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Abstract: This study aimed to survey the effect of the variables regarding the group
participation such as ethnicity, discrimination and organizational diversity on turnover
intention. This study used a meta-analytical perspective. 26 studies were used for the meta-
analysis. Comprehensive Meta-Analysis Software (CMA) is used. Heterogeneity analysis and
publication bias test are applied. The results showed that ethnic diversity has a small effect on
turnover intention and diversity climate has a medium effect on turnover intention. Three
relationships were listed in the review part of this study. The results of this study can be used
by future researchers who will study similar variables surveyed in this study. Moreover, the
managers who determine organizational policies for ethnically diverse organizations can use
the information provided by this study.
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1. Introduction

The group participation of the behaviors determine the performance of an organization and it is a
good indicator of their motivation. They indirectly affect various variables such as knowledge
sharing that are vital for an organization. Group identification can be shown as a good example of a
variable affecting the group particiation. It is the tendency of an employee to define himself
together with a group and accepting their failures and problems as their own. Such employees also
feel pride with the success of such groups.

Ethnicity is a negative attitute regarding group participation and it may affect the relationships
in an enterprise. The employee can be ostracized due to his/her ethnicity. This situation can
increase the turnover intention of the employee. But the reason for such an increase on turnover
intention can be the perception of the employee or the attitudes of the employees.

Discrimination is another negative attitude. Even though it is a crime, such attitudes exist, but
in a socially acceptable level. Therefore ethnicity is neglected. But the people may react to a person
from a different ethnicity by legally accepted behaviors. Ostracism can be shown as an example.
Ethinicity can start various mistreatments. Thus, the importance of ethinicity cannot be
underestimated.
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Mistreatment is not the only effect of ethnicity. Employees can easily avoid mistreatment by
hiding their ethnicity. Providing privilege or support can be another effect of ethnicity. The owner
of the enterprise may tend to protect and support certain employees due to their ethnicity. Such a
discrimination is also difficult to prove.

The main objective of this study is to investigate the effect of the variables affecting the group
participation of the employees on the turnover intention. A meta-analytic review is used to survey
these relationships.

2. Conceptual Relationships

The study of Buttner et al (2012) determined the effect of ethnic diversity on turnover intention.
The direction of this relationships was positive. Self et al. (2020) confirmed this effect. But this
study determined a negative relationship.

Jolly et al. (2020) emphasized the effect of diversity climate and showed that it has a negative
effect on turnover intention. The organizations with high ethnic diversity can decrease turnover
intention. Levin (2003) focused on the perceptions of the employees and suggested that diversity
perceptions affected turnover intention negatively.

Hosoda (2016) suggested that accent can also be a reason for discrimination. He made a
research on 256 expatriates living in the United States and found that perceived accent
discrimination has a significant effect on turnover intention. There was a positive relationship
between these two variables. Thus, the hypothesis of this study is prepared as below:

H1: Ethnic diversity/diversity perceptions/discrimination has a significant effect on turnover
intention.

In an organization, there are various processes and various work-groups. The performance of
these work-groups determine the performance of such processes. Consequently work-groups are
important and the performance of the employees in such groups has a strict connections with the
work-group identification. The hypothesis shown below can be derived according to the
information given here:

H2: Work-group identification has a significant effect on turnover intention.

3. Methodology

This study used a meta-analysis technique and PRISMA (Moher et al., 2009). These generally
accepted guidelines are followed. GoogleScholar, Web of Science, Scopus, and Progquest databases
are searched to reach the eligible studies. 20 eligible studies were used fort his meta-analysis.

The author searched the databases on december, 2020. He screened a total of 2,745 abstracts.
The keywords used for this research were “turnover intention”, “ethnicity”,”diversity”, and
“discrimination”. The studies providing correlation values regarding such relationships were
chosen.

The collected studies were analyzed by using Comprehensive Meta Analysis Software (CMA).
Heterogeneity analysis and publication bias tests were carried out. The data sets including less than
4 studies were not suitable for publication test and they were excluded.

The studies were coded according to their distinctive characteristics. The author also coded the
studies to determine possible moderating variables. The quality of each study was tested by using
Zangaro and Soeken (2007). None of the collected studies were coded as medium or low quality,
all of them were scored as high.
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4. Findings

4.1. Meta-Analysis Findings

The first step of meta-analysis was heterogeneity analysis. This analysis showed that all the data
sets are heterogeneous. The results are in table 1. The data set regarding the relationship between
ethnicity and turnover intention included 14 studies, the data set regarding the relationship between
diversity climate and turnover intention included 3 studies, and the data set regarding the
relationship between perceived organizational diversity and turnover intention included 2 studies.

Table 1. Results of Heterogeneity Analysis.

Surveyed Relationship |2 P value K r
Ethnicity-turnover intention 90.147 0 14 .089*
Diversity climate-turnover intention 83.174 0 -41*
Perceived organizational diversity-turnover intention 88.782 0 .02
Work-group identification 83.214 0 -.33*

*: significance at .01 level

The effect size of these relationships are also indicated in table 1. The effect size of ethnicity
on turnover intention is .089 and the effect size of the diversity climate on turnover intention is -
A41. The effect size of the relationship between perceived organizational diversity and turnover
intention is nonsignificant.

The publication bias is known as a tendency of publishing some certain results and rejecting
the others that are in a range. In fact, it is a kind of consistency determined by publication bias
tests. This inconsistency can be corrected by artifact correction.

The publication bias tests were applied to the first set and they are not applied to the other data
sets as the number of studies was not high enough to provide significant results. The publication
bias tests of the first data set regarding the relationship between ethnic diversity (ethinicity) and
turnover intention did not indicate any sign of publication bias. The observed and adjusted values
were equal to each other in Duval and Tweedie’s trim and fill test, therefore it was not necessary to
trim any studies. The Egger’s regression test results did not exceed the threshold that was .033
(Egger et al., 1997).

4.2. Review Findings

Some of the surveyed relationships were investigated by just one study, therefore they are not
added into meta-analysis. Hence, they are listed in the review part of this study. These relationships
and the studies confirming these relationships are shown in table 2.

Table 2. The Other Relationships

Antecedent Sample size | Correlation Confirming study Sector Country
Racial dissimilarity 197 .23 Richard et al.,2019 various USA
Perceived accent 256 17 Hosoda, 2016 various USA-expat

discrimination
Perceived 310 .723 | Qablan & Farmanesh, 2019 | hospitality | North Cyprus
discrimination
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Antecedent Sample size | Correlation Confirming study Sector Country
Change oriented 480 -.267 Campbell,& Im,2016 public South Korea

organizational

citizenship behavior
Involuntary 152 .358 Chae&Hahm, 2018 various South Korea
citizenship behavior

Racial dissimilarity refers to low ethnic diversity, it can also be accepted as a reverse scale of
ethnic diversity scale. Perceived accent discrimination is the discrimination occuring due to the
accent of an employee. Perceived discrimination is the overall discrimination perceived by the
employee.

5. Discussion

Work-group participation can be accepted as a dimension of organizational identification as this
construct uses work-groups instead of the whole organization. Our study showed that work-group
participation is a significant antecedent of turnover intention and it has a negative effect on
turnover intention.

Discrimination is a concern for the organizations as it can trigger mistreatment (Qablan &
Farmanesh, 2019). It is also a significant antecedent of turnover intention. The variables related to
ethnicity and discrimination are important for the ethnically diverse organizations.

The results of this study suggested that ethnicity (ethnic diversity) has a significant effect size
on turnover intention. The direction of this relationship is positive. This results indicated that
increasing ethnic diversity increases turnover intention. 13 of the 14 studies was conducted in the
United States and 1 study was conducted in South Africa. 5 of these studies found a negative
relationship between these two variables, 1 of them found the correlation value as zero and the
others found a positive relationship between these variables.

The effect of perceived organizational diversity on turnover intention was nonsignificant.
Hsiao et al. (2020) found the direction of this relationship as positive and Levin (2003) found the
direction of this relationship as negative. These contradicting results affected the significance of the
finding.

The review part of this study listed 3 antecedents of turnover intention. Perceived
discrimination has a high correlation value between turnover intention and this value is close to .8
which is close to the threshold of multicollinearity (Cohen, 1988). Qablan and Farmanesh (2019)
provided the correlation value for this relationship, but they did not test the multicollinearity.

6. Limitations and Future Study

Some relationships were not added into meta-analysis and it was not possible to test the publicatipn
bias of some studies taking place in the meta-analysis. But the number of studies surveying these
relationships can increase in time and future meta-analysis studies may provide more valid and
reliable results.

7. Conclusion and Implications
The effect size of the relationship between ethnicity (ethnic diversity) and turnover intention is
small (Cohen, 1988). The effect size of the relationship between ethnic diversity and turnover
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intention is medium. The effect size of perceived organizational diversity on turnover intention is
not significant.

This study was the first meta-analysis study surveying the effects of aforementioned variables
on turnover intention. Previous meta-analysis studies investigating the antecedents of turnover
intention did not list these variables (Park & Min, 2020; Tett & Meyer, 1993; Choi & Kim, 2016;
Kim and Kao, 2014).

The findings of this study can be used to determine human resources management policies or
the organizational policies of the managers aiming to decrease turnover intention. Especially, the
managers of ethnically diverse organizations can use the results of this meta-analysis. They will be
useful to determine the factors affecting turnover intention.

The findings of this study can be used by the future researchers. This study will guide the
researchers. Moreover, future researchers can use the studies used in the review part of this study
for their meta-analysis.
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