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Abstract
Previous literature shows that a high voluntary employee turnover is one of the biggest challenges of multinational corporations (MNCs) from Latin America. This study analyzes the relationship between different strategic talent management practices and employee retention in Brazil. Drawing on the resource-based view, eight research hypotheses are developed and tested using a sample of 61 employees from Brazilian MNCs. Linear regression modelling reveals that organizational support is negatively related, while mentor support as well as training and development are positively related to Brazilian employees’ intention to leave. Furthermore, it is found that perceived career opportunities moderate these relationships. This study derives important implications for strategic talent management in Brazilian MNCs and contributes to the more general literature on emerging market multinationals.
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The Effects of Strategic Talent Management on Employees’ Intention to Leave in Brazilian MNCs
Problem and Objectives
Within the last years, an increasing number of Brazilian companies have become global players. Especially the increase in outward foreign direct investments (FDI) during the years 2002 to 2009 marked a historical development for Brazil (Casanova & Kassum, 2013). In 2006, the country was the top outward investor in Latin America and the second largest among developing countries, after Hong Kong (Cyrino, Sauvant, & Dilyard, 2007).
Companies like food processors JBS and Marfrig, aircraft manufacturer Embraer, and flip flop manufacturer Havaiana have become successful and renowned world-wide (Cassanova and Kassum, 2008; The Economist, 2009). The investment firm 3G capital has become known for its acquisitions of Burger King and Heinz, and most recently for its role in the merger of Heinz with Kraft foods (Treanor, 2015). Brazil’s industry is characterized by many industrial groups, heavy construction companies, and several high-tech groups like Vale S.A. and Itautec. Approximately half of these companies operate mainly in Latin American countries. A growing number of companies, however, among them many small and medium-sized enterprises, are becoming multinationally active, also outside of Latin America (Cyrino et al., 2007).
Within the last years, the stabilization of the economy, the reduction of social inequality, and the rise of the middle class by more than 40% (Ceratti, 2012), created a strong demand for services. This demand, together with Brazil’s new reputation as a robust and stable economy, made the country a popular destination for direct investment. In 2012, FDI in Brazil was 45% higher than in 2008, although at the same time a decline of 26% was observed at the global level. Thus, in 2011 and 2012, Brazil was among the four nations that received the most FDI in the world (Fernandes, 2014).
As indicated by the rise of investments by foreign companies, Brazil’s domestic market is becoming increasingly competitive, as many of the companies which enter Brazil are global enterprises with high scale and efficiency. This implies that they possess competitive strengths, including low-cost business models, innovation expertise, technological prowess and global brands (Ovanessoff, Peppes, Puppel, & Simoes, 2013).
With this increasing competition and internationalization of the market, the opportunities for employment are growing. According to Griffeth, Hom, and Gaertner (2000), perceived alternatives for employment may be used to predict employee turnover. This implies that, if there is a huge range of job opportunities and employees are able to compare alternatives with their present job (Griffeth et al., 2000), they are more likely to leave their company. 
Furthermore, due to acute talent shortage, Brazil is one of the countries with the most difficulties to find adequate talent for open positions. 68% of the Brazilian employers indicate that talent shortages prevent them from hiring skilled people (ManpowerGroup, 2013). In these conditions, it is rather easy for employees to change companies as possibilities to find employment are vast.
Studies underline the importance of prioritizing retention for multinational corporations (MNCs) in emerging markets where competition for talent is especially intense (Ready, Hill, & Conger, 2008). In such markets, like Brazil, MNCs’ abilities to attract, engage, and retain talent are of crucial importance for the companies’ success. One of the most essential factors for companies nowadays is to understand the reasons for talents to leave, their willingness to perform, as well as their expectations concerning their job. Once talented and motivated employees leave their job, they take with them important competencies and relevant experiences. Hence, companies should become active to retain them. Therefore, it is crucial for companies to understand the main reasons that impact and lead to employees’ intention to leave and ultimately to employee turnover. This can be achieved by establishing the link between strategic talent management practices and the degree of talent retention in an organization (Schuler & Tarique, 2012).
In the last decades, several empirical studies about employee retention have been published. The majority of studies analyze organizational culture and employee retention (Sheridan, 1992), employee motivation and retention (Mak & Sockel, 2001; Ramlall, 2004) or employee retention in emerging markets other than Brazil (e.g., Bhatnagar, 2007). While former studies provide interesting insights, they also have several shortcomings. In general, talent retention strategies within the emerging market context receive limited attention (Collings & Mellahi, 2009). Furthermore, to the best of the author’s knowledge, there is no study yet that has solely focused on employee retention in Brazil. As various studies have shown the high impacts of strategic talent management (STM) practices on employee retention (e,g., Paul & Anantharaman, 2003), it is crucial to regard the link between STM practices and employee retention. Thus, this study intends to answer the following research question: How are different STM practices related to employee retention in Brazilian MNCs?
When considering existing literature on employee retention, the importance of certain STM practices becomes obvious. In particular, this study focuses on the relationship between employee turnover and six STM practices, namely realistic job information, work-life balance, training and development, compensation, organizational support and mentor support. Subsequently, a brief overview of the reasons for taking into account these practices is given. In later sections, their relationship to employee retention will be explained in more detail. The relationship between turnover of talents and realistic job information has been investigated by many academic researches (Saks & Wiesner, 1994). Pitt and Ramaseshan (1995) found that employees have a higher tendency to leave their company when they have the perception that they did not receive realistic information about their job during the assessment process. Work-life balance is considered a strategic issue for STM and a key element of retention strategies (Cappelli, 2000). Trevor, Gerhart and Boudreau (1997) found in their empirical study that increased salary has a direct effect on voluntary turnover. Higher levels of perceived organizational support lead to higher commitment and amongst others to a decrease of voluntary turnover (Eisenberger, Huntington, Hutchison, & Sowa, 1986; Rhoades & Eisenberger, 2002). When mentoring is conducted efficiently, mentors can help their mentees to adjust to the organizational environment which then has positive effects on retention (Blake, 1995). It is assumed that the presented STM practices are an efficient means to coordinate the human capital pool. Both practices and human capital pool are of strategic importance for a sustained competitive advantage of the company (Lado & Wilson, 1994; Wright, McMahan, and McWilliams 1994). Thus, within the scope of this study, the resource-based view is applied as the conceptual framework.
The remainder of this paper is structured as follows. First, the theoretical framework is explained and the research hypotheses are derived. Then, the research design and sample will be presented, before testing data gathered from 61 employees in Brazilian companies using linear regression analysis. This is followed by the presentation and discussion of the results. This study concludes with a summary of contributions and limitations as well as the derivation of implications for practice and further research.
Employee Retention and Resource-Based View
Resource-based view
According to Wright et al. (1994), the origins of the resource-based view (RBV), a frequently cited theory within management research, date back to the assumption of the importance of internal resources within organizational economics literature by Ricardo (1817), Schumpeter (1934), and Penrose (1958). It assumes that a firm’s bundle of valuable tangible or intangible resources serves as the basis for the firm’s competitive advantage (Wernerfelt, 1984). Within the scope of RBV, the internal resources, rather than external conditions, are regarded as key factors of a firm’s performance and success. In order to create a sustainable competitive advantage, companies need to possess valuable, rare resources that are neither entirely imitable nor substitutable without great effort (Barney, Wright, & Ketchen Jr., 2001). 
First, a company must identify its key resources, which shall then be evaluated according to the VRIN principle. If all premises are met, the firm possesses a sustainable competitive advantage. The VRIN principle refers to four factors which characterize a resource which may lead to sustainable competitive advantage. A resource must be of value for the company, as well as it must be rare, which means that it shall not be possessed by the competitors. Furthermore, a resource must be in-imitable, which implies that competitors are not able to duplicate it entirely. Last, the principle demands that in order to constitute a sustainable competitive advantage, the resource needs to be non-substitutable (Crook, Ketchen Jr., Combs, & Todd, 2008; Wernerfelt, 1984). 
RBV and STM
In literature, RBV is often used to explain how a firm’s human resources may provide a potential source of sustainable competitive advantage (e.g., Wright et al., 1994; Wright, Dunford, & Snell, 2001). By claiming that a certain business strategy demands a unique set of behaviors and attitudes from employees and that certain Human Resource Management practices produce a unique set of responses from employees, Cappelli and Singh (1992) proposed that the RBV provides a theoretical justification why Human Resource Management has implications for strategy formulation as well as implementation. Wright et al., (1994) argue that the human capital pool is a source for a sustainable competitive advantage, whereas Lado and Wilson (1994) argue that Human Resource Management practices are a source for a sustainable competitive advantage. Wright et al. (1994) have matched human capital resources with the characteristics of a resource which may lead to a sustained competitive advantage according to the VRIN principle. For the derivation of the hypotheses, it is assumed that a sustained competitive advantage can only be generated by the combination of efficient STM practices in a combination with a profound human capital pool.
Derivation of Hypotheses
The recruitment process is critical to the development of loyalty and commitment of new employees. A significant level of turnover occurs within the first six months of employment, due to the fact that during the initial stages of employment, new employees have inflated expectations and needs that are not met. This results in lower levels of motivation and higher levels of dissatisfaction (Hiltrop, 1995). Realistic job information has a positive effect on retention of candidates since they can compare the received information with their expectations and needs related to the new job. Candidates that receive realistic job information are more likely to be satisfied with the company and less likely to leave voluntarily, as the experiences with the job mostly match their expectations (Breaugh, 1983; Rynes, 1991). Being informed about the positive as well as negative aspects, the employees will be more committed to the company, as they will be prepared for negative or challenging work situations that may arise (Breaugh, 1983; Rynes, 1991). Furthermore, new employees seem to feel more committed to the company when their decision of accepting the new job is based on perceived honest recruiting strategies (Breaugh, 1983).
From the RBV perspective, realistic job information makes the human capital resources less imitable. Employees who are properly informed about their job and what they can expect, are less likely to be unsatisfied and thus not leave the company as easily. Competitors would thus not be able to imitate the workforce by hiring the same people. Within the scope of this study it is therefore suggested that realistic job information can improve the non-imitability of the human capital resources and lead to a sustainable competitive advantage through reduced voluntary employee turnover. Based on these considerations the following is proposed:
H1 Realistic job information is negatively related to employees’ intention to leave.
One of the most common reasons indicated by employees for seeking alternative employment is compensation (e.g., Abbasi & Hollman, 2000; Hom & Griffeth, 1995). Research indicates that the salary of talents should be a top priority, especially for those that are in higher job levels (Trevor, Gerhart, & Boudreau, 1997). Financial compensation is an important STM practice since employees have the perception that they are highly valued by the company if they receive financial rewards (Eisenberger et al., 1986). Peterson and Luthans (2006) provided evidence that financial rewards are even more important than social rewards, and lead to an improvement of employees’ performance.
Also when taking the RBV into consideration, reward systems are crucial instruments to link employee performance with the corporate strategy. Considering that the individual performance of employees contributes to the overall performance of a company, performance-oriented compensation may enhance the company’s value and thus its competitive advantage (Holtbrügge, Friedmann, & Puck, 2010; Purcell & Kinnie, 2007). Based on these considerations it is proposed:
H2 Performance-oriented compensation is negatively related to employees’ intention to leave.
Employees have been facing more pressure from employers, which are demanding higher levels of performance and commitment and expecting longer working hours and the prioritization of work over personal life (Perrons, 2003; White, Hill, McGovern, Mills, & Smeaton, 2003). Since work and free time are not always compatible, employees often experience conflicts between these two (Bakker, Demerouti, & Dollar, 2008).  Chalofsky (2003) recommended that an equilibrium should be achieved by balancing work and free time aspects, through a supportive environment that provides employees with flexible working conditions. Companies should offer a better work-life balance to their employees and a supportive working environment, which will positively influence the companies’ capacities to recruit and retain valuable talented employees (May, Lau, & Johnson, 1999). Maxwell (2005) examined the relationship between work-life conflict and turnover intentions, and the influence of managers. The author suggests that the support from managers can be the main starting point for the implementation of work-life balance and that work-life balance policies enhance employee retention. Employees that have an unsatisfactory work-life balance normally experience a lower level of quality of life. Therefore, they are more inclined to look for a job in another company that provides working-time flexibility and work-life balance policies, to solve this conflicting problem (Ernst Kossek & Ozeki, 1998). Furthermore, work-life balance policies and programs that intent to reduce the conflicts between work-life and family-life increase the commitment of employees to the company, leading to higher levels of retention (Casper & Buffardi, 2004). Companies have to take into consideration the changing needs of employees and implement policies that lead to a satisfactory work-life balance in order to retain their talents (Bruck, Allen, & Spector, 2002).
From a RBV perspective, one can argue that companies which offer employees a balance between work and life attract highly-qualified employees. Furthermore, if employees are benefitting from a satisfactory work-life balance, they may be more motivated. If a company possesses this highly-qualified and motivated workforce, overall performance may increase which will add value to the company. It can thus be stated that an efficient work-life balance system offered by the company may increase the value of the company by attracting and motivating highly-qualified human capital resources. Concluding, work-life balance is considered a strategic issue for STM and a key element of retention strategies (Cappelli & Singh, 1992). It is assumed that:
H3 Work-life balance is negatively related to employees’ intention to leave.
When employees have the perception that they receive organizational support, there is an increase in their willingness to help the company to achieve its objectives and goals. Within the scope of this study, it is assumed that employees directly perceive the company’s improvements of organizational support. Perceiving that their managers are committed to them, employees will develop a strong sense of commitment to the company, thus creating a mutual beneficial relationship. Furthermore, when employees perceive strong organizational support, a favorable and reciprocal relationship between employees and employers is achieved. Employees might have the feeling that they have to provide the company the same supportive treatment that they perceive to receive. These favorable behaviors and attitudes towards the company will be profitable and will bring benefits for both sides (Eisenberger et al., 1986). Moreover, employees’ needs for affiliation, approval, and esteem are met when they receive rewards, including material benefits, and recognition (Eisenberger et al., 1986). Studies have demonstrated that there is a positive relationship between perceived organizational support, job performance and job attendance (Eisenberger, Fasolo, Davis-LaMastro, & Valerie, 1990). The authors also proposed that perceived organizational support is likely to increase the amount of constructive suggestions from employees in the level of improvements for the company.
Regarding these considerations from a RBV perspective, it can be assumed that organizational support adds to the non-substitutability of the company’s human capital resources. When employees perceive organizational support, they feel embedded and build their structures and social networks within the company. This may lead to social complexity which reinforces the inimitability of the human capital resources. The following is thus assumed:
H4 Organizational support is negatively related to employees’ intention to leave.
Having a mentor in the company is in most cases of advantage for employees. A mentor can support a mentee in several ways (Kram & Isabella, 1985). However, here it is claimed that mentoring may also have negative effects for companies regarding employee turnover. Mentoring leads to skill development (Holtbrügge & Ambrosius, in press) and these increased skills lead to higher employability of the mentee and make employees more attractive for competitors.
Taking into account the RBV, it can be assumed that a certain kind of mentor support can disturb employees’ organizational embeddedness within the context of employee retention. As mentoring can lead to skill development, mentees may be more attractive for competitors and get offers to change the company. They may be more likely to think of changing the employer, which makes the human capital resource more imitable. Based on these considerations it is concluded:
H5 Mentor support is positively related to employees’ intention to leave.
In most companies, training and development of employees is an important instrument of Human Resource departments. However, it may also have rather negative implications for companies with regards to employee retention. It is assumed that the better the employees are trained and developed, the higher are their chances to be employed in another company. It follows that training and development, especially in highly competitive labor markets, can increase employees’ intention to leave and thus lead to higher employee turnover.
The RBV also provides support to these considerations: If employees are highly skilled, they are rare and of value for the company, but it may be assumed that their imitability and embeddedness within the company decreases, as competitors will strongly try to hire them. Thus, the following is proposed:
H6 Training and development is positively related to employees’ intention to leave.
When employees feel that they can achieve their career goals within their current organization, they will feel embedded within the organization. When there is a match between employees’ career goals and the perceived career opportunities (PCO) within the organization, a departure from the organization would mean the loss of those valuable opportunities (Mitchell, Holtom, Lee, Sablynski, & Erez, 2001). However, when employees notice that they will not be able to realize their career goals within their current company, the risk that employees switch to another company where they can pursue their career goals is high (Kraimer, Seibert, Wayne, Liden, & Bravo, 2011). If employees perceive their career opportunities to be higher within a new organization, they may voluntarily leave an organization in order to pursue their career goals.
From a RBV perspective, it may be assumed that high PCO increases the non-imitability of employees. When employees feel that there are development opportunities waiting for them, they may be less likely to leave the company and human capital resources may thus be less imitable by competitors. It is thus claimed:
H7 Perceived career opportunity is negatively related to employees’ intention to leave.
Moreover, besides this direct effect on employees’ intention to leave, PCO can also have several effects on the composition of and interaction within the STM practices. It is claimed that when PCO is low, the STM practices have a stronger relationship to employee turnover than when it is high. The less the PCO is within the company, the higher are employees’ intentions to leave. Employees are less likely to leave the company when they receive a promotion (Benson, Finegold, & Albers Mohrman, 2004; Maurer & Tarulli, 1994). Depending on the degree of PCO, it is expected that the relationships hypothesized above will take different forms. In particular, it is argued that PCO moderates the impact of the STM practices on employees’ intention to leave. Taking above mentioned consideration into account, it is assumed:
H8 PCO moderate the relationship between the STM practices and employees’ intention to leave, such that the impact of realistic job information, performance-oriented compensation, work-life balance, organizational support, mentor support as well as training and development is stronger when PCO are low.
[Insert Figure I “Research Model” about here]
Figure I illustrates the research hypotheses and integrates them in a conceptual framework.
Methodology
Sample and methods of data collection
In order to test the hypotheses, an empirical study among employees in MNCs headquartered in Brazil was conducted. The data for the study was obtained by asking these employees to fill in an online questionnaire including 63 questions.
The questionnaire was developed based on previous empirical studies and covered all aspects of this study. In order to increase the number of respondents, the questionnaire was published in Portuguese and English. The translation from English to Portuguese was made by a native speaker from Brazil, to ensure the accuracy and consistency of the questions and to avoid misinterpretations.
In order to reach employees from Brazilian MNCs, the focus of the distribution of the questionnaire was on channels that are expected to be used by those employees. Therefore, the questionnaire was published on online pages of the main MNCs listed in the stock exchange of Brazil, distributed via online business-oriented social network platforms, and per email to members of the Chamber of Commerce Brazil-Germany. The participants were also asked to spread the questionnaire to their contacts in other Brazilian MNCs.
After a period of three months, 62 responses were collected. Out of these responses, 61 questionnaires were used for further analysis after excluding one questionnaire with missing data. The sample is composed of 66.1% male and 33.9% female participants. Most of the respondents are from 31 to 40 years old (59.6%). 48.4% of employees indicated to be in managerial positions. The results showed a slight concentration of employees from accounting (32.8%) and customer service (18%). The majority of employees (43.4%) had worked in their company for three to five years.
Measures
The following measures were all measured using a 5-point Likert scale (1 = strongly disagree; 5 = strongly agree). According to George and Mallery (2003) and Nunnally (1978), the internal reliability of each of the items is excellent, except for two measures which are acceptable. A component-rotated factor analysis revealed that all items of the different constructs highly load on one factor, as recommended by Hutcheson and Sofroniou (1999). These findings allowed for creating one variable for the measures presented by calculating the arithmetical average of the items for each measure. The exact values for internal reliability and KMO can be found in table I.
Realistic job information refers to the degree of accurate and complete information about the job. Ideally, the information should give insights about both the positive and the negative aspects of the job (Pitt & Ramaseshan, 1995). The construct consists of the eight questions of Pitt and Ramaseshan’s (1995) Depth and Accuracy of Job Information scales. 
Performance-oriented compensation refers to the degree to which employees feel that they are being rewarded according to their performance and accomplishments. The construct consists of nine questions, selected from the Pay Satisfaction Questionnaire proposed by Heneman and Schwab (1985). The original questionnaire of Heneman and Schwab (1985) is composed of eighteen items measuring general benefit satisfaction. For the purpose of this study, nine questions were selected from the original questionnaire from the groups pay level, benefits and structure/administration. 
Work-life balance refers to the extent to which employees perceive a balance between work and free time. The construct consists of eight questions, selected from studies developed by Netemeyer, Boles, and McMurrian (1996) and by Waumsley, Houston, and Marks (2010). Six items were selected from Netemeyer et al.’s scale which consists of 10 items. Two questions from Waumsley et al. were selected. 
Organizational support refers to the extent to which employees perceive to get support from the company they work for. The construct consists of ten questions, selected from Eisenberger et al. (1986). The original questionnaire consists of 36 items. As the original scale is unidimensional and has high internal reliability, the use of shorter versions does not appear problematic (Rhoades & Eisenberger, 2002). Thus, ten items were selected for the purpose of this study. 
Mentor support refers to the degree to which employees perceive to be supported by a mentor. The two questions related to mentoring were selected from Noe (1988). 
Training and development refers to the degree to which the company enables employees to further develop themselves. The construct consists of three questions, selected from studies conducted by Tsui, Pearce, Porter, and Tripoli (1997), and London (1993). Only questions related to training and development were selected. From Tsui et al., two items were used, and one item was selected from London (1993). 
Perceived career opportunities refers to the degree to which employees feel that they can realize their career goals within the company. Questions that are linked to PCO were identified from the scales of Tsui et al. (1997) and London (1993). 
Intention to leave refers to the degree of employees’ willingness to quit the job in the company they are working for. For this construct, the three items from Tymon, Stumpf, and Doh (2010) were used. 
Also, two further variables (age and pride in the organization) were included as controls in the model. 
Methods of data processing and data analysis
Table I gives an overview of the means, standard deviations, internal reliabilities and correlation coefficients of all variables.
[Insert Table I “Descriptive statistics and correlations” about here]
In order to test for multicollinearity, variance inflation factors (VIF) which measure the impact of collinearity among the variables in a regression model were computed. Due to the fact that the product of predictor variables (Moderator x Independent Variable) was added to an additive regression model (Disatnik & Sivan, 2014), the VIF for model 2 are above the acceptable level of 5 (Cohen et al., 2003). Disatnik and Sivan (2014) argue that in “moderated multiple regression a high correlation between the product term and the independent variables does not imply a multicollinearity problem” (Disatnik & Sivan, 2014, p. 3). With their study they can prove that “the multicollinearity that is often obtained in moderated multiple regression is simply a matter of interval scaling and therefore does not create a multicollinearity problem and is irrelevant to estimating and testing the interaction” (Disatnik & Sivan, 2014, p. 4). The level of VIF values does thus not have any further implications for the results of the study.
This leads to an analysis of the values for the coefficients in model 2. The fact that they are above 1 may also hint at multicollinearity (Jöreskog, 1999). This is also explained by the rationale provided above and does thus not have any further consequences for the interpretation of the results.
To address the potential issues of common method bias in studies relying on self-reported survey data (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003), anonymity and confidentiality was assured to the participants. It was pointed out that there are no right or wrong answers and that participants should not be afraid to answer honestly. According to Harman’s single factor test (Podsakoff et al., 2003), with 38.828% of explained total variance for all the variables, neither a single factor nor a general factor accounting for the majority of covariance emerged. Thus, common method bias is not regarded as a problem in this study.
Results and Discussion
In order to test the research hypotheses, regression analyses of the independent variables on the dependent variables were applied. The results of the linear regression modelling are presented in table II. The base model as well as model 1 and 2 are significant (4.465 < F-value < 8.058) on a p < 0.001-level. The base model contains only the control variables. It reveals a highly significant coefficient for pride in the organization (ß=.072**). Age (ß= -.222) has no significant impact, while the direction indicates that the younger the employees, the higher the intention to leave. In model 1, the independent variables are included and in model 2 the moderator terms as well as the interaction terms are added. The explained variance increases from adj. R² = 0.188 to adj. R² = 0.324, and adj. R² = 0.460 thus indicating the relevance of the independent and moderator variables. This study comes to some results which were expected on the basis of the literature review implemented in the first parts, but also to some which may not be explained with the help of the literature analysis. Hypothesis 1 proposed that realistic job information is negatively related to employees’ intention to leave. The coefficient is not significant on a p < 0.05-level and thus the hypothesis is not supported. This may be explained by the fact that employees in Brazilian MNCs know what to expect from their jobs due to information from friends or other company external institutions. Hypothesis 2 assumed that performance-oriented compensation is negatively related to employees’ intention to leave. The coefficient is not significant on a p < 0.05-level and thus provides no support for the hypothesis. This may lead to the conclusion that financial rewards are not the main priority for employees in Brazilian MNCs. For them, other factors like, organizational support may be more important. Hypothesis 3 assumed that work-life balance is negatively related to employees’ intention to leave. The coefficient shows the expected direction, but is not significant on a p < 0.05-level. Thus, the hypothesis is not supported. An explanation for the fact that work-life balance is not negatively related to voluntary employee turnover may be that there was no distinction between employees with and without families. Thus, future studies could take into account the different needs of employees with families and those without. Hypothesis 4 proposed that organizational support is negatively related to employees’ intention to leave. As the coefficient is negative and significant on a p < 0.001-level, the hypothesis is supported. Hypothesis 5 proposed that mentor support is positively related to employees’ intention to leave in Brazilian MNCs. The study supports the direction indicated (ß=.260), on a significant level (p < 0.01). Hypothesis 6 claimed that training and development is positively related to employees’ intention to leave in Brazilian MNCs. As the coefficient is positive and significant on a p < 0.01-level, the hypothesis is supported. Hypothesis 7 stated that perceived career opportunity is negatively related to employees’ intention to leave. The study supports the conclusion that the lower employees perceive their career opportunities within the company, the higher their willingness to leave the company is. As the coefficient is positive and significant on a p < 0.001-level, the hypothesis is supported. Hypothesis 8 proposed that PCO moderate the relationship between the STM practices and employees’ intention to leave, such that each relationship is stronger when PCO are low. The relationships between employees’ intention to leave and organizational support, mentor support, as well training and development are moderated by PCO.
[Insert Table II ‘Regression Results’ about here]
Table II shows the regression results.
Contributions and Limitations
The paper adds to existing literature in several ways. The study shows that RBV theory is an appropriate framework to explain the strategic importance of efficient STM in Brazilian MNCs. Furthermore, it reveals that when dealing with employee retention in Brazilian MNCs, both STM practices and human capital pool need to be taken into consideration. Only a holistic view of both factors can lead to successful employee retention in Brazilian MNCs.
Further, the study contributes to improving STM practices within Brazilian MNCs. Firstly, this study could identify the STM practices which are most important for lowering employees’ intention to leave within Brazilian MNCs. The study specifically highlights the importance of considering the areas of organizational support, mentor support, training and development, as well as PCO.
According to the results of this study, organizational support by the company is crucial for Brazilian employees’ willingness to stay with the company. The more organizational support the Brazilian MNC can offer, the higher the probability that employees stay within the company. Brazilian MNCs may thus enhance their support even further by, e.g., implementing systems that allow for flexible and timely compensation of employees’ achievements. The study also reveals that a high degree of PCO within the company can amplify the relationship between organizational support and employee turnover. This may be explained by the fact that when employees feel comfortable within the organization and are offered career opportunities, they may not see the necessity to search for alternative employment.
The results indicate that the more a Brazilian MNC trains and develops its employees, the higher the chances may be that they find other, potentially better paying jobs in other companies due to their qualifications. As studies show, a change of company can bring higher compensation than job changes within a company (Keng, 2014). Particularly, the results of the present study show that this effect is even stronger when PCO are low. Hence it can be assumed that it is imperative for Brazilian MNCs to modify their training and development programs in such a way that employees will not leave the company afterwards, being highly qualified and thus very attractive for other employers. This can, for instance, be done by directly showing employees potential career opportunities during their training and development. Ultimately, training and development within a Brazilian MNC can only lead to success for both company and employees if the company offers sufficient career opportunities within the company for their employees.
Additionally, the study reveals that it is crucial for Brazilian MNCs to implement the right coaching for mentors. Mentors can be of high advantage for employees (Kram & Isabella, 1985). However, as mentors increase the skills and qualifications of their mentees, they may bring disadvantages with regards to employee turnover. Highly-skilled employees are very attractive for competitors and have high chances to find a new employment. As the results reveal, the lack of PCO within the company even amplifies the relationship between mentoring and intention to leave. It may thus be suggested that Brazilian MNCs focus on developing new strategies for implement mentor coaching. These strategies may include trainings for mentors which explain how to show mentees possible career development opportunities.
In general, it can be concluded that there is a strong need for Brazilian MNCs to offer more career opportunities for employees or rather make them more visible for the employees. This can be achieved by establishing pools where job opportunities within the company are listed. These pools should be accessible for all the employees. Furthermore, HR departments may be encouraged to proactively point out career opportunities to employees.
Although several preventive and statistical measures were used to address common method variance concerns (Podsakoff et al., 2003), the study relies exclusively on self-reports of the employees. The fear of admitting that they are willing to leave the company may be one potential bias, despite the assurance of anonymity to respondents in order to avoid this issue. Future studies may apply more objective measures of retention, e.g., by directly asking the companies for numbers of employee turnover.
Another shortcoming of the study is the relatively small sample size. A generalization should thus only be undertaken with care. Furthermore, a bigger sample size may reduce the multicollinearity concerns in future studies (Disatnik & Sivan, 2014).
Also, this study only took the employee perspective and did not consider HR employees or managers in general. Future studies may consider the perspective of HR departments in order to find more useful insights from the operational perspective.
Although the Big Five Personality Factors frequently used in research, namely Extraversion, Emotional Stability, Agreeableness, Conscientiousness, and Openness to Experience (Norman, 1963) may be related to turnover (Griffeth et al., 2000), this study did not consider these. Future studies on employee turnover in Brazilian MNCs may take these factors into account.
Sources
Abbasi, S. M., & Hollman, K. W. (2000). Turnover: The real bottom line. Public Personnel Management, 29(3), 333-342.
Bakker, A. B., Demerouti, E., & Dollar, M. F. (2008). How job demands affect partners' experience of exhaustion: Integrating work-family conflict and crossover theory. Journal of Applied Psychology, 93(4), 901-911.
Barney, J.; Wright, M.; Ketchen, D.J., Jr. (2001). The resource-based view of the firm: Ten years after 1991. Journal of Management, 27(6), 625-641.
Benson, G. S., Finegold, D., & Albers Mohrman, S. (2004). You paid for the skills, now keep them: Tuition reimbursement and voluntary turnover. Academy of Management Journal, 47(3), 315-331.
Blake, S. D. (1995). At the crossroads of race and gender: Lessons from the mentoring experiences of professional Black women. Paper presented at the meeting of the National Academy of Management, Vancouver, British Columbia, Canada.
Breaugh, J. A. (1983). Realistic job previews: A critical appraisal and future research directions. Academy of Management Review, 8(4), 612-619.
Bruck, C. S., Allen, T. D., & Spector, P. E. (2002). The relation between work-family conflict and job satisfaction: A finer-grained analysis. Journal of Vocational Behavior, 60(3), 336-353.
Bhatnagar J. (2007). Talent management strategy of employee engagement in Indian ITES employees: Key to retention. Employee Relations, 29(6), 640-663
Cappelli, P. (2000). A market-driven approach to retaining talent. Harvard Business Review, 78(1), 103-111.
Cappelli, P., & Singh, H. (1992). Integrating strategic human resources and strategic management. In D. Lewin, O. S. Mitchell, & P. D. Scheller (Eds.), Research frontiers in industrial relations and human resources (pp. 165-192). Madison, WI: Industrial Relations Research Association.
Casanova, L., & Kassum, J. (2013). Brazilian emerging multinationals: In search of a second wind. INSEAD. Working papers. Retrieved March 30, 2015, from http://www.insead.edu/facultyresearch/research/details_papers.cfm?id=31925
Casper, W. J., & Buffardi, L. C. (2004). Work-life benefits and job pursuit intentions: The role of anticipated organizational support. Journal of Vocational Behavior, 65(3), 391-410.
Ceratti, M. (2012). In Brazil, an emergent middle class takes off. Retrieved March 30, 2015, from http://www.worldbank.org/en/news/feature/2012/11/13/middle-class-in-Brazil-Latin-America-report
Chalofsky, N. (2003). An emerging construct for meaningful work. Human Resource Development International, 6(1), 69-83.
Collings, D. G., & Mellahi, K. (2009). Strategic talent management: A review and research agenda. Human Resource Management Review, 19(4), 304-313.
Crook, T. R., Ketchen, D. J., Jr., Combs, J. G., & Todd, S. Y. (2008). Strategic resources and performance: a meta-analysis. Strategic Management Journal, 29(11), 1141-1154.
Cyrino, Á., Sauvant, K. P., & Dilyard, J. (2007). New study ranks Brazil's multinational corporations. Retrieved March 30, 2015, from http://www.law.columbia.edu/media_inquiries/news_events/2007/December07/brazil_multinat
Dallinger, U. (2013). The endangered middle class? A comparative analysis of the role played by income redistribution. Journal of European Social Policy, 23(1), 83-101.
Disatnik, D., & Sivan, L. (2014). The multicollinearity illusion in moderated regression analysis. Retrieved March 30, 2015, from http://dx.doi.org/10.2139/ssrn.2283066
Eisenberger, R., Fasolo, P., & Davis-LaMastro, V. (1990). Perceived organizational support and employee diligence, commitment, and innovation. Journal of Applied Psychology, 75(1), 51-59.
Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived organizational support. Journal of Applied Psychology, 71, 500-507.
Ernst Kossek, E., & Ozeki, C. (1998). Work-family conflict, policies, and the job-life satisfaction relationship: A review and directions for organizational behavior-human resources research. Journal of Applied Psychology, 83(2), 139-149.
Fernandes, G. (2014). The outlook for foreign direct investment in Brazil. Retrieved March 30, 2015, from https://www.itau.com.br/itaubba-es/analisis-economicos/publicaciones/macro-vision/the-outlook-for-foreign-direct-investment-in-brazil
George, D., & Mallery, P. (2003). SPSS for Windows step by step: A simple guide and reference 11.0 Update (4th ed.). Allyn and Bacon.
Granrose, C. S., & Portwood, J. D. (1987). Matching individual career plans and organizational career management. Academy of Management Journal, 30(4), 699-720.
Griffeth, R. W., Hom, P. W., & Gaertner, S. (2000). A meta-analysis of antecedents and correlates of employee turnover: Update, moderator tests, and research implications for the next millennium. Journal of Management, 26(3), 463-488.
Heneman, H. G., III, & Schwab, D. P. (1985). Pay satisfaction: Its multidimensional nature and measurement. International Journal of Psychology, 20(2), 129-141.
Hiltrop, J.-M. (1995). The changing psychological contract: The human resource challenge of the 1990s. European Management Journal, 13(3), 286-294.
Holtbrügge, D., & Ambrosius, J. (in press). Mentoring, skill development, and career success of foreign expatriates. Human Resource Development International.
Holtbrügge, D., Friedmann, C. B., & Puck, J. F. (2010). Recruitment and retention in foreign firms in India. A resource-based view. Human Resource Management, 46(3), 439-455.
Hom, P. W., & Griffeth, R. W. (1995). Employee turnover. Southwestern College Publishing.
Hutcheson, G. D., & Sofroniou, N. (1999). The multivariate social scientist: Introductory statistics using generalized linear models. London, United Kingdom: SAGE Publications.
Jöreskog, K. (1999). How large can a standardized coefficient be? Retrieved March 30, 2015, from http://www.ssicentral.com/lisrel/advancedtopics.html
Keng, C. (2014). Employees who stay in companies longer than two years get paid 50% less. Retrieved March 30, 2015, from http://www.forbes.com/sites/cameronkeng/2014/06/22/employees-that-stay-in-companies-longer-than-2-years-get-paid-50-less/
Kraimer, M. L., Seibert, S. E., Wayne, S. J., Liden, R. C., & Bravo, J. (2011). Antecedents and outcomes of organizational support for development: The critical role of career opportunities. Journal of Applied Psychology, 96(3), 485-500.
Kram, K. E., & Isabella, L. A. (1985). Mentoring alternatives: The role of peer relationships in career development. The Academy of Management Journal, 28(1), 110-132.
Lado, A. A., & Wilson, M. C. (1994). Human resource systems and sustained competitive advantage: A competency-based perspective. Academy of Management Review, 19(4), 699-727.
London, M. (1993). Relationships between career motivation, empowerment and support for career development. Journal of Occupational and Organizational Psychology, 66(1), 55-69.
Mak, B. L., & Sockel, H. (2001). A confirmatory factor analysis of IS employee motivation and retention. Information & Management, 38(5), 265-276.
ManpowerGroup. (2013). Talent shortage survey research results. Retrieved March 30, 2015, from http://www.manpowergroup.com/wps/wcm/connect/manpowergroup-en/home/thought-leadership/research-insights/talent-sources/2013-talent-shortage
Marsh, R. M., & Mannari, H. (1977). Organizational commitment and turnover: A prediction study. Administrative Science Quarterly, 22(1), 57-75.
Maurer, T. J., & Tarulli, B. A. (1994). Investigation of perceived environment, perceived outcome, and person variables in relationship to voluntary development activity by employees. Journal of Applied Psychology, 79(1), 3-14.
Maxwell, G. (2005). Checks and balances: the role of managers in work-life balance policies and practices. Journal of Retailing and Consumer Services, 12(3), 179-189.
May, B., Lau, R., & Johnson, S. (1999). A longitudinal study of quality of work life and business performance. South Dakota Business Review, 58(2), 3-7.
Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of organizational commitment. Human Resource Management Review, 1(1), 61-89.
Mitchell, T. R., Holtom, B. C., Lee, T. W., Sablynski, C. J., & Erez, M. (2001). Why people stay: Using job embeddedness to predict voluntary turnover. Academy of Management Journal, 44(6), 1102-1121.
Mobley, W. H., Griffeth, R. W., Hand, H. H., & Meglino, B. (1979). Review and conceptual analysis of the employee turnover process. Psychological Bulletin, 86(3), 493-522.
Netemeyer, R. G., Boles, J. S., & McMurrian, R. (1996). Development and validation of work-family conflict and family-work conflict scales. Journal of Applied Psychology, 81(4), 400-410.
Noe, R. A. (1988). An investigation of the determinants of successful assigned mentoring relationships. Personnel Psychology, 41(3), 457-479.
Norman, W. T. (1963). Toward an adequate taxonomy of personality attributes: Replicated factor structure in peer nomination personality ratings. The Journal of Abnormal and Social Psychology, 66(6), 574-583
Nunnally, J. C. (1978). Psychometric theory. New York: McGraw-Hill.
Ovanessoff, A., Peppes, A., Puppel, C., & Simoes, V. (2013). Elusive imperative: Brazil Inc. gears up to go global. Retrieved March 30, 2015, from http://www.accenture.com/us-en/outlook/Pages/outlook-journal-2013-brazil-inc-gears-up-global.aspx
Paul, A., & Anantharaman, R. (2003). Impact of people management practices on organizational performance: Analysis of a causal model. International Journal of Human Resource Management, 14(7), 1246–1266.
Penrose, E. (1958). The theory of the growth of the firm. New York: Wiley.
Perrons, D. (2003). The new economy and the work-life balance: Conceptual explorations and a case study of new media. Gender, Work & Organization, 10(1), 65-93.
Peterson, S. J., & Luthans, F. (2006). The impact of financial and nonfinancial incentives on business-unit outcomes over time. Journal of Applied Psychology, 91(1), 156-165.
Pitt, L. F., & Ramaseshan, B. (1995). Realistic job information and salesforce turnover: an investigative study. Journal of Managerial Psychology, 10(5), 29-36.
Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., & Podsakoff, N. P. (2003). Common method biases in behavioral research: A critical review of the literature and recommended remedies. Journal of Applied Psychology, 88(5), 879-903.
Purcell, J., & Kinnie, N. (2007). HRM and business performance. In P. Boxall, J. Purcell, & P. Wright (Eds.), The Oxford handbook of Human Resource Management (pp. 533-551). Oxford, United Kingdom, New York: Oxford University Press.
Ramlall, S. (2004). A review of employee motivation theories and their implications for employee retention within organizations. Journal of American Academy of Business, Cambridge, 5(1/2), 52-63.
Ready, D. A., Hill, L. A., & Conger, J. A. (2008). Winning the race for talent in emerging markets. Harvard Business Review, 1-10.
Rhoades, L., & Eisenberger, R. (2002). Perceived organizational support: A review of the literature. Journal of Applied Psychology, 87(4), 698-714.
Ricardo, D. (1817). Principles of political economy and taxation. London, United Kingdom: G. Bell.
Rynes, S. L. (1991). Recruitment, job choice, and post-hire consequences. In M. D. Dunnette (Ed.), Handbook of industrial and organizational psychology (pp. 399-444). Palo Alto, CA: Consulting Psychologists Press.
Saks, A., & Wiesner, W. S. (1994). Effects of job previews on self-selection and job choice. Journal of Vocational Behavior, 44(3), 297-316.
Schuler, R., & Tarique, I. (2012). Global talent management: Theoretical perspectives, systems, and challenges. In G. K. Stahl, I. Björkman, & S. Morris (Eds.), Handbook of research in International Human Resource Management (pp. 205-220). Cheltenham: Edward Elgar Publishing.
Schumpeter, J. (1934). The theory of economic development. Cambridge, MA: Harvard University Press.
Sheridan, J. E. (1992). Organizational culture and employee retention. Academy of Management Journal, 35(5), 1036-1056.
Sparkes, J. R., & Miyake, M. (2000). Knowledge transfer and human resource development practices: Japanese firms in Brazil and Mexico. International Business Review, 9(5), 599-612.
The Economist. (2009). Arrivals and departures: Foreigners are investing in Brazil, Brazilian companies are going shopping abroad. Retrieved March 30, 2015, from http://www.economist.com/node/14829517
Treanor, J. (2015). Kraft and Heinz to merge after $40bn deal with 3G. Retrieved March 30, 2015, from http://www.theguardian.com/business/2015/mar/25/kraft-40bn-offer-3g-capital
Trevor, C. O., Gerhart, B., & Boudreau, J. W. (1997). Voluntary turnover and job performance: Curvilinearity and the moderating influences of salary growth and promotions. Journal of Applied Psychology, 82(1), 44-61.
Tsui, A. S., Pearce, J. L., Porter, L. W., & Tripoli, A. M. (1997). Alternative approaches to the employee-organization relationship: Does investment in employees pay off? Academy of Management Journal, 40(5), 1089-1121.
Tymon, W. G., Jr., Stumpf, S. A., & Doh, J. P. (2010). Exploring talent management in India: The neglected role of intrinsic rewards. Journal of World Business, 45(2), 109-121.
Waumsley, J. A., Houston, D. M., & Marks, G. (2010). What about us? Measuring the work-life balance of people who do not have children. Review of European Studies, 2(2), 3-17.
Wernerfelt, B. (1984). A resource-based view of the firm. Strategic Management Journal, 5(2), 171-180.
White, M., Hill, S., McGovern, P., Mills, C., & Smeaton, D. (2003). 'High-performance' management practices, working hours and work-life balance. British Journal of Industrial Relations, 41(2), 175-195.
Wright, P. M., Dunford, B. B., & Snell, S. A. (2001). Human resources and the resource based view of the firm. Journal of Management, 27(6), 701-721.
Wright, P. M., McMahan, G. C., & McWilliams, A. (1994). Human resources and sustained competitive advantage: A resource-based perspective. The International Journal of Human Resource Management, 5(2), 301-326.
[image: ]

Table I. Descriptive statistics and correlations
	
	Mean
	Std. dev.
	Intern.
reliab.
	1.
	2.
	3.
	4.
	5.
	6.
	7.
	8.
	9.
	10.

	Control variables
	
	
	
	
	 
	 
	 
	 
	 
	 
	 
	 
	 

	1. Age
	7.10°
	1.315
	-
	1
	
	 
	 
	 
	 
	 
	 
	 
	 

	2. Pride in the organization
	4.0172
	.82699
	-
	.173
	1
	
	
	
	
	
	
	
	

	Independent variables
	
	
	
	
	
	
	
	
	
	
	
	
	

	3. Realistic job
    information
	3.4303
	.95594
	.937
	-.118
	.326*
	1
	 
	 
	 
	 
	 
	 
	 

	4. Compensation
	4.5444
	1.0031
	.959
	-.028
	619**
	.313*
	1
	 
	 
	 
	 
	 
	 

	5. Work-life balance
	2.9625
	.95400
	.884
	.120
	.003
	.206
	-.039
	1
	 
	 
	 
	 
	 

	6. Organizational support
	2.1237
	.89891
	.715
	.142
	.743**
	.303*
	.644**
	-.005
	1
	 
	 
	 
	 

	7. Mentor support
	3.3944
	.87809
	.922
	-.110
	.263*
	.288*
	.149
	.320*
	.277*
	1
	 
	 
	 

	8. Training and
    development
	3.4000
	1.17650
	.934
	.107
	.532**
	.323*
	.604**
	.114
	.799**
	.287*
	1
	 
	 

	Moderator variable
	
	
	
	
	
	
	
	
	
	
	
	
	

	9. PCO
	3.4000
	1.07278
	.922
	.121
	.589**
	.320*
	.639**
	.094
	.781**
	.247
	.897**
	1
	 

	Dependent variable
	
	
	
	
	
	
	
	
	
	
	
	
	

	10. Intention to leave
	2.3736
	1.39349
	.969
	-.345
	-.408**
	-.074
	-.206
	.102
	-.443**
	.149
	-.146
	-.168
	1


Table II. Regression results

Notes: N = 61; * = p < 0.05; ** = p < 0.01: *** = p < 0.001, ° 7 = category from 31-40 years old

	
	Base model
	Model 1
	Model 2

	
	Intention to leave

	Control variables
	
	
	

	Age
	-.222
	-.182
	-.207

	Pride in the organisation
	-.378**
	-.152
	-.164

	
	
	
	

	Independent variables
	
	
	

	Realistic job information
	
	-.053
	.009

	Performance-oriented compensation
	
	.084
	-1.362

	Work life balance
	
	-.008
	-.952

	Organizational support
	
	-.786***
	2.476

	Mentor support
	
	.260**
	-2.197**

	Training and development
	
	.468**
	-2.920**

	
	
	
	

	Moderator variable
	
	
	

	Perceived career opportunities (PCO)
	
	
	-4.286***

	
	
	
	

	Interaction terms
	
	
	

	PCO* Realistic job information
	
	
	-.118

	PCO* Compensation
	
	
	2.276

	PCO* Work life balance
	
	
	1.037

	PCO* Organizational support
	
	
	-5.403**

	PCO* Mentor support
	
	
	4.063**

	PCO* Training and development
	
	
	6.457**

	
	
	
	

	Adjusted R²
	.188
	.324
	.460

	Δ R²
Model F value
	.215
8.058***
	.198
4.647***
	.181
4.465***
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Figure 1. Rescarch model and hypotheses
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