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[bookmark: _GoBack]Preschool teachers' social support and the intention to stay: A moderated mediation model
Abstract: In this paper, we explore the relationship between social support and preschool teachers’ intention to stay, as well as the mediating role of work engagement and the moderating role of resilience. A total of 1693 Chinese preschool teachers were investigated using the social support scale, the work engagement scale, the intention to stay scale and the resilience scale. The results indicated that the social support of preschool teachers is positively correlated with their intention to stay, work engagement and resilience. Social support had a positive predictive effect on the intention to stay. Work engagement partially mediated the effects of social support on the intention to stay. Additionally, resilience significantly moderated the effects of work engagement on the intention to stay. Thus, we affirmed that work engagement significantly mediates the effects of social support on the intention to stay and that resilience moderates the second half of this mediation process.
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High turnover among teachers is a problem faced by many countries (Arnup & Bowles, 2016). A Chinese study shows that most preschool teachers have encountered varying degrees of social discrimination and workplace exclusion. Compared with other teachers, preschool teachers’ work tasks are more onerous, their working hours are longer, their wages are lower, their training and promotion opportunities are fewer, and their turnover is more frequent (Wang, Hong, & Pang, 2015). The resignation of preschool teachers not only brings high costs to the organizations from which they resign and to themselves but also have a negative impact on children's learning and development（Sorensen & Ladd, 2020). However, it is more important to ensure that teachers "stay" than to discuss "why they left" (Dalessio, Silverman, & Schuck, 1986). The intention to stay refers to an employee's intention to remain in his or her current organization（Cho, Johanson, & Guchait, 2009). An analysis of the internal and external conditions that affect the intention to stay can also offer a better explanation for the reasons for resignation (Mitchell, Holtom, Lee, Sablynski, & Erez, 2001) and predict retention behavior (Cowden & Cummings, 2012; Chen, Ho, Lin, Chung, & Li, 2015). Although the problem of retention has been widely studied, the existing research mainly focuses on nurses, salespeople, service personnel and other groups (Gupta & Singh, 2018). Few studies have focused on preschool teachers’ intention to stay. Therefore, considering the context of the shortage of preschool teachers in China (Fan & Li, 2018), it is necessary to conduct a more in-depth discussion regarding the factors and mechanisms that influence preschool teachers' intention to stay to provide a reference for improving their retention rate.
Literature Review and Hypotheses
Effect of Social Support on the Intention To Stay
Social support plays a different role than do the other factors that affect the intention to stay. Social support refers to the social interactions that provide (or are perceived to provide) individuals with material, informational or emotional help; this support mainly comes from individuals’ private lives, such as their family and friends, and their work environments, such as their supervisors and colleagues (Sofia et al., 2019). The job demands resources model (JD-R) notes that job resources and job demands represent risk factors faced in any occupation. Social support, as a type of work resource, can promote the independent learning and growth of employees and effectively buffer the physiological and psychological pressures caused by work demands on individuals, thus affecting their intention to stay (Bakker, & Demerouti, 2007). First, social support in the workplace is positively related to employees’ intention to stay (Karatepe & Olugbad, 2016). Supervisor support is one of the most favorable predictors of the intention to stay (Sofia et al., 2019). Employees with supervisor support have a significantly better sense of achievement and security than employees without this support (Abualrub, 2010).Supportive colleague relationships are also important, as they not only make employees feel respected but also provide them with the opportunity to exchange key information (Pomaki, Delongis, Frey, Short, & Woehrle, 2010) and help them mobilize other resources and acquire new skills (Cohen & Wills, 1985). In addition, nonworkplace social support also significantly affects employees’ intention to stay. The social support that employees receive at home has a negative impact on employees' job burnout (Sofia et al., 2019). Employees who can obtain material and spiritual help from their relatives and friends have better mental health (Lo, 2014). Employees who feel supported by their spouses are more likely to stay at work (Abualrub, 2010). A similar conclusion has been drawn from a study regarding preschool teachers (Torquati, Raikes, & Huddleston-Casas, 2007). Therefore, according to the work demand resource model and the relevant empirical research results, it is reasonable to infer that social support will affect preschool teachers’ intention to stay. Moreover, the social support examined in this study includes workplace social support and nonworkplace social support. This study provides a reference for a more comprehensive consideration of preschool teachers' social relations, emotions, behavioral interactions and personal views regarding support (Chen, Ho, Lin, Chung, & Li, 2015), which can deepen our understanding of preschool teachers' intention to stay. Thus, we propose the following hypothesis:
Hypothesis 1: Social support has a positive effect on the intention to stay.
The Mediating Effect of Work Engagement between Social Support and the Intention To Stay
Among the factors that affect the intention to stay, work engagement is also worthy of attention. Based on a literature review, we suggest that work engagement may play a mediating role in the relationship between social support and the intention to stay (Torquati et al., 2007). Work engagement refers to the persistent positive and substantial mental state of an individual at work that is characterized by vitality, dedication and concentration (Mojsa-Kaja, Golonka, & Marek, 2015). Strong work engagement behavior, which is represented by a strong enthusiasm, a deep tenacity to overcome difficulties, a proud value experience and a concentration that is unaware of the fleeting time, does not start from the beginning of a teacher’s career (May, Gilson, & Harter, 2011); these phenomena are usually the result of the interaction between an individual and his or her supportive environment (Danes & Rettig, 1995). As social exchange theory points out, employees adapt their attitudes and behaviors according to their perceptions of organizational support to achieve a balance in their exchanges with their organization. Employees with a high level of organizational support have a sense of obligation to repay this support; therefore, in return, they provide the organization with more hard work and exhibit firmer loyalty to the organization (Cho, Johanson, & Guchait, 2009). That is, social support, as it is an important supportive environmental resource (Torquati, Raikes, & Huddleston-Casas, 2007), will encourage employees' positive investment in their work. The work demand resource model also shows that when work resources (such as organizational support) do not match the work demand, the work engagement of employees will be greatly reduced (Demerouti, Bakker, Jonge, & Schaufeli, 2001). Previous studies have also shown a positive relationship between social support and work engagement (Othman & Nasurdin, 2013; Zeng, He, Pan, & Zhao, 2018). Additionally, work engagement can also change employees’ mental states and behaviors related to the intention to stay. Employees with a high level of work engagement are more likely to experience positive emotions (Bakker & Demerouti, 2008). These employees tend to be more outgoing and confident (Cropanzano, Russell, Wright, Thomas, & A, 2001) and exhibit better health (Schaufeli & Bakker, 2004). Because of their strong ability to mobilize work resources (such as social support, autonomy, guidance, feedback from colleagues, etc.) and personal resources (such as optimism, self-efficacy, organization-based self-esteem, etc. (Irena & Macuka, 2018), these employees exhibit a high level of productivity (Kim & Park, 2017), and their contribution to individual and team work performance is greater (Bakker & Demerouti, 2008). Employees with a high level of work engagement are not prone to burnout (Vicente, Schaufeli, Bakker, & Lloret, 2006), have stronger organizational beliefs (Parkes& Langford, 2008), are more attached to their organizations (Schaufeli & Bakker, 2004), are willing to commit to the development of their organizations (Hakanen, Bakker, & Schaufeli, 2006) and remain in their organizations (Takawira, Coetzee, & Schreuder, 2014). In summary, because social support has a positive impact on work engagement and because work engagement has a positive impact on the intention to stay, it is reasonable to infer that work engagement plays a mediating role in the relationship between social support and the intention to stay. Thus, we propose the following hypothesis:
Hypothesis 2: Work engagement has a mediating effect on the relationship between social support and the intention to stay.
The Moderating Effect of Resilience between Work Engagement and Intention To Stay
Although the work demand resource model defines the relationship path from social support to work engagement to the intention to stay, the resource management framework from the perspective of human ecology points out that individuals will also be affected by their own characteristics in the process of decision-making (Torquati et al., 2007). Preschool teachers tend to have a low level of social support (Fan, et al., 2018), and there are also differences in the intention to stay among individual preschool teachers (Torquati et al., 2007), which suggests that there may be moderating variables that have an impact on the mediating path between social support and the intention to stay. According to the theory of resource conservation, personality as an individual resource can make up for a lack of supportive resources in the work environment. The more positive personality characteristics that an individual has, the greater their potential for positive behavior is (Noraani, Aminah, Jegak, & Khairuddin, 2010). Psychological resilience is a common personality trait that helps teachers cope with the pressures and challenges of their work and enables them to adapt to adversity with a positive attitude, thus maintaining their continuous enthusiasm for work and a strong desire for professional development (Gu & Day, 2013) to improve their retention. An empirical study confirmed that teachers with strong resilience have a high intention to stay (Mansfield, Beltman, & Price, 2014). Therefore, this study takes psychological resilience as a moderating variable, and we propose the following hypothesis:
Hypothesis 3: Resilience has a moderating effect on the relationship between work engagement and the intention to stay; that is, the second half of the mediating path from social support →work engagement →the intention to stay is moderated by resilience.
In summary, we take Chinese preschool teachers as our object of study and propose a moderated mediation model (see Figure 1) to explore the mechanism underlying the positive impact of social support on the intention to stay.
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Figure 1. Research model.

Method
Participants
Our participants were 1963 preschool teachers from 18 counties in 5 cities of the Ningxia Hui Autonomous Region, China. These teachers’ demographic details are shown in Table 1. Among these participants, 98.3% (1664) were female and 1.7% (29) were male. There were 1163 teachers (68.7%) who had worked for 5 years or less, 287 teachers (16.9%) who had worked for 6-10 years and 243 teachers (14.4%) who had worked for more than 10 years. Regarding education level, 364 (21.5%) teachers had an educational background equal to or lower than that of a senior secondary school or a vocational school, 952 (56.2%) had a college education, 358 (21.1%) had a bachelor’s degree, and 19 (1.1%) had a master’s degree or above. In terms of organizational characteristics, 479 (28.3%) participants were urban public preschool teachers, 445 (26.3%) were urban private preschool teachers, 292 (17.2%) were county public preschool teachers, 73 (4.3%) were county private preschool teachers, 227 (13.4%) were village public preschool teachers, and 177 (10.5%) were village private preschool teachers. The average age of these teachers was 27.94 (SD = 7.10), and the average age of the children that they taught was 5.59 years (SD = 6.58).
Table 1 Teachers’ Demographic Details
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Procedure
We obtained the consent of the teachers’ principals in advance, explained the purpose and the significance of our research to them, and asked the principal to convey the importance of this research to the teachers and to encourage them to cooperate in our investigation. An anonymous network questionnaire was used for the survey. The survey was conducted by a doctoral candidate in preschool education who received professional training. Before the test, the researcher emphasized to the teachers the anonymity and confidentiality of the survey and asked them to fill in the questionnaire after a careful examination. A total of 1855 questionnaires were collected, of which 1693 were valid, for an effective recovery rate of 91.3%.
Measures
Social support scale. To measure teachers' social support, we used the social support scale compiled by Xiao (1994). This scale consists of 10 brief statements and 3 dimensions, including objective support, subjective support, and utilization of support. Examples of these items are as follows: “In the past, when you were in an emergency situation, your sources of comfort and relationships were:” (objective support), “How many close friends do you have who can support and help you” (subjective support), and “How often do you participate in activities organized by groups, such as party and league organizations, religious organizations, labor unions, and student unions” (utilization of support). For questions 1-4 and 8-10, respondents were asked to select only one item for each question. Items 1-4 were to be scored on a scale of 1 to 4. For question 5, participants were to score parts A, B, C and D; each part was to be scored on a scale of 1 to 4 ranging from "None" to "yes". The sum of the scores from parts A, B, C and D represented the total score. For questions 6 and 7, participants were to score 0 to indicate "no sources", if the respondent answered "the following sources", they were to score several sources. The total score was calculated as the sum of the scores of all 10 items. A high score indicated that a respondent received considerable social support. The Cronbach's alpha coefficient of this scale was 0.862.
Work engagement scale. To measure teachers' work engagement, we used the work engagement scale for preschool teachers in China compiled by Wang and Qin (2010). This scale consists of 21 brief statements and 4 dimensions, including work pleasure, work value, work responsibility, and work focus. Examples of these items are as follows: “After work, I want to continue working” (work pleasure), “I am able to play a creative role in preschool education” (work value), “At work, I am strict with myself” (work responsibility), and “I forget everything around me at work” (work focus). The scale uses a 5-point Likert scale, 1 (strongly disagree) - 5 (strongly agree). A high score for this measure indicated that a respondent’s work engagement was high. The Cronbach's alpha coefficient of this scale was 0.934.

Intention to stay scale. To measure teachers' intention to stay, we revised Song Shi’s scale that was used to measure Chinese preschool teachers’ intention to stay. This scale consists of 8 brief statements and 1 dimension. Examples of these items are as follows: “I think my current preschool is suitable for me”, “I like the preschool where I currently work”, “I would like to stay in this preschool”, “I am willing to work hard for the development of this preschool”, “I do not envy my colleagues who have left this preschool”, “I do not want to work in another industry”, “I have not looked for another job”, and “I do not take the initiative to pay attention to the recruitment information of other institutions”. The results of the confirmatory factor analysis are as follows: χ2/df=4.542, GFI=0.994, AGFI=0.976, NFI=0.996, IFI=0.997, TLI=0.991, CFI=0.997, RMSEA=0.046. The scale used a 5-point Likert scale, 1 (strongly disagree) - 5 (strongly agree). A high score for this measure indicated that a respondent had a strong intention to stay. The Cronbach's alpha coefficient of this scale was 0.932.

Resilience scale. To measure teachers' resilience, we used the Chinese teachers' Resilience Scale developed by Li et al. (2014). This scale consists of 13 brief statements and 3 dimensions, including love for and dedication to teaching, work value, self-efficacy, job satisfaction and optimism. Examples of these items are as follows: “I can continue to cherish my love and dedication to students” (love and dedication to teaching), “I have always been confident” (work value), and “I am able to maintain my satisfaction with school teaching” (job satisfaction and optimism). The scale uses a 5-point Likert scale, 1 (strongly disagree) - 5 (strongly agree). A high score for this measure indicated that a respondent had high resilience. The Cronbach's alpha coefficient of this scale was 0.92.

Data Analysis
SPSS 23.0 was used for data analysis, including reliability and validity tests, single factor tests, correlation analyses, and structural equation model tests.

Results
Control and inspection of common method deviation
As the data regarding social support, work engagement, the intention to stay and resilience all are self-reported by the respondents of this study, there may be common method deviation; thus, it is necessary to test for this problem. Using the Harman single factor test to analyze the items of all variables, we discover that the variance of the first factor is 26.807%, which is lower than the critical standard of 40%. This shows that there is no serious common method deviation in the data of study.
Descriptive statistics and correlation analysis
The descriptive statistics and correlation matrix of the variables are shown in Table 2. The intention to stay was positively correlated with social support, work engagement and resilience, but was not correlated with gender.
Table 2 Descriptive statistical analysis and correlation analysis results among the variables
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Note. G=gender, A=age, W-E=Work experience, SS=social support, WE=work engagement, ITO=intention to stay, RE=resilience. *p＜0．05，**p＜0.01，***p＜0.001.
Mediating role of work engagement and Moderating role of resilience
First, work engagement and resilience are centralized, and then they are multiplied to form an interaction term. According to the process analysis suggested by Wen Zhonglin et al. (Wen, Zhang, & Hou, 2006), we use the following equations to examine the moderating-mediating effects: (1) Equation 1 is the regression of the dependent variable (intention to stay) on the independent variable (social support) and the regulatory variable (resilience), which requires that the independent variable (social support) has a significant regression coefficient. (2) Equation 2 is the regression of the mediating variable (work engagement) on the independent variable (social support) and the regulatory variable (resilience), which requires that the independent variable (social support) has a significant regression coefficient. (3) Equation 3 is the regression of the dependent variable (intention to stay) on the independent variable (social support), the regulatory variable (resilience) and the mediating variable (work engagement), which requires that the mediating variable (work engagement) has a significant regression coefficient; for each of the equations thus far, the mediating effect is significant. (4) Equation 4 is the regression of the dependent variable (intention to stay) on the independent variable (social support), the regulatory variable (resilience), the mediating variable (work engagement) and the interaction item (resilience × work engagement), which requires that the regression coefficient of the product item (resilience × work engagement) is significant. If all the above four conditions are met, this shows that the regulatory variable plays a mediating role.
Table 3 The relationship between social support and the intention to stay: A moderated mediation model test (n = 1693)
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Note. G=gender, A=age, W-E=Work experience, SS=social support, RE=resilience, WE=work engagement, R × W=resilience × work engagement, ITO=intention to stay. *p＜0．05，**p＜0.01，***p＜0.001.
The regression coefficient of social support in equation 1 is significant (β = 0.16, t = 7.50, P < 0.001), indicating that social support has a positive effect on the intention to stay. The regression coefficient of social support in equation 2 is significant (β = 0.19, t = 10.06, P < 0.001), which indicates that social support has a positive effect on work engagement. The regression coefficient of work engagement in equation 3 is significant (β = 0.31, t = 11.85, P < 0.001), indicating that work engagement plays an mediating role in the relationship between social support and intention to stay. Hypothesis 2 is verified, and the amount of the mediating effect (mediating effect / total effect) is 0.27.
To reveal the essence of the interaction between work engagement and resilience more clearly, we conducted a simple slope analysis. Resilience was divided into two groups based on their deviation from the average score; more specifically, the group with scores falling less than one standard deviation from the mean was denoted as the group with low resilience, and the group with scores falling one standard deviation above the mean was denoted as the group with high resilience. Figure 2 demonstrates that when the resilience of preschool teachers is low, the positive effect of work engagement on their intention to stay is significant (β = 0.35, t = 2.80, P < 0.01); when the resilience of preschool teachers is high, there is no significant positive effect of work engagement on their intention to stay (β = 0.42, t = 1.09, P = 0.28). When the value of resilience is one standard deviation under the mean value and one standard deviation above the mean value, the coefficient of the mediating variable is 0.21 and 0.13, respectively; the former is statistically significant, and the latter is not statistically significant.
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Figure 2. The moderating effect of resilience on the relationship between work engagement and the intention to stay
Note. WE=work engagement.
Discussion
In the past, the discussion of preschool teachers' intention to stay was mostly from the perspective of their resignation. Although resignation is the opposite of the intention to stay, many of the aspects of these concepts are similar to each other; however, there are still differences between them that are worth distinguishing (Cho et al., 2009). This study constructs a moderated model to examine the mediating role of work engagement on the relationship between social support and preschool teachers' intention to stay and whether this role is moderated by resilience. This research is helpful to identify the mechanism underlying the effect of social support on the intention to stay and the conditions under which this effect takes place. The results of this study have theoretical and practical significance for the intervention of preschool teachers' intention to stay.
Theoretical Implications
First, we verified that social support positively influences the intention to stay, thus validating hypothesis 1. This finding is consistent with existing studies (Torquati et al., 2007) and suggests that a high level of social support is a protective factor influencing preschool teachers’ intention to stay. Preschool teachers who feel socially supported are more likely to continue working for their organization than those who do not.

Second, we prove that social support can positively predict work engagement. This shows that hypothesis 2 is validated. This finding is consistent with earlier theoretical and empirical research (Lan & Liang, 2019). It shows that work engagement is the key factor underlying the positive adaptation consequences caused by social support. Individuals with a high level of social support have more trust in their organizations and are more likely to be motivated in their work, while employees without social support have less opportunity to acquire resources and less motivation to develop new skills to achieve work goals (Westman, Hobfoll, Chen, Davidson,& Laski, 2004). This study also shows that work engagement can positively affect the intention to stay (Halbesleben, 2010). Employees with a high level of work engagement are often proud of and encouraged in their work, and they are more likely to regard difficulties that arise in their work as challenges rather than as pressures (Schaufeli et al., 2004). Preschool teachers are under much pressure, their work tasks are difficult and heavy, and their working hours are long (Wang, Cao, & Qin, 2015). A high level of work engagement can not only help preschool teachers adjust their work attitudes and reduce the psychological effort needed to alleviate their work pressures but also play a positive role in improving their job satisfaction and organizational commitment, thus promoting an increase in their intention to stay (Wang & Qin, 2015). Therefore, work engagement plays a "bridge" role between social support and the intention to stay.

Third, we also found that the mediating effect of work engagement on social support and the intention to stay is moderated by resilience. Resilience negatively moderates the relationship between work engagement and the intention to stay in the mediating pathway. Specifically, the inclusion of resilience as a moderating variable explains the boundary moderation that influences the mediating role of work engagement, identifying the circumstances under which work engagement can influence an employee’s intention to stay in a job. Under the moderation of high resilience, there is no significant difference in the influence of work engagement on the intention to stay; that is, resilience is a necessary condition for the intention to stay. However, in cases of low resilience, individuals with a high level of work engagement have stronger intentions to stay than individuals with low work engagement.
These results demonstrate the protective effect of resilience, validate hypothesis 3, and support the results of previous studies (Beltman, Mansfield, & Price, 2011). For preschool teachers, resilience is an important resource that enables teachers to feel self-efficacy and emotional motivation, provides a protective barrier for teachers in stressful situations, and buffers and compensates for the loss of psychological resources due to insufficient work engagement (Li et al., 2014), thus enhancing the intention to stay.
Practical Implications
In this study, we explore the mechanism underlying the effect of social support on preschool teachers’ intention to stay and clarify the protective role of social support on the intention to stay. In contrast to previous studies that focus on the impact of external resources on the intention to stay, we comprehensively explain the positive role of interpersonal and individual resources, which is an important supplement to the previous studies. This contribution has some practical implications for interventions in preschool teachers’ intention to stay. First, the positive relationship between social support and the intention to stay suggests that the level of social support given to preschool teachers by society, preschools, families and other groups or individuals should be increased. For example, this could be accomplished by clarifying the professional status of preschool teachers, improving their working environment, increasing their compensation, and giving them more moral encouragement. We cannot simply ask teachers to work without providing them with adequate work resources and the rewards that they deserve. If preschool teachers face a chronic imbalance between demand and resources, namely, excess demand and insufficient resources, their intention to stay can be significantly reduced. Of course, preschool teachers should also actively seek social support while continuously engaging in self-emotional regulation and working hard at their jobs. In addition, we must create a school environment for preschool teachers that is characterized by respect, trust and encouragement. We should guide and help preschool teachers build good interpersonal relationships with their superiors, their colleagues, young children, other teachers, and parents. Some of these efforts may help teachers gain the courage to cope with stress and challenges, increase their resilience, effectively replenish the depletion of their psychological resources caused by a low level of work engagement, and, finally, avoid a decrease in their intention to stay.
Study Limitations
One limitation of this study is that all the participating teachers came from the Ningxia Autonomous Region, thus our results may not be generalizable to all teachers across the different regions of China. Second, the vast majority of the study population was female, which does not facilitate the application of these findings to male preschool teachers. Third, because preschool teachers are predominantly women, the applicability of these findings to other professions needs to be further explored. A final limitation of this study is that we presented a simple moderated mediation model that only considers the mediating role of work engagement and the moderating role of resilience and does not analyze other variables.
Directions for Future Research
We have four suggestions regarding directions for future research. First, future researchers need to expand the area sampled so that the results can be generalized to other parts of China. Second, researchers need to pay more attention to male preschool teachers and perhaps uncover different mechanisms that influence their intention to stay. Third, the research must involve many different types of occupations to improve the general applicability of the model. Fourth, future research must include diverse influencing factors.
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