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Abstract

This meta-analysis study aimed to survey the antecedents of turnover intention regarding employee development. In
this perspective, developmental feedback, competence development, professional development, training and
development, development opportunities, and career development variables were added into meta-analysis. Moreover,
some other antecedents were listed in the review part of this study. 23 suitable studies were brought together for this
meta-analytical review. The findings of this study are useful for the managers striving to improve their strategies and

policies to reduce turnover intention.
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1. Introduction

Employee development is a significant subject for the management practice. Increasing experience will be more useful

with the true employee development policies. Turnover intention is the biggest threat on employee development.

The organizations try to improve development programs to increase the efficiency and effectivity. Employee development
can be necessary when the organizations cannot find the employees with the preferred qualifications. But there might be
some other reasons. For example, the organizations may have a very specific structure and operations and this may

cause some additional development requirements.

Developmental feedback, competence development, professional development and training are some variables regarding
employee development. Developmental feedback refers to the constructive feedback received by the employees (Joo et
al., 2015). Competence development is efforts of improving a characteristic of the employee (Pare & Tremblay, 2007).
Professional development is the contribution of a job to the professional knowledge or skills of an employee (Acker,

2018).
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Development opportunities and career development some other variables regarding the employee development.
Development opportunities are opportunities to gain more skill and knowledge or some other opportunities contributing to
the employee (Hughebaert et al., 2019). Career development is the the possibility of promotion opportunities (Kraak et al.,

2017).

This study aimed to survey the effects of variables regarding development of the employees on turnover intention by
using a meta-analytical review. The effect sizes of the surveyed relationships will be computed by integrating the collected

studies to each other. Other significant antecedents of turnover intention will also be listed.

2. Concepts of This Study and Turnover Intention

Developmental feedback, competence development, professional development, training, development opportunities and
career development are significant antecedents of turnover intention. The employees prefer to stay in an organization if
they feel like this organization improves their skills and knowledge. Opportunities, promotion chances, and contributions of

the organization are related to the development of an employee and they affect the turnover intention of the employees.
According to these, the research question of this study can be prepared as below:

Research question: Do variables related to employee development affect turnover intention significantly ?

3. Methodology

The design of this meta-analysis was arranged according to Preferred Reporting ltems for Systematic Reviews and Meta-
Analyses (PRISMA) guidelines are followed (Moher et al., 2009). The Scopus, Web of Science, and Proquest databases

were used to find the suitable studies.

The chosen keywords for the search were “development” and “turnover intention. The studies were evaluated according to
the criteria of Zangaro and Soeken (2007). 23 studies were suitable for this meta-analytical review and none of them was

eliminated due to low quality scores.

4. Findings

The effect of the surveyed variables on turnover intention were analyzed and shown in table 1 together with the
heterogeneity analysis results. The number of the studies forming each data and the number of the included subjects are
also indicated. The results showed that each data set is heterogeneous. The data set regarding development

opportunities has the lowest heterogeneity, it is the only data set that is heterogeneous at a 0.05 level of significance.
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Table 1. The Antecedents of Turnover

Intention/Analysis Results

The concepts 12 k N r

Developmental feedback ~ 96.72* 2 532 -0.20
Competence development 95.59* 2 494 -0.41
Professional development  89.02* 3 1152 -0.39
Training&development 9426 5 1186 -0.38
Development opportunities 63.18** 2 1084 -0.49

Career development 90.44* 4 3565 -0.37

*Heterogeneous at a 0.01 level of significance

** Heterogeneous at a 0.05 level of significance

The effect sizes of each data set ismedium (Cohen, 1988). The effect size of development opportunities on turnover
intention is the highest and the effect size of developmental feedback on turnover intention is the lowest. The direction of

each effect size is negative.

The publication bias of data sets including more than 4 studies should be tested. Publication bias is the assumed
inconsistency regarding the quantitative accuracy of the data set affecting the reliability. It is accepted as a sign of missing
part that is not included into the data. Duval and Tweedie’s trim and fill test is used to test the publication bias of two data
sets regarding the effects of training and development and career development on turnover intention. This test did not
detect any publication bias. The results were also tested by using Egger’s regression test. The analysis results did not

exceed 0.033 that is threshold as shown in table 2 (Egger et al., 1997).

Table 2. Publication Bias
Test/Egger’s Regression Test

Results

Concept Test Result
Training&development 0.021

Career development  0.013

This study also determined some other antecedents of turnover intention regarding development. But they are not added
into the meta-analysis. The reviewed variables are shown in table 3. The sample size and Pearson correlation value
provided by the study are shown together with the study confirming that this variable is a significant antecedent of
turnover intention. Moreover, the sector and country are shown as some other charcteristics of the surveyed study.
Training and development contract had the smallest effect size on turnover intention and organizational support for

development had the highest effect size on turnover intention.
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Table 3. Other Antecedents of Turnover Intention

Sample size Correlation Confirming Study Sector Country
Training&development contract 553 -0.19 Chin&Hung, 2019 Insurance Taiwan
Development value 380 -0.29 Kashyap&Verma, 2018 Various India
Professional ability development 372 -0.51 Ohunakin et al., 2018 Tourilsm-& Nigeria

Hospitality

Work-life development 650 -0.21 Jiang&Shen, 2018 CRM USA
Lack of personal development 336 0.57 Arnoux-Nicolas et al., 2016 Various Belgium
Managerial support for development 5088 -0.70 Kumar et al., 2018 IT India
Organizational support for development 5088 -0.69 Kumar et al., 2018 IT India

5. Discussion

The development itself and the opportunities related to development are important for the employees. The meta-analysis

results and review results showed that such variables have a significant effect on the turnover intention of the employees.

The employees prefer to feel like they are getting better. Moreover, they prefer to have more hope about their future.
Development opportunities increase their hope about getting a better job in the future. Otherwise, they may think like they

waste time with their current job.

The employees can be convinced like they are getting improved. They do not need clear opportunities or contributions.
Organizational prestige or the work itself can affect their development perceptions. Development perceptions have

significant connections with the turnover intention of the employees.

This study is the first meta-analysis surveying the relationship between the variables regarding employee development
and turnover intention. Except lack of personal development, all the other variales have a negative significant effect on

turnover intention. This indicates that an increase on these variables reduce turnover intention.

6. Conclusion and Implications

The effect size of development opportunities is the highest and it is almost/arge. This shows that the expectations of the
employees about their job regarding their capability and future has a significant effect on their turnover intention. The
managers can provide the employees more opportunities to develop themselves to decrease their turnover intention. All

the other variables taking place in the meta-analysis have a medium effect size (Cohen, 1988).

The review results also supported this finding partly as the effect of managerial support for development and
organizational support for development on turnover intention are the highest among the others. The organizations and

their managers can support the development of their employees to keep turnover intention under control.
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The effect size of developmental feedback on turnover intention is the lowest compared to the other variables. According
to this results, the managers can provide feedback to their employees for their development without fearing that they will
tend to quit. Moreover, the results showed that the direction of the relationship between developmental feedback and

turnover intention is negative. In other words, developmental feedback decreases the turnover intention of the employees.

The results provided by this study can contribute to the management policy of an organization. The managers can
improve and adjust such policies by using the information provided by this study. Furthermore, they can also arrange their

attitudes by reviewing the knowledge provided by this article.

Statements and Declarations

Author Contribution

CONTRUBUTION RATE EXPLANATION CONTRIBUTORS
Idea or Notion Form the research idea or hypothesis Author 1
Literature Review Review the literature required for the study Author 2
Research Design Designing method, scale, and pattern for the study Author 1 & Author 2
Data Collecting and

. 9 Collecting, organizing, and reporting data Author 1 & Author 2
Processing

Taking responsibility in evaluating and finalizing the

Discussion and Interpretation is esipan i 2l — Author 1 & Author 2

findings

Conflict of Interest

No conflict of interest was reported by the authors.

Financial Support

The author(s) has not received any financial support for this study.

References

e Aburumman, O., Salleh, A., Omar, K., & Abadi, M. (2020). The impact of human resource management practices and
career satisfaction on employee’s turnover intention. Management Science Letters, 10, 641-652.

o Acker, G.M., (2018). Self—care practices among social workers: do they predict job satisfaction and turnover intention?
Social Work in Mental Health 16(6), 710-724.

o Albrecht, S.L., & Marty, A. (2020). Personality, self-efficacy and job resources and their associations with employee

engagement, affective commitment and turnover intentions. The International Journal of Human Resource

Qeios ID: PQVBRW - https://doi.org/10.32388/PQVBRW 5/7



Q Qeios, CC-BY 4.0 - Atrticle, February 5, 2024

Management, 31(5), 657-681.

« Arnoux-Nicolas, C., Sovet, L., Lhotellier, L., Di Fabio, A., & Bernaud J.L. (2016). Perceived work conditions and
turnover intentions: The mediating role of meaning of work. Frontiers in Psychology. 7:704, 9 pages.

o Chin, P., & Hung, M. (2013). Psychological contract breach and turnover intention: The moderating roles of adversity
quotient and gender. Social Behavior and Personality, 41(5), 843-860.

o Cohen, J. (1988). Statistical power analysis for the behavioral sciences (2nd ed.). Hillsdale, NJ: Lawrence Earlbaum
Associates. http://dx.doi.org/10.1016/B978-0-12-179060-8.50012-8

o Dechawatanapaisal, D. (2018). Nurses’ turnover intention: The impact of leader-member exchange, organizational
identification and job embeddedness. Wiley: Original Research. https://doi.org/10.1111/jan.13552

o Dhanpat, N., Modau, F.D., Lugisani, P., Mabojane, R., & Phiri, M. (2018). Exploring employee retention and intention to
leave within a call centre. SA Journal of Human Resource Management/SA Tydskrif vir Menslikehulpbronbestuur 16,
13 pages.

o Egger, M., Davey-Smith, G., Schneider, M.,& Minder, C., (1997). Bias in meta-analysis detected by a simple, graphical
test. British Medical Journal, 315, 629-634. https://doi.org/10.1136/bm|.315.7109.629

o Jiang, H., & Shen, H. (2018). Supportive organizational environment, work-life enrichment, trust and turnover intention:
A national survey of PRSA membership. Public Relations Review, 44, 681-689.

e Joo, B., Hahn, H., & Peterson, S.L. (2015) Turnover intention: the effects of core self-evaluations, proactive personality,
perceived organizational support, developmental feedback, and job complexity. Human Resource Development
International, 18(2), 116-130.

o Joo, B., & Park, S. (2010). Career satisfaction, organizational commitment, and turnover intention: The effects of goal
orientation, organizational learning culture and developmental feedback. Leadership & Organization Development
Journal, 31(6), 482-500.

¢ Jung, C.S., Chan, H.S., & Hsieh, C. (2017). Public employees’ psychological climates and turnover intention: evidence
from Korean central government agencies. Public Management Review, 19(6), 880-904.

o Kashyap, V., & Verma, N. (2018). Linking dimensions of employer branding and turnover intentions. International
Journal of Organizational Analysis, 26(2), 282-295.

o Kim, S.S., Im, J., & Hwang, J. (2015). The effects of mentoring on role stress, job attitude, and turnover intention in the
hotel industry. International Journal of Hospitality Management, 48, 68-82.

o Kraak, J. M., Lunardo, R., Herrbach, O., & Durrieu, F. (2017). Promises to employees matter, self-identity too: Effects
of psychological contract breach and older worker identity on violation and turnover intentions. Journal of Business
Research, 70, 108-117.

o Kumar, M., Jauhari, H., Rastogi, A., & Sivakumar, S. (2018). Managerial support for development and turnover
intention: Roles of organizational support, work engagement and job satisfaction. Journal of Organizational Change
Management, 31(1), 135-153. (1st data set)

o Li, S., Rees, C.J., & Branine, M. (2019f). Employees’ perceptions of human resource management practices and
employee outcomes: Empirical evidence from small and medium-sized enterprises in China. Employee Relations: The

International Journal, 41(6), 1419-1438.

Qeios ID: PQVBRW - https://doi.org/10.32388/PQVBRW 6/7


http://dx.doi.org/10.1016/B978-0-12-179060-8.50012-8
https://doi.org/10.1111/jan.13552
https://doi.org/10.1136/bmj.315.7109.629

Q Qeios, CC-BY 4.0 - Atrticle, February 5, 2024

o Moher, D., Liberati, A., Tetzlaff, J., & Altman, D. G. (2009). Preferred reporting items for systematic reviews and meta-
analyses: The PRISMA statement. Annals of Internal Medicine, 151(4), 264-269.
https://doi.org/10.1371/journal.pmed.1000097

o Mustafa, G., & Ali, N. (2019). Rewards, autonomous motivation and turnover intention: Results from a non-Western
cultural context. Cogent Business & Management, 6, 1-16.

e Ohunakin, F., Adeniji, A., Oludayo, O., & Osibanjo, O. (2018). Perceptions of frontline employees towards career
growth opoortunities: Implications on turnover intention. Verslas: Teorija Ir Praktika/Business: Theory and Practice, 19,
178-187.

o Pare, G., & Tremblay, M. (2007). The influence of high-involvement human resources practices, procedural justice,
organizational commitment, and citizenship behaviors on information technology professionals’ turnover intentions.
Group & Organization Management, 32(3), 326-357.

o Reddy, A.V., & Anjali, G. (2017). Intention to quit and determinants of employee engagement: an empirical investigation
among the banking professionals of Guntur Region (India). Organizational Psychology, 7(4), 73-85.

e Sheehan, C., Tham, T.L., Holland, P., & Cooper, B. (2019). Psychological contract fulfilment, engagement and nurse
professional turnover intention. International Journal of Manpower, 40(1), 2-16.

o Stormbroek, R., & Blomme, R. (2017). Psychological contract as precursor for turnover and self-employment.
Management Research Review, 40(2), 235-250.

o Van Dam, K., Meewis, M., Van derHeijden, B.l.J.M. (2013) Securing intensive care: towards a better understanding of
intensive care nurses’ perceived work pressure and turnover intention. Journal of Advanced Nursing, 69(1), 31—40.

e Yu, M, & Lee, H. (2018). Impact of resilience and job involvement on turnover intention of new graduate nurses using
structural equation modeling. Japan Journal of Nursing Science, 15, 351-362.

e Zangaro, G. A., & Soeken, K. L. (2007). A meta-analysis of studies of nurses’ job satisfaction.Research in Nursing &

Health, 30(4), 445-58. https://doi.org/10.1002/nur.20202

Qeios ID: PQVBRW - https://doi.org/10.32388/PQVBRW 77


https://doi.org/10.1371/journal.pmed.1000097
https://doi.org/10.1002/nur.20202

	Employee Development and Turnover Intention: A Meta-Analytical Review
	Abstract
	1. Introduction
	2. Concepts of This Study and Turnover Intention
	3. Methodology
	4. Findings
	5. Discussion
	6. Conclusion and Implications
	Statements and Declarations
	Author Contribution
	Conflict of Interest
	Financial Support

	References


