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Abstract :

Keywords :

Employee turnover has a profound impact on the production and operation of enterprises, and scholars
at home and abroad have conducted in—depth research on this issue for a long time. This article first
reviews the concept of turnover intention proposed by scholars, covering the views of many scholars
at home and abroad. It is found that the definition of turnover intention mainly focuses on the causes,
thinking paths, and behavioral manifestations. It is generally believed that turnover intention is the
idea of employees wanting to leave the organization based on a comprehensive consideration of the
organization and their own situation, and has predictive power. Then, the factors that affect turnover
intention were analyzed, roughly divided into personal factors, organizational factors, and external
factors. Many scholars at home and abroad have studied these factors from different perspectives
and found that each factor has varying degrees of impact on turnover intention. However, there is
currently no unified conclusion on the factors that affect turnover intention, and there are differences
in research scales and methods. Finally, the article provides an outlook on the follow—up research on
turnover intention, pointing out that although foreign research has abundant results, it cannot be directly
applied to China due to differences in systems, cultures, etc. Empirical research in China has industry
limitations, and future research needs to further explore more universal theories and methods to better
address the issue of employee turnover in enterprises.
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