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A B S T R A C T   

In the field of early childhood education, research has increasingly paid attention to male 
kindergarten teachers as research subjects. The shortage of male professionals in this field, 
coupled with the persistent issue of high turnover rates, presents significant challenges to the 
preschool education sector. Elevating the retention rate of male kindergarten teachers stands as a 
vital concern, with occupational commitment emerging as a pivotal factor influencing retention. 
This study endeavors to construct a moderated mediation model to unveil the potential pathways 
through which perceived organizational support, occupational well-being, and person–job fit 
impact occupational commitment. This study administered a questionnaire that included per
son–job fit, perceived organizational support, occupational well-being, and occupational 
commitment scales. The study collected 402 valid responses from male kindergarten teachers. 
The findings reveal several key insights: perceived organizational support has a positive direct 
influence on occupational commitment; occupational well-being acts as a mediator in the rela
tionship between perceived organizational support and occupational commitment; and person
–job fit plays a moderating role, negatively impacting the predictive effect of occupational well- 
being on occupational commitment. Consequently, perceived organizational support can exert 
both a direct influence on occupational commitment and an indirect impact, mediated by 
occupational well-being, with person–job fit moderating the latter pathway. These results 
contribute to the quantitative literature surrounding male kindergarten teachers, offering valu
able insights. Moreover, they furnish policymakers in preschool education and kindergarten 
management with effective strategies to bolster the occupational commitment of male kinder
garten teachers, ultimately addressing the pressing issue of teacher turnover in this field.   

1. Introduction 

According to the gender schema theory, the ages between three and six years is a critical period for gender role cognition in 
children. In this period, the existence of male kindergarten teachers can make children experience the caring ways of educators of 
different sex, which is conducive to the development of children’s gender knowledge and gender constancy [1]. Simultaneously, male 
kindergarten teachers can help children who do not have easy access to male role models or who lack paternal love, producing a gender 
compensatory effect that promotes the integrity and growth of the child’s personality [2]. However, the current industrialized society 

* Corresponding author. Faculty of Education, Guangxi Normal University, Guilin, 541004, China. 
E-mail address: huangweiwei@zqu.edu.cn (W. Huang).  

Contents lists available at ScienceDirect 

Heliyon 

journal homepage: www.cell.com/heliyon 

https://doi.org/10.1016/j.heliyon.2023.e20369 
Received 17 February 2023; Received in revised form 15 September 2023; Accepted 20 September 2023   

mailto:huangweiwei@zqu.edu.cn
www.sciencedirect.com/science/journal/24058440
https://www.cell.com/heliyon
https://doi.org/10.1016/j.heliyon.2023.e20369
https://doi.org/10.1016/j.heliyon.2023.e20369
http://crossmark.crossref.org/dialog/?doi=10.1016/j.heliyon.2023.e20369&domain=pdf
https://doi.org/10.1016/j.heliyon.2023.e20369
http://creativecommons.org/licenses/by-nc-nd/4.0/


Heliyon 9 (2023) e20369

2

has formed a strict gender segregation pattern, in which the work of kindergarten teachers is considered an extension of housework in 
the public sphere, connected with mothers’ care, and focusing on coaxing and babysitting children [3]. According to Bourdieu’s field 
theory, people have long been immersed in a social field of negative gender stereotypes, and gender is a source of constraints and 
norms of occupation, forming the habitus of occupation selection [4]. Hence, under the restriction of strong negative gender ste
reotypes, the work of kindergarten teachers has been labeled as a female-centered profession. 

Therefore, in addition to the education and teaching problems that kindergarten teachers face in their daily work, male kinder
garten teachers, in particular, face fear when touching the bodies of their pupils and have to deal with the rejection of parents and 
suspicion of society [5]. For male kindergarten teachers, work is characterized by high emotional consumption, which causes them to 
bear high work pressure and emotional burden [6]. This weakens the professional identity of male kindergarten teachers, leading to a 
high proportion of male kindergarten teachers leaving the kindergarten teaching profession [6]. In 2020, the ratio of male to female 
kindergarten teachers in China was 1:43.9 [7]. The extremely low proportion of male kindergarten teachers has attracted the gov
ernment’s attention. To address this issue, educational policy makers have introduced various favorable policies to attract male 
kindergarten teachers [1,6]. However, at present, the number of male kindergarten teachers remains insufficient, which has resulted in 
a lack of quantitative research on male kindergarten teachers, as most existing studies have employed only qualitative research 
methods, such as interviews and observations [1,8]. Although qualitative research can dissect the deeper reasons for a behavior, it 
cannot fully present the relation between different variables. Hence, in this study, we did not analyze the reasons for male kindergarten 
teachers’ behaviors in depth but rather sought to establish a mathematical model of the relations among the variables using a 
quantitative research approach. 

Preschool education administrators and researchers have been attempting to improve the retention rate of male kindergarten 
teachers [9,10]. In this regard, the factors that affect the teachers’ retention rate must be investigated. Teachers’ occupational 
commitment is important in solving the problem of teacher turnover in the global education industry [11] by improving the educators’ 
retention rate [12]. Occupational commitment refers to the degree to which an individual is attached to or desires a particular 
occupational role [13]. Individuals with a high degree of occupational commitment are more likely to devote more efforts to devel
oping their careers, improving their occupational skills, and working more to promote their careers, and are less likely to leave their 
careers [13]. In other words, occupational commitment has a negative correlation with turnover intention [14]. Additionally, occu
pational commitment reflects an individual’s degree of work enthusiasm [15] and, in kindergarten teachers, is a key indicator of 
long-term occupational willingness to engage in preschool education [16]. A high level of occupational commitment can help 
kindergarten teachers improve the standards of early childhood education and care [17]. Therefore, in this study, we aimed to identify 
effective approaches for improving the retention rate of male kindergarten teachers by exploring the factors influencing their occu
pational commitment and its underlying mechanisms. We intended to help enhance the stability of male kindergarten teachers [18], 
optimize the gender structure of kindergarten teachers [19], and promote the healthy growth of children [20]. 

Human sociality makes individual behaviors inseparable from specific situations and living spaces. Individual behaviors can be 
influenced by individual cognition of the social environment. Kindergarten organizations, as an important environmental variable, 
affect the educational and teaching behaviors of male kindergarten teachers as well as their adaptation and development in the 
workplace. Based on the job demand-resource (JD-R) model, the interactions between individuals and the work environment involve 
two processes. The first is the energy-driven process (demand-loss for work), and the second is the motivation-driven process 
(resource-gain for work) [21]. Job demands refer to job-related tasks that require immediate or long-term efforts, whereas job re
sources can be defined as job-related means that can be utilized by employees when they must deal with job demands [22]. Work 
resources have motivation characteristics that can stimulate individual motivation and improve work engagement. In this regard, 
excessive work-demands and lack of work resources will lead to low work performance, low organizational commitment, and other 
negative organizational results; work resources can cushion the negative impact of work requirements on employees [23]. 

Perceived organizational support is an important resource in the work environment [24]. It can reduce the physical and psy
chological costs of individuals; stimulate their growth, learning, and development; and improve their job engagement [23], which has 
a positive relation with occupational commitment [25]. Therefore, perceived organizational support is an important factor that affects 
male kindergarten teachers’ occupational commitment. However, although existing studies have focused on the impact of perceived 
organizational support on organizational commitment [26,27], few studies have paid attention to the relation between perceived 
organizational support and occupational commitment. As society develops rapidly and population mobility increases, individuals tend 
to become more loyal to a profession than to an organization. Occupational commitment reflects employees’ behavioral choices in the 
current unstable labor environment and can predict employees’ attitudes and behaviors [28]. 

When individuals perceive support from the organization they work for, then the organization has created a supportive working 
atmosphere for them, which can make them gain positive emotional experience and become more loyal to the organization and more 
willing to continue working [24]. Occupational well-being is a type of positive emotional experience generated in the work [29]. The 
occupational well-being of kindergarten teachers is reflected in the activities of childcare and education, and is significantly positively 
correlated with occupational commitment [30]. Thus, occupational well-being is not only a protective factor for occupational 
commitment but also a potential mediating variable between perceived organizational support and occupational commitment. 

In addition, the protective-protective model shows that an individual’s adaptation is related to the interaction of two protective 
factors [31]. In other words, the effect of one protective factor on adaptation outcomes (e.g., occupational commitment) may be 
influenced by another. Individuals with a high degree of job matching have a strong sense of control over their jobs, which can cushion 
the negative impact of job stress on occupational commitment [32]. According to the JD-R model [23], job requirements place work 
pressure on employees, which can reduce employees’ occupational well-being. Therefore, person–job fit may also be a protective 
factor for occupational commitment. 
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Based on the above analysis, we focused on male kindergarten teachers and utilized a quantitative research method to investigate 
the underlying mechanisms by which perceived organizational support, occupational well-being, and person–job fit affect occupa
tional commitment. Our findings were expected to provide valuable suggestions for improving male kindergarten teachers’ occupa
tional commitment. 

2. Literature review and hypotheses development 

2.1. Perceived organizational support and occupational commitment 

Eisenberger et al. proposed the concept of perceived organizational support in 1986. According to this concept, when employees 
feel supported by an organization, an implicit obligation develops into a mutual benefit between the employee and the organization, 
which benefits the organization [33]. Furthermore, educational opportunities, welfare, salary, and position are all key factors affecting 
the level of perceived organizational support [34]. As organizations are the carriers of occupations, perceived organizational support 
enables employees to not only realize their value and informal status in an organization but also feel their importance with respect to 
the occupation [35]. Employees with a high level of perceived organizational support will put more effort into their work, resulting in 
high work performance [36]. Beneficial feedback, decision-making participation, support from colleagues and leaders in the field are 
important resources that can enhance teachers’ occupational skills and work engagement and allow them to build close relationships 
with colleagues and students, thus enabling teachers to develop strong connections to their profession and enhance their level of 
occupational commitment [37]. In the case of individuals facing a high workload, support from the organization plays a powerful role 
as a resource, helping individuals reduce stress at work, enhance their professional self-efficacy, and improve their physical and mental 
health [38]. Perceived organizational support can also alleviate the influence of occupational stress on kindergarten teachers’ turnover 
intention [39]. Moreover, it has the potential to also serve as a mediator between pay-to-return imbalance and turnover intention [35]. 
Giving recognition, gratitude, and social emotional support to groups or individuals threatened by stereotypes can make them 
reconsider their intention to leave the profession [24]. Thus, we proposed the following hypothesis. 

H1. Perceived organizational support positively predicts occupational commitment. 

2.2. Occupational well-being as a potential mediator 

Occupational well-being is a type of subjective well-being generated in the workplace and is a positive evaluation of a person’s 
work effect, attitude, behavior, perception, and physical and mental status [29]. Organizations can provide individuals with social and 
emotional support as well as tangible support in the form of equipment, funds, and kind assistance to help employees obtain positive 
emotional experiences and thus become more loyal and committed to the organization and more willing to continue their current work 
[24]. Social support, income, physical and mental experiences, and value realization are important factors that affect occupational 
well-being [40]. Moreover, according to the conservation of resources theory [41], to obtain valuable resources conducive to their own 
development, such as positive emotional experiences, people tend to identify with organizations that can give them positive evalu
ations. Hence, when organizations meet their employees’ emotional needs, they can increase employees’ willingness to remain with 
the organization. In the case of teachers, their occupational well-being helps them conduct teaching work creatively, construct their 
self-identity, and build good relationships with students, thus promoting the smooth realization of educational reform and improving 
student achievement [3,42]. Indeed, occupational well-being is an important predictor of teacher burnout and attrition rates [43]. The 
occupational well-being of kindergarten teachers can promote an emotional connection between kindergarten teachers and their 
profession and has significant predictive power for their occupational commitment [44]. However, previous research has found that 
the overall level of occupational well-being of male kindergarten teachers is low [45]. Therefore, we postulated the following 
hypothesis. 

H2. Occupational well-being mediates the relation between perceived organizational support and occupational commitment. 

2.3. Person–job fit as a potential moderator 

Person–job fit refers to the alignment between individuals’ expertise, abilities, and values with the work they do [46]. According to 
the trait and factor theory of Parsons [47], personality is unique; each occupation needs to match a specific personality type; and 
individuals are more likely to succeed in their careers when choosing an occupation that matches their personality traits. Research on 
public servants has found that person–job fit is significantly positively correlated with occupational commitment [47]. Additionally, 
the matching between people and positions is a prerequisite for individuals to experience happiness [48]. Conversely, the mismatch 
between workplace characteristics and individual skills or preferences becomes an important stressor that negatively affects in
dividuals’ emotional experiences [49]. Nonetheless, person–job fit can change over time, affected by individual traits, external 
interpersonal interactions, and other factors [4]. Based on the “lack of match” model within social psychology theory, the behavior 
patterns exhibited by individuals of different sex do not align with the factors that are indicative of their success within a specific 
professional domain [50]. Therefore, in preschool education institutions dominated by female teachers, the match between male 
kindergarten teachers and their positions is deemed to counter the traditional idea of the natural suitability of women for raising 
children and is thus controversial. Male kindergarten teachers may even deal with doubts about their motivation to engage in early 
childhood education [51]. 
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Person–job fit and occupational well-being are protective factors for occupational commitment. The protective-protective model 
holds that two protective factors may interact to predict people’s adaptation results, and two hypotheses are proposed to explain how 
these two protective factors work together: the enhancing and antagonistic interaction hypotheses [31]. The enhancing interaction 
hypothesis states that the effect of one protective factor on adaptive outcomes may be enhanced by another protective factor. 
Conversely, the antagonistic interaction hypothesis states that the effect of one protective factor on adaptive outcomes may be reduced 
by another protective factor. In kindergarten education, it is unclear how the interaction between person–job fit and occupational 
well-being affects male kindergarten teachers’ occupational commitment. Therefore, we explored the moderating effect of person–job 
fit on the relation between occupational well-being and occupational commitment without explicitly assuming the moderating di
rection of person–job fit. Therefore, we put forward the following hypothesis. 

H3. Person–job fit moderates the predictive effect of occupational well-being on occupational commitment. 

2.4. Current study 

By constructing a moderated mediation model (Fig. 1), we analyzed the predictive effect of perceived organizational support on 
occupational commitment, the mediating effect of occupational well-being on the relation between perceived organizational support 
and occupational commitment, and the moderating effect of person–job fit on the relation between occupational well-being and 
occupational commitment. 

3. Materials and methods 

3.1. Participants and procedure 

This study was approved by the Ethics Committee of Guangxi Normal University (IRB NO. ZS025). We calculated the required 
sample size as follows. Given that the total number of male kindergarten teachers in China is less than 70,000 [7], we set the total 
number to 70,000 based on the formula for calculating the sample size (Formula 1) [52], which showed that we needed a minimum of 
383 participants to meet the objectives of our study. 

Formula 1. Sample size 

n≥
N

(
a
k

)2 N− 1
P(1− P) + 1

=
70000

(
0.05
1.96

)2 70000− 1
0.5(1− 0.5) + 1

≈ 383 

We used a convenience sampling method to send the questionnaire link to male kindergarten teachers using a WeChat group of 
preschool education graduates from eight Chinese universities after obtaining permission from the department chairs of the eight 
universities. Male kindergarten teachers completed the online questionnaire on a voluntary basis and were asked to read the privacy 
statement of the study in detail before completing the questionnaire. Finally, 413 male kindergarten teachers from 21 of China’s 34 
provincial-level administrative regions agreed to participate in this study. Ultimately, we obtained 402 (>383, see Formula 1) valid 
questionnaires (Table 1), with a valid questionnaire rate of 97%. 

3.2. Measures 

3.2.1. Person–Job Fit Scale 
We measured person–job fit using the Person–Job Fit Scale revised by Wong [53]. The scale consists of four items, including the 

statement “The work environment provided by the unit matches my job requirements.” The tool uses a five-point Likert scale (1 =
complete disagreement, 5 = complete agreement). Higher scores indicated higher person–job fit. This scale can be used in kindergarten 
teachers [54]. The scale showed adequate reliability (α = 0.86, composite reliability, CR = 0.86) and validity average variance 
extracted (AVE = 0.62). 

3.2.2. Perceived Organizational Support Scale 
We measured perceived organizational support using the Perceived Organizational Support Scale revised by Liu et al. [55]. This 

scale comprises six items, including “The organization will consider my opinion.” The tool uses a five-point Likert scale (1 = complete 

Fig. 1. Proposed research model.  
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disagreement, 5 = complete agreement). Higher scores indicated greater perceived organizational support. This scale can be used in 
kindergarten teachers [54]. The scale showed adequate reliability (α = 0.90, CR = 0.90) and validity (AVE = 0.61). 

3.2.3. Occupational Well-Being of Kindergarten Teachers Scale 
We measured occupational well-being using the Occupational Well-Being of Kindergarten Teachers Scale revised by Wang [43]. 

The scale has 15 items, including the four subscales of cognitive, psychological, emotional, and social well-being. An example item is “I 
feel I can control my work.” The tool uses a three-point Likert scale (1 = complete disagreement, 3 = complete agreement), with higher 
scores indicating higher levels of occupational well-being. The scale showed adequate reliability (α = 0.91, CR = 0.94) and validity 
(AVE = 0.51). 

3.2.4. Teacher Occupational Commitment Scale 
We measured occupational commitment using the Teacher Occupational Commitment Scale developed by Long and Li [56]. The 

scale contains 16 items, including “I feel responsible to continue for the realization of my career,” covering the three subscales of 
normative, emotional, and continued commitment. The tool uses a four-point Likert scale (1 = complete disagreement, 4 = complete 
agreement); the higher the score, the higher the level of occupational commitment. This scale can be used in kindergarten teachers [30]. 
The scale showed adequate reliability (α = 0.92, CR = 0.94) and validity (AVE = 0.50). 

3.3. Data analysis 

We used IBM SPSS Statistics for Windows, version 23.0, and AMOS 24.0, to organize and analyze the data. In the first step, we 
identified differences in the scoring criteria that could be attributed to differences in the scales used (the three-point scale of the 
Occupational Well-Being Scale, the four-point scale of the Occupational Commitment Scale, and the five-point scale of the Person–Job 
Fit and Perceived Organizational Support Scales). To maintain the consistency of the scoring criteria, we used SPSS to convert the data 
of both the Occupational Well-Being and Occupational Commitment Scales into five-point scale data through the following formula: 
Y––(B-A) * (x-a)/(b-a) + A [57]. 

Next, we calculated the value of Cronbach’s α using SPSS 23.0 and used the value of Cronbach’s α above 0.70 as a criterion to 
evaluate the reliability of our study [58]. Additionally, confirmatory factor analysis (CFA) was performed using AMOS 24.0. We used 
χ2/df < 3, CFI >0.90, TLI >0.90, and RMSEA <0.08 as the criteria for measuring construct validity [14]. The fit indices of the 
four-factor model were compared with those of other models, and the significant difference was used as the criterion to evaluate the 

Table 1 
Demographics of the participants (N = 402).  

Basic data Item Number (%) 

Workplace Urban 262 (65.17%) 
Non-urban 140 (34.83%) 

Nature of institution Public school 254 (63.18%) 
Private school 148 (36.82%) 

Daily working hours 8 h or less 175 (43.53%) 
8–10 h 192 (47.76%) 
10–11 h 29 (7.21%) 
11 h or more 6 (1.49%) 

Grade Kindergarten junior class 126 (31.34%) 
Kindergarten middle class 82 (20.40%) 
Kindergarten senior class 194 (48.26%) 

Education Secondary technical school graduates 101 (25.12%) 
Junior college 113 (28.11%) 
Bachelor 156 (38.81%) 
Postgraduate 32 (7.96%) 

Years of teaching experience 0–1 121 (30.10%) 
2–5 194 (48.26%) 
6–10 59 (14.68%) 
11–20 16 (3.98%) 
20 + 12 (2.99%) 

Average monthly income (RMB) <2000 85 (21.14%) 
2000–3000 138 (34.33%) 
3000–4000 78 (19.40%) 
4000–5000 51 (12.69%) 
5000–10,000 35 (8.71%) 
>10,000 15 (3.73%) 

Age (years) 18–25 206 (51.24%) 
26–35 147 (36.57%) 
36–45 36 (8.96%) 
46 + 13 (3.23%) 

Certification Have 282 (70.1%) 
Do not have 120 (29.9%)  
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discriminant validity of the model (Δχ2; >3.84, >6.64, or >10.83) [14]. We applied the AVE and CR to evaluate convergent validity, 
where the values of AVE above 0.50 and CR above 0.70 indicated good convergent validity [59]. 

The next step involved conducting difference tests (t-test and F-test) and correlation analysis. Finally, we used Model 4 in PROCESS 
v3.3, a plug-in for SPSS, to analyze the mediating effect, and Model 14 to analyze the moderated mediation effect. 

4. Results 

4.1. Reliability and validity of measurement 

The results of the CFA showed that the four-factor model (person–job fit, perceived organizational support, occupational well- 
being, and occupational commitment) had the best fit; the fit indices were at an acceptable level (Table 2). The chi-squared differ
ence values between the four-factor model and other models were statistically significant (Δχ2 > 10.83, p < 0.001). 

As shown in Table 3, the AVE of each variable in the four-factor model was above 0.50, and the CR values were all above 0.70. The 
correlation coefficients among occupational commitment, person–job fit, perceived organizational support, and occupational well- 
being were significant. Further, the Cronbach’s α for each variable was above 0.70. Hence, this study had good reliability and validity. 

Simultaneously, to eliminate the common method variance caused by self-reported data collection, we used Harman’s single-factor 
test to evaluate common method variance [60]. The results showed that the characteristic roots of the eight factors were greater than 1, 
and the variance contribution rate of the first factor was 31.66% (less than 40%), indicating that the study had no serious common 
method variance. 

4.2. Descriptive statistics and correlations of study variables 

We found significant positive correlations among occupational commitment, person–job fit, occupational well-being, and 
perceived organizational support (Table 4). 

4.3. Mediation model 

We analyzed the mediating effect using the PROCESS 3.3 macro (Model 4) of SPSS 23.0 with 5000 bootstrap samples. The results of 
the difference tests (t-test and F-test) showed that six demographic variables (grade, education, years of teaching experience, average 
monthly income, age, and certification) significantly affected the scores of male kindergarten teachers in occupational commitment, 
person–job fit, perceived organizational support, and occupational well-being. Therefore, we set grade, education, years of teaching 
experience, average monthly income, age, and certification as control variables. 

The results showed that perceived organizational support significantly and positively predicted occupational commitment (β =
0.41, 95%CI = [0.33, 0.50]) in the absence of mediating effects. Additionally, as shown in Table 5, perceived organizational support 
significantly positively predicted occupational well-being (β = 0.44, 95%CI = [0.35, 0.52]), occupational well-being significantly 
positively predicted occupational commitment (β = 0.40, 95%CI = [0.31, 0.49]), and perceived organizational support significantly 
positively predicted occupational commitment (β = 0.24, 95%CI = [0.15, 0.33]). As shown in Table 6, the indirect effect value was 
0.17, accounting for 41.46%, and the 95%CI excluded 0, indicating that occupational well-being partially mediated the relation be
tween perceived organizational support and occupational commitment. 

4.4. Moderated mediation model 

We analyzed the moderated mediation effect using the PROCESS 3.3 macro (Model 14) of SPSS 23.0 with 5000 bootstrap samples. 
We set grade, education, years of teaching experience, average monthly income, age, and certification as control variables. 

As shown in Table 7 and Fig. 2, the interaction terms of person–job fit and occupational well-being had a significant predictive 
effect on occupational commitment (β = − 0.10, 95%CI = [− 0.16, − 0.04]). Thus, person–job fit had a moderating effect on the latter 
half of the intermediary path of “perceived organizational support → occupational well-being → occupational commitment.” 

Table 2 
Confirmatory factor analysis results.  

Model χ2 df χ2/df Δχ2 (Δdf) CFI TLI RMSEA 

Four-factor model 2061.932 773 2.667 – 0.912 0.934 0.034 
Three-factor modela 2968.938 776 3.826 907 (3) *** 0.859 0.846 0.084 
Two-factor modelb 3944.864 778 5.071 975.93 (5) *** 0.834 0.852 0.101 
One-factor modelc 5180.275 780 6.641 1235.41 (7) *** 0.517 0.492 0.119 

CFI: Comparative Fit Index; TLI: Tucker–Lewis Index; RMSEA: root mean square error of approximation; Δχ2: chi-squared difference value; Δdf: 
degrees of freedom difference value; ***: p < 0.001. 

a This model combines person–job fit and perceived organizational support into a single factor. 
b This model combines person–job fit, perceived organizational support, and occupational well-being into one factor. 
c This model combines person–job fit, perceived organizational support, occupational well-being, and occupational commitment into one factor. 
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To reflect the moderating effect of person–job fit more intuitively, we divided the person–job fit scores into high and low groups 
(average plus or minus one standard deviation), performed a simple slope analysis, and drew a simple effect analysis graph (Fig. 3). The 
results showed that when male kindergarten teachers’ person–job fit degree was low (− 1 SD), the effect of occupational well-being on 
occupational commitment was greater (βsimple = 0.50, p < 0.001), with a 95% confidence interval of [0.39, 0.61]. Conversely, when 
male kindergarten teachers’ person–job fit was high (+1 SD), the effect of occupational well-being on occupational commitment was 
small (βsimple = 0.29, p < 0.001), with a 95% confidence interval of [0.18, 0.39]. 

Table 3 
Reliability and convergent validity (N = 402).   

Cronbach’s α AVE CR 

Person–job fit 0.86 0.62 0.86 
Perceived organizational support 0.90 0.61 0.90 
Occupational well-being 0.91 0.51 0.94 
Occupational commitment 0.92 0.50 0.94  

Table 4 
Descriptive statistics and correlation analysis (N = 402).   

M SD 1 2 3 

1. Person–job fit 11.98 3.46 –   
2. Perceived organizational support 18.81 4.79 0.57*** –  
3. Occupational well-being 48.86 10.41 0.35*** 0.45 *** – 
4. Occupational commitment 54.48 10.08 0.44*** 0.45*** 0.52*** 

Note: ***p < 0.001. 

Table 5 
Mediation analysis (N = 402).  

Predictor variable Occupational well-being Occupational commitment 

β SE 95% CI β SE 95% CI 

Perceived organizational support 0.44*** 0.04 [0.35, 0.52] 0.24*** 0.05 [0.15, 0.33] 
Occupational well-being    0.40*** 0.05 [0.31, 0.49] 
R 0.50 0.60 
R2 0.25 0.36 
F 18.74*** 27.28*** 

Note: *p < 0.05, ***p < 0.001; CI: confidence interval. 

Table 6 
Decomposition of total, direct, and indirect effects.  

Effect  Effect 
value 

Boot SE 95% CI Percentage 

Total effect Perceived organizational support → occupational commitment 0.41 0.04 [0.33, 
0.50]  

Direct effect Perceived organizational support → occupational commitment 0.24 0.05 [0.15, 
0.33] 

58.54% 

Indirect 
effect 

Perceived organizational support → occupational well-being → occupational 
commitment 

0.17 0.03 [0.11, 
0.24] 

41.46%  

Table 7 
Results of the moderated mediation effect (N = 402).  

Dependent variable Predictor variable β SE 95% CI 

Occupational commitment Perceived organizational support 0.13* 0.06 [0.01, 0.24] 
Occupational well-being 0.36*** 0.05 [0.27, 0.45] 
Person–job fit 0.18*** 0.05 [0.08, 0.29] 
Person–job fit × occupational well-being − 0.10** 0.03 [-0.16, − 0.04] 
R 0.62 
R2 0.39 
F 24.72*** 

Note: *p < 0.05, **p < 0.01, ***p < 0.001; CI: confidence interval. 

S. Zhang et al.                                                                                                                                                                                                          



Heliyon 9 (2023) e20369

8

5. Discussion 

This study investigated the potential mechanisms through which perceived organizational support, occupational well-being, and 
person–job fit influence the occupational commitment of male kindergarten teachers. By analyzing the mediating effect of occupa
tional well-being, we elucidated the indirect effect of perceived organizational support on occupational commitment and the 
moderating effect of person–job fit on this indirect effect. The results confirmed the theoretical model proposed, namely, perceived 
organizational support directly predicted occupational commitment. Additionally, perceived organizational support indirectly pre
dicted occupational commitment through the mediating effect of occupational well-being. We also confirmed that person–job fit 
moderated the predictive effect of occupational well-being on occupational commitment. 

5.1. Perceived organizational support positively predicting occupational commitment 

Our results showed that perceived organizational support positively predicted kindergarten teachers’ occupational commitment, in 
line with earlier research [24]. The characteristics of the physical and mental developmental stages of preschool children make 
kindergarten teachers’ work prone to sudden changes. During their work, kindergarten teachers expend a great deal of emotional 
energy, which puts them in a constant state of high emotional labor. Without support from external resources, they are prone to 
emotional exhaustion [3]. However, kindergarten teachers receive low organizational support and have to rely on family support [6]. 
As work stress accumulates and resource depletion outweighs supply, kindergarten teachers may be compelled to tend to leave [21]. 
According to the JD-R model [23], improving the retention rate of kindergarten teachers involves providing them with adequate 
organizational support (e.g., setting up one-to-one guidance groups) rather than attempting to change their cognition and acceptance 
of their work environment. Perceiving staunch support from the organization is a significant resource for male kindergarten teachers, 
boosting their confidence in coping with the exhausting demands of the job and giving them greater control over their work [61]. 
Additionally, organizational support can help male kindergarten teachers balance the pressure brought by work requirements, reduce 
their physical and psychological costs, better conduct childcare and education activities, and enhance their willingness to continue 
working as kindergarten teachers [62]. Simultaneously, the perceived support from kindergarten organizations can function as a 
motivator, enabling male kindergarten teachers to engage in their work with more enthusiasm [21] and improve their professional 
skills. The improvement of professional skills can help alleviate the tension caused by the demands of multiple roles for male 
kindergarten teachers and realize the identity transformation from “male” to “male kindergarten teacher” to “teacher,” thus weakening 
the negative impact of gender stereotypes and stimulating their commitment to continue to be kindergarten teachers. 

5.2. Mediating role of occupational well-being 

Our results showed that occupational well-being partially mediated the relation between perceived organizational support and 
occupational commitment, which is consistent with the research results of Wang and Wu [63]. The public perception of kindergarten 
teachers as “glorified babysitters” rather than teachers in the true sense of the word has led to the marginalization of kindergarten 

Fig. 2. Model testing results.  

Fig. 3. Effect of occupational well-being on occupational commitment at different levels of person–job fit.  
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teachers’ work and the “invisibility of job complexity” [64], resulting in a dilemma of low social status and income for kindergarten 
teachers. Low social status and income not only reduce the occupational well-being of kindergarten teachers but also lead to men’s 
reluctance to work as kindergarten teachers [1,62]. Male kindergarten teachers represent a small minority. According to the theory of 
social isolation [65], being the only male kindergarten teacher in a certain kindergarten or preschool education group could result in a 
sense of workplace alienation during the process of work due to gender differences. Therefore, the perceived support from the 
kindergarten organization satisfies the male kindergarten teachers’ need for a sense of belonging and self-worth in the 
female-dominated work field, generating a positive emotional experience of “inner warmth” and enhancing the individual’s internal 
psychological resources. When resources are greater than energy consumption, individuals will be in a state of resource income, which 
will improve occupational well-being [66]. Moreover, such positive emotional experiences increase male kindergarten teachers’ sense 
of job identity [58], thus enhancing occupational commitment [67]. According to the broaden-build theory [68], occupational 
well-being, as a positive experience derived from one’s occupation, not only has the function of instantaneous expansion but also of 
long-term construction. Occupational well-being can hence help male kindergarten teachers build physical, cognitive, social, and other 
resources that can help them be more secure, active, and creative when conducting childcare and educational activities. This can bring 
long-term benefits, such as improvements in work performance and income levels. Moreover, it can enhance the external and internal 
motivation of male kindergarten teachers’ professional commitment. Thus, they can enter a virtuous circle of sustainable development. 

5.3. Moderating role of person–job fit between occupational well-being and occupational commitment 

Our results showed that person–job fit negatively moderated the predictive effect of occupational well-being on occupational 
commitment, thus supporting the antagonistic interaction hypothesis of the protective-protective model [31]. In other words, one 
protective factor may reduce the influence of another protective factor. The reason for this result may be that person–job fit and 
occupational well-being, as protective factors of occupational commitment, can produce compensatory effects. That is, high per
son–job fit can enhance the occupational commitment of male kindergarten teachers with low occupational well-being, whereas an 
elevated level of occupational well-being can mitigate the negative effects of low person–job fit on occupational commitment. Ac
cording to social role theory [1], although early socialization may result in males lacking certain competencies required to be 
kindergarten teachers, males can acquire sufficient experience through participation, experience, learning, and training. Thus, they 
can perform competently as kindergarten teachers and make social contributions matching their professional status. When male 
kindergarten teachers have a high degree of matching with their jobs (e.g., male kindergarten teachers have acquired knowledge about 
gender in their pre-service education and can deconstruct gender stereotypes), they do not need to spend too much extra time learning 
while still being qualified for kindergarten teaching work. As such, the psychological load of male kindergarten teachers will be 
reduced such that they do not need to spend too much psychological resources, such as occupational well-being, and can still have the 
motivation to continue working. 

Simultaneously, person–job fit is characterized by a dynamic adjustment process based on the interaction between individuals and 
their work environment. When the work environment meets the developmental needs of male kindergarten teachers, their subjective 
initiative is stimulated, prompting them to gradually improve their ability according to the job requirements [4]. However, the 
development rate of kindergartens falls behind the progress rate of teachers, and the professional ceiling of kindergarten teachers has 
been noted. According to the need–supply model [69], when the ability of male kindergarten teachers is continuously enhanced, their 
existing work environment may not be able to meet their needs to realize the value of life, making it easy for male kindergarten 
teachers to leave their current position or even the entire occupation. To address this concern, school managers must transcend the 
limitations of professional development for kindergarten teachers by implementing personalized post design, thereby affording 
capable male kindergarten teachers with increased opportunities to showcase their professional worth. 

6. Conclusions 

Taking male kindergarten teachers as the research subjects, our study demonstrated that perceived organizational support can 
positively predict occupational commitment, and that occupational well-being plays a mediating role in the relation between 
perceived organizational support and occupational commitment. Additionally, person–job fit negatively moderates the predictive 
effect of occupational well-being on occupational commitment. Therefore, improving the perceived organizational support and 
occupational well-being of male kindergarten teachers can help enhance their occupational commitment. Further, person–job fit plays 
a negative moderating role in the relation between occupational well-being and occupational commitment, indicating a mutually 
compensatory relation between person–job fit and occupational well-being. Specifically, a heightened level of person–job fit can 
enhance the occupational commitment of male kindergarten teachers experiencing low levels of occupational well-being. 

6.1. Implications 

6.1.1. Theoretical implications 
Our research has substantial theoretical implications. First, it enriches the quantitative research on male kindergarten teachers. 

Owing to the small number of male kindergarten teachers, researchers have had difficulty conducting quantitative research on large 
samples, leading to a serious shortage of quantitative research on male kindergarten teachers [6]. Hence, our study alleviates this 
shortage. Second, our results showed that perceived organizational support positively predicts occupational well-being and occupa
tional commitment, thus supporting the motivational process of job resources in the JD-R model, that is, job resources contribute to 
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positive job outcomes [22]. 

6.1.2. Practical implications 
In terms of practical implications, our results provide preschool education policymakers and kindergarten managers with valuable 

insights and effective methods to enhance the occupational commitment of male kindergarten teachers. First, our study confirmed that 
perceived organizational support plays a positive role in improving the occupational commitment of male kindergarten teachers. 
Therefore, kindergarten managers need to create an inclusive and equal work environment and give full play to the positive role of 
kindergarten organizations in improving male kindergarten teachers’ occupational commitment. Second, we demonstrated that 
perceived organizational support can positively impact occupational commitment by improving preschool teachers’ occupational 
well-being. Hence, preschool policymakers and kindergarten managers should pay close attention to the balance between the job 
requirements and job resources of male kindergarten teachers to help the latter experience occupational well-being from their work. 
Third, we confirmed the mutually compensatory relation between person–job fit and occupational well-being. Consequently, to 
enhance the occupational commitment of male kindergarten teachers, managers and educators can increase male kindergarten 
teachers’ person–job fit by nurturing their experience, skills, and knowledge to align with job requirements. Moreover, creating a work 
environment that caters to the specific needs of male kindergarten teachers and recruiting individuals with suitable interests, per
sonalities, and temperaments can further contribute to improving person–job fit. 

6.2. Limitations and future research directions 

Although the sample size and study design used in our study were sufficient to achieve the research objectives, our research 
nonetheless had the following five limitations, which also provide directions for future research. First, our findings were based on a 
sample of male Chinese kindergarten teachers. Hence, whether our results can be generalized to other groups or male kindergarten 
teachers in other cultural settings requires further research to enhance the persuasiveness of the model. Second, we used a self-report 
method for data collection, which may have generated measurement errors attributable to social desirability bias. In future, we plan to 
design questionnaires from the perspectives of leaders, colleagues, and family members to study the factors affecting the occupational 
commitment of male kindergarten teachers. Third, our results showed that occupational well-being only partially mediated the impact 
of perceived organizational support on occupational commitment. Future research can further explore other mediating factors, such as 
job burnout, sense of occupational mission, sense of belonging, and professional identity, to broaden the research on the reasons male 
kindergarten teachers with higher perceived organizational support have a higher degree of occupational commitment. Fourth, the 
study design could not determine causality. In the future, longitudinal studies can be conducted to elucidate the development of 
occupational commitment, perceived organizational support, occupational well-being, and person–job fit of male kindergarten 
teachers at different career stages through multiple data collection procedures for each variable. Cross-hysteresis analysis can be used 
to clarify the causal relationship between variables. Fifth, our results demonstrated that person–job fit negatively moderated the 
predictive effect of occupational well-being on occupational commitment. This result not only provides empirical evidence for the 
antagonistic interaction hypothesis of the protective–protective model but also has implications for researchers. As scholars, it is 
crucial to acknowledge that the effectiveness of organizations and management in the workplace is contingent upon the intricate 
interplay of various factors. Hence, scholars must undertake a comprehensive investigation into the interconnections among these 
variables across diverse contexts. 
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Full questionnaire 

Basic information 

Please fill in the following questions or put a tick in front of the option that matches your situation.  

1. Your work location: (1) urban (2) non-urban  
2. Type of kindergarten you are attending: (1) Public (2) Private  
3. The grade you teach: (1) Junior class (2) Middle class (3) Senior class  
4. Your average working hours per day 

(1) 8 h or less (2) 8–10 h (3) 10–11 h (4) 11 h or more  
5. Your highest education: (1) Secondary technical school graduates (2) Junior college (4) Bachelor (5) Postgraduate  
6. Your years of teaching experience: (1) 0–1 year (2) 2–5 years (3) 6–10 years (4)11–20 years (5) 20 years or more  
7. Your average monthly income (RMB). 

(1) Less than 2000 (2) 2000–3000 (3) 3000–4000 (4) 4000–5000 (5) 5000–10,000 (6) 10,000 yuan or more  
8. Your age: (1) 18–25 years old (2) 26–35 years old (3) 36–45 years old (4) 45 years old or older  
9. Do you have a certification to work in kindergarten: (1) Yes (2) No  

Person-job, Person-job Fit Scale    

Complete 
disagreement 

Comparisons do not 
match 

Somewhat in 
line with 

More in 
line with 

Complete 
agreement 

1 I feel like I am a perfect match for my current job 1 2 3 4 5 
2 The requirements of my current job match the 

experience, skills, and knowledge I possess 
1 2 3 4 5 

3 The work environment provided by the unit matches 
my job requirements. 

1 2 3 4 5 

4 My personality and temperament traits match my 
work 

1 2 3 4 5  

Perceived Organizational Support Scale    

Complete 
disagreement 

Comparisons do not 
match 

Somewhat in line 
with 

More in line 
with 

Complete 
agreement 

1 The organization will consider my 
opinion 

1 2 3 4 5 

2 The unit considers my interests 1 2 3 4 5 
3 The unit respects my goals and 

values 
1 2 3 4 5 

4 The unit will help me if I ask for it 1 2 3 4 5 
5 The unit is happy to help 1 2 3 4 5 
6 The unit is very concerned about me 1 2 3 4 5  

Occupational Well-being Scale    

Complete disagreement More in line with Complete agreement 

1 I can do my part well 1 2 3 
2 I feel I can control my work 1 2 3 
3 I feel responsible for the work of the kindergarten 1 2 3 
4 The daily work makes me feel like I am the most important 1 2 3 
5 I often feel happy in my work 1 2 3 
6 I often have a sense of warmth in my work 1 2 3 
7 I am a happy person at work 1 2 3 
8 My kindergarten gives me a sense of well-being 1 2 3 
9 I like everyone in this kindergarten 1 2 3 
10 I have a friendly relationship with my colleagues 1 2 3 
11 I am approachable with young children. 1 2 3 
12 I am satisfied with the work I have undertaken so far 1 2 3 
13 I am satisfied with the current working environment 1 2 3 
14 I am satisfied with the salary of my current job 1 2 3 
15 Overall, I am satisfied with my current job 1 2 3  
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Occupational Commitment Scale    
Complete 
disagreement 

Comparisons do 
not match 

More in 
line with 

Complete 
agreement 

1 I feel proud to be in my current profession 1 2 3 4 
2 Enthusiastic about the work you are doing now 1 2 3 4 
3 Like the current occupation so much that it is difficult to give up 1 2 3 4 
4 My current occupation provides me with the opportunity to do what I am 

interested in 
1 2 3 4 

5 My current occupation will enable me to improve my working ability 1 2 3 4 
6 My current occupation gives me room to develop and better realize my self- 

worth 
1 2 3 4 

7 I must pay too high a price for changing my occupation right now 1 2 3 4 
8 If you leave your current occupation, you will lose many benefits, such as 

housing, schooling for your children, and retirement insurance. 
1 2 3 4 

9 If I leave my current occupation, it will bring loss to my family 1 2 3 4 
10 Difficulty in finding a better occupation due to the limitations of the field of 

study 
1 2 3 4 

11 Once I leave my current occupation, the biggest problem is that it is difficult to 
find another job 

1 2 3 4 

12 If you do a job, you should love it 1 2 3 4 
13 I believe that people who have received education or training in a profession 

should work in that profession for a period in order to make a commensurate 
contribution 

1 2 3 4 

14 I feel responsible to continue for the realization of my career 1 2 3 4 
15 I do not think it is right to leave my current occupation, even if it is good for 

me 
1 2 3 4 

16 Stay in the current profession because everyone must be loyal to the 
profession 

1 2 3 4  
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