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In the competitive business world, employee turnover management is considered to be a significant mission for an organization in order to improve profit to achieve the company’s goal. According to AHM Shamsuzzoha, an assistant professor at Department od Mechanical and Industrial Engineering, Sultan Qaboos University, and Md. Rezaul Hasan Shumon, an assistant professor at Shahjalal University of Science and Technology Operations management, supply chain management, (2007), “The previous turnover  is considered to be one of the challenging issues in business nowadays. The impact of turnover has received considerable attention by senior management, human resource professionals, and industrial psychologists. It has proven to be one of the costliest and seemingly intractable human resource challenges confronting by several organizations globally” (1). With this, Gaia Garino, Senior Lecturer in Economics at the University of Leicester, UK and Christopher Martin, a specialist in macroeconomics and monetary economics with expertise in monetary policy and New Keynesian DSGE models, add that “In OECD countries something like 10-15% of workers quit their jobs every year. Since employment rarely changes by more than 1-2% a year, this means that the movement of workers between jobs is much greater than changes in the number of jobs” (2). While  employees are seen changing jobs much more frequently now, companies face the difficult burden of not only increasing hiring and training cost, but also lowering productivity and costly disruptions to the production process, as new employees lack the skills compared to past workers. Along with increasing the organization’s profit, the company should also have high productivity with a fewer employees’ turnover, as the turnover ultimately has negative effects for both employees and the organization. In their work on the impact of labour turnover: theory and evidence from UK micro-data, Garino and Martin suggest that “Labor turnover affects both workers and firms, as workers experience disruption, the need to learn new job-specific skills, and finding career prospects,” going on to state that, “firms also suffer the loss of job-specific skills, disruption in production and incur the costs of hiring and training” (2). Thus, here, the organizations that can control employee turnover tend to have grater benefit and achieve the goal than those who losing of employees’ turnover control.	Comment by Turner, Alicia: Go into who these people are since it seems to be your first time mentioning them.	Comment by Turner, Alicia: [the previous turnover] is considered to be
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Also, I would have more time to analyze this source/make connections before going into your next one so you’re not just having sources back to back.	Comment by Turner, Alicia: With this, Gaio Garino…
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I’d just check on this to make sure – I’m pretty sure with most citations the period goes after the parenthesis, though.	Comment by Turner, Alicia: “While employees are seen changing jobs much more frequently now, companies face the difficult burden of not only increasing hiring and training cost, but also lowering productivity and costly disruptions to the production process, as new employees lack the skills compared to past workers”  See, here, you just want to use a transitional phrase such as “While” and connect your points with commas/be a bit more specific throughout – Hope that makes sense! 	Comment by Turner, Alicia: Along with increasing	Comment by Turner, Alicia: also have high	Comment by Turner, Alicia: , as the turnover ultimately has	Comment by Turner, Alicia: Where you mentioned them before, you would just need their last names here.	Comment by Turner, Alicia: Thus, here, the
One of the most important factors of employee retention is Job satisfaction, a fulfillment known to have positive effect on employees’ turnover intention. The previous suggests that dissatisfaction on the job will rise the rate of employee’s turnover in many organizations. With this, may researchers show that  job satisfaction is inversely and strongly connected with employee’s turnover to leave an organization. For instance, Cobb-Clark, D. A., the Director of the Melbourne Institute of Applied Economic and Social Research and Ronald Henderson Professor at the University of Melbourne, (2001) explains that job satisfaction with full payment, ability to work on their own initiative, job security and working hours can lead to fewer turnovers on organizations. There are two main factors that will influence employee job satisfaction: organization culture and demographic characteristics. Firstly, organization culture can be refers to the work place environment, behaviors of group in organization, and shared thoughts, while demographics characteristics refers to gender supervisor support, income, age, education and contract of employment. When considering these factors, then, this research will focus the main three factors: supervisor support, organization support, workplace environment and income.	Comment by Turner, Alicia: Where you mention job satisfaction before the second sentence, in these cases, you can connect your points to help with the flow of the essay. You could say something along the lines of: “One of the most important factors of employee retention is job satisfaction, a fulfillment known to have positive effects on employees’ turnover intention.” Hope that makes sense!	Comment by Turner, Alicia: The previous suggests that	Comment by Turner, Alicia: With this, may researchers show that…	Comment by Turner, Alicia: Refers to the work place environment	Comment by Turner, Alicia: , while demographics characteristics…	Comment by Turner, Alicia: When considering these factors, then, …
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Problem Statement
Researchers have reported the negative effect of employee turnover toward the organization. Garino and Martin, “we obtain a number of interesting results, finding that a measure of the cost of hiring new workers is associated with a higher propensity to report turnover as being ‘too high’ and with a lower propensity to report this turnover as ‘too low’”(4). This confirms our prediction that higher turnover costs unambiguously reduce profits. It shows that the world of business face with the problem of the employees’ turnover. The companies could waste a lot of money if there are a lot of turnover in organization. Moreover, the employees’ turnover effect to the decreasing productivity for the organization. Since the organization need to train new employees who have a lower productive than the incumbent employees, training the new employee spend the time and money. Garino and Martin described that “Since more training implies higher turnover costs, this fact supports the empirical importance of these costs. But more training may also be a characteristic of establishments where job-specific skills are more important. This indicates that newly hired workers may be less productive than incumbents in these establishments, suggesting that higher turnover could reduce productivity. The negative effect of training is therefore also consistent with an effect of turnover on productivity.” (p. 4).	Comment by Turner, Alicia: have reported	Comment by Turner, Alicia: Again, I’d just switch up the transition usage so you’re not having to use “According to” all of the time – also, you just need the last names here – think I mentioned this above, as well, but once you mention scholars’ full name once, you should be fine to just use the last name.	Comment by Turner, Alicia: Again, this is a pretty long quote, so I would use commas in between points to help with this – “we obtain a number of interesting results, find[ing] that a measure of the cost of hiring new workers is associated with a higher propensity to report turnover [as being] ‘too high’ (you don’t use quotations inside of a quotation – if something is quoted within a quote, you would use apostrophes like so) and with a lower propensity to report this turnover as ‘too low’” (4). 

^ The last line of this quote referring to the prediction of higher turnover costs really can be summed up in your own words and not cited, I believe, and can ultimately tie in to the sentence following that about the world of business.
	To reduce the Employee turnover, the organization should solve the problem from the source of employees’ decision of turnover. The obvious reason to quit the job is the unsatisfied compensation. With this in mind, in his work “Human Resource management: Understanding and Controlling Employee Turnover”, scholar Stephen A. Laser suggests that “most people feel that the major cause of employee turnover is the issue of salary. While there is some support for this view, its importance has been greatly exaggerated; it is widely held because individuals frequently cite salary as their excuse for leaving, making the organization and its pay scale a convenient target for employee frustrations.” (p. 17). Besides the unsatisfied compensation, the lack of perceived supervisory support could be one of the factors of employees’ turnover. “High employee turnover could also be due to no potential opportunity for advancements or promotions.” (Rampur, 2009). In addition, the researchers found that the stressful workplace environment can influence to the decreasing of employees’ job satisfaction and tend to quit the job. Dr. Diane Applebaum, Dr. Susan Fowler, Dr. Nancy Fiedler, Dr. Omowunmi Osinubi, Dr. Mark Robson (2014) described Common environmental stressors in the work environment can be stressful to staff and influence job satisfaction and, ultimately, intention to change jobs. Mitigating or eliminating these environmental factors has the potential to improve staff satisfaction and retention. To understand more in employees’ turnover, the study conducts support information of the source that influent employee to quit the organization by focusing on three main factors: compensation, perceived supervisory support and workplace environment.	Comment by Turner, Alicia: Just describe his title/work you’re citing from/use a different transition here --- “With this in mind, in his work (quotes for articles/italics for books) “_____”, scholar Stephen A. Laser suggests that “…….” (17).	Comment by Turner, Alicia: I would re-work this and find a better way to convey it.
Purpose of Study
This paper is a collection of resources and ideas relating to job satisfaction that effect employee turnover. The purpose of this study, then, is to find out the actual reasons of employees’ turnover, its negative effect and possible recommendations that could be helpful to the organizations for reducing the negative effect of intention turnover and improving productivity.	Comment by Turner, Alicia: Think you may have meant “collection” here.	Comment by Turner, Alicia: study, then, is to…	Comment by Turner, Alicia: You say emoyees’ turnover a lot here (and I know that it’s probably difficult to think of a different way to say it), but I would just basically think on the original definition you give for it and use that throughout some to avoid being too repetitive.	Comment by Turner, Alicia: Does this and the “Methodology” section need to be a bit longer? I wasn’t sure.
Methodology	Comment by Turner, Alicia: I think this relates back to how you organized your work/research, as well, so I’d do into this a bit more here.
This study was conducted by using a review of literatures using the following databases: Academic Search Premier, Journal Search, Business Source Premier, Google Scholar to look for individual peer reviewed research articles, systemic reviews, and meta-analysis research articles from 1980 to 2016. Used key words were; employee, intention turnover, work environment, perceived supervisory support, compensation, equity, job satisfaction, sources, effects, and lastly, productivity.	Comment by Turner, Alicia: using the following…	Comment by Turner, Alicia: It’s a bit nitpicky, but I really wouldn’t go into why you sued this one if you’re not going to do that with the others --- I think it would actually be a smart move to just give a brief definition or summary of what each service is if you’d like to do that – I think it should be fine either way, though!	Comment by Turner, Alicia: effects, and lastly, productivity.	Comment by Turner, Alicia: Good luck with future revisions! 
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