INTERNATIONAL JOURNAL OF
ACADEMIC RESEARCH IN

BUSINESS & SOCIAL SCIENCES

Vol 14, Issue 9, (2024) E- ISSN: 2222 6990

The Turnover Intention among Chinese Doctors: A
Systematic Review

Zhe Wang, Lilis Surienty
School of Management, Universiti Sains Malaysia, Penang, Malaysia
Corresponding Author Email: lilis@usm.my

To Link this Article: http://dx.doi.org/10.6007/1JARBSS/v14-i9/22621 DOI:10.6007/1JARBSS/v14-i9/22621
Published Date: 16 September 2024

Abstract

The issue of doctor turnover is a significant challenge globally, especially in China's healthcare
industry. High turnover intention not only hinders the sustainable development of healthcare
but also affects the quality of patient treatment. In order to have a comprehensive
understanding of influential factors of doctors' turnover intention in China, this study
conducted a systematic review of research mainly in Web of Science and Scopus databases
from 2014 to 2023. This study explored two main research objectives: to (1) identify the key
factors influencing doctors' turnover intention in China and (2) categorize these factors
according to their nature and impact. The findings reveal that the doctor turnover issue in
China is a barrier to the sustainable development of the healthcare industry and the quality
of patients' treatment. The influential factors of turnover intention could be categorized into
five parts: personal, organizational, work-related, psychological, and environmental. This
survey highlights the importance of the turnover issue and offers a deeper understanding of
it. Additionally, the study provides practical implications for healthcare institutions,
particularly for the human resource departments, and outlines directions for future research
to improve turnover intention and its consequences.
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Introduction

The turnover intention is a pervasive challenge faced by organizational human resource
management that has far-reaching implications across industries. The turnover issue has a
severe influence on the healthcare industry, given its unique dynamics and complexity
(BaniMelhem & Abu Elanain, 2018).

There are two types of employees leaving the organization: voluntary and involuntary.
Voluntary departure is when an employee quits the organization for his or her own reasons
(e.g., resignation). Involuntary departure is when an employee is asked to leave the job and
the organization due to termination or layoff (Shaw, 1998). Turnover intention is usually
defined as the extent of an employee's willingness to voluntarily leave the current job as well
as the organization (Labrague et al., 2018). Bluedorn (1982), stated that intention to leave is
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a cognitive process, while the turnover from a job is an actual behavioral process. Thus, the
turnover intention is a precursor and predictor of the actual behavior of employee turnover.
The majority of the previous studies attached employees' turnover intention rather than their
actual leave behavior (Chung & Jeon, 2020). Since it is difficult to track what happens to
employees who have already turnover from an organization, turnover intentions (also known
as the cognitive processes of turnover ) are generally considered by researchers to be more
valuable to study than turnover rates (Sager et al., 1998). Therefore, studying employees'
turnover intention can provide timely and valuable feedback to the organization, which can
have far-reaching implications for the organization's long-term development. Therefore, the
main focus of this study is the turnover intention.

Healthcare employee turnover, especially doctor turnover, is one of the most persistent
challenges in healthcare institutions (Oh & Kim, 2019). Doctors are critical for achieving the
United Nations Sustainable Development Goal 3 and providing treatment for the world's
people. According to a report by the World Health Organization (WHO) (2023), it is projected
that by 2030, an additional 27 million healthcare professionals will be needed globally to meet
unmet healthcare needs (Harun et al., 2022). However, a study by Shen et al (2020), which
tallied studies on doctors turnover intention from 1988-2019, concluded that the intention of
the world's doctors to leave their jobs is 47%. The turnover intention of Chinese doctors is
even more alarming, with 57.9% of Chinese doctors planning to leave their jobs in three years,
according to China's Dingxiang Talent (Dec. 6, 2020).

Previous studies have investigated influential factors for doctors in China (Fang et al., 2014;
Hou et al., 2021; Liu et al., 2019). Some studies revealed that personal factors, such as job
satisfaction and burnout, significantly influence Chinese doctor turnover intention (Chen et
al., 2019; Chen et al., 2022; Duan et al., 2019). Li et al (2023), reveal that workplace violence
has a direct influence on the turnover intention among Chinese doctors. In addition, prior
scholars have pointed out that compensation and related organizational factors also
significantly impact Chinese doctors' turnover intention (Liu et al., 2019).

Previous scholars' studies on the Chinese doctor turnover issue have rarely comprehensively
summarized the various influential factors. This study provides a summary of the literature
review on the factors influential factors of turnover intention among doctors in China. The
results of this study offered a better understanding of the retention of Chinese doctors. When
the causes are deeply understood, it will allow the management of healthcare institutions to
address the problem and take timely action to reduce doctor turnover intention. It also
contributes to the improvement of healthcare treatment services for patients in China.

Aims and Methods

Aims

This study aims to examine and summarize the literature on doctors' turnover intention in
China from published empirical evidence and review research.
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Searching Method

Research searching in WOS and Scopus databases was conducted in August 2024. The study's
timeframe was restricted to the period from January 2014 to January 2023 to examine only
research with updated and relevant information concerning the presenting problem.
Searching terms contained combinations of the following keywords: "turnover intention,"

"intention to leave," "intention to quit," or "dropout intention," or "retention of employees,"
and "doctors," or "physician" or "medical professional."

Only studies that met the following criteria were added to this study:(i) The target population
must be Chinese doctors, (ii) The target sample organization: Chinese hospitals, (iii) The paper
language must be English, (iv) The articles were empirical as well as review articles. (V) The
articles must have been published in 2014-2023.

Searching Outcomes

This part is the steps and outcomes of the literature review conducted in this study. The
literature review method is a means for identifying, assessing, and interpreting existing
empirical research on a topic, research question, or phenomenon of interest (Kitchenham,
2004)

The original search identified 213 articles in the WOS and Scopus databases. After excluding
duplicates, the initial search yielded 143 papers. Two authors then independently reviewed
the titles and abstracts of the remaining 143 papers. After screening their titles and abstracts,
32 papers remained. The two authors assessed the remaining 32 papers in full text for
eligibility based on inclusion and exclusion criteria. After the assessment, the sample of 8
papers was an in-depth study of doctors' turnover intention in China that met all the
assessment criteria (Figure 1).

Searching in WOS and Scopus

n=213
- ( Delete duplicates
kg L n= 70
After duplicates removed
n= 143
(Delete from title and )
< abstract
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For full paper review /—\
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Figure 1 Study selection
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Quality Appraisal

This study followed the literature review guidelines proposed by Cooper (1998). The literature
was assessed regarding the research questions and sample demographics, efficacy analysis,
guestionnaire response rates, reliability data for the scales and sample size, descriptive
statistics, and validity. Table 1 shows the above elements to be assessed. According to the
guidance, the two authors evaluated eight studies and reached a consensus.

Statistic Extraction/Synthesis and Analysis

The authors examined and synthesized the following contents from the eight turnover
intervention studies: authors, year, country, sample and design, influential factors, and results
(see Table 2).

Results

Research Characteristics

The detail of the methodological description for the final 8 research on doctors' turnover
intention in China is shown in Table 2.

Table 1
Methodological description
Methodological Duan Jiang Lu Ma Wu Yang Zhang Wen
details et al. etal. etal. etal. etal. etal etal. etal
(2019) (2022) (2017) (2021) (2018) (2022) (2017) (2023)
Research v v v v v v v v

question listed
Response rate 84.59% 68.4%. 89.9% 34% 95% 81.10% 94.7%. 90.32%

Demographic of V v v v v v v v
participants
Sample Size 1257 10,457 3563 508 222 3,783 284 2,501
Detail for scales Vv v v v v v v v
Reliability of Vv v v v v v v v
scales
Validity for v v v v v v v \4
constructs

Note: V=yes

All 8 research were conducted in China and published in journals in the language of English.
The research data source of Jiang et al. (2022) and Yang et al. (2022) covering the whole of
China, Duan et al. (2019) and Wen et al. (2023) covering the east and west of China, Lu et al.
(2017) and Ma et al. (2021) focusing on Guangdong Province, Zhang et al. (2017) on Hubei
Province, and Wu et al. (2018) on Taiwan. The target populations of the studies were all
doctors, with sample sizes ranging from 222 to 10,457. As for influential factors of turnover
intention, most studies considered job satisfaction, job burnout and commitment (Duan et
al., 2019; Jiang et al., 2022; Lu et al., 2017; Wen et al., 2023; Ma et al., 2021), and 4 research
addressed workplace violence, work-family conflict (Duan et al., 2019; Lu et al., 2017; Wu et
al., 2018; Wen et al., 2023).
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Antecedents of Doctors’ Turnover Intention
This review classified the determinants of Chinese doctors' turnover intention into job-
related, environmental, psychological, personal attributes, and organizational factors.

Psychological Factors

Job satisfaction, job burnout, and commitment were categorized into psychological factors. 5
of the 8 research examined and reported that significant relationships exist between job
satisfaction/job burnout and doctors' turnover intentions (Duan et al., 2019; Jiang et al., 2022;
Lu et al,, 2017; Wen et al., 2023; Ma et al., 2021). Job satisfaction and job burnout directly
and indirectly impact turnover intention (Jiang et al., 2022; Wen et al., 2023). Duan et al.
(2019) concluded that higher education-level doctors had low job satisfaction. The
satisfaction of compensation is the critical factor contributing to doctors' turnover intention
(Jiang et al., 2022; Lu et al., 2017). Job burnout is a common problem among doctors in China;
the higher the levels of burnout, the more intention is to leave their job (Wen et al., 2023).
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Table 2
Summary of research
No Author  Sample Design Variables Results
(Year)
1 Duan et 1486 Cross- WPV, Social WPV Job satisfaction],
al.(2019) physicians sectional support, job job burnout { , social
satisfaction,  job support =>  turnover
burnout, turnover intention {,
intention
2 Jiang et 10,457 cross- Occupational Occupational stress, Job
al.(2022) physicians sectional stress, job satisfactionM=>turnover
satisfaction, intention |,
turnover intention
3 Lu et al. 3963 cross- Turnover intention Job satisfaction]®, work-
(2017) physicians sectional job satisfaction, family conflict |, work
work stress, work stressd,, social supportt
family conflict => turnover intention {,
4 Ma et al. 508 doctors cross- commitment HRM commitment HRM
(2021) sectional practices, turnover practices?, Doctor-
intention, Patient Relationship  ,
Pragmatism, Pragmatism“> => turnover
Doctor-Patient intention
Relationship
5 Wuetal. 222 cross- Work-family Work-family conflict {, =>
(2018) physicians sectional conflict, intention intention to leavel,
to leave, gender
6 Yang et 3,973 Cross- Turnover Job satisfaction,
al.(2022) psychiatrists sectional intention, Job insomnia,=> turnover
Satisfaction, intention
insomnia.
7 Zhang et 284 doctors cross- Job  satisfaction, Job satisfaction=>
al.(2017) sectional turnover intention turnover intention |,
8 Wen et 2259 cross- Turnover Work-family conflict { job
al.(2023) doctors sectional intention, Work- burnout {,=> turnover

Family Conflict, job
burnout

intentiond,

Note: WPV= workplace violence

Environmental Factors
Workplace violence and work-family conflict are two critical environmental factors
contributing to doctors’ turnover intention in China. Workplace violence is a common
problem faced by people in service industries around the world, especially in the healthcare
sector. Workplace violence poses a serious threat to the physical and mental health of
healthcare employees. Doctors in China have experienced severe workplace violence that can
seriously trigger their turnover intention and reduce their motivation, as well as the quality
of patient care (Duan et al., 2019). Work-family conflict is a risk in doctors' careers, especially
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among married female doctors, and work-family conflict has a particularly significant impact
on turnover intention (Wen et al., 2023).

Job-Related Factors

Doctor-patient relationships and work/occupational stress are regarded as job-related factors
influencing turnover intention. Interaction with patients consists of a doctor's daily routine,
but increasingly tense physician-patient relationships have become an essential trigger for
workplace violence in the healthcare industry. The tense patient-physician relationship and
the hospital management system make physicians feel burnt out, which induces a turnover
intention (Ma et al., 2021). Workplace stress has become a critical problem in developing
countries, especially in China, where emergency department hospitals are a more stressful
workplace. The occupational stress level of emergency doctors has a significantly positive
impact on turnover intention (Jiang et al., 2022).

Personal Attributes

Age, gender, sex, marital status, and educational level are critical factors of personal
attributes that impact doctors’ turnover intention. The following research findings suggest
that male doctors are more likely to consider leaving their jobs compared to female doctors.
Additionally, younger single doctors are more inclined to have turnover intentions than older,
married doctors. Furthermore, doctors with master’s degrees or higher are more prone to
leaving their current positions (Duan et al., 2019; Jiang et al., 2022; Lu et al., 2017; Ma et al.,
2021; Wu et al., 2018; Yang et al., 2022; Huang et al., 2017; Wen et al., 2023).

Organizational Factors

Human resource management practices are closely related to employees in terms of
organizational factors. Professional human resource management involves accurately
matching doctors to the right positions, which can reduce doctors' turnover intention. Fair
performance appraisals for feedback allow doctors to benefit from perceived supervisor
support. Providing appropriate professional training and development opportunities allows
doctors to improve their skills and increase job satisfaction. Satisfactory compensation is
essential for balancing doctors' work-family conflict (Lu et al., 2017; Ma et al., 2021).

The Detail of Doctors' Turnover Intentions in China

The influential factors contributing to Chinese doctors' turnover intention varied across
different studies (Table 3.2). It's important to be cautious when interpreting these factors as
they can be influenced by the varying economic and cultural development in different regions
of China.

Discussion

This literature review of doctors' turnover intentions was biased toward China. In this study,
8 research on the theme of doctors' turnover intentions were reviewed and synthesized. A
few influential factors of turnover intentions were summarized, including job-related,
environmental, psychological, organizational factors, and personal attributes. This review
paper also demonstrated the degree of doctors' turnover intentions, which differs across
studies.
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On the basis of the results of this review, the majority of studies have identified various factors
influencing doctors' turnover intention in China. Therefore, healthcare institutions should
focus on environmental, job-related, psychological, organizational factors, and personal
attributes to reduce doctors’ turnover intention. Duan et al. (2019) highlighted that China's
healthcare industry needs to establish a consistent and available reporting system for
workplace violence. It is also important to provide related self-protective training for doctors.
By these methods, healthcare institutions could reduce doctors' turnover intention and
promote the stability of their workforce. Li et al. (2023) stated that improving the doctor-
patient relationship is key to reducing workplace violence. A safe and stable work
environment has been shown to play a crucial role in increasing doctors' job satisfaction and
reducing their turnover intention.

Doctors' overall satisfaction with the work environment, working conditions, direct supervisor
relationships, colleague relationships, compensation levels, and promotion and development
opportunities directly and indirectly affects their turnover intention (Deng et al., 2018). Long
working hours and stressful work conditions produce emotional exhaustion,
depersonalization, and reduced personal accomplishment, contributing to doctors' turnover
intention and seriously impacting patient treatment (Lu et al., 2017). Therefore, healthcare
institutions should take relevant measures to enhance doctors' comprehensive job
satisfaction, reduce job burnout, and maintain the stability of their workforce.

Recruitment and selection practice, training and development, performance appraisal, and
salary are critical organizational factors influencing doctors' turnover intention. Professional
recruitment and selection practices accurately match new doctors to appropriate positions
and contribute to the stability of the doctor workforce. Fair performance appraisals and
feedback enable doctors to benefit from perceived supervisory support and feedback.
Providing appropriate professional training and development opportunities enables doctors
to improve their skills while reducing turnover intention. Satisfactory compensation
contributes to balancing work-family conflicts among doctors and reducing turnover intention
(Lu et al., 2017; Ma et al., 2021; Liu et al., 2022; Ying et al., 2021). From the organizational
management perspective, human resource managers should be cautious when implementing
relevant management measures to improve doctors' overall satisfaction, thus reducing the
intention to leave their jobs and enhancing the quality of medical services.

Age, gender, sex, marital status, and educational level are significant personal attributes that
impact doctors' turnover intention in China. Previous studies concluded that male doctors are
more inclined to have turnover intention than female doctors. Additionally, younger, single
doctors show a higher turnover intention compared to their older, married colleagues.
Furthermore, doctors with master's or doctors' degrees exhibit a higher intention to seek new
opportunities in better hospitals (Duan et al., 2019; Jiang et al., 2022; Lu et al., 2017; Ma et
al., 2021; Wu et al., 2018; Yang et al., 2022; Hang et al., 2017; Wen et al., 2023).

China has the second-largest population in the world, and it has a huge demand for medical
services. The doctor-patient ratio in China is much lower than in many other countries, and
excessive occupational stress has been a problem among Chinese doctors (World Health
Organization, 2023). Long-term high-pressure work contributes to job burnout and increases
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misdiagnoses and turnover intention, seriously affecting the treatment and rehabilitation of
Chinese people (Jiang et al., 2022; Lu et al., 2017). Doctors need to control and regulate their
work-related stress, and hospitals should organize training sessions about stress regulation to
help doctors enhance their ability to combat work-related stress.

Some limitations need to be addressed for this literature review. First, this literature review
conducted a comprehensive search only in WOS and Scopus databases. However, this study's
limited literature may limit its ability to explain the factors affecting doctors' turnover
intention in China. Second, this review only extracted and used results from English-language
articles published between 2014-2023. Therefore, future research should cover studies in
multiple languages and search multiple databases. Third, the findings of this study are mainly
derived from studies with cross-sectional designs. There is a need to look at different types of
studies, such as longitudinal and experimental studies, and draw broader conclusions based
on this.

Conclusion

This study reviewed and synthesized the results of 8 studies on doctors' turnover intention in
China. The factors influencing doctors' turnover intention are complex and varied, such as
environmental, organizational, work-related, psychological, and personal attributes.
Environmental factors include workplace violence and doctor-patient relationships.
Organizational factors include human resource management practices. Work-related factors
include occupational stress. Psychological factors include job satisfaction and job burnout.
Personal attributes include age, gender, marital status, and education. It has been found that
all the factors mentioned above have a direct impact on doctors' turnover intention. Among
these factors, most of the studies cover job satisfaction and job burnout, which have a direct
and indirect effect on doctors' turnover intention. Therefore, providing doctors with a safe
and comfortable working environment, appropriate management measures, and reasonable
training can help reduce Chinese doctors' turnover intention and stabilize the healthcare
workforce.
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