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The COVID-19 pandemic triggered a global redefinition of work, catalyzing a 

historic wave of voluntary resignations known as The Great Resignation and 

intensifying the competition for skilled labor—often referred to as the War for 

Talent. This study presents a systematic literature review of 38 peer-reviewed 

articles published between 2019 and 2024 to investigate the multidimensional 
drivers of employee turnover and evaluate organizational responses in the post-

pandemic context. The findings reveal four key thematic areas: psychological and 

value-driven resignation behavior, evolving work models and employee 
expectations, strategic talent retention efforts, and sectoral or regional variations in 

turnover patterns. The analysis also identifies a shift toward human-centered, data-

informed HRM strategies and the growing influence of AI and digital infrastructure 
in workforce management. Furthermore, the study discusses emerging theoretical 

frameworks, such as Adaptive HRM and Human-Centered Design, offering fresh 

perspectives on employee engagement and retention. The review concludes that 
employee turnover in the post-pandemic era reflects enduring structural 

transformations rather than temporary labor market anomalies, necessitating 

holistic, empathetic, and context-sensitive strategies by both organizations and 

policymakers. 
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Sumber Daya Manusia 

Pandemi COVID-19 memicu redefinisi global terhadap dunia kerja, yang 

menghasilkan gelombang pengunduran diri sukarela terbesar dalam sejarah—
dikenal sebagai The Great Resignation—serta memperkuat persaingan dalam 

merebut tenaga kerja terampil, yang sering disebut sebagai War for Talent. Studi 

ini menyajikan tinjauan literatur sistematis terhadap 38 artikel ilmiah yang telah 
ditinjau sejawat dan diterbitkan antara tahun 2019 hingga 2024, guna menyelidiki 

faktor multidimensional penyebab turnover karyawan serta mengevaluasi respons 

organisasi dalam konteks pasca-pandemi. Temuan kajian ini mengungkapkan 
empat area tematik utama: perilaku pengunduran diri yang didorong oleh faktor 

psikologis dan nilai-nilai personal, evolusi model kerja dan ekspektasi karyawan, 

upaya strategis dalam retensi talenta, serta variasi sektoral dan regional dalam pola 
turnover. Analisis juga mengidentifikasi pergeseran menuju strategi manajemen 

SDM yang berpusat pada manusia dan berbasis data, serta meningkatnya pengaruh 
AI dan infrastruktur digital dalam pengelolaan tenaga kerja. Selain itu, studi ini 

membahas kerangka teoritis yang muncul, seperti Adaptive HRM dan Human-

Centered Design, yang menawarkan perspektif baru terkait keterlibatan dan retensi 
karyawan. Tinjauan ini menyimpulkan bahwa turnover karyawan di era pasca-

pandemi mencerminkan transformasi struktural yang berkelanjutan, bukan sekadar 

anomali pasar tenaga kerja sementara, sehingga memerlukan strategi yang holistik, 

empatik, dan peka terhadap konteks oleh organisasi maupun pembuat kebijakan.   
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1. Introduction 

The post-pandemic labor landscape has undergone 

profound transformations, marked by an unprecedented 

wave of voluntary resignations, a phenomenon widely 

termed as The Great Resignation. This global trend, 

observed across diverse economies and industries, has 

challenged traditional assumptions about employee 

loyalty, workplace satisfaction, and career continuity 

[1], [2]. The COVID-19 pandemic served as a catalyst, 

prompting employees to reevaluate their professional 

trajectories, personal values, and work-life integration, 

thereby igniting mass resignations, particularly among 

mid-career professionals [3], [4]. At the same time, 

organizations have entered an intensified “war for 

talent,” scrambling to attract and retain skilled workers 

in an increasingly volatile and value-driven labor market 

[5], [6]. 

The convergence of these two dynamics—rising 

turnover and heightened competition for talent—has 

revealed fundamental shifts in workforce expectations. 
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Employees now prioritize psychological safety, 

flexibility, purpose, and digital autonomy over 

traditional incentives such as salary or job security [7], 

[8]. Hybrid work models, mental health 

accommodations, and inclusive cultures have emerged 

as crucial retention factors [9], [10]. Moreover, the 

acceleration of remote work has redefined 

organizational boundaries, creating a global talent 

marketplace where geographical constraints have 

significantly diminished [11], [12]. As a result, firms 

face mounting pressure to realign their human resource 

strategies with the evolving priorities of a post-

pandemic workforce [13], [14]. 

Despite a growing body of research addressing labor 

market disruptions during the pandemic, comprehensive 

syntheses on the drivers of employee turnover in the 

post-pandemic context remain limited. Many existing 

studies focus on isolated factors such as burnout, digital 

fatigue, or job insecurity without offering a holistic 

understanding of the complex interplay between 

individual, organizational, and societal elements 

influencing resignation behavior [15], [16], [17]. 

Furthermore, while the concept of the “war for talent” 

has been explored for over two decades, its 

reinterpretation in the era of COVID-19 and beyond 

requires renewed attention to emerging workforce 

values, technology integration, and socio-economic 

inequalities [18], [19]. 

Addressing this gap, this study conducts a systematic 

literature review (SLR) to synthesize empirical insights 

on employee turnover and talent retention in the post-

pandemic era. Utilizing peer-reviewed literature 

published between 2019 and 2024, this review captures 

the evolving nature of employee-employer 

relationships, highlighting structural changes in career 

identity, organizational commitment, and workforce 

mobility [20], [21]. It also examines interventions 

adopted by organizations, ranging from digital HRM 

innovations to empathetic leadership, that aim to 

mitigate turnover and foster long-term engagement [22]. 

Additionally, the review explores sector-specific 

differences, recognizing that industries such as 

healthcare, education, and technology experienced 

distinct turnover patterns and talent shortages during and 

after the pandemic [23], [24]. It also incorporates cross-

regional perspectives, acknowledging that cultural, 

economic, and policy contexts shape the manifestations 

and responses to The Great Resignation [25], [26]. By 

framing employee turnover not as a temporary 

disruption but as a reflection of a deep transformation in 

work ethos, this study contributes to the strategic 

understanding of workforce sustainability in the new 

normal [27], [28]. 

Through a rigorous review methodology and thematic 

analysis, this article advances theoretical clarity and 

practical guidance for organizations navigating the dual 

challenge of employee attrition and talent scarcity. The 

insights derived aim to inform future research, policy 

design, and human capital management practices 

capable of sustaining employee well-being and 

organizational resilience in a post-pandemic world [29], 

[30]. 

2. Research Method 

This study employs a systematic literature review (SLR) 

approach to synthesize current empirical findings and 

theoretical insights concerning employee turnover 

during the phenomenon widely recognized as “The 

Great Resignation,” particularly within the context of 

the intensified "war for talent" in the post-pandemic era. 

The systematic literature review method was selected 

due to its effectiveness in summarizing diverse research 

findings, identifying research gaps, and providing 

coherent theoretical development based on existing 

empirical evidence [31], [32]. To ensure methodological 

rigor and transparent reporting, this SLR adheres to the 

guidelines provided by the Preferred Reporting Items for 

Systematic Reviews and Meta-Analyses (PRISMA) 

framework, a widely-accepted standard in social science 

research synthesis [33]. 

To facilitate a comprehensive identification of relevant 

literature, this study utilized multiple electronic 

databases, specifically Web of Science (WoS), Scopus, 

Emerald Insight, SpringerLink, Taylor & Francis 

Online, and SAGE Journals. These databases were 

chosen because of their extensive coverage of peer-

reviewed academic publications and high standards of 

scholarly content [34]. The literature search was 

confined to publications from 2019 to 2024 to reflect 

recent developments linked explicitly to COVID-19 and 

its immediate aftermath. The search strategy was 

executed using a combination of key terms structured 

through Boolean operators, as follows: (“great 

resignation” OR “employee turnover” OR “talent war”) 

AND ("post-pandemic" OR "COVID-19" OR "remote 

work"). To achieve comprehensive retrieval, alternative 

synonyms and related terms were incorporated based on 

prior knowledge and preliminary reviews [32]. 

Articles identified from the databases underwent a two-

stage screening process to select publications explicitly 

aligned with the research objectives. The inclusion 

criteria established for the review were: (1) articles 

explicitly addressing employee turnover or talent 

retention in the post-pandemic era; (2) peer-reviewed 

articles published between 2019 and 2024; (3) empirical 

studies and theoretical reviews published in English. 

Conversely, exclusion criteria involved: (1) editorials, 

opinion papers, conference abstracts, and non-peer-

reviewed sources; (2) publications with contexts 

unrelated to post-pandemic employment dynamics; (3) 

articles unavailable in full text. The screening process 

first involved title and abstract assessment, followed by 

a thorough full-text analysis to ascertain final eligibility 

[35]. 
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Data extraction and synthesis employed a structured 

thematic approach designed to organize findings into 

clear, analytically meaningful categories [36]. A 

standardized data extraction form was created to ensure 

consistency and accuracy, capturing key study 

characteristics such as authorship, publication year, 

geographical context, methodological approach, sample 

size, theoretical framework, and primary findings [32]. 

Subsequently, thematic synthesis was undertaken by 

coding and clustering recurrent themes across selected 

literature, facilitating the identification of predominant 

factors influencing employee turnover and 

organizational strategies deployed to retain talent [37]. 

Emerging themes were iteratively reviewed and refined 

by authors, enhancing the analytical rigor and 

interpretative clarity of the synthesized outcomes [36]. 

To further guarantee the reliability and validity of the 

review, the quality of the included studies was 

systematically assessed using the Critical Appraisal 

Skills Programme (CASP) checklist. CASP is widely 

recognized for its efficacy in evaluating methodological 

rigor, transparency, and relevance across different 

research designs, including qualitative and quantitative 

methods [38]. Each article was scored based on clearly 

defined appraisal criteria, enabling an assessment of 

individual study quality and an informed interpretation 

of their contribution to the synthesis [39]. 

 

Figure 1. PRISMA Flowchart of the Study Selection Process 

To present a transparent overview of the literature 

identification and selection process, a PRISMA 

flowchart is provided on Figure 1. This flowchart 

summarizes the number of studies identified, screened, 

assessed, and eventually included, offering clarity and 

reproducibility for future researchers replicating or 

expanding upon this study [33].  

Ultimately, this methodology provides a rigorous, 

transparent, and replicable structure, facilitating an 

accurate interpretation of the complex dynamics 

surrounding employee turnover in the era of "The Great 

Resignation." It offers valuable insights for both 

academic researchers and HR practitioners seeking 

robust evidence-based strategies for talent management 

in the post-pandemic workplace context. 

3.  Result and Discussion 

This section presents the synthesized results of the 

systematic literature review and critically discusses the 

thematic patterns that emerged from the selected studies. 

The review included 38 peer-reviewed articles 

published between 2019 and 2024 that directly address 

the dynamics of employee turnover and talent 

management in the post-pandemic context. The thematic 

synthesis yielded four major categories: (1) 

psychological and value-driven causes of employee 

turnover, (2) evolving organizational work models and 

employee expectations, (3) strategic responses to talent 

retention, and (4) sectoral and regional patterns in 

turnover behavior. The summaries can be found on 

Table 1. 

3.1. Psychological and Value-Driven Causes of 

Employee Turnover 

The most prominent theme across the reviewed studies 

was the psychological and existential reevaluation 

triggered by the pandemic. A significant proportion of 

the workforce experienced burnout, disillusionment, and 

value misalignment, which accelerated voluntary 

resignations [8], [15]. The pandemic catalyzed a shift in 

employee expectations, with individuals placing greater 

emphasis on intrinsic motivators such as autonomy, 

purpose, and meaningful work [27]. In particular, a 

study highlighted how health anxiety, social isolation, 

and existential uncertainty during COVID-19 influenced 

career transitions [7]. 

Research suggests that traditional retention strategies 

failed to accommodate the psychological contract 

renegotiation occurring at the individual level. 

Employees increasingly disengaged from organizations 

that did not support mental well-being, work-life 

balance, and flexible work structures [17], [22]. This 

psychological withdrawal was more pronounced among 

mid-career professionals and women balancing 

caregiving roles [3], [25]. In response, many companies 

realized the inadequacy of monetary incentives alone in 

curbing attrition and the growing need for empathetic 

and human-centered management practices [29].

Table 1. Summary of Thematic Categories from Reviewed Studies 
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Thematic Category Key Drivers / Insights Representative Studies 

Psychological & Value-Driven 

Turnover 
Burnout, loss of purpose, mental health concerns [8], [15] 

Evolving Work Models & Expectations Demand for flexibility, autonomy, hybrid systems [11], [28] 

Strategic Talent Retention Leadership empathy, well-being programs, digital HR practices [22], [29]  

Sectoral & Regional Variations 
Health, tech sectors most affected; US, UK, Asia show unique 

patterns 
[24], [25] 

3.2. Evolving Organizational Work Models and 

Employee Expectations 

Remote and hybrid work arrangements emerged as both 

a solution and a new challenge in the talent landscape. 

The pandemic normalized location-independent work, 

expanding the talent pool while simultaneously 

intensifying turnover risks due to increased labor market 

mobility [11], [40]. Several studies underscored that the 

mere provision of remote options was insufficient; 

employees also demanded digital fluency, collaborative 

autonomy, and clear performance outcomes [10], [28]. 

The reviewed literature converges on the notion that 

flexible work policies must be integrated with 

supportive infrastructure, transparent communication, 

and inclusive cultures to enhance retention. A study 

found that employees with greater schedule control 

exhibited lower turnover intent, even in high-demand 

industries [9]. Moreover, digital tools enabled enhanced 

feedback and employee voice, facilitating trust and 

loyalty when implemented effectively [30]. However, 

inadequate training in virtual leadership and 

technological overload led to digital fatigue and 

emotional detachment in several cases [4], [16]. 

3.3. Strategic Organizational Responses to Retention 

Challenges 

Organizations responded to talent loss with varying 

degrees of success. A common strategic trend was the 

adoption of digital HRM platforms to streamline 

onboarding, engagement, and performance monitoring 

[1], [41]. Moreover, firms introduced wellness 

initiatives, flexible benefits, and career development 

opportunities tailored to post-pandemic needs. 

Leadership style proved critical in shaping employee 

retention. Inclusive, empathetic, and purpose-driven 

leadership was positively correlated with lower 

turnover, especially in high-pressure sectors like 

healthcare and technology [21], [24]. However, a few 

studies cautioned against performative empathy or 

“well-being washing” that failed to address systemic 

workplace issues [42]. 

Some organizations invested in talent analytics to 

identify attrition risk early and customize interventions 

[5]. Others used employee listening tools to capture 

sentiments and proactively adjust HR policies. These 

strategies were most effective when embedded within a 

broader culture of trust, transparency, and employee 

participation [30]. 

3.4. Sectoral and Regional Patterns in Employee 

Turnover 

Turnover trends varied significantly across industries 

and regions. The healthcare sector experienced acute 

burnout-induced resignations, while the tech industry 

witnessed talent mobility due to lucrative remote offers 

and skill portability [19], [23]. Education and hospitality 

sectors, conversely, struggled with staffing gaps due to 

perceived occupational insecurity and emotional 

exhaustion [20]. 

Regionally, the United States reported the highest 

turnover rates during 2021–2022, influenced by cultural 

norms emphasizing individual agency and labor 

mobility [4]. European countries, with stronger labor 

protections and union presence, showed relatively lower 

turnover intentions, although flexibility and burnout 

were still key issues [25]. In emerging economies, 

turnover was often tied to digital exclusion and a lack of 

infrastructure for hybrid work models [21], [26]. These 

sectoral and regional distinctions underscore the need 

for context-specific retention strategies rather than one-

size-fits-all solutions. 

3.5. Emerging Longitudinal Patterns and Theoretical 

Evolution 

As the pandemic transitioned into an endemic phase, 

longitudinal data revealed that employee turnover was 

not merely reactive but part of a sustained 

reconfiguration of workforce values. Several studies 

identified that resignation patterns persisted into late 

2023, indicating a deeper workforce transformation [8], 

[30]. Employee engagement and commitment levels 

continued to fluctuate, influenced by macroeconomic 

uncertainty, inflation, and shifting family dynamics 

[28], [29]. Notably, a researcher proposed the rise of the 

“career renegotiation phase” as a theoretical evolution 

of traditional career stage models [21]. 

These changes prompted the development of new 

theoretical frameworks. The application of Human-

Centered Design (HCD) in HRM strategies was 

prominent, with several organizations adopting design 

thinking approaches to co-create meaningful employee 

experiences [27]. Adaptive HRM models also emerged, 

emphasizing flexibility, inclusivity, and real-time 

responsiveness to employee needs [22]. These 

frameworks are reshaping talent strategy by replacing 

transactional models with empathetic, systems-thinking 

perspectives. 
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3.6. The Role of AI and Technology in Retention 

Analytics 

A crucial development post-pandemic was the 

integration of AI and machine learning in HRM systems 

to predict turnover and personalize engagement [1]. AI-

powered platforms were used to analyze employee 

sentiment, monitor behavioral cues, and trigger alerts for 

potential disengagement. Although promising, concerns 

were raised regarding privacy, ethical data use, and 

algorithmic bias [43], [11]. These challenges necessitate 

governance frameworks and transparency in algorithmic 

HR decisions. 

Digital adoption also reshaped learning and 

development (L&D) landscapes. Virtual training, micro-

learning, and gamified platforms increased retention and 

motivation when integrated into coherent career pathing 

strategies [14]. However, digital fatigue remained a 

barrier for sustained engagement in high-touch 

professions and among digitally disadvantaged 

employees [10]. 

3.7. Practical Implications for Policy and Management 

The findings underscore the imperative for tailored HR 

policies anchored in psychological safety, flexible work 

designs, and proactive communication. Policy makers 

and employers should prioritize inclusive workforce 

planning, particularly for marginalized groups 

disproportionately affected by post-pandemic 

disruptions [17], [25]. Government interventions in the 

form of digital infrastructure investment and employee 

mental health support may also serve as systemic 

enablers of workforce stability [23]. 

For organizations, embedding continuous listening tools 

and evidence-based HR analytics into decision-making 

processes is vital. Leaders must transition from control-

based to empowerment-based paradigms, enabling trust 

and resilience among employees [28]. Furthermore, 

recognition of sectoral and regional variability calls for 

decentralized, context-sensitive strategies rather than 

universal best practices. 

3.8. Theoretical Contributions and Research Gaps 

This review contributes to emerging theories of post-

pandemic workforce behavior by consolidating 

psychological, structural, and technological dimensions 

of employee turnover. It affirms that turnover in the 

post-pandemic era is a multidimensional phenomenon 

that transcends economic explanations. Nonetheless, 

research gaps remain. Longitudinal studies beyond 2024 

are needed to assess whether current resignations evolve 

into long-term disengagement or career reorientation. 

Sector-specific explorations, particularly in Global 

South contexts, are limited and warrant greater scholarly 

attention. 

Future research should also critically evaluate the 

efficacy and unintended consequences of AI-driven HR 

practices. Interdisciplinary approaches combining 

organizational psychology, data ethics, and labor 

economics may yield richer insights into sustainable 

talent strategies for the future of work. In sum, the 

systematic evidence suggests that understanding and 

addressing post-pandemic employee turnover requires 

an integrated approach that blends empathy with data, 

strategy with flexibility, and theory with practice. This 

duality will be essential to thrive amid ongoing 

uncertainty in the labor market. 

4.  Conclusion 

This study provides a comprehensive synthesis of 

current research on employee turnover and talent 

management in the post-pandemic era, revealing that the 

phenomenon commonly referred to as The Great 

Resignation is not a transient labor disruption but a 

manifestation of deeper psychological, structural, and 

technological shifts in the modern workforce. The 

review highlights those employees are increasingly 

driven by values such as autonomy, purpose, and well-

being, prompting organizations to reevaluate traditional 

retention models and adopt more empathetic, flexible, 

and data-informed strategies. Remote and hybrid work, 

AI-driven HR systems, and inclusive leadership 

practices emerged as critical components for sustaining 

engagement and reducing attrition. However, the 

effectiveness of these interventions varies across sectors 

and regions, underscoring the need for contextualized 

approaches. Ultimately, navigating the war for talent in 

the post-pandemic world requires an integrated 

paradigm that balances human-centered design with 

strategic foresight, offering both practical guidance for 

organizations and a theoretical foundation for future 

research. 
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