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Abstract

For over a century, employee turnover has been a topic of interest for many researchers globally. This literature
review primarily aimed to examine the evolution of employee turnover from the perspective of senior researchers
and to discuss potential future research directions in the field. The methodology was qualitative, involving a
comprehensive bibliographic review. Searches were conducted in databases such as Scopus, SciELO, PsycArticles,
JSTOR, Wiley, ScienceDirect, and Google Scholar, resulting in the analysis of 77 articles from international journals
ranked “Q1” in the Scimago Journal & Country Rank (2022 evaluation) and Brazilian journals from the “A” stratum
of Qualis/CAPES (2017-2020 quadrennium). The key findings revealed that: (i) the historical evolution of turnover
studies highlights the increasing interest in the topic and the pursuit of understanding its causes, characteristics,
and consequences; (ii) initially, the phenomenon was addressed through individual characteristics and aspects,
but research has evolved towards collective approaches at group, unit, and organizational levels; (iii) the studies
analyzed in recent decades highlight the diversity of contexts across different continents, with a focus on cultural and
value influences affecting turnover. The main conclusions indicate that, historically, the phenomenon of employee
turnover began to be analyzed in the USA in the early 1900s, later evolving with the application of various theories,
and contemporary research focuses on approaches that consider organizational and socio-cultural influences.

Keywords: Employee turnover; Turnover intention; Turnover theory; Voluntary turnover;
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Resumen

Desde hace mas de un siglo, la rotacion de empleados ha
captado el interés de numerosos investigadores a nivel
mundial. El objetivo principal de esta revision literaria
fue examinar como ha evolucionado la percepcion
de la rotacion de empleados desde la perspectiva de
investigadores experimentados y explorar direcciones
futuras para estudios en este campo. La metodologia
adoptada fue cualitativa, baséndose en una extensa
revision bibliografica. Serealizaron busquedas en bases
de datos como Scopus, SciELO, PsycArticles, JSTOR,
Wiley, ScienceDirect y Google Scholar, culminando en
el andlisis de 77 articulos de revistas internacionales
clasificados en la categoria “Ql1” segun el Scimago
Journal & Country Rank (evaluacion de 2022) y revistas
brasilenas del estrato “A” de Qualis/CAPES (cuatrienio
2017-2020). Los hallazgos mas significativos indican: (i)
una evolucion histérica de los estudios sobre rotacion
que subraya un interés creciente en el tema y en la
comprension de sus causas, caracteristicas y efectos;
(ii) inicialmente, el fendmeno se analizaba desde una
perspectiva de caracteristicas individuales, pero con el
tiempo la investigacion se ha orientado hacia enfoques
mas colectivos y organizacionales; (iii) los trabajos
revisados demuestran una variedad de contextos
en distintos continentes, resaltando las influencias
culturales y valorativas en la rotaciéon laboral. En
conclusion, la rotacion de empleados se comenzd a
estudiar en los Estados Unidos a principios del siglo
XX, evolucionando posteriormente mediante diversas
teorias, y las investigaciones actuales priorizan
enfoques que integran factores organizacionales y
socioculturales.

Palabras Clave: Rotacion del personal; Intencion
de Rotacion; Teoria del Rotacion; Rotacion voluntaria;
Rotacion colectiva; Recursos humanos.

1. Introduction

It is believed that the first documented
reports involving the topic of employee
turnover occurred in the United States (USA)
around the 1900s (Hom et al., 2017). However,
it seems that only in the year 1925 was the
first empirical study on turnover published
(Bills, 1925). Since then, the USA has stood
out with many studies and publications on
the topic of turnover (Bolt et al.,, 2022), and
a significant number of articles have been
published worldwide (Lee et al., 2017).

In the early years, turnover research was
treated as an individual phenomenon (Hom
et al., 2017). However, starting in 2011, there
was an interest in collective turnover at
the group, unit, and organizational levels
(Bolt et al., 2022). High turnover rates can

have negative impacts on organizational
performance (Hancock et al, 2017), both
in terms of productivity (Langle Flores et
al., 2021; Flores et al., 2019) and the quality
of services provided (Moon et al., 2023;
Walumbwa et al., 2019).

Understanding employee turnover is
recognized as a complex and dynamic task
by numerous researchers (Hom et al., 2017;
Rubenstein et al., 2018; Yuan et al., 2024).
It is believed that these characteristics are
responsible for the ongoing significant gaps
in comprehending the phenomenon both
in Brazil and in the world (Bolt et al.,, 2022;
Boroni et al., 2020; Soares et al., 2022).
Against this backdrop, the following research
question emerges: How has the evolution
of investigations into employee turnover
unfolded? The primary aim of this study
was to provide a comprehensive analysis of
the employee turnover phenomenon and to
explore potential future research directions
in this field. The secondary objectives were: (i)
to present turnover concepts; (ii) to examine
the incidence and key characteristics of
studies on the subject across different
geographical contexts; and (iii) to organize
the models and theories applied in studies on
the phenomenon.

To achieve the proposed research
objectives, a literature review was conducted
over the past ten years in renowned
international journals - classified as “Q1”, the
first quartile, in 2022 in the Scimago Journal
& Country Rank - and prestigious national
journals - classified in the “A” stratum
Qualis/CAPES, four-year evaluation period
2017-2020. In the review process, searches
were conducted in the Scopus and SciELO
databases, which are repositories known to
contain articles in prestigious journals in the
field of Applied Social Sciences (Calvosa and
Ferreira, 2023). In order to expand the study’s
results, searches were also carried out in the
PsycArticles, JSTOR, Wiley, ScienceDirect,
and Google Scholar databases.

This study stands out for its relevance by
highlighting the phenomenon of employee
turnover, its organizational consequences
(Maertz et al., 2023), and its socioeconomic
impacts (Serenko, 2023). Thus, this research
can offer wvaluable insights for young
researchers and organizational managers.
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Table 1. Some Definitions of the Term Employee Turnover

Authors Definition of turnover

Park & Shaw (2013) Number of employees who leave divided by the total number of employees.

Permanent departure of employees from the company, which can be voluntary (when the employee

Oliveira & Hondrio (2014) chooses to leave) or involuntary (when the company decides to terminate the employee).

Agapito et al. (2015) Proportion of employees who leave the organization within a specific period.

Transitory displacement of employees, either by the company’s decision (involuntary departure) or

Oliveira et al. (2016} by the employee’s decision (voluntary departure).

Hom et al. (2017) Voluntary termination of employment relationships by employees.

Voluntary cessation of participation in an organization by an individual who receives monetary

Rubenstein et al. (2018) compensation for their involvement in that organization.

Ratio between the number of employees who joined and left the organization within a specific
period, which can be due to voluntary turnover (planned by the worker) or involuntary turnover
(initiated by the organization).

Seidl et al. (2019)

Ayodele et al. (2020) Voluntary termination of the contractual relationship with the employer.

Bernd & Beuren (2021)

Individual’s interest in leaving the organization and pursuing alternative opportunities.

Santos & Santos (2022)

Volume of people entering and leaving organizations.

Souza et al. (2023)

period.

Ratio between the number of employees entering and leaving the organization within a specific

Source: Authors’ own elaboration.

In terms of originality, a comprehensive
search was conducted in July 2024 across the
scientific databases Scopus, Redalyc, DOA],
SciELO, and Portal de Capes. Additionally,
searches were carried out on Google Scholar
andin prestigious national journals, including
the Brazilian Administration Review (BAR),
Brazilian Business Review (BBR), Cadernos
EBAPE.BR, Revista de Administracao
Contemporanea (RAQO), Revista de
Administracdo Mackenzie (RAM), Revista
Brasileira de Gestdao de Negoécios (RBGN),
RAUSP Management Journal, Revista de
Gestao (REGE), and Revista Psicologia
Organizacoes e Trabalho (RPOT). Despite
the analysis of 77 articles resulting from this
extensive literature review, no publications
were found that addressed the topic in the
aspects considered by this study.

2. Theoretical Contextualization

2.1 Turnover: Concept, Occurrence, and
Characteristics

The expression “rotatividade de
empregados,” commonly used in the context of
Brazilian organizations, can also be referred
to by the term in English, “turnover” (Bernd

and Beuren, 2021; Santos and Santos, 2022;
Saraiva, 2023). This phenomenon is defined
as the termination or permanent departure
of an employee from the organization where
they work (Oliveira and Rocha, 2019). In this
work, the expressions “rotatividade” and
“turnover” will be treated as synonymous and
convey the same idea. Table 1 will present
some definitions of the expression turnover
in the last ten years, as found in national and
international scientific literature.

Table 1 reveals that the expressions
“admission,” “termination,” “voluntary
departure,” “involuntary departure,” “ratio,”
and “period” are present in most definitions
of employee turnover. This demonstrates
the authors’ concern in clarifying that
turnover results from the relationship
between admissions and terminations - both
voluntary and involuntary - of employees in
a specific period, usually over a fiscal year.
Therefore, for the purposes of this work,
the definition by Seidl et al. (2019) will be
adopted and considered a reference for
examples and discussions on the topic, as it
expresses a current concept that explains
the phenomenon of employee turnover. After
analyzing the various definitions of the
expression “rotatividade de empregados”
over time, it is essential to explore the

https://doi.org/10.25100/cdea.v40i80.13757
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Table 2. Incidence by Continent of Studies on Turnover

Position | Continent

Main contextual characteristics

Most studied
sector

Country

North
America

Competitiveness of value and tolerance to uncertainty (Canada and
USA).

Healthcare

USA

2 Asia

(i) In the southern part (Indonesia; India; Iran; Philippines, Malaysia,
Thailand): results-oriented and encouragement of group goals;”

(ii) In the southern part (Indonesia; India; Iran; Philippines, Malaysia,
Thailand): results-oriented and encouragement of group goals;

(iii) In the Middle Eastern part (Kuwait and Morocco): loyalty to
internal groups, and gender equality is not a priority;

(iii) In the Confucianist part (China, Hong Kong, Japan, Singapore,
South Korea, and Taiwan): emphasis on family and concern for the
community.

Manufacturing

China

3 Europe

(i) In the eastern part (Albania, Bulgaria, Georgia, Greece, Hungary,
Poland, Russia, Slovenia): emphasis on support for colleagues;

(ii) In the Germanic part (Austria, Germany, and the Netherlands):
results-oriented;

(iii) In the Latin part (France, Israel, Italy, Spain, and Portugal):
emphasis on individual autonomy;

(iv) In the Nordic part (Denmark, Finland, and Sweden): emphasis on
long-term success.

Healthcare

United
Kingdom

4 Oceania

Value competitiveness and tolerance to uncertainty (Australia and
New Zealand).

Service

Australia

5 African

Sensitivity to others and emphasis on family loyalty (Namibia, Nigeria,
South Africa, Zambia, and Zimbabwe).

Manufacturing

South
Africa

South
America

Group loyalty and devotion to family (Argentina, Bolivia, Brazil,
Colombia, Ecuador, and Venezuela).

Healthcare

Brazil

(2019); Steil et al. (2019).

Source: developed from Allen & Vardaman (2021); Beria et al. (2017); Bolt et al., (2022); Rubenstein et al. (2018); Seidl et al.

incidence of these studies in different regions
of the world and their main characteristics
when applied in these geographical contexts,
as evidenced in Table 2.

When examining Table 2, it is observed
that each continent presents its distinct
contextual characteristics, reflecting the
diversity of cultures, values, and priorities
regarding turnover. In this analysis, it is
possible to infer that North America, Asia,
Europe, Oceania, Africa, and South America
have specific focuses on understanding this
phenomenon, highlighting the most studied
sectors and the main influential cultural
traits in their approaches. This comparative
analysis provides a more comprehensive and
contextualized view of employee turnover
in different parts of the world, providing a
solid foundation for future reflections and
investigations in this area of study (Allen and
Vardaman, 2021; Bolt et al., 2022).

In terms of the historical volume of
research, North America is the continent
that leads scientific production on the
topic worldwide (Bolt et al., 2022), possibly
due to the pioneering observations and
analyses of the United States regarding this
phenomenon (Hom et al.,, 2017), as well as
labor policies (De Meulenaere et al., 2021)
and high turnover rates in the country
(Moon et al., 2023; Serenko, 2023). This
continent, with a perspective centered on
value competitiveness and tolerance for
uncertainty (Allen and Vardaman, 2021), also
influences many global turnover models and
theories to this day (Maertz Jr et al., 2024;
Kiazad et al., 2024).

Asia emerges as the second most studied
continent on the topic (Bolt et al., 2022),
with an emphasis on family, community
concern, and results orientation, particularly
highlighting China due to its cultural context

https://doi.org/10.25100/cdea.v40i80.13757
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(Moon et al., 2023), singularities in labor
relations (Serenko, 2024), and a high level
of turnover (Allen and Vardaman, 2021;
Moon et al., 2023). Next, Europe ranks
third in studies on employee turnover
(Bolt et al., 2022), presenting significant
diversity in contextual characteristics in
its workforce, such as valuing support for
colleagues, results orientation, valuing
individual autonomy, emphasis on long-term
success, competitiveness, and tolerance for
uncertainty (Allen and Vardaman, 2021). The
United Kingdom stands out as one of the
countries with significant turnover rates in
this continent (Serenko, 2024).

Oceania, mainly represented by
Australia, is the fourth continent with the
highest number of studies on employee
turnover. Its workforce is characterized by
valuing competitiveness and tolerance for
uncertainty. The most investigated sectors
are services, highlighting the relevance of
understanding turnover dynamics in this
specific area (Allen and Vardaman, 2021;
Bolt et al., 2022). On the other hand, the
African continent, represented by South
Africa, ranks fifth in the number of studies
on employee turnover (Bolt et al., 2022). The
workforce in this region is characterized by
an emphasis on family loyalty and sensitivity
to others (Allen and Vardaman, 2021).

On the other hand, South America was the
continent with the lowest volume of research
on the topic (Bolt et al., 2022). However, Brazil
has contributed with relevant studies over
the years (Beria et al., 2017; Matos et al., 2023;
Rocha and Santana, 2022; Seidl et al., 2019;
Steil et al.,, 2019). In fact, according to the
review by Seidl et al. (2019), Brazil’s scientific
production saw a significant growth in the
number of studies on employee turnover from
the year 2006 onwards. Additionally, other
national reviews reveal that the volume of
publications on turnover intensified after the
year 2010 (Beria et al., 2017; Steil et al., 2019).
These seem to be derived from the gradual
increase in turnover rates in the national
job market (Beria et al., 2017). Many of these
studies investigate the influence of the work-
family relationship (Seidl et al., 2019) and the
perception of justice in employee departures
(Steil et al., 2019), inferring that this occurs
due to the main contextual characteristics
of the phenomenon in the country being

group loyalty and family devotion (Allen and
Vardaman, 2021).

3. Theoretical Development

3.1. Birth of Research

In the early years of the 20th century,
employee turnover began to be evident:
journalists reported resignations,
consultants detailed the financial costs of
the phenomenon, and scholars speculated
about the reasons for dismissals (Hom et al.,
2017). From 1916 onward, many documents
and scientific studies were disseminated by
various international and national authors,
as presented in Table 3.

In 1916, Boyd Fisher, vice-president of the
executives’ club in Detroit, USA, wrote about
methods to reduce turnover at Ford Motor
Company (Fisher, 1916). The following year,
Hugo Diemer, a professor of engineering at
the University of Pennsylvania, published one
of the first academic articles on the subject
(Diemer, 1917). Other studies were conducted
until 1923 (Douglas, 1918, 1923; Eberle,
1919), but it wasn’t until 1925 that Marion A.
Bills presented the first empirical study on
turnover in the Journal of Applied Psychology,
revealing differences in dismissal rates
between large offices and small businesses
(Bills, 1925). About three decades after Bills’
study, March and Simon (1958) published the
first formal model, which aimed to analyze
the turnover phenomenon.

Over the formative years, the birth of
research on employee turnover was observed
in Brazil. Although there are earlier records
(Biblioteca Nacional [BN], 1941a; 1941Db),
it is believed that one of the first studies
on employee turnover was published in
1943 in the Revista do Servigo Publico. The
theoretical article “Do ‘Turnover’ e sua
influéncia na administracdo de Pessoal” was
developed by Luiz Guilherme Ramos Ribeiro,
an administration technician at DASP -
Departamento Administrativo do Servico
Ptblico. This study presented reflections on
concepts, causes, and consequences of the
turnover phenomenon (Ribeiro, 1943). Almost
twenty years after Ribeiro’s publication, in
1964, Orlando Figueiredo published one
of the first empirical articles on turnover,

https://doi.org/10.25100/cdea.v40i80.13757
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Table 3. Initial Research, Formative Years, and Foundational Models of Turnover (1916-1979)
Period Year Research
1916 Boyd Fisher published in The Annals of The American Academy of Political and Social
Science the document Methods of reducing the labor turnover.
1917 Hugo Diemer and collaborators published a study on the causes of turnover among
university professors.
Initial Research
1918 Paul Howard Douglas publishes the article The Problem of Labor Turnover.
(1916-1925)
1919 George J. Eberle publishes an article on labor turnover.
1923 Paul Howard Douglas analyzes labor turnover in the industry.
1925 Marion A. Bills publishes in the Journal of Applied Psychology one of the first empirical
studies on turnover.
1930 Descriptive reports of occupational turnover patterns emerge.
1940 Researchers examine the demographic and psychological “correlates” of turnover.
1943 Ribeiro publishes in the Revista do Servigo Publico the national article “Do ‘Turnover’ e
sua influéncia na administracédo de Pessoal”.
Formative Years X X
(1920-1964) 1958 March and Simon publish the first formal model.
1960 Continued study of turnover antecedents (e.g., selection test scores, job satisfactions,
demographic data).
1964 Figueiredo publishes one of the first empirical Brazilian articles, which examined labor
turnover in industries in Sao Paulo.
1973 Porter and Streers review the literature on turnover and propose the fulfilled expectations
Foundational theory.
Models 1977 (i) Mobley’s intermediate linkages model appears;
(1970-1979) (ii) Price develops the taxonomy of turnover determinants.
1979 Mobley et al., conduct a literature review and publish.
Source: developed from Bolt et al. (2022); Bills (1925); Douglas (1918;1923); Eberle (1919); Figueiredo (1964); Fisher (1916);
Hom et al. (2017); Lee et al. (2017); March & Simon (1958); Mobley (1977); Mobley et al. (1979); Porter & Streers (1973); Price
(1977); Ribeiro (1943); Rubenstein et al. (2018).

which sought to analyze the labor mobility
of employees in the industry of Sao Paulo
(Figueiredo, 1964).

3.2. Testing Period and Models in
Research

During the 1980s and 1990s, researchers
analyzing the employee turnover phenomenon
began testing different models in an attempt
to understand the consequences of the
phenomenon (Allen and Meyer, 1990; Lee
and Mitchell, 1994; Price and Mueller, 1981;
Rusbult and Farrell, 1983), as shown in Table
4.

Table 4 presents the evolution of studies on
the employee turnover phenomenon between
1980 and 1999. During this period, a complex
causal model of determinants and factors of

turnover was created and tested (Price and
Mueller, 1981). Later, Rusbult and Farrell
(1983) proposed and tested an investment
model. Between 1990 and 1999, there was
a proliferation of models on the topic, with
emphasis on the model proposed by Thomas
W. Lee and Terence R. Mitchell on voluntary
turnover (Lee and Mitchell, 1994). Shaw et
al. (1998) theorized and investigated the
antecedents of turnover at the organizational
job level. During the 1980s and 1990s, some
theories gained prominence in turnover
studies, including Social Identity Theory and
Conservation of Resources Theory.

Henri Tajfel and John C. Turner developed
the Social Identity Theory in 1986 (Tajfel
and Turner, 2004). When applied to turnover
studies, this theory seeks to analyze the
construction of employees’ social identity
based on their participation in the company

https://doi.org/10.25100/cdea.v40i80.13757
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Table 4. Main Tests and Research Models on Turnover (1980-1999)

Period Year Research
1980 Barry M. Staw publishes the article “The Consequences of Turnover.”
1981 (i) Prince & Mueller test a complex causal model of determinants and intervening factors;
Tests (ii) Steers and Mowday expand and refine the Price-Mueller models.
(1980-1989) 1983 Rusbult & Farrell propose and test the investment model.

1985 Hulin, Roznowsky, & Hachiya formally address the role of job opportunities.

1986 Cotton & Tuttle publish a meta-analysis on the topic.

1990 Allen and Meyer develop the three-component organizational commitment model.
1992 Hom et al. provide a comprehensive test of the Mobley model.
Models 1994 Lee and Mitchell propose the theory of the voluntary turnover model.

(1990-1999)

1998 level job turnover.

Shaw et al. theorize formally and investigate the antecedents of organizational-

1999 Lee, Mitchell, Holtom, McDaneil & Hill test the basic principles of the unfolding model.

Source: developed from Allen and Meyer (1990); Bolt et al. (2022); Cotton & Tuttle (1986); Hom et al. (1992); Hom
et al. (2017); Hulin et al. (1985); Lee & Mitchell (1994); Lee et al. (1999); Lee et al. (2017); Price & Mueller (1981);
Rusbult & Farrell (1983); Rubenstein et al. (2018); Shaw et al. (1998); Staw(1980).

(Wikhamn et al., 2021). Thus, Social Identity
Theory can enhance understanding of
employees’ immersion, adaptation, and sense
of belonging, aiding in the comprehension
of turnover processes. In Brazil, this theory
can help understand the relationship
between employee turnover and actions
related to mergers/acquisitions in large
private organizations, as the merger of two
companies often transforms the vision and
culture of the new institution.

In 1989, Stevan E. Hobfoll developed the
Conservation of Resources Theory (COR) to
examine the cause-and-effect relationships
between individuals and stressors (Hobfoll,
1989). This theory has been applied to analyze
contexts of conflict and the departure of
talented employees, such as job insecurity
and turnoverintention (Peltokorpiet al., 2023).
For these reasons, Conservation of Resources
can help understand the phenomenon of
turnover, aiding in the comprehension of
employees’ perceptions and organizational
dysfunctions. In the context of Brazil, this
theory can provide relevant insights into
turnover and the privatization of companies or
the relationship between abusive supervision
and the departure of talented subordinates.

Kristof-Brown (1996) formulated the
Person-Organization Fit Theory, which
suggests that employees’ social behavior

at work is influenced by psychological
interactions between employee and employer.
Based on the presented information, it can
be inferred that the Person-Organization
Fit Theory assists in studies that seek to
analyze turnover intention and is capable
of supporting organizational managers in
creating talent retention actions, as well as in
building a strategic plan on the topic for the
entire organization (Calvosa, 2023). Through
the use of the theory, it is also possible to
support research examining the impacts
of employee turnover on the operational
performance of large organizations.

3.3. Contemporary Research

Since March and Simon, hundreds of
studies have emerged (Hom et al., 2017), and
thousands of articles have been published
(Lee et al., 2017). In contemporary research,
some notable contributions stand out, as
shown in Table 5.

Between 2000 and 2012, there was a
notable advancement in understanding the
antecedents of employee turnover. During
this period, meta-analytic research was
conducted, analyzing the factors influencing
employee exits from organizations, with an
emphasis on turnover intention as a precursor
tothe actual behavior ofleaving a job (Griffeth

https://doi.org/10.25100/cdea.v40i80.13757
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Table 5. Contemporary Research on Employee Turnover (2000-2024)

Period Year Research
2000 Griffeth and colleagues publish a meta-analysis on the antecedents of turnover.
2001 Mitchell and colleagues theorize job embeddedness in relation to turnover.
Meta-Anal d 2002 Morrell, Loan-Clarke, & Wilkinson theorize about turnover intention as a precursor
eta-Analyses an to variable turnover.
Turnover Intention
(2000-2012) 2005 Ferreira & Siqueira test turnover intention in the Brazilian context.
Podsakoff, LePine, & LePine conduct a meta-analysis to explore the differentiated
2007 . . X . .
relationships between various types of stressors, job attitudes, and turnover.
2012 Jiang et al. published a meta-analysis to investigate how job integration predicts
employee turnover.
2013 Nyberg and Ployhart theorize about collective turnover.
2016 Oliveira, Beria, & Gomes apply the eight forces model in the context of Brazil.
(i) Hom and colleagues publish a historical review of a hundred years of studies on
2017 turnover;

(ii) Beria et al. publish a bibliometric review of Brazilian production on the topic of

Collective Turnover employee turnover.

(2013-2000) 2018 Rubenstein and collaborators publish a meta-analysis on antecedents of voluntary
turnover.
(i) Seidl, Borges-Andrade, and Neiva publish a literature review on twenty years of
2019 turnover studies in Brazil;
(ii) Steil and collaborators synthesize the Brazilian scientific production on turnover
intention.
2021 Porter & Rigby analyze the turnover contagion process.
2021 Allen and Vardaman publish a study on the relevance of the global sociocultural
context in employee turnover.
Social Movements 2022 Bolt, W}nterton, & Cafferkey publish a systematic review on global scientific
and Artificial production on turnover.
Intelligence (i) Serenko publish article on “The Great Resignation”;
(2021-2024) 2023 (i) Chowdhury and collaborators use an artificial intelligence machine learning
model to predict the probability of employees voluntarily leaving their jobs.
2024 Serenko publish article on “Quiet Quitting”.

Source: developed from Allen & Vardaman (2021); Bolt et al. (2022); Ferreira & Siquiera (2005); Hom et al. (2017); Jiang et al.
(2012); Lee et al. (2017); Nyberg & Ployhart (2013); Podsakoff et al. (2007); Porter & Rigby (2021); Rubenstein et al. (2018);
Seidl et al. (2019); Serenko (2023); Serenko (2024); Steil et al. (2019).

et al., 2000; Jiang et al., 2012; Podsakoff et Between 2013 and 2020, the field of

al., 2007). In this period, Mitchell et al. (2001)
theorized about embeddedness. This theory
seeks to elucidate why people stay and, in
doing so, explains why people leave. Despite
leaving seeming to be the opposite of staying,
the reasons for leaving and staying are not
always antagonistic (Hom et al., 2017). Due
to its broad applicability in turnover studies,
Job Embeddedness has gained strength in
recent years as a valuable framework for
understanding turnover intention (Bolt et
al., 2022) and voluntary turnover decisions
(Rubenstein et al., 2020).

employee turnover studies expanded to
include more collective approaches to the
phenomenon. Several researchers focused
on exploring collective turnover, examining
how this phenomenon can be influenced
by organizational and contextual factors
(Nyberg and Ployhart, 2013; Porter and
Rigby, 2021). In 2017, the historical review
conducted by researchers Hom et al. (2017)
stood out, a study with over 1000 citations
on Google Scholar until July 2024. Another
study of significant relevance, Rubenstein
et al. (2018) conducted a meta-analysis on
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the antecedents of voluntary turnover. In
this period, important reviews were also
conducted to analyze the scientific production
on turnover in Brazil, providing an overview
of the development of this specific field in the
country (Seidl et al., 2019; Steil et al., 2019).

In the most recent period, from 2021 to
2024, studies on employee turnover have
adopted an innovative approach, considering
the influence of social movements and the
application of artificial intelligence in the
field (Chowdhury et al., 2023; Serenko 2023,
2024). Research has examined the global
sociocultural context and its relevance to
understanding employee turnover, showing
how external factors can interact with
organizational issues to affect an employee’s
decision to stay or leave the company (Allen
and Vardaman, 2021). Furthermore, the
application of machine learning techniques,
such as artificial intelligence models, has
enabled the prediction of the probability
of employees voluntarily leaving their jobs,
offering new possibilities for human resources
management and strategic decision-making
in organizations. These recent approaches
reflect the ongoing interest and evolution in
research on employee turnover, as well as
its growing relevance to the contemporary
organizational landscape.

Mitchell et al. (2001) developed the Job
Embeddedness Theory. The concept of
this theory consists of three dimensions:
(i) the link between the employee and the
organization; (ii) perceived cost and benefits
lost by exits; and (iii) compatibility of the
workplace and external organizational
environments (Hom et al., 2009). Due to
its broad applicability in turnover studies,
Job Embeddedness has gained strength in
recent years as a valuable framework for
understanding turnover intention (Bolt et
al., 2022) and voluntary turnover decisions
(Rubenstein et al., 2019). In summary, this
theory seeks to elucidate why people stay
and, in doing so, explains why people leave.
Despite leaving seeming to be the opposite of
staying, the reasons for leaving and staying
are not always antagonistic (Hom et al., 2017).
Therefore, the application of this theory can
help understand points regarding employees’
perception of the organizational environment
and the understanding of interpersonal

bonds among employees and also between
employees and their organizations.

In this period, the application of the
Context-Emergent Turnover (CET) Theory
developed by Nyberg and Ployhart (2013)
stands out, predicting a negative association
between collective turnover and unit
performance. Contextual factors, especially
the size of the company, can have significant
implications in addressing collective turnover,
as depending on the organization’s size, the
resources available to manage the impacts of
turnover are different (De Meulenaere et al.,
2021).

4. Discussion

Over the years, various models and
theories have been developed to explain
employee turnover, covering everything from
individual to organizational factors. Among
the significant milestones of this evolution
are the early investigations by Fisher (1916)
and Bills (1925), moving through influential
models like those of March and Simon (1958)
and the Voluntary Turnover Model (Lee and
Mitchell, 1994), to more recent theories
such as the Emerging Turnover Context
Theory (Nyberg and Ployhart, 2013) and the
Turnover Contagion Theory (Porter and Rigby,
2021). These theoretical constructs reflect
an expansion over time and a deepening
understanding of the dynamics of employee
turnover.

Observing the theoretical natures, the
review revealed that a variety of models have
been used to investigate the phenomenon,
encompassing  both  sociological and
psychological theories. Noteworthy among
these are the Social Identity Theory (Tajfel
and Turner, 2004), the Turnover Intention
Theory (Morrell et al., 2002), and the
Conservation of Resources Theory (Hobfoll,
1989). In addition, there are theories that
prioritize analyzing the relationships between
employees and organizations, such as the Job
Embedding Theory (Mitchell et al., 2001) and
the Person-Organization Fit Theory (Kristof-
Brown, 1996). These theories offer insights
to understand the multiple dimensions of
turnover and assist in formulating effective
research strategies.
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The geographical analyses of this study
highlight disparities in scientific production
about turnover and the diversity of contextual
characteristics across different continents.
Each continent displays specific cultural
peculiarities and social values, which can
influence boththe volume of studies conducted
and the predominant characteristics in
research on the phenomenon. For example,
North America, which has the longest history
of research, stands out due to the United
States, with robust scientific production and
a culture that values competitiveness and
tolerance for uncertainty. In contrast, South
America shows the least amount of research
on the topic, but specifically in Brazil, there
has been a significant increase in turnover
studies since the early 2000s. This growth
is driven by characteristics such as group
loyalty and devotion to family, reflecting the
cultural specificities that shape research in
the region.

This literature review provides a relevant
starting point for young researchers
interested in investigating the phenomenon of
turnover in different contexts, using models
and theories suited to the goals of their
studies. Whether examining turnover under
more traditional aspects of human resource
management, such as labor relations and
resource maintenance, or exploring complex
and uncertain contexts with the Conservation
of Resources Theory. Additionally, for
investigating more contemporary phenomena,
the Emerging Context Turnover Theory
(collective turnover) and the Turnover
Contagion Theory can be utilized. Applying
these theoretical lenses to the analysis of
turnover can aid in constructing structured,
comprehensive, and robust research.

This study offers a strategic tool for
managers seeking to apply the knowledge
gained to obtain relevant insights and assess
the internal organizational factors that
influence employee turnover. Understanding
the aspects of the job embedding theory
can assist in comprehending the underlying
mechanisms of turnover across multiple
dimensions, which can aid in formulating
more effective strategies for employee
engagement. This, in turn, can reduce costs
associated with high turnover, such as
recruitment, training, and loss of productivity.
Furthermore, understanding the variables

of turnover intention allows managers and
human resources professionals to better
monitor and create effective talent retention
policies. Implementing  evidence-based
measures can transform talent management
within the organization, contributing to the
creation of a more stable and productive
work environment.

Finally, it is important to note that this
work presents some limitations. Although it
has examined articles from a wide range of
international and national scientific journals,
the study was limited to publications from
the highest classifications (Qualis/Capes “A”
and Scimago “Q1”), which does not fully cover
the topic. Future research is recommended
to expand the scope, including analyses
of academic publications from various
classification strata and the exploration of
academic production in theses, dissertations,
and conferences. Such an expansion will
allow the identification of more national
and international studies, enriching the
understanding of employee turnover,
especially in Brazilian organizations. With a
more comprehensive approach, it is possible
to develop new perspectives and solutions to
address this organizational challenge more
informed and effective way.

5. Conclusions

In response to the proposed research
question, initial investigations into
employee turnover treated it as an
individual phenomenon, analyzed through
generic theoretical lenses. Over time, this
perspective evolved into a more collective
approach, supported by specific theories.
This methodological evolution enabled the
conduct of predictive and contextualized
studies, overcoming the limitations of
theoretical approaches from the last century.
In this evolutionary trajectory, most studies
have focused on wunraveling the causes,
characteristics, and consequences of the
phenomenon. Over more than a hundred
years of studies, research on employee
turnover has progressed both in Brazil and
internationally.

The variety of distinct terms used
to  conceptualize turnover, including
“admission,” “termination,” “voluntary exit,”
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“involuntary exit,” “rate,” and “period,”
highlights the inherent complexity of this
phenomenon’s definition. This terminological
diversity demonstrates the complexity of the
topic and the adoption of multiple theories
and analytical models for its investigation.
Historically, the approaches to studying
turnover included traditional methods from
sociological and psychological disciplines.
Over time, more contemporary frameworks
have been developed that address specific
aspects of the phenomenon, such as the
turnover contagion theory.

In conclusion, employee turnover manifests
as a complex and dynamic phenomenon,
continuously and evolutionarily capturing
the attention of researchers worldwide.
From the early theorizations in the United
States in the early 1900s to contemporary
studies conducted across various continents,
the phenomenon is influenced by cultural
aspects and social values. Globally, North
America leads with the highest volume of
published research, followed by Asia, with
a significant presence of studies originating
from China. Oceania, Africa, and lastly, Latin
America complete this spectrum, with each
region contributing distinctly to the body
of knowledge. Despite a smaller volume of
scientific production in Latin America, Brazil
stands out by offering current and relevant
contributions to the understanding of
employee turnover.

6. Conflict of interest

The authors declare no conflict of interest.

7. Source of Financing

The expenses of this research were paid
by the authors.

8. References

Agapito, P. R., Polizzi Filho, A., & Siqueira, M. M.
M. (2015). Bem-estar no trabalho e percepcao
de sucesso na carreira como antecedentes
de intencao de rotatividade. RAM. Revista de
Administragdo Mackenzie, 16, 71-93. https://
doi.org/10.1590/1678-69712015/administracao.
v16n6p71-93

Allen, N.]., & Meyer, J. P. (1990). The measurement
and antecedents of affective, continuance and
normative commitment to the organization.
Journal of Occupational Psychology, 63(1),
1-18. https://doi.org/10.1111/j.2044-8325.1990.
tb00506.x

Allen, D. G. & Vardaman, J. M. (Ed.). (2021).
Global Talent Retention: Understanding
Employee Turnover Around the World. In
Global Talent Retention: Understanding
Employee Turnover Around the World (pp. 1-15).
Emerald Publishing Limited Leeds. https://doi.
0rg/10.1108/978-1-83909-293-020211001

Ayodele, O., Chang-Richards, A., & Gonzalez, V.
(2020). Factors affecting workforce turnover
in the construction sector: A systematic
review. Journal of Construction Engineering
and Management, 146(2), 03119010. https://doi.
org/10.1061/(ASCE)C0.1943-7862.0001725

Beria, F., Ligorio, I., Pinhatti, M., Boucinha, D., &
de Oliveira, M. (2017). Revisao bibliométrica
da producao brasileira sobre turnover no
periodo de 1980 a 2015. Estudos e Pesquisas em
Psicologia, 17(1), 118-140. https:/www.redalyc.
org/pdf/4518/451855912008.pdf

Bernd, D. C., & Beuren, I. M. (2021). Percepgao
de justica organizacional e seus reflexos na
satisfagdo e intencdo de turnover de auditores
internos. Revista Universo Contabil, 16(1), 07-

26. http://dx.doi.org/10.4270/ruc.2020101

Biblioteca Nacional. (1941a). Jornal a Noite - o
Problema do Seguro Social (ed. 10456 (1), p. 11).
https://memoria.bn.br/DocReader/DocReader.b

Biblioteca Nacional. (1941b). Jornal Didrio de
Noticias (ed. 05682 (1), p. 06). https:/memoria.
bn.br/DocReadernover&pasta=ano%20194&h

Bills, M. A. (1925). Social status of the clerical
worker and his permanence on the job. Journal
of Applied Psychology, 9(4), 424. https://doi.
org/10.1037/h0065881

Bolt, E. E. T, Winterton, J., & Cafferkey, K.
(2022). A century of labour turnover research:
A systematic literature review. International
Journal of Management Reviews, 24(4), 555-576.
http://doi.org/10.1111/ijmr.12294

Boroni, F., Carvalho Neto, A., & Mota-Santos, C.
(2020). Rotatividade voluntaria: um estudo
com trabalhadores pouco qualificados. Gestdo
& Planejamento - G&P, 21, 235-250. http://doi.
org/10.21714/2178-8030gep.v.21.4765

Calvosa, M. (2023). Is strategic planning still valid
and effective for contemporary organizations?

https://doi.org/10.25100/cdea.v40i80.13757


https://doi.org/10.1590/1678-69712015/administracao.v16n6p71-93
https://doi.org/10.1590/1678-69712015/administracao.v16n6p71-93
https://doi.org/10.1590/1678-69712015/administracao.v16n6p71-93
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.1108/978-1-83909-293-020211001
https://doi.org/10.1108/978-1-83909-293-020211001
https://doi.org/10.1061/(ASCE)CO.1943-7862.0001725
https://doi.org/10.1061/(ASCE)CO.1943-7862.0001725
https://www.redalyc.org/pdf/4518/451855912008.pdf
https://www.redalyc.org/pdf/4518/451855912008.pdf
http://dx.doi.org/10.4270/ruc.2020101
https://memoria.bn.br/DocReader/DocReader.aspx?bib=348970_04&pesq=turnover&pasta=ano%20194&hf=me moria.bn.br&pagfis=7843
https://memoria.bn.br/DocReader/DocReader.aspx?bib=093718_02&pesq=turnover&pasta=ano%20194&hf=me moria.bn.br&pagfis=5405https://memoria.bn.br/DocReader/DocReader.aspx?bib=093718_02&pesq=turnover&pasta=ano%20194&hf=memoria.bn.br&pagfis=5405
https://memoria.bn.br/DocReader/DocReader.aspx?bib=093718_02&pesq=turnover&pasta=ano%20194&hf=me moria.bn.br&pagfis=5405https://memoria.bn.br/DocReader/DocReader.aspx?bib=093718_02&pesq=turnover&pasta=ano%20194&hf=memoria.bn.br&pagfis=5405
https://doi.org/10.1037/h0065881
https://doi.org/10.1037/h0065881
http://doi.org/10.1111/ijmr.12294
http://doi.org/10.21714/2178-8030gep.v.21.4765
http://doi.org/10.21714/2178-8030gep.v.21.4765

Wellington dos Santos Fortunato :: Marcello Vinicius Doria Calvosa

Cadernos EBAPE.BR, 21(2), e2022-0016. https://
doi.org/10.1590/1679-395120220016

Calvosa, M., & Ferreira, M. (2023). Lideranca:
representacdes sociais e modelos mentais
dos séculos XX e XXI. Revista Eletrénica de
Administragcdo (REAd), 29(1), 224-260. https:/
doi.org/10.1590/14132311.377.125771

Chowdhury, S., Joel-Edgar, S., Dey Kumar, P,
Bhattacharya, S., & Kharlamov, A. (2023).
Embedding transparency in artificial
intelligence  machine learning models:
managerial implications on predicting and
explaining employee turnover. The International
Journal of Human Resource Management, 34(14),
1-32. https://doi.org/10.1080/09585192.2022.20
66981

Cotton, J. L., & Tuttle, J. M. (1986). Employee
turnover: A meta-analysis and review with
implications for research. Academy of
Management Review, 11(1), 55-70. https://doi.
org/10.5465/amr.1986.4282625

De Meulenaere, K., De Winne, S., Marescaug,
E., & Vanormelingen, S. (2021). The role
of firm size and knowledge intensity in the
performance effects of collective turnover.
Journal of Management, 47(4), 993-1023. https://

doi.org/10.1177/0149206319880957

Diemer, H. (1917). Causes of “Turnover”
Among College Faculties. The Annals of
the American Academy of Political and
Social Science, 71(1), 216-224. https://doi.
org/10.1177/000271621707100119

Douglas, P. H. (1918). The problem of labor
turnover. The American Economic Review, 8(2),
306-316. https:/www.jstor.org/stable/1811123

Douglas, P. H. (1923). Labor Turnover in Industry.
A Statistical Analysis. The American Economic
Review, 13(2), 349-352. https:/www.jstor.org/
stable/1804925

Eberle, G. J. (1919). Labor turnover. The American
Economic Review, 9(1), 79-82. https://www.jstor.
org/stable/1803596

Ferreira, M. L. C. B., & Siqueira, M. M. M. (2005).
Antecedentes de intengao de rotatividade:
estudo de um modelo psicossocial. Revista
Organizagées em Contexto, 1(2), 47-67. https://
doi.org/10.15603/19828756/roc.vin2p%20
47%20-%2067

Figueiredo, O. (1964). Rotacao da mao-de-obra
industrialem SaoPaulo.RevistadeAdministragdo
de Empresas - RAE, 4, 29-44. https://doi.
org/10.1590/S0034-75901964000300001

Fisher, B. (1916). Methods of reducing the labor

turnover. The Annals of the American Academy
of Political and Social Science, 65(1), 144-154.
https://doi.org/10.1177/000271621606500114

Flores, G. R., Maynez Guaderrama, A. I, Cavazos
Arroyo, J., & Herndndez Gémez, J. A. (2019).
Contrato psicoldgico, agotamiento y cinismo del
empleado: su efecto en la rotacion del personal
operativo en la frontera norte mexicana.
Contaduria y administracion, 64(2). http://dx.doi.
org/10.22201/fca.24488410e.2018.1133

Griffeth, R. W.,, Hom, P. W. & Gaertner, S.
(2000). A meta-analysis of antecedents
and correlates of employee turnover:
Update, moderator tests, and research
implications for the next millennium. journal
of management, 26(3), 463-488. https://doi.
org/10.1177/014920630002600305

Hancock, ]J., Allen, D., & Soelberg, C. (2017).
Collective turnover: An expanded meta-analytic
exploration and comparison. Human Resource
Management Review, 27(1), 61-86. https://doi.
0rg/10.1016/j.hrmr.2016.06.003

Hobfoll, S. E. (1989). Conservation of resources:
A new attempt at conceptualizing stress.
American psychologist, 44(3), 513. https://doi.
org/10.1037/0003-066X.44.3.513

Hom, P. W.,, Caranikas-Walker, F., Prussia, G. E.,
& Griffeth, R. W. (1992). A meta-analytical
structural equations analysis of a model
of employee turnover. Journal of applied
psychology, 77(6), 890-909. https://psycnet.apa.
org/buy/1993-15646-001

Hom, P. W,, Lee, T. W,, Shaw, J. D., & Hausknecht,
J. P. (2017). One hundred years of employee
turnover theory and research. Journal of
Applied Psychology, 102(3), 530. https://doi.
org/10.1037/apl0000103

Hulin, C. L., Roznowski, M., & Hachiya, D.
(1985). Alternative opportunities and
withdrawal decisions: Empirical and
theoretical discrepancies and an integration.
Psychological Bulletin, 97(2), 233. https://doi.
org/10.1037/0033-2909.97.2.233

Jiang, K., Liu, D.,, McKay, P. F.,, Lee, T. W,, &
Mitchell, T. R. (2012). When and how is job
embeddedness predictive of turnover? A
meta-analytic investigation. Journal of Applied
Psychology, 97(5), 1077-1096. https://doi.
org/10.1037/a0028610

Kiazad, K., Restubog, S. L. D., Hom, P. W,, Capezio,
A., Holtom, B., & Lee, T. (2024). STEMming the
tide: New perspectives on careers and turnover.
Journal of Organizational Behavior, 45(3), 335-
343. https://doi.org/10.1002/job.2780

https://doi.org/10.25100/cdea.v40i80.13757


https://doi.org/10.25100/cdea.v37i69.10682 
https://doi.org/10.1590/1679-395120220016
https://doi.org/10.1590/1679-395120220016
https://doi.org/10.1590/14132311.377.125771
https://doi.org/10.1590/14132311.377.125771
https://doi.org/10.1080/09585192.2022.2066981
https://doi.org/10.1080/09585192.2022.2066981
https://doi.org/10.5465/amr.1986.4282625
https://doi.org/10.5465/amr.1986.4282625
https://doi.org/10.1177/0149206319880957
https://doi.org/10.1177/0149206319880957
https://doi.org/10.1177/000271621707100119
https://doi.org/10.1177/000271621707100119
https://www.jstor.org/stable/1811123
https://www.jstor.org/stable/1804925
https://www.jstor.org/stable/1804925
https://www.jstor.org/stable/1803596
https://www.jstor.org/stable/1803596
https://doi.org/10.15603/19828756/roc.v1n2p%2047%20-%2067
https://doi.org/10.15603/19828756/roc.v1n2p%2047%20-%2067
https://doi.org/10.15603/19828756/roc.v1n2p%2047%20-%2067
https://doi.org/10.1590/S0034-75901964000300001
https://doi.org/10.1590/S0034-75901964000300001
https://doi.org/10.1177/000271621606500114
http://dx.doi.org/10.22201/fca.24488410e.2018.1133
http://dx.doi.org/10.22201/fca.24488410e.2018.1133
https://doi.org/10.1177/014920630002600305
https://doi.org/10.1177/014920630002600305
https://doi.org/10.1016/j.hrmr.2016.06.003
https://doi.org/10.1016/j.hrmr.2016.06.003
https://doi.org/10.1037/0003-066X.44.3.513
https://doi.org/10.1037/0003-066X.44.3.513
https://psycnet.apa.org/buy/1993-15646-001
https://psycnet.apa.org/buy/1993-15646-001
https://doi.org/10.1037/apl0000103
https://doi.org/10.1037/apl0000103
https://doi.org/10.1037/0033-2909.97.2.233
https://doi.org/10.1037/0033-2909.97.2.233
https://psycnet.apa.org/doi/10.1037/a0028610
https://psycnet.apa.org/doi/10.1037/a0028610
https://doi.org/10.1002/job.2780

Cuadernos de Administracion :: Universidad del Valle :: Vol. 40 N° 80 :: September - December 2024

Kristof-Brown, A. (1996). Person-organization fit:
An integrative review of its conceptualizations,
measurement, and implications. Personnel
Psychology, 49(1), 1-49. https://doi.
org/10.1111/j.1744-6570.1996.tb01790.x

Langle Flores, M. A., Cabrera, O. M., y Saavedra,
J. S. (2021). Factores predictores del indice de
rotacion de personal: el caso de una empresa
maquiladora en Reynosa. Andlisis econdmico,

36(93), 119-140. https://doi.org/10.24275/uam/
azc/dcsh/ae/2021v36n93/Langle

Lee, T. W., & Mitchell, T. R. (1994). An alternative
approach: The unfolding model of voluntary
employee turnover. Academy of management
review, 19(1), 51-89. https://doi.org/10.5465/
amr.1994.9410122008

Lee, T. W., Mitchell, T. R., Holtom, B. C., McDanelil,
L. S, & Hill, J. W. (1999). The unfolding model
of voluntary turnover: A replication and
extension. Academy of Management Journal,
42(4), 450-462. https://journals.aom.org/doi/
abs/10.5465/257015

Lee, T. W., Hom, P. W,, Eberly, M. B, Li, J. (Jason),
& Mitchell, T. R. (2017). On the next decade
of research in voluntary employee turnover.
Academy of Management Perspectives, 31(3),

201-221. https://doi.org/10.5465/amp.2016.0123

Maertz, C. P., Keith, M. G., Raghuram, S., Porter,
C. M., & Dalton, G. L. (2023). Advancing Theory
and Practice on Managing Dysfunctional
Turnover: Developing an Improved
Measure of Turnover Reasons. Group &
Organization Management, 48(5). https://doi.
org/10.1177/10596011211065880

Maertz Jr., C. P., Johnson, C. D., & Bauer, B. C.
(2024). An inconvenient truth about “bundling”
commitment, engagement, and embeddedness:
Unbundling to extend theory on turnover

motivations and beyond. Organizational
Psychology Review, 14(2). https://doi.

org/10.1177/20413866241245310

March, J. G., & Simon, H. A. (1993). Organizations
(2rded.). Wiley.

Matos, P. D. S., Lopes, M. L., da Silva, F. A. G,
Aires, J. L. V., & Marinho, M. W. S. (2023).
Efeitos da lei 13.467/2017 sobre a rotatividade
do emprego no Brasil. Observatério de la
Economia Latinoamericana, 21(12), 23608-
23628. https://doi.org/10.55905/0elv21n12-009

Mitchell, T. R., Holtom, B. C., Lee, T. W., Sablynski,
C.]J., & Erez, M. (2001). Why people stay: Using
jobembeddednessto predict voluntary turnover.
Academy of Management Journal, 44(6), 1102-
1121. https://doi.org/10.5465/3069391

Mobley, W. H. (1977). Intermediate linkages
in the relationship between job satisfaction
and employee turnover.  Journal of
applied psychology, 62(2), 237. https://doi.
0rg/10.1037/0021-9010.62.2.237

Mobley, W. H., Griffeth, R. W., Hand, H. H., &
Meglino, B. M. (1979). Review and conceptual
analysis of the employee turnover process.
Psychological bulletin, 86(3), 493. https://doi.
org/10.1037/00332909.86.3.493

Moon, K., Bergemann, P., Brown, D., Chen, A., Chu,
J., Eisen, E. A., Fischer, G. M., Loyalka, P., Rho, S,,
& Cohen, J. (2023). Manufacturing productivity
with worker turnover. Management Science,
69(4), 1995-2015. https://doi.org/10.1287/
mnsc.2022.4476

Moon, Y. K., O‘Brien, K. E., & Mann, K. ].
(2023). The role of extraversion in the great
resignation: A  burnout-quitting process
during the pandemic. Personality and
Individual Differences, 205, 112074. https://doi.
0org/10.1016/j.paid.2022.112074

Morrell, K., Loan-Clarke, J., & Wilkinson, A. (2002).
Unweaving leaving: the use of models in the
managementofemployeeturnover.International
Journal of Management Reviews, 3(3), 219-244.

https://doi.org/10.1111/1468-2370.00065

Nyberg, A., & Ployhart, R. (2013). Context-
emergent turnover (CET) theory: A theory of
collective turnover. Academy of Management
Review, 38(1), 109-131. https://doi.org/10.5465/
amr.2011.0201

Oliveira, M. Z., Beria, F. M., & Gomes, W. B.
(2016). Validity evidence for the Turnover
and Attachment Motives Survey (TAMS)
in a Brazilian sample. Paidéia (Ribeirdo
Preto), 26(65), 333-342. https://doi.
org/10.1590/1982-43272665201604

Oliveira, L., & Rocha, J. (2019). Uma anédlise
qualitativa da rotatividade voluntaria de
empregados. Gestdo & Planejamento - G&P,
20. https://doi.org/10.21714/2178-8030gep.
v20.5297

Park, T-Y., & Shaw, J. D. (2013). Turnover rates and
organizational performance: a meta-analysis.
Journal of Applied Psychology, 98(2), 268.
https://doi.org/10.1037/a0030723

Peltokorpi, V., Allen, D. G., & Shipp, A. (2023).
Time to leave? The interaction of temporal focus
and turnover intentions in explaining voluntary
turnover behaviour. Applied Psychology, 72(1),
297-316. https://doi.org/10.1111/apps.12378

Podsakoff, N.P., LePine, J.A., & LePine, M. A. (2007).
Differential = challenge  stressor-hindrance

https://doi.org/10.25100/cdea.v40i80.13757


https://doi.org/10.1111/j.1744-6570.1996.tb01790.x
https://doi.org/10.1111/j.1744-6570.1996.tb01790.x
https://doi.org/10.24275/uam/azc/dcsh/ae/2021v36n93/Langle
https://doi.org/10.24275/uam/azc/dcsh/ae/2021v36n93/Langle
https://doi.org/10.5465/amr.1994.9410122008
https://doi.org/10.5465/amr.1994.9410122008
https://journals.aom.org/doi/abs/10.5465/257015%20
https://journals.aom.org/doi/abs/10.5465/257015%20
https://doi.org/10.5465/amp.2016.0123
https://doi.org/10.1177/10596011211065880
https://doi.org/10.1177/10596011211065880
https://doi.org/10.1177/20413866241245310
https://doi.org/10.1177/20413866241245310
https://doi.org/10.55905/oelv21n12-009
https://doi.org/10.5465/3069391
https://doi.org/10.1037/0021-9010.62.2.237
https://doi.org/10.1037/0021-9010.62.2.237
https://doi.org/10.1037/00332909.86.3.493
https://doi.org/10.1037/00332909.86.3.493
https://doi.org/10.1287/mnsc.2022.4476
https://doi.org/10.1287/mnsc.2022.4476
https://doi.org/10.1016/j.paid.2022.112074
https://doi.org/10.1016/j.paid.2022.112074
https://doi.org/10.1111/1468-2370.00065
https://doi.org/10.5465/amr.2011.0201
https://doi.org/10.5465/amr.2011.0201
https://doi.org/10.1590/1982-43272665201604
https://doi.org/10.1590/1982-43272665201604
https://doi.org/10.21714/2178-8030gep.v20.5297
https://doi.org/10.21714/2178-8030gep.v20.5297
https://doi.org/10.1037/a0030723
https://doi.org/10.1111/apps.12378

14

Wellington dos Santos Fortunato :: Marcello Vinicius Doria Calvosa

stressor relationships with job attitudes,
turnover intentions, turnover, and withdrawal
behavior: a meta-analysis. Journal of Applied
Psychology, 92(2), 438. https://psycnet.apa.org/
buy/2007-03270-012

Porter, L. W., & Steers, R. M. (1973). Organizational,
work, and personal factors in employee turnover
and absenteeism. Psychological Bulletin, 80(2),
151. https://doi.org/10.1037/h0034829

Porter, C. M., & Rigby, J. R. (2021). The turnover
contagion process: An integrative review of
theoretical and empirical research. Journal of
Organizational Behavior, 42(2), 212-228. https://
doi.org/10.1002/job.2483

Price, J. L. (1977). The study of turnover. Iowa
State Press.

Price, J. L., & Mueller, C. W. (1981). A causal
model of turnover for nurses. Academy of
Management Journal, 24(3), 543-565. https://doi.
org/10.5465/255574

Ribeiro, L. G. R. (1943). Do turnover e sua
influéncia na administragao de pessoal. Revista
do Servigo Publico, 3(3), 31-35. https://revista.
enap.gov.br/index.php/RSP/article/view/8611

Rocha Neto, J. M., & Santana, P. C. (2022). Intengao
de rotatividade, motivacdao e identificagao
organizacional: estudo de organizacao
militar. Revista de Carreiras e Pessoas, 12(3),
499-523. https://doi.org/10.23925/recape.
v12i3.53696

Rubenstein, A. L., Eberly, M. B,, Lee, T. W.,, &
Mitchell, T. R. (2018). Surveying the forest: A
meta-analysis, moderator investigation, and
future-oriented discussion of the antecedents
of voluntary employee turnover. Personnel
Psychology, 71(1), 23-65. https://doi.org/10.1111/

peps.12226

Rubenstein, A., Kammeyer-Mueller, J., Wang, M.,
& Thundiyil, T. (2019). “Embedded” at hire?
Predicting the voluntary and involuntary
turnover of new employees. Journal of
Organizational Behavior, 40(3), 342-359. https://
doi.org/10.1002/job.2335

Rubenstein, A. L., Peltokorpi, V., & Allen, D. G.
(2020). Work-home and home-work conflict and
voluntary turnover: A conservation of resources
explanation for contrasting moderation effects
of on-and off-the-job embeddedness. Journal of
Vocational Behavior, 119, 103413. https://doi.
org/10.1016/j.jvb.2020.103413

Rusbult, C. E., & Farrell, D. (1983). A longitudinal
test of the investment model: The impact on job
satisfaction, job commitment, and turnover of
variations in rewards, costs, alternatives, and

investments. Journal ofApplied Psychology, 68(3),
429. https://doi.org/10.1037/0021-9010.68.3.429

Santos, M. 1., & Santos, R. F. (2022). Anélise da
rotatividade de pessoal como um tipo de custo
ocultoemumaempresadosetordevidros.Revista
Ambiente Contabil, 14(2), 338-356. https://doi.
0org/10.21680/2176-9036.2022v14n21D24088

Saraiva, A. M. A. (2023). As politicas de retencao
profissional de docentes na Regiao Nordeste:
implementacao, rotatividade e regularidade.
Educar em Revista, 39, e85942. https://doi.
0rg/10.1590/1984-0411.85942

Seidl, J., Borges-Andrade, ]J. E., & Neiva, E.
R. (2019). Rotatividade: andlise de vinte
anos da producgdo cientifica brasileira.
Revista de Administragcdo FACES Journal,
18(2), 44-64. https://doi.org/10.21714/1984-
6975FACES2019V18N2ART6090

Serenko, A. (2023). The Great Resignation:
the great knowledge exodus or the onset of
the Great Knowledge Revolution? Journal of
Knowledge Management, 27(4). 1042-1055.

https://doi.org/10.1108/JKM-12-2021-0920

Serenko, A. (2024). The human -capital
management perspective on quiet quitting:
recommendations for employees, managers, and
national policymakers. Journal of Knowledge
Management, 28(1). https://doi.org/10.1108/
JKM-10-2022-0792

Shaw, J. D., Delery, J. E., Jenkins Jr., G. D., & Gupta,
N. (1998). An organization-level analysis of
voluntary and involuntary turnover. Academy
of Management Journal, 41(5), 511-525. https://
doi.org/10.2307/256939

Soares, V. G., Alcazar, J. J. P, & Ludena, M. E.
(2022). Analytical Approaches in Human
Resources-A  Systematic Review. JISTEM-
Journal of Information Systems and Technology
Management, 19, €202219014. https://doi.
org/10.4301/S1807-1775202219014

Souza, M. D,, Sant’Anna, A., & Diniz, D. M. (2023).
Organizational support, social support, and
turnover intention in Brazilian IT professionals.
Revista Economia & Gestdo, 23(64), 6-24. https://
doi.org/10.5752/P.1984-6606.2023v23n64p6-24

Staw, B. M. (1980). The consequences of turnover.
Journal of occupational Behaviour, 1(4), 253-273.
https://www.jstor.org/stable/3000143

Steil, A. V., Floriani, E. V., Zilli, M. B., & Rubio,
M. A. (2019). Intencao de sair da organizacao:
definicdes, métodos e citagdes em publicagdes
nacionais. Revista Psicologia Organizagbes
e Trabalho, 19(2), 515-522. http://dx.doi.
org/10.17652/rpot/2019.2.14080

https://doi.org/10.25100/cdea.v40i80.13757


https://doi.org/10.25100/cdea.v37i69.10682 
https://psycnet.apa.org/buy/2007-03270-012
https://psycnet.apa.org/buy/2007-03270-012
https://doi.org/10.1037/h0034829
https://doi.org/10.1002/job.2483
https://doi.org/10.1002/job.2483
https://doi.org/10.5465/255574
https://doi.org/10.5465/255574
https://revista.enap.gov.br/index.php/RSP/article/view/8611
https://revista.enap.gov.br/index.php/RSP/article/view/8611
https://doi.org/10.23925/recape.v12i3.53696
https://doi.org/10.23925/recape.v12i3.53696
https://doi.org/10.1111/peps.12226
https://doi.org/10.1111/peps.12226
https://doi.org/10.1002/job.2335
https://doi.org/10.1002/job.2335
https://doi.org/10.1016/j.jvb.2020.103413
https://doi.org/10.1016/j.jvb.2020.103413
https://doi.org/10.1037/0021-9010.68.3.429
https://doi.org/10.21680/2176-9036.2022v14n2ID24088
https://doi.org/10.21680/2176-9036.2022v14n2ID24088
https://doi.org/10.21714/1984-6975FACES2019V18N2ART6090
https://doi.org/10.21714/1984-6975FACES2019V18N2ART6090
https://doi.org/10.1108/JKM-12-2021-0920
https://doi.org/10.1108/JKM-10-2022-0792
https://doi.org/10.1108/JKM-10-2022-0792
https://doi.org/10.2307/256939
https://doi.org/10.2307/256939
https://doi.org/10.4301/S1807-1775202219014
https://doi.org/10.4301/S1807-1775202219014
https://doi.org/10.5752/P.1984-6606.2023v23n64p6-24
https://doi.org/10.5752/P.1984-6606.2023v23n64p6-24
https://www.jstor.org/stable/3000143
http://dx.doi.org/10.17652/rpot/2019.2.14080
http://dx.doi.org/10.17652/rpot/2019.2.14080

Cuadernos de Administracion :: Universidad del Valle :: Vol. 40 N° 80 :: September - December 2024

Tajfel, H., & Turner, J. C. (2004). The social identity Wikhamn, W., Asplund, K., & Dries, N. (2021).
theory of intergroup behavior. In Political Identification with management and the
psychology (p. 276-293). Psychology Press organisation as key mechanisms in explaining

employee reactions to talent status. Human

Walumbwa, F. O., Hsu, I-C; Wu, C., Misati, E,, Resource Management Journal, 31(4), 956-976.
& Christensen-Salem, A. (2019). Employee https://doi.org/10.1111/1748-8583.12335
service performance and collective turnover:

Examining the influence of initiating structure Yuan, S., Kroon, B., & Kramer, A. (2024). Building
leadership, service climate and meaningfulness. prediction models with grouped data: A case
Human relations, 72(7), 1131-1153. https://doi. study on the prediction of turnover intention.
org/10.1177/0018726718790649 Human Resource Management Journal, 34(1),

20-38. https://doi.org/10.1111/1748-8583.12396

How to cite this paper?
Dos Santos Fortunato, W., Doria Calvosa, M. V. (2024). Perspectives Historical and Contemporary on Employee
Turnover: A Literature Review. Cuadernos de Administracion, 40(80), e4113757.

https://doi.org/10.25100/cdea.v40i80.13757

Cuadernos de Administracionjournal by Universidad del Valleisunderlicence Creative Commons Reconocimiento- 1 5
NoComercial-SinObrasDerivadas 4.0. Based in http://cuadernosdeadministracion.univalle.edu.co St

https://doi.org/10.25100/cdea.v40i80.13757


https://doi.org/10.1177/0018726718790649
https://doi.org/10.1177/0018726718790649
https://doi.org/10.1111/1748-8583.12335
https://doi.org/10.1111/1748-8583.12396
http://cuadernosdeadministracion.univalle.edu.co/

