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In today's workplaces, employee turnover rates are increasing. Modern 
organizations face many challenges because of the rising rates of voluntary 
turnover. In Malaysia, a developing nation, the manufacturing industry needs 
efficient growth, making a strong workforce essential. Recently, the 
manufacturing sector in Malaysia has seen the highest voluntary turnover 
rates among all industries in the country. This study aims to explore the link 
between job satisfaction and voluntary turnover intentions and to analyze 
the factors that affect this relationship. A unique aspect of this study is the 
use of the Preferred Reporting Items for Systematic Review and Meta-
Analysis (PRISMA) methodology to collect and evaluate research on 
voluntary turnover intention and job satisfaction. The study finds that job 
satisfaction significantly influences the likelihood of voluntarily leaving a 
current job. 
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1. Introduction 

*There has been an increase in the rate of 
employee turnover in today's workplace. Employee 
turnover can be broken down into two categories: 
voluntary turnover and involuntary turnover on the 
job. Involuntary turnover occurs when employees 
are terminated or laid off by their employers, 
whereas voluntary turnover occurs when individuals 
decide to leave their jobs on their own accord (An, 
2019).  

The term "voluntary turnover" refers to those 
instances in which an employee decides to stop 
working voluntarily. External factors such as 
intelligence, attitudes, past history, gender, interests, 
age, and length of work are some of the factors that 
influence employee turnover (Chiat and Panatik, 
2019). Other factors that influence turnover include 
age, gender, and interests. It has been found that job 
satisfaction and organizational commitment are 
related to employee turnover (Skelton et al., 2020).  

According to Malek et al. (2018), turnover refers 
to the process by which employees leave an 
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organization, at which point they are required to be 
replaced immediately. This is one of the most 
significant losses that a company will suffer when a 
large number of employees leave the company, 
particularly those employees who are candidates for 
employment.  Over the course of the past few years, 
Malaysia's attrition rate, also known as voluntary 
turnover, has been constantly making progress. 
According to statistics provided by AON Hewitt, the 
attrition rate, also known as the voluntary turnover 
rate, in Malaysia's various industries rose from 9.5% 
in 2015 to 13% in 2017.  

According to the 2021 Employee Movement and 
Retention Report (employmenthero.com), 61% of 
Malaysian workers plan to change jobs within the 
next 12 months. Organizations are facing significant 
challenges due to the increased rate of voluntary 
turnover, which has become a major concern 
globally. The manufacturing industry in Malaysia is 
crucial to the country's economy, and employees are 
among the most valuable assets in any business, 
especially in today's competitive market (Yeoh and 
Ibrahim, 2020). When businesses need to rehire, 
they incur additional costs such as advertising, 
retraining, and supervisory time. Turnover has been 
a persistent issue for Malaysian manufacturing 
companies and has become a serious problem for 
nearly all Human Resource Departments in these 
industries (Yeoh and Ibrahim, 2020). Studies have 
shown that higher turnover rates can threaten both 
personnel and financial performance (Chan et al., 
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2017). Given the importance of employees to the 
industry, addressing turnover intention is essential. 

2. Literature review 

According to Belete (2018), the term "employee 
turnover intention" refers to the likelihood that an 
employee will leave the position that they are 
currently holding. The term "turnover intention" 
typically refers to the intention of employees to leave 
their jobs voluntarily, whereas the intention of 
employees to leave their jobs involuntarily will not 
be given priority in this study. This is due to the fact 
that employees do not initiate involuntary turnover.  

A significant amount of research has been done in 
the past to investigate the connection between being 
happy in one's job and the desire to quit one's job 
voluntarily. The vast majority of academics are of the 
opinion that job satisfaction and intention to leave 
are contrary to one another and that job satisfaction 
and intention to leave are incompatible with one 
another. To put it another way, a low level of job 
satisfaction is a precursor to an increased likelihood 
of leaving the company. Furthermore, according to 
DiPietro et al. (2020), researchers believe that low 
levels of job satisfaction among employees in an 
organization lead to increased rates of employee 
turnover, absenteeism, and a lack of commitment. 

Job satisfaction refers to a positive and enjoyable 
emotional state that persists regardless of an 
employee's experiences in the workplace. According 
to Shafique et al. (2018), supervision is an essential 
factor in determining employee performance and 
perceptions of the company. This is true regardless 
of individuals' personal characteristics or the design 
of their jobs. Furthermore, it is asserted that 
employees who are content with their jobs carry out 
their duties more effectively and are more likely to 
wish to remain with the organization. According to 
Nguyen et al.'s research from 2020, a contented 
worker is one who strives to improve the outcomes 
associated with their work. A recent study by Tang et 
al. (2024) found that high levels of life satisfaction 
boost intrinsic motivation and an overall positive 
outlook. 

The following research questions, to which a 
response will be provided, will be the researcher's 
primary emphasis in order to comprehend the trend 
of study on voluntary turnover intention, job 
characteristics, and job satisfaction: 

 
1. What is the main purpose of the studies? 
2. What are the main methods used in employee 

engagement studies? 
3. Which nations are involved in the studies? 
4. In what year was the article released? 

3. Methodology 

The Preferred Reporting Items for Systematic 
Review and Meta-Analysis (PRISMA) process is used 
in this research method to collect and evaluate 
research on topics related to voluntary turnover 

intention and job satisfaction (Paul and Criado, 
2020). This approach is known as a systematic 
literature review approach. Ebscohost and Google 
Scholar, two online databases, were used to find the 
literature.  By using the PRISMA 2020 Flow Diagram 
for the Systematic Review, the current researcher 
searches databases using all the variables from the 
current study in pairs, namely job satisfaction and 
voluntary turnover intention. 

The domain-based structured review focuses on 
examining what has been achieved and what is still 
lacking in recent studies from 2017 to 2022 
regarding the direct relationship between job 
satisfaction and voluntary turnover. Additionally, the 
review includes only published journal articles and 
dissertations, excluding conference papers, to ensure 
that the information sources are from reputable 
journals and universities. The complete strategy 
process is shown in Fig. 1. 
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Fig. 1: Diagram of the article selection process using 

PRISMA 

3.1. Job satisfaction and voluntary turnover 
intention 

Fig. 1 shows that during the records screening 
process, 148 out of 269 records were excluded 
because they were not available in Portable 
Document Format (PDF). Additionally, three reports 
could not be retrieved in full text. Prior to screening, 
all non-English papers were excluded. In the final 
step of screening, the full-text reports were assessed 
for eligibility based on the systematic table criteria. 
Reports were excluded for various reasons: 28 were 
not relevant to the current topic, 23 lacked 
limitations or recommendations for further research, 
and 38 had no practical or theoretical implications. 
Ultimately, 28 reports were selected for systematic 
review, consisting of 2 reports from 2017, 9 from 
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2018, 4 from 2019, 6 from 2020, 2 from 2021, and 5 
from 2022. 

4. Results and discussion 

The selected studies examine the relationship 
between job characteristics, job satisfaction, and 
voluntary turnover intentions. The following section 
will use these articles to address the research 
questions. 

4.1. What is the main purpose of the studies? 

A total of 28 carefully chosen studies examining 
the link between job satisfaction and voluntary 
turnover were categorized into seven groups based 
on their factors: organizational commitment, work-
life balance, performance, engagement at work, and 
turnover intention. Out of the 28 studies, 29% of 
selected studies are associated with work stress (Lu 
et al., 2017; Hakim and Sudarmiatin, 2018; 
Simangunsong and Maryam, 2018; Prasada and 
Sawitri, 2019; Djatmiko et al., 2019; Li et al., 2021; 
Wulansari et al., 2021). 29% of selected studies are 
associated with turnover intention (Larkin-Perkins, 
2017; De Simone et al., 2018; Pekdemir et al., 2018; 
Edwards-Dandridge et al., 2020; Nemțeanu and 
Dabija, 2020; Nnah, 2020; Sulistiyono and Aima, 
2020; Du Plessis and De Beer, 2022). 18% of selected 
studies are associated with work-life conflict (Lu et 
al., 2017; Jabeen et al., 2018; Kumara and Fasana, 
2018; Al Musadieq, 2020; Fu et al., 2020). 11% of 
selected studies are associated with work 
engagement (Zhang et al., 2018; Park and Johnson, 
2019; Lahat and Marthanti, 2021). 7% of selected 
studies are associated with organizational 
commitment (Astiti and Surya, 2020). 3% of selected 
studies are associated with the work environment 
(Purwanti and Indradewa, 2022). 3% of selected 
studies are associated with performance (Shu et al., 
2018). 

Based on the findings of the PRISMA systematic 
review examining the relationship between job 
satisfaction and voluntary turnover, it is evident that 
a significant proportion of the reviewed papers were 
associated with work stress and work-life conflict. 
These results highlight the multifaceted nature of 

factors influencing job satisfaction and voluntary 
turnover in the workplace. Prioritize employee well-
being and implement measures to identify and 
address factors contributing to job dissatisfaction 
and turnover intention, thereby promoting employee 
retention and organizational success. 

4.2. What are the main methods used in 
employee engagement studies? 

Based on the findings from all 28 studies, it is 
apparent that quantitative research methods were 
uniformly employed to investigate a range of 
theories concerning beliefs, characteristics, thoughts, 
behaviors, variable relationships, and social 
variables. These studies utilized surveys with 
questionnaires based on research variables, which 
were transformed into measurements and indices to 
formulate the survey questions. This approach 
allowed researchers to collect data from specific 
populations and examine various psychological 
phenomena in both past and present contexts. 

In conclusion, the consistent use of quantitative 
research methods across these studies underscores 
the importance of empirically examining the 
relationships between different variables and 
understanding the complexities of human behavior 
within specific populations. This approach facilitates 
the collection of robust data that contributes to 
advancing knowledge in the field of psychology and 
informs strategies for addressing various social and 
behavioral challenges. 

4.3. Which nations are involved in the studies? 

Fig. 2, a bar chart, shows the number of reports 
by countries or regions from 2017 to 2022, based on 
data extracted from Google Scholar and Ebscohost 
databases. The current researcher reviewed 28 
reports on job satisfaction and voluntary turnover 
intentions conducted in 11 countries. The 
breakdown of reports is as follows: 1 from Sri Lanka, 
1 from Turkey, 5 from the United States, 1 from 
India, 10 from Indonesia, 1 from Romania, 1 from 
South Africa, 5 from China, 1 from the United Arab 
Emirates, 1 from Pakistan, 1 from Portugal, and 2 
from Italy.  

 

 
Fig. 2: Number of reports by countries or regions from 2017 to 2022 
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According to the PRISMA systematic review, no 
papers on the subject had been published in 
Malaysia. Consequently, future researchers should 
focus on conducting more studies aimed at 
enhancing job satisfaction to mitigate voluntary 
turnover intention. This is crucial as voluntary 
turnover intention continues to pose significant 
challenges in Malaysian workplaces, necessitating 
further investigation and intervention. 

4.4. In what year was the article released? 

Fig. 3 shows that a total of 28 reports were 
systematically reviewed. The breakdown by year of 
publication is as follows: 2 reports in 2017, 9 reports 
in 2018, 4 reports in 2019, 6 reports in 2020, 2 
reports in 2021, and 5 reports in 2022. 

 

 
Fig. 3: Year of reports released from 2017 to 2022 

 
Out of the 28 articles, most were published in 

2018 (39%), followed by 2020 (26%). This indicates 
that the issues of voluntary turnover intention and 
job satisfaction were of significant concern during 
2018-2020. Given the limited number of papers 
published on this topic after 2020, it is crucial for 
future researchers to explore strategies to improve 
job satisfaction and reduce voluntary turnover 
intention. Addressing this issue is vital due to the 
ongoing challenges it presents in modern 
workplaces. Therefore, further research is needed to 
find and implement effective measures to create a 
more sustainable and productive work environment. 

4.5. Finding of the studies 

A quantitative survey of 163 people was 
conducted in India in 2018 to address a research 
gap. The study examined job satisfaction 
characteristics and their effects on job performance 
and turnover intention, using SPSS 20 and AMOS for 
analysis. The findings showed that job satisfaction 
significantly influenced plans to leave the company 
(p<0.001). In another quantitative study from 
Indonesia, 82 nurses were surveyed. This study 
looked at organizational commitment as a mediator 
between work motivation, job satisfaction, and 
turnover intention among nurses at South Kuta 
Private Hospital. It found a significant link between 
job satisfaction and turnover intention (Astiti and 
Surya, 2020). 

Romanian researchers conducted a 766-person 
quantitative survey in 2020. The study highlighted 

how workaholism and work engagement affect job 
satisfaction and turnover intention. The study used 
AMOS analysis. Study results show a significant 
unfavorable association between job satisfaction and 
turnover intention (p<0.001) (Nemțeanu and Dabija, 
2020). US researchers conducted a 2017 quantitative 
investigation with 153 participants. The study used 
SPSS for multiple linear regression analysis. The 
study examined whether intrinsic and extrinsic job 
satisfaction predicted retail sales personnel' 
voluntary turnover intentions (Larkin-Perkins, 
2017). The study found that internal and external job 
satisfaction can predict employee turnover. 

In 2020, 150 Indonesian employees participated 
in a quantitative study. The study found a strong link 
between job satisfaction and the desire to leave one's 
job. Al Musadieq's (2020) study examined how job 
conflict, participation, and family work conflict affect 
turnover intentions. The survey also investigated 
work satisfaction and career change intentions. A 
2018 Indonesian quantitative study with 121 
participants examined the links between working 
stress, job satisfaction, organizational climate, and 
Mayapada Hospital nurses' desire to resign abruptly. 
Simangunsong and Maryam (2018) found a positive 
association between job satisfaction and the desire 
to leave, with a t-value of 5.83, over the crucial value 
of 1.96. Using structural equation modeling (SEM), 
the study found a positive association. 

A 332-person quantitative research was done in 
South Africa in 2022. The study examined the links 
between job happiness, employee voice, quiet, 
turnover intention, and work-related rumination 
(affective, problem-solving, and detachment). The 
study investigated if these factors are related. In 
Mplus 8.4 CFA analysis, all dimensions except 
emotional rumination, employee voice, and work 
satisfaction exhibited significant associations. Du 
Plessis and De Beer (2022) found a significant 
inverse association between work satisfaction and 
the likelihood of leaving one's current position 
(p<0.001). 

A 2022 quantitative study in China used the 
PROCESS macro for SPSS and AMOS to analyze 505 
individuals. The study examined the direct and 
indirect effects of work-family conflict on turnover 
intention. The mediating factors of psychological 
contract and job satisfaction were considered. Li et 
al. (2021) found that job satisfaction decreased the 
intention to leave. In 2019, 155 US registered nurses 
participated in a quantitative survey. The study 
examined whether hospital work engagement and 
job satisfaction predicted RN turnover. Edwards-
Dandridge et al. (2020) found a substantial link 
between turnover intention and work satisfaction. 
Multiple linear regression showed a statistically 
significant link. 

A 275-person Indonesian quantitative survey was 
conducted in 2022. The study used SEM-PLS for 
analysis. The study examined how work 
environment and culture affect turnover intention, 
utilizing job satisfaction as an intermediate. Bekasi's 
privately owned type B hospital hosted the research. 
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(Purwanti and Indradewa, 2022) Job satisfaction 
was correlated with relocation with a p-value of 
0.048.  It used SPSS 20.0 and AMOS 21.0 for analysis 
in China in 2018. The article sampled 121 people. 
The study found a strong association (b=0.082, 
p<0.001) between work satisfaction and the 
likelihood of resigning. Shu et al. (2018) showed that 
job happiness had a smaller effect on work 
performance for family members than for non-family 
members. 

A 2022 Indonesian quantitative study using 
SmartPLS found that work happiness does not affect 
the propensity to resign. Wulansari et al. (2021) 
analyzed an Indonesian Big Four PAF auditor's 
intention to resign. The study examined how 
excessive workload, work stress, and job satisfaction 
affect this purpose. A 100-person quantitative 
survey was conducted in Indonesia in 2018. The 
study examined how work-related stress affects 
resignation from a privately owned hotel in 
Karawang, West Java. The study used bootstrap-
confidence mediation analysis. Direct testing shows 
a substantial and direct relationship between the 
two variables (0.151 0.264). Hakim and Sudarmiatin 
(2018) discovered that PT Infomedia Solusi 
Humanika-Malang employees' intention to depart is 
positively correlated with job satisfaction. This is 
due to organizational dedication. 

A 2018 quantitative study in the UAE evaluated 
the association between quality of work life (QoWL), 
job satisfaction, and turnover intention among 
Emirati women in public sector companies. The 
analysis used partial least squares SEM. The survey 
sampled 323 people. Jabeen et al. (2018) found a 
strong link between work satisfaction and turnover. 
It confirmed the adverse relationship between work 
satisfaction and turnover. A 317-person Indonesian 
quantitative study was conducted in 2020. The study 
examined how career progression, remuneration, 
and job satisfaction affect the intention to leave the 
profession. The study examined AJB Bumiputera 
1912 headquarters workers. Job satisfaction 
negatively affected employees' propensity to leave 
the company, according to SmartPLS (Partial Least 
Squares) analysis (Sulistiyono and Aima, 2020). 

The study examined work satisfaction and 
turnover intention using SEM and PLS. The study 
showed a t-statistic of 11.546 and a -0.795 original 
sample value. These data show that job satisfaction 
significantly reduces turnover intention (Prasada 
and Sawitri, 2019). This is the result of a 2019 
Indonesian quantitative study with 150 participants. 
The study examined and predicted how work stress, 
leadership quality, work motivation, organizational 
culture, and job satisfaction affect job quitting. 

In 2017, 3563 people participated in a 
quantitative study in China. Job satisfaction, work 
stress, work-family conflict, and turnover intention 
among Guangdong physicians were examined in the 
study. Additionally, it tried to discover elements of 
turnover intention in this group. Lu et al. (2017) 
discovered that work satisfaction directly affected 
turnover intention. Analysis used SEM. A 

quantitative study in China in 2021 developed and 
tested a moderated mediation model of work stress, 
job satisfaction, and turnover intention with 506 
participants. The article found a significant 
association between job satisfaction and turnover 
intention (β = -0.57, p < 0.001) (Li et al., 2021). The 
study used structural equation modeling. 

A 2019 quantitative study in Indonesia used 
Bootstrapping and PROCESS Macro for SPSS. The 
study sampled 100 people. The study examined how 
work-related stress affects job satisfaction and 
intention to leave. A luxury hotel in Karawang, West 
Java, hosted the research. According to Prasetio et al. 
(2019), work satisfaction negatively correlated with 
the intention to leave one's current employment (p-
value = 0.000). A 269-person quantitative survey 
was done in Pakistan in 2022. The study examined 
how perceived work stress affects turnover intention 
and job satisfaction. The study also examined how 
work satisfaction affects perceived work stress and 
turnover intention. The 2022 article found a negative 
relationship between work satisfaction and 
turnover. 

In 2020, 82 people will participate in a US 
quantitative study. Nurses' impressions of their 
work environment, managerial support, 
development prospects, and inclinations to resign 
are examined in the study. Employees' intrinsic and 
extrinsic work satisfaction and inclinations to leave 
were examined using multiple linear regression 
analysis. Employee intentions to depart were 
substantially predicted by intrinsic and extrinsic 
work satisfaction (Nnah, 2020). In 2018, Italy did a 
quantitative study with 194 nurses and 181 patients. 
Job satisfaction correlated positively with patient 
satisfaction (De Simone et al., 2018). The study 
examined how self-efficacy, agentic skills, job 
satisfaction, and work engagement affect nurses' 
intention to quit the hospital. The study also 
examined patient satisfaction and the relationships 
between these factors. 

A 2019 quantitative study in the US examined job 
satisfaction, work engagement, and turnover 
intention among health science instructors. The 
study involved 249 participants and used methods 
such as correlations, reliability, construct validity, 
and hierarchical multiple regression. It found that 
intrinsic and extrinsic job satisfaction explained 
39.6% of the variance (Park and Johnson, 2019). 
Similarly, a 2021 Indonesian quantitative study with 
100 participants explored how work engagement, 
workplace stress, and job satisfaction affect turnover 
intention, with job satisfaction acting as an 
intervening variable. The study revealed that job 
satisfaction significantly influences turnover 
intentions, as indicated by a p-value of 0.000, which 
is below the 0.05 threshold (Lahat and Marthanti, 
2021). The 2018 article shows China's quantitative 
study results. The 2426-person study examined how 
professional identity, job happiness, and work 
engagement affect township health inspector 
turnover intention. The article also examined how 
job satisfaction and work engagement mediate 
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professional identity and turnover intention among 
Chinese township health inspectors. Zhang et al. 
(2018) found significant study results (p < 0.001). 

5. Conclusion 

Out of the above 28 research studies, 27 of them 
proved that there is a significant direct relationship 
between work engagement and job satisfaction, 
indicating the higher the job satisfaction, the lower 
the voluntary turnover intention. These findings 
proposed that job satisfaction is significantly 
correlated with voluntary turnover intention. 

After analyzing other published papers using the 
PRISMA method, it was found that there exists a 
noteworthy correlation between job satisfaction and 
voluntary turnover. Thus, the primary objective of 
this paper has been achieved. It has been observed 
that manufacturing employees with high-quality job 
satisfaction tend to have lower intentions of 
voluntary turnover. Studies indicate that employees 
with favorable job satisfaction exhibit higher levels 
of organizational commitment and a decreased 
likelihood of quitting their jobs. When employees 
perceive their job as challenging, offering growth 
opportunities, and providing autonomy and control, 
they are more inclined to be actively engaged and 
experience a sense of fulfillment in their work 
(Nikolova et al., 2019). 

5.1. Limitations and further study 

This systematic study has certain limitations that 
need to be addressed in future research. The findings 
suggest the necessity of a larger sample size for a 
more thorough and detailed analysis. Initially, this 
review used only a small sample size. Therefore, 
future studies should aim to include larger samples 
to improve outcomes in relevant fields and increase 
significance for participating countries, particularly 
Western nations like Germany and the United 
Kingdom. Another limitation identified is the 
restricted number of databases used. Expanding the 
range of databases for research will provide a more 
comprehensive overview of significant studies on 
this topic. 

Compliance with ethical standards 

Conflict of interest 

The author(s) declared no potential conflicts of 
interest with respect to the research, authorship, 
and/or publication of this article. 

References  

Al Musadieq M (2020). Effect of work conflict, work involvement, 
and family work conflict on turnover intentions and intention 
to move through job satisfaction as a moderation. 
International Journal of Applied Management Theory and 
Research, 2(2): 41-53.  
https://doi.org/10.4018/IJAMTR.2020070103 

An SH (2019). Employee voluntary and involuntary turnover and 
organizational performance: Revisiting the hypothesis from 
classical public administration. International Public 
Management Journal, 22(3): 444-469.  
https://doi.org/10.1080/10967494.2018.1549629 

Astiti MW and Surya IBK (2020). The role of organizational 
commitments in mediating the effect of work motivation and 
job satisfaction towards turnover intention on nurses private 
hospital. International Research Journal of Management, IT 
and Social Sciences, 8(1): 25-34.  
https://doi.org/10.21744/irjmis.v8n1.1101 

Belete AK (2018). Turnover intention influencing factors of 
employees: An empirical work review. Journal of 
Entrepreneurship and Organization Management, 7(3): 253. 
https://doi.org/10.4172/2169-026X.1000253 

Chan SH, Chok SY, Lae SY, Lam AC, and Lee CY (2017). The impact 
of perceived organizational support, job satisfaction, leader-
member exchange (LMX) and work-life balance on employee's 
turnover intention in manufacturing industry, Malaysia. Ph.D. 
Dissertation, Universiti Tunku Abdul Rahman, Perak, 
Malaysia. 

Chiat LC and Panatik SA (2019). Perceptions of employee turnover 
intention by Herzberg’s motivation-hygiene theory: A 
systematic literature review. Journal of Research in 
Psychology, 1(2): 10-15.  
https://doi.org/10.31580/jrp.v1i2.949 

De Simone S, Planta A, and Cicotto G (2018). The role of job 
satisfaction, work engagement, self-efficacy and agentic 
capacities on nurses' turnover intention and patient 
satisfaction. Applied Nursing Research, 39: 130-140.  
https://doi.org/10.1016/j.apnr.2017.11.004 
PMid:29422148 

DiPietro RB, Moreo A, and Cain L (2020). Well-being, affective 
commitment and job satisfaction: Influences on turnover 
intentions in casual dining employees. Journal of Hospitality 
Marketing and Management, 29(2): 139-163.  
https://doi.org/10.1080/19368623.2019.1605956 

Djatmiko T, Prasetio AP, Sofa MN, and Alamanda DT (2019). Work 
stress, job satisfaction, and turnover intention in public 
telecommunication company. In the 1st International 
Conference on Economics, Business, Entrepreneurship, and 
Finance (ICEBEF 2018), Atlantis Press, Beijing, China: 668-
673.                                                             
https://doi.org/10.2991/icebef-18.2019.143 
PMid:31777609 PMCid:PMC6876822 

Du Plessis ASS and De Beer LT (2022). The relationships between 
work-related rumination, employee voice and silence, 
turnover intention, and job satisfaction. Management Revue, 
33(3): 335-355.                                      
https://doi.org/10.5771/0935-9915-2022-3-335 

Edwards-Dandridge Y, Simmons BD, and Campbell DG (2020). 
Predictor of turnover intention of register nurses: Job 
satisfaction or work engagement? International Journal of 
Applied Management and Technology, 19(1): 87-96.  
https://doi.org/10.5590/IJAMT.2020.19.1.07 

Fu W, Pan Q, Zhang C, and Cheng L (2022). Influencing factors of 
Chinese special education teacher turnover intention: 
Understanding the roles of subject well-being, social support, 
and work engagement. International Journal of 
Developmental Disabilities, 68(3): 342-353.  
https://doi.org/10.1080/20473869.2020.1780553 
PMid:35602996 PMCid:PMC9122362 

Hakim AL and Sudarmiatin S (2018). The effect of work stress on 
turnover intention with work satisfaction and commitment as 
intervening variable (study at PT Infomedia Solusi Humanika 
in Malang). European Journal of Business and Management, 
10(12): 85-95. 

Jabeen F, Friesen HL, and Ghoudi K (2018). Quality of work life of 
Emirati women and its influence on job satisfaction and 
turnover intention: Evidence from the UAE. Journal of 

https://doi.org/10.4018/IJAMTR.2020070103
https://doi.org/10.1080/10967494.2018.1549629
https://doi.org/10.21744/irjmis.v8n1.1101
https://doi.org/10.4172/2169-026X.1000253
https://doi.org/10.31580/jrp.v1i2.949
https://doi.org/10.1016/j.apnr.2017.11.004
https://doi.org/10.1080/19368623.2019.1605956
https://doi.org/10.2991/icebef-18.2019.143
https://doi.org/10.5771/0935-9915-2022-3-335
https://doi.org/10.5590/IJAMT.2020.19.1.07
https://doi.org/10.1080/20473869.2020.1780553


Fong et al/International Journal of Advanced and Applied Sciences, 11(7) 2024, Pages: 192-198 

198 
 

Organizational Change Management, 31(2): 352-370.  
https://doi.org/10.1108/JOCM-01-2017-0016 

Kumara JW and Fasana SF (2018). Work life conflict and its impact 
on turnover intention of employees: The mediation role of job 
satisfaction. International Journal of Scientific and Research 
Publications, 8(4): 478-484.  
https://doi.org/10.29322/IJSRP.8.4.2018.p7666 

Lahat MA and Marthanti AS (2021). The effect of work 
engagement and work stress on job satisfaction and their 
impact on turnover intention of Gojek partners in Jakarta. 
International Journal of Social and Management Studies, 2(6): 
40-50. 

Larkin-Perkins B (2017). Employee job satisfaction and 
employees' voluntary turnover intentions (VTIs). Ph.D. 
Dissertation, Walden University, Minneapolis, USA.  

Li J, Liu H, Van Der Heijden B, and Guo Z (2021). The role of filial 
piety in the relationships between work stress, job 
satisfaction, and turnover intention: A moderated mediation 
model. International Journal of Environmental Research and 
Public Health, 18(2): 714.  
https://doi.org/10.3390/ijerph18020714                
PMid:33467577 PMCid:PMC7830372 

Lu Y, Hu XM, Huang XL, Zhuang XD, Guo P, Feng LF, Hu W, Chen L, 
Zou H, and Hao YT (2017). The relationship between job 
satisfaction, work stress, work–family conflict, and turnover 
intention among physicians in Guangdong, China: A cross-
sectional study. BMJ Open, 7(5): e014894.  
https://doi.org/10.1136/bmjopen-2016-014894 
PMid:28501813 PMCid:PMC5566636 

Malek K, Kline SF, and DiPietro R (2018). The impact of manager 
training on employee turnover intentions. Journal of 
Hospitality and Tourism Insights, 1(3): 203-219.  
https://doi.org/10.1108/JHTI-02-2018-0010 

Nemțeanu MS and Dabija DC (2020). The influence of heavy work 
investment on job satisfaction and turnover intention in 
Romania. Amfiteatru Economic, 22(14): 993-1013.  
https://doi.org/10.24818/EA/2020/S14/993 

Nikolova I, Schaufeli W, and Notelaers G (2019). Engaging leader–
Engaged employees? A cross-lagged study on employee 
engagement. European Management Journal, 37(6): 772-783. 
https://doi.org/10.1016/j.emj.2019.02.004 

Nnah MM (2020). Relationship between nurse job satisfaction 
variables and voluntary turnover intention. Ph.D. Dissertation, 
Walden University, Minneapolis, USA. 

Park KA and Johnson KR (2019). Job satisfaction, work 
engagement, and turnover intention of CTE health science 
teachers. International Journal for Research in Vocational 
Education and Training, 6(3): 224-242.  
https://doi.org/10.13152/IJRVET.6.3.2 

Paul J and Criado AR (2020). The art of writing literature review: 
What do we know and what do we need to know? 
International Business Review, 29(4): 101717.  
https://doi.org/10.1016/j.ibusrev.2020.101717 

Pekdemir IM, Selçuk YEK, and YAŞLIOĞLU M (2018). An 
investigation of attitudes of employees from different age 
groups (generations) towards fun at work, experienced fun at 
workplace, job satisfaction, and turnover intention. Anadolu 
Üniversitesi Sosyal Bilimler Dergisi, 18(4): 213-230.  
https://doi.org/10.18037/ausbd.552716 

Prasada PPB and Sawitri NN (2019). Prediction of work stress, 
leadership quality, motivation of work and organization 

culture to work satisfaction and impact on turnover intention 
employees. Jurnal Manajemen Dan Pemasaran Jasa, 12(2): 
269-280. https://doi.org/10.25105/jmpj.v12i2.3758 

Prasetio P, Partono A, Wulansari P, Putri ST, Ramdhani R, and 
Abdullah A (2019). The mediation of job satisfaction in the 
relation of work stress and turnover intention in hotel 
industry. In the 1st International Conference on Economics, 
Business, Entrepreneurship, and Finance (ICEBEF 2018), 
Atlantis Press, Beijing, China: 608-612.  
https://doi.org/10.2991/icebef-18.2019.130 

Purwanti D and Indradewa R (2022). Influence of work 
environment and organizational culture on turnover intention 
is mediated by job satisfaction type B private hospital in 
Bekasi. Budapest International Research and Critics Institute 
(BIRCI-Journal): Humanities and Social Sciences, 5(1): 2615-
3076. 

Shafique I, N Kalyar M, and Ahmad B (2018). The nexus of ethical 
leadership, job performance, and turnover intention: The 
mediating role of job satisfaction. Interdisciplinary 
Description of Complex Systems: INDECS, 16(1): 71-87.  
https://doi.org/10.7906/indecs.16.1.5 

Shu X, Gong YY, Xiong J, and Hu X (2018). Job satisfaction, 
turnover intention, and work performance in Chinese family 
enterprises. Management International, 22(2): 84-95.  
https://doi.org/10.7202/1058163ar 

Simangunsong V and Maryam M (2018). Effect of work stress, job 
satisfaction, organizational climate to turnover intention 
nurses on Mayapada hospital (case study at public hospital in 
Indonesia). IOSR Journal of Business and Management 
Volume, 20: 9-16. 

Skelton AR, Nattress D, and Dwyer RJ (2020). Predicting 
manufacturing employee turnover intentions. Journal of 
Economics, Finance and Administrative Science, 25(49): 101-
117. https://doi.org/10.1108/JEFAS-07-2018-0069 

Sulistiyono D and Aima MH (2020). The influence of career 
development and compensation on work satisfaction and its 
implications against turnover intention at AJB Bumiputera 
1912's head office. Dinasti International Journal of Education 
Management and Social Sciences, 2(1): 81-95.  
https://doi.org/10.31933/dijemss.v2i1.599 

Tang S, Wider W, Ng CP, Jiang L, Tanucan JC, Bien JK, and Udang 
LN (2024). Influencing factors of work–life balance among 
female managers in Chinese higher education institutions: A 
Delphi study. Open Education Studies, 6(1): 20220213.  
https://doi.org/10.1515/edu-2022-0213 

Wulansari C, Subroto B, and Mardiati E (2021). The influence of 
excessive workload and work stress towards the auditor’s 
turnover intention with job satisfaction as mediation variable. 
Jurnal Ilmiah Akuntansi, 6(2): 293-316.  
https://doi.org/10.23887/jia.v6i2.37510 

Yeoh PH and Ibrahim Z (2020). Turnover intention in 
manufacturing industry: SEM-PLS analysis. Journal of Global 
Business and Social Entrepreneurship, 6(18): 27-40. 

Zhang W, Meng H, Yang S, and Liu D (2018). The influence of 
professional identity, job satisfaction, and work engagement 
on turnover intention among township health inspectors in 
China. International Journal of Environmental Research and 
Public Health, 15(5): 988.  
https://doi.org/10.3390/ijerph15050988              
PMid:29757985 PMCid:PMC5982027 

 

 

https://doi.org/10.1108/JOCM-01-2017-0016
https://doi.org/10.29322/IJSRP.8.4.2018.p7666
https://doi.org/10.3390/ijerph18020714
https://doi.org/10.1136/bmjopen-2016-014894
https://doi.org/10.1108/JHTI-02-2018-0010
https://doi.org/10.24818/EA/2020/S14/993
https://doi.org/10.1016/j.emj.2019.02.004
https://doi.org/10.13152/IJRVET.6.3.2
https://doi.org/10.1016/j.ibusrev.2020.101717
https://doi.org/10.18037/ausbd.552716
https://doi.org/10.25105/jmpj.v12i2.3758
https://doi.org/10.2991/icebef-18.2019.130
https://doi.org/10.7906/indecs.16.1.5
https://doi.org/10.7202/1058163ar
https://doi.org/10.1108/JEFAS-07-2018-0069
https://doi.org/10.31933/dijemss.v2i1.599
https://doi.org/10.1515/edu-2022-0213
https://doi.org/10.23887/jia.v6i2.37510
https://doi.org/10.3390/ijerph15050988

	Relationship between job satisfaction and voluntary turnover intention in the manufacturing industry for sustainable growth: A systematic review
	1. Introduction
	2. Literature review
	3. Methodology
	3.1. Job satisfaction and voluntary turnoverintention

	4. Results and discussion
	4.1. What is the main purpose of the studies?
	4.2. What are the main methods used in employee engagement studies?
	4.3. Which nations are involved in the studies?
	4.4. In what year was the article released?
	4.5. Finding of the studies

	5. Conclusion
	5.1. Limitations and further study

	Compliance with ethical standards
	Conflict of interest
	References




