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Alpha
0. 887 0. 850
0. 893 0. 862,
Logistic
SPSS19 LISRELS. 51
()
20 14
@
( 72%
83%) 3
N 1 0
1

3

1 4,382 53.947 4.382 53.947 4.263 53.265

2 1.984 78. 816 1.984 78. 816 2.032 75.379

3 1.253 94. 196 1.253 94. 196 1.243 95. 551

« ( Xl) ” 114 ( X2) ”
113 ( X3) ”» o
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1 3.143 21.521 3.143 21.521 3.726 22.512
2 2.254 41. 801 2.254 41. 801 2.451 43.616
3 2.132 57.924 2.132 57.924 2.059 60. 033
4 2.014 72. 402 2.014 72. 402 1.736 74.239
5 1. 802 86.712 1. 802 86.712 1.514 87.580
6 1.673 99. 487 1. 673 99. 487 1. 254 98. 382
6 “ ” « ” “« “« 9’ “« 2 “
”
[e]
(1) HL: A . B . AB 0
Logistic A B . AB NN0) 4
368 0 ( 0 0 0)
[43 “«© ” 113 ” 3
OR  ( ) 3. 4 o
3 OR
OR OR OR OR OR
A 3.01 5.98 2.18 1. 36 0.06 1.21 -0.27 | 0.73 -0.58 | 0.16
B 0.32 2.14 1.62 1.62 1.03 1.82 0.03 | 1.08 -1.34 | 0.02
AB 0.43 1.78 1.34 1.13 1.82 1.39 -0.12 | 0.84 0.07 | 1.17
0
4 OR
OR OR OR OR OR
5.23 3.45 2.19 4.86 1.85 1.76 -2.19 | 0.56 -0.43 | 0.69
B 2.15 2.11 4.16 7.14 1.82 1.23 0.38 | 1.24 -0.82 | 0.43
AB 3.04 2.99 1. 86 3.13 2.21 2.81 -0.27 | 0.84 0.54 | 1.18
0
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Mechanism Research on University Teachers’
Overload and Job Satisfaction

—Burnout as the Mediator

Chen Tianxue Chen Ruoshui

Abstract: University Teachers” overload induces the decrease of their job satisfaction
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and furthermore creates job burnout. This research analyzed heterogeneity of university
teachers and their job burnout through Logistic regression method. It also utilized the Firm
method to examine the relationship between work overload and job satisfaction using
professional fatigue as the mediating factor. The results showed that class features of university
teachers have less effect on their job satisfaction and that university teachers” career anchor is
relatively stable. It also found that pressure of research time and heterogeneity of teachers are
the most important factors that lead to the decrease of job satisfaction. The mediating effect of
professional fatigue indicates that incentive policies should pay attention not only to the overall
characteristics of university teachers but also to their individualized reasonable needs in order
to motivate them to make great contributions and being innovative.

Keywords: University teachers; O verlabor; Job satisfaction; Burnout
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