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Abstract
This study examined the effect of teacher well-being and the organizational
climate in rural elementary schools on teachers’ turnover intentions, as well as
the effect of the interaction between teacher well-being and organizational
climate on teachers’ turnover intentions. Teachers from rural elementary
schools in Nantou County, Taiwan, were the participants in this study. A
questionnaire was distributed and surveys were collected from 254 teachers.
SPSS statistical software was used to conduct confirmatory factor analysis, reliability analysis, descriptive statistics analysis, independent-samples t-tests,
one-way ANOVA, Pearson’s correlation analysis, and hierarchical regression
analysis. The findings in this study were as follows: 1) Male and female teachers in rural elementary schools showed a significant difference in the professional sharing construct of school organizational climate. 2) Teachers of different age, marital status, part-time position, years of service, and native land
showed significant differences in the well-being constructs of life satisfaction
and negative emotions. 3) Teachers of different marital status showed a significant difference in the school organizational climate constructs of work supervision, teaching constraints, and turnover intentions. 4) Teachers from
different places showed a significant difference in the estrangement construct.
5) The influence of teacher well-being on turnover intentions was negatively
affected by the school organizational climate constructs of support, work supervision, and comradeship. The constructs of teaching constraints and estrangement had a significant and positive effect on turnover intentions. Thus,
school organizational climate had a moderating effect on the relationship between teacher well-being and turnover intentions.
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1. Introduction
Workers are assets for a country’s prosperity. Education is the cradle in which
workers are trained. In a talent-oriented country, training is a key to the country’s sustainable development and improved international competitiveness and
is at the core of education work. Traffic and other inconveniences make it difficult to hire and retain teachers for teaching work in rural areas. It is common for
rural schools to report that no teacher has yet been hired at the beginning of a
new term. Even if a teacher is found in time, the school may be concerned that it
will not be able to retain the teacher for the next year. Such high teacher turnover rates are caused by many factors, including a large amount of administrative
work and a low sense of achievement. This has a major impact on the field of
education. High turnover rates and high turnover intentions among teachers
create a vicious cycle. A lack of suitable candidates leads to an employee shortage
and increased work hours for teachers, which in turn affects students and does
not benefit the accumulation of educational experience. Modern teachers are
faced with changes in the educational environment, as well as internal and external stresses. This affects their self-efficacy and classroom management.
Teachers are the main force behind and a key factor for a successful education.
As many factors may affect teacher turnover, a comprehensive understanding of
teachers’ moods, feelings, thinking, and well-being is of high importance. Hean
and Garrett (2001) indicated that happier teachers perform better in their jobs.
According to Taris and Schreurs (2009), helping employees improve their wellbeing is not only important for the employees themselves, but also brings benefits to the organization and customers. A school is an official social organization
that has a specific structure, standards, and value culture. A school organizational climate affects the school organization’s members as well as its students and
their parents. Dellar and Giddings (1991) pointed out that the school climate is
an important factor influencing school efficacy and an important predictor of
effective teaching. To summarize, teacher well-being and the school organizational climate are closely related to a school’s future development, the quality
of education, and teacher turnover and are, thus, worthy of deeper investigation.
This study conducted a survey among public elementary school teachers in
rural areas of Nantou County, Taiwan, in order to examine the influence of
teacher well-being and school organizational climate, as well as the interaction
between them, on turnover intentions. The objectives of this study were as follows:
1) Investigate the current situation of teacher well-being and organizational
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climate at rural schools in Nantou County and empirically examine teachers’
turnover intentions under the current educational situation in rural Nantou
County schools.
2) Evaluate the effect of teacher well-being and school organizational climate
on teachers’ turnover intentions in rural Nantou County schools.
3) Evaluate whether school organizational climate has a moderating effect on
the relationship between teacher well-being and turnover intentions in rural
Nantou County schools.

2. Literature Review and Hypotheses
2.1. Teacher Well-Being
Argyle (1987) claimed that well-being is a response to life satisfaction and a perception of the frequency and intensity of positive emotions. Chinese philosophy
emphasizes the concept of harmony, while Western philosophy stresses the
concept of happiness as the highest good. In both Chinese and Western cultures,
well-being originates from pursuing after pleasing things in life and happiness is
seen as a result of goodness. The perception of happiness is subjective and intrinsic and varies from person to person; each person pursues a different kind of
happiness. There are several theories related to well-being, including the following: 1) Need satisfaction theory: Need satisfaction theory suggests that well-being is generated through satisfaction of personal needs and a person can feel
happiness only after satisfying his or her needs; in contrast, inability to satisfy
needs for a long time leads to decreased well-being. 2) Trait theory: Trait theory
states that the feeling of happiness is generated by individual traits and different
individual traits can lead to feelings and experiences of different intensity. 3)
Judgment theory: Diener (1984) suggests that well-being is a result of relativity
and comparison. The feeling of happiness develops when an encountered situation is better than the predicted one. Well-being can be generated by comparing
one’s life experiences with those of other people or against one’s own standards.
4) Dynamic equilibrium model: The theory of dynamic equilibrium suggests that
the feeling of happiness is affected not only by long-term and stable personal
traits but also by short-term life events.
Considering that this study aimed to examine the well-being of elementary
school teachers who were invited as participants, a teacher well-being scale was
developed referring to Yen and Hsu’s (2012) subjective well-being scale. The
scale involved evaluation of life satisfaction on the cognitive level and positive
and negative emotional experiences. A questionnaire was designed to examine
well-being on three levels, namely, life satisfaction, positive emotions, and negative emotions.

2.2. School Organizational Climate
The concept of organizational climate in schools originates from public administration studies on organizational climate in general companies. School organi-
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zational climate is examined by means of theories, methods, and measuring tools
used in research on company organizational climate. With regard to studies on
organizational climate in schools, Halpin and Croft (1962) were the first to incorporate the concept of organizational climate into educational organizations.
Organizational climate refers to the lasting internal environment of an organization created by the interactions between the organization’s members. The organizational climate is experienced by the organization’s members and affects their
behavior. It can be described by the value of organizational characteristics. Research on organizational climate attaches importance to motivation, group dynamics, individual tendencies, and interpersonal relations (Sweetland & Hoy,
2000).
Halpin and Croft (1962) maintained that school organizational climates are
formed by interactions between school principals’ behaviors and teachers’ behaviors and built the Organizational Climate Description Questionnaire (OCDQ)
based on the characteristics of school organizational climates. Hoy and Clover
(1986) revised the OCDQ content, addressing its disadvantages, and developed
the Revised Organizational Climate Description Questionnaire for Elementary
Schools. Hoy, Tarter, and Kottkamp (1991) designed the Revised Organizational
Climate Description Questionnaire for Secondary Schools. Hoy, Hoffman, Sabo,
and Bliss (1996) developed the Organizational Climate Description Questionnaire for Middle Schools.
Considering that this study aimed to examine organizational climate in elementary schools and invited elementary school teachers as research participants,
Huang’s (2013) school organizational climate questionnaire was used. The questionnaire items were designed based on the scale, which consists of six constructs: support, work supervision, teaching constraints, comradeship, professional sharing, and estrangement.

2.3. Turnover Intention
Turnover was first defined by Rice, Hill, and Trist (1950) as a type of a socialization process. Due to dissatisfaction with the interaction process after entering an
organization, an employee may experience a crisis and leave the job. Turnover
intention consists of an employee’s withdrawal behavior following his or her experience of dissatisfaction (Porter & Steers, 1973). Mobley (1977) developed a
model of the turnover decision process. According to Mobley, the degree of job
satisfaction can influence whether an employee thinks of quitting. Dissatisfaction can cause negative behaviors, such as idleness and absence from work, resulting in thoughts of leaving. Price’s (1977) model of turnover, first published
in 1977, emphasized causal relations between variables. According to the model,
job satisfaction is affected by five factors, namely, rewards, recognition, feedback, communication, and centralization, while the interaction between job satisfaction and job opportunities can determine turnover behavior. Szilagyi
(1979) proposed a turnover process model that integrated employment type, job
satisfaction, personal traits, relations with colleagues, compensation system, or526
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ganization business, job opportunities, and turnover intentions to explain turnover behavior. Abelson (1986) maintained that turnover is mainly affected by the
interactions between individual, organizational, work, and environmental factors; a final turnover decision is normally made after long deliberation and a
conscious decision precedes the notice of resignation. In their research on nursing staff, Lucas, Atwood, and Hagaman (1993) proposed a five-phase model, according to which turnover behavior is preceded by five phases of evaluation. The
results of each phase in such a turnover process can be foreseen during the previous stage. Thus, an employee’s turnover intention can be predicted by determining personal variable factors and job expectations during the first phase.
Considering that this study aimed to examine turnover intentions among
elementary school teachers who were invited as research participants, Mobley’s
(1977) scale as revised by Cheng (2013) was employed in this study as a tool for
collecting the data related to the teachers’ turnover intentions.

2.4. Relevant Research and Research Hypotheses Related to Each
Variable
To provide a basis of support for the hypotheses, this study reviewed past research results related to teacher well-being, school organizational climate, and
turnover intentions.
1) Research related to teachers’ well-being and turnover intentions
Teachers who are deemed “successful” are normally able to cope with working
pressure, do not have symptoms of job burnout and are satisfied with their job
(Kyriacou, 2001). Determining the factors that can increase job satisfaction in
teachers and improving their psychological feelings can greatly help to enhance
teachers’ well-being. Well-being is an important indicator of psychological
health and reflects the overall psychological health state. In Kyriacou and Sutcliffe’s (1978) study with teachers as participants, working pressure was seen as
an important factor in teachers’ decision to quit their job. Mykletun and Mykletun’s (1999) study with 2800 Norwegian comprehensive school teachers as participants found that working pressure was one of reasons for turnover. Working
pressure in teachers’ work is a negative subjective psychological state that affects
happiness. Jackson, Rothmann, and Van de Vijver (2006) found a strong negative relationship between teachers’ working pressure and well-being. Studies on
teachers’ professional well-being have tended to focus on such issues as working
pressure, job burnout, and job satisfaction (Maslach, Schaufeli, & Leiter, 2001).
Development and maintenance of subjective well-being in teachers can affect the
classroom learning climate and the quality of education (De Jesus & Conboy,
2001; Patricia et al., 2001) and is positively related to teaching efficiency, having
an impact even on students’ learning performance. Thus, well-being is related to
job satisfaction and working pressure. Many studies have indicated a negative
relationship between well-being and turnover intention, showing that turnover
intention is decreased with a higher degree of well-being. Based on the above,
this study proposed the following hypothesis:
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H1: Teacher well-being has a significant and negative effect on teachers’
turnover intentions in rural elementary schools in Nantou County.
2) Research related to school organizational climate and turnover intentions
School organizational environment refers to a school staff’s perceptions of the
working environment. Such perceptions can influence their behavior at workplace and job satisfaction (Lindell & Brandt, 2000). Internal factors influencing
school organizational climate include school principals’ leadership styles and
educational ideas. Interactions on the individual, group, and organizational levels within a school determine social support in the workplace. Changes in organizational climate test teachers’ coping skills. School organizational climate
and teacher well-being are inextricably related. A school constitutes the workplace of its teachers. Its organizational climate can influence their emotions,
teaching styles and educational ideas, and methods of interacting with others.
Many studies have found that the atmosphere among teachers who receive social
support positively affects their job satisfaction, whereas the atmosphere among
teachers with strained relations negatively affects their job satisfaction (Deshpande, 1996; Zembylas & Papanastasiou, 2006). Good interpersonal relations
between school teachers largely improve the emotional background of their interactions with students and colleagues, as well as their teaching, and become a
driving force of teachers’ progress. Based on the above, this study proposed the
following hypothesis:
H2: School organizational climate has a significant effect on teachers’ turnover
intentions in rural elementary schools in Nantou County.
3) Research on the moderating effect of school organizational climate on the
relationship between teachers’ well-being and turnover intentions.
As stated by Lee and Ashforth (1996), job burnout is defined as a reaction to
working pressure that can reduce job satisfaction and an employee’s participation in work and strengthen his or her turnover intention. Pan and Qin (2007)
indicated the presence of a significant positive relationship between organizational climate and job satisfaction. The findings of Aarons and Sawitzky (2006),
Hart (2005), Keuter et al. (2000), Parker et al. (2003), Rathert and May (2007),
and Stone et al. (2007) showed that when corresponding to organization strategies, organizational climate influences organizational performance and determines employees’ organizational commitment, job satisfaction, and turnover.
Some studies have also found that school principals’ caring behavior toward
teachers and comradeship between teachers help to increase teachers’ job
satisfaction (Aneshensel, 1992; Umberson, Chen, House, Hopkins, & Slaten,
1996). In sum, organizational commitment, teachers’ social support, job satisfaction, and working pressure are closely related to school organizational
climate. Studies related to turnover intentions have mainly focused on such
variables as working pressure, job satisfaction, and organizational equipment,
whereas very few studies have investigated turnover intentions from the
perspective of school organizational climate. Furthermore, an online search for
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national theses and dissertations related to the relationships between teacher
well-being, school organizational climate, and turnover intention indicated that
this area is yet to be investigated. Therefore, this study aimed to empirically
examine whether school organizational climate has a moderating effect on the
relationship between teachers’ well-being and turnover intentions. Based on the
above, this study proposed the following hypotheses:
H3: School organizational climate has a moderating effect on the relationship
between teachers’ well-being and turnover intentions in rural elementary schools
in Nantou County.
H4: The relationships between teacher well-being, school organizational climate, and turnover intention significantly differ depending on teachers’ general
background variables.

3. Research Design and Implementation
3.1. Research Framework and Hypotheses
This chapter investigates the effect of teacher well-being and school organizational climate on teachers’ turnover intentions in rural elementary schools in
Nantou County under a moderating effect of organizational climate. Drawing
from the research background, literature review, and deductions in related studies, the following hypotheses were formulated within the research framework
of this study:
1) H1: Teacher well-being has a significant and negative effect on teachers’
turnover intentions in rural elementary schools in Nantou County.
2) H2: School organizational climate has a significant and negative effect on
teachers’ turnover intentions in rural elementary schools in Nantou County.
3) H3: Teachers’ turnover intentions are indirectly affected by school organizational climate through its effect on teacher well-being; school organizational
climate in this case has a moderating effect.
4) H4: The relationships between teacher well-being, school organizational
climate, and turnover intention significantly differ depending on teachers’ general background variables.

3.2. Source of Data
The data in this study was obtained from questionnaires completed by formal
teachers in rural elementary schools of Nantou County that are listed in the
Ministry of Education (MOE) rural junior high and elementary school information system and were identified by the Department of Education, Nantou County Government, as rural elementary schools of Nantou County in 2015. The total
population included 366 teachers from 33 schools. To avoid the issue of repeated
samples, 254 teachers from 21 schools received formal questionnaires after the
deduction of 112 teachers from 12 schools who participated in the pilot study.
All 253 questionnaires were returned by mid-April 2016. After eliminating one
invalid response, 253 valid questionnaires were obtained.
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3.3. Data Processing
To ensure correlation between the constructs of the three variables, including
teacher well-being, school organizational climate, and turnover intentions, correlation analyses were first conducted. Hierarchical regression analysis was performed for school organizational climate and turnover intentions to verify that
there was a moderating effect for the former.

3.4. Measures
Teacher well-being scale was developed referring to Yen and Hsu’s (2012) Subjective well-being scale. The scale involved evaluation of life satisfaction on the
cognitive level and positive and negative emotional experiences. A questionnaire
was designed to examine well-being on three levels, namely, life satisfaction,
positive emotions, and negative emotions. School organizational climate questionnaire (Huang, 2013) was used. The questionnaire items were designed based
on the scale, which consists of six constructs: support, work supervision, teaching constraints, comradeship, professional sharing, and estrangement.

4. Results and Discussion
The results of the descriptive statistics analysis, correlation analysis, and hierarchical regression analysis testing of the proposed hypotheses are presented below.

4.1. Correlation Analyses
With regard to the degree of correlation between different variables, a significant
and moderate positive correlation was observed between teacher well-being and
school organizational climate (r = .439; p < .01) and a weak negative correlation
was observed between teachers’ well-being and turnover intentions (r = −1.24, p
< .05), whereas no significant correlation was observed between school organizational climate and teachers’ turnover intentions. The results indicated that a
higher degree of well-being among teachers resulted in more positive perceptions of the school organizational environment and lower turnover intentions,
which corresponded to the hypotheses proposed in this study. Correlations between the constructs and turnover intentions are presented in Table 1. Except
for negative emotions, all constructs were found to be significantly correlated
with turnover intentions, findings which are discussed further below.

4.2. Regression Analysis Results
1) Relations between variables
After ensuring the absence of collinearity, this study used hierarchical regression analysis to examine the moderating effect of school organizational climate
on the relationship between teachers’ well-being and turnover intentions. Hierarchical regression analysis was performed for four models. In Model 1, turnover intention was set as a dependent variable and teacher well-being as a predic-
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tor. In Model 2, school organization climate was integrated as a moderating variable in order to evaluate its moderating effect. The results of the regression
analyses are presented in Table 2. Analysis of Model 1 and Model 2 showed that
significant levels were achieved by teacher well-being (F = 33.501, p < .001) and
school organizational climate (F = 29.194, p < .001). The total variation (R2) of
teacher well-being was .114, with the β coefficient equal to −.343 (p < .001). The
total variation of school organizational climate was .183, with the β coefficient
equal to .268 (p < .001). This indicated that positive organizational climate in the
school can reduce turnover intentions, thus having a positive moderating effect.
In contrast, negative organizational climate in the school can strengthen turnover intentions, thus having a negative moderating effect.
2) Interference effects between variables
Independent and interference variables were standardized, producing two
standardized coefficients. Multiplication of the two standardized coefficients by
each other was converted into a new variable. Hierarchical regression analysis
was conducted for three standardized coefficients in relation to turnover intentions to test the differences in regression coefficients. The results indicated that
the standardized coefficient of well-being, as well as school organizational climate, was related to significant differences in turnover intentions. However, no
Table 1. Correlations in each scale.
Teacher well-being

School organizational
Turnover intentions
climate

Teacher well-being

1

School organizational climate

.439***

1

Turnover intentions

−.124*

.042

1

Note: * indicates p < .05; ** indicates p < .01; *** indicates p < .001.

Table 2. Hierarchical regression analysis of the moderating effect of school organizational
climate on the relationship between teachers’ well-being and turnover intentions.
Variable

Turnover intentions
Model 1

Model 2

−.343***

−.327***

.288***

.268***

Predictor variable
Teacher well-being
Moderating variable
School organizational climate
Interaction
Teacher well-being
*School organizational climate

−0.087***

Constant

2.710

4.506

R

.118

.189

△R2

.114

.183

33.501***

29.194***

2

F

Note: * indicates p < .05; ** indicates p < .01; *** indicates p < .001.
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significant difference was observed in turnover intentions when the standardized
coefficients were multiplied by each other, indicating their significant interference effect on turnover intentions (Table 3 and Figure 1).

4.3. General Discussion
Herein, the empirical results of this study are compared with those reported in
theprevious literature and the reasons for their discussion are clarified.
1) H1: Teacher well-being has a significant and negative effect on teachers’
turnover intentions in rural elementary schools in Nantou County.
a) Research findings
H1 was supported in this study, i.e., teacher well-being had a significant and
negative effect on teachers’ turnover intentions in rural elementary schools in
Nantou County. An empirical investigation of teachers from rural elementary
schools in Nantou County showed that teachers’ age, maritalstatus, part-time
position, years of service, and native land significantly differed in such constructs as job satisfactionand negative emotions.
b) Comparison with past studies
With regard to past empirical studies, the findings in this study correspond to
those reported by Porter and Steers (1973), Skaalvik and Skaalvik (2011), Yen
and Hsu (2012), Cheng (2013), and Katz, Greenberg, Jennings, and Klein (2016).
Table 3. Interference effects between regression coefficients of the variables.
Model

Non-standardized coefficient
B

Standard error

(Constant)

2.441

.034

Teacher well-being

Standardized coefficient
Beta

T

Significance

72.026

.000

Collinearity statistics
Tolerance

VIF

−.194***

.034

−.326

−5.695

.000

.994

1.006

3 School organizational climate

.161

.034

.272

4.699

.000

.975

1.026

Teacher well-being*
School organizational climate

−.010

.025

−.024

−.409

.683

.976

1.024

a. Dependent variable: Turnover intentions.
5
4.5
4
3.5
3

High orgaanizatiional climate

2.5
2

Low orgaanizatiional climate

1.5
1
0.5
0
Low well-being

High well-being

Figure 1. Regression coefficient interfere.
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According to Skaalvik and Skaalvik (2011), job satisfaction can predict teachers’
turnover behavior and is correlated with emotional exhaustion. Katz et al. (2016)
reported a negative effect of cumulative stress on teachers’ health and well-being.
After reviewing over 60 studies on employee turnover, Porter and Steers (1973)
found that job satisfaction is an important factor in the decision-making process
of turnover.
Based on the results of this study and the verification of past research and
theories, it can be concluded that the well-being of teachers in rural areas negatively affects their turnover intentions. Long-term maintenance of high levels of
well-being in teachers experiencing a lack of resources in rural areas can thus
reduce instances of turnover behavior.
2) H2: School organizational climate has a significant effect on teachers’ turnover intentions in rural elementary schools in Nantou County.
a) Research findings
With regard to H2, which suggests that school organizational climate has a
significant effect on teachers’ turnover intentions in rural elementary schools in
Nantou County, the empirical results in this study indicated a significant and
negative effect of such school organizational climate constructs as support, work
supervision, and comradeship on turnover intentions. In contrast, such constructs as teaching constraints and estrangement had a significant and positive
effect on turnover intentions.
b) Comparison with past studies
With regard to past empirical studies, the findings in this study corresponded
to those reported by Allen and Meyer (1993). According to Allen and Meyer
(1993), the large amount of experience accumulated during a longer stay in an
organization allows one to achieve a higher job position and gain more benefits,
which increases job satisfaction and organizational commitment and ensures job
security. In contrast, job dissatisfaction and low organizational commitment increase an employee’s turnover intention. Organizational commitment is an important factor that provides an insight into the behaviors of employees, helping
to retain them and increasing the work performance of organization members.
Based on the results of this study and the verification of past research and
theories, it can be concluded that school organizational climate in rural areas
significantly influences teachers’ turnover intentions. Long-term maintenance of
good organizational climates in elementary schools in rural areas where teachers
experience a lack of resources can thus reduce turnover intentions and instances
of turnover behavior. In contrast, turnover intentions and the occurrence of
turnover behaviors are higher in schools with relatively negative organizational
climates.
3) H3: School organizational climate has a moderating effect on the relationship between teachers’ well-being and turnover intentions in rural elementary
schools in Nantou County.
a) Research findings
With regard to H3, which suggests that school organizational climate has a
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moderating effect on the relationship between teachers’ well-being and turnover
intentions in rural elementary schools in Nantou County, the hierarchical regression analysis results indicated a significant effect of well-being on turnover
intentions. A significant difference in turnover intentions was also caused by the
school organizational climate, meaning that school organizational climate had a
significant moderating effect on the relationship between teachers’ well-being
and turnover intentions. Teachers who had positive feelings with respect to such
school organizational climate constructs as support, work supervision, and
comradeship demonstrated weaker turnover intentions, whereas negative feelings were associated with stronger turnover intentions. Moreover, negative feelings toward teacher constraints and estrangement also strengthened turnover
intentions.
b) Comparison with past studies
Teachers work in the school environment and its organizational climate can
affect teachers’ performance in the workplace (Dellar & Giddings, 1991). According to Yousef (2000), organizational commitment can better predict employees’ turnover intentions and work performance than job satisfaction and can
serve as an indicator of organizational efficiency. Porter, Steers, Mowday, and
Boulian (1974) considered organizational commitment as an attitude and intrinsic intention of organization employees that involved their recognition of the
organization, diligence, and willingness to continue working in the organization.
To summarize, the results of this study indicated that school organizational climate had a moderating effect on the relationship between teachers’ well-being
and turnover intentions, having both positive and negative moderating roles.
Thus, when faced with an adverse situation in terms of school organizational
climate, school teachers in rural areas should develop coping skills in order to
reduce negative emotions and balance the internal emotional resources. This can
reduce the impact of school organizational climate on turnover intentions, allowing the objective of reduced turnover intentions to be achieved.
4) H4: The relationships between teacher well-being, school organizational
climate, and turnover intention significantly differ depending on teachers’ general background variables.
a) Research findings
Background variables in this study included gender, age, marital status, position, years of service, and native land. According to the statistical analysis results, male and female teachers showed a significant difference in the professional sharing construct within school organizational climate. Teachers of different
age, marital status, part-time position, years of service, and native land showed
significant differences in such constructs of well-being as life satisfaction and
negative emotions. Teachers of different marital status showed a significant difference in such constructs of school organizational climate as work supervision,
teaching constraints, and turnover intentions. Teachers coming from different
places showed a significant difference in the estrangement construct. Teachers’
education had no significant effect on teachers’ well-being, organizational cli534
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mate, or turnover intentions. Based on the results of this study and the verification of past research and theories, it can be concluded that teachers who come to
work in rural areas from other places have lower levels of well-being than local
teachers. This means that when the work and living locations of teachers are not
the same, distance, family, and adaptation factors may negatively influence stress
and emotions, leading to increased turnover intentions.

5. Conclusion and Suggestions
Based on the results addressing the hypotheses of this study, the following conclusions and suggestions can be made. Teachers’ well-being has a significant direct effect on their turnover intentions. School organizational climate also has a
significant direct effect on teachers’ turnover intentions. The relationship between teachers’ well-being and turnover intentions can have a moderating effect
on such constructs of school organizational climate as support, work supervision, and comradeship. Gender causes a significant difference in the professional
sharing construct within school organizational climate. Age, marital status, parttime position, years of service, and native land cause a significant difference in
such constructs of well-being as life satisfaction and negative emotions. Marital
status causes a significant difference in such constructs of school organizational
climate as work supervision, teaching constraints, and estrangement. Native land
causes a significant difference in the estrangement construct.
Based on the results, the following suggestions are made to serve as a reference for administrative authorities, school units, and school teachers working in
rural areas. 1) It is recommended that education administrative authorities
strengthen living support measures and provide legal protection to school
teachers working in rural areas, establish a support system for school teachers in
rural areas in order to improve their well-being, and improve the preparation of
teachers and administrative staff in schools in rural areas in order to reduce their
working pressure. 2) It is recommended that elementary schools located in rural
areas develop a positive organizational climate, promote positive emotions in
teachers, and jointly develop the school vision in order to prevent conflicts between the administration and teachers. 3) It is recommended that school teachers working in rural areas engage in self-learning and development and pass on
their teaching experience, as well as organize proper leisure activities in order to
increase their leisure satisfaction. 4) It is suggested that future studies extend the
research scope of this study, integrate new research variables, and conduct qualitative and longitudinal research.
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