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An Investigating the Crucial Factors of Teachers’ Efficacy
from the Taiwanese School Member’s Perspective
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Abstract—The objectives of this study was to investigated
in-depth understanding of teachers’ efficacy by identifying the
Structural relationship of factors that influence teachers’
efficacy in terms of principal’s leadership, organizational
commitment, social support, and psychological capital. A
quantitative research design was conducted within purposive
sampling method were used for data gathered from 204 high
school teachers in Taiwan. The validated paper-pencil based
questionnaires were employed in the study and analyzed
undertaking descriptive analysis, confirmatory factor analysis
(CFA), and structural equation modeling (SEM). Findings
revealed that both principals’ leadership and social support
played a crucial role as a mediating factor that highly
contributed to organizational commitment in enhancing
teachers’ efficacy. Finally, some suggestions were proposed for
future research bridging theoretical and practical
understandings of the formation and improvement of teachers’
efficacy.

Index Terms—Organizational commitment, principals’
leadership, psychological capital, social support, teachers’
efficacy.

I. INTRODUCTION

A. Research Background

For people to choose as a teacher for their profession there
can be a variety of reasons such as working conditions, salary,
vacation time, and some intrinsic values which help them to
take care of students [1]. In fact, school achievements
fundamentally depend on its teachers’ performance. As a
means to maintaining the quality, three criteria in assessing
the capability of teachers can be found: 1) whether or not a
teacher can motivate students to learn, 2) whether or not a
teacher can improve instructional effectiveness, and 3)
whether or not a teacher can manage the learning
environment.

As the recent literature shows, school leadership has
become one of the most frequently studied topics in
organizational sciences. The leadership style of a school
principal is an influential determinant in the successful
implementation of school administration [2]. Furthermore,
other research findings in related organizational contexts have
also indicated that a leadership style may favorably affect
employees’  well-being.  Besides, several researches
conducted in a variety of organizational contexts, including
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educational and non-educational ones, in different countries
have further shown that leadership style might foster the
employee motivational and work efficacy [3].

The correlation between organizational behavior and
human resource management also seen as a critical challenge
in the field of psychological capital. According [4], “leaders
are who display positive behaviors are more likely to aid the
development of their subordinate positive psychological
capacities. Employees with higher psychological capital,
engaging in greater creative behaviors, usually enhance the
opportunities to produce creative outcomes.” Therefore,
leaders ought to give guidance regularly to employees in their
routines as a supportive treatment in achieving organizational
goals.

To achieve school goals, the school authorities should
motivate teachers’ efficacy in their working places. Teachers’
commitment was positively correlated with teachers’ belief in
how they manage their classes well; how they conduct
instructional design; and how they engage students to study
[5]. Additionally, their efficacy was fostered by their
commitment to the school and to their profession as a teacher.
Moreover, [6] have emphasized that teachers’ organizational
commitment was positively affected by the shift of principals’
leadership style. Therefore, this study was designed to
identify the structure and influential paths of factors regarding
teachers’ efficacy.

B. Obijectives of the Study

The purpose of this study was aimed to investigated
in-depth understanding of teachers’ efficacy by identifying
the structural relationship of factors that influence teachers’
efficacy in terms of principal’s leadership, organizational
commitment, social support, and psychological capital, for
enhance the effectiveness of teachers’ efficacy, from the
perspective of school principals and teachers of in Taiwan.

C. Relevant Scholarship

1) Teachers’ efficacy

Teachers’ beliefs are essential to the quality of teaching
activities because their beliefs are directly associated with
their competency and teaching motivation [7]. On the other
hand, efficacy is a teacher’s belief in their own competencies
to influence and motivate students in learning activities,
including some endeavors in overcoming obstacles and
failures to enhance the academic achievements [8]-[10].

Further research [11] supported the notion by emphasizing
that teachers’ competency would have a constructive effect on
student activities for learning. To do so, there are six domains
of qualified teachers: 1) prerequisites of effective teaching; 2)
personal characteristics; 3) management of the classroom; 4)
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instructional planning; 5) instructional delivery; and 6)
assessment.

Furthermore, [12] have proposed several dimensions of
assessment on teachers’ efficacy: 1) student engagement; 2)
instructional strategies; and 3) classroom management.
Besides, [13] believes that a teacher with higher Personal
Teaching Efficacy (PTE) will have better strategies for
employing effective teaching, sufficient of pedagogical
competencies, handling the troubled students gently, and
taking care of positive changes in student learning activities.
Then, teachers with high PTE tend to express a great level of
enthusiasm in classroom activities, including more creative
ideas, or methods in motivating students [14], [15].

2) Principals’ leadership

Leadership is “an influence relationship among leaders and
followers who intend real changes that reflect their mutual
purposes” [16]. Besides, [17] stated that leadership is a
process of motivating people to work together in
collaborative ways to accomplish great things.

School leadership seen as having a bureaucratic thinking
and philosophy taken from scientific management principles
[18]. Leaders of the teachers were viewed as an extension of
traditional school administrations [19]. In the past, such arole
was designed to ensure the efficiency and effectiveness of an
existing system [20]. Leaders of teachers, therefore, shifted
from a managerial role to become various instructors.

The roles of teacher leadership include teachers as team
leaders, developers of academic curriculum, professional
development providers, and mentors for new teachers.
Although such viewpoint has acknowledged the pedagogical
expertise of teachers, these roles are intended to be “apart
from” rather than “a part of” teachers’ daily activities [21].
Thus, teacher leaders attempt to promote several instructional
improvements by reshaping the school culture to perform
stronger supports on a collaborative and continuous learning
environment [22].

According to [23], five practices of exemplary leadership
need to be exercised including: “1) modeling the way in
earning required rights and respects to lead through
supportive relationships and in demonstrating exemplary
behaviors to follow; 2) inspiring a shared vision when leaders
get to know their constituents, speak their language, and
genuinely have their deep interests; 3) pioneering leaders
challenge the process by stepping out into the unknown and
searching for opportunities to innovate, grow, and improve; 4)
enabling others to act by fostering collaboration and building
trust; and 5) encouraging successful relationships between
leaders and their constituents”.

3) Psychological capital

Psychological capital refers to “an individual’s positive
psychological state of development that is characterized by a)
having confidence (efficacy) to take on and put in the
necessary effort to succeed at challenging tasks; b)
persevering toward goals and, when necessary, redirecting
paths to goals (hope) in order to succeed; ¢) making a positive
attribution (optimism) about succeeding now and in the future;
and d) when beset by problems and adversity, sustaining and

bouncing back and even beyond (resilience) to attain success”
[24].
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Psychological capital affects employees’ perceptions and
emotions which may further increase their motivation to do
challenging and meaningful works [25]. Furthermore, [26]
argue that psychological capital may enhance employees’
performance. In addition, [27] propose their notion in which
psychological capital is tightly related to an employee’s
performance.

In many ways, psychological capital may have a strong
contribution in creating a situation that stimulates the quality
of work-related life needs, i.e. survival, belonging, and
knowledge, as well as the employees’ performance [28].

4) Social support

Previous scholar, [29] have recommended and developed
the three construct of commitments, which consists of
affective commitments, continuance commitments, and
normative commitments. Social support has two functions
that focused on meeting workers’ need to feel valued, cared
for, respected, provides workers with practical assistance in
term of their roles, responsibilities, and task [30]. Studies
from 349 employments, [31] found that results of structural
equation modelling analysis reveal significant relationships
between coworker support and organizational commitment.

In addition, [32] proved that organizational support
positively influenced commitment of the organization
members. In terms of perceived organizational support,
teachers who get higher support from their societies tend to
more commitment to their organization [33].

5) Organizational commitment

Many kinds of institution were included investigation on
organizational commitment in their research field. One of
those is an educational institution. Organizational
commitment in an educational institution is stated as a
constant process taken by teachers to show they are better in
every situation that may indicate their contributions to the
organization [34]-[36].

Furthermore, [37] have identified organizational
commitment have several basic components in potential
teacher’s belief and acquiring of the school’s objective. These
include how teacher’s motivations give a positive impact on
their loyalty in the organizational activities, also to perform of
their efforts on achieving organizational goals. Moreover, [29]
have conceptualized organizational commitment into three
dimensions, i.e. “1) Affective Commitment which refers to
employee’s emotional attachment to, identification with, and
involvement in an organization; 2) Continuance Commitment
that refers to employee’s attentiveness to any cost associated
with leaving an organization; and 3) Normative Commitment
which reflects to employee’s feelings of obligation to
continue one’s employment in an organization”.

D. Research Questions

The present study aims to investigating the ways in which
these factors may simultaneously create interactive effects in
a real educational setting. Therefore, the following research
questions were consequently postulated in a real workplace:
1) What are the fixed constructs among psychological

capital, principals’ leadership, social support,
organizational commitment, and teachers’ efficacy to
meet the good structural model criteria?
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2) There is any correlation among psychological capital,
principals’ leadership, social support, organizational
commitment, and teachers’ efficacy?

How psychological capital, principals’ leadership, social
support, organizational commitment predicts teachers’

efficacy?

E. The Limits of the Study

This study was limited to the Taiwanese certified teachers
in public senior high schools as a research population and
sampling procedures. The number of participants were
according to the statistical data from Taiwan Ministry of
Education (www.moe.gov.tw). The questionnaires were
gathered from school principals and the teachers’ perspective.

3)

Il. RESEARCH METHODS

A. Conceptual Framework

This study was quantitative research design with
paper-pencil based questionnaire to identify the structure and
influential paths of factors regarding teachers’ efficacy. As
the abovementioned literature has indicated, leadership bears
a significant relationship with psychological capital and there
are strong positive relationships between supervisor’s
leadership and psychological capital; moreover, leadership is
diverse due to the commitment of the organizational members
[38]. Leadership plays a decisive role in preserving a higher
organizational commitment among employees, and leadership
therefore becomes an important determinant of organizational
efficacy [39]. Similarly, the leadership of the school leaders
has strong and significant relationships with teachers’
self-efficacy [40]. The commitment of the workers [41] and
the levels of their positive psychological capital [42] also
affected employees’ efficacy.

In short, there is a close relation among teachers’ efficacy,
principals’ leadership, psychological capital, social support
and organizational commitment. However, it was clear from
the former analysis about the interrelation of the correlative
variables that clear knowledge about how these five interact is
still lacking.

PC TE

oC

i Independent variable:

| - PC=Psychological Capital
! Dependent variable:

1 - TE=Teacher’s Efficacy

Mediation variable:

- PL=Principals’ Leadership

- SS=Social Support

- OC=Organizational Commitment

Fig. 1. Structural model of the relational factors in determining teachers’
efficacy.

B. Population and Sampling Procedures

The target population of the present study was public senior
high school teacher in Taiwan who possess professional
certificates. Data were collected through paper-pencil based
questionnaires.

There were 1,070 public senior high school teacher in
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Taiwan within professional certificates teachers. Hence, using
a confidence level of 95 % (which will give a margin error of
0.05) the total sample that representing the population are 290
teachers. Taking the responsibility of a number of
questionnaire error, this study selected 300 teachers for the
data collection.

C. Data Collection and Data Analysis

The data collection was selected 300 Taiwanese high
school members including principals and teacher as
participants and within 2-week period 223 questionnaires
were returned, it was equivalent to 74% response rate. Among
these returned questionnaires, 204 questionnaires were stated
as completed and therefore taken as the data for the
subsequent analyses.

The collected data were analyzed by means of the SPSS 18
and AMOS 20 statistics software package, undertaking
descriptive analysis, confirmatory factor analysis, and
structural equation modeling (SEM) for all of the variables.

D. Study Instruments

Composite questionnaires were employed to collect the
data on this study. There were 58 items adapted from five
existing validated questionnaires, including teachers’ efficacy,
organizational ~ commitment,  psychological  capital,
principals’ leadership, and social support. All items are
converting into Chinese language version and taking content
validity from professional Taiwanese teachers.

1) Constructs of teachers’ efficacy

The Ohio State Teacher Efficacy Scale (OSTES) was first
developed by [12] and it is widely used to measure teachers’
efficacy. Participants were asked to describe their efficacy on
a 12-item scale. A five-point Likert scale was used with the
responses ranging from (1= nothing; to 5= a great deal). In the
OSTES, teachers’ efficacy is measured via the use of the three
constructs. The constructs were measured by four items for
each, such as efficacy in student engagement (for example, |
give motivation to the students), instructional strategies (for
example, | use a variety of assessment strategies), and
classroom management (for example, | control disruptive
behavior in the classroom). Every factor’s Cronbach’a
coefficient is 0.81, 0.86, and 0.86 respectively. This
instrument was validated to possess high reliability for whole
instrument (« = 0.90).

2) Constructs of organizational commitment

The Organizational Commitment Questionnaire (OCS) was
first developed and validated by [29]. In this study, it was
employed to measure the teachers’ perspectives on
organizational commitment. This self-rating questionnaire
contained 10 items to measure three detailed constructs,
including affective commitment (4 items; for example, | am
feel ‘emotionally attached’ to this organization), continuance
commitment (4 items; for example, it is hard for me to leave
my organization), and normative commitment (2 items; for
example, | believe loyalty to the organization is important).
Ratings are complete on a five-point Likert scale (1= Strongly
Disagree; to 5= Strongly Agree). The questionnaires had been
tested and obtained Cronbach’s alpha 0.87, 0.75, and 0.79
respectively for each factors. In other words, the instrument
had been proven valid.
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3) Constructs of psychological capital

This study adopted the PsyCap Questionnaire (DPCQ)
developed by [43], under the background of educational
organization, some content and words being revised. At last,
the questionnaire remained 12 items to identify specific
teachers’ psychological capital related to optimism (4 items;
for example, | always find that every problem has a solution),
hope (4 items; for example, | am energetic to accomplish the
work goal), and resilience (4 items; for example, | am
encouraged and ready to face with difficulties at work). This
assessment had been tested as having a good validity and
reliability based on its Cronbach’s alpha measurement for
each factors 0.80, 0.84, and 0.87 respectively.

4) Constructs of principals’ leadership

The principals’ leadership questionnaire was first proposed
by [23] in order to firmly measure principals’ leadership. It
contained 12 items, including how principals inspire a shared
vision (6 items; for example, | appeal to others to share an
exciting dream of the future) and enable others to act (6 items;
for example, | support the decisions that people make on their
own) in a senior high school. This short-form scale had been
proven to have an internal consistency coefficient (0.95 and
0.91), based on Cronbach’s alpha measurement which
indicated its validity and reliability as a research instrument.

5) Constructs of social support

This study adopted a Social Support Scale (SSC)
questionnaire developed by [44] to collect the data about
teachers’ social support both from their supervisor and from
co-worker. It had 12 items including how their supervisor
gives the support (6 items; for example, my supervisor
appreciates the work that | do) and support from their
co-worker (6 items; for example, my co-workers are willing to
listen to my personal problems). A five-point Likert scale was
used with the responses ranging from (1= Strongly Disagree;
to 5= Strongly Agree). The questionnaires had been tested as
having Cronbach’s alpha 0.92, and 0.90 respectively for each
factors.

I1l. RESEARCH FINDING

A. Respondents’ Demographic Backgrounds Analysis

These respondents’ demographic backgrounds were
analyzed as in the Table 1. Most of the respondents possessed
over 5 years of teaching experience (77.9%).

TABLE I: SAMPLES’ DEMOGRAPHIC BACKGROUNDS (N=204)

Gender Working experience (years)
Male Female Under 5 6~10 | 11~15 |Over 16
N 122 82 45 42 52 63
% 59.8 40.2 22.1 20.6 26.5 30.9

B. Reliabilities and Validities Instruments in This Study

The examination of the reliability and validity of the
instruments employed in this study indicated that all factor
loadings were above 0.65 (between 0.67 ~ 0.94), which is
significant among the constructs and variables. This indicates
that most of the constructs were the good indicators of all

143

variables. All constructs were thus justified as reliable (Table
I1) as having Cronbach’s o between 0.664 ~ 0.898, suggesting
that most of the items have relatively high internal consistency.
The composite reliability (CR) values of teachers’ efficacy,
organizational commitment, psychological capital, social
support, and principals’ leadership were 0.81, 0.78, 0.90, 0.68,
and 0.93, respectively. This demonstrates a high internal
consistency (> 0.60) of these latent variables signifying that
the variance in the indicators were explained by the common
factor, and average trait-related variance were extracted.
Moreover, the convergent and discriminant validities were
examined by using Average Variance Extracted (AVE). In
this study, all AVEs exceeded the threshold of 0.5 (0.58, 0.53,
0.76, 0.51, and 0.87, respectively) which indicated that this
study had adequate convergent and discriminant validities
[45]. These measurements were stated as reliable and valid.

C. Correlations among Five Variables

The analyses on Pearson’s product-moment correlation
coefficient were significantly positive of linear dependence
among the five variables (0.247** ~ 0.616**), except the

correlation between teachers’ efficacy and social support (0.1)
(Table I11).

TABLE II: FACTOR LOADING, CRONBACH'S A, AVE, AND CR

Variables Factor g g Cronbach's
Loading o

Principals’ Leadership 0.87 0.93 0.806

- Inspire a Shared Vision 0.92

- Enable Others to Act 0.94

Social Support 051 0.68 0.898

- Co-worker Support 0.67

= Supervisor Support 0.76

Psychological Capital 0.76  0.90 0.664

= Optimism 0.90

- Hope 0.86

- Resilience 0.85

Organizational Commitment 0.53 0.78 0.820

- Normative Commitment 0.74

- Continuance Commitment 0.68

- Affective Commitment 0.78

Teachers’ Efficacy 0.58 0.81 0.806

- Student Engagement 0.74

- Instructional Strategies 0.73

= Classroom Management 0.82

TABLE Ill: CORRELATION AMONG FIVE VARIABLES

Variables 1 2 3 4 5
1. Teachers’ Efficacy 1
2. Organlza_tlonal 368™ 1
Commitment
3. Psychological Capital .418™ 537" 1
4. Social Support 100 5087 4117 1
5. Principals’ Leadership .247" 528" 377" 6167 1

**_Correlation is significant at the 0.01 level (2-tailed).

The strength of the correlation within the weak correlation
(0.1 ~ 0.3), moderate correlation (0.3 ~ 0.5), and strong
correlation (> 5), this study showed moderate correlations
existing between teachers’ efficacy with organizational
commitment (0.368**), and psychological capital (0.418**),
also between psychological capital with social support
(0.411*%), and principals’ leadership (0.377**). Additionally,
there were high correlations between social support and
principals’ leadership (0.616**), organizational commitment
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and psychological capital (0.537**), organizational
commitment and social support (0.508**), and organizational
commitment and principals’ leadership (0.528**).

D. Structural Model

In order to investigate the linear structural relationship of
the five latent variables for teachers’ efficacy as dependent
variable in senior high school settings, this study reported
only selected group of fit statistics. The goodness-of-fits of
the structural model (Table V), including the
Goodness-of-Fit Index (GFI), Adjusted Goodness-of-Fit
Index (AGFI), Normed Fit Index (NFI), Comparative Fit
Index (CFI), and Root Mean Square Error of Approximation
(RMSEA), were also assessed in this study to identify the
structure model fitness within variables. The statistical
examination of these additional hypotheses is intended to
identify and clarify the mediation mechanism or influential
paths that may denote the observed relationships between
independent variables and dependent variables [46].

TABLE IV: SELECTED AMOS OUTPUT FOR FIVE FACTORS OF MODEL

FITNESS
Indices Model fitness Criteria Result Reference
. 119.447 P<0.001; . Bollen
Chi-square . HO=rejected
(p=0.000) HO=rejected (1989)
Chi-square / Jcireskog &
of 2.212 <5 Accept  Sorbom
(1993)
Hu &
GFI 0.918 08~1 Accept  Bentler
(1999)
Anderson &
AGFI 0.861 08~1 Accept  Gerbing
(1984)
Bentler &
NFI 0.927 08~1 Accept  Bonnett
(1980)
Bentler
CFI 0.958 08~1 Accept
(1990)
Hu &
RMSEA 0.077 0.01~0.08 Accept  Bentler
(1999)

This study revealed that the fit of data to the hypothesized
model is not entirely adequate (Chi-square value of 119.447,
with a probability of less than 0.001 (p < 0.001). Interpreted
accurately, this test statistic indicates represents an unlikely
event the null hypothesis should be rejected. However, based
on the Goodness-of-Fit Index (GFI) and Adjusted
Goodness-of-Fit Index (AGFI) values (0.918 and 0.861,
respectively), these assessments concluded that this
hypothesized model fitted the sample data fairly well.

The Comparative Fit Index (CFI) (0.958) indicated that the
model fitted of the data well in the sense that the hypothesized
model adequately described the sample data. In somewhat
less glowing terms, the Normed Fit Index (NFI) value

suggested that model fit was only marginally adequate (0.927).

Table V shows that the root means square error of
approximation (RMSEA) value for our hypothesized model is
0.077. Interpretation of the confidence interval consequently
indicates that the true RMSEA value in the population was
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represented a good degree of precision.

The analysis produced the detailed overview of the
mediation effect on teachers’ efficacy (Fig. 2). The results
indicated principals’ leadership has a higher coefficient (0.41)
than social support, organizational commitment, and teacher
efficacy (0.23, 0.35, and 0.31, respectively) to psychological
capital. Additionally, social support gives the highest
coefficient (0.70) to principals’ leadership, as mediating
factor of psychological capital, rather than organizational
commitment (0.12) and teachers’ efficacy (0.37).
Organizational commitment (0.70) played a crucial role as
mediator by its domination over the effect to principals’
leadership, social support, and psychological capital on
teachers’ efficacy.

E. Summary of Research Findings

Based on the aforementioned analyses, the findings of
proposed research questions are follow:

1) The first question

What are the fixed constructs among psychological capital,
principals’ leadership, social support, organizational
commitment, and teachers’ efficacy to meet the good
structural model criteria?

To answer this question, this study used the factor loading
value from confirmatory factor analysis of psychological
capital, principals’ leadership, social support, organizational
commitment, and teachers’ efficacy as shown in Table Il
above.

It is clear from the Table 11 above, the result shows fixed
construct for each variables, as follow: 1) principals’
leadership have two constructs (inspire a shared vision and
enable others to act); 2) social support can be seen from
co-worker and supervisor support; 3) psychological capital
have three constructs: optimism, hope, and resilience; 4)
organizational commitment have three constructs (normative,
continuance, and affective commitment); and 5) teachers’
efficacy have three constructs: efficacy in student engagement,
instructional strategies, and classroom management.

2) The second question

There is any correlation among psychological capital,
principals’ leadership, social support, organizational
commitment, and teachers’ efficacy?

The results of Pearson’s product-moment correlation
coefficient were solving the second research questions. From
Table Il above, this study concluded that there is
significantly positive correlation among variables, except the
correlation between teachers’ efficacy and social support. It is
clear that, there are inter-correlation among each variable. In
other word, changing any variable value will give effect on the
other variables.

These correlations suggested that in senior high school
settings, these variables (teachers’ efficacy, organizational
commitment, psychological capital, social support, and
principals’ leadership) were tightly related to and
interdependent on each other. In other words, most of these
correlation coefficients with positive values indicates that any
slight change in one variable corresponds to an increase in the
other.

3) The third question
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How psychological capital, principals’ leadership, social
support, organizational commitment predicts teachers’
efficacy?

The fixed model fitness output of SEM on Fig. 2 and Table
IV above are adequate in order to answer this question. Most
of the model fitness criteria were accepted on the fixed
models. The result indicate that psychological capital have
high loading on principals’ leadership rather than on others
variables. Principals’ leadership have high loading on social
support variable instead of organization commitment and
teachers’ efficacy. Social support has positive loading to
organization commitment. Organizational commitment is
therefore another key factor in mediating psychological
capital, principals’ leadership, and social support to predict
the teachers’ efficacy.

These phenomena demonstrated that teachers’ efficacy was
affected and continuously intervened through multilevel
mediation effects of these five constructs instead of being
directly influenced by any factor. Furthermore, the results
confirmed the social interaction theory that efficacy was
established and transformed through individuals’ interaction
with factors in their environment [47].

Fig. 2. The multilevel mediation model of the constructs.

IV. DISCUSSION AND SUGGESTION

This empirical study was designed to investigate the
structural relationships among individual internal and
external factors influencing teachers’ efficacy at the senior
high school level. Particularly, the mediating effects resulting
from principals’ leadership, social support, and
organizational commitment on teachers’ efficacy were
intensively examined to identify any possible influential
approach and effect on the teachers’ efficacy.

A. Discussion

Findings indicate that teachers’ efficacy is established and
transformed through continuous interactions among the five
constructs, confirming Bandura’s social learning theory [48],
[8]. With multilevel mediation effects, several noteworthy
issues were consequently raised from the study. The high
correlations exist among the five constructs and demonstrate a
perfect mutualistic symbiosis. The mutualism reflects the
facts that these constructs highly concerned in school settings
are interdependent and contextually coexistent in the
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teachers’ perspectives. Besides, this fact also confirms that a
slight change in any of teachers’ psychological capital,
organizational commitment, social support, or principals’
leadership may create potential a snowball effect influencing
teachers’ efficacy.

In the real high school settings, teachers’ efficacy
originates from their psychological capital and develops
through a multi-level mediation procedure involving their
principals’ leadership as the first level of the mediating factor
to inspire teachers’ social support. Furthermore, teachers’
perceptions of social support stimulate their organizational
commitment as the secondary hierarchy of mediating effect.
Consequently, their commitment as the third level of
mediating effect dominantly contributes to teachers’ efficacy.
In short, teachers’ efficacy in the comprehensive senior high
school settings is derived and develops through a multi-level
mediation procedure by some indirect factors, i.e. principals’
leadership, social support, and organizational commitment,
rather than merely any single factor.

Psychological capital does not create any direct and
significant effect, but it activates through a multi-level
mediation effect on teachers’ efficacy. The multi-level
mediation effects from principals’ leadership, social support,
and organizational commitment on teachers’ efficacy indeed
confirm the Bandura’s social learning theory [49], [50].
Teachers’ efficacy in the real teaching settings are developed
and transformed involving a series of complex intrapersonal
self-recognition, interpersonal stimulation, and reflective
adaption in response to environmental factors [51]. This
indirect but continuous influential phenomenon might also
reflect the typical Chinese cultures in comprehensive school
contexts, which highly value social perspectives.

B. Suggestions

From the abovementioned research findings, the following
suggestions are proposed:
1) Teacher’s efficacy is a comprehensive indicator that
reflects several concealed phenomena from teachers’
inner world, including their psychological capital,
organizational commitment, and their perspectives on
social support and principals’ leadership. School
administrators are therefore suggested to deeply
understand the factor structure and cause-effect relation
for better personnel administration and teachers’
achievement through their efficacy.
It takes successive and accumulative endeavors to
influence teachers’ efficacy that barely originates from
and/or is influenced by merely any single factor. That is,
teachers should carefully build their intrapersonal
perspective, such as psychological capital, and keep a
good relationship with their school leaders and
colleagues for better commitment and efficacy.
In order to further understand teachers’ efficacy and its
constructing factors, future research are suggested to take
qualitative research method for objective observation on
teachers’ career behaviors, such as teaching performance,
personal enthusiasm, and their interaction with school
leaders. This outside-in oriented research approach might
empirically build the interpretation on the factorial
relationship developing teachers’ efficacy,

2)

3)
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supplementing the inside-out self-rating questionnaire
survey.
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