
 
 
 

7 
 

 

 

 

                                                Mustafa Süheyl Pozantı1, Okan Anıl Aydın2, Ayşegül Kaptanoğlu 3 

 

                                                        
1 Beykent University, Faculty of Health Sciences, Department of Health Management, İstanbul, Turkey.  

2 Beykent University, Faculty of Health Sciences, Department of Health Management, İstanbul, Turkey. 
3 İstanbul, Turkey. 

 

 

SANITAS MAGISTERIUM 

Received: 15.10.2021 

Published: 01.01.2022 

Copyright © 2022  

https://dergipark.org.tr/ijhadec 

 January 2022 •  

Burnout and Intention to Leave A Meta-Analysis of the Relationship Between in Turkey 

 

Abstract 

Aim: The aim of the study is to determine whether there is a relationship between the studies conducted in Turkey on 

burnout and the intention to leave work. The results of this study are important because it is seen as a deficiency in the 

field.    

Method: 28 studies were found that examined the relationship between burnout and intention to leave work, and their 

analysis was conducted using the meta-analysis program Comprehensive Meta-Analysis v3. An in-depth literature 

review was conducted before the analysis was carried out, and studies that meet the established criteria were included 

in the analysis. The heterogeneity of the studies, statistical significance, impact size analyses and publication biases 

were examined during the analyses. In addition, subgroup analyses were performed to measure the difference between 

sectors. 

Results: First, the significance of the studies taken into the analysis was looked at and found to be statistically 

significant. Looking at their heterogeneity, the studies were determined to be heterogeneous, and the effect size was 

evaluated according to the random effects model. According to the results of the effect size analysis, a statistically 

significant and strong association was found between burnout and intention to leave work (E.S.= 0.610).  It has been 

found that there is no publication bias in the study. Finally, no significant differences were found according to the 

difference analysis conducted according to the sectors in which the data sample was taken. But the bank sector 

(E.S.=0.671) had the highest impact, while the health sector (E.S.=0.567) had the lowest impact. Considering all the 

results, it was found that there is a strong effect between burnout and intention to leave work, that is, as burnout 

increases, the intention to leave work also increases. 

Conclusions: Considering the aims of the study, it was revealed that burnout and quitting each other affect each other. 

However, it was determined that the individual studies included in the study did not have publication bias. Finally, no 

significant difference was found in the analysis of differences between sectors. This reveals that there is no special 

situation according to the sectors. 

Keywords: Burnout, Intention to Leave, Meta-Analysis. 

 

https://dergipark.org.tr/ijhadec


 

 
 

8 
 

 
 

SANITAS MAGISTERIUM 

 

 

 

 

Introduction 

The aim of our study is to reveal whether there is a relationship or an effect between the 

intention to leave work and burnout studies in Turkey through meta-analysis. For this purpose, 

firstly, the definitions of these two concepts and the relationship between them were analyzed, 

and then the analysis of the research was made. 

In line with the purpose of the study, firstly, the concept of intention to leave was mentioned. 

Intention to leave is defined as the desire of employees to leave their current job (Nickerson, 

2007). In another definition, it refers to the plans of employees to leave the company they work 

(Cuskelly & Boag, 2001). In another definition, it is considered as a cognitive process and 

defined as thinking, willing and planning (Lambert, 2006). In another definition, it is also 

defined as the willingness to find a job in another business in addition to leaving the job 

(Thakre, 2015; Leupold, Ellis, & Valle, 2013). While Omar and Noordin (2016) define the 

intention to leave job as a process between the desire to leave the job and entering a new job, 

as a result of this process, the employee either does not leave his job or puts this desire into 

practice and leaves his job. This shows that the intention to leave is a gradual process. The 

employee first thinks about leaving the job, then intends and finally leaves the job (Kim & 

Stoner, 2008). In the institutions where this situation occurs, the employee turnover rate will 

increase. As a result, the stages of rehiring and retraining of the recruits will cause problems 

for the enterprises both in time and money (Parry, 2008). The most prominent problem in the 

occurrence of these events is the determination of the factors that affect the employees' intention 

to leave. One of the most important factors affecting the intention to leave is burnout. 

Freudenberger (1989) defines the concept of burnout as the inability of the employees in the 

enterprise to be unable to work due to their intense work in the enterprise and to experience 

emotional depression. However, burnout can also be defined as the exhaustion of a person's 

physical and spiritual energy. In another definition, burnout is the mental collapse of the 

employee and in the later stages he becomes a disease and enters a process from which it is 

difficult to get rid of it (Sürgevil Dalkılıç, 2014). As symptoms of burnout, helplessness, 

hopelessness from work, and negative feelings and thoughts about the working environment 

are also considered (Durak & Seferoğlu, 2017). Looking at the factors affecting burnout, it is 

seen that there are both individual and organizational factors. Considering the individual 

factors, the inconsistency of the situation that the employee expects from his job and the 

situation he encounters can be listed as the individual characteristics of the employee, marital 

status, environment, character traits and so on (Pines, 2017). When we look at the 

organizational factors affecting burnout, it can be listed as the intensity of the work done, the 

work environment and communication with colleagues, low wages, managerial problems and 

so on (Cordes & Dougherty, 1993). 

When looking at the relationship between intention to leave and burnout, it is necessary to look 

at the stages of burnout first. There are four stages of burnout, and as these stages increase, the 

responses to the intention to leave change. The first stage of burnout is the stage of enthusiasm 

and at this stage, the employee's intention to leave the job cannot be found. The second stage is 

the stagnation stage, and at this stage, the employee starts to think about leaving the job as well 

as having negative thoughts about his job. The third stage is the stage of frustration, and at this 

Citation:  : Mustafa Süheyl Pozantı, Okan Anıl Aydın, Ayşegül Kaptanoğlu (2022) Burnout and Intention to Leave A Meta-

Analysis of the Relationship Between in Turkey. International Health Administration and Education (Sanitas 
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stage, the employee believes that he or she cannot change the negative situations in the 

workplace and the thought of leaving the job is high. The last stage in burnout is the 

recklessness stage, and the employee feels a deep hopelessness about his job and the business 

in this stage. Burnout and intention to leave work can be realized directly at this stage. In short, 

when the employee reaches the last stage of burnout, he is now at the last point to leave his job 

(Üngüren et al., 2010; Poyraz & Kılıçarslan, 2021). 

When the literature on the subject is examined, it is seen that national and international studies 

have continued over the years and it is seen that the subject is worth studying by keeping it up-

to-date. Since the studies dealing with the relationship between intention to leave and burnout 

create an intense field of study, it was necessary to conduct a meta-analysis study that measures 

the relationship between them. 

Method 

1. The aim of the Study 

The aim of this study; The aim is to find out whether there is a relationship between these two 

variables by considering them as a whole, due to the presence of studies on burnout and 

intention to leave in Turkey. The fact that no meta-analysis study has been carried out on the 

subject in Turkey is important in terms of contributing to the existing literature. The hypotheses 

of the study are as follows: 

H1: There is a statistically significant and positive relationship between burnout and intention 

to leave. 

H2: Variables have no publication bias. 

H3: There is a statistically significant difference between the sectors in which the sample of 

the studies included in the study is located. 

In the study, the meta-analysis method, which is one of the systematic review methods, was 

used. The Comprehensive Meta Analysis v3 (CMA) package program was used for the analysis 

of the studies. Analyzes were made on the correlation values of the individual studies included 

in the study. With the data obtained, the size of the average effect and the homogeneity 

conditions were determined. 

2. Screening Strategy and Inclusion Criteria 

In accordance with the purpose of the study, studies dealing with the relationship between 

burnout and intention to leave, which were carried out in Turkey, were taken to be used in the 

analysis in this study. Some selection criteria were applied in determining the studies to be 

included in the analysis. These criteria are as follows;  

 Conducting the study between 2010-2021, 

 The study is included in peer-reviewed journals included in Pubmed, Google Scholar 

and Ulakbim National Database,  

 Having relevant variables in the title of the study, 

 Presence of correlation and sampling data in the included studies,  

 The sample of the studies was taken from Turkey. 

The identification phase of the studies included in the analysis in accordance with the 

inclusion criteria is shown in Figure 1. According to the purpose of the study, 28 individual 

studies were determined and analyzes were made on these individual studies.  
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Figure 1. PRISMA Flowchart Showing the Process of Inclusion in the Meta-Analysis 

3. Data Analysis 

In the study, the CMA program was used to find the overall effect size in data analysis. To 

assess the effect size, Cohen et al. (2017) evaluation was taken into account. Accordingly, the 

effect values are; If it is between 0.00<0.10, very weak effect; If it is between 0.11<0.30, weak 

effect; If it is between 0.31<0.50, moderate effect; If it is between 0.51<0.80, strong effect; 0.81 

and above is considered as a very strong effect. In the analysis of the studies, heterogeneity, 

effect size and publication bias analyzes were performed, respectively. 

Findings 

In the study, 28 individual studies were determined for analysis. The total sample number of 

the studies consists of 8439 people and the sectors of the sample are listed as follows; 8 studies 

in education, 5 studies in tourism, 4 studies in banks, 4 studies in food, 4 studies in health and 

3 studies in textile sectors. 

Table 1. Heterogeneity Test Results of Burnout and Intention to Leave Work  

Model 

 

95% Confidence Interval of 

Effect Size  

Heterogeneity Test 

Numbe

r of 

studies 

Effec

t Size 

(r) 

Lowe

r 

limit 

Uppe

r 

limit 

Q 

value 

(x2) 

.05 

Confiden

ce Level 

(x2) 

Value 

of 

Freedo

m (df) 

P I2 

Fixed 28 0,65

6 

0,634 0,677 507,52

6 

40,113 27 0,00

0 

94,68

0 

Rando

m  

28 0,61

0 

0,515 0,705 

Table 1 shows the results of the heterogeneity test of the studies included in the meta-analysis. 

According to the results of the analysis, the significance value and the fixed or random effect 

model were selected. The analysis was found to be statistically significant. As the Q (507,526) 
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and I2 (94%) values were taken into account, the random effects model was chosen as the effect 

model. 

Table 2. Effect Size of Burnout and Intention to Leave Job Forest Chart 

 

In Table 2, 95% confidence interval values and Fisher's Z values are shown for the correlation 

in calculating the effect size of the relationship between burnout and intention to leave. For the 

28 studies included in the meta-analysis, the result of the overall effect size was found to be 

significant (p=0.000<0.005). It is seen that the effect size value, which shows the level of 

relationship between burnout and intention to leave, is at a strong level (E.D.= 0.610). The 

effect sizes in the 95% confidence interval of the studies range from the lower limit (0.515) to 

the upper limit (0.705). Considering the effect level between burnout and intention to leave, it 

was determined that there was a strong effect between them. With these results, the first 

hypothesis was accepted. 

In meta-analysis studies, the funnel plot is first examined to determine whether there is 

publication bias. Looking at Figure 2, it was seen that there was no publication bias in this meta-

analysis study, since the circles showing the studies spread symmetrically around the vertical 

line in the middle (Rothstein et al., 2005).  

 

Figure 2. Burnout and Intention to Leave the Job Funnel Graph 

Study name Statistics for each study Fisher's Z and 95% CI

Fisher's Standard Lower Upper 
Z error Variance limit limit Z-Value p-Value

Yildirim, 2014 0.428 0.059 0.003 0.313 0.544 7.271 0.000

Telli, 2012 0.270 0.058 0.003 0.156 0.384 4.652 0.000

Kervanci, 2013 1.116 0.103 0.011 0.914 1.317 10.873 0.000

Ari, 2010 0.354 0.114 0.013 0.131 0.577 3.107 0.002

Aslan, 2015 0.720 0.071 0.005 0.581 0.860 10.108 0.000

Karakas, 2017 0.592 0.043 0.002 0.507 0.676 13.657 0.000

Ozturk, 2015 0.594 0.093 0.009 0.412 0.777 6.373 0.000

Tanriverdi, 2018 0.788 0.065 0.004 0.661 0.914 12.200 0.000

Korkmaz, 2015 0.383 0.068 0.005 0.249 0.516 5.611 0.000

Emel, 2019 0.722 0.058 0.003 0.608 0.835 12.439 0.000

Guler, 2019 0.526 0.043 0.002 0.441 0.610 12.180 0.000

Yavuz, 2018 0.436 0.050 0.003 0.337 0.534 8.690 0.000

Baltaci, 2018 1.157 0.030 0.001 1.098 1.215 38.749 0.000

Cetin, 2015 0.563 0.078 0.006 0.410 0.715 7.228 0.000

Keles, 2020 0.875 0.058 0.003 0.761 0.990 14.981 0.000

Caliskan, 2019 0.741 0.043 0.002 0.657 0.826 17.117 0.000

Yildiz, 2018 0.720 0.058 0.003 0.607 0.833 12.515 0.000

Kursuncu, 2018 0.314 0.057 0.003 0.202 0.426 5.509 0.000

Kanten, 2014 0.549 0.070 0.005 0.412 0.687 7.846 0.000

Yurur, 2011 0.600 0.096 0.009 0.412 0.788 6.263 0.000

Demir, 2020 0.568 0.049 0.002 0.471 0.665 11.490 0.000

Bozaci, 2018 0.631 0.102 0.010 0.432 0.830 6.218 0.000

Kocyigit, 2021 0.535 0.071 0.005 0.396 0.674 7.544 0.000

Yildiz, 2013 0.652 0.073 0.005 0.509 0.795 8.916 0.000

Yildiz, 2019 0.548 0.059 0.003 0.433 0.663 9.348 0.000

Aytac, 2020 0.428 0.060 0.004 0.311 0.546 7.169 0.000

Onay, 2011 0.696 0.090 0.008 0.520 0.872 7.753 0.000

Gumussoy, 2020 0.574 0.047 0.002 0.482 0.666 12.222 0.000

0.610 0.048 0.002 0.515 0.705 12.624 0.000
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According to the results of another method used in the evaluation of publication bias in meta-

analysis studies (Kendall's Tau =0.08; p=0.257), it is seen that there is no publication bias. With 

these results, the hypothesis that there is no publication bias between the variables was 

accepted. 

Table 3. Subgroup Meta-Analysis Findings of Burnout and Intention to Leave Work 

Variable k N Effec

t 

Size 

%95 

Confidence 

Interval 

d

f 

.05 

Confiden

ce Level 

X2 

Intergroup  

Homogenei

ty  

Value  

(QB) 

P  

Low

er 

limit 

Uppe

r 

limit 

Secto

r 

Educati

on 

8 324

7 

0,60

8 

0,358 0,85

8 

 

 

5 

 

 

11,070 

 

 

0,588 

 

 

0,98

9 
Tourism 5 137

1 

0,60

4 

0,487 0,72

1 

Bank 4 712 0,67

1 

0,365 0,97

6 

Food 4 110

9 

0,62

2 

0,541 0,70

3 

Health 4 130

5 

0,56

7 

0,421 0,71

3 

Textile 3 695 0,59

2 

0,184 1,00

0 

 Total 2

8 

843

9 

0,61

0 

0,553 0,66

7 

Table 3 shows the results of the subgroup analysis made according to the sectors from which 

the sample of burnout and intention to leave work is taken. According to the results of this 

analysis, the effect size values are as follows; education 0.608; tourism 0.604; bank 0.671; food 

0.622; health 0.567; textile 0.592. The overall effect size value of the sectors in which the 

research was conducted was found to be 0.610. According to the results of the homogeneity 

test performed to determine whether there is a significant difference between the effect sizes, 

there was no statistically significant difference between the sectors in which the research was 

conducted (QB=0.588, p=0.989>0.05). 

Discussion and Conclusion 

The existence of a positive relationship between burnout and intention to leave can be defined 

as an issue that needs to be examined socially. Although it is an expected result, it is 

questionable to what extent individuals have been able to realize their wishes. If maintaining 

the current burnout is a necessity, it is assumed that these feelings of people will continue to 

increase. This situation, on the other hand, will both fuel individual burnout and naturally affect 

personal productivity in the workplace negatively. Another consequence of the current situation 



 
 
 

 
 
 

13 

 

will be a decrease in institutional productivity. Going one step further, the issue will inevitably 

turn into social unhappiness and general inefficiency. 

The first two of the research hypotheses were accepted and the existence of a positive 

relationship between burnout and intention to leave was confirmed. At the same time, 

statistically revealing the absence of publication bias is valuable for the reliability of the study. 

On the other hand, the third hypothesis was not confirmed, that is, there was no statistically 

significant difference between sectors. The lack of significant differences between sectors can 

be interpreted as follows. This result shows that the existence of burnout and intention to leave 

is at equivalent levels in almost all sectors. In other words, burnout and intention to leave is an 

equal problem throughout society, regardless of sector. What can be done at this stage is to 

compare this result obtained throughout the country with the results of the studies in countries 

with a high level of development. Thus, it can be determined that the values reached for Turkey 

are low when compared to the world average or, on the contrary, they are high. In particular, 

such a result will result in more detailed social and economic research in Turkey.       
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