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ABSTRACT: Objectives: Teachers are facing unprecedented new challenges leading them to face an increasing number
of tasks that are not part of their job, as well as having to cope with the additional skills acquisition that comes with
non-traditional forms of teaching and learning, and increased work pressure leading to an increase in the rate of
teachers leaving the profession. Therefore, this study aims to explore the mechanism of the career calling on job burnout
through career adaptability and work engagement. Methods: This study conducted a cross-sectional survey of 465
primary and secondary school teachers (PSST) in mainland China from the perspective of work adjustment and used
structural equation modeling (SEM) to examine the mediating roles of career adaptability and work engagement in the
relationship between teachers’ career calling and job burnout. Results: The results show that PSSTs are above average
in career calling, career adaptability, and work engagement, while job burnout is below average. A significant positive
or negative correlation exists between career calling, career adaptability, work engagement, and job burnout. The result
of path analysis indicates that career adaptability and work engagement exert an indirect influence on the job burnout
of PSST through three paths: namely, the independent intermediary role of career adaptability (EV = —0.144), the
independent intermediary role of work engagement (EV = 0.172) and the chain intermediary role of the two (EV = 0.176).
Conclusion: This study emphasizes the importance of career adaptability and work engagement in teacher development
in regulating career calling and job burnout. Therefore, on the one hand, we think that if managers want to reduce
teachers” job burnout, they need to pay more attention to teachers’ career adaptability and work engagement, rather
than relying solely on teachers’ career calling. On the other hand, it is to remind teachers not to rely on their adjustment
to adapt to the work, but also to need outside help as much as possible.
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1 Introduction

As essential contributors to education, teachers are confronting novel challenges due to the rapid shift
toward digital learning environments [1]. They are faced with increasing non-job-related tasks and the need
to learn new skills due to non-traditional teaching methods, leading to job dissatisfaction and burnout,
especially during the pandemic, causing many to leave or change jobs [2]. Besides, the increasing stress of
the workplace and the psychological overwhelm are also major influencing factors [3].

Job burnout is recognized as an important measure of teacher sustainable development [4]. Facing the
problem of teachers” job burnout, different countries and regions may seek solutions according to different

@ Copyright © 2025 The Authors. Published by Tech Science Press.
This work is licensed under a Creative Commons Attribution 4.0 International License, which permits

unrestricted use, distribution, and reproduction in any medium, provided the original work is properly cited.



https://www.techscience.com/journal/IJMHP
https://www.techscience.com/
http://dx.doi.org/10.32604/ijmhp.2025.060370
https://www.techscience.com/doi/10.32604/ijmhp.2025.060370
mailto:ywen1133@126.com

380 Int ] Ment Health Promot. 2025;27(3)

stressors [5]. Given the long working hours of Chinese teachers compared to international averages [6],
China has recognized the need to address teacher workload and burnout. This has led to policies aimed
at reducing teachers’ work pressure and improving their well-being [7]. In 2021, the Chinese government
introduced policies, known as the “Opinions on Further Reducing the Homework and Extracurricular
Training Burdens,” to alleviate academic pressures on students in compulsory education. These policies
aimed to enhance educational engagement within schools and continuously monitor and adjust the scope
of extracurricular training [8]. The “double reduction policy” aims to reduce excessive homework and
streamline supplementary educational services to create a balanced educational environment for young
learners [9]. This policy has increased demands on PSST to enhance professionalism and handle additional
tasks beyond teaching. Moreover, epidemic-driven changes in educational technology have accelerated the
innovation of teaching methods, requiring teachers to continuously improve their technological literacy
and informatization teaching level in their practice [10]. The ongoing national education and curriculum
reforms, along with the push to strengthen the teaching workforce, are placing new demands on teachers.
However, some teachers are not yet fully prepared for these new challenges and have faced career setbacks.
Additionally, the “double reduction policy;” while easing students’ burdens, has increased teachers’ workload,
especially with extended after-school hours. These changes are causing new issues in teachers’ professional
development. Thus, focusing on teachers’ career development is a timely and impactful research topic, crucial
for the nation’s and society’s long-term development.

Career calling and career adaptability represent abilities, beliefs, or actions that promote career devel-
opment, alleviate burnout, job stress, and motivation, and have a positive impact on individual career
satisfaction and well-being [11,12]. This study explores how these concepts manifest in teaching compared
to other professions, aiming to uncover unique patterns specific to teachers. While the link between
career calling and burnout is well-documented in medical fields [13,14], its application to teaching remains
underexplored [15,16]. Based on the Theory of Work Adjustment (TWA), this research examines how
teachers’ career calling can mitigate burnout, considering both internal and external factors [17-19]. The
study also addresses the impact of China’s “double reduction” policy on teachers’ workload and the need for
better support systems to prevent burnout [20-22].

2 Literature Review and Research Hypothesis
2.1 Career Calling in the Context of Chinese

The calling originally stems from religion, and as it evolved into the realm of careers and work, it is
considered that work is not only a means to realize personal value but also a way to contribute to society and
create value, which can come from the individual (internal) or from society (external) [23,24]. Therefore, the
calling is usually regarded as a guiding force, which makes people feel that they are shouldering a certain
mission put themselves to work, and constantly find the value that matches their self-cognition, find the
meaning of life, and get happiness in their work [25]. There are different views on the structural research
of career calling. Some researchers view it as a unidimensional whole, such as a 12-item calling scale [26].
Nevertheless, more researchers tend to think that Career calling is composed of a multidimensional structure,
such as a 5-elements career calling scale (includes transcendent guidance, work identity and personal-
environment fit, a sense of meaning, and value-driven behavior) [27]. Dik and Dufty divide career calling
into three dimensions: predictor variables, mediator and moderator variables, and positive and potentially
negative outcomes, which believe an individual’s career calling is a continuously advancing process [28].
Based on this, We conceptualize career calling as defined in the manner, namely as a sense in which (a) one
feels called by some external, beyond-the-self force, to a particular career in a manner that (b) is a source
or expression of one’s broader sense of meaning and purpose in life, and that (c) views the needs or benefits
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of others as a motivating force [29]. In summary, career calling is a complex and multifaceted concept that
encompasses both internal and external influences, shaping an individual’s connection to their work and
life purpose.

China’s Double Reduction Policy (CDRP), which aims to reduce the burden of homework on primary
and secondary school students and to reduce excessive intervention by out-of-school training institutions,
has had a significant impact on PSST” career calling. Unlike the education systems of other countries, such
as shadow education, CDRP is based on the uneven development of local education, the blind worship
of academic qualifications, and the abnormal development of social tutoring organizations, which was
proposed by the government and is mandatory [30]. The total cancellation of social tutoring institutions
in a short period resulted in schools adopting extended after-school hours to ensure the continuation of
students’ learning, resulting in PSST’ passive overtime work bringing about a great deal of complaining and
dissatisfaction with their work, but their sense of responsibility towards students led them to hold on to their
posts. However, the resulting job stress and psychological problems for teachers have led to an increasing
turnover rate, and teaching is not becoming more effective. Although career calling is not the only factor that
can help teachers stay in their positions, it is a factor that cannot be ignored.

In conclusion, under the CDRP, the career calling of PSST has become more prominent. They are not
only the transmitters of knowledge, but also the stimulators of students’ interest in learning, the guides of
their personalized development, and the promoters of their all-round development. Under the guidance of
the new policy, teachers are constantly upgrading their teaching and learning abilities to better fulfill their
duties and missions as educators. Therefore, in this study, teachers’ career calling can be considered as a
feeling that teachers are called to engage in the teaching profession in some way because of some external
force beyond themselves, to realize their broader life meaning and purpose, and can be regarded as an
incentive force from the needs or interests of others.

2.2 Teacher’s Job Burnout and Career Calling

Job burnout denotes the condition of extreme tiredness, both physically and mentally, which arises from
work-related stress. It is indicative of emotional exhaustion and is predominantly observed in professions
dedicated to assisting [31,32]. Subsequently, several scholars have identified a psychological condition,
characterized by responses to ongoing emotional and relational pressures in the workplace as burnout [33].
The prevailing view is that job burnout manifests as a severe response when someone struggles to effectively
manage work stress. This condition is marked by a persistent state of emotional, cognitive, and behavioral
fatigue stemming from enduring exposure to stress [34]. Teacher job burnout, a form of burnout in
education, is marked by intense emotional, cognitive, and behavioral exhaustion due to prolonged work
stress. It often leads to decreased job satisfaction, fading passion, and increased emotional detachment [35].
In terms of influencing factors, previous studies have concluded that both individual factors and the external
environment will influence job burnout. The former includes psychological attachment, occupational stress,
and occupational identity [14,36]. The latter includes occupational role ambiguity, social environment
support, leader leadership, and administrative support [37,38]. Career calling can be regarded as a protective
factor against job burnout [39]. It is defined as a transcendental call that originates from self and transcends
self. It is a way to play a specific role in life by showing or gaining a sense of purpose or meaning, with others-
oriented values and goals as the basic power source [29]. Research shows that teachers’” job burnout can be
predicted by the intensity of career calling [40]. Job burnout is a critical issue in the teaching profession, with
career calling emerging as a significant protective factor against its detrimental effects.

Therefore, this study puts forward research hypothesis 1 (H1): career calling can directly and negatively
impact teacher job burnout.



382 Int ] Ment Health Promot. 2025;27(3)

2.3 Career Adaptability as a Mediator

Career adaptability is conceptualized as a multifaceted construct, deeply rooted in Super’s theoretical
underpinnings of career development. It encapsulates an individual’s proactive disposition and dynamic
capability to navigate through a spectrum of anticipated vocational responsibilities, roles, and transitions, as
well as to adeptly address the complexities of unforeseen career adversities [41]. Career calling emphasizes
internal motivation and passion, while career adaptability focuses on responding to external environmental
changes. Career calling is a strong internal drive for a specific occupation, whereas career adaptability is the
ability to handle change, uncertainty, and new challenges. Career adaptability helps individuals smoothly
transition careers, serves as a psychological resource for coping with career issues and transitions, and is
a key ability for achieving career success in a fast-changing society [12]. In addition, Career adaptability
is seen as the ability to manage changing career roles and maintain balance, crucial for career success in
today’s fast-changing society and a recent focus in career psychology. A four-year cross-national study by
researchers from 13 regions (2008-2012) identified four dimensions: career concern, control, curiosity, and
confidence, which are widely recognized [42,43]. Career adaptability is a crucial construct that bridges the
gap between internal career aspirations and external environmental demands, offering a dynamic framework
for understanding professional resilience and growth.

Previous studies show that teachers, driven by career calling, are more resilient and better at career
adaptability. Career calling reflects a love for education and deep concern for students, motivating teachers to
persist despite challenges. Conversely, career adaptability involves adjusting to educational policy changes,
teaching method renewals, and diverse student needs. Teachers must adapt to maintain effectiveness and
development in a changing environment. Thus, career adaptability is the ability to flexibly adjust roles,
behaviors, and mentality to actively respond to career changes and challenges, involving personal psychology,
professional development, educational environment, and social culture [44]. For instance, an investigation
involving 330 university students revealed a significant correlation between the presence of a career calling
and the four distinct aspects of career adaptability, with varying degrees of strength, which identified that
the dimensions of career concern and career confidence acted as mediators in the relationship between
career self-efficacy and its influence on career adaptability [45]. A study of 458 Romanian undergraduate
students figured out that career adaptability can mediate the relationship between career calling and career
competence, and they claimed to have found that career calling is the most important task for first-time job
seekers, and that career calling is crucial for career adaptability and career self-management [46].

Therefore, this study puts forward research hypothesis 2 (H2): teacher career calling has a positive effect
on career adaptability.

Previous research has similarly illuminated the interconnection between career adaptability and the
phenomenon of job burnout. Based on career construct theory and person-environment fit theory, some
researchers developed a career adaptability model and burnout among entrepreneurs and tested the negative
correlation between them [47]. Although few studies have been found to directly examine career adaptability
and job burnout among teachers, it is often possible to see different perceptions of teachers’ recognition of
their careers and career choices due to career adaptability. For example, McLennan et al. hold the view that
career adaptability effectively predicts teachers’ optimism about their careers, which is central to teacher
retention, and that teachers with better resilience reduce their negative emotions and thus the likelihood of
burnout [48]. The link between career adaptability and job burnout is further established, with adaptability
playing a key role in mitigating the risks of burnout and enhancing teacher retention.

Therefore, this study puts forward research hypothesis 3 (H3): career adaptability can directly and
negatively influence job burnout.
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Career adaptability may play a mediating role between career calling and job burnout. As teachers’ career
calling undergoes major changes in national policies and realities, teachers” responsibilities are given more
weight, such as overburdening teachers with non-teaching tasks that influence the teaching quality, and thus
students’ learning outcomes are not optimistic, and if teachers have difficulty in adapting their mindset as
much as possible in the process, that can easily lead to an increase in turnover rate [49,50]. Previous studies
have also found that the influence of teachers’ career calling on the outcome variables such as job burnout
and happiness may be influenced by mental health, personality characteristics, and career ability [24,36].

Therefore, this study puts forward research hypothesis 4 (H4): career adaptability can mediate the
relationship between career calling and job burnout.

2.4 Work Engagement as a Mediator

The concept of work engagement is intricately linked to an individual’s intrinsic alignment with their
occupational responsibilities, wherein the execution of job tasks is regarded not merely as a duty but as
an extension of one’s intrinsic values, mirroring a deeper commitment to professional excellence. As the
earliest proponent of this concept, Kahn defined work engagement as organizational members’ control of
the self to integrate the self with the work role and argued that the self and work roles are in a dynamic
and mutual transformation process (when work engagement is high, the individual will devote his/her
energy to self-employment, and self-expression) [51]. Conversely, when work engagement is low, individuals
withdraw themselves from their work roles to avoid creating the performance they need for their work
roles and potentially develop a willingness to leave. In the educational sector, the construction of teacher
work engagement is an extrapolation and adaptation of the established paradigm of employee engagement
within corporate settings. Predominantly, scholarly inquiries have adopted the framework of corporate
employee engagement, either by directly transplanting it into the educational milieu or by engaging in a
process of conceptual refinement, modification, or amalgamation [52]. Work engagement is presented as a
key mediator that reflects the intrinsic motivation and commitment of individuals to their professional roles,
with significant implications for teacher well-being and performance.

Employment can be seen as either a necessary but unpleasant way to make a living or a meaningful
pursuit that contributes to society. Those who view their jobs as crucial and aim to positively impact their
community have a career calling. This calling is linked to a sense of purpose, values, and goals aimed
at helping others and society. It benefits both individuals and groups by enhancing well-being and life
satisfaction. A study of 286 Turkish teachers by Ersoy et al. found a positive correlation between career calling
and work engagement [53]. A study of 207 teachers found that career calling, psychological meaning, and
work engagement were positively correlated [54]. It was worth noticing that higher career-calling teachers
are more engaged in their work than lower career-calling teachers. According to Social Cognitive Career
Theory, some researchers surveyed 1029 in-service teachers in China through questionnaires and analyzed
the correlation between career calling, career self-efficacy, career outcomes, and learning engagement [55].
The results reveal that career calling has a significant positive effect on learning engagement, and career
self-efficacy and career outcomes play an intermediary role in this influence path.

Therefore, this study puts forward research hypothesis 5 (H5): career calling can directly and positively
influence work engagement.

Previous research has also examined the connection between work engagement and job burnout.
Mullen et al. investigated 288 school counselors, and discovered that heightened introspective rumination
about work, without adequate problem-solving thought, was associated with a rise in job burnout and a
decline in work engagement [56]. There was also evidence of a reverse pattern regarding the dynamics of
job burnout and involvement among the participants. Concurrently, D’Amico et al. deduced from their
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examination of 238 Italian teachers that there is a positive correlation between the perception of one’s
emotional intelligence and the levels of work engagement and job satisfaction and an inverse correlation with
the extent of job burnout [57].

Therefore, this study puts forward research hypothesis 6 (H6): work engagement can directly and
negatively influence job burnout.

Work engagement probably can mediate career calling and teacher job burnout. Park et al. found that
work engagement acted as a complete intermediary in the link between career calling and job satisfaction
by following up with new employees in a Korean company at three points during the first two years of
employment (one week later, one year later, and two years later), but not supported in the link between
career calling and job performance, while perceived organizational support reinforced the effect of career
calling on work engagement [58]. A multi-source study on a sample of 965 individuals, including salespeople
and managers, showed partial support for the hypothesis that career calling promotes performance. Career
calling can anticipate an individual’s job performance and level of engagement when faced with limited job
demands [59]. This is sufficient evidence to suggest the likelihood that work engagement may mediate the
connection between a teacher’s career calling and their susceptibility to burnout.

Therefore, this study puts forward research hypothesis 7 (H7): work engagement can mediate the
relationship between teachers’ career calling and job burnout.

Furthermore, exploring the dynamics between an individual’s career calling, career adaptability, work
engagement, and job burnout, many studies have sought to understand the interactions among these factors.
Xie et al. examined the connection between one’s career calling and indices of career success, such as
job satisfaction, was examined, alongside the potential mediating influence of career adaptability, with a
sample comprising 832 employees from China [60]. The study revealed that there was a positive association
between a strong career calling and both the adaptability and satisfaction of the employees with their career
trajectories, with career adaptability also acting to temper the relationship between career calling and levels
of work engagement and satisfaction.

Therefore, this study puts forward research hypothesis 8 (H8): career adaptability and work engagement
can play a chain mediating effect between teachers’ career calling on job burnout.

2.5 Theoretical Framework

TWA is a new theory in Organizational Behavior and Occupational Psychology, that concentrates on
how individuals adapt to the work environment and the effects of such adaptation on individual performance
and occupational satisfaction, which is a dynamic interactive process in individual and work environments,
and both the adaptive strategies and changes in the work environment affect the outcome of adaptation [61].
It is a dynamic and interactive process in which the individual and the work environment interact, and
both the individual’s adaptive strategies and changes in the work environment have an impact on the
outcome of adaptation. TWA emphasizes that the match between individual characteristics (e.g., ability,
personality, values, etc.) and the work environment (e.g., job requirements, organizational culture, co-worker
relationships, etc.) is crucial to an individual’s job adaptation [62]. At the same time, TWA indicates that
individuals undergo an adaptation process in new work environments, involving perception, assessment, and
adjustment. Strategies for adaptation include changing oneself (e.g., learning new skills) or the environment
(e.g., seeking job adjustments). Good job adaptation leads to positive outcomes like job satisfaction and
performance. It encompasses adapting to tasks, organizational culture, and relationships. Organizations
can facilitate this by offering training and support, enhancing employee satisfaction and commitment.
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This framework helps identify and address adaptation issues to improve work effectiveness and career
development [63].

After the above review of existing studies, this paper argues that PSST” adaptation outcomes (job
burnout) are bound to change to a certain extent after going through individual competence (career
adaptability) and normal working conditions (work engagement) from their intrinsic factors (career calling),
which is at the heart of the research mechanism of concern in this paper. According to TWA, previous
studies have built a turnover intention model for the data of 131 working adults, which points out that
factors such as job satisfaction and personality characteristics have significant effects on turnover intention,
which enriches the framework of TWA. It is pointed out that these findings may have an impact on future
work adaptation [64]. Therefore, this study established a theoretical framework to deeply comprehend the
association between teachers’ career calling and job burnout, which is intended to further enrich the content
of this theory in the context of China. The hypothesized model can be seen in Fig. 1.

Career
Adaptability

‘ HI(HS)

Work
Engagement

Figure 1: The hypothesized model

Career Calling Job Burnout

H6(H7)

3 Materials and Methods
3.1 Samples

In this study, an online survey was conducted among PSSTs from mainland China, utilizing a digital
questionnaire system. To guarantee the data’s breadth and representativeness, the investigators distributed the
questionnaire link through WeChat (which has a large number of users and is the preferred communication
platform between school leaders and administrators. Its extremely fast communication speed and feedback
helped to spread the survey results conveniently and widely) in January 2024, targeting school leaders
or administrative staft at public primary and secondary schools across various regions in China. Before
completing the questionnaire, teachers will be introduced and explained about the data used to ensure
that the data will only be used for scientific research and will be supervised by the Ethics Committee
of Nanjing University of Posts and Telecommunications (No. 20230168) to ensure privacy, and all study
procedures were under the most recent version of the Declaration of Helsinki. All participants provided
written informed consent to participate. When teachers choose to agree, they can enter the process of filling
in the questionnaire. When submitting the questionnaire, they will be asked again whether they agree to the
use of the data. Once they choose to submit, they will be regarded as agreeing that the data is used.

Given the specific administrative framework and teaching criteria of China’s education system, our
research did not differentiate between the various types of PSST. To ensure that there was no bias in the data
due to differences between primary and secondary schools, we analyzed differences in career calling and job
burnout. Teachers’ career calling: Mean (primary) = 3.985, Mean (middle) = 4.060, p > 0.05. Teachers’ job
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burnout: Mean (primary) = 2.098, Mean (middle) = 2.078, p > 0.05. This result also confirmed that there
was no difference, so in the follow-up study, we analyzed all the data in aggregate. In addition, to ensure the
high validity of the questionnaire, several polygraph questions (set up as reverse questions) were interspersed
with the questionnaire to exclude the questionnaires that were answered incorrectly. As of March 2024,
the study gathered a sum of 522 completed surveys from individuals residing in several Chinese provinces,
including Jiangsu, Shanghai, Zhejiang, Beijing, and Fujian. Post a preliminary review, 57 responses were
deemed invalid and subsequently set aside, resulting in 465 questionnaires that passed the validity check, at
a rate of 91.9%, which meets the sample requirements of SEM [65]. The characteristics of the demographic
distribution within the sample are presented in Table 1. It is important to note that there is a relatively high
percentage of female teachers, and the same occurs for education background, teaching years, administrative
positions, and school locations, all of which may have some impact on the results.

Table 1: Characteristics of the demographic distribution within the sample (N = 465)

N %
Sex
Male 196 42.2%
Female 269 57.8%
Education background
Specialty 56 12.0%
Undergraduate 286 61.5%
Postgraduate 123 26.5%
Teaching years
<5 years 207 44.5%
6-10 years 74 15.9%
11-15 years 72 15.5%
16-20 years 47 10.1%
>20 years 65 14%
Administrative
positions
Yes 306 65.8%
No 159 34.3%
School location
Town 349 75.1%
Rural 116 24.9%

3.2 Research Instruments

According to the specificity of the Chinese locality, all the scales in this study were revised and put into
use and finally consisted of four scales: career calling, career adaptability, work engagement, and job burnout.
Each item within this survey was rated using a five-point Likert scale, with scores beginning at 1, indicating
“strongly disagree,” and culminating at 5, signifying “strongly agree.”

Teacher Career Calling Scale. The Teacher Career Calling Instrument is based on a locally developed
Career Calling Scale by Zhang et al. in China, which can be seen in the Appendix A [66]. The final scale
consists of 10 items in three dimensions: guiding force, altruistic contribution, proactive, and enterprising.
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The alpha coefficient of the overall scale and the internal consistency reliability of the subscales were 0.913,
0.882, 0.889, and 0.876, respectively. These indexes all exceed the accepted thresholds of alpha not less than
0.7, which proves that they have good reliability.

Career Adaptability Scale. The Career Adaptability Instrument is a Chinese version of the Career
Adaptability Scale translated and revised [12]. The final scale consisted of 4 dimensions of career concern,
career control, career curiosity, and career confidence, with 6 items for each dimension, for a total of 24 items.
The alpha coefficient of the overall scale and the internal consistency reliability of the subscales were 0.949,
0.889, 0.863, 0.886, and 0.900, respectively. These indexes all exceed the accepted thresholds of alpha not less
than 0.7, which proves that they have good reliability.

Teacher Work Engagement Scale. The Teacher Work Engagement Instrument (TWEI) adopted the
Teacher Work Engagement Scale compiled by Klassen, and the Chinese version of the TWEI, which was
formed after the revision and reliability test by researchers of this study, was administered to PSST to collect
relevant data [67]. After eliminating relevant unqualified items, the final scale consisted of four dimensions:
cognitive engagement, emotional engagement, social engagement with colleagues, and social engagement
with students, with 4 items in each dimension, for a total of 16 items (same with original scale). The alpha
coeflicient of the overall scale and the internal consistency reliability of the subscales were 0.932, 0.851, 0.916,
0.864, and 0.918, respectively. These indexes all exceed the accepted thresholds of alpha not less than 0.7,
which proves that they have good reliability.

Teacher Job Burnout Scale. The teacher burnout instrument used was the revised teacher burnout
scale prepared by Maslach’s Burnout Inventory-Education Survey (MBI-ES), and the Chinese version was
administered to primary and middle school teachers after revision and reliability testing by researchers of
this study, and the final scale consisted of three dimensions: emotional exhaustion, depersonalization, and
personal accomplishment, with a total of 8 items (same with original scale) [68]. The alpha coefficient of
the overall scale and the internal consistency reliability of the subscales were 0.959, 0.907, 0.907, and 0.870,
respectively. These indexes all exceed the accepted thresholds of alpha not less than 0.7, which proves that
they have good reliability.

3.3 Data Analysis Process

All the qualified data in this study will be analyzed by confirmatory factor analysis (CFA), structural
equation model (SEM) and bootstrap mediated effect test. The choice of SEM as an effective method for
analyzing latent variables such as “career calling” and “job burnout” is underscored by its ability to estimate
complex relationships between multiple variables simultaneously. SEM is particularly suitable for this study
due to its capacity to handle latent constructions that are not directly observable, such as career calling and
job burnout. To ensure the suitability of SEM, we must verify several underlying assumptions, including data
normality and adequate sample size. The data were processed through the use of SPSS 25.0 and Amos 23.0.
Firstly, this study qualitatively analyzes the data through normal distribution and CFA, which is a necessary
preliminary step for SEM. Secondly, this study engaged in the development and assessment of a model
utilizing SEM, concentrating on the architecture of underlying variables that are not overtly measurable and
investigating the influence exerted by these latent constructs. In this model, career calling is considered as
an independent variable, while job burnout is a dependent variable. Teachers’ career adaptability and work
engagement were both recognized as mediating factors. This study scrutinized both the direct and indirect
effects of career calling on these three variables. Thirdly, to ensure the reliability and representativeness of the
sample size, SEM suggested that there should be at least 200 and that a larger sample size is more conducive
to obtaining more reliable and generalized results. The sample size of this study is 465, which far exceeds
the minimum sample size and has sufficient reliability [69]. Finally, the bootstrap procedure is used in this
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study to estimate the sampling distribution of the indirect effects. We will use a bias-corrected bootstrap
interval, which adjusts for potential bias in the estimation of the confidence intervals. This method involves
resampling the data with replacement to generate a large number of bootstrap samples, from which the
confidence intervals for the indirect effects are calculated. The type of interval chosen, such as bias-corrected,
is crucial for obtaining accurate and reliable estimates of the mediation effects. In this study, we will test all
the variables and paths using a bootstrap procedure with 5000 iterations, which is considered sufficient for
stable estimates. The confidence intervals for 95% of the estimates will be reported in standardized values,
allowing for a direct comparison of the magnitude and significance of the mediation effects across different
paths in the model [70].

3.4 Validity and Reliability Testing

This study ensured the questionnaire’s measurement integrity and validity through a meticulous factor
analysis process. Each item’s factor loadings were affirmative and statistically robust (Z > 1.960) within the
measurement models. The standardized coefficients for all dimensions not only cleared the 0.7 but also
indicated that the squared multiple correlation (SMC) values were above 0.4, while the mean component
reliability (CR) scores were nestled between 0.8 and 0.9 (0.942, 0.945, 0.937, 0.972), all of which are indicative
of a well-performing structural equation model. The discriminant validity was further substantiated by
comparing the average variance extracted (AVE) root values against the correlation outcomes. The analysis
revealed that the AVE root values for each dimension (0.801, 0.805, 0.795, 0.855) surpassed the corresponding
dimensional correlations, underscoring the strong discriminative power among the various dimensions. In
addition, as shown in Table 2, through the univariate normality test, it is found that the distribution of all
dimensions also meets the normal distribution, and there is a significant correlation between dimensions.
The skewness (—1.008~1.439) and kurtosis (—0.661~2.662) of all variables entering the SEM were under the
recommended limits, which is statistically significant [71].
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4 Results
4.1 Common Method Deviation Test

The phenomenon of common method bias occurs when there is an artificial inflation of the correlation
between predictor and criterion variables due to factors such as shared data sources or raters, a uniform
measurement context, the program’s environment, and intrinsic program features. This induced correla-
tion constitutes a systematic bias that can confound the research findings and mislead the interpretative
conclusions drawn from the study.

In this study, the CFA labeling technique was used to assess the latent variable correlation model as
well as the model with its indicators [72]. A comparison of the fit indices between these two models was
conducted to identify the presence of common method bias. Chin et al. reported that a significant bias
would be indicated by an improvement in the fit indices, e.g., an increase in a comparative fit index (CFI)
and Tucker-Lewis index (TLI) of more than 0.1 and a decrease in root mean square error of approximation
(RMSEA) of more than 0.050 [72].

The outcomes of the common method bias assessment are detailed in Table 3. The observed changes
were as follows: a decrease of 0.044 in RMSEA, a reduction of 0.066 in CFA, a decrease of 0.078 in TLI, and
a reduction of 0.066 in an incremental fit index (IFI). Since the fit indices did not increase by more than
0.1 and the RMSEA did not decrease by more than 0.050, it was determined that there was no significant
common method bias affecting the data in this study.

Table 3: Common method deviation test results

RMSEA CFI TLI IF1

Models without common method bias 0.120 0.898 0.870 0.899

Models with common method bias 0.076 0.964 0.948 0.965
Bias 0.044 -0.066 -0.078 -0.066

Note: RMSEA, root mean square error of approximation; CFI, comparative fit index; TLI, Tucker-Lewis index; IFI,
incremental fit index.

4.2 Fitting Goodness of Structural Model

The structural equation model fit metrics include absolute fit metrics, value-added fit metrics, and
parsimonious fit metrics, where representative metrics are selected to simplify the reporting of the model
fit metrics [73]. Xz’ df, Xz/df, CFI, goodness of fit index (GFI), TLI, and RMSEA were selected for this study
as the fit metrics for reporting. The fitting goodness of the structural model is shown in Table 4 below, and
the results show that the model’s fitting goodness in this study passes the requirements in all the metrics.
Ultimately, the model demonstrates a strong fit and aligns with the theoretical framework, signifying an
effective model correspondence: y*/df = 3.678, CFI = 0.964, GFI = 0.934, TLI = 0.948, RMSEA = 0.076. The
results of the model's goodness-of-fit passed the required level of the corresponding criteria [73]. Hence,
the conclusion is drawn that the model used in this study is well-matched to the theoretical framework,
indicating a high-quality model.
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Table 4: Fitting goodness of structural model

Fit indices Reference value Model Fitting degree
ML ¥ Relatively small 228.052 -
df Relatively large 62 -
X/df 1<2/df <10 3.678 Passed
CFI >0.900 0.964 Passed
GFI >0.900 0.934 Passed
TLI >0.900 0.948 Passed
RMSEA <0.080 0.076 Passed

4.3 Tructural Equation Modeling Path Testing

Based on the hypothetical model of this study, the SEM was constructed in this study through Amos
23.0, and its standardized path coeflicient test results are shown in Fig. 2. All hypothesized paths showed
significant results. Upon reviewing the findings of SEM, it’s clear that teachers™ career calling positively
influences their career adaptability and work engagement. With a path coefficient of 0.77 (p < 0.001) for career
adaptability and 0.21 (p < 0.001) for work engagement, the former is more significantly affected by career
calling. Interestingly, while career adaptability negatively affects job burnout with a path coefficient of —0.49
(p < 0.001), work engagement’s positive effect on job burnout, indicated by a path coeflicient of 0.43 (p <
0.001), contradicts earlier findings and merits further analysis. Moreover, the indirect effect of career calling
on job burnout through career adaptability and work engagement is significant, with a path coefficient of
-0.06 (p < 0.001). The study’s conclusions uphold all hypotheses, yet the definitive establishment of career
adaptability and work engagement as mediators in the impact of teachers’ career calling on job burnout
necessitates additional testing.

‘ Career Concern ‘ ‘ Career Control ‘ ‘ Career Curiosity ‘ ‘Career Confidence

idi - Emotional
Guiding Force 0.74%* Exhaustion
! 0.93%%
isti 0.71%* . -0.06** 0.94%*
7 Career Calling Job Burnout Depersonalization
0.86%* 0.92%%

Proactive and 0.21** Personal
Enterprising 0.43%* Accomplishment

Work
Engagement

0.89%* 0.68**
0.78%% 0.64%*

Social Engagement with

Cognitive Engagement Students

Colleagues

Social Engagement with ‘

‘ Emotional Engagement

Figure 2: The results of SEM (two decimal places are reserved). **p < 0.01



392 Int ] Ment Health Promot. 2025;27(3)

4.4 Mediating Model Testing

This study used the nonparametric Bootstrap method, incorporating a bias-corrected percentile estima-
tion, to examine the mediating roles of teachers’ career adaptability and their level of work engagement [74],
and the data was passed through Process in SPSS for path-specific line item counts. The results are shown
in Table 5, with a total effect of —0.459 (Z > 1.960, 95% CI = (-0.607, —0.310)) and a direct effect of —0.662
(Z >1.960, 95% CI = (-0.857, —0.468)) on teachers’ career calling and job burnout. When teachers’ career
adaptability was added to the mediating effect, the effect of Path 1 (career calling-career adaptability-job
burnout) was —0.144 (Z > 1.960, 95% CI = (-0.287, 0.003)), with the value of the confidence interval
containing 0. It can be inferred that this path is not significant, and the reasons for this result may have many
factors, which need to be further explained in the discussion. When teacher work engagement was added
to the mediating effect, the effect of Path 2 (career calling-work engagement-job burnout) was 0.172 (Z >
1.960, 95% CI = (0.096, 0.268)), from which it was inferred that Path 2 was significant. In addition, when
teachers’ career adaptability and work engagement were jointly added to the mediating effect, the effect of
Path 3 (career calling-career adaptability-work engagement-job burnout) was 0.176 (Z > 1.96, 95% CI =
(0.115, 0.243)), and the mediating effect reached statistically significant, which was calculated to account for
a mediating effect of 23.56%. To encapsulate the findings, it was discovered that the influence of teachers’
career calling on job burnout is moderated through the mediating roles of career adaptability and work
engagement.

Table 5: Mediating results in the SEM

Effect value Boot SE 95% confidence interval (CI)  p-value Relative mediating effect

Boot LLCI Boot ULCI

Total effect -0.459 0.076 -0.607 —-0.310 p<0.001 /
Direct effect —-0.662 0.099 -0.857 —-0.468 p<0.001 /
Total indirect effect 0.204 0.076 0.062 0.359 p<0.001 23.56%
Path 1 -0.144 0.073 -0.287 0.003 p=0.033 29.27%
Path 2 0.172 0.044 0.096 0.268 p<0.001 34.95%
Path 3 0.176 0.033 0.115 0.243 p<0.001 35.77%

5 Discussion

Based on the work adjustment theory, this study examined the mechanisms by which teachers’ career
calling affects teachers’ career adaptability, work engagement, and job burnout with Chinese PSST as the
research subjects. In addition, the relationship between career calling and job burnout was partially mediated
by career adaptability and work engagement. Originally, TWA emphasized the match between individuals
and their environments, paying more attention to individual skills and environmental requirements, from
which organizational satisfaction and employee satisfaction were judged, and ignored the very important
individual psychological state and actual working conditions. Based on this, this study further discusses the
logic between career calling and job burnout in terms of the individual’s adaptability and engagement at
work, providing more psychological evidence for TWA and the basis for debugging in the individual’s work.
This study further confirms the guiding role and practicality of TWA in teachers’ career development and
gives important instructions to teachers’ psychological debugging and cognitive behavior.

Firstly, the results of this study found that teachers’ career calling had a significant positive effect on
teachers’ career adaptability and some negative effects on job burnout. Those results are in harmony with a
multitude of earlier research that has verified a linkage between the perception of having a calling in one’s
career and the four adaptive dimensions of career adaptability with the strength of these linkages differ-
ing [45]. By embedding the notion of career calling into the examination of teacher development in China,
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it is apparent that instructors imbued with a pronounced mission are more predisposed to demonstrate a
robust sense of purpose and an innate push towards adapting their careers. This inherent impetus encourages
a more rigorous and lively involvement in their career development and social interactions, particularly in
the context of teachers’ forward-leaning adaptive actions and constructive attitudes when confronting the
progressive transformation of conventional educational models amidst the pervasive integration of global
digital technologies. In addition, in the local context of Chinese teachers’ development, the career calling
belongs to the field of cultivating teachers’ educational sentiment, which is the internal motivation and
spiritual support for teachers’ persistent pursuit of the meaning of life in education and their perseverance
in the profession of educating people. However, unlike this situation, teachers’ career calling showed a lower
negative effect on job burnout, which confirms that career calling consistently affects job burnout [37].
Therefore, we think that teachers with higher career calling are less likely to show negative professional
emotions and emotional exhaustion in job burnout, which can help them think differently based on their
goals, maintain their long-term enthusiasm for work, and adjust their optimism in time to adapt to work
well. They can naturally engage in work engagement in “the work they love”, maintain a strong passion
and continuous focus on a certain career, and experience intrinsic joy and self-fulfillment in work. In
conclusion, the career calling emphasizes the cultivation of teachers’ intrinsic values and the maintenance
of positive emotions to facilitate teachers’ positive adaptation to the uncertainties of their careers and to
reduce personal burnout. However, it is important to note that the results for Path 1 were not significant, i.e.,
career adaptability did not play a significant role in the relationship between career calling and job burnout.
The suppression effect in mediation refers to the phenomenon that occurs in the analysis of mediating
variables when the sign or significance of the direct effect of a variable is altered by the inclusion of the
mediating variable [75]. Specifically, if the direct effect of an independent variable on the dependent variable
is inconsistent in statistical significance or sign of the effect without controlling for the mediator variable
and after the inclusion of the mediator variable, then this effect is known as a masking effect, which includes
masking in the reverse relationship. In this study, career calling and career adaptability were positive factors
and job burnout was a negative factor. In the original direct relationship, career calling should have a reverse
predictive effect on job burnout, with the intervention of career adaptability the effect of this relationship
will be further enhanced, but because it is a negative effect therefore the amount of this effect will be closer
to 0 after the subsequent increase or even become a positive effect. Therefore, it is reasonable to assume that
Path 1 is most likely due to this reason.

Secondly, the findings of this study confirm that teachers’ career adaptability, work engagement, and
job burnout exit a significant correlation, which is consistent with the previous studies [60,76]. Xie et al.
concluded that career adaptability moderates the relationship between career calling, work engagement, and
career satisfaction, which proved the overall level of Chinese PSST” work engagement is in the middle to
high degree, indicating that Chinese PSST can fully realize the value and meaning brought by work, and
have the spirit of forgetting to work [60]. This study found that the overall level of work engagement of
Chinese PSSTs is in the upper middle range, which indicates that teachers can fully perceive the value and
significance of their work and that they have the spirit of selfless work. Similarly, career adaptability is also in
the upper-middle range, which indicates that PSST can overcome various career problems such as high work
pressure and poor welfare benefits and can continuously adjust their roles independently to cope with various
challenges and opportunities in their career development. At the same time, they are full of self-confidence
and curiosity about their future career development and are concerned about exploring new student issues
to cope with their career tasks and career transitions. However, teachers’ job burnout is in the middle to
lower level, which reflects that the burnout problem of Chinese PSST is not very serious at present. On
the one hand, teachers’ career adaptability is a social psychological resource that reserves “positive energy”
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for teachers’ work engagement and is good at tapping the favorable factors in the work environment, so
that individuals can continuously adjust their self-role to realize the interaction between individuals and
environment and realize the transformation from positive cognition to positive behavior. On the other hand,
the more lasting the positive emotions generated by PSST, the easier it is to transform the positive results
of work engagement into psychological capital. PSSTs with a high level of psychological capital receive
more emotional support and psychological energy and are more optimistic, resilient, and more confident
in coping with unfavorable factors in the primary and secondary education work environment. In the long
run, as mental health and positive emotions of PSST are safeguarded, teachers’ cognitive engagement, social
engagement with colleagues and students, and emotional engagement are all enhanced accordingly. In a
word, whether it is career adaptability or work engagement, it plays a very significant role in teachers’ career
development, which is very important for teachers’ well-being. Teachers are emotional workers [77]. It is
found that teachers” psychology will affect their performance, self-efficacy, job satisfaction, burnout, and
teaching effect (classroom management, teachers’ support for students, student-centered teaching methods,
and cognitive and motivational stimulation provided for students) [78]. Therefore, according to the findings
of Paths 1, 2, and 3, this study further provides evidence for managers to pay attention to teachers’ working
conditions as well as psychological problems.

Finally, this study revealed that teachers’ career calling had a substantial direct effect on job burnout
and also served to lessen it through the mediating effects of career adaptability and work engagement. In
a study that correlated teachers’ career calling and work engagement, career calling had a significant effect
on learning (work) engagement, in which career self-efficacy and career outcome expectations played a key
mediating role [55]. In addition, teachers with a sense of career calling show better work attitudes and higher
satisfaction in specific areas such as work engagement and work participation [79]. When they encounter
all kinds of difficulties, they may be able to overcome and adapt to this kind of negative state better because
of the support of career calling. This study found that the mediating effect of teachers’ career calling on job
burnout was not significant when career adaptability was included as a mediating variable, which may be due
to the masking effect of job burnout as a negative variable after the moderating effect of career adaptability.
This finding proves that career adaptability is the key factor if job burnout is to be reduced. In addition, work
engagement as a positive variable surprisingly formed a positive correlation with job burnout, which may
be related to the current educational environment in China. The implementation of the “double reduction
policy” leads teachers to delay their oft-duty hours after school to help students finish their homework, which
increases their working hours, but has more opportunities to learn about students and can effectively teach
students under their aptitude. However, teachers ignore personal rest time, family, and other factors in the
long run, which would make them feel more tired emotions will fluctuate more, and the emergence of a
negative state can be seen. To a certain extent, this also shows that the more work input is not the better,
and it is very important to master a certain degree. Excessive work will only be counterproductive. Many
teachers tend to put in more work engagement than their load due to their heavy calling, thus instead of being
conducive to career development, a more serious burnout problem occurs. However, it is positive to note that
when teachers’ career adaptability and work engagement are co-invested in influencing the relationship, the
relationship between teachers’ career calling and job burnout is significant and can have a more substantial
reduction in overall burnout levels. When teachers choose to join the teaching profession because of their
calling, if they encounter setbacks or difficulties, they will often find themselves in an unsuitable situation.
With the deepening of the degree, the teacher may reduce the time and energy they put into work, which
may lead to more and more dissatisfaction at work and eventually leaving the job. Thus, schools expect PSST
to have a high level of work engagement, not only to pay attention to whether the teachers’ career calling
is maintained but also to predict how their psychological state and self-regulation in the work and whether
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they have better career adaptability when they are facing an uncertain task. This is also an explanation of the
dynamic adjustment of teachers’ work engagement from the theoretical perspective of work adjustment.

6 Conclusions and Implications

In conclusion, this study verifies that there is a significant negative relationship between teachers’
career calling and job burnout in the context of China and also tests that career adaptability and work
engagement have a significant mediating role in this relationship. In the academic landscape, the concept of
career calling has become a prominent topic, capturing the attention of experts in the fields of psychology
and organizational science. A consensus has emerged that there is a beneficial relationship between the
perception of having a career calling and the individual’s ability to adapt within their career, as well as
their overall career satisfaction. Additionally, it is now widely accepted that career adaptability acts as an
intermediary in the link between career calling and the levels of engagement and satisfaction experienced in
one’s work [60]. The practical effect of the TWA, which originated from Western countries, in the context of
the development of teachers in China has not yet fully emerged. The findings of this study not only enrich
the applicability of this theory in multiple situations but also expand the relevant research on international
teacher development.

This study has several implications for school administrators and PSST. First, the study found that
school administrators try to promote teachers’ work engagement not only from external conditions such
as job benefits, salary, job opportunities, and work environment, but also from the teachers’ intrinsic sense
of career calling, giving guidance on goal orientation to PSST of different teaching ages, enhance teachers’
career adaptability and exploratory ability and perception of job altruism, and pay attention to PSST” growth
stages in terms of job pressure, psychological state and self-regulation mechanism during the growth stage
of PSST. This reveals that school administrators need to change the teacher training and guidance model
for post-service teachers, cultivate more teachers’ psychological capital and career development resources,
and fundamentally and consistently increase teachers’ work engagement. For example, schools can organize
some activities such as teachers’ career development planning, teachers’ psychological counseling, and
teachers’ teaching skills training. In this way, teachers can avoid being helpless and seeking help when they
encounter career planning and psychological problems, resulting in more serious job burnout. Second, this
study emphasizes the positive relationship between career calling on career adaptability and its negative
relationship with job burnout. Career calling is a guiding force that allows people to perceive that they are
engaged in work with a specific mission, to continuously find values in their work that match their self-
perceptions, to find meaning in their lives, and to gain well-being. In addition, career calling can provide
the power to be proactive and work hard, which has a positive impact in the categories of psychological
empowerment such as work meaning, self-efficacy, autonomy;, etc. It also enables teachers to have a higher
self-identity and enhances the ability of emotional self-regulation and management. Therefore, from the
perspective of teachers’ development, it is important to pay attention to career calling and combine life goals
with work goals, to motivate them to innovate and reshape their work, thus contributing new values. From
the perspective of school administrators, attention must be keenly directed towards the prospective career
trajectory planning and the holistic health of active teachers, to guarantee that the beneficial influences
of career calling are effectively leveraged. For example, schools can provide teachers with personal career
development files, professional opportunities for further study, and daily benefits to enhance teachers’
psychological satisfaction. In this way, teachers’ career development and psychological changes can be
tracked for a long time, and it is possible to predict the emergence of problems and intervention in time.
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7 Limitations

However, this study did not include more potential variables to discuss the more detailed mechanisms
of impact of this model. In previous analyses, it was found that the demographic variables of the statistic did
not cause significant differences, possibly due to sample sampling, and the inclusion of a larger sample may
have yielded different results, so this was not specifically discussed in the results. The same problem occurs
with the distinction between primary and secondary teachers, which is the reason why the study combined
the PSST in the analysis. These shortcomings can be looked at and further analyzed in future studies.
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Appendix A
Career Calling Scale
No. Items
1 I feel that I am determined to pursue my present career.
2 Being engaged in my present career has made me experience the meaning of life.
3 Compared with other career, I think I should be engaged in my present career.
4 The value of my life depends largely on my career.
5 I am engaged in a career that can benefit others.
6 I am engaged in a career that can meet the needs of society.
7 My work contributes to society.
8 I am willing to make great efforts for my career.
9 I am devoted to my career.
10 I won't give up my career ideal easily.
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