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ABSTRACT 

 

THE PRINCIPAL ORGANIZATIONAL  

FACTORS THAT LEAD TO TURNOVER  

INTENTION: A SYSTEMATIC LITERATURE  

REVIEW 

 

PRINCIPAIS FATORES ORGANIZACIONAIS 

QUE GERAM INTENÇÃO DE TURNOVER: UMA 

REVISÃO SISTEMÁTICA DA LITERATURA 
         

         Thábata Bierhals Hartwig1  

                                                                       Thierry Mendes dos Santos2 

Renata Heidtmann Bemvenuti3  

 

Purpose: The aim of this paper is to examine the main organizational factors that lead to turnover 

intention among employees. 

Theoretical framework: Turnover relates to the voluntary or involuntary departure of employees from 

a company and is directly or indirectly related to organizational costs and the ability to attract and retain 

talent. Understanding the organizational factors that influence turnover is crucial, if alternatives that 

keep employees engaged and companies with low turnover rates are to be proposed. 

Methodology/Approach: The method chosen was the systematic literature review, Methodi Ordinatio 

being adopted to investigate the causes of turnover intention among employees.  

Findings: The results showed that three main factors contribute to turnover intention: a lack of leader 

empowerment, inadequate task support, and the aspirations of young professionals. Other factors ob-

served include a lack of emotional commitment, recognition, perspective, organizational diversity, 

training opportunities, support from colleagues, involvement in decision-making, and alignment with 

company values. Furthermore, precarious or insecure work environments, stress, the desire to start one's 

own business, extroversion, a jobs market offering promising alternative opportunities, and unconstruc-

tive feedback also contribute to turnover intention. 

Research, practical & social implications: This study contributes to the efforts of companies wishing 

to invest their resources efficiently to ascertain the main causes of turnover, and thereby retain and 

attract talent. 

Originality/Value: This study compiles and systematizes findings on the factors that lead to turnover 

intention, thereby benefitting decision-making aimed at retaining talent. 

Keywords: Empowerment; Leaders; Systematic review. 
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RESUMO 

 

Objetivo: Este artigo objetiva compreender os principais fatores organizacionais que geram intenção 

de turnover nos trabalhadores. 

Referencial Teórico: O turnover está relacionado direta e indiretamente com os custos de uma organ-

ização e com a obtenção/retenção de talentos. Ele representa o desligamento de um funcionário de 

forma voluntária ou involuntária sendo importante conhecer os fatores organizacionais que influenciam 

nesse índice para propor alternativas que mantenham os funcionários engajados e a empresa com pe-

quenos índices de turnover. 

Metodologia/Abordagem: O método consistiu em uma revisão sistemática da literatura. Foi aplicado 

o Methodi Ordinatio para entender as causas que geram intenção de turnover nos funcionários.  

Resultados: Três principais fatores geram intenção de turnover: a falta de empoderamento dos líderes, 

a falta de suporte para realização das tarefas e a intenção em profissionais jovens. Outros fatores tam-

bém foram observados: falta de compromisso afetivo, de reconhecimento, de perspectiva, de diver-

sidade na organização, de capacitação, de apoio dos colegas, de inclusão na tomada de decisões e de 

identificação com a empresa. Além disso, ambientes precários e inseguros, estresse, desejo de abrir o 

próprio negócio, extroversão, mercado de trabalho com boas oportunidades e feedbacks não claros 

também causam intenção de turnover. 

Contribuições, implicações práticas e sociais: Este estudo contribui para que empresas invistam de 

forma eficiente seus recursos nas principais causas de turnover para que retenham e atraiam talentos. 

Originalidade/Valor: Este trabalho reúne e sistematiza achados sobre os fatores que podem gerar a 

intenção de turnover nas empresas, sendo útil para a tomada de decisões que visem reter talentos. 

Palavras-chave:   Empoderamento; Líderes; Revisão sistemática. 
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1. INTRODUCTION 

 

The phenomenon of turnover, or personnel turnover, is a central issue in contemporary 

organizations, directly impacting the stability and efficiency of work environments. The 

complexity of the labor market, changes in employee expectations and organizational dynamics 

have contributed to a growing interest in the understanding and effective management of 

turnover (Kim, 2018; Lu et al., 2023). 

Turnover intention refers to an individual's subjective desire to leave an organization. 

In other words, turnover represents a tangible action through which an employee effectively 

disconnects from that organization (Mobley et al., 1979). 

High employee turnover is a serious problem as it negatively affects the performance 

and profitability of an organization (Al-Suraihi et al., 2021). In Brazil, the turnover rate rose 

from 41.9% in 2020 to 49.4% in 2022 (Brasil, 2023). 

Understanding the main factors that lead to an intention to change employment is critical 

for employers actively seeking to encourage the retention of talent in their companies. 

In this context, the bibliometric review has emerged as a strategic tool for critically 

exploring and analyzing the wide range of turnover research found within academic literature. 

A bibliometric review seeks not only to consolidate existing knowledge, but also to identify 

patterns, gaps and trends that have shaped debate on personnel turnover over the years (Kraus 

et al., 2022). 

A number of systematic literature reviews have already addressed the theme of turnover 

in specific organizational areas, such as the study by Thin et al., (2022) that deals with turnover 

intention among pharmacists; or the study by Zhang et al., (2023) that investigates turnover 

intention among nurses in China. 

The present work carried a systematic review of the literature that aimed to understand 

the main factors leading to turnover intention in a broad sense, among employees of companies 

of different economic activities. Thus, it may serve as a reference to guide future studies seeking 

to investigate the determining factors regarding turnover and retaining employee talent. 

 

2. LITERATURE REVIEW 

2.1 The concept and index of turnover 

Turnover is a significant problem for organizations in the light of today’s intense global 

competition (Alias et al., 2018), principally affecting human resources managers. Retaining 

skilled and valued workers is of great importance to employers, as employees are investments 

considered essential to the performance and success of their organizations (Mamun & Hasan, 

2017). 

For some companies, talent retention management has been successfully achieved; but 

for others it has proved to be a complex and difficult task. Turnover has become an increasingly 

visible and worrying factor, and the causes are often internal (Phillips & Connell, 2004). 

For Marras (2016) turnover represents the percentage of the number of employees 

leaving a company during a certain timescale compared to the average number of active 

employees.  

A company's turnover can be defined under two forms, voluntary and involuntary. 

Voluntary turnover is when an employee's departure is not actioned by their company. In such 

cases, it is important to identify the causes and make improvements to ensure existing talent is 

retained (Luz et al., 2018). Involuntary turnover, on the other hand, results from company 

choice; that is, an employee is dismissed. This may occur due to cost reduction, poor employee 
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performance or unsatisfactory behavior, among other reasons (Becker & Cropanzano, 2011). 

A turnover index is critical to understanding the decisions an organization takes 

regarding its employees, the results of which may indicate a need to make internal changes. The 

index is typically calculated weekly, monthly or annually (Equation 1) (Marras, 2016). 

 

𝑇𝑢𝑟𝑛𝑜𝑣𝑒𝑟 =
Total number of employees admitted+Total number of employees who have left 

Total number of employees at the end of the period
               (1) 

 

If the index is high because employees are voluntarily leaving employment, the causes 

must be understood and modifications made. However, if a company is developing and 

growing, a high index may be justifiable (Marras, 2016). 

 
2.2 Costs related to a high turnover index   

The intellectual capital of a company and its people, for Gil (2007), considers the ob-

jective of investment to obtain and accumulate knowledge. High turnover rates are worrying 

for organizations, especially those where service is provided through intellectual capital, such 

as in technology companies that develop software. In such cases, a high indicator may be in-

dicative of numerous negative aspects related to a company's finances, such as the high costs 

of retaining new talent (Entringer & Taveira, 2021). 

The financial costs for companies in terms of turnover can be categorized as primary, 

secondary and tertiary. Primary costs are associated with the departure of an employee and the 

hiring of a replacement to occupy that position. Secondary costs relate to intangibles: qualitative 

properties such as the immediate and collateral effects following the exit of an employee. Fi-

nally, tertiary costs are understood to be those arising from turnover in the medium and long 

term (Table 1).  

 

Table 1 

Examples of primary, secondary and tertiary costs 

Primary costs Secondary costs Tertiary costs 

- Recruitment and selec-

tion (ads, testing, as-

sessment, feedback for 

admission candidates 

and medical examina-

tions); 

- Documentation, ques-

tionnaires, account 

opening, training, em-

ployee setting; hours 

spent by a leader to 

teach new tasks, related 

to registration, docu-

mentation and integra-

tion costs; 

- Dismissal interviews, 

vacation payments, and 

bonus payments, among 

others. 

- Drop in productivity resulting from 

a new employee’s lack of knowledge 

of internal company processes; 

- Extra labor costs due to overtime 

worked by a team to cover the depar-

ture of a colleague, or even low per-

formance; 

- Extra operational costs arising from 

the initial inability or low production 

of a new employee, necessitating the 

repetition of some tasks which do not 

meet the quality required due to a lack 

of knowledge; 

- The knock-on effect on the actions 

of the team that remains - related to 

the image and activity of the em-

ployee who has left and the needs of 

the employee who will replace them. 

- Linked to company im-

age; 

- Increase of remunera-

tion to new employees 

and associated salary re-

adjustment to others;  

- Depreciation of equip-

ment and proportional in-

crease of charges in rela-

tion to insurance; 

- Repercussions, evident 

on social networks, may 

decrease the morale of a 

company, as new talent 

may demonstrate reluc-

tance to enter a company 

that has a high turnover 

rate. 

Source: Entringer & Taveira (2021); Miranda et al. (2017); Ramalho Luz et al. (2018); Silva et al. (2014). 
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Turnover can also have financial impacts on society, as there is the potential for in-

creased production costs, resulting from poor productive capacity due to an absence of qualified 

people. A region can be affected socioeconomically when there are no professionals trained to 

perform a specific operation, thus making success unachievable (Mobley, 1992). 

 

2.3 Internal and external organizational factors that impact on turnover indices 

The internal causes of turnover reflect a lack of management involvement in decision 

making; a hostile work environment, where a lot of stress occurs; employees subjected to ex-

cessive workloads; obsolete equipment, making it difficult to carry out tasks; renumeration be-

low market standards; activities not consistent with those agreed at the beginning of a selection 

process; lack of growth opportunity and incompetent leaders (Luz et al., 2018; Marras, 2016; 

Silva et al., 2014).  

Franco & Matos (2010) affirm that most internal causes are linked to the management 

of people within an organization. Turnover rates should be analyzed and evaluated considering 

an organization as a whole, since isolated action - such as motivational programs, wage in-

creases without a career plan or assessment of professional growth, and specific discussion 

about the valorization of people - do not demonstrably reduce dissatisfaction. 

External causes relate to the offer of and demand for professionals within the market-

place, opportunity for new vacancies, economic circumstance, economic instability, and an in-

crease or containment of business (Silva et al., 2018) 

For Ulrich (2000) successful organizations are those which are able to quickly transform 

their strategies into action, efficiently manage processes, maximize employee commitment and 

create conditions for consistent change.  

Davis & Newstrom (1992) believe that a significant challenge for the area of human 

resources is to know and understand each employee’s motivational strength. Several authors 

present models to understand important factors affecting quality of life at work (Monaco & 

Guimarães, 2000), factors that may be related to the causes of turnover. Quality of life at work 

(QLW) aims to satisfy and improve an organization's working conditions through a set of deci-

sions that encompass the investigation and introduction of innovative processes and improve-

ment in technological, managerial, and structural areas (Dutra & Amorim, 2009).  

 

3. METHODOLOGY 

 

Systematic reviews of the literature are important for understanding a particular subject, 

as well as identifying research gaps. The present study used the Metodi Ordinatio proposed by 

Pagani et al., (2015), which is based on the InOrdinatio index, used to rank and select articles 

in order of importance. 

The present research is both exploratory and explanatory. A systematic review of the 

literature was performed (Methodi Ordinatio) to understand which factors lead to turnover in-

tention among employees (Gil, 2007; Pagani et al., (2015); Pagani et al., 2017). 

The Methodi Ordinatio proposes the adoption of nine stages, described below. 

1 - Establishment of a research intention: in the present case, to verify the organizational 

factors that lead to turnover intention among workers. 

2 - Preliminary search with keywords: various combinations of keywords related to the 

theme of the present work were tested across a number of databases. Combining keywords that 

selected articles with titles demonstrably related to the present research was considered appro-

priate.  

For the preliminary database research, keyword combinations of “turnover”, “inten-

tion”, “people”, “technology” and “management” were used. The English language was 
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adopted to ensure a greater range of articles; the final aggregated combination was “turnover”, 

“intention” and “people”. The Boolean operator “AND”, which identifies articles that neces-

sarily contain the combinations of words that are separated by it, was also used.  

Table 2 shows the initial keyword search combinations performed (step 2). This resulted 

in the final combinations that were defined for the present work (step 3). 

 

Table 2 

Initial keyword combinations  

Data-

base 
Keywords Search restrictions 

Quantita-

tive search 

result 

Acceptance or not, 

and the reason 

Scopus  turnover 

AND 

technology 

 

Article title, abstract, 

keyword; open-access ar-

ticles only; articles only. 

843 No: the brief reading of 

the titles shows little re-

lationship with the 

theme studied. 

Science 

Direct  

turnover 

AND 

technology 

 

Article title, abstract, 

keyword; open-access ar-

ticles only; articles only; 

Business Management 

and Accounting, Econo-

mics, Econometrics and 

Finance areas. 

17.174 No: very high number 

of articles, and a brief 

reading of the titles 

shows little relationship 

with the theme.  

Science 

Direct 

turnover 

AND people 

AND mana-

gement 

Article title, abstract, 

keyword; open-access ar-

ticles only; articles only. 

3.971 No: very high number 

of articles, and a brief 

reading of the titles 

shows little relation-

ship with the theme. 

Scopus turnover 

AND people 

AND mana-

gement 

Article title, abstract, 

keyword; open-access ar-

ticles only; articles only. 

174 No: a brief reading of 

the titles shows little re-

lationship with the 

theme chosen. 

Science 

Direct 

turnover 

AND inten-

tion AND 

people 

Articles with these terms; 

open-access articles only; 

articles only; article title, 

abstract keywords with 

turnover. 

105 Yes: a brief reading of 

the titles shows a good 

fit with the theme.  

Science 

Direct 

turnover 

AND inten-

tion AND 

people 

Articles with these terms; 

open-access articles only; 

articles only; article title 

with the word turnover. 

35 No: a very small num-

ber of articles and there 

were articles that do not 

fit with the theme.  

Scopus turnover 

AND inten-

tion AND 

people 

Open-access articles 

only; articles only. 

73 Yes: a good number of 

articles for the study 

that, from a brief rea-

ding of the titles, fit with 

the chosen theme.  

 

3 - Definition of keywords and databases: considering the last column of Table 2, the 

words turnover AND intention AND people were established for the search of the Science Di-

rect and Scopus databases. The choice of databases considered the fact that both are from the 
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same publisher (Elsevier), which facilitates the subsequent stage of impact factor verification 

for calculating the InOrdinatio index. In addition, both are recognized as important databases 

within the area of Engineering III (Silva et al., 2021). 

4 - Definitive database search: from the keywords and the databases defined in step 3, 

the option “articles only” was selected, so as not to include secondary work, such as books and 

reviews of the literature. Additionally, “Open-Access articles only” were selected, thereby ex-

cluding those where access would have necessitated payment. 

5 - Filtering Procedure: the titles of all the articles were transferred to an Excel spread-

sheet and duplicate articles and those that were not related to the research intent eliminated 

(Table 3). 

 

Table 3 

Stages of the filtering process 

Filtering procedure Result 

Total articles (stage 4) 178 

Total after the removal of duplicate articles (stage 5) 177 

Total after removal of articles not related to the turnover research intent, es-

tablished by reading the summaries of the articles that did not contain the 

word turnover in the title, or the summary or keywords established by the au-

thor (Step 5) 

 

75 

Total articles selected for the final analysis 75 

 

6 - Identification of the impact factor, year of publication and number of citations: for 

each article selected in the previous step, the impact factor of the journal where each article was 

published was verified through the SCImago Journal & Country Rank (SJR), accessed through 

the website: //www.scimagojr.com/. The year of publication was verified in the article itself 

and the number of citations in the database from which the articles were drawn.  

7 – Classification of the articles: equation 1 was used to calculate the InOrdinatio index 

for each article selected in stage 5.  

 

𝐼𝑛𝑂𝑟𝑑𝑖𝑛𝑎𝑡𝑖𝑜 𝐸𝑞𝑢𝑎𝑡𝑖𝑜𝑛 =                   

 (𝐼𝐹/1000) + 𝛼 ∗ [10 − (𝑅𝑒𝑠𝑒𝑎𝑟𝑐ℎ 𝑌𝑒𝑎𝑟– 𝑃𝑢𝑏𝑙𝑖𝑠ℎ 𝑌𝑒𝑎𝑟)] + (∑𝐶𝐼)           (2) 

 

In which:  

𝐼𝐹 = impact factor; 

𝛼 = weighting factor, varying between 1 and 10, defined by the researcher in accordance 

with the relevance of the theme;  

Research Year = year in which the research was developed; 

Publish Year = year in which the article was published; 

ΣCi = number of times the article was cited. 

 

After obtaining the InOrdinatio index values, the cut-off points for the articles that 

would be fully read were defined, using a reference index greater than or equal to 100, i.e. the 

articles of step 5 that scored 100 points or more were selected to be completely read, and the 

data that generated the results presented in this work compiled. 

For each of the 75 articles (step 5), the InOrdinatio index was calculated. The articles 

that obtained results ≥ 100 are presented in Table 4. 
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Table 4 

Methodi Ordinatio Results 

 

Article Titles, Authors and Journals 
Citations; 

Year and IF 

Result of the 

InOrdinatio 

equation  

1 Development of a Global Measure of Job Embedded-

ness and Integration into a Traditional Model of Vo-

luntary Turnover. Crossley C.D., Bennett R.J., Jex 

S.M., Burnfield J.L. Journal of Applied Psychology. 

Citations: 

406 

Year: 2007 

IF: 6.45 

356.01 

2 Anxiety, distress, and turnover intention of heal-

thcare workers in Peru by their distance to the epi-

center during the COVID-19 crisis. Yáñez J.A., 

Jahanshahi A.A., Alvarez-Risco A., Li J., Zhang S.X. 

American Journal of Tropical Medicine and Hygiene. 

Citations: 83 

Year: 2020 

IF: 1.01 

163.00 

 

3 Empowering leadership: leading people to be present 

through affective organizational commitment? Kim 

M., Beehr T.A. International Journal of Human Re-

source Management 

Citations: 33 

Year: 2020 

IF: 1.54 

113.00 

4 Is career adaptability a double-edged sword? The 

impact of work social support and career adaptabi-

lity on turnover intentions during the COVID-19 pan-

demic. Lee P.C., Xu S., Yang W. International Jour-

nal of Hospitality Management. 

Citations: 15 

Year: 2021 

IF: 2.51 

105.00 

5 LGBT Workplace Inequality in the Federal Work-

force: Intersectional Processes, Organizational Con-

texts, and Turnover Considerations. Cech E.A., 

Rothwell W.R. ILR Review. 

Citations: 24 

Year: 2020 

IF: 2.40 

104.00 

6 Employee stock ownership and firm exit decisions: A 

cross-country analysis of rank-and-file employees. 

Hennig J.C., Ahrens C., Oehmichen J., Wolff M. Ac-

counting, Organizations and Society. 

Citations: 4 

Year: 2022 

IF: 2.20 

104.00 

7 Influencing factors of Chinese special education tea-

cher turnover intention: understanding the roles of 

subject well-being, social support, and work engage-

ment. Fu W., Pan Q., Zhang C., Cheng L. Internatio-

nal Journal of Developmental Disabilities. 

Citations: 4 

Year: 2022 

IF: 0.50 

104.00 

8 When leader humility meets follower competitive-

ness: Relationships with follower affective trust, in-

tended and voluntary turnover. Liborius P., Kiewitz 

C. Journal of Vocational Behavior. 

Citations: 3 

Year: 2022 

IF: 2.81 

103.00 

9 Examining the linkages between employee brand 

love, affective commitment, positive word-of-mouth, 

and turnover intentions: A social identity theory 

perspective. Mittal S., Gupta V., Motiani M. IIMB 

Management Review. 

Citations: 3 

Year: 2022 

IF: 0.55 

103.00 

10 Retention intention and job satisfaction of alternati-

vely certified teachers in their first year of teaching. 

Richter E., Lucksnat C., Redding C., Richter D. Tea-

ching and Teacher Education. 

Citations: 1 

Year: 2022 

IF: 1.95 

101.00 
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11 Turnover of IPS employment specialists: Rates and 

predictors. Butenko D., Rinaldi M., Brinchmann B., 

Killackey E., Johnsen E., Mykletun A. Journal of Vo-

cational Rehabilitation. 

Citations: 1 

Year: 2022 

IF: 0.41 

101.00 

12 The perceived overqualification's effect on innovative 

work behaviour: Do transformational leadership and 

turnover intention matter? Kaymakcı R., Görener A., 

Toker K. Current Research in Behavioral Sciences. 

Citations: 1 

Year: 2022 

IF: 0.00 

101.00 

13 Employees' Entrepreneurial Dreams and Turnover 

Intention to Start-Up: The Moderating Role of Job 

Embeddedness. Li M., Li J., Chen X. International 

journal of environmental research and public health. 

Citations: 0 

Year: 2022 

IF: 0.81 

100.00 

14 Factors related to care competence, workplace 

stress, and intention to stay among novice nurses du-

ring the coronavirus disease (Covid-19) pandemic. 

Chen H.M., Liu C.C., Yang S.Y., Wang Y.R., Hsieh 

P.L. International Journal of Environmental Rese-

arch and Public Health. 

Citations: 10 

Year: 2021 

IF: 0.81 

100.00 

15 Exploring the relative importance of factors that in-

fluence the job retention of social care staff working 

in intellectual disability services. Murray G.C., 

McKenzie K., Metcalfe D., Whelan K., Murray A.L. 

British Journal of Learning Disabilities. 

Citations: 0 

Year: 2022 

IF: 0.47 

100.00 

16 Turnover intention among operating room nurses du-

ring the COVID-19 outbreak and its association with 

perceived safety climate. Lotfi M., Akhuleh O.Z., 

Judi A., Khodayari M. Perioperative Care and Ope-

rating Room Management. 

Citations: 0 

Year: 2022 

IF: 0.18 

100.00 

 

8 – Location of the works, in full format: the articles selected for the systematic review 

were downloaded and saved for complete reading. 

9 - Complete and systematic reading: the 16 selected articles were read in full and their 

data compared and compiled in the results section of the present work. 

 

 

4. RESULTS AND DISCUSSION 

 

This section presents the results, in terms of the factors that lead to turnover intention 

among employees and possible strategies to reduce turnover intention. 

The factors affecting turnover intention found from the reading of the 16 articles are 

presented in Table 5. 
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Table 5 

Factors affecting turnover intention 

Factors that determine tur-

nover intention among em-

ployees  

Article 

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 

Lack of empowerment from 

the leaders 

  x x x   x         

Young professionals  x     x x      x   

Lack of support in carrying 

out tasks 

   x   x   x x      

Lack of effective commit-

ment  

x  x     x         

Lack of knowledge      x       x   x  

Lack of perspective       x x     x     

Lack of diversity in the 

workplace 

    x      x      

Precarious and unsafe 

workplace 

 x              x 

Lack of support from colle-

agues 

   x           x  

Lack of competencies               x  x 

Lack of inclusion in deci-

sion making 

x            x    

Stress              x  x 

Unconstructive feedback      x            

Attractive opportunities 

within the jobs market 

     x           

Lack of identification with 

the company 

        x        

Extroversion           x       

Desire to open own busi-

ness 

            x    

 

Table 6, outlines suggested action to reduce turnover intention within companies. 

 

Table 6 

Actions to reduce turnover 

Actions to reduce 

turnover intention: 

Article 

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 

Strengthening social 

ties between a com-

pany and its emplo-

yees’ families (work 

parties, informal 

meetings) 

x  x x x   x x  x    x  

Training and mas-

tery programs 
  x x x   x      x  x 

Involving workers in 

the decision-making 
     x x  x x   x    
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processes of the 

company 

Amount of work ad-

justed to suit emplo-

yees and time availa-

ble 

 x     x x      x   

Align expectations 

and clarity to that 

expected by emplo-

yees 

     x x     x     

Provide diversity in 

the workplace envi-

ronment 

    x      x      

Establish a career 

plan 
    x          x  

Offer flexible wor-

king hours 
x                

 

Given the data presented, it can be seen that the most important turnover intention fac-

tors are related to the lack of empowerment from leaders, lack of support to perform tasks and 

young professionals. 

As Figueiredo et al. (2022) affirms, leadership is one of the important innovation gen-

erators for an organization, one which brings numerous positive aspects. Leaders who exercise 

transformational leadership and are agreeable, empathic, and attentive to their subordinates will 

gain their trust and respect, and with that be able to introduce innovative behavior. 

Regarding the lack of support to perform tasks, companies that seek a competitive ad-

vantage by building a participatory culture, involving their employees in decision making, shar-

ing sensitive company data, and delegating power, will see the most positive results, with em-

powered leaders and subordinates (Fombrun et al., 2000). While these factors are related to 

leader empowerment, they are equally the role of subordinates, monitoring development and 

improving employee performance through action that brings satisfaction at work (Özbağ & 

Çekmecelioğlu, 2022). 

And finally, turnover intention among young professionals may be related to a lack of 

clarity regarding company values and the benefits companies offer employees. High-handed 

supervision may also increase employee turnover, mainly affecting young professionals, due to 

the fact that, since younger workers may be less dependent on income and more sensitive to 

aggressive supervision, they are more likely to leave their jobs when faced with such treatment 

from superiors (Tews & Stafford, 2020). 

The main effective strategies for mitigating turnover intention, as presented in the arti-

cles sampled, notably include: strengthening social ties between the company and employees' 

families - promoted through events such as work parties and informal meetings; the implemen-

tation of training and mastery programs - identified as a significant means of retaining talent 

and mitigating the intention to leave; and the involvement of employees in the decision-making 

processes of companies - a crucial aspect which highlights the importance of active participa-

tion in the construction of an organizational environment. These findings emphasize the rele-

vance of a holistic approach, one which goes beyond professional issues, seeking to strengthen 

social bonds and create a more engaging and satisfactory work environment. 
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5. CONCLUSION 

 

The present work sought to comprehensively identify the organizational factors that lead 

to turnover intention among workers. Three main factors are highlighted, being: the lack of 

empowerment from leaders, the lack of support to perform tasks and the failure to meet the 

needs of young professionals. Other factors were also observed, such as the lack of affective 

commitment, recognition, perspective, diversity in the organization, training, support from col-

leagues, inclusion in decision making and positive identification with the company. In addition, 

precarious or insecure environments, stress, a desire to open one's own business, extroversion, 

an external jobs market offering favorable opportunities and unconstructive feedback are con-

sidered factors.  

It can be seen from the results found that, even across different sectors and areas, the 

major cause of turnover intention in organizations relates to work satisfaction: critically, a lack 

of leader empowerment and inadequate support when performing tasks.  

It is hoped that the present article contributes to the knowledge base addressing the main 

factors that influence intention to change employment, in order to direct efforts towards those 

elements that favor the retention of talents in companies. 

 

 

REFERENCES 

Alias, N. E., Ismail, S., Othman, R., & Koe, W. L. (2018). Factors Influencing Turnover Intention 

in a Malaysian Manufacturing Company. KnE Social Sciences, 3(10), 771. 

https://doi.org/10.18502/kss.v3i10.3171 

 

Al-Suraihi, W.A., Samikon, S. A., Al-Suraihi, A. A., Ibrahim, I. Employee Turnover: Causes, Im-

portance and Retention Strategies. European Journal of Business and Management Research, 

6(3), 1-10. https://doi.org/10.24018/ejbmr.2021.6.3.893 

 

Aydogdu, S., & Asikgil, B. (2011). An Empirical Study of the Relationship Among Job Satisfaction, 

Organizational Commitment and Turnover Intention. International Review of Management and 

Marketing, 1(3), 43–53. www.econjournals.com 

 

Bebe, I. A. (2016). ScholarWorks Employee Turnover Intention in the U.S. Fast Food Industry. 

https://scholarworks.waldenu.edu/dissertations 

 

Becker, W. J., & Cropanzano, R. (2011). Dynamic aspects of voluntary turnover: an integrated ap-

proach to curvilinearity in the performance-turnover relationship. The Journal of Applied Psy-

chology, 96(2), 233–246. https://doi.org/10.1037/a0021223 

 

Brasil. Ministério do Trabalho e Emprego. Estatísticas mensais do emprego formal — Novo CA-

GED. Brasília, DF: MTE, 2023. http://pdet.mte.gov.br/novo-caged. 

 

Davis, K., & Newstrom, J. W. (1992). Comportamento humano no trabalho: uma abordagem psi-

cológica. Pioneira. 

 

Entringer, P. G. L. P., & Taveira, I. M. R. (2021, November 22). Rotatividade (turnover) e qualidade 

de vida no trabalho em uma empresa do ramo de petróleo de gás em Macaé. Encontro Dos 

Programas de Pós-Graduação Profissionais Em Administração. 



Hartwig, T.B., Santos, T.M., Bemvenuti, R.H. (2024). The principal organizational factors that lead to turnover intention:  

a systematic literature review 

 

GEPROS. Journal of Production, Operations and Systems Management, Bauru, SP, Brazil,2024. 

 

 

 

Figueiredo, J. A. L., Chimenti, P., Cavazotte, F., & Abelha, D. (2022). A Decade of Research on 

Leadership and its Effects on Creativity-Innovation: A Systematic and Narrative Literature Re-

view. Revista Brasileira de Gestao de Negocios, 24(1), 66–91. 

https://doi.org/10.7819/rbgn.v24i1.4151 

 

Fombrun, C. J., Gardberg, N. A., & Sever, J. M. (2000). The Reputation QuotientSM: A multi-

stakeholder measure of corporate reputation. Journal of Brand Management, 7(4), 241–255. 

https://doi.org/10.1057/bm.2000.10 

 

Franco, E. S. M., & Matos, A. B. (2010). Turnover e a gestão estratégica de pessoas: superando a 

cultura da rotatividade de pessoal. http://www.diferencialmg.com.br/site/images/artigos/tur-

nover-autalizado-dezembro-2010.pdf 

 

Gil, A. C. (2007). Gestão de Pessoas, enfoque nos papéis profissionais (7th ed.). Atlas S. A. 

Kaya Özbağ, G., & Gündüz Çekmecelioğlu, H. (2022). The Relationships among Employee Em-

powerment, Corporate Repututation, and Firm Performance: Research in the Turkish Manufac-

turing Industry. Review of Business Management, 24(1), 23–47. 

https://doi.org/10.7819/rbgn.v24i1.4148 

 

Kim, J. (2018). The contrary effects of intrinsic and extrinsic motivations on burnout and turnover 

intention in the public sector. International Journal of Manpower, 39(3), 486–500. 

https://doi.org/10.1108/IJM-03-2017-0053 

 

Kraus, S., Breier, M., Lim, W. M., Dabić, M., Kumar, S., Kanbach, D., Mukherjee, D., Corvello, V., 

Piñeiro-Chousa, J., Liguori, E., Palacios-Marqués, D., Schiavone, F., Ferraris, A., Fernandes, 

C., & Ferreira, J. J. (2022). Literature reviews as independent studies: guidelines for academic 

practice. Review of Managerial Science, 16(8), 2577–2595. https://doi.org/10.1007/s11846-

022-00588-8 

 

Lee, S. H., & Ha-Brookshire, J. (2017). Ethical climate and job attitude in fashion retail employees’ 

turnover intention, and perceived organizational sustainability performance: A cross-sectional 

study. Sustainability (Switzerland), 9(3). https://doi.org/10.3390/su9030465 

 

Lu, J., Guo, S., Qu, J., Lin, W., & Lev, B. (2023). “Stay” or “Leave”: Influence of employee-oriented 

social responsibility on the turnover intention of new-generation employees. Journal of Busi-

ness Research, 161. https://doi.org/10.1016/j.jbusres.2023.113814 

 

Luz, C. M. D. R., Paula, S. L., & Oliveira, L. M. B. (2018). Organizational commitment, job satis-

faction and their possible influences on intent to turnover. Revista de Gestao, 25(1), 84–101. 

https://doi.org/10.1108/REGE-12-2017-008 

 

Mamun, C. A. A., & Hasan, M. N. (2017). Factors affecting employee turnover and sound retention 

strategies in business organization: A conceptual view. Problems and Perspectives in Manage-

ment, 15(1), 63–71. https://doi.org/10.21511/ppm.15(1).2017.06 

 

Marras, J. P. (2016). Administração de recursos humanos: Do operacional ao estratégico (15th ed.). 

Saraiva. 

 



Hartwig, T.B., Santos, T.M., Bemvenuti, R.H. (2024). The principal organizational factors that lead to turnover intention:  

a systematic literature review 

 

GEPROS. Journal of Production, Operations and Systems Management, Bauru, SP, Brazil,2024. 

 

 

Miranda, A. G., Andrade, A. C., Santos, E., Moreno, R., & Luchetta, V. G. (2017). A importância 

da gestão do turnover. Revista Maiêutica, 5(1), 105–116. 

Mobley, H. W. (1992). Turnover: causas, consequências e controle. Ortiz. 

 

Mobley, W. H., Griffeth, R. W., Hand, H. H., Meglino, B. M., & Mobley, H. (1979). Review and 

Conceptual Analysis of the Employee Turnover Process. In Psychological Bulletin (Vol. 86, 

Issue 3). 

 

Monaco, F. F., & Guimarães, V. N. (2000). Gestão da qualidade total e qualidade de vida no trabalho: 

o caso da gerência de administração dos Correios. Revista de Administração Contemporânea, 

4(3), 67–88. 

 

Oliveira, R. R., Martis, U. B., & Almeida, L. I. R. (2014). A rotatividade de funcionários na empresa 

ALPHA TELECOM. Revista Gestão Contemporânea, 4(1), 207–226. 

 

Pagani, R. N., Kovaleski, J. L., & Resende, L. M. (2015). Methodi Ordinatio: a proposed methodol-

ogy to select and rank relevant scientific papers encompassing the impact factor, number of 

citation, and year of publication. Scientometrics, 105(3), 2109–2135. 

https://doi.org/10.1007/s11192-015-1744-x 

 

Pagani, R. N., Kovaleski, J. L., & Resende, L. M. M. (2017). Avanços na composição da Methodi 

Ordinatio para revisão sistemática de literatura. Revista Ciência Da Informação, 46(2), 161–

187. http://lattes.cnpq.br/7472869600330564http://lattes.cnpq.br/4238962623790586http://lat-

tes.cnpq.br/5368459603526305 

 

Paz, F. J., & Kipper, L. M. (2016). Sustainability in organizations: advantages and challenges. Re-

vista Gestão Da Produção Operações e Sistemas, 11(2), 85–102. https://doi.org/10.15675/ge-

pros.v11i2.1403 

 

Phillips, J. J., & Connell, A. (2004). Managing Retention: A Strategic Accountability Approach. ROI 

Institute, 3(12), 45–57. https://roiinstitute.net/wp-content/uploads/2017/02/Managing-Reten-

tion-A-Strategic-Accountability-Approach.pdf 

 

Silva, C. M. M., Silva, M. A. G., Pereira, A. S., Franz, L. A. S., & Bemvenuti, R. H. (2021). Utili-

zação das tecnologias da indústria 4.0 na segurança e saúde do trabalhador: uma revisão siste-

mática da literatura. Brazilian Journal of Production Engineering - BJPE, 252–268. 

https://doi.org/10.47456/bjpe.v7i5.37022 

 

Silva, R. C., Bezerra, A. C., Moraes, F. M., Silva, V. M., Nascimento, C. C., Silva, E. B., Albuquer-

que, E. S. S., Ribeiro, E. N. S., & Moura, M. C. S. (2014). Gestão de pessoas: Estudo sobre as 

possíveis causas da rotatividade de pessoal (turnover) em um call center de Pernambuco. Re-

vista de trabalhos acadêmicos universo Recife, 1(2). 

 

Silva, R. O., Pavão, M. E., Silva, A. F., & Scalon, H. B. (2018). A rotatividade de pessoal/turnover 

nas organizações: causas e consequências. Revista Magsul de Administração e Contabilidade, 

1(4), 1–15. 

 

Singh, P., & Loncar, N. (2010). Pay Satisfaction, Job Satisfaction and Turnover Intent. Revista 

Relations Industrielles, 65(3), 470–490. 

https://www.jstor.org/stable/23078304?seq=1&cid=pdf- 



Hartwig, T.B., Santos, T.M., Bemvenuti, R.H. (2024). The principal organizational factors that lead to turnover intention:  

a systematic literature review 

 

GEPROS. Journal of Production, Operations and Systems Management, Bauru, SP, Brazil,2024. 

 

 

Tews, M. J., & Stafford, K. (2020). The Impact of Abusive Supervision and Constituent Attachment 

on Entry-Level Employee Turnover. Journal of Hospitality and Tourism Research, 44(8), 

1318–1334. https://doi.org/10.1177/1096348020947139 

 

Thin, S. M., Chongmelaxme, B., Watcharadamrongkun, S., Kanjanarach, T., Sorofman, B. A., & 

Kittisopee, T. (2022). A systematic review on pharmacists’ turnover and turnover intention. In 

Research in Social and Administrative Pharmacy (Vol. 18, Issue 11, pp. 3884–3894). Elsevier 

Inc. https://doi.org/10.1016/j.sapharm.2022.05.014 

 

Ulrich, D. (2000). Recursos Humanos Estrategicos (1st ed.). Futura. 

 

Zhang, H., Wong, L. P., & Hoe, V. C. W. (2023). Bibliometric analyses of turnover intention among 

nurses: implication for research and practice in China. Frontiers in Psychology, 14. 

https://doi.org/10.3389/fpsyg.2023.1042133 

  

 

 


