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Abstract: To solve the problem of rural teacher retention, it is necessary to systematically explore its influencing factors

from the perspectives of theory, policy and technology, find the realistic starting point for improvement, and put forward
the optimization path for the operation of retention strategy. Based on 4,746 data collected from 10 regions in Heilongjiang
province of China, this paper makes an in-depth study on the influencing factors, and transmission mechanism of rural teacher
retention. The results show that: (1) There is a significant correlation between teachers’ professional quality, organizational
commitment, matching degree and compensation intensity, and rural teachers’ retention, and organizational commitment is
the most influential factor. (2) The professional quality of teachers significantly affects the retention of rural teachers through
the mediating effect of organizational commitment, and matching degree. (3) Compensation intensity plays a significant
moderating role in the influence of teachers’ professional quality on organizational commitment, matching degree and reten-
tion of rural teachers, and the positive moderating effect of low compensation intensity is stronger. In order to retain rural
teachers better, it is necessary to provide strong support conditions, and enhance the level of teachers’ organizational com-
mitment. Enhance the matching degree between teachers and rural environment in multiple dimensions. The data system of

rural teachers’ human resources should be established, and appropriate compensation policies should be formulated.
Keywords: rural teachers; retention; the influencing factors of rural teachers’ retention; mechanism of rural teachers’

retentionregulating effect.
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INTRODUCTION

The reasons for the study

For rural school teachers, they may choose to leave
due to challenges such as lower income, smaller school
size and remote geographical location, cultural mis-
match, and lack of resources. However, according to
statistics, a considerable number of teachers in China
still stay in rural schools every year. According to
the data of China Education Statistics Yearbook, the re-
tention rate of rural junior middle school teachers in
2019 was 99.1 %, and the retention rate in 2020 was
99.6 %. In 2019, the retention rate of rural primary
school teachers was 97.93 %, and the retention rate in
2020 was 97.90 %. Understanding the reasons why
teachers stay in rural schools cannot be based on what
we know about the reasons why teachers leave rural
schools.

Literature review

From the current literature research, the construction
of rural teachers has been identified as a priority concern
in many countries. Scholars at home and abroad mainly
elaborated, and studied the construction of rural teachers
from the perspectives of ‘job attractiveness’, ‘loss’ and
‘retention’. Specifically, it can be seen from the dimen-
sions of weak job attractiveness of rural teachers, high
loss rate of rural teachers and low retention rate of rural
teachers.

Rural teachers’ job attraction is not strong. Due to
the lack of supporting incentive mechanism for rural
schools to teach in the teacher allocation policy, the teacher
allocation in the compulsory education stage shows the
characteristics of the city. In India, the initial allocation of
teachers’ salary structure cannot effectively motivate teach-
ers to work in rural schools, and the number of new teach-
ers in urban areas is much higher than that in rural areas.

Jloka3aTe/ibHasi IeIArOruKa u ncuxosorusi. 2024, Ne 2

35



Yu Haiying, Peng Jingxuan, Yu Shan et al. “Research on the influencing factors and transmission mechanism of rural teachers’ retention”

Many countries and regions pay more attention to recruiting
teachers rather than retaining teachers [1]. Many rural
teachers in school districts in U.S. states typically stay for
only three to four years [2]. Research shows that teachers
use the teaching of rural school districts as a springboard to
find jobs in suburban and urban school districts [3]. For
experienced teachers, government departments recruit and
retain teachers by adopting strategies that address the spe-
cific needs of local rural education [4].

Rural teacher turnover rate is high. The problem of
teacher turnover in rural schools in the United States is
much larger than that in inner-city schools and suburban
schools combined. The teacher turnover rate in rural school
districts reaches 30 to 50 % [5]. The loss of teachers in rural
primary and secondary schools in China is serious [6; 7],
which has become an unavoidable practical problem in
the development of education, and shows a gradual upward
trend [8]. The high turnover rate of teachers has led to
a shortage of high-quality teachers, which has a negative
impact on classroom teaching [9]. Schools with higher
teacher turnover rates will correspondingly bear higher
costs associated with teacher turnover [10]. In terms of
fairness, the loss of rural teachers has its own rationality,
but there are also social reasons, historical reasons, eco-
nomic reasons and personal reasons that lead to the loss of
rural teachers [11; 12]. Only relying on economic compen-
sation measures, has been difficult to effectively retain the
younger generation of rural teachers [13].

The retention rate of rural teachers needs to be
improved. The willingness of rural teachers to stay is
affected by many factors. Heavy workloads, lack of
planning time, lack of administrative support and lack of
induction guidance, affect the retention intention for be-
ginning teachers; also school management style is
an important factor affecting teacher retention [14]. Age
and geography are the key factors influencing the reten-
tion of special post teachers [15]. In order to retain rural
teachers, countries have tried to adopt financial support
and incentives [16], rural teachers housing supply and
assistance programs [17], professional development sup-
port [18], a variety of ways to increase the supply of ru-
ral teachers [19]; improve the school’s culture and work-
ing conditions [20], formulate supporting measures and
other measures [21]. These policies have played an irre-
placeable role in improving the retention rate for rural
teachers. Although not all policies have the same degree
of success as described, policies of this nature can some-
times produce the expected results. However, the prob-
lem is that there does not seem to be a systematic inte-
gration of rural teacher retention measures into a coordi-
nated plan.

Based on the comprehensive analysis of the existing re-
search, there are many studies on the teacher allocation,
professional growth and development, training, loss and
supplement of the construction of rural teachers, but there
are few in-depth studies on the retention of rural teachers.
Therefore, there are still theoretical and practical problems
of rural teachers’ retention, that need to be further clarified
and explored. This study attempts to investigate the coun-
tryside. To find a realistic starting point for the practice and
policy improvement of rural teachers’ retention; it will be
from the theoretical, policy and technical level.

Theoretical analysis and research hypothesis

Teachers’ professional quality and rural teachers’
retention. High-quality teachers can cope with the chal-
lenge of multiple educational choices in a culturally rich
society. When entering the education workplace, teachers
master the necessary knowledge, ability and skills to meet
the needs of education and teaching, and obtain the result-
ing sense of professional self-efficacy and job satisfaction.
The ability of professional integration into teaching and
career satisfaction can affect teachers’ career choice and
decision-making. When teachers accumulate human capital
and professional capital in their field, and can withstand
appropriate pressure, they are more likely to stay in
a school. Through logical extension, when teachers’ profes-
sional practice and workload are ignored, their own precon-
ceptions will lead them to feel professional isolation and
job dissatisfaction. Regardless of the size of rural schools,
low-quality teachers may face the challenge of enormous
pressure from teaching and a professionally irresistible
sense of isolation [22]. At this time, they tend to use protec-
tive factors to alleviate or change this adversity, increasing
their opportunities to decide to change their positions. From
the perspective of economic labor theory, when the teach-
ing profession is considered to be the most attractive job,
teachers will stay in the industry; from the perspective of
human capital, the cost and benefit of entering the teaching
profession is the first thing that teachers should consider
and evaluate [23]. The relative ease of teachers’ entry into
this field affects the durability of the profession, especially
when the opportunity cost of teachers depends on the fact
that they can earn more wages and income in positions
other than rural school teaching. As teachers gain more
valuable work experience and higher self-efficacy and
teaching skills, they are more likely to leave rural schools
and find jobs in other areas [24].

Hypothesis 1: teachers’ professional quality affects
the willingness of rural teachers to stay.

The mediating role of organizational commitment.
Organizational commitment is usually understood as an
individual’s identification, or attachment, to a specific or-
ganization and the willingness to support organizational
goals. It is a thinking tendency that connects individuals
with organizations and leads to support organizational be-
havior. Its core essence is to give stable strength to indivi-
dual behavior direction [25]. Different levels of organiza-
tional commitment will show different specific organiza-
tional behaviors, such as reducing absenteeism, working
hard or continuing to stay. The goal consistency between
teachers and schools with high organizational commitment
is high, and they are committed to social justice goals such
as student development, which makes organizational com-
mitment, and teachers’ professional quality fundamentally
interrelated.

As an experience of consistency and identity, organiza-
tional commitment focuses on the consistency or identity of
individual and organizational goals, values and practices,
and the resulting attachment experience to the organization
[26]. If a teacher with such emotional commitment has
a strong commitment to educational equity with the school,
they will feel a strong connection with the school, which
should greatly enhance the willingness and behavior of
teachers to stay.
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Organizational commitment shows the individual’s per-
ception of the benefits, and turnover costs brought by stay-
ing in the organization from the perspective of quantifica-
tion [27]. Individuals are aware of the balance between
the costs and benefits of having organizational membership,
so organizational commitment is fundamentally related to
the decision of teacher retention; there are two zones in
the individual’s demand for the organization, which will
change according to the induced relationship (interests),
and the required contribution or cost (requirements for in-
dividuals). The degree and direction of change depend on
the degree to which the interests exceed the burden and
sacrifice of the individual's attachment to the organization.

Individuals believe that it is the ‘right thing’ to stay in
the organization due to moral imperatives. Therefore,
teachers with normative commitment are more likely to
stay in their positions. This may be due to a sense of loyalty
to the organization, but it may also reflect other obligations
and responsibilities. When teachers are dissatisfied with
their work or workplace, they show low emotional or low
quantitative commitment to the organization. However, due
to the lack of feasible alternatives, individuals are still
linked to the organization [28]. Such alienated commitment
will also affect teachers’ willingness and behavior to stay.

Hypothesis 2: organizational commitment plays an in-
termediary role between teachers’ professional quality and
rural teachers’ willingness to stay.

The mediating role of matching degree. The good
match between teachers’ professional quality and rural en-
vironment is the basis of rural teachers’ retention. A good
match is to find a suitable meeting point between the rural
education environment and teachers’ qualifications and
preferences, to achieve an educational culture match, and to
ensure that the professional quality of teachers is compa-
tible with the values and beliefs related to education and
teaching in the rural education environment. This compati-
bility allows teachers to feel familiar, safe and comfortable,
which is important for improving teacher job satisfaction
and solving teacher retention problems. When the profes-
sional quality of teachers is misaligned with the rural edu-
cation environment, teachers who teach in rural areas will
find that their actual classroom responsibilities are very
different from their educational ideals, and their established
concepts, knowledge and skills about school, education,
teaching and student development will be impacted to vary-
ing degrees. They also feel more isolated and overwhelmed.
Therefore, a stronger sense of match to the rural educatio-
nal environment seems to be a major factor when teachers
decide to stay [29].

From the perspective of teachers, accepting the post of
rural teacher means that they have chosen the rural lifestyle,
can adapt to the rural community environment, and have
the opportunity to invest in the relationship between rural
students and parents, and enjoy the rural life. Teachers who
have not lived in rural communities do not understand
the social culture, customs and expectations of the entire
rural community, and live in an environment that is very
different from their own culture and may even run counter
to the way they were brought up. This mismatch is detri-
mental to the life and development of teachers in rural areas,
which may make teachers feel unadapted and dissatisfied
with the life in rural communities and choose to leave.
Teachers who remain in rural areas are more likely to be

teachers who grew up in rural communities, or who are
committed to adapting to life in rural areas.

Hypothesis 3: matching degree plays a mediating effect
between teachers’ professional quality and rural teachers’
retention intention.

The regulating effect of compensation intensity.
Compensation, which generally includes salary, benefits
and other economic incentives, is important for attracting
and retaining rural teachers [30]. Because of the geographi-
cal teacher shortage, policymakers often resort to compen-
satory measures such as monetary incentives because they
are manageable. Lower salaries and inadequate benefits in
rural schools have had a negative impact on teacher reten-
tion. How to design and implement compensation measures
will affect rural teachers’ willingness to stay.

When the compensation is insufficient, teachers are dis-
satisfied because the compensation is difficult to offset
the problems caused by the “bad” conditions in rural areas,
which may result from the compromise orientation attached
to the compensation [31]. Taking into account the difficul-
ties of working and living in rural schools, the educational
opportunities for children may be lost by working in rural
communities, and the extra income obtained by part-time
teaching, inadequate compensation is considered to be neg-
ligible by rural teachers, especially for teachers high profes-
sional quality. Of course, enticing teachers to stay in rural
schools with more compensation could be costly and politi-
cally unsustainable. An overemphasis on compensation
may ultimately undermine the public service ethic of
the teaching profession or weaken organizational commit-
ment, leading to less focus on educational goals for student
development [32]. The retention of rural teachers is not
only a question of compensation, but an important factor to
effectively retain rural teachers. Different rural schools may
face some different challenges, and compensation should be
adapted to the local reality of rural schools.

Hypothesis 4: compensation intensity plays a regulating
role in the relationship between teachers’ professional quality
and organizational commitment.

Hypothesis 5: compensation intensity plays a regulating
role in the relationship between teachers’ professional quality
and rural teachers’ retention intention.

Hypothesis 6: the degree of compensation plays a regu-
lating role between the professional quality of teachers and
the degree of matching.

The purpose of this study

The purpose of this study is to explore why teachers
choose to stay in rural schools, to verify and analyze
the influencing factors and transmission mechanism of rural
teachers’ retention, and to try to make a reasonable expla-
nation for it, so as to provide valuable suggestions for solv-
ing the problem of rural teachers’ retention.

RESEARCH DESIGN

Variable design and questionnaire quality

Through literature review and theoretical analysis, in
addition to the basic information of the subjects, the ques-
tionnaire in this study was designed with five dimensions,
including gender, age, marital status, school location,
the school from which the first degree was obtained,
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the type of major with the first degree (normal and non-
normal), the educational background at the time of em-
ployment after graduation, the teaching period, and
the working time in rural schools.

The first dimension is the independent variable:
teacher’s professional quality, including professional
concept, professional knowledge and professional abi-
lity. The second dimension is mediating variable 1: or-
ganizational commitment, including emotional commit-
ment, ideal commitment and normative commitment.
The third dimension is intermediate variable 2: matching
degree, including matching degree with teaching envi-
ronment and living environment around rural schools.
The fourth dimension is the moderating variable: com-
pensation intensity, including compensation intensity
such as salary, bonus, welfare and financial incentive.
The fifth dimension is the dependent variable: the reten-
tion intention of rural teachers.

In addition to the basic information part, all items of
other dimensions in the questionnaire adopted a five-level
Likert option design, with values of 1-5 respectively,
and 6 indicating the gradual weakening of the degree (variable
settings and descriptive statistics are shown in Table 1).

This study investigated rural school teachers in 10 re-
gions of Heilongjiang province of China. By stratified
sampling method, 500 questionnaires were distributed to
rural schools in each district, with a total of 5,000 ques-
tionnaires, 4,746 of which were valid, and the effective
rate was 94.92 %. In this study, SPSS 20.0 and
AMOS 22.0 were used for data analysis and processing.
The model fitting index of the questionnaire was
RMSEA=0.052; SRMR=0.065; NFI=0.921; RFI=0.916;
FI=0.926;, TLI=0.922; CFI=0.926. The overall structural
model fitting index of the questionnaire is as follows:
RMSEA=0.046; NFI=0.918; RFI=0.914; IFI=0.924;
TLI=0.921; CFI=0.924; SRMR=0.0669. The fitting in-
dex of the model reached the recommended value, and
the fitting degree of the questionnaire model was good.

Methods

In order to study the influencing factors of rural teacher re-
tention, SPSS 20.0 was used for correlation analysis to explore
the correlation between rural teacher retention and different
variables. Considering the characteristics of different rural
schools, different variables may have different effects on the
retention intention of rural teachers. Teachers’ professional
quality, organizational commitment, matching degree and
compensation intensity are put into the regression model as
independent variables, and rural teachers’ retention intention is
put into the dependent variable, and the significance of different
characteristics of schools is analyzed by step-based regression.

In order to verify whether organizational commitment
and matching degree play a mediating effect between
teachers’ professional quality, and rural teachers’ retention
intention, Model 4 in PROCESS V 3.0 was used for analy-
sis. Two mediating variables, organizational commitment
and matching degree, were put into the model at the same
time, and the mediating effect estimate, BootSE and 95 %
confidence interval were obtained by Bootstrapping me-
thod, so as to judge the significance of the mediating effect.

Because different compensation levels bring different
satisfaction to rural teachers, it may have different impacts
on organizational commitment, matching degree and rural

teachers’ willingness to stay. Therefore, this paper takes
the teachers’ age, gender, marital status, working hours of rural
schools, location of rural schools, teaching section, educational
background at employment, school graduating from the first
degree, and major type of the first degree as the control varia-
bles, and the compensation intensity as the moderating varia-
ble, and puts them into the multi-intermediary model. Model 8
in PROCESS V 3.0 was used to test the mediated effect. Fur-
ther, a simple slope analysis method is used to obtain the ad-
justment trend of compensation strength.

RESULTS

Factors related to the retention of rural teachers

Table 2 is the correlation matrix of rural teachers’ reten-
tion, which shows the relevant factors, mean value and
standard deviation affecting rural teachers’ retention inten-
tion. The data results show that the professional quality of
teachers, and the retention intention of rural teachers are rela-
tively high, and the mean value is less than 2, which is be-
tween very good and relatively good. The state of organiza-
tional commitment and matching degree is slightly better,
with an average value between 2—2.3, which is between good
and average. Compensation is relatively poor, with an aver-
age of 3.691, between average and not too great. There was
significant positive correlation between rural teachers’ reten-
tion intention, and teachers’ professional quality, organiza-
tional commitment, matching degree and compensation in-
tensity (p values were all less than 0.001). There is a mode-
rate correlation between rural teachers’ retention intention,
and teachers’ professional quality, organizational commit-
ment and matching degree, and a low correlation with com-
pensation intensity, which indicates that these variables are
important factors affecting rural teachers’ retention intention.

Regression analysis of factors affecting rural teachers’
retention intention under different characteristics

Table 3 statistical results show that in the case of
the full sample, the explanatory power of organizational com-
mitment for rural teachers’ retention intention is 54.8 %,
the explanatory power of matching degree is 3.0 %, the ex-
planatory power of compensation is 0.1 %, and the explana-
tory power of teachers’ professional quality is too small,
which is excluded from the model (see Model 1). The sta-
tistical data from different rural school working time, rural
school location, teaching section, educational background
at employment, age, gender, marital status, school graduat-
ing from the first degree, and major type of the first degree
show that organizational commitment is the most influential
variable in all cases, with explanatory power ranging from
48.2-74.4 %. Although teachers’ professional quality,
matching degree and compensation strength have different
explanatory power under different characteristics, they are
not very high, and are all below 4.1 % (see Models 2—10).

Multiple intermediary tests on the influence of
teachers’ professional quality on rural teachers’ reten-
tion intention

In Table 4, all the mediating effects in the model are signi-
ficant, while the direct effects are significant. The 95 % confi-
dence interval of mediating effect, total mediating effect, di-
rect effect and total effect does not contain 0, and all
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Table 1. Variable settings and their descriptive statistics
Taonuya 1. [lapamempor nepementbix u ux ONUCAMENbHAS CIMAMUCUKA

Standard
Variable Variable dimensions and problems Min | Max | Mean
deviation
To understand the significance of teachers” work to social
devel t and talent traini 1 5 1.70 0914
Professional | development and talent training
concept Be able to actively collaborate and communicate
. L 1 5 1.64 0.878
with teachers, parents, communities, etc.
Able to master the basic principles and main methods 1 5 161 03813
of education
i\ble; E[o master the curriculum standards of the subject | 5 158 0.794
Professional | ‘2“8
knowledge Be able to master the methods and strategies of subject
. . 1 5 1.71 0.828
teaching and research learning
Be able to master the corresponding knowledge of natural
. o . . 1 5 1.76 0.857
sciences and humanities and social sciences
?edabl.e tot ratl}(l)pally use teaching resources and methods | 5 164 0810
Independent o0 design teaching process
variable: . . . . .
Teach be effectivel 1 ted t
professional 0?\1:]:& ;Islg can be effectively implemented in a variety | 5 166 0.825
quality
of teachers It can trigger independent thinking and active exploration
of middle school students, and develop students’ 1 5 1.73 0.850
innovative ability
Be able to. integrate modern educational technology 1 5 175 0.852
into teaching
Professional
competence | It can establish a good teacher-student relationship
and help middle school students establish a good peer 1 5 1.62 0.817
relationship
Can guide students ideal, psychological, academic 1 5 1.69 0.842
and other aspects of development
Be able to use evaluation tools, master multiple
evaluation methods, multi-perspective, whole-process 1 5 1.76 0.871
evaluation of student development
Be aple to self-evaluat.e the teachmg effect, adjust | 5 1.70 0.836
and improve the teaching work in time
He didn't leave even when the school wasn’t doing well 1 5 2.15 1.172
Emotional Deep feelings for the unit 1 5 1.94 1.067
commitment | o414 like to contribute all my efforts 1 5 1.90 1.054
Willing to contribute spare time efforts 1 5 1.93 1.055
Mediating Have obligations to the unit 1 5 1.86 1.014
variable 1:
organization Normative Job-hopping is immoral 1 5 2.33 1.284
bearin :
& commitment | o loyal to your unit 1 5 1.93 1.077
Dedicated to the unit 1 5 1.73 0.966
Many opportunities for further study 1 5 2.83 1.270
Ideal
commitment Workl.ng in your present position brings both challenges 1 5 292 1.081
and difficulties
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Continue of table 1

Standard
Variable Variable dimensions and problems Min | Max | Mean
deviation
The teaching philosophy is the same as other teachers | 5 211 0.968
in the school
Teaching What I haye learned in school can solve practical | 5 218 1017
. problems in rural schools well
environment
Mediator matching Able to accept the management style of rural schools 1 5 2.11 1.004
variable 2: . . . o
degree Teaching ablh‘ty can fully cope with the situation of rural 1 5 1.87 0926
school education
of match
Very suitable for the current working environment 1 5 2.16 1.026
Living .. . . .
environment The 11V1ng environment now is very similar | 5 246 1177
. to the environment in my hometown
matching
Get along well with colleagues 1 5 1.69 0.891
There is more merit pay for teachers in schools 1 5 3.59 1.291
There is no difference between rural and urban teachers’ salaries 1 5 3.27 1.376
There are more housing subsidies for rural teachers 1 5 3.76 1.326
Mod?ratmg There are more transportation subsidies for rural teachers 1 5 3.82 1.378
variable:
compensation | .. a6 more salary subsidies for rural teachers 1 5 3.64 1.345
strength
There are more benefits for rural teachers 1 5 3.83 1.334
There are more extra bonuses for rural teachers 1 5 3.95 1.318
Teachers who teach in rural areas have more opportunities for promotion 1 5 3.66 1.388
I intend to continue teaching at my present school 1 5 1.91 1.106
Dependent
variable: The present working environment is very adaptable 1 5 1.97 1.068
rural teachers’
retention Willing to work with current colleagues 1 5 1.80 0.973
intention
I feel comfortable with my current students 1 5 1.92 1.055

Table 2. Analysis of factors related to retention intention of rural teachers
Taonuya 2. Ananuz paxmopos, Cés3aHHbIX C HAMEPEHUEM CeNbCKUX Yuumeneti COXpaHums pabomy

M SD 1 3 4
1. Teachers’ professional quality 1.6820 0.736 -
2. Organizational commitment 2.0815 0.871 0.540%%**
3. Matching degree 2.0897 0.788 0.604*** | 0.717*** -
4. Compensation efforts 3.6910 1.137 0.013ns 0.243%** 0.241%** -
5. Retention intention of rural teachers 1.9001 0.949 0.4871*** 0.740%*** 0.652%** | (0.112%**

Note. ***p>(.05, ns is the correlation was not significant.
Ipumeuanue. ***p>0,05, ns — koppersaiyus He3HaUUMENbHA.
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Table 3. Regression analysis coefficient of determination (R2) of influencing factors

of rural teachers’retention intention under different characteristics

Taonuya 3. Kosghpuyuenm oemepmunayuu pecpeccuonnoeo ananusza (R2) gpakmopos,

GIUAIOWUX HA HAMeDEeHUE CEelbCKUX ylmme/zeﬁ COXpaHumov pa60my

Teach.e rs Organizational | Matching | Compensation Total
professional .
. commitment degree strength value
quality
Model 1: Total sample - 0.548 0.030 0.001 0.579
Over 16 years - 0.529 0.034 0.012 0.575
13-15 years - 0.482 0.024 - 0.506
Model 2: 1012 years - 0.559 - - 0.559
Rural school
working hours 7-9 years - 0.619 0.033 - 0.652
4-6 years - 0.573 0.014 - 0.587
0-3 years 0.003 0.588 0.036 - 0.627
Model 3: Outskirts of a town 0.007 0.597 0.014 - 0.618
Location Town - 0.533 0.035 0.009 0.577
of the village
school Village - 0.540 0.034 0.012 0.586
Model 4: Primary school - 0.556 0.032 0.007 0.595
The teaching section Junior high - 0.533 0.027 0.009 0.569
Graduate student or above - 0.677 - - 0.677
Model 5:
When employed Regular college course 0.001 0.564 0.023 0.004 0.592
Education
Bachelor degree or below 0.002 0.530 0.038 0.010 0.580
21-30 years old - 0.651 0.017 - 0.668
Model 6: 31-40 years old - 0.549 0.041 0.006 0.596
Age 41-50 years old 0.001 0.540 0.038 0.005 0.584
Over 51 years old - 0.503 0.026 0.023 0.552
Model 7: Male - 0.534 0.022 0.009 0.565
Gender Female - 0.555 0.033 0.007 0.595
Model 8: Wedlock - 0.539 0.030 0.008 0.577
Marital status Single - 0.601 0.033 0.004 0.638
Key undergraduate - 0.744 - 0.026 0.770
Model 9: General undergraduate - 0.599 0.026 0.002 0.627
First degree
graduate school o1
Secondary specialized - 0.522 0.034 0.009 0.565
schools
Model 10: Teachers professional - 0.550 0.030 0.008 0.588
The first degree
professional type Non-normal majors 0.009 0.541 0.027 0.005 0.582

Note. Dependent variable is rural teachers’ retention intention; independent variable is teacher professional quality, organizational

commitment, matching degree, compensation strength.
[Ipumeuanue. 3asucumas nepemennas — Hameperue CerbCKUx yuumeiell COXpanums pabomy; He3a6UcUMas nepementas —

YPOBeHb NPOGeCcCUOHANUSMA YHUMENS, NPUBEPHCEHHOCHb OP2AHUIAYUU, CINENEHb COOTEEMCNGU MENCOY YUUMENAMU U CETbCKOU
Cpeooii, pasmep 03HASPANCOEHUSL.
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Table 4. Analysis of the multiple intermediating effects of teacher professional quality on rural teachers’ retention intention
Taonuya 4. [Ipomescymounviii dpghexm ypoeHs npogeccuonanusma cenbCkux yuumeneil Ha ux HamepeHus coXpanums pabony

95 % confidence interval
Effect Estimated value BootSE
Lower limit Upper limit

M1 0.106 0.004 0.097 0.115
M2 0.051 0.004 0.043 0.059
M1+M2 0.157 0.005 0.148 0.166
¢’ 0.022 0.004 (S.E) 0.014 0.031
Total 0.179 0.005 (S.E) 0.170 0.188

Note. M1 is the mediating effect of organizational commitment; M2 is the mediating effect of matching degree; M1+M?2 is the total

mediating effect; ¢’ is the direct effect; Total is the total effect.

Ipumeyanue. M1 — onocpedyrowuii 3¢pgpexm npugeporcennocmu opeanuzayuu, M2 — onocpedyrowuil sgpghexm cmeneru coomeemcmeausl
MexHcoy yuumenamu u cenvckotl cpedou; M1+M?2 — obwuii onocpeodyrowuii agpgpexm; ¢’ — npamoii agpghexm, Total — obwyuii sghgpexm.

reach the significant level. The estimated mediating effect
of organizational commitment (M1) was 0.106, the estimat-
ed mediating effect of matching degree (M2) was 0.051,
the estimated total mediating effect (M1+M2) was 0.157,
and the estimated direct effect was 0.022. Organizational
commitment (M1) accounted for 67.52 % of the total medi-
ating effect. The matching degree (M2) accounted for
32.48 % of the total mediation effect. Organizational com-
mitment (M1) accounted for 59.22 % of the total effect,
matching degree (M2) accounted for 28.49 % of the total
effect, total intermediary effect (M1+M2) accounted for
87.71 % of the total effect, and direct effect (¢”) accounted
for 12.29 % of the total effect.

Analysis of the moderating effect of compensation
intensity in multiple intermediary models

The data in Table 5 show that in equation 1, teacher pro-
fessional quality significantly predicts organizational com-
mitment in a positive way (B,=0.449, p<0.001), while
the interaction terms of teacher professional quality, and
compensation strength negatively predict organizational
commitment (Bxw;=—0.005, p<0.001). In equation 2, teach-
ers’ professional quality positively predicted the matching
degree (B,=0.318, p<0.001), and the interaction terms of
teachers’ professional quality and compensation strength
negatively predicted the matching degree (Bxwi;=—0.002,
p<0.001). In Equation 3, teacher professional quality signi-
ficantly positively predicted rural teacher retention
(Bx=0.015, p<0.01), and organizational commitment, and
matching degree also significantly positively predicted rural
teacher retention (By;=0.237, p<0.001; Bynp=0.170,
p<0.001), the interaction terms of teacher professional qua-
lity and compensation intensity showed a negative signifi-
cant effect on the prediction of rural teachers’ retention
intention (Bxw;=—0.001, p<0.05).

Further, a simple slope analysis method is used to obtain
the adjustment trend of compensation intensity: in equa-
tion 1, when the compensation intensity is one standard
deviation above or below the mean value, the regulation
effect is significant. When the compensation intensity in-

creased by one unit, the slope of teacher professional quality to
organizational commitment decreased by 0.005 units
(Bhigh=0.407, Biow=0.491, p<0.001). This indicates that com-
pensation intensity has an enhanced moderating effect, on
the positive impact of teacher professional quality on or-
ganizational commitment, but the moderating effect of low
compensation intensity is stronger (Fig. 1). In equation 2,
when the compensation intensity is one standard deviation
above or below the mean, the regulation effect is signifi-
cant. When the compensation intensity increased by one
unit, the slope of teacher professional quality to match de-
gree decreased by 0.002 units (Bpigh=0.297, Piow=0.340,
p<0.001). This indicates that compensation intensity has an
enhanced moderating effect on the positive influence of
teachers’ professional quality on the matching degree, but
the moderating effect of low compensation intensity is
stronger (Fig. 2). In equation 3, the regulation effect is sig-
nificant only when the compensation intensity is one stan-
dard deviation below the mean value. When the compensa-
tion intensity increased by one unit, the slope of teacher
professional quality on rural teachers’ retention intention
decreased by 0.001 units (By;n=0.007, p>0.05; Pi0,=0.023,
p<0.001). This indicates that only low compensation inten-
sity has an enhanced moderating effect on the positive im-
pact of teacher professional quality on rural teachers’ reten-
tion intention, while the moderating effect of high compen-
sation intensity is not significant (Fig. 3).

DISCUSSION

Organizational commitment is the most important
factor affecting the retention of rural teachers

Through the above correlation factor analysis and re-
gression analysis data under different characteristics, it can
be seen that teachers’ professional quality, organizational
commitment, matching degree and compensation intensity
are significantly correlated with rural teachers’ retention
intention. Organizational commitment has a strong in-
fluence on the retention intention of rural teachers.
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Table 5. The moderating effect of compensation intensity on teachers’ professional quality,

organizational commitment, matching degree, and teachers’willingness to stay

Taonuya 5. Cuazuarowuii spghexm pasmepa 603HAZPANCOEHUS HA NPOPDECCUOHATbHBIE KAUECIBA YHumenetl, NPUBEPHCEHHOCHb
opeanuzayuL, CmeneHb NPUCNOCOOIEHHOCMU Yyumenell K CelbCKoll cpede U 20Mo8HOCHb yuumeneil COXpanums paboniy

Equation 1: M1 Equation 2: M2 Equation 3: Y
Predictor
B SE T B SE T B SE T
X 0.449 0.010 45.617%** 0.318 0.006 53.610%** 0.015 0.004 3.331%*
W1 0.221 0.011 19.500%** 0.142 0.007 20.802°%** —0.034 0.004 —8.222%**
XW1 —0.005 | 0.001 —4.574%%* —0.002 0.001 —3.966%** —0.001 0.000 —2.495%

M1 0.237 0.006 39.713%**
M2 0.170 0.010 17.153%%*
R’ 0.373 0.432 0.604

F 234.329%** 299.574%** 514.587***

Note. *p<0.05; **p<0.01; ***p<0.001.

X is the professional quality of teachers; W1 is the compensation intensity; XW1 is compensation for teachers’professional quality;
M1 is organizational commitment; M2 is the matching degree; Y indicates the retention intention of rural teachers.

Tpumeuanue. *p<0,05; **p<0,01; ***p<0,001.

X — yposenv npogheccuonanuzma yuumeneii; Wi — pasmep eoznazpasicoenus; XW1 — goznaspasicoenue 3a yposerv npogeccuonanuzma
yuumeneil, M1 — npusepocennocms opeanuzayuu,; M2 — cmenenb coomeemcmeaus Mexcoy YHUmensamu 1 CetbCkoll Cpeootl;

Y — namepenue cenvckux yuumeneii coxpanume pabomy.
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Fig. 1. Moderating effect of compensation strength 1
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With the improvement of organizational commitment le-
vel, the retention intention of rural teachers is increasing.
Secondly, in many cases, the matching degree and com-
pensation intensity also have a certain impact on the reten-
tion intention of rural teachers. The higher the matching
degree and compensation intensity, the stronger the reten-
tion intention of rural teachers. In addition, although

the professional quality of teachers is also a factor affect-
ing the retention intention of rural teachers in some situa-
tions, the influence is relatively weak. This shows that
teachers’ professional quality, organizational commit-
ment, matching degree and compensation intensity are all
factors that should be paid attention to when considering
the retention of rural teachers.

Jloka3aTe/ibHasi IeIArOruKa u ncuxosorusi. 2024, Ne 2

43




Yu Haiying, Peng Jingxuan, Yu Shan et al “Research on the influencing factors and transmission mechanism of rural teachers’ retention”

Matching degree

20— Compensa
tion

18— strength

16 0-9 ~.-9
A0 -0

14— o9 -9

12—

| \ \
-10 5 O

I I (
5 10 15

Teachers’professional
quality

Fig. 2. The regulating effect of compensation strength 2
Puc. 2. Pecynupyrowuii a¢pghexm eenuuunsl 603nazpasicoenus: 2

Retention intention

zz%/
.

Compensa
tion
strength
0-9 ~.-9
A0 0
o9 ~.9

\ [ |
-10 -5 0

I \ I
5 10 15

Teachers’professional
quality

Fig. 3. The regulating effect of compensation strength 3
Puc. 3. Pecynupyrowuil a¢hpexm senuuunst 6o3nazpasicoenus 3

Organizational commitment and matching degree
have significant mediating effect between teachers’
professional quality and rural teachers’ retention

According to the previous multiple intermediary effect
analysis data, the two intermediary variables of organiza-
tional commitment and matching degree in the model play
a significant intermediary effect on the relationship between
teachers’ professional quality and rural teachers’ retention
intention. In the case of the participation of the two mediat-
ing variables, the direct influence of teacher professional
quality on the retention intention of rural teachers is signifi-
cant. Among all the effects of teachers’ professional quality
on rural teachers’ retention intention, only 12.29 % are
caused by the direct effect of teachers’ professional quality,
and 87.71 % are caused by the two intermediary variables
of organizational commitment and matching degree, of
which 59.22 % are caused by organizational commitment.
28.49 % of the effect is through the degree of matching.
The above data verify the validity of hypothesis 1-3.

It can be inferred that organizational commitment and
matching degree are two important mediating variables in
the process of influencing rural teachers’ retention, through
teachers’ professional quality. The higher the level of
teachers’ organizational commitment, the stronger the me-
diating effect; the higher the degree of matching,
the stronger the mediating effect. Compared with the two
mediating variables, there are significant differences be-
tween them, and the mediating effect of organizational
commitment plays a larger role.

The adjustment effect of compensation intensity is
significant

According to the data of moderating effect analysis, it
can be seen that compensation intensity has a significant
moderating effect on the influence of teachers’ profes-
sional quality, on organizational commitment, rural tea-
chers’ retention willingness and matching degree. The hypo-
thesis 4—6 is verified.
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The relationship between teachers’ professional quality
and organizational commitment, rural teachers’ retention
willingness to stay, and the degree of matching depends on
the size of compensation. Compared with high compensa-
tion, low compensation can significantly enhance the posi-
tive impact of teachers’ professional quality on organiza-
tional commitment, rural teachers’ retention willingness to
stay and matching degree. Therefore, it can be inferred that
under the condition of teachers’ existing professional quali-
ty, the adjustment effect of compensation intensity on or-
ganizational commitment, matching degree and rural tea-
chers’ retention willingness to stay can effectively promote
the retention of rural teachers, and the positive adjustment
effect of low compensation intensity is more obvious.

Practical recommendations

Provide strong support conditions to enhance
the level of organizational commitment of teachers.
Organizational commitment is the most important factor af-
fecting the retention of rural teachers. To solve the problem
of rural teachers’ retention, we should first pay attention to
the level of organizational commitment. Relevant factor
analysis data show that organizational commitment is mode-
rately correlated with teachers’ professional quality. Further
regression analysis shows that teachers’ professional quality
explains 29.1 % of organizational commitment. An effective
strong support system can promote the improvement of
teachers’ professional quality, and can solve the anxiety and
pressure sources caused by teachers’ uncertainty about work
and lack of teaching knowledge. It is expected to bridge
the gap between the community’s lack of sympathy for
teachers and the need to support their continuous develop-
ment. This investment in teachers’ career support can be
a decisive factor in teachers’ overall satisfaction, allowing
teachers to accept and identify with the school’s goals and va-
lues, thereby enhancing their commitment to the organization.

Strengthen the effectiveness of professional support.
Due to the particularity and complexity of rural schools in
terms of community background, culture and class manage-
ment, on the basis of monitoring the continuous and chang-
ing career development needs of rural teachers, the leaders of
education departments should create dynamic spiral training
and development support projects, to promote the type de-
sign, and content selection of support systems, to meet
the different needs of rural teachers. After the implementa-
tion of the support system, the overall evaluation of the pro-
ject quality is carried out, and the support system project is
adjusted in time according to the feedback information, so as
to provide targeted and effective professional support for
rural teachers at different stages of development.

Create a positive and guiding rural school culture.
Rural school leaders should create a school cultural envi-
ronment with common beliefs and values, enhance the con-
sistency of rural teachers’ recognition of goals, and promote
cultural-oriented behaviors composed of best interests,
which helps to develop stronger organizational commit-
ment; providing specific working conditions consistent with
school culture, is not only conducive to the formation and
development of teachers’ professional cooperation spirit
and culture, but also can realize the structural support for
teachers’ teaching activities. It is satisfactory for teachers to
fundamentally conceptualize their working conditions,
which contributes to the retention of teachers.

Provide multi-dimensional administrative support
for improving teaching and promoting teacher deve-
lopment. Teachers supported by administrators are more like-
ly to remain even in harsh environments [33]. School leaders
can actively create conditions to guide teachers to participate in
the major decisions of the school, so that they can perceive
that they have greater autonomy, and have a more direct
impact on school policy and development, and provide ap-
propriate opportunities and time for cooperation between
teachers, and their own professional development; provide
different types of assistance for teachers at different stages
of development, and actively solve the problems of teach-
ers’ education, and teaching concerns and pressures. Tea-
chers will be more committed to staying in their teaching posi-
tions when they get recognition, encouragement, feedback,
trust and participation in decision-making opportunities.

Multi-dimensional enhancement of the matching
degree between teachers and rural environment. Teach-
ers are more likely to stay in rural schools when they are
familiar with rural culture and have the ability to face
the challenges of rural education environment [34]. The
proper matching of teachers’ professional quality with rural
life and working environment can increase teachers’ comfort,
overcome their sense of isolation and have a positive impact
on teachers’ staying in teaching posts. Pre-service teachers
trained by colleges and universities are not suitable for all
schools, so pre-service teachers should be provided with
cross-cultural immersion experience in rural communities to
enable them to accept knowledge related to rural situations
[35]. By setting courses related to rural education and teaching,
we can go to rural schools to carry out educational probation
and educational practice activities; we can provide pre-service
guidance and on-the-job training to help teachers better under-
stand the uniqueness of rural schools, better adapt to the rural
environment, and play an important role in preparing teachers
for teaching in rural schools for a long time.

Improve the recruitment system. Decentralization of
recruitment, involving rural school principals in the re-
cruitment process, participating in the review of the formu-
lation of recruitment contracts, giving principals the power
and opportunity to recruit the most suitable candidates for
specific rural schools in order to recruit as close as possible
to the school; enriching recruitment information, teachers’
decisions about where to work often depend on the school
information they obtain. Every effort should be made to
increase employment preview opportunities, including
school visits, online and offline communication with rural
school teachers, leaders, and even interaction with rural
community members, which will help teachers make a pre-
liminary judgment on the value and goals of rural schools.
Creating an online database with school characteristics,
providing relevant information such as class size, induction
policies, professional development projects, and daily
school teaching work, can more clearly explain the full pic-
ture of the school’s situation, so that teacher candidates can
judge their ‘fit’ potential and make informed decisions on
where to teach.

The establishment of rural teachers’ human re-
sources data system, formulate appropriate and reason-
able compensation policy. Few people go to rural schools
to teach in order to get rich. The motivation of rural tea-
chers’ retention to stay in office is to love, to impart
knowledge, and help rural students grow up. If the problem

Jloka3aTe/ibHasi IeIArOruKa u ncuxosorusi. 2024, Ne 2

45



Yu Haiying, Peng Jingxuan, Yu Shan et al. “Research on the influencing factors and transmission mechanism of rural teachers’ retention”

of teacher turnover is rooted in differences in economic
capacity in different regions, then a certain degree of
compensation policy may help improve the retention rate
of teachers in rural schools [36]. The administrative
department should establish a coherent regional rural
teacher human resource data system, for the replacement
of rural teachers at the school level, which should be
applied to give priority to the job and staffing needs of
high-replacement schools. Based on the reliable teacher
turnover data obtained, we will focus on building the abi-
lity of rural schools to attract and retain teachers, and im-
plement remedial measures such as early recruitment,
compensation, and induction guidance; secondly, we
should regularly analyze and report the changing trend of
replacement data, and explore the characteristics of teach-
er turnover and retention in different schools according to
the characteristics of all school teachers’ data. Finally,
the bottom line of the total turnover rate and retention rate
of rural teachers in a region is determined as a reference
for formulating a comprehensive plan to prioritize
the retention system of teachers.

In theory, the disadvantages of rural schools can be off-
set by means of higher wages or better welfare, or both.
The compensation policy, is the preferred strategy for many
policy makers to attract and retain rural teachers’ retention,
but the compensation is not, the more the better. If teachers
clearly know that compensation is of little value in easing
the difficulties of rural schools, they may refuse to stay in
rural schools, especially when a more ideal location can
earn higher wages; excessive compensation is politically
unsustainable. As mentioned above, excessive compensa-
tion may ultimately undermine teachers’ professional ethics
and public service ethics. The government should take full
account of the different realities of rural areas based on
the information of the rural teachers’ human resource data
system, and the compensation measures must be strategi-
cally targeted at teachers who are willing to teach in the
places where they are most needed (high-poverty schools,
remote areas or subject areas with severe shortage of
teachers); secondly, according to the needs of rural tea-
chers, we should tailor, and provide the most attractive
and appropriate compensation policy to alleviate or make
up for the difficulties and disadvantages they have experi-
enced in rural schools.

CONCLUSIONS

1. Organizational commitment is the most important in-
fluencing factor of rural teachers’ retention. To solve
the problem of rural teachers’ retention, we should first pay
attention to the level of organizational commitment.

2. The appropriate matching of teachers’ professional
quality and rural living and working environment can in-
crease teachers’ comfort. To solve the problem of rural
teachers’ retention, the matching degree between pre-
service and post-service teachers and rural environment
should be enhanced in multiple dimensions. Increasing the
content of rural education can enhance the matching degree
between teachers and rural schools, thus helping to retain
teachers to teach in rural schools.

3. The compensation intensity has a significant moderat-
ing effect on the influence of teachers’ professional quality
on organizational commitment, rural teachers’ retention

willingness to stay, and the degree of matching, and
the formulation of appropriate and reasonable compensa-
tion policies, should be formulated to solve the problem of
rural teachers’ retention.
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Annomayus: J{nsa pemeHus npoOieMbl yAEp>KaHUS CEIbCKUX yduTeNneil He0OXOJMMO CHCTEMAaTHUECKH HCCIIEI0BATh
BIMSIOIINE HA HETO (haKTOPBI C TOUKU 3PEHUS TCOPUH, MOTUTUKH U TEXHOJIIOTHH, HAUTH PEATUCTUYHYIO OTHPABHYIO TOUKY
JUIS yIyYLISHUs] CUTYallud W MPEJIOKHUTh HalpaBJIeHHE ONTHMHU3AMU cTpaTernu yaepxkanus. Ha ocHoBe 4 746 anker,
coOpanHblX B 10 pernoHax KHTaiCKOM NpOBHHIMH X>WIyHL3SH, MPOBEACHO YIIYOJIICHHOE HCCIIEAOBAHUE (HaKTOPOB
1 MEXaHHM3Ma yJepiKaHHs CEINbCKUX yduTesnel. BrisgBiaeHa 3HauNTENbHAsT KOPPEISIHI MEXIy YPOBHEM HpodeccHnoHaIn3-
Ma ydHTenel, NpUBep>)KEHHOCThIO OPTaHU3AINH, CTEIIEHBIO MPHUCIIOCOOJIEHHOCTH YUHTENeH K CeIbCKOH cpene, pasMepoM
BO3HArpayK/IeHUs U TOTOBHOCTBIO YUMTENEH OCTaThCsl B CeJbCKOM mHikose. Haubonee BausTenbHbIM (DakTOpPOM SIBIISIETCSI
MIPUBEPKEHHOCTh OPTaHU3alMU. YPOBEHb NMpo(deccHOHATN3Ma OKa3bIBaeT CYIIECTBEHHOE BIUSHHE HA yAEp)KaHHE CElb-
CKHX yduTelneil; MpUBEepKEeHHOCTh OPTaHU3allMM M CTEIEeHb NMPHUCIOCOOJICHHOCTH YYHMTEIEeH K CEeNIbCKOM Cpelie BIUSIIOT
onocpenoBanHo. Pazmep 3apaOoTHOM TuIaThl BIMAET Ha NMPO(ECCHOHANbHBIE KauecTBa Y4YHTENed, Ha NPUBEPIKEHHOCTh
OpraHM3aIiH, COOTBETCTBUE TPEOOBAHMIM U YAEP)KaHHE CEIIbCKUX YUUTeNeH Ha paboueM MecTe U OKa3bIBaeT 3HAUUTEIb-
HOE PeryJupyoniee Bo3IeiCTBHE, KOTOPOE CHIXKACTCS TP MOHW)KEHUU 3apaboTHO 1uiatel. [ addexTuBHOrO yaepxa-
HUSI CEJIBCKUX YUHUTeNeH HeoOX0MMMO 00eCIeYlTh UM CHIIBHYIO TIO/IZIEPKKY 1 TIOBBICHTH YPOBEHb PUBEP)KEHHOCTH Opra-
HHU3alUK; TIOBBICUTH CTEIIEHb MPUCTIOCOOIEHHOCTH YUHUTENEH K CebCKOM cpelie B pa3InUHbIX HAIPaBICHUAX; CO3/aTh Oa-
3y YEJIOBEUECKHX PECYPCOB CEIBCKUX YUUTETIEeH 1 CHOPMYIHPOBATh COOTBETCTBYIOILYIO OJINTHKY OILUIATHI TPY/A.

Kniouegvie cnosa: cenbckue yuutens; yjaep)kaHue; (akTOphI, BIUSIONNE Ha YAEPKAHUE CENbCKUX YUHUTEINeH; Mexa-
HHU3Ma yJEepKaHUs CEINbCKUX YUUTENeH; peryIupyomuil 3 ¢exT.

brazooapnocmu: ®unancupoBaHue npoekra: HanmoHalbHbBIA NMPOEKT 1Mo oO0meMy oOpa3oBaHuio HarponanbHOTo
¢onna rymanumtapHbix Hayk B 2021 romy: HMcciemoBaHue MexaHuM3Ma ylepKaHUs CEIbCKMX yuuTeneil (TpaHT
Ne BHA210137).
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