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Abstract: As a main direction of Human Resource Management, employee turnover can provide decision 
support for managers. In this paper, we aim at predicting the turnover amount of employee on condition of 
different variable values. The properties of employee and job position are formulated as two variables, where 
the value of variable varies according to the the state of properties. Additionally, state-transition model is 
applied to describing employee’s job-state as well as the turnover type. Subsequently, we proposed a semi-
Markov model to calculate the conditional turnover amount of employee. Then, we provide a dataset of 
employee records to illustrate how these models work in reality. Finally, it is proven that the proposed method 
in this paper is with great significance for managers to develop recruitment plans, promote rules, and retire 
regulations 

1 Introduction 
Employee turnover is the leaving act of employee in a 
workforce. In the study of improving employee 
satisfaction and decreasing the staff cost for workforce 
such IT [1,27], tourist [2] and hospitality [3], employee 
turnover is of particular importance for managers to 
predict organization structure and develop employee 
transfer plan. 

Employee turnover has long been the focus of Human 
Resource Management (HRM). Turnover management 
can provide decision support of managers. Actually, 
before the turnover behavior happens, an employee first 
forms an intention to leave the organization. Employee 
turnover intention is a conscious and deliberate 
willingness to leave one’s formal organization of 
employment [4,5]. Various potential factors may have 
influence on turnover intention, then contribute to turnover 
behavior. 

Turnover intention always comes from individual 
factors [6,7], organizational factor [8,9] and environmental 
factors [10,11] Individual perception is an important factor 
to the turnover phenomenon, which is a subjective 
measure of oneself, e.g. how easy it would be to find a 
new job [12]. The inducement-contribution balance 
developed from organizational equilibrium theory is 
touted as the one of the most influential factors of turnover. 
Employee would like to stay in current position only if the 
inducement of this organization is greater than or equal to 
the contribution asked by managers. [4,13] In addition, 
employee turnover is often influenced by economics, the 
rate declines during economic recessions [14], while it 
increases during economic rebound [15].  

Afterwards, researchers start to find the connection of 
turnover intention with turnover behavior [16-18], and the 
result suggests that the longer the elapsed time between 
the measurements of intention and behavior, the lower is 
the correlation [19].  

Based on turnover intention, extensive studies have 
been made on modeling and predicting the turnover. For 
instance, [20] studies twenty variables to build a turnover 
prediction model, and only six variables are found 
effective by stepwise logit analysis; [21] provides a dataset 
of life insurance company to find the effects of prior 
absenteeism and performance rating on voluntary turnover; 
[28] propose a forecast model based on neural network to 
predict the impact of employee turnover on the 
performance; recently, machine learning has been applied 
to turnover prediction by [22].  

The turnover can cause serious loss and difficulty 
because of the leaving of employees who have relatively 
high human capital [23]. Thus HRM strategies are 
developed to facilitate the retention of employees [24-26]. 

Nevertheless, little attention has been paid to Chinese 
enterprise as well as the internal transfer within 
organization. In this paper, we propose employee turnover 
as the combination of inter-organization turnover and 
internal transfer, with inter-organization turnover denoting 
recruit, retire, resign and deposal, while internal transfer 
denoting training on current job position, exchange to 
fellow position and promote to higher position. In addition, 
we propose state-transition model to describe the 
properties related to employee turnover, and employee are 
classified to deferent groups according to their state 
properties. Subsequently, conditional semi-Markov 
(CSMK) model is proposed to predict the turnover on 
condition of different constraints. Based on CSMK, 
transition amount can be calculated for each turnover type, 
then the employed amount can be predicted for each 
employee group. Lastly, a case study of Chinese state-
owned enterprise is provided to illustrate how state-
transition and CSMK work in reality. These models are 
proven to be available to predict the structure of an 
organization, which is with great significance for 
managers to develop recruitment plans, promote rules, and 
retire regulations. This turnover prediction method can be 
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generalized to any organization that with similar structure 
and employee rules. 

2 Modeling Based on State-transition 
Mode 
Turnover of employee always contributes to the change of 
the employee property and the organization structure. 
Make an assumption that there is an employ-position 
system that contains both the property of employee and 
job position. Then, we can define job-state to describe the 
state of this system. The job-state will transfer to another 
state if system property changes, because of employee 
turnover, and this process can be described by state-
transition to classify the turnover type. Therefore, we 
claim that the state-transition mode can be applied to 
predict the employee turnover.  

2.1 Formulating the Properties about Employee 
Turnover 

Job position are classified into i grades according to their 
authority and function; the bigger the grade is, the higher 
the position level is.  Let a and b be the property of job 
position and employee respectively; both a and b are 
related to employee turnover, where a=(a1,a2, …,as,…,an) 
and b=(b1,b2, …,bl, …,bm). For a job position, as denotes 
the sth (s=1,2, …,n) property and it has Ps values, i.e. As = 
(as1, as2, …,asps, …,asPs) and as ∈As . While as = asps, it 
means that the sth property of this position equals to the 
pth value of As. Similarly, bl denotes the lth (l=1,2, …,m) 
property of employee and it has Ql values, i.e. 
Bl=(bl1,bl2, …,blql, …,bQl), bl  ∈ Bl and the lth property of 
employee equals to the qth value while bl = blql.  

Subsequently, aj and bk are developed to describe 
states that contain all property values of a position or an 
employee. Position states are distinguished by their 
subscript j that denotes the sequence number of position 
states, where aj=(a1p1,a1p2, …,asps, …,anpn) and aj∈A. 
Similarly, employee states are distinguished by k, 
bk=(b1q1,b2q2, …,blql, …,bmqm) and bk∈B. j and k are 
calculated as (1) and (2). 
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Then, ρ is proposed to measure the property of 
manning quotas. As is shown in (3), ρ describes 4 position 
states about employee turnover. 

 

0 on guard
1   overstrength

.
2 vacancy
3     opening & overstrength

ρ

⎧
⎪
⎪

= ⎨
⎪
⎪⎩

 (3) 

Based on the definition of these properties, we can 
define the employee job-state as a triple (ijk), or a tetrad 

(ijkρ), to describe state-transition mode. The system state 
will be changed, when there is any transition happens to 
position state or employee state. It should be note that the 
total number of I, j and k are I, J and K, respectively. 

2.2 Classifying State-transition of Employee’s 
Turnover 

In this paper, state-transition is a formal expression of 
employee’s turnover, describing the transition among job-
states. Without considering the property of manning 
quotas (ρ), state-transition of employee can be described 
by three-dimensional state (ijk), then all these states can 
make up a set, Ω0, whose element corresponding to 
employee group. This group is denoted by Uijk, to group 
employees with different state-transition. Similarly, the 
employee’s turnover of retire, deposal, resign, recruit and 
training are denoted by Ωr, Ωd, Ωrs, Ωrc, and Ωt, where 
Ωr={(ijk)r | i∈I}, Ωd, ={(ijk)d | i∈I }, Ωrs={(ijk)rs | i∈I }, 
Ωrc={(ijk)rc | i∈I }, and Ωt={(ijk)r | i∈I,j∈J,k∈K }. As in 
(4), all the state and turnover can be merged into a set Ω, 
ω∈Ω. 

 0      
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Ω = Ω Ω Ω Ω Ω Ω

=
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 (4) 

Then, take (ijk)→(ijk)' as the employee’s transition 
from current state to objective state. This transition 
process can be formulated as (5). Note that  i'= i+ or i'= i++ 
when employee is promoted gradually or leapingly; j'= j, 
when employee exchanges to another position that with 
the same  property as current position; k'=k+1 after 
training on current positon, without any transition of i and 
j; (ijk)'=ijk after recruit of new employee, initializing the 
job-state. Specially, the transition is denoted as (ie)t→(ijk) 
when an employee is recruited as a freshman, where e 
(e=0,1,2,3) denotes the employee’s education degree is 
bachelor (e=1), master (e=2) doctorate (e=3), or else 
(e=0). 

 / /

promote'
exchange'
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train'
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i j k
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ijk
ijk
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⎪
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 (5) 

While manning quotas is taken into consideration, the 
transition can be denoted as (ijkρ)→(ijkρ)'. These four-
dimensional states (ijkρ) makes up the set, Ω(ijkρ). The 
transition of i, j and k follows the same rule as the three-
dimension state (ijk). What should be noted is that 
manning quotas transfers between on guard (ρ=0) and 
vacancy (ρ=2), or between overstrength (ρ=1) and open 
& overstrength (ρ=3). ρ' equals 2 or 3 when employee 
leave his/her current position where ρ equals 0 or 1, 
meaning that these transitions provide an open job-state 
(ρ=2,3) for other employee to replenish while the 
objective state (ρ=0,1) becomes busy for its occupied by 
this employee, such as retire, deposal and resign. As is 
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demonstrated in the following table, ρ' equals 0 or 1 when 
employee is recruited, and ρ' maintains 0 or 1 after 

employee’s attending training. 

Table 1. Table Type Styles 

(ijkρρ)
' ρρ  ρρ ' Transition Open Busy 

i+j'kρ' 0/
1 2/3 promote ij·ρ' i+j'·ρ 

ij'kρ' 0/
1 2/3 exchange ij·ρ' ij'·ρ 

ijkρ' 
0/
1 2/3 retire/deposal/re

sign ij·ρ' -- 

ijk'ρ 
0/
1 0/1 training -- -- 

ijkρ' 
2/
3 0/1 recruit -- ij·ρ' 

NOTE: a. Instead of k, ’·’ in column Open and Busy denote that there is no constraint on employee properties.  

Actually, each of the state-transitions in TABLE 1 is a 
combination of two turnover processes, e.g. promote 
equals to both retire/deposal/resign from current position 
and recruit to another position with higher grade, as 
demonstrated in (6).  

 ( ' ') ( ') &( ' ' ' ).ijk i j k ijk ij i j i j kρ ρ ρ ρ ρ ρ+ + +→ ⇔ → ⋅ ⋅ →  (6) 

3 Employee Turnover Prediction Based 
on Conditional semi-Markov Model 
Employee turnover prediction is the prediction of 
employee’s turnover probabilities to next job-state, on 
condition of various influence factor, at different times. As 
demonstrated in Section �, the 6 subsets (Ωr, Ωd, Ωrs, Ωrc, 
and Ωt) of Ω are mutually exclusive and complete. 
Additionally, the three-dimensional states (ijk) of 
employee are with conditional homogeneity. Thus semi-
Markov can be applied to modeling state-transition, and 
predicting employee turnover. 

3.1 Conditional Semi-markov Model 

The transfer of employee’s job-state over time can be 
abstracted as a stochastic process, {X(t), t≥0}. In this 
process, τ and c are provided as variables to classify the 
job-state of employee, τ=(τ',ῐ). The adjoint variable, τ, is  
provided to describe employee state, where τ' is a natural 
factor denoting properties such as gender and native place, 
while ῐ (ῐ=ῐa,ῐw,ῐg) is an adjoint factor, whose elements, ῐa, 
ῐwand ῐg, denote the age, working age and grade age at the 
beginning of current job-state, respectively. Another 
variable is c, the environment to describe properties of 
job-state group (Uijk), such as age, education degree and 
manning quotas. 

Let ω' be the objective state of ω� ���� ���	�
�����
turnover� ω'∈Ω. Thus the transfer probability of sate-
transition from ω�to ω' can be denoted as Pω→ω' |τ,c , and (7) 
is the constraint on condition of τ and c. When there is a 
given ω', the interarrival time distribution can be defined 
as Fω→ω' (t|τ,c), as demonstrated in (8). Therefore, {X(t), 

t≥0} is the CSMV process of employee turnover, with 
variables of τ and c. 

 ''
, 1.P cω ωω

τ→∈Ω
=∑  (7) 

 ' 1 1( , ) Pr( , ', , ).n n n nF t c t t t X X cω ω τ ω ω τ→ + +≡ − ≤ = =  (8) 

3.2 Conditional Calculation of State-transition 

Based on the definition of CSMV process, we propose (9), 
function Tω→ω' (t|τ,c), to demonstrate how transfer 
probability changes over time. It’s apparent that 
employee’s turnover depends on transfer probability 
among states as well as the distribution of interarrival time. 
Equation (10) and (11) reveal the connection of T with P 
and F, where Tω→ω' (t|τ,c)=0 on condition of Pω→ω' |τ,c. 
Then, T can be derived as (12), the multiplication of P and 
F. 

 ' 1 1( , ) Pr( ', , , ).n n n nT t c X t t t X cω ω τ ω ω τ→ + +≡ = − ≤ =  (9) 
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 ' ' '( , ) ( , ) ( , ).T t c P c F t cω ω ω ω ω ωτ τ τ→ → →=  (12) 

Assume that the state-transition cycle is one year, then 
ω denotes job-state at the beginning of this year. Let d 
(d=0,1,2, …) be the duration time of ω at the beginning of 
this year, then the transfer probability to ω' within this 
year can be derived as (13), with variables of τ and c. Let 
Nd

ω
 (τ) be the amount of employee whose duration time of 

ω is exactly d, then in (14), Nω
 (τ) denotes the amount of 

employee whose job-state is ω; in (15), the amount of 
employee whose job-state transfer to ω' on condition of  is 
calculated by multiplying employee amount on ω and 
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transfer probability from ω to ω'. Therefore, the total 
amount of employee whose job-state transfer to ω' can be 
calculated as (16), and Nt+1

ω' is the amount of employee on 
state ω' at the beginning of next year. In (17), it should be 
noted that ∈Ξ denotes an accessible process, e.g.� ���
ω∈Ξω', ω������������������������������������������������
���ω'.  
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+
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These calculations have been specifically given in 
Fig.1, which displays the transition among groups as well. 

 

Figure 1. State-transition based on employee’s transifer. 

3.3 Variable adjustment 

After state-transition in this year, variables and the 
structure of groups will be changed next year, thus we 
propose variable adjustment to reset τ and c at the 
beginning of next year. 

As a natural factor of τ, τ' is constant no matter the job-
state transfers or not. On the contrary, ῐ will change as job-
state transfers. In this section, turnover means promote, 
exchange or training instead of recruit, retire, resign or 
deposal; the reason is that recruit is a initialization of job-
state and there is no objective state of retire, resign or 
deposal. Thus, both ῐa and ῐw will be increased by s at the 
beginning of next year if employee turnover occurs in this 
year. For ῐg, it will be zeroed if the turnover is promote; its 
value will be kept if the turnover is exchange or training 
for there is no influence on position grade of these two. 

As for the environment variable, c will be reset for 
each job-state group, which can be calculated according to 
the employee amount of each state-transition. 

In summary, there are 5 steps of employee turnover 
prediction, as shown in Fig.2.  

• Step1: Group the employee data according to job-
state, construct hierarchical work of employee 
turnover, and distinguish state-transition among 
groups. 

• Step2: Calculate environment variable for each 
group, count employee amount on condition of 
natural factor, and count employee amount of each 
group, based on statistics of employee data. 

• Step3: Use state-transition function to predict the 
amount of employee transfers among groups on 
condition of adjoint variable.  

• Step4: Calculate the employee amount, employee 
amount of each group and the employee amount 
on condition of adjoint variable, and update the 
environment variable for each group, based on 
current employee amount and the prediction of 
employee turnover. 

• Step5: Repeat step 3 and 4 to predictive the 
employee structure of next year. 
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Figure2. Flow chart of prediction model 

4 Case Study for  A State-owned 
Enterprise 
In order to demonstrate how state-transition and CSMK  
work in reality, here we provide a case study of Chinese 
state-owned enterprise. We select the employee data in 
recent 11 years, from 2006 to 2016, within nearly 6 
million state-transition records. All properties (i, j, k, τ, c 
and d) mentioned in Section � can be acquired directly or 
calculated indirectly. Additionally, the true employee 
amount of each state group (Uω) has been involved in 
these dataset, denoted as N(ω). 

Based on the employee turnover rules of this 
organization, job-state groups are classified as Fig.3, 
where I=8 (i=0,2,  …,7). Actually, there is a limitation 

that some turnover could only occur on several grades. To 
be specific, as in (18), retire and deposal only occurs when 
i=(6,7), recruit occurs only when i=(0,1,…,4).  

Subsequently, state-transition and CSMK are applied 
to predict employee turnover according to the 5 steps of 
prediction, then we can get the predicted employee 
amount of each job-state group. And the prediction result 
is demonstrated as Fig.4 and Fig.5. 
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Figure3. Groups of job-state based on employee turnover rules. 

 

Figure4. Transfer probabilites among job position grades on condition of education degrees. 
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In Fig.4, we provide the transfer probabilities among 
different job grades (from 0 to 7), on condition of different 
education degrees. As for this four subfigures, degree 
equals to 0, 1, 2 and 3, from left to right and then from top 
to bottom, respectively. It apparent that the transfer always 
decrease slowly when i≤3 or i≥5, while it decrease rapidly 
when 3<i<5. In addition, when i≤5, the higher the degree 

is , the higher the transfer probability. Specially, when e=0, 
the employee’s education degree is lower than bachelor 
(e=1). Thus we can conclude that transfer probabilities 
decrease as position increase, and the employ are always 
with higher promote probability on lower or higher 
position, while the employee on medium position transfers 
less frequently.  

 

Figure 5. Comparison of predicted amount with the real amount of employee on condition of education degrees 

In the line chart of Fig.5, we compare our predicted 
amount with the real amount of employee on condition of 
education degrees, from 2006 to 2016. The employee 
amount of each group (degree) in different years has been 
normalized according to the amount of 2016. It comes to 
conclusion that the amount of employee with higher 
education degree (e≥1) increases over time, and the 
increase rate is positively relative to their degree. But the 
amount of employee with lower degrees decrease rapidly. 
Which suggests that the education level of the employee 
structure tends to be higher and higher. The average 
prediction accuracy is calculated as 0.855. 

The case study proves the effect of our proposed 
method of turnover prediction. 

5 Conclusion 
There have been large amount studies on employee 
turnover, including its influence factors, modeling and 
prevent strategies. However, little attention has been paid 
to Chinese enterprise as well as the internal transfer within 
organization. Therefore, we propose the models of state-
transition and CSMK to describe the turnover as well as to 
predict the turnover. These methods have been proved 

effective in reality by a case study of the employee records 
data, from 2006 to 2016, provided by a Chinese stated-
owned enterprise. 

Our study makes a primary contribution to predicting 
employee turnover of Chinese enterprise, both the inter-
organization and the internal transfer. For managers, 
especially managers of Chinese enterprise, proposed 
method provides effective supports of developing 
recruitment plans, promote rules, and retire regulations. 
This turnover prediction method can be generalized to any 
organization that with similar structure and employee rules. 
In our prediction model, we didn’t consider the turnover 
demotion, which will be an interesting direction. And 
more influence factors should be considered in our further 
study, which might be individual, organizational or 
environmental.  

Acknowledgment 
This work is supported by the Natural Science Foundation 
of China (grant nos. 71522014, 71301165, 71690233, 
71331008, 71671186 and 61473301). 

     
    

 
DOI: 10.1051/, 04023 (2017) 712012

ITA 2017  

ITM Web of Conferences itmconf/201 4023

7



 

References 
1. J. Dittrich, J. Daniel and R. Zawacki, “Perceptions of 

equity, job satisfaction, and intention to quit among 
data processing personnel”, Information & 
Management, vol. 9, Sep. 1985, pp. 67-75, doi: 
10.1016/0378-7206(85)90028-X. 

2. J. Yang, C. Wan, and Y. Fu, “Qualitative 
examination of employee turnover and retention 
strategies in international tourist hotels in Taiwan”, 
International Journal of Hospitality Management, vol. 
31, Sep. 2012, pp.837-848, doi: 
10.1016/j.ijhm.2011.10.001. 

3. F. DeMicco and J. Giridharan, “Managing Employee 
Turnover in the Hospitality Industry”, Hospitality 
Review, vol. 5, 1987. 

4. J. March and H. Simon, “Organizations”, American 
Journal of Sociology, vol. 65, 1959, pp.105-132. 

5. R. Tett and J. Meyer, “Job satisfaction, 
organizational commitment, turnover intention, and 
turnover: Path analyses based on meta-analytic 
findings”, Personnel Psychology, vol. 46, Jun. 1993, 
pp. 259–293, doi: 10.1111/j.1744-
6570.1993.tb00874.x. 

6. M. Hunter, F. Tan and B. Tan, “Voluntary turnover 
of information systems professionals: A cross-
cultural investigation”, Journal of Global Information 
Management, vol. 16, 2008, pp. 46-66, doi: 
10.4018/jgim.2008100103. 

7. J. Hackman and G. Oldham, “Work redesign”, 
Nursing Management, vol. 25, 1994, pp. 12, doi: 
10.5465/AMR.1981.4285748. 

8. M. Igbaria and S. Siegel, “The reasons for turnover 
of information systems personnel”, Information & 
Management, vol. 23, Dec. 1992, pp.321-330, doi: 
10.1016/0378-7206(92)90014-7. 

9. D. McKnight, B. Philips and B. Hardgrave, “Which 
reduces IT turnover intention the most: Workplace 
characteristics or job characteristics?”, Information & 
Management, vol. 46, Apr. 2009, pp. 167-174, doi: 
10.1016/j.im.2009.01.002. 

10. M. Tan and M. Igbaria, “Turnover and remuneration 
of information technology professionals in 
Singapore”, Information and Management, vol. 26, 
Apr. 1994, pp. 219-229, doi: 10.1016/0378-
7206(94)90094-9. 

11. J. Quan and H. Cha, “IT certifications, outsourcing 
and information systems personnel turnover”, 
Information Technology & People, Vol. 23, 2010, 
pp.330-351, doi: 10.1108/09593841011087798. 

12. S. Patrick, “The theory of planned behavior”, 
Organizational Behavior and Human Decision 
Processes, vol. 50, 1991, pp. 137-44 

13. D. Joseph, K. Ng, C. Koh and S. Ang, “Turnover of 
Information Technology Professionals: A Narrative 
Review, Meta-Analytic Structural Equation 
Modeling, and Model Development”, MIS Quarterly, 
vol.31, Sep. 2007, pp. 547-577. 

14. T. Willoughby, “Computing personnel turnover: A 
review of the literature”, Proceedings of the 1977 
annual conference, ACM Press, vol. 7 Oct. 1977, pp. 
211-214, doi: 10.1145/800179.810204. 

15. R. McLaughlin, “That old bugaboo, turnover”, 
Datamation, vol.25, Oct. 1979, pp. 97–101. 

16. K. Bartol, “Turnover among DP personnel: a casual 
analysis”, Communications of the ACM, vol.26, Oct. 
1983, pp.807-811, doi: 10.1145/358413.358433. 

17. J. Thatcher, L. Stepina and R. Boyle, “Turnover of 
Information Technology Workers: Examining 
Empirically the Influence of Attitudes, Job 
Characteristics, and External Markets”, Journal of 
Management Information Systems, vol.19, Dec. 2002, 
pp.231-261, doi: 10.1080/07421222.2002.11045736. 

18. M. Dinger, J. B. Thatcher, L. P. Stepina and K. Craig, 
“The Grass is Always Greener on The Other Side: A 
Test of Present and Alternative Job Utility on IT 
Professionals’ Turnover”, IEEE Transactions on 
Engineering Management, vol. 59, Aug. 2012, pp. 
364-378, doi: 10.1109/TEM.2011.2153204. 

19. M. Fishbein and A. Icek, "Attitudes and voting 
behavior: An application of the theory of reasoned 
action." Progress in applied social psychology, vol.1, 
1981, pp. 253-313. 

20. K. ANG, C. GOH and H. KOH, "AN EMPLOYEE 
TURNOVER PREDICTION MODEL: A STUDY 
OF ACCOUNTANTS IN SINGAPORE", Asian 
Review of Accounting, Vol. 2, 1994, pp.121-138, doi: 
10.1108/eb060649. 

21. P. Morrow, J. McElroy, K. Laczniak and J. Fenton, 
“Using Absenteeism and Performance to Predict 
Employee Turnover: Early Detection through 
Company Records � ”, Journal of Vocational 
Behavior, vol.55, Dec. 1999, pp. 358-374, doi: 
10.1006/jvbe.1999.1687. 

22. R. Punnoose and P. Ajit, “Prediction of Employee 
Turnover in Organizations using Machine Learning 
Algorithms” International Journal of Advanced 
Research in Artificial Intelligence(IJARAI),  vol. 5, 
2016, pp. 22-26, doi: 10.14569/IJARAI.2016.050904  

23. M. Zhang and D.Zhang, “The new development of 
voluntary turnover model”, J. Econ. Manage. Abroad, 
vol. 25, 2006, pp. 24-28. 

24. T. Ferratt, R. Agarwal, C. Brown and J. Moore, “IT 
Human Resource Management Configurations and IT 
Turnover: Theoretical Synthesis and Empirical 
Analysis”, Information Systems Research, vol. 16, 
Sep. 2005, pp. 237-255, doi: 10.1287/isre.1050.0057. 

25. S. Ang and S. Slaughter, “Turnover of information 
technology professionals: The effects of internal 
labor market strategies”, ACM SIGMIS Database, 
vol. 35, Jun. 2004, pp. 11-27, doi: 
10.1145/1017114.1017118. 

26. T. Lee and S. Maurer, “The retention of knowledge 
workers with the unfolding model of voluntary 
turnover”, Human Resource Management Review, 
vol. 7, Aut. 1997, pp. 247-275, doi: 10.1016/S1053-
4822(97)90008-5. 

27. M. Zhang, D. Zhang and S. Li, “An Empirical Study 
on a Path Model of Turnover Intention among 
Technical Staff in IT Enterprises”, Nankai Business 
Review, vol. 4, Jun. 2003, pp. 12-20, doi: 
s10.3969/j.issn.1008-3448.2003.04.003. 

     
    

 
DOI: 10.1051/, 04023 (2017) 712012

ITA 2017  

ITM Web of Conferences itmconf/201 4023

8



 

28. H. Yang, “Simulation of Prediction Model of 
Employee Turnover Influencing”, Computer 

Simulation, vol. 30, Jul. 2013, pp. 200-203, doi: 
10.3969/j.issn.1006-9348.2013.07.04

 

     
    

 
DOI: 10.1051/, 04023 (2017) 712012

ITA 2017  

ITM Web of Conferences itmconf/201 4023

9


