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Abstract: Given the current socio-economic context in which the labor market is set in, if we were to
consider both employment opportunities in specific economic periods and the individual expectations
workers have regarding one’s working conditions, it should be a matter of one’s individual right
of choice to decide whether or not to stay or leave and change companies. The paper we present
before you took into account the phenomenon of churning as a cyclical process. Our main goal
was to understand the main causes leading to it in the context of human resources and, ultimately,
what were the consequences emerging from it. In order to carry out this analysis, we put forward a
conceptual-theoretical model of the phenomenon of churning, made possible through the analysis
of both the currently available literature and the empirical studies and conclusions stemming from
the latter. The aforementioned analysis allowed us to trace all main causes responsible for the origin
of churning and also, to understand how it could be implemented further on, in order to minimize
the costs associated with hiring new personnel and retaining qualified employees by resorting
beforehand to the implementation of strategic measures of human resources retention. By applying
the methodology based on grounded theory, this study allowed us to further contribute to the already
available, yet limited, literature and definition of this multifaceted and greatly complex subject that
is the phenomenon of churning.

Keywords: causes of churning; churning; human resources; human resources retention

1. Introduction

Despite being highly relevant for the field of human resources, the phenomenon of
churning is still a little-explored topic in terms of both theoretical and empirical studies in
Portugal. Although very difficult to define, whether due to its complexity, whether from
the multiplicity of related concepts usually associated with it, the aim of this study was to
contribute to a real broadening of the literature available and to the demystification of such
a concept in the field of human resources.

Taking into consideration the two types of churning there are, being the first one of
voluntary-nature: when it is the employee’s decision to deliberately leave one’s former
contracting-entity and secondly, and by contrast, one of involuntary nature, i.e., when the
decision to rescind all contractual ties celebrated between the two parties is made by the
actual hiring-company [1]; we decided to explore in a more in-depth way the voluntary
churning given its problematic nature, the current reality managers are facing when having
to come up with new strategies seeking to minimize costs the latter encompassed, the
need to hire new personnel, the capital invested and spent on vocational training for new
hires, and the actual impact the aforementioned has on the overall productivity of the
company [2].

Based on the following literary analysis, we decided to choose the following as our
research question:

How useful could the elaboration of a churning operational model become for the
management of human resources?
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On bearing in mind the abovementioned, our main goal was aimed at better under-
standing all main causes leading to churning in human resources and which would be the
best-adopted strategies enabling the company to keep its best, most experienced employees
when faced with such a scenario.

To make it possible to accomplish the latter, we chose to bisect it into:

(a) The analysis between variables leading up to churning,
(b) the analysis of applied retention measures adopted by companies so to keep their

best workers.

As for our adopted methodology, this research was comprised by a theoretical-
conceptual study of qualitative nature that, through its theoretical analysis, aimed to
devise an effective theoretical-conceptual model that would enable a thorough understand-
ing of the relationship between variables leading up to churning in human resources and
by putting forward possible strategies companies could adopt to minimize its impact and
contribute to effective retention of their best workers. Notwithstanding the above, this
also allowed us to elaborate and present before you our own definition for the concept of
churning, taking into consideration the already available literature.

Considering this phenomenon to be a novelty in the field of human resources nation-
wide and taking into consideration the fact that its conceptualization is yet in its earlier
stages, we saw huge unexplored potential there. Ultimately, we hoped that, by focusing
on the above, we would be able to provide a substantial contribution to its development
both theoretically speaking and by showing how effective it could be in an actual real-life
corporate setting.

2. Literary Review
2.1. The Origin of Churning in Human Resources

On account of all the recurrent socio-demographic, cultural, and technological changes
companies were faced with, there was a need to invest into the development and imple-
mentation of new structural strategies that would make it possible for them to keep-up
and thrive in such an exceedingly competitive marketplace [3].

For a company to cement its competitive edge in such a market it becomes crucial for
it to partake in the ongoing, extensive efforts to keep up with major changes happening
in the latter; hence, the need to hire new personnel on a continuous basis. In this process,
organizations must focus on hiring the right people for the right place, considering specific
adjustments in tasks to be performed according to the person’s skills so that they contribute
to the maximization of productivity, increase in efficiency, and the minimization of associ-
ated costs for the company [4]. Stemming from the above arises yet another vital, highly
complex process, i.e., the retention of given workers within the organization [5]. In order
for an organization to successfully retain their key employees, i.e., workers considered as
valuable assets to a company, given the unique set of skills and experiences these bring
to the said company, in turn contributing to its overall development [6], a great amount
of continuous, strenuous work and effort tends to fall upon the array of responsibilities
given to said-company’s human resource team since they are the ones assuring these work-
ers feel motivated, valued, and are being provided with the utmost welcoming working
environment possible to work in [3]. In the absence of concern towards the employees’
well-being, along with efficient strategic measures for the retention of said key workers,
the phenomenon of churning arises, i.e., the manifold of key employees deciding to depart
from their current organization for others, offering a set of better working conditions which
best suit their expectations [7].

Compliant with [8], churning is a notorious concern for organizations, given its
frequent occurrence. When a worker presents their resignation, a set of complications
arises: the need to find appropriate substitutes; the amount of time, effort, and associated
costs implied by the latter; the delay in meeting deadlines, which oftentimes leads to
unsatisfied clients, ultimately translates to huge losses for the said company [9].



Sustainability 2021, 13, 4770 3 of 10

Several authors have described churning as a multi-faceted concept with a multitude
of associated definitions. Nonetheless, and taking into consideration the already available
definitions presented in said literary contributions, we came to see the concept of churning
as the combination of all costs linked to a manifold of voluntary resignations submitted
by key workers in each company. This decision was made to provide a coherent line of
reasoning for our research. The phenomenon of churning was linked to specific economic
cycles occurring at a given time. During severe economic downturns, a decrease in the
incidence rate of churning cases was oftentimes verified, most likely due to the decrease
in job offers within the labor market. Conversely, in periods of economic recovery and
increased availability in job offers, the incidence rate of churning cases arose [6,8,10].
Churning is thus considered to be a process of creative destruction associated with new
economic processes [11]. The economy does not necessarily grow, but it undoubtedly
changes. Along that same line of reasoning, [8] mentioned that churning could present
favorable outcomes for the economy due to an increase in employment rates enabling
employees to find better working conditions.

2.2. Causes of Churning in Human Resources

Studies showed an established relation between churning, the spatial, temporal, and
specific activity sector a company is set in, along with its dimension and relevance within
the labor market [10]. However, based on the available literature, labor conditions were
considered the main driver for the incidence of higher or lower churning occurrences in
each company, linking them with an organization’s positive working environment, attrac-
tive wages, favorable co-working relationships, chances for further training opportunities,
and career progression within each organization [12].

Considering human resources, the main driving force for increased productivity
results within a given organization fell upon them to develop better, more effective methods
that, when put in place, would contribute to the retention of said company’s most highly
skilled employees reassuring the company’s competitive edge within the marketplace, and
consequently helped avoid incidences of the churning phenomenon [3].

During the 1960s and 1970s, significant changes were felt regarding organizational
results stemming from the existing workforce [13]. Said changes were related to improved
working conditions, namely: working environment, job satisfaction, salaries and working
related benefits, recognition, training opportunities, career advancement opportunities,
and professional stability [8].

An individual’s freedom of choice to remain or depart from an organization in the
pursuit of better working conditions [11] urged organizations to draft, improve, and
implement their retention measures, to forecast future resignations, and ultimately act
preventively to avoid the phenomenon of churning from occurring internally [14].

Factors leading to churning could vary greatly from organization to organization and
even in between individuals. Taking the voluntary strain of churning as an example, when
an individual decided it was time to leave and resign from their current job position, this
might be due to a set of positive reasons. An individual was, for example, able to find their
desired working environment, was offered a better salary and/or better working conditions
in relation to the previous ones, a chance for career advancement, and continuous training
opportunities. Conversely, there were times when an individual’s decision to resign was
due to difficult co-working relationships, lack of recognition from their peers and/or
superiors, demotivating assigned tasks, among others [8,15].

The following rendered all main factors that, according to the reviewed literature,
were considered the most relevant and those to have the greatest influence on the rise of
the churning phenomenon. Please see Table 1:
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Table 1. Definitions of organizational concepts responsible for the occurrence of churning.

Definitions References

Working conditions: It is imperative to identify and understand which factors pose an influence on
the worker’s performance in a corporate setting which, in turn, provides companies with the
assurance that they can keep on fostering their competitive edge within the labor market. The

attractiveness of said companies contributes to the worker’s feeling involved in the company and
helps predict that working conditions positively influence the retention of human resources.

[16]

Working environment: A work setting, where employees are incorporated, where they perform their
assigned tasks. The said environment is oftentimes regarded to have a tremendous influence on the
worker’s ability to successfully perform said tasks. The latter is also considered to play a great deal in
the worker’s decision to leave or stay in a company. A desirable working environment is conducive

to retaining employees.

[17]

Salary: A fixed compensation paid regularly for services provided by an employee, considered an
essential factor for the ability to keep an employee in the organization. [18]

Co-working relationships: Bilateral relationships established between colleagues, superiors, and
subordinates. A positive relationship in the workplace is proven to greatly impact the capacity of an

organization to retain its desired workforce.
[19]

Employee’s satisfaction in the workplace: When assured, such satisfaction directly influences the
worker’s performance, motivation, productivity, and/or, conversely, absenteeism, ultimately leading

to one’s desire to leave the organization.
[20]

Probity: A factor directly responsible for influencing someone’s own behavior, character, and desire
for personal and professional development. [21]

Engagement: Defined as an individual’s heartfelt desire to feel and be considered as a constituent
part of the company they currently work in. The aforementioned is characterized by that same

individual’s ability to accept and share a given company’s core values and objectives, to show true
dedication, effort, and the will and want to contribute to said company’s future success, and a true

desire to continue working there.

[20]

Loyalty: Resulting in a worker’s desire to keep working in an organization so that such a company
can later provide positive references of the said worker to other companies. In such settings, loyalty is
described as the behavior adopted by employees towards their hiring entity when the latter is going
through challenging times, and the worker makes the decision to remain and help the company out.

[22]

Notwithstanding the abovementioned leading causes for the occurrence of churn-
ing, [23] also emphasized that factors such as age group, academic background, genre,
sector of activity, among others, also tend to weigh in on an individual’s decision to leave
their current job title. Interestingly, [24] stressed that the decision to remain or leave an
organization could also be linked to several other reasons: work environment, (dis)regard
for gender equality, and salary equity, for personal reasons (such as the case of reallocation
due to family circumstances, maternal/parental leave, medical reasons), and even due to
conflictual relations with managers and/or other colleagues.

2.3. Strategic Measures for the Retention of Human Resources

Considering churning an economy-based process with fluctuations in its incidence
rate depending on specific economic scenarios, the latter tended to influence overall
workflows [10]. Thus, the greater the economic situation in a given setting, the greater
was the tendency of organizations to want to expand their workforce, oftentimes through
stealing from their rival companies’ highly qualified workers. Unfortunately for those,
such causalities resulted in a chain of continuous losses: the time spent in hiring and
training new employees in addition and not to mention the discomfort and distress felt by
employees and clients given the resulting internal structural changes the said casualties
brought to the company [8].

Studies showed annual rates of churning of about 12–15% [8], with added costs
of replacing the said casualties rounding between 70 to 200% of the salary of each key
employee leaving the organization [25].
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As a result of this issue, organizations must develop action plans for the sake of
enabling them to predict possible exits of key employees and act accordingly in ways to
ensure that, by implementing strategic retention measures, these ensure said employees
want to remain in the organization [5].

That is why analyzing the causes of such exits is of utmost importance. Through
interviews, by scanning previous assessments of performance, or even through the analysis
of possible behavioral changes occurring during the time those employees worked there,
companies were able to apply corrective or precautionary measures of retention [8,14]. By
considering churning being a cyclical process directly linked to economic flows [10], the
decision to not resort and/or take advantage of available strategic measures towards the re-
tention of their most valuable employees can, in time, be detrimental for said companies [6].

3. Methodology

This research followed a theoretical approach of qualitative nature contributing to-
wards the attainment of our overall goal: an in-depth analysis of the impact of churning on
a company’s human resources, in addition to the identification of strategies that companies
should adopt to successfully hold back their most experienced employees from wanting
them to quit. With that in mind, in order to accomplish it, we outlined two specific objec-
tives: (a) to analyze the relationship set between all variables that lead to churning and (b)
to analyze all retention measures implemented by companies intended at retaining their
most qualified employees.

We put forward a theoretical-conceptual model aiming at identifying the main causes
leading to churning, as well as which measures contributed to the retention of key employ-
ees within organizations.

As for our chosen method for data collection, we resorted to literary review and analy-
sis of empirical studies’ inferences on the topic of churning in the context of human resources.

The model in Figure 1 was subdivided into three tiers of analysis: the causes of churn-
ing, churning, and, finally, the retention of human resources, thus, enabling a theoretical
evaluation of its multidimensionality that, in part with the results obtained through the
application of the methodology, was based on grounded theory and allowed us to elaborate
and contribute with a new theoretical definition of the concept of churning in the context
of human resources.
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4. Results and Discussion

Considering that working conditions were in this given context the most appointed
cause for the rise of churning [27], as mentioned in the table above, we saw fitting to render
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such a phenomenon a more operational character helping to provide companies with a
set of effective measures that would enable them to successfully keep their most valuable
employees, and avoid all major costs associated with hiring new personnel, consequently
ensuring the companies’ sustainable growth in the future.

Through the mentioned model, it was intended to give relevance to the importance
of the operationalization of human resource churning in organizations so that they can
act through strategic measures of human resource retention in order to minimize the
negative factors in working conditions with the aim of mitigating the problem of human
resource churning.

We put forward a detailed description of the abovementioned model in order to
explain in the clearest possible way what this model encompassed and how the said model
might be conducive in meeting the previously appointed aims of the present work.

The arrows with a straight line represent all variables having a bigger certainty of
impactfulness in this given context (i.e., in causes of churning, churning, and in the retention
of qualified staff), whereas the arrows with a dashed line are indicative of having less of an
impact due to the fact that they are dependent on the strategies adopted aiming at holding
back key workers from leaving the organizations, and the ability these will eventually
have for contributing to diminishing in-house occurrence rates of churning, consequently
fomenting these companies’ competitive edge in the market-place.

As previously mentioned, the adopted model was comprised of 3 levels of analysis.
With regards to the causes of churning, we considered the following as the main causes
directly linked to the worker’s decision to leave and change organizations, once given
the opportunity to do so when offered better working conditions from other competitive
institutions: working environment, wage, relationships established in the workplace,
overall satisfaction, worker’s engagement, and their allegiance to the company. Ultimately,
this negatively impacted the organizations’ own ability to successfully retain their most
qualified employees by choosing not to adopt effective retention measures. Given there still
was a shortage in attempts to put forward the operationalization of churning, significant
amounts of employees resigning from companies resulted in major losses for companies,
given their overall investment in the time spent training these employees and huge financial
burdens for the former [3].

Companies showing legitimate concern for their workers’ overall well-being came as a
result of their broad understanding that by assuring the latter (through the implementation
of preventative-strategic measures), they were, in fact, reassuring their ability to keep
their most valued, most qualified employees, as well as solidifying their competitive edge
within the labor market. As a result, companies that implemented strategic measures for
the retention of their most skilled workers certainly did lower their odds of facing high
incidence rates of in-house churning [8]. However, that could only be accomplished when
actual measures were put into place. Studies showed that companies should reassess their
adopted working conditions and salary policies, which were some of the main reasons
for employees deciding to look for jobs somewhere else. Increasing overall satisfaction
rates in the workplace was shown to directly influence productivity outcomes [20], thus,
fostering feelings of motivation, engagement, and commitment to the organization and the
work performed, consequently reduced absenteeism rates and a desire to leave and change
organizations in the pursuit of better living conditions [22].

For these reasons, considering previously mentioned variables as the main causes for
churning along with the proposed theoretical-conceptual model and through the revision
of both the available literature and empirical studies made on such matters, we concluded
that the work environment component, i.e., the place where workers carry out their
duties, greatly influenced their overall performance, hence, was considered as one of the
most influential factors for wanting to stay or leave organizations. A desirable working
environment was conducive to the retention of employees. We could predict that a bad
working environment negatively influenced the incidence rates of churning.
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Salary: a fixed compensation paid regularly for services provided by an employee,
considered as an essential factor for the ability to keep an employee in the organization. In
this sense, we could argue that low wages negatively influence churning.

Considering positively established work-related relationships was a good way to
boost a good working environment in between the workforce, these also had a great impact
in successfully retaining workers within the organization [19]. Hence, poorly established
working relationships between employees and/or employees and managers did negatively
influence the companies’ rates of churning.

Overall job satisfaction (due to a good working environment and/or due to satisfaction
towards tasks given and performed) made employees want to work harder, be more
productive, and be more involved, eliminating any desire to even consider leaving the
company [28]. That said, we could assume that low satisfactory levels in regard to the job
and tasks performed by employees negatively influenced churning.

Probity: A factor directly responsible for influencing someone’s own behavior, char-
acter, and desire for personal and professional development. In the absence of the said
factor, one was able to clearly see the opposite taking place: employees lacking such
feelings usually ended up wanting to leave organizations [21]. One could argue that
the lack of commitment felt and shown by employees towards a company negatively
influenced churning.

Since an employee’s direct engagement is rooted in the theory of advocating for the
existence of a linkage between one’s feelings of fulfillment towards the role assigned and
tasks performed and their productivity levels, this was concomitant for a company’s overall
productivity outcomes. So, when employees showed a lack of engagement that usually
led to their desire to leave [29,30]. We could also argue that the lack of thereof negatively
influenced churning.

Compliant with [31], the employees’ loyalty towards a company was oftentimes a
matter of an individual’s choice, adopted by those sensing that said company might or is,
in fact, be going through a difficult situation, still choosing to stay in the hopes that the
declining situation might take a turn for the better, or simply because they see no better
employment options at that given time. Having said that, workers who showed loyalty
towards a company they worked for were a result of their overall satisfaction with the
latter, recommending the said institution to others and showing a desire to maintain their
job position there. In this sense, one can say that the lack of an employee’s feelings of
loyalty towards the company they work for had a negative influence on churning.

On the basis of the aforementioned and, considering that churning was related to the
surplus of turnover cases in such context, given the relation set between workers’ voluntary
departures and the costs associated with having to hire new personnel to replace them [32]
being related with the flows of entrances and exits of the workers of the organizations and
the flows of work [10], and that the retention was the capacity that an organization had in
keeping its collaborators in the organization [5], allowed to predict that churning had a
negative impact in the retention of collaborators.

These authors’ reasoning for the results presented above stemmed from the correlation
established between the functions performed, overall feelings of satisfaction and loyalty,
seen as a consequence of the interdependency nature of workers’ salaries, benefits given,
their working conditions, promotion opportunities, career progression, autonomy, and
responsibilities given for tasks performed. Employees performing administrative func-
tions had less favorable labor conditions and lower levels of loyalty, hence higher odds
for wanting to leave organizations. In contrast, employees assigned more technical or
management positions had better working conditions and showed more loyalty towards
the organization they worked for, thus a lower probability of desiring to leave.

5. Conclusions

The work we chose to present before you allowed us to approach themes on the
churning of human resources, making it possible to deepen understandings of this thematic
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and also put forward a viable analysis on its causes and consequences, as well as an
opportunity to personally contribute to the development on this multi-faceted and complex
conceptual phenomenon.

This research sought to answer the following research question: How useful could
the elaboration of a churning operational model become for the management of human
resources? In order to fully and accurately explore the abovementioned, we chose as
our main goal the analysis of how impactful the causes associated with the churning of
human resources were and how to act accordingly to prevent it. For that reason, we had
also chosen to further bisect it into two other objectives: (a) to analyze the relationship
between variables within churning and (b) to analyze which implemented measures of
retention were chosen to put in place by organizations so to successfully retain their most
qualified workers.

Notwithstanding the fact that churning was directly linked to specific economic set-
tings, there were other factors to be considered in regards to its incidence rates, oftentimes
as a result of the nature of relationships established in between the workforce and, to-
wards the organization, for example, dissatisfaction in the workplace, tasks performed,
for financial reasons (poor salaries), a bad working relationship with management, lack of
recognition, etc., could be appointed as some of the factors contributing to the worker’s
decision to leave the company. That had major financial losses for the said companies
hindering their overall productivity levels [33].

Through the analysis of the available literature, we were also able to conclude that
companies that did not apply strategic measures and policies to avoid higher numbers
of churning occurrences ended up facing major financial burdens in the long run, mostly
due to costs associated with hiring new personnel to replace the ones who left. Given how
steadfast the labor markets’ competitiveness is, organizations must develop solid action
plans in order to guarantee the retention of their most valued, highly qualified personnel.

As a result of the analysis made on the empirical studies available, it was possible to
verify how relevant it would be to operationalize such a concept in order to minimize the
costs associated with it. However, for that to happen, it also became clear that organizations
must set forward their own investigation processes allowing for a deep understanding of
what measures should be improved and adapted so as to prevent the latter from happening,
avoiding financial burdens, the loss of qualified workers, and their competitive edge within
the labor market [6].

The scarcity in the literature available on the chosen topic was one of our main
constraints for the elaboration of the present paper. In addition, the preclusion in analyzing
other sets of possible variables related to the said concept by taking into consideration
other methods of research and handling of data was considered as a limitation for further
developments, hampering possible major findings that could make a solid contribution to
the said concept.

Taking into account the aforementioned, we found it fitting to propose for future
considerations the possibility to further develop this research by taking into account not
only the application of empirical data already available but also taking into consideration a
statistical analysis, which would enable us to verify the impact each variable may have
for the said phenomenon, for example, by doing a quantitative analysis using parametric
or non-parametric tests to confirm or exclude hypotheses [34,35], applying factor analysis
to analyze the degree of reliability, the adequacy of the measurement variables and the
unidimensionality of each of the variables [36,37], or by applying structural equations to
analyze the latent variables and their causal interrelationships [38], as well as the relevancy
in operationalizing the phenomenon of churning in human resources.



Sustainability 2021, 13, 4770 9 of 10

Author Contributions: Conceptualization, O.A.C.P. and P.M.A.R.C.; methodology, O.A.C.P. and
P.M.A.R.C.; validation, O.A.C.P. and P.M.A.R.C.; formal analysis, O.A.C.P. and P.M.A.R.C.; in-
vestigation, O.A.C.P. and P.M.A.R.C.; resources, O.A.C.P. and P.M.A.R.C.; writing—original draft
preparation, O.A.C.P.; writing—review and editing, O.A.C.P. and P.M.A.R.C.; visualization O.A.C.P.
and P.M.A.R.C.; supervision, P.M.A.R.C.; project administration, P.M.A.R.C.; funding acquisition,
P.M.A.R.C. All authors have read and agreed to the published version of the manuscript.

Funding: This work was supported by Portuguese national funds through FCT—Fundação para a
Ciência e a Tecnologia, under project UIDP/00713/2020.

Institutional Review Board Statement: Not applicable.

Informed Consent Statement: Not applicable.

Data Availability Statement: Not applicable.

Conflicts of Interest: The authors declare no conflict of interest.

References
1. Cappelli, P.; Neumark, D. External churning and internal flexibility: Evidence on the functional flexibility and core-periphery

hypotheses. Ind. Relat. 2004, 43, 148–182. [CrossRef]
2. Dolatabadi, S.H.; Keynia, F. Designing of customer and employee churn prediction model based on data mining method and

neural predictor. In Proceedings of the 2nd International Conference on Computer and Communication Systems, Krakow, Poland,
11–14 July 2017; pp. 1–4. [CrossRef]

3. Moreira, G.; Oliveira, M.; Lopes, A.; Pantoja, M. Concepção de suporte organizacional e intenção de rotatividade com base na
literatura. Soc. Cult. 2018, 21, 219–231. [CrossRef]

4. Zhao, D.; Li, J.; Tan, Y.; Yang, K.; Ge, B.; Dou, Y. Optimization adjustment of human resources based on dynamic heterogeneous
network. Physica A 2018, 503, 45–57. [CrossRef]

5. Steil, A.; Penha, M.; Bonilla, M. Antecedentes da retenção de pessoas em organizações: Uma revisão de literatura. Rev. Psicol.
Organ. Trab. 2016, 16, 88–102. [CrossRef]

6. Hudson, C. Churning in the human services: Nefarious practice or policy of “Creative Destruction”? N. Engl. J. Public Policy 2015,
27, 1–11.

7. Kamalaveni, M.; Ramesh, S.; Vetrivel, T. A review of literature on employee retention. Int. J. Innov. Res. Manag. Stud. (IJIRMS)
2019, 4, 1–10.

8. Saradhi, V.; Palshikar, G. Employee churn prediction. Expert Syst. Appl. 2010, 38. [CrossRef]
9. Alamsyah, A.; Salma, N. A comparative study of employee churn prediction model. In Proceedings of the 4th International

Conference on Science and Technology (ISCST), Yogyakarta, Indonesia, 7–8 August 2018; pp. 1–4.
10. Burgess, S.; Lane, J.; Stevens, D. Job flows, worker flows, and churning. J. Labor Econ. 2000, 18, 473–502. [CrossRef]
11. Schumpeter, J. Capitalism, Socialism and Democracy, 5th ed.; George Allen & Unwin (Publishers) LDA: Wales, Australia, 1976.
12. Correia, P.; Bilhim, J. O impacto dos sistemas de avaliação na satisfação dos colaboradores: O caso dos serviços do Ministério da

Justiça. Rev. Direito Const. Int. 2019, 112, 1–16.
13. Horwitz, M.; Heng, T.; Quazi, A. Finders, keepers? Attracting, motivating and retaining knowledge workers. Hum. Resour.

Manag. J. 2003, 13, 23–44. [CrossRef]
14. Pitts, D.; Marvel, J.; Fernandez, S. So hard to say goodbye? Turnover intention among US Federal employees. Public Adm. Rev.

2011, 71, 751–760. [CrossRef]
15. Alkhawaja, A. Leadership Style and Employee Turnover a Mythical Relationship or Reality? M.A. in Leadership Studies: Capstone project

Papers; Digital USD: San Diego, CA, USA, 2017; p. 16.
16. Correia, P. O Impacto do Sistema Integrado de Gestão e Avaliação do Desempenho da Administração Pública (SIADAP) na Satisfação dos

Colaboradores: O Caso dos Serviços do Ministério da Justiça em Portugal; Tese de Doutoramento; Instituto Superior de Ciências Sociais e
Políticas da Universidade Técnica de Lisboa: ISCSP/UTL: Lisbon, Portugal, 2012.

17. Rahimic, Z.; Resic, E.; Kozo, A. Determining the level of management competences in the process of employee motivation.
Procedia-Soc. Behav. Sci. 2012, 41, 535–543. [CrossRef]

18. Correia, P. Igualdade de género no Ministério da Justiça em Portugal: Evidências estatísticas de igualdade homem-mulher na
lealdade laboral. Direitos Fundam. Justiça 2013, 23, 121–130. [CrossRef]

19. Ilmakunnas, P.; Maliranta, M. Worker Inflow, Outflow, and Churning. Appl. Econ. 2005, 37, 1115–1133. [CrossRef]
20. Yigit, I.; Shourabizadeh, H. An Approach for Predicting Employee Churn by Using Data Mining. In Proceedings of the Arti-ficial

Intelligence and Data Processing Symposium International (IDAP), Malatya, Turkey, 16–17 September 2017; pp. 1–4.
21. Sisodia, D.; Vishwakarma, S.; Pujahari, A. Evaluation of machine learning models for employee churn prediction. In Proceedings

of the International Conference on Inventive Computing and Informatics (ICICI), Coimbatore, India, 23–24 No-vember 2017;
pp. 1016–1020. [CrossRef]

http://doi.org/10.1111/j.0019-8676.2004.00322.x
http://doi.org/10.1109/CCOMS.2017.8075270
http://doi.org/10.5216/sec.v21i1.54932
http://doi.org/10.1016/j.physa.2018.02.168
http://doi.org/10.17652/rpot/2016.1.542
http://doi.org/10.1016/j.eswa.2010.07.134
http://doi.org/10.1086/209967
http://doi.org/10.1111/j.1748-8583.2003.tb00103.x
http://doi.org/10.1111/j.1540-6210.2011.02414.x
http://doi.org/10.1016/j.sbspro.2012.04.066
http://doi.org/10.30899/dfj.v7i23.265
http://doi.org/10.1080/00036840500109621
http://doi.org/10.1109/ICICI.2017.8365293


Sustainability 2021, 13, 4770 10 of 10

22. Siqueira, M.; Gomide, J. Vínculos do indivíduo com a organização e com o trabalho. In Psicologia, Organizações e Trabalho no Brasil;
Artmed: Porto Alegre, Brasil, 2004; pp. 300–328.

23. Burgess, S.; Lane, J.; Stevens, D. Churning dynamics: An analysis of hires and separations at the employer level. Labour Econ.
2001, 8, 1–14. [CrossRef]

24. Fielder, M.; Moor, K. Users on the move: On relationships between QoE ratings, data volumes and intentions to churn. In
Proceedings of the 42nd Conference on Local Computer Networks Workshops, Singapore, 9 October 2017; pp. 1–7. [CrossRef]

25. Kaye, B.; Evans, S. Retaining key employees. Public Manag. 2001, 1, 6–11.
26. Akutsu, L. Governança Judicial: Construção e Validação de Modelo Teórico-Metodológico; Tese de Doutoramento; Faculdade de

Economia, Administração, Contabilidade e Ciência da Informação e Documentação: Brasília, Brazil, 2014.
27. Kerr, A. Job Flows, Worker Flows and Churning in South Africa. S. Afr. J. Econ 2018, 86, 141–166. [CrossRef]
28. Hatane, S. Employee Satisfaction and Performance as Intervening Variables of Financial Performance. Procedia-Soc. Behav. Sci.

2015, 211, 619–628. [CrossRef]
29. Katz, D.; Kahn, R. The Social Psychology of Organizations; Wiley: New York, NY, USA, 1966.
30. Bedarkar, M.; Pandita, D. A Study on the Drivers of Employee Engagement Impacting Employee Performance. Procedia-Soc.

Behav. Sci. 2013, 133, 106–115. [CrossRef]
31. Correia, P.; Jesus, I. Work Loyalty versus Position Held at the Portuguese Ministry of Justice: Statistical evidence of equality? Rev.

Direito Const. Int. 2018, 26, 292–309.
32. Orellano, V.; Mattos, E.; Pazello, E. A Substituição de Trabalhadores como Instrumentos para Redução de Gastos com Salários:

Evidências para a indústria paulista. Rev. Bras. Econ. 2009, 63, 135–152. [CrossRef]
33. Silva, M.; Carvalho, J.; Dias, A. Determinants of Employee Retention: A Study of Reality in Brazil; IGI Global: Hershey, PA, USA, 2019;

pp. 44–56. [CrossRef]
34. Correia, P.; Catarino, J. Ingresso Bruto Tributable del IVA: Evidência de la costa portuguesa. Rev. CLAD Reforma Democr. 2016, 64,

225–246.
35. Correia, P.; Mendes, I.; Pereira, S.; Subtil, I. The Combat Against COVID-19 in Portugal: How state measures and data availability

reinforce some organizational values and contribute to the sustainability of the national health system. Sustainability 2020, 12, 7513.
[CrossRef]

36. Correia, P.; Dias, M.; Gonçalves, D.; Novais, Z.; Pereira, S. Processos Especiais de Revitalização: Mais um contributo empírico
sobre os resultados da experiência da troika no ministério da justiça portugês. Lex Hum. 2018, 10, 123–146.

37. Correia, P.; Mendes, I.; Freire, A. La Importancia de los Valores Organizacionales en la Administratión Pública: Un studio de
caso basado en la percepción de los trabajadores de una instituición de enseñanza superior. Rev. CLAD Reforma Democr. 2019, 73,
227–258.

38. Correia, P.; Mendes, I.; Pereira, S.; Subtil, I. The Combat Against COVID-19 in Portugal, Part II: How governance reinforces some
organizational values and contributes to the sustainability of crisis management. Sustainability 2020, 12, 8715. [CrossRef]

http://doi.org/10.1016/S0927-5371(00)00027-0
http://doi.org/10.1109/LCN.Workshops.2017.70
http://doi.org/10.1111/saje.12168
http://doi.org/10.1016/j.sbspro.2015.11.081
http://doi.org/10.1016/j.sbspro.2014.04.174
http://doi.org/10.1590/S0034-71402009000200005
http://doi.org/10.4018/978-1-5225-7888-8.ch004
http://doi.org/10.3390/su12187513
http://doi.org/10.3390/su12208715

	Introduction 
	Literary Review 
	The Origin of Churning in Human Resources 
	Causes of Churning in Human Resources 
	Strategic Measures for the Retention of Human Resources 

	Methodology 
	Results and Discussion 
	Conclusions 
	References

