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Abstract: The intention to leave the organization is a cognitive, deliberate and conscious process of a person quitting the organization
he or she works in a near future. This study was designed to systematize the antecedents of the intention to leave the organization
in empirical studies published in Portuguese between 2000-2015. We used a systematic review method to research 31 journals,
proceedings of the Encontros da Associacdo Nacional de Pos-Graduagdo e Pesquisa em Administracdo (EnANPAD), ScIELO
database, Google Scholar, and Theses and Dissertations Catalog - CAPES. Thirty-five publications were selected for analysis, where
18 antecedents were identified. Based on these results and on the theory of planned behavior, a model is proposed for understanding
the relationships between the intention to leave, its antecedents, and the actual voluntary behavior of leaving organizations. The article
indicates different paths to improve the understanding of behavioral variance related to the intention to leave the organization.

Keywords: intention, employee turnover, job rotation

Antecedentes da Intencio de Sair da Organizacio: uma Revisao Sistematica

Resumo: A inten¢do de sair da organizacdo ¢ um processo cognitivo, deliberado e consciente da pessoa deixar a organizagdo na qual
trabalha em um futuro préximo. Este estudo teve por objetivo sistematizar os antecedentes da inten¢do de sair da organizacdo em
pesquisas empiricas de lingua portuguesa, publicadas entre 2000 e 2015. Utilizou-se o método de revisao sistematica de literatura para
pesquisar 31 periddicos, anais dos Encontros da Associa¢do Nacional de P6s-Graduacdo e Pesquisa em Administracdo (EnANPAD),
SciELO, Google Académico e Banco de Teses CAPES. Foram analisadas 35 publicagdes, nas quais foram identificados 18 antecedentes.
A partir destes resultados e da teoria do comportamento planejado, propde-se um modelo para a compreensdo da relagio entre a intengdo
de sair da organizacao, seus antecedentes e o comportamento de saida voluntaria de organizagdes. O artigo indica diferentes caminhos
para que se possa aumentar a explicacdo da variancia do comportamento relacionado a intengdo de sair da organizagdo.

Palavras-chave: intencdo, furnover, rotatividade de pessoal

Los antecedentes de la Intencion de Salir de la Organizacion: una Revision Sistematica

Resumen: La intencion de salir de la organizacion donde trabaja es un proceso cognitivo, deliberado y consciente de uno para el futuro.
Este estudio tuvo como objetivo sistematizar los antecedentes de la intencion de salir de la organizacién en estudios empiricos en
portugués, publicados entre 2000 y 2015. Se utiliz6 el método de revision sistematica de literatura para investigar 31 periddicos, anales
de los Encontros da Associagdo Nacional de Pos-Graduagdo e Pesquisa em Administragdo (EnANPAD), en las bases de datos SciELO,
Google Académico y Banco de Tesis Capes. Se analizaron 35 publicaciones, en las cuales se identificaron 18 antecedentes. Desde los
resultados y la teoria del comportamiento planeado, se propone un modelo para el entendimiento de la relacion entre la intencion de
salir de la organizacion, sus antecedentes, y el comportamiento de salida voluntaria de las mismas. El estudio apunta diferentes caminos
para que se pueda explicar mas la varianza del comportamiento relacionado con la intencion de salir de la organizacion.

Palabras clave: intencion, turnover, rotacion de personal

An intention refers to a person’s decision to act and the
effort he/she is willing to do in order to perform a behavior
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(Abraham & Sheeran, 2003). By focusing its attention
on intentions, the theory of planned behavior established
parameters for understanding the cognitive antecedents of
behavior (Ajzen, 1991): attitudes, subjective norms, and
perceived behavioral control. The propositions of planned
behavior theory state that people intend to engage in a behavior
when they evaluate it positively (attitude), when they believe
that people important to them want to see them engaged in this
behavior (subjective norm), and when they perceive that the
behavior is under their control (perceived behavioral control).
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Research with the theory of planned behavior has identified
intention as the most important cognitive antecedent of
behavior (Ajzen, 2011). Studies have shown that intentions account
for between 20% and 30% of behavior variance in different
domains (Armitage & Conner, 2001; Sheeran, 2002). Examples
include the relationship between intentions and health- related
behaviors (Abraham & Sheeran, 2003; Degen, Li, & Angerer,
2015), choice of methods for selecting people (Langhammer,
Bernhard-Oettel, & Hellgren, 2012), exercising (Abraham &
Sheeran, 2003), staying or leaving an organization (Bobbio &
Manganelli, 2015; Glambek, Matthiesen, Hetland, & Einarsen,
2014; Kim, 2015; Shukla & Srivastava, 2016), among others.

The intention to leave the organization is a person’s
cognitive, deliberate and conscious process of leaving
the organization voluntarily in the near future (Mowday,
Porter, & Steers, 1982). Research on the intention to
leave the organization is largely based on Ajzen and
Fishbein approaches related to intentions (Ajzen, 2011;
Fishbein & Ajzen, 1975). Mowday et al. (1982) proposed a
model in which the intention to leave the organization is the
last cognitive element before the person’s final decision on
leaving and actually leaving the organization.

If behavioral intent explains about 30% of behavioral
variance (Armitage & Conner, 2001), what other variables
explain the specific behavior of voluntarily leaving an
organization? An analysis of the antecedents of the intention
to leave the organization in international studies points to a
set of personal, occupational and environmental antecedents
(Burakova, Ducourneau, Gana, & Dany, 2014; Halawi, 2014;
Treuren & Frankish, 2014). Six personal antecedents have
been researched more intensely: age, sex, schooling, marital
status, family or kinship responsibility, and professional
experience. Age-related studies indicate a negative relationship
with the intention of leaving the organization: the older the
age, the lower the intention to leave (Joseph, Ng, Koh, & Ang,
2007). With regard to gender, men showed greater intention to
leave than women (Ghapanchi & Aurum, 2011). A consistent and
positive relationship between schooling and intention to leave
the organization was also verified. People with higher schooling
showed greater intention to leave (Moynihan & Landuyt, 2008).

In a relatively old study, married people were less likely
to leave (Igbaria & McCloskey, 1996). People with family, or
kinship, responsibilities, married or not, also had less intention
of leaving the organization in which they worked (Mobley,
Griffeth, Hand, & Meglino, 1979). Finally, professional
experience presented negative relation with the intention to
leave. The greater the professional experience, regardless of
whether it was acquired in the current organization or not, the
lesser the professional’s intention to leave the organization in
which he/she works (Mobley et al., 1979).

Two occupational antecedents to the intention to leave
have been highlighted: job satisfaction and organizational
commitment. Empirical evidence has shown a consistent and
negative relationship between job satisfaction and intention to
leave: the higher the satisfaction, the lower the intention to
leave (Choi, Cheung, & Pang, 2013; Nancarrow, Bradbury,
Pit, & Ariss, 2014). A strong negative relationship has also
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been found between organizational commitment and intention
to leave (Mowday et al., 1982; Voigt & Hirst, 2015).

International literature has also investigated the influence of
environmental antecedents, which are stimuli and phenomena
that exist in the environment external to the organization. Among
these, the most researched are the positive macroeconomic
factors and these include the heated labor market (Nancarrow
et al., 2014), the existence of employment alternatives (Heinen
etal., 2013; Lee & Mitchell, 1994), the economic development
level, employment policy, social security policy, labor supply
and demand conditions (Li & Lu, 2014).

There is also evidence that work-family relationships
are antecedents of the intention to leave (Lee & Mitchell,
1994). Finally, sudden and unexpected events, called system
shocks, have been associated with the intention to leave
(Lee & Mitchell, 1994). Examples include unsolicited job
offers, changes in marital status, internal transfers, corporate
mergers, etc., and, when incompatible with expectations,
may arouse the intention to leave.

There are literature reviews on the history of turnover
(Heavey, Holwerda, & Hausknecht, 2013), but little is known
about the intentions of leaving the organization in Portuguese
language studies. The systematization of the antecedents of
the intention to leave the organization in studies published in
Portuguese is relevant for several reasons. The first is related to
the advance in the understanding of the cognitive antecedents
of the voluntary behavior of leaving the organization. The
fact that the review focuses on empirical articles guarantees
the systematization of variables already investigated and
not merely hypothesized. The second is related to the
shortage of qualified professionals in knowledge-intensive
economic sectors in Brazil. These professionals have the
essential knowledge, skills and attitudes for the organization
to achieve its goals, are difficult to replace, and ask for
dismissal more than are dismissed (Hofaidhllaoui & Chhinzer,
2014). As organizations seek to retain these professionals
(Guevara & Bounfour, 2013; Steil, Penha, & Bonilla, 2016),
understanding what factors are related to the intention to leave
the organization can help in this process. These contributions
may be useful for directing future theoretical and empirical
research on behavioral intentions related to the voluntary
behavior of leaving organizations. This study, therefore,
aimed to systematize the antecedents of the intention to leave
the organization in empirical studies written in Portuguese and
published between 2000 and 2015.

Method

This analysis followed the guidelines of the Preferred
reporting items for systematic reviews and meta-
analyses (PRISMA) with some adaptations, since these
guidelines were outlined for systematic reviews and
meta-analyses that evaluate randomized trials or health
interventions. The authors of the PRISMA guidelines suggest
that adaptations should be made to the guidelines when the
focus of the review is different (Liberati et al., 2009).
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Of the 27 PRISMA guidelines, this review met 20, adapted
four according to the aim of the review, and another three did
not apply, as they are specific for meta-analyses. The sections
of the guidelines followed were: title (guideline: title); abstract
(guideline: structured abstract); introduction (guidelines:
justification, aims); methods (guidelines: protocol and registry,
eligibility criteria, sources of information, search, selection of
studies, data collection process, data items, synthesis of results,
additional analysis); results (guidelines: summary of evidence,
limitations, conclusions), and research funding.

The four adapted guidelines are those related to the
methods used to analyze potential bias in the studies and that
may affect the accumulation of evidence about the randomized
trials or intervention analyzed. This review was designed to
identify antecedents of the intention to leave the organization,
a construct that has been little researched in Brazil, and
not the evaluation of randomized trials or analysis of any
specific intervention. Accordingly, basic criteria were used to
consider the items of methodological quality. The following
were included: (1) publications identifying the sampling
procedures, even if it was not probabilistic, (2) publications
that presented information about the internal consistency of
the measures used, and (3) surveys whose results were within
the levels of significance p < 0.05 or p < 0.01.

From the use of these guidelines, the question that this
review answers is: what are the antecedents of the intention
to leave the organization identified in quantitative empirical
studies published in Portuguese between 2000 and 20157 In
orderto avoid biases in the collection of publications, the search
was broad and involved the following sources: 31 national
journals of Psychology and Administration, publications of
the Encontros da Associacdo Nacional de Pos-Graduagdo e
Pesquisa em Administrag¢do, SCiELO, Google Scholar, and
Theses and Dissertations Catalog - CAPES.

31 indexed
journals of
Psychology and
Administration

Number of l l

publications 105 25
recovered |

Google Scholar EnANPAD

Research sources
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Two criteria were used for selecting journals: inclusion
of all Psychology and Administration journals indexed to the
SciELO database, and the use of 17 journals that traditionally
publish articles on Organizational and Work Psychology in
Brazil. With these criteria, 31 journals were selected for a
systematic search. The search terms used in the journals were
intengdo de sair (intention to quit), intencdo de deixar (intention
to quit) and intengdo de turnover (turnover intention).

Most searches in journals were done on title, abstract
and keywords, except in cases where there were no such
three search fields, in which case only keywords and title
were used. In the Theses and Dissertations Catalog - CAPES,
searches were done on the full text of theses and dissertations,
and in Google Scholar, as it is a very comprehensive research
source, the field “title” was used.

At the end of data collection, 172 publications were
retrieved. Abstracts were read to apply the following inclusion
criteria: the publication should describe an empirical study, with a
quantitative design, and have intention to leave the organization as
an analytical variable. To ensure these criteria, publications were
analyzed in three rounds. In the first we checked if at least one
search term was present in the publication. This criterion led to the
exclusion of 126 publications and resulted in 46 publications for the
second round. The second criterion was meant to ensure that the
construct was organization-related. This led to the exclusion of seven
publications, and a sample of 39 publications was thus obtained.

As recommended for systematic reviews, experts were
contacted for indicating publications. In response to this
request, five articles were included, totaling 44 publications for
the sample. The latter filter selected publications with empirical
studies with a quantitative design and intention to leave as a
variable of analysis. With this refinement, nine publications
were excluded. Figure 1 summarizes the search process and
its results, with a total of 35 publications for the final sample.
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Figure 1. Strategies of search and selection of publications.
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The review jury consisted of three people, who established
the research question, defined journals and databases for data
collection, as well as the inclusion and exclusion criteria. For
data extraction, a form was created, where the following
information was summarized: title, authors, method,
instruments used, analytical strategy, sample, subjects,
context, antecedents, antecedent measures, and direction of
the relation with the intention to leave the organization.

After extracting the data, two judges categorized
the antecedents into four a priori categories (personal
antecedents, occupational antecedents, organizational
antecedents and environmental antecedents). The third judge
was called in cases where judges were unsure about which
category the antecedent belonged to.

Results and Discussion

The majority of the 35 studies in Portuguese were
carried out by Brazilian researchers (29 studies), with
Brazilian samples. The others were conducted by Portuguese
researchers.

We identified 18 antecedents of intention to leave
the organization, with the following order of prevalence:
satisfaction (13 studies), commitment (13 studies),
perception of support (5 studies), work-family conflict (3
studies), quality of life at work (3 studies), well-being at
work (3 studies), perception of career success (2 studies),
organizational identification (2 studies), and perception of
justice (2 studies). The other antecedents were identified
in only one study: perception of gender inequality;
positive psychological capital, employee trust in the
organization; profile of organizational values; pleasure and
suffering; perceived inconsistency between personal skills
and demands on the individual’s activities at work; counter
growth, which refers to organizational limitations that
prevent the development of the individual’s abilities at work;
perception of professional future in the organization; and
perception of learning opportunities in the organization.

Table 1 presents the 18 antecedents categorized as
occupational and organizational, with percentage of articles that
investigated antecedents by category. The table also shows the
direction of the relation of each antecedent with the intention
to leave the organization and studies’ authors. Occupational
antecedents refer to factors related to the work performed
or caused by the conditions of an occupation. Seventeen
occupational antecedents were associated with the intention to
leave the organization, and represent 95% of the antecedents
researched. Organizational antecedents are those related to
characteristics and practices of organizational level. Only one
organizational antecedent was associated with the intention to
leave the organization in one study.

Of the 18 antecedents described in Table 1, only five
were positively associated with the intention to leave the
organization: work-family conflict; perception of gender
inequality; the “attrition” dimension of the pleasure and suffering
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construct; perceived incongruence between employee’s skills
and demands of his/her function in the organization; and
perceived counter growth. All other antecedents presented
negative relation with the intention to leave the organization.

The theory of planned behavior establishes that intentions
determine behaviors and identifies three antecedents of
intention: attitudes, subjective norms and perceived behavioral
control. Of these, the international literature has researched
two attitudinal antecedents: satisfaction and commitment. We
did not identify international research with the antecedents
subjective norms and perceived behavioral control.

Literature in Portuguese follows the pattern of international
literature, with a focus on satisfaction and commitment as
attitudinal antecedents to the intention to leave. Of the 35
studies in Portuguese, 21 investigated at least one of these
antecedents. Like the results of international studies, no
antecedent related to subjective norms or perceived behavioral
control was investigated in the Portuguese language publications.

Satisfaction and commitment are attitudes because they
involve cognitive judgments that can lead to behavioral
responses (Judge & Kammeyer-Mueller, 2012). Work
satisfaction is an evaluative state that expresses contentment
(cognitive aspect), as well as positive feelings (affective
aspect) about work. On the other hand, commitment is an
individual’s psychological bond with the organization,
represented by an affective connection with it, by
internalization of its values and objectives, and by a desire
to strive to support it (Judge & Kammeyer-Mueller, 2012).

Although most of the studies analyzed investigated some
attitudinal antecedent of the intention to leave, another 16
non-attitudinal antecedents were identified. It is questioned:
what could be the relation of these other antecedents with
planned behavior theory? It is proposed that this relationship
can be established through attitudes. Judge and Kammeyer-
Mueller (2012) indicate that constructs measured by means
of perception scales are, conceptually, antecedents of
attitudes. This is the element that enables the development of
a conceptual model for understanding the intention to leave
from both the theory of planned behavior and the results of
empirical research in Portuguese on the construct.

Figure 2 displays this conceptual model. It demonstrates
the theory of planned behavior, focusing on the intention
to leave as the behavioral intention of interest and
voluntary leaving the organization as the consequent
behavior. Satisfaction and commitment, attitudinal
antecedents associated with the intention to leave, are
placed in the attitudes cell. The model also shows twelve
antecedents, measured with perception scales, as antecedents
of attitudes (rather than as direct antecedents of the
intention to leave the organization). This category includes:
perception of support, perception of justice, perception of
gender inequality, perception of career success, perception
of learning opportunities in organizations, well-being at
work (engagement dimension), positive psychological
capital, organizational values profile, work-family conflict,
incongruence between skill and demand, counter growth,
and professional future.
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Table 1

Synthesis of antecedents to leave the organization, identified in empirical studies on the theme in Portuguese

Occupational antecedents account for 95% of Direction of

Authors and country of study*

antecedents relationship
Cappi and Araujo (2015), Cavazotte, Oliveira, and Miranda (2009),
At work Negative 0 o and Clar (015, Maciel and Camago (013, Mendes (014,
Satisfaction Paranaiba (2014), Sacramento (2014), and K. L. A. B. Silva (2007)
Professional Negative J. P. O. B. Oliveira (2009)
With organization’s values Negative Garcia (2003)
Carmo (2009), Costa (2011), Costa and Bastos (2013), Ferreira
Neguive {25t G107 P ndClare 15 G 000
Oliveira (2015), and J. C. S. Silva (2011)
Continuation Negative Costa (2011) and Costa and Bastos (2013)
Commitment Calculative Negative Carmo (2009)
Instrumental Negative Dunzer (2012)
Normative Negative Sr?:}l'o C(220:2i\21r(r;(1) 521())1 1), Luz et al. (2015), H. V. Oliveira (2015),
Organizational Negative Cappi and Araujo (2015)
. Organizational Negative Borges (2012)',,Carvalho (2012), Costa (2011), Costa and Bastos
Perception of support (2013), and Diogenes (2012)
Social Negative Carvalho (2012)
Work-family conflict Positive i.d\/i’iliiglii)ra(tz(gl()zl)S), L. B. Oliveira, Cavazotte, and Paciello (2013),
Quality of work life Negative J. P. O. B. Oliveira (2009), Rico (2010), and Torres (2010)
Well-being at work Negative ?ﬁ?g;oﬁi]])}?éij;id FCill};(r)(,)agg 1SSi;]ueira (2015), Polizzi Filho (2011), and
Organizational identification Negative Cavazotte et al. (2009), and Mendes (2014)
Remuneration Negative Ferreira and Siqueira (2005)
Perception of justice ~ Distributive Negative Lopes, Moretti, and Alejandro (2011)
Interpersonal Negative Lopes et al. (2011)
Perception of gender inequality Positive Cavazotte et al. (2009)
Perception of successful career Negative Agapito et al. (2015) and Dunzer (2012)
Trust in the organization Negative Carmo (2009)
. Compensation Negative Pereira (2006)
Pleasure and suffering o . .
Attrition Positive Pereira (2006)
Perceived incongruence between skills and demands Positive Maciel and Camargo (2013)
Perceived counter growth Positive Maciel and Camargo (2013)
Professional future Negative Vasconcellos and Neiva (2014)
Perception of learning opportunities in organizations Negative Freitas, Lacerda, Santos, and Alvarenga (2015)
Positive psychological capital Negative Polizzi Filho (2011)
Profile of organizational values Negative K. L. A. B. Silva (2007)

Note. *Unless otherwise stated, the study was performed in Brazil.

In addition to antecedents measured with perception
scales, the model comprises other four direct antecedents
of the intention to leave the organization: organizational
identification, trust in the organization, pleasure and
suffering, and quality of life at work (measured through
frequency scales). These antecedents are considered
complementary to the theory of planned behavior, because

they are not attitudes, they are not cognitive antecedents
of attitudes, they are not subjective norms and they do
not have established direct relation with the perceived
behavioral control. These antecedents, added to the theory
of planned behavior from empirical evidences of studies
in the Portuguese language, are represented by the dashed-
line cells.
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- Career success
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| - Work-family conflict
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9
1

| Quality of life at work
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Behavior
(Voluntary leave)

e

behavioral — |
control — |

—
—

Figure 2. Model of analysis of the antecedents of the intention to leave the organization, built from the theory of planned

behavior and empirical research on the construct.

The proposed model expands the theory of
planned behavior to understand the intention to leave
the organization. The model portrays satisfaction and
commitment as the two main work-related attitudes
that precede the formation of the intention to leave the
organization. Based on the understanding of attitudinal
formation, the model also proposes that the twelve variables
measured with perception scales be considered antecedents
of attitudes. Satisfaction and commitment would therefore
be the mediators of these twelve variables’ relation with
the intention to leave the organization. Finally, the model
proposes that the other four variables investigated in studies
in Portuguese should be considered as direct antecedents of
the intention to leave the organization.

This model is presented to the national scientific
community to be submitted to empirical evaluation. Even
with the systematization of the literature in Portuguese on
the antecedents of the intention to leave the organization,
presented in a model that adds these antecedents to the
theory of planned behavior, this article has limitations. The
model did not specify the strength of the relationship
(high, moderate, weak) between antecedents and intention
to leave the organization. The model also did not include
individual variables (such as age, gender, schooling, marital
status, kinship responsibility and professional experience),
macroeconomic factors (e.g., economic situation of the
country, labor market, employment alternatives) and system

6

shocks. These variables have already been investigated in
international research about intention to leave and may be
relevant to the Brazilian context.

Finally, the decision to use basic criteria of methodological
quality ofthe studies analyzed (information on the probabilistic
sampling process, complete psychometric properties and
pre-test of instruments, missing data, outliers, response rate
and analytical technique used) has potential impacts on this
study (Draugalis, Coons, & Plaza, 2008). Some examples of
these potential impacts include: the sample of 35 publications
could have been smaller had stricter methodological criteria
been used. In addition, the inclusion of publications with non-
probabilistic sample means that antecedents are valid for the
samples surveyed (Fowler, 2014) and not for the population of
workers in Brazilian and Portuguese organizations. Although
this is an important limitation for a systematic review using
the PRISMA guidelines, the decision to soften the criteria of
methodological quality of publications to be analyzed was a
conscious choice, given the aim of the review and the fact that
it is a still an emerging topic in Brazil. We sought to expand
the number of studies analyzed, so that an initial model
could be developed, which should be tested empirically and
rigorously by the national scientific community.

The aim of this study was to systematize antecedents of
the intention to leave the organization in empirical studies in
Portuguese, published between 2000 and 2015. The results
and discussion allow to make some final considerations.
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The results of this review reinforce the importance of
planned behavior theory, generating reflections on future
research challenges for the area of cognitive antecedents
to behaviors, and particularly for the antecedents of the
intention to leave the organization. Different paths can be
used to increase the explanation of behavior variance related
to intention to leave the organization. The first is to deepen
the knowledge about the antecedents of the intention to
leave the organization with Brazilian samples. An equally
promising path involves conducting longitudinal studies to
understand the percentage of people intending to leave the
organization who actually quit.

Vardaman, Taylor, Allen, Gondo, and Amis (2015)
suggest the existence of contextual factors that explain
why the reasons to leave the organization do not always
lead to actual behavior. Contextual, environmental factors
and system shocks could be tested as moderators of the
relationship between the intention and behavior of leaving the
organization. Ajzen (2002) had already pointed out that the
transformation of intentions into behaviors is related to the
employee’s control of the decision. The employee evaluates
how easy or difficult it would be for him/her to display the
behavior, considering his/her personal resources against
different factors, including environmental factors. Examples
involve having another prospective job, having sufficient
financial reserves to remain jobless for some time, or even
the consent of his/her spouse to leave the organization
without a work alternative (Ajzen, 2002).

These elements indicate the need to increase the
understanding on the stability of the intention to leave the
organization over time and the factors that influence its stability
or change. As we advance in the understanding of behavioral
intentions, we advance in increasing the capacity to explain
work-related behaviors. We hope that this study will impel
further research on the intentions to leave the organization and
its relation with actually leaving (or staying in organizations).
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