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Abstract: The first step to reach the successful educational staff is to recognize the factors influencing the 
quality of the employees' activity. One of these factors is the job satisfaction of teachers, since there is a direct 
relationship between job satisfaction and their performance and those having satisfaction, do their job better. 
This paper investigated the challenges of job satisfaction and turnover of education organization employees. 
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INTRODUCTION 

In the business world, human resource management is considered as a critical factor in the success of any 
organization. In addition, the challenge for many organizations is to retaining and maintaining their human 
resources, which can be a competitive advantage for the organization (Davoudi and Fartash, 2013). Moreover, 
education is a key element of human community and one of its main goals is the education and training of 
children and adolescents by teachers and managers (Ebrahimi et al., 2018). Most of the experts and scholars 
in the educational areas argue that teachers and managers are the biggest and most important factors in the 
process of education. Thus, it can be stated that the base of a successful educational system is its employees 
and managers. The first step to achieve successful educational staff is to recognize the factors influencing the 
quality of employees' activities (Martin, 2011). One of these factors is the job satisfaction of employees, since 
there is a direct relationship between job satisfaction with their performance and those who have job 
satisfaction, do their job better (Mudor et al., 2011). Almost all humans spend most of their lives in 
organizational settings and work is experienced by most of them. As our society is strongly dependent on the 
efficient performance of its organizations, it is necessary for organization to have motivated workforce (Farah, 
2011). Moreover, the turnover intension is consciousness satisfaction and desire to leave the organization 
(Chang et al., 2013). Turnover imposes direct costs (recruitment, selection and training) and indirect costs 
(loss of knowledge and reduced productivity) to the organization. The reasons of turnover in employees are 
numerous and complex (Biron and Boon, 2013). With turnover of the employees, their experience, knowledge 
and talent go out of the organization, which can disrupt the organization's performance (Wells and Peachey, 
2011). 
Job satisfaction, challenges and related factors 
The concept of employees' job satisfaction in human relations` literature and organizational behavior is so 
important that researchers have examined the predictors of this key structure from different angles (Mudor 
and Tooksoon, 2011; Ebrahimi et al., 2017). Job Satisfaction is the emotional feeling that a person has about 
his job. This feeling is one of the important factors of success and it is a factor that increases productivity and 
efficiency and leads to satisfaction in the person (Kurland and Hasson-Gilad, 2015). The results of the studies 
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suggested that those people who have job satisfaction, are more effective and stay in their job for a long time. 
Without doubt, job satisfaction is an effective and important factor in survival, interest, growth, and 
increasing the efficiency of a person in his job. It is achieved when major parts of an individual's needs are 
met in his job (Eydi et al., 2015). In addition to individual factors, researchers have always paid attention to 
organizational factors such as the role of leadership style and management style in job satisfaction. In this 
regard, the results of various studies have indicated that the management style plays a determinant role in 
job satisfaction (Tepret and Tuna 2015). Having management skills by a manager and leader in an 
organization can provide the conditions for organizational success (Ebrahimi et al., 2018a; Ebrahimi et al., 
2018b), increased organizational productivity, improved employee job performance, increased employee 
motivation in the workplace and finally increased job satisfaction (Hofstetter and Harpaz, 2015). Job 
Satisfaction is one of the organizational variables that can affect physical, mental and psychological well-
being, improve the quality of work life, and finally improve the efficiency of any organization (Simone et al., 
2015). 
Owing to its necessity for job-related variables such as motivation, job dependency, organizational citizenship 
behavior, organizational commitment, job performance, etc., the job satisfaction can even affect life 
satisfaction and mental health and improve an individual and family functioning (Ioannou et al., 2015). 
Researchers argued that job satisfaction can be predicted through the interaction of group collaboration, 
organizational identity, creativity, risk-taking and reward systems. In case in the working environment,  the 
relationship between received rewards from work, such as the nature of work, salaries and bonus, promotion 
opportunities, the type of relationship with colleagues and superiors, employee`s expectations not be met, it 
will lead to job dissatisfaction (Siengthai and Pila -Ngarm, 2016). Appreciation, balance, challenge, 
discussion, organizational credibility, goal, individual identity, respect, communication, unofficiality, 
integrity, proportionality, personal growth, flexibility, innovation, equality, ownership, support, services, 
value conditions of individuals, appropriate and relevant laws can affect the job satisfaction (Alavi Langarudi 
and Ghafouri, 2015). In addition to these factors, other individual, organizational and environmental factors 
affecting job satisfaction include individuals' participation in decision making, rights, leadership ethics, 
leadership style, management, conflict, organizational structure, stress, gender, age, employment history, and 
number of relatives, personality and perception (Yahyagil, 2015). 
Moreover, there is a consensus among the studies that factors such as salaries and bonuses, welfare facilities, 
cooperation and friendship among the employees, the relationship between managers with subordinates, trust 
in the board of directors, meeting job requirements, the competence of managers, efficiency of administrative 
affairs, proper and adequate communication, social base and identification of work value, work stability, 
working relationships, match of defined goals of employees with organizational goals, work settings and 
conditions, opportunities for growth, policy and management of organization affairs, order and discipline in 
work, communication with colleagues, success in work and appreciation for the carried work affect the job 
satisfaction (Ayala, 2017). 
Turnover, challenges, and related factors 
One of the important issues in the human resource management area is the turnover intention. If the 
turnover intention service leads to turnover, it will result in an increase in the cost of recruitment and 
training, reduce productivity, loss of knowledge and information, disruption in work flow and it would weaken 
morale in employees who have stayed in the organization (Flint et al, 2013).  If it does not lead into turnover, 
it will disrupt the mental link between the employees and organization and reduce loyalty in employees. 
Turnover intention reflects the interest of employees in leaving the organization and looking for alternative 
jobs (Nahas et al., 2013). Turnover of key employees can be harmful for organizations in terms of replacement 
costs and disruptions in work. The turnover intention of one of the employees will affect both the organization 
and the other employees, so thinking to minimize the negative impact of turnover on the organization's 
performance is very important (Rahman and nas, 2013). Turnover is an important phenomenon that will 
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impose recruitment and training costs and it will leave negative impacts on performance in both public and 
private sectors through the loss of organizational knowledge and loss of social and human capital (Campbell, 
2014; Soltis et al., 2013). In addition, when employees have turnover intention, they will not feel the sense of 
belonging to organization and they will not give value for it.  In fact, the mental contract and the relationship 
between employees and the organization are interrupted in such situations (Christian and Ellis, 2014). One of 
the factors playing a major role in turnover intention of the employees is the leadership factor (Elanain, 
2014).  As having committed employees is vital for survival, stability and growth of organization, leaders are 
increasingly looking for improving these conditions among their employees (Agarwal et al., 2012) and they are 
always trying to increase the commitment and satisfaction of the skilled and intelligent employees (Rehman 
Khan et al., 2013). 
One of the main factors affecting the tendency of employees to have a long-term commitment to the 
organization is organizational identification. It is defined as the extent to which a person defines himself with 
organizational characteristics (Ekmekci and casey, 2011). Organizational identification reflects the 
psychological relationship between an individual and his employer organization, which strengthening such 
link reduces the likelihood of turnover (Aghaz and Hashemi, 2011). In addition, collectivism orientation in 
work attitudes can also be effective on team loyalty, social behaviors, and attitudes toward human resources` 
actions such as performance evaluation, reward system, collaboration, effort, commitment, and intention to 
stay in organization (Ramamoorthy et al., 2007). Workers who have high intention to turnover are less 
interested in their employers and less sympathetic to them. In such situations, the employees want to be 
separated from the organization psychologically, but as they are dependent on the organization in terms of 
salary, they are not able to decide to leave the organization. Thus, they do not show loyal behaviors, leading to 
non-commitment. These behaviors lead to a lack of ethical participation and an increase in organizational 
deviation. Various studies on voluntary turnover have focused specifically on work characteristics, such as 
work quality (Munderlein et al., 2013). Turnover of the employees who are considered as competent 
employees in an organization that insists on their staying but have turnover intention, is called voluntary 
turnover (Christian and Ellis, 2014). Foreman (2009) categorized the factors affecting the turnover into three 
groups: 1- Job related factors (job satisfaction, payment, performance, and organizational commitment), 2- 
Individual factors (age, gender, education, and employment history), and 3- External factors (unemployment 
rate and unions) (Foreman, 2009). 
 Lee et al. (2010) categorized the factors affecting the turnover into two groups of controllable factors and 
uncontrollable factors. Controllable factors include work environment and leadership style, and 
uncontrollable factors include organizational structure, foreign opportunities, and lack of work force (Lee et 
al., 2010). Afkhami Ardakani and Farahi (2011) also believed that there are two theoretical approaches in the 
area of factors affecting employees' turnover. The first approach looks the subject at micro level and considers 
the individual factors such as age, level of education, and gender effective in the turnover of employees.  The 
second approach looks the subject at macro level and focuses on the factors affecting employees' turnover and 
investigates the job and organizational factors such as extra workload, organizational justice, payment, and 
organizational culture (Afkhami Ardakani and Farahi, 2011). 

Conclusion  

Nowadays, public education is recognized as one of the key elements of sustainable development, and every 
country in the world allocates a large part of its national income to its expansion and improvement. In fact, 
education is the core of each human community and one of its main goals is educating and training children 
and adolescents by teachers and administrators. In this regard, an effective communication between 
managers and employees will reduce their turnover intention by increasing the identification of employees 
with the organization. In addition, managers can reduce the turnover intention of the employees by gaining 
knowledge on their employees' abilities and problems, supporting and solving their problems, as well as 
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establishing high quality communications that enhance trust, loyalty and commitment in the employees.  
Managers can also improve these relationships by adopting a collectivism cultural approach to human 
resource activities.  
In addition, organizational culture and dimensions of group collaboration, organizational identity, creativity, 
risk taking, reward system have positive and significant relationship with job satisfaction. Organizational 
commitment and organizational culture have a negative impact on the turnover intention of the employees.  
Job satisfaction and its dimensions and main components are associated with turnover employees. Some 
researchers also have emphasized on the effect of empowerment of employees on organizational commitment. 
Moreover, the positive and effective relationship between organizational commitment and job satisfaction of 
employees in various organizations has been investigated and approved. According to the results of previous 
studies, high trust in the organization can increase the organizational commitment and reduce the turnover. 
The effect of turnover on the efficiency of an organization is very important. Continuous turnover can have a 
negative impact on the organization's capacity to provide high quality outputs. It also can have negative 
consequences on the areas such as recruitment and training and discontinuation of the operations. The 
variables of teachers' level of education and their intention to stay in the current job situation are predictable 
variables of teachers' job satisfaction.  The most relevant aspects of teachers' job satisfaction include social 
services, ethical values, creativity, activity, diversity and application of ability, and aspects related to the 
lowest level of job satisfaction in teachers include compensation, educational system policies, progress, and job 
security. Teachers at higher age and with higher level of education and higher income and consequently high 
social status will have higher job satisfaction.  
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