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Abstract 

This study examined the direct effect of organizational career growth on turnover intention, as well as the 

buffering influence of organizational commitment on this relationship among auditors in Turkey. Organizational 

career growth was conceptualized by four factors: career goal progress, professional ability development, 

promotion speed and remuneration growth. Organizational commitment was conceptualized by three 

components: Affective commitment, normative commitment and continuance commitment. Data was obtained 

from 226 auditors from 92 audit firms in Turkey. According to results, organizational career growth dimensions, 

namely career goal progress, professional ability development, promotion speed and renumeration growth are all 

negatively related to turnover intention. Besides, it was found that professional ability development and 

renumeration growth have strong influences on turnover intention. In spite of this, career goal progress and 

promotion speed had no significant effect on turnover intention. According to the results of hierarchical multiple 

regression, there is not any buffering effect of organizational commitment (affective commitment, normative 

commitment and continuance commitment) on the relationship between each of the four dimensions of 

organizational career growth and turnover intention.  

Keywords: organizational career growth, turnover intention, organizational commitment, auditors, Turkey 

1. Introduction 

The success of an organization is determined by its human resources. So, human resource is a vital competitive 

tool for organizations. Career growth implications are one of the important tools of retaining talented human 

resources in organizations. If organizations fail to retain its valuable human resources, they may face two kinds 

of costs. The first one is the direct cost. It consists replacement, recruitment and selection, temporary staff, and 

management time costs. The second one is the direct cost. It consists of decreasing morale and pressure on 

remaining staff and cost of training. Thus, for retaining the talented human resources, organizational career 

growth can be a helpful tool for organizations. Organizations‟ structures and management and also relations with 

employees have been changed (Arthur, Inkson, & Pringle, 1999; Coyle-Shapiro, Shore, Taylor, & Tetrick, 2004). 

The most important asset has become human resources among organizations‟ assets. According to some 

researchers quitting is a good indicator that the organization is in trouble (Clark, 2001; Kristensen & Wastergard, 

2004) with its human resources. To retain valuable employees, organizations should motivate and reward its 

employees. For doing this, organizations should make plans and take right steps to heighten affirmative acts 

among their employees (Seta et al., 2000). Many employees are satisfied if they have faith for a bright and well 

future in their current organizations (Drafke & Kossen, 2002). Otherwise, employees may start thinking about 

quitting.  

The social exchange theory asserts that employees and their employers share an exchange relationship. Besides, 

this relationship gets stronger as much as both parties have desire to fulfil each other‟s wishes. Thus, employee 

behaviour is mostly effected by organizations‟ human resources practices (in this present study, organizational 

career growth policy) through psychological contract. Psychological contract is defined as an employee‟s 

perception of what he or she expects from his or her organization in return for his or her perceived contributions 

to it (Rousseau, 1995; Robinson, 1996). Since it is an informal contract, the psychological contract between 

employees and their organizations is perceptual, generally implicit and subjective (Willems et al., 2003; Kabar & 

Barrett, 2010). A psychological contract consists of employees‟ ideas, concerns or firm policy from an 
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employee‟s point of view (Morrison & Robinson, 1997). Since the career growth policy of an organization is an 

important encouraging issue (Bedeian et al., 1991), organizations should create psychological contracts through 

their career growth policies. The relation based on a psychological contract between an employee and his or her 

organization consists of the organization‟s motivation capability toward the employee and also this employee‟s 

desire to reach his or her organization‟s goals (Aselage & Eisenberger, 2003). Thus, an organizational career 

growth policy should create solid sentiments of a psychological contract among employees especially when the 

organizational career growth policy of the organization is a valuable attempt for its employees (Bedeian et al., 

1991) who anticipate progress and growth in their careers (Okurame & Balogun, 2005; Okurame, 2012). 

In the literature, researchers mainly focused on the process of growing in one's career (Sturges, Guest, Conway, 

& Davey, 2002; Weng & McElroy, 2009). They didn‟t focus on the outcomes of such efforts. Jans (1989) stated 

that career growth gets the outcomes of an employee‟s efforts by describing it as his or her perceptions of 

opportunities of improvement and advancement in an organization. According to Weng & Hu (2009), 

oragnizational career growth can be explained by career goal progress, professional ability development, 

promotion speed, and remuneration growth. According to Weng & Hu‟s (2009) study, career growth may also be 

interpreted as fulfillment of engagements by the organization as a psychological contract that sequentially 

exposed to be positively related to organizational commitment of employees (Coyle-Shapiro & Morrow, 2006).  

To the the best of the author‟s knowledge, there is not any related research which consists all variables, namely 

organizational career growth, organizational commitment and turnover intention, of this study in the literature. 

Besides, testing these relationships in a developing country will make a valuable contribution to the existing 

literature. This present research focused on auditors to examine the relationship among organizational career 

growth, organizational commitment (as a moderator) and turnover intention This present study analyzed the 

direct effect of organizational career growth on turnover intention, as well as the moderating effect of 

organizational commitment on this relationship among auditors in Turkey.   

2. Literature Review 

Relationships among Organizational Career Growth, Organizational Commitment and Turnover Intention: 

According to the literature the relation between organizational career growth and organizational commitment can 

be indicated by two ways. The first one is ascending the stair of the hierarchy of the organization through a 

promotion and the second one is the rising career development experiences (Milliman, 1992; Brutus et al., 2000). 

Weer (2006) described career growth as the probability that an employee gets a promotion and acquires career 

development experiences from ascended responsibilities and contender tasks. Allen & Meyer (1990), defined 

organizational commitment as “employees with strong affective commitment remain because they want to, those 

with strong continuance commitment because they need to, and those with strong normative commitment 

because they feel they ought to”. Solinger et al. (2008) suggested that the differences among these dimensions 

show that the three forms of commitment are qualitatively different notions.  

Affective commitment can be defined as employees‟ loyalty and willingness to stay with their organizations 

(Meyer, Allen, & Smith, 1993). According to Meyer et al. (1993), when employees are satisfied by their 

organizations, their affective commitment will be affected positively. Reaching career goals and gaining 

professional ability improvement disclosure higher need satisfaction while promotion and remuneration enable 

assess how an employee is considered by his or her organization. According to Tsui, Pearce, Porter, & Tripoli 

(1997), for creating an employee-organizational relationship which has a mutual benefit, organizations should let 

their employees to experience career growth. When such an environment is created in an organization, 

employees feel higher agreement and affective organizational commitment toward their organizations (Hom et 

al., 2009). Affective commitment discusses employees‟ willingness to remain with their present employers and 

shows the inherent of their association. 

Meyer et al. (1993) defined normative commitment as the psychological attachment of an employee toward his 

or her organization based on socialization experimentations or a moral obligations. In supporting this view, 

Wiener (1982) asserted that employees who have high normative commitment remain in their present 

organizations since they feel it is the right and moral thing to do. According to norms of reciprocity, an 

individual should support and not damage the people who have supported him or her (Gouldner, 1960). 

Normative commitment is built on norms of reciprocity (Meyer & Herscovitch, 2001). Wiener (1982) asserted 

when an organization gives financial support to its employees‟ education, this develops these employees‟ moral 

obligation. Normative commitment defines an employee's willingness to stay with any employer and it shows an 

employee‟s thoughts about the nature of the employer-employee association (Solinger et al., 2008). Normative 

commitment reminds Briscoe et al.‟s (2006) measure of boundaryless career orientation. It is called as 
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„organizational mobility preference‟. Meyer & Herscovitch (2001) added that normative commitment is 

associated with consenting the organization‟s advantages. The advantages of the organizations are usually 

training advantages and mentoring programs, besides, promotions and raises can be taken into account as well.  

Continuance commitment can be defined a feeling of a commitment to an organization since employees feel they 

have to stay (Meyer et al., 1993). Meyer & Allen (1991) asserted that any agent which raises the perceived costs 

of quitting may be expressed as a predictor of continuance commitment. According to Hom et al. (2009), these 

costs can be seniority, a job skill that belongs to only present organization which is impossible to transfer to 

another organization, movement of family or leaving behind of fellowship and colleague networks. Continuance 

commitment discusses the attitude toward respecting the objective or instrumental results of remaining or 

quitting. 

Alvi & Ahmed‟s (1987) research results showed that when employees think their organizations have high 

promotional opportunities, they show higher levels of organizational commitment. According to literature, the 

variables that effect commitment of employees can be listed as: personal development opportunity (Liu & Wang, 

2001), promotion equity and training (Long, Fang, & Ling, 2002) and opportunity for learning (Ng, Butts, 

Vandenberg, DeJoy, & Wilson, 2006). Weng & Hu (2009) asserted organizational career growth involves 

reaching career aims, improving professional skills and getting promotions and compensation appropriate with 

those competences. Weng & McElroy (2012) studied on both career growth and its influence on occupational 

commitment and turnover intentions. According to their research results, career growth dimensions were 

negatively related to turnover intentions and affective occupational commitment was found as a partial mediator 

on their relationships. Hess, Jepsen & Dries (2012) studied the direct influence of individual career concerns on 

career and employer change intention, as well as the buffering influence of organizational commitment on that 

relationship. Their study results asserted that exploration concerns related positively to both employer and career 

change intentions; the impact of exploration concerns on career change intention was moderated by affective 

commitment, but, and reinforced by normative commitment. Establishment concerns related negatively to career 

change intention, and this influence was also moderated by level of affective commitment. 

According to the literature summary, it can be deduced that, when organizations provide satisfactory career 

growth environment to their employees, by supporting them reaching their career goals and improving their 

professional skills, and awarded them by promotions and remuneration, these employees are much more ready to 

reciprocate and enhance a sense of moral obligation to their organizations and also think no more resignation. 

According to the social exchange hypothesis of the influences of an organizational career growth policy on a 

psychological contract, a favourable career growth prospects formed from affirmative experiences with the 

policy should create a greater requirement for employees to repay the organization with retaining in their current 

jobs. Besides, it is suggested that through the mechanisms outlined above, each form of organizational 

commitment, namely affective, normative and continuance commitment, will act as a buffer between 

organizational career growth factors and turnover intention.  

3. The Model and Hypotheses  

The model of the study is given in Figure 1. According to the review of the literature, two central hypotheses are 

formulated as: 

Hypothesis 1. Organizational career growth factors have a direct effect on turnover intention. 

Hypothesis 2. The impact of organizational career growth factors on turnover intention is moderated by 

organizational commitment. 

 

 

 

  

  

 

 

 

Figure 1. The model of the study 
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4. Method 

4.1 Data Collection and Sample  

According to „Accounting and Auditing Standarts Association‟, there are 92 audit firms in Turkey 

(www.kgk.gov.tr). The auditors who work in these audit firms are focused in this study. Data were collected from 

March to April 2014 via e-mails. A questionnaire was prepared and randomly e-mailed to these firms to be 

delivered to their auditors who were volunteered to participate. 226 completed forms were taken.  

4.2 Measurements 

The scale of organizational career growth was taken from Weng & Hu‟s (2009) study. It is a 15-item scale and 

has four dimensions. Samples for the scale‟s items are “My present job provides me with good opportunities to 

realize my career goals” and “ My present job moves me closer to my career goals” for career goal progress 

dimension; “ My present job encourages met o continuously gain new and job related skills” and “My present 

job encourages met o accumulate richer work experiences” for professional ability development dimension; “My 

promotion speed in the present organization is fast” and “Compared with my collegues, I am being promoted 

faster” for promotion speed dimension, and “My salary is growing quickly in my present organization” and “In 

this organization, the possibility of my current salary being increased is very large” for remuneration growth 

dimension. The coefficient alpha values for career goal progress professional ability development, promotion 

speed and remuneration growth are 0.85, 0.86, 0.80, and. 78, respectively. 

To measure the organizational commitment of participants, Meyer & Allen‟s (1997) scale was used. It is a 

six-item scale and has three dimensions. These dimensions are affective commitment, continuance commitment 

and normative commitment. Sample items are “I would be very happy to spend the rest of my career with this 

organization” (affective commitment); “Right now, staying with my organization is a matter of necessity as 

much as desire” (continuance commitment); “Even if it were to my advantage, I do not feel it would be right to 

leave my organization now” (normative commitment). The coefficient alpha values for affective commitment, 

continuance commitment, and normative commitment scales are 0.86, 0.84, and 0.78, respectively. 

Researchs has shown that employees‟ turnover intentions is the best predictor of actual turnover (Bedeian et al.; 

1991; Steel, 2002). Since the actual data is unavailable, turnover intention scale was used. This scale is 

developed by Kelloway, Gottlieb, & Barham's (1999). It is a 4-item measurement. These items are “I am 

thinking about leaving this organization”, “I am planning to look for a new job”, “I intend to ask people about 

new job opportunities”, and “I don't plan to be in this organization much longer”. Their coefficient alpha was 

0.76. The coefficient alpha in this present study is 0.78. The coefficient alpha results, that have presented so far, 

are fulfilled the rule of acceptable value suggested by Nunally (1978). 

During adaptation of the measures into Turkish, the method of Brislin, Lonner & Thorndike (1973) was used, 

which consisted of four steps: forward translation, assessment of forward translation, backward translation, and 

assessment of backward translation. All of the scales were translated into Turkish by the researcher and reviewed 

by a colleague who is native in both Turkish and English and an assistant professor of English to assure the 

clarity of terminology.  

4.3 Analyses 

A confirmatory factor analysis was applied to determine the validity of organizational career growth as a four 

component model. This analysis was used to compare the fitness of the one-dimensional model (all items share 

the same factor), two-dimensional model (the first factor is career goal progress and professional ability 

development, and the second one is promotion speed and remuneration growth), three-dimensional model 

(promotion speed and remuneration growth share a factor) and four-dimensional model. According to the 

confirmatory factor analysis, the fitness of the four-dimensional model (Chi-Squares/df=1.512, GFI=.94, 

AGFI=.92, RMSEA=.061, NNFI=.95, CFI=.94) is the best model (Schermelleh-Engel & Moosbrugger, 2003). 

After that, a confirmatory factor analysis was applied to establish the validity of organizational commitment as a 

three component model. According to Weng, McElroy, Morrow & Liu (2010) and Chen & Francesco‟s (2003) 

studies the fitness of the one-dimensional model (all items share the same factor), two-dimensional model 

(affective and normative commitment share a factor), three-dimensional and four-dimensional model (continuous 

commitment is divided into two factors) were evaluated. According to the confirmatory factor analysis, the 

three-dimensional model (Chi-Squares/df=2.08, GFI=.91, AGFI=.88, RMSEA=.067, NNFI=.95, CFI=.93) is the 

best model (Schermelleh-Engel & Moosbrugger, 2003). 

After completing validity tests of scales, the correlation analyses conducted. Correlation analysis provides 

information about the relationship between dependent and independent variables. Since correlation analyses do 
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not present the strength of the relationships between variables, a hierarchical multiple regression analysis was 

conducted. First of all, all study variables were centred prior to being entered into the regression model. Since 

age, organization tenure and career tenure variables have repeatedly been shown to impact on career issues, 

organizational commitment and turnover intentions (Weng, McElroy, Morrow & Liu, 2010; Allen & Meyer, 

1993; Bedeian et al., 1991; Cohen, 1993; Cooke, 1994; Pettit et al., 2004), in the first step, age, organization 

tenure, career tenure, and also position tenure were controlled. 

Controlling for age and tenure allows conclusions on the influences of organizational career growth on turnover 

intention at any point in an individual‟s life and (organizational) career (Weng, McElroy, Morrow & Liu, 2010). 

For testing this present study‟s first hypothesis, organizational career growth dimensions and organizational 

commitment dimensions were entered at the second step. To test the second hypothesis, the two-way interaction 

among the four organizational career growth and three types of organizational commitment were entered at the 

third step. 

5. Results 

Table 1 shows means, standard deviations and correlations among this study‟s variables. Cronbach alpha 

coefficients are also shown on the diagonal where applicable in the table. As it can be seen in the Table 1, career 

goal progress (r=-.14, p<.05), professional ability development (r=-.36, p<.01), promotion speed (r=-.15, p<.05), 

and renumeration growth (r=-.37, p<.01) all have negative relationships with turnover intention. Besides, only 

affective commitment has a positive relation with career goal progress (r=.19, p<.05), professional ability 

development (r=.29, p<.05), promotion speed (r=.18, p<.05), and renumeration growth (r=.24, p<.05). Affective 

commitment (r=-.37, p<.01) and normative commitment (r=-.18, p<.05) have negative relationships with 

turnover intention.  

Research data collected from private audit firms in Turkey. All participants are auditors. They were asked for 

their age, career tenure, organization tenure and position tenure to control these variables in the regression 

analysis. The mean values of their age, career tenure, organization tenure and position tenure were 34.23, 7.25, 

3.17 and 1.84, respectively. 

Table 2 presents the beta coefficients, standard errors, and R² as a result of the hierarchical multiple regression. 

According to the results of the hierarchical multiple regression, the control variables (age, organization tenure, 

career tenure and position tenure) presented a significant influence on turnover intention (R2=.02; F=2.74, 

p<0.05) in the Table 2. This effect is primarily because of career tenure (β=−.04, p<.05) and organization tenure 

(β=−.02, p<.05). 

As it can be seen in Table 2, higher professional ability development associated with lower turnover intention 

(β=-.44, p<.05). Besides, higher renumeration growth associated with lower turnover intention (β=-.41, p<.05). 

None of the other organizational career growth dimensions were significant predictors of turnover intention. 

Thus, hypothesis 1 was partially supported. In addition to that, higher affective commitment (β=−.57, p<.01) and 

normative commitment (β=−.52, p<.01) led to lower turnover intention in Step 2. In the Step 3, interaction 

variables were entered to the model. Despite of higher affective and normative commitment, there was not a 

significant change to the model and no significant interaction effects occured. Thus, hypothesis 2 was not 

supported. 
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Table 1. Means, standart deviations, and correlations  

 
 

Table 2. Hierarchical multiple regression analysis results (N=226) 
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6. Discussion 

The purpose of this study is to examine the direct effect of organizational career growth on turnover intention, as 

well as the buffering influence of organizational commitment on this relationship among auditors in Turkey. For 

this purpose, first of all, the direct effect of each of the four dimensions of the organizational career growth on 

turnover intention was examined. It was found that professional ability development and renumeration growth 

have strong influences on turnover intention. In spite of this, career goal progress and promotion speed had no 

significant effect on turnover intention. Thus, hypothesis 1 was partially accepted. After testing direct effect of 

organizational career growth on turnover intention, the effects of affective commitment, normative commitment, 

and continuance commitment on the relationship between the organizational career growth and turnover 

intention were examined. Despite of higher affective and normative commitment, there was not a significant 

change to the model and no significant interaction effects occured. Thus, hypothesis 2 was not supported. 

Organizational career growth has related to organizational commitment (Chang, 1999; Weng et al., 2010) in 

previous studies. However, only affective commitment has a relationship with organizational career growth 

factors in this study. This study‟s results assert that the greater professional ability development and 

renumeration growth provided by an organization make it less likely their employees think about leaving their 

jobs. It fits the theory of met expectations (Porter & Steers, 1973) and the psychological contract. Bedeian et al., 

(1991) and Chang (1999) used a mechanism to explain this connection by organizational commitment (Bedeian 

et al., 1991; Chang, 1999). However, this present study‟s results partially agreed with their studies. According to 

Hess et al. (2012), with respect to professional ability development, the degree to which one is able to get new 

abilities in one's current place of employment can make employment there attractive. This finding supports the 

work of Bedeian et al. (1991) whose concept of expected utility of one's present job was based primarily on the 

degree to which one's present job was relevant to one's longer term professional growth and development (Hess 

et al., 2012). This study results support the works of Weng and McElroy (2012), Xiong (2008) and Hess et 

al.(2012). In Weng and McElroy‟s study, dimensions of career growth were negatively related to turnover 

intentions and affective occupational commitment was found to partially mediate these relationships among 

Chinese employees. In Xiong‟s (2008) study, it is demonstrated that remuneration growth constitutes one reason 

for employees to remain with their employing organizations among Chinese employees (Weng & McElroy, 

2012). Hess et al. (2012) found similar results among Australian employees.  

The results of this present study should be viewed in the light of its limitations. First of all, turnover intentions 

have been shown to be a good predictor of actual turnover (Steel, 2002), however, they are not equivalent. Using 

actual turnover would help express these relationships better and remove thoughts related to common method 

bias. In addition to that, turnover intentions in this present study could be voluntary or involuntary. Besides, this 

study captured organizational career growth in terms of four factors originally proposed by Weng (2010). There 

may be other underlying dimensions that did not involved in this present study, so additional researchs may 

determine what other constitutes the organizational career growth needs. Data for the study are subject to the 

usual limitations of a survey research, as they were obtained from self-report instruments. Although study 

instruments are valid and reliable, this may not totally rule out under or over replies by participants. In addition 

to that, other individual differences or other potential variables (eg. perceived organizational support) that could 

influence the relationship between organizational career growth and turnover intention may be included in the 

future research. This study is exploratory; thus, data from auditors from the private auditing firms may not typify 

organizations in general. Additional studies in other sectors may confirm or deny whether this study‟s results can 

be supported.  
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