructs of the factors (self-efficacy 

and burnout) and job satisfaction were not analysed quantitatively, for example, the relationship 

between emotional exhaustion and job satisfaction. Moreover, due to the influence of Chinese 

culture and the political atmosphere, some participants were hesitant to respond to questions 

about their school leaders and school management. This may have constrained their responses 
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in the interviews, thus influencing the reliability of the findings. While the study offered several 

practical recommendations, these were not developed into systematic implementation 

strategies. Future work could build on these findings by designing and evaluating more 

structured approaches to improving banzhurens’ job satisfaction. 

7.3 Implications for Future Research 

Future research could include different geographic regions and cultural contexts to enable 

understanding of the extent to which geographic and local cultural factors might impact the job 

experiences of banzhurens. It might explore the influence of the sub-constructs related to self-

efficacy and burnout, addressing research questions such as which sub-construct of self-

efficacy/burnout has the strongest influence on job satisfaction. Longitudinal studies might also 

capture the dynamic relationships between burnout, self-efficacy, and job satisfaction over time 

and provide deeper insights into causal factors.  

Future researchers concerned about banzhurens’ professional development might 

design and test interventions to enhance self-efficacy, reduce workload stress, and improve 

collaboration between teachers and parents. Education policy makers could consider 

developing evidence-based strategies for banzhurens’ career progression, such as professional 

development programs, redistributing workloads, and implementing supportive leadership 

practices. Finally, during the interviews, multiple participants mentioned that they lacked self-

efficacy in collaborating on school activities, even though the questionnaire used in this study 

contained no relevant items. Future researchers could consider expanding the questionnaire to 

include this type of item. 

In concluding this thesis, I sincerely make the following points to highlight the 

importance of shared responsibility among families, schools, and society in supporting 

banzhurens and guiding students’ development. Parents of students, as well as the government, 
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media organisations and content creators, should demonstrate greater empathy toward primary 

school banzhurens. These educators bear significant responsibilities, not only in terms of 

academic instruction but also in fostering students’ overall development and managing 

complex interpersonal dynamics within the education field. However, with the rapid 

advancement of digital media, the influence of schools and individual teachers on students has 

diminished compared to previous generations. The internet and social media platforms now 

play crucial roles in shaping students’ values, behaviours, and worldviews –sometimes even 

exceeding the impact of traditional educational environments. Therefore, responsible media 

practices, consistent parental guidance, and stronger collaboration between educators and 

families are equally significant to students’ education. A more cooperative approach from all 

stakeholders is crucial to ensuring that school students receive correct, healthy guidance in both 

their academic and personal development.  
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Appendix A - Questionnaire 

Job 
Satisfaction 

1. 从多方面来看，做班主任接近我的理想职业 [In many aspects, 

being a banzhuren is close to the expectation of my dream job]  

2. 我对做班主任感到满意 [I am satisfied with being a banzhuren] 

3. 到目前为止，在班主任的职位上我已经得到了我想要的 [So 

far, in the position of a banzhuren, I have gotten what I 

wanted] 

4. 如果可以重新选择职业，我仍然会选择做班主任 [If I could 

choose my occupation again, I would still choose to be a 

banzhuren] 

Self-efficacy-  
instructional 
strategy 

5. 我可以使学生掌握不同的学习方法 [I can help students master 

different learning methods] 

6. 我可以提高学生的求知欲 [I can cultivate students’ curiosity and 

thirst for knowledge] 

7. 我可以帮助学生明确在学习和其他方面的责任 [I can help 

students understand their responsibilities in both academic 

and non-academic aspects] 

8. 我可以使学生正确评价自己 [I can enable students to assess 

themselves accurately] 

  

Self-efficacy -  
management and 
administration 

9. 我可以让学生了解我对他们的期望 [I can make students aware 

of my expectations for them] 

10. 我可以鼓励学生视我为朋友 [I can encourage students to view 

me as a friend] 

11. 我可以处理好同学之间的纠纷 [I can handle conflicts among 

students effectively] 

12. 我可以为学生提供一个具有安全感的学校环境 [I can create a 

safe and secure school environment for students] 
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Self-efficacy -  
interpersonal 
support 

13. 我可以与同事一起分享教学经验，提高教学质量 [I can share 

teaching experiences with colleagues to improve teaching 

quality] 

14. 我可以将自己的想法或看法与领导交流 [I can communicate 

my ideas and perspectives with leadership] 

15. 我可以获得家长对我工作的理解和支持 [I can obtain 

understanding and support from parents regarding my work] 

16. 我可以使学习困难学生的家长相信通过努力孩子能进步 [I 

can convince parents of struggling students that their children 

can make progress through effort] 

Burnout-Emotional 
Exhaustion 

17. 我觉得工作让我的情绪衰竭 [I feel emotionally drained from 

my work] 

18. 每天早上起床，即将面对一天的工作让我感到疲惫 [I feel 

fatigued when I get up in the morning and have to face 

another day on the job] 

19. 我对工作感到精疲力尽 [I feel burned out from my work] 

20. 工作中我经常有挫折感 [I feel frustrated by my job] 

21. 整天和学生或同事待在一起感到压力很大 [Working with 

people directly puts too much stress on me] 

22. 我感觉自己快要崩溃了 [I feel like I’m at the end of my rope] 

  

Burnout-
Depersonalisation 

23. 从事这份工作后，我觉得对人变得更冷淡了 [I’ve become 

more callous toward people since I took this job] 

24. 我担心这份工作会让我在情感上变得冷酷 [I worry that this job 

is hardening me emotionally] 
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Appendix C – Mplus Syntaxes 

Example Mplus Syntaxes for Multi-group Confirmatory Factor Analysis 
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Example Mplus Syntaxes for CFA  
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Example Mplus Syntaxes for Structural Model 
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Example Mplus Syntaxes for Mediation Effect 

 

 


