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Cultural effects over turnover intentions

Abstract: TEmployee turnover remains a critical concern for organizations, particularly in post-

pandemic contexts marked by increased stress and blurred work-life boundaries. This study explores the 

psychological and cultural determinants of turnover intentions among Romanian employees, with a focus 

on job satisfaction, stress, organizational commitment, and perceived organizational cultural tightness-

looseness (CTL). Using a quantitative approach, data were collected via an online survey from 197 par-

ticipants employed in organizations with at least three staff members. Structural equation modeling (PLS-

SEM), robust regression, and exploratory factor analysis were employed to test both direct and mediating 

effects. Findings confirmed that job satisfaction and organizational commitment significantly and nega-

tively predict turnover intentions, while stress has a significant positive effect. However, contrary to ex-

pectations, CTL did not significantly predict turnover intentions, nor did it mediate the effects of stress or 

satisfaction. These results suggest that CTL may shape employee attitudes but not   necessarily behavioral 

intentions. Cluster analysis further identified vulnerable profiles, such as early-career employees with low 

satisfaction and high stress. The study contributes to behavioral research by applying CTL in an under-

explored regional context and offers practical insights for designing retention interventions. Implications, 

limitations, and recommendations for future research are also discussed.
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1. Introduction

In an increasingly competitive global economy, work has become a central part of hu-

man identity and social life. Working hours have increased post-pandemic, and hybrid work 

has blurred the lines between professional and personal life, increasing expectations of constant 

Within this context, it is no surprise that the World Health Organization defined stress as 

stress, with work being the main factor for 78% of them.

Voluntary turnover becomes a symptom of the imbalance between workplace demands and 

-

understanding the organizational and psychological factors influencing turnover is of strategic 

importance.

2. Literature review

Although actual turnover behavior is difficult to track, turnover intentions are a widely ac-

cepted proxy (Limbocker & Richards

Job satisfaction has a consistent negative relationship with turnover intentions. Meta-

-

fied employees are less likely to consider leaving.

H1: Job Satisfaction significantly and negatively affects turnover intentions.

intentions.

 H2: Stress significantly and positively affects turnover intentions.

Organizational commitment reflects employees’ psychological attachment to their work-

place. Studies show it has one of the strongest negative correlations with turnover intentions 

 H3: Organizational commitment significantly and negatively affects turnover intentions.

-

ture remains a less explored predictor - particularly its tightness-looseness dimension. Cultural 

-

in organizations.
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H4: Perceived organizational cultural tightness significantly and negatively affects turnover 

intentions.

turnover. A tight organizational culture may buffer the effects of low satisfaction or high stress 

by providing structure and clarity - or the other way around, it could amplify these effects if it 

becomes too rigid.

H5: CTL mediates the relationship between job satisfaction and turnover intentions.

 H6: CTL mediates the relationship between stress and turnover intentions.

H7: Job satisfaction significantly affects perceived CTL.

H8: Stress significantly affects perceived CTL.

-

-

Figure 1: Conceptual model

Source: Author’s own research
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3. Research methodology

In order to test the proposed hypotheses, an online survey was distributed using social me-

Respondents were notified beforehand of the voluntary and anonymous nature of the study, as 

well as the academic purpose of the data collection. In order to proceed to the questions, they had 

to explicitly agree to the stated terms. Participants did not receive any form of compensation for 

completing the survey.

meaning the respondents worked in organizations with at least three employees, since organiza-

sample size is consistent with a 95% confidence level and 7% margin of error as calculated using 

Calculator.net.

income, and sector. 

confirmed via Composite Reliability, Cronbach’s Alpha, and AVE, all above acceptable thresh-

4. Results and discussions

-

stress scores were slightly lower overall, though standard deviations suggest considerable vari-

and procedures scored higher, while reversed items describing flexibility scored lower.

-

commitment but no meaningful relationship with stress.
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Source: Author’s own research

-

-

sults are in line with existing literature and strengthen the evidence base for these variables as 

strong behavioral predictors in the workplace.

structure, the factor loadings did not support this, and parallel analysis retained only one factor.

-

-

Table 2: The coefficients of robust linear regressions

Source: Author’s own research
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Contrary to expectations, perceived organizational cultural tightness did not significantly 

no meaningful impact on stress or on whether employees planned to leave their organizations.

-

-

Figure 2: Conceptual Model with results

Source: Author’s own research

commitment) than behaviors (like turnover intentions). Moreover, in high-stress environments, 

-

structs suggesting that a large proportion of variance is captured by the construct itself rather 

than by error.
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-

-

our constructs holds.

Table 3: Measures of reliability

Source: Author’s own research

Table 4: Discriminant validity: correlations among latent variables with square roots of AVEs

Source: Author’s own research
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Table 5: Combined Loadings and Cross-loadings

Source: Author’s own research

Table 6: The coefficients of the structural model

Source: Author’s own research
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Moving on to the resulting coefficients, only a few paths are actually significant, namely 

-

tions. None of the control variables proved to be significant under the assumption of a linear rela-

tionship. Once again, it can be seen that the overall explanatory power of this model is, however, 

Table 7: Effect sizes of direct effects

Source: Author’s own research

labeled “Veterans,” was characterized by high satisfaction, low stress, and low turnover inten-

-

erate to high turnover intentions. ANOVA confirmed statistically significant group differences 

across all key variab -

vant for early-career employee retention. Using the Behaviour Change Wheel (BCW) and COM-B 

model, practical interventions could target these employees through stress management training 

(capability), mentorship or buddy programs (opportunity), and incentives for tenure and perfor-

mance (motivation).

-

ganizational framework in a national context that is underrepresented in the literature. It also 

highlights the role of social desirability bias as a potential underlying factor in self-reported sat-

isfaction and stress, aligning with perspectives from behavioral science on bounded rationality 

and norm-adherence.
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sampling limits generalizability, and the sample was heavily skewed toward younger, early-ca-

reverse-coded items presented weaker factor loadings, potentially affecting construct validity.

Western cultural contexts. Varied approaches, including interviews, could offer deeper insights 

into how employees perceive cultural norms and how those perceptions shape behavior. Further 

exploration of actual turnover rather than intentions could also yield valuable insights. Finally, 

how culture shapes workplace behavior.

5. Conclusions

-

-

high-stress environments, rigid norms may not necessarily discourage turnover but may instead 

be perceived as burdensome or irrelevant to coping mechanisms.

-

resented national setting and identifying vulnerable employee profiles through cluster analysis. 

refining its measurement across cultural contexts.
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