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Abstract: This study aims to analyze the relationship between perceived organizational culture (POC)
and turnover intentions (TI) and if this relationship is mediated by perceived organizational support
(POS) and job insecurity (JI). For this purpose, the following hypotheses were formulated: (1) POC
(support, goals, innovation, and rules) has a negative and significant relationship with TI; (2) POC
(support, goals, innovation, and rules) has a positive and significant relationship with POS (affective
and cognitive); (3) POS (affective and cognitive) has a negative and significant relationship with TI;
(4) POS (affective and cognitive) has a negative and significant relationship with JI; (5) JI has a positive
and significant relationship with TI; and (6) POS (affective and cognitive) and JI both represent a
serial indirect effect in the relationship between POC (support, goals, innovation and rules) and the
TI. This study’s sample includes 661 participants working in organizations based in Portugal. The
results indicate that only the perception of supportive and goal culture has a negative and significant
association with TI; POC has a positive and significant association with POS; POS has a negative and
significant association with JI and TI; JI has a positive and significant association with TI; affective
POS and JI have a serial mediation effect in the relationship between supportive and goal POC and
TI; cognitive POS and JI have a serial mediation effect in the relationship between goal POC and TI.

Keywords: perceived organizational culture; turnover intentions; perceived organizational support;
job insecurity

1. Introduction

Although telework began to be used in the 1970s, it was not until the COVID-19
pandemic that its use expanded worldwide.

Today, telecommuting is under increasing discussion due to its widespread use world-
wide because of COVID-19. Due to the advancement of technology, working outside of
offices has become increasingly common and attractive to many people (Allen et al. 2015).
The transition from a physical work environment to a virtual work environment can bring
benefits and limitations for the organization as a whole. One of these limitations refers to
the innovation culture (Allen et al. 2015). This is one of the reasons that led us to study the
association between POC and other organizational variables at a time when many work
teams are still in a hybrid model. In this study, we will address two theories of culture:
Schein’s theory and Cameron and Quinn’s theory. Schein’s theory will be addressed due
to its relevance in interpreting the relationship between culture and the perception of
organizational support. Cameron and Quinn’s theory will be addressed and explained
because the questionnaire applied to assess culture is based on this theory.
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TI is one of the most fragile points in the organizational context since leaving the
organization has a high cost for it, making it extremely relevant to study the relationship
with its antecedents (Reiche 2008). Among the antecedents of TI, we have POC and POS:
that is, when employees have low perceptions of these variables, their perception of JI
becomes high, and TI increases (Brandão et al. 2012; Kim and Jang 2018).

As for JI, it is related to several negative consequences and implications for both the
employee and the organization, one of these consequences being TI (Richter et al. 2020). In
turn, POC is considered by Kim and Jang (2018) as one of the antecedents of POS.

The main objective of this study is to study whether the perception of a better organi-
zational culture reduces the intentions to leave the organization. At the same time, and due
to gaps in the research relating to the four variables under study, we tried to understand
whether the POS and JI are mechanisms that explain the relationship between POC and TI.
As specific objectives, we intend to study the relationship between the various variables
under study.

1.1. Perceived Organizational Culture

Organizational culture is defined by the set of attitudes, norms, values, assumptions
and beliefs that are shared by members of the organization (Stone et al. 2007). This can be
operationalized through the collective behaviors that develop based on the interactions of
individuals in an organization (Kusmaul and Sahoo 2019).

According to Schein (1999), there are several levels of culture, some being more
conscious than others. Culture is reflected through formal policies, strategic intentions
and the internal structure of the organization. Thus, it is important to understand the
perception of employees regarding organizational culture and to understand its implication
in other variables of organizational relevance. Schein (1999) defines the organization as a
structure or social reality and culture as a historical phenomenon that is changeable and
is an integrating and stabilizing force in the organizational context. In his theory, Schein
(1999) postulates three levels in organizational culture: the most superficial level is where
the artefacts are found, which are the shared norms, a more concrete and more observable
component, where these norms function as behavioral guidelines; the second level, which
is an intermediate level, is where the values are found, which are common and which shape
the essence of the organization conferring the sense of identity to it because when they are
identified by the employees, they feel part of the organization; and finally, the last level
of the model is the base assumptions, which are considered to be acquired, invisible and
present in an unconscious way.

Another model to take into consideration when we address the organizational culture
is the model of contracting values (Quinn and Cameron 1983). In this model, the variables
taken into account are control and flexibility and internal and external focus, and four types
of culture are identified: the supportive or clan culture, the innovative or adhocracy culture,
the bureaucratic or hierarchy culture, and the rational or market culture. The supportive
culture is characterized by shared values and goals, high teamwork, employee involve-
ment in organizational programs and shared commitments, employee empowerment and
facilitated employee participation. The innovation culture is characterized by being tem-
porary and dynamic, requires a high level of expertise from employees, and employees
are willing to deal with change and new challenges based on organizational flexibility and
creativity. The bureaucratic culture is characterized by a well-defined hierarchy, separation
of powers, and impersonality, there is a standardization of processes, and it is based on
formal rules and policies, with a division of labor and only formal relationships among
employees. Finally, the rational culture is characterized by an external focus; the goal is
to create competitive advantages and achieve goals. It is a results-oriented culture and
competition based on the achievement of goals; this culture is directed and oriented to
customers and their needs.

The organizational culture is based on the behaviors and actions of employees who
are part of the organization, reflecting how they behave on a daily basis. Culture is verified
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in the context of professional activity, and it is in this context that the adaptive skills that
will influence compliance with collective rules are developed (Ventura et al. 2020).

1.2. Turnover Intentions

Turnover intentions correspond to the willingness that employees have to leave the
organization where they are and start the search for a new workplace (Tett and Meyer 1993;
Benson 2006). For Basariya and Ahmed (2019), TI occurs when the employee plans to leave
their job, but their turnover has not yet been effected; it is only pondered and planned.
However, Tett and Meyer (1993) consider that TI does not always result in an effective exit
from the organization.

The antecedents of TI may have individual or organizational characteristics, such as
the perception of organizational support (Hui et al. 2007), the organizational culture (Islam
et al. 2012), and the perception of human resource management practices (Heavey et al.
2013). According to Shore and Martin (1989), the antecedents of TIs can also be attitudinal,
such as organizational commitment and job satisfaction. In this study, we studied some of
the antecedents of TI, such as POC, POS, and JI.

In a study in Taiwan, Wang et al. (2012) found that turnover intentions differed
between public and private sector employees, with private sector employees showing
higher turnover intentions than public sector employees. The same results were obtained
in a study conducted in Serbia by Mihajlov and Mihajlov (2016).

According to Hom et al. (2017), several strategies can enhance employee retention and
decrease TI, such as effective recruitment, effective leadership by managers, development of
employee skills, employee satisfaction, organizational culture, and balance between family
and work. These aspects have great emphasis and relevance to the construct described
above.

1.2.1. Perceived Organizational Culture and Turnover Intentions

The interpretation and perception of organizational culture are identified as factors
related to organizational turnover intentions (Ivanova 2019). Additionally, according to
Islam et al. (2012), POC has a negative and significant association with TI, thus acting as a
reducer.

Pinto (2019) found that if POC is negative, it can lead to a higher absenteeism rate
and increased TI. According to Ivanova (2019), several factors influence TI, including
mismatch at the organizational culture level. This relationship can be interpreted based
on the theory of resource conservation (Hobfoll 1989), according to which employees
seek to create, protect, and maintain labor resources whose possession will lead them to
positive outcomes, and, naturally, an employee with a high POC does not want to lose that
resource, decreasing their TI. This is the reasoning that leads us to formulate the following
hypothesis.

Hypothesis 1 (H1). POC (support, goals, innovation, and rules) has a negative and significant
relationship with TI.

1.3. Perceived Organizational Support

Perceived organizational support is defined as the perception that the organization’s
human resources have of the employees’ values and beliefs and how the organization
cares about their well-being (Eisenberger et al. 1986). This factor contributes to employees’
well-being, motivation, and quality of life (Tomasi et al. 2020).

Justice, management support, and human resource practices are antecedents that,
when correctly applied, increase the perception of organizational support. Perceived
organizational support also has some relevant aspects as consequences, such as affec-
tive organizational commitment, job satisfaction, organizational citizenship behaviors,
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performance, intentions to stay in and leave the organization, organizational trust, and
absenteeism (Rhoades and Eisenberger 2002; Muneer et al. 2014; Kurtessis et al. 2015).

1.3.1. Perceived Organizational Culture and Perceived Organizational Support

According to Van Beek and Gerritsen (2010), personal perceptions of organizational
culture can be seen as an indicator of the quality of organizational support. Lee et al.
(2013) claim that perceptions of organizational culture are strongly related to employees’
commitment to the organization. A study conducted with ship employees found POC to
positively affect POS and organizational support (Kim and Jang 2018). According to Berson
et al. (2009), the perception of organizational culture is an antecedent of the perception of
organizational support. This relationship can be interpreted in light of the social identity
theory (Tajfel 1978), according to which employees perceive themselves as members of the
organization to which they belong, absorbing its characteristics such as POS and reducing
their TI. The hypothesis is formulated as follows:

Hypothesis 2 (H2). POC (support, goals, innovation, and rules) has a positive and significant
relationship with POS (affective and cognitive).

1.3.2. Perceived Organizational Support and Turnover Intentions

From the perspective of Hui et al. (2007), POS is one of the antecedents of TI. In a
study conducted by Wang et al. (2020), in a sample of employees who are in contact with
the customer, the results also indicate that when employees perceive high support from
their organization, they try to reciprocate this perception by staying in the organization.
Additionally, Jing and Yan (2022), in a study conducted in China, concluded that POS
has a significant and negative effect on TI. This relationship can be explained by the
norm of reciprocity (Gouldner 1960) and the premise of social exchanges (Blau 1964).
This relationship can also be explained by the social comparison theory (Adams 1965).
Employees tend to compare their organizations with others, and if they perceive that
their organizations offer better organizational support than others, their TI decrease. The
following hypothesis was thus formulated:

Hypothesis 3 (H3). POS (affective and cognitive) has a negative and significant relationship with
TI.

1.4. Job Insecurity

Job insecurity is based on the perceptions and interpretations that the subject has
about the work environment in which he/she is inserted (Sverke et al. 2006). According
to Grunberg et al. (2006), JI can be defined as the worker’s perception of the threat of
involuntary loss of his or her job in the near future.

According to De Witte (2005), JI can arise from several antecedents that are related
to three levels: the macro level that relates to the region and/or the organization; the
individual level that is characterized by the worker’s position in the organization; person-
ality traits that relate to the locus of control and negative affectivity. Within these levels,
there are more variables that relate to the antecedents of JI. Job insecurity has several
consequences that include lower well-being and health (De Witte et al. 2015), breach of the
psychological contract (Ma et al. 2019), lower affective commitment (Çakmak-Otluoğlu and
Ünsal-Akbiyik 2015), decreased performance (Piccoli et al. 2019), decreased organizational
citizenship behaviors, breach of trust, increased resistance to change, and increased TI
(Obeng et al. 2020).

1.4.1. Perceived Organizational Support and Job Insecurity

According to Bohle et al. (2018), POS is a factor that plays a significant role in em-
ployees’ JI. POS is linked to job stability, so if there is a low level of POS, there is a high
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level of JI, and there is an inverse proportionality relationship (Brandão et al. 2012). When
an organization is concerned with the support it provides to its employees, such as the
development of their skills, according to the human capital theory (Schultz 1961), at the
same time that it invests in these skills, it transmits to them a lower perception of JI. Thus,
the following hypothesis was formulated.

Hypothesis 4 (H4). POS (affective and cognitive) has a negative and significant relationship with
JI.

1.4.2. Job Insecurity and Turnover Intentions

Greenhalgh and Rosenblatt (1984) state that employees with high levels of JI more
often seek new jobs to increase job security; this is more intensely seen in employees with
higher qualifications. According to Mobley (2011), when high levels of JI are present, TI
tends to increase as a consequence. In a study by Obeng et al. (2020), the results also show
that JI has a positive and significant relationship with TI. When they perceive high JI in
their organization, employees tend to have high TI, a relationship explained by the premise
of social exchanges (Blau 1964) because if their organization does not allow them to have
job security, in exchange, their TI increases. The following hypothesis was thus formulated.

Hypothesis 5 (H5). JI has a positive and significant relationship with TI.

1.5. Perceived Organizational Culture, Perceived Organizational Support, Job Insecurity and
Turnover Intentions

Although there have been several studies on the above variables and their relation-
ships, no studies that relate the four variables simultaneously have been found, so the
research is relevant.

Based on the relationships studied above, we expect that POC will positively influence
POS (Kim and Jang 2018), and POS will negatively influence JI (Bohle et al. 2018), which in
turn will potentiate TI (Obeng et al. 2020). This reasoning leads us to propose the following
hypothesis.

Hypothesis 6 (H6). POS (affective and cognitive) and JI, both represent a serial indirect effect in
the relationship between POC (support, goals, innovation and rules) and the TI.

Hypothesis 6a (H6a). POS (affective and cognitive) and JI both represent a serial indirect effect in
the relationship between support POC and the TI.

Hypothesis 6b (H6b). POS (affective and cognitive) and JI both represent a serial indirect effect
in the relationship between goal POC and the TI.

Hypothesis 6c (H6c). POS (affective and cognitive) and JI both represent a serial indirect effect in
the relationship between innovation POC and the TI.

Hypothesis 6d (H6d). POS (affective and cognitive) and JI both represent a serial indirect effect
in the relationship between rules POC and the TI.

In order to integrate the hypotheses formulated in this study, the following theoretical
model was developed, where the expected relations are synthesized (Figure 1).
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Figure 1. Research model.

2. Methods
2.1. Procedure

A total of 661 participants collaborated voluntarily in this study, all of which were
considered in the following statistical analyses because they met the conditions for par-
ticipation in this study (they were currently working in organizations in Portugal). The
sampling process was non-probability, convenience and intentional snowball type (Trochim
2000).

The questionnaire that was placed online on the Google Forms platform contained
information about the purpose of the study. The questionnaire also expressed that the
confidentiality of responses would be maintained. The questionnaire included seven
questions for sample characterization (age, gender, academic qualifications, region of
Portugal where they live, seniority in the organization, seniority in the position and work
sector) and four scales (perceived organizational culture, perceived organizational support,
job insecurity and turnover intentions). Data were collected between February 2022 and
April 2022.

2.2. Participants

A descriptive analysis of the sample shows a sample of 661 participants aged between
19 and 67 years (M = 42.51; SD = 11.42), with 449 female participants (67.9%) and 212 male
participants (32.1%). About the participants’ academic qualifications, 191 (28.9%) have
12th grade or less, 333 (50.4%) have an undergraduate degree, and 137 (20.7%) have a
master’s degree or higher. Regarding the region of Portugal where they live, 198 (30%) live
in the north region, 138 (20.9%) live in the Lisbon metropolitan area, 126 (19.1%) live in
the Algarve region, 116 (17.5%) live in the central region, 54 (8.2%) live in the Alentejo, 19
(2.9%) live in the Azores, and 10 (1.5%) live in Madeira. The seniority in the organization
varies between 0.25 and 43 years (M = 12.05; SD = 11.21) and seniority in the job varies
between 0.25 and 44 years (M = 11.61; SD = 10.50). Regarding the work sector, 412 (62.3%)
participants work in the public sector and 249 (37.7%) in the private sector.

2.3. Data Analysis Procedure

The data were imported into a database in SPSS Statistics 28 software (IBM Corp.,
Armonk, NY, USA). The first analysis was related to the instruments, testing their metric
qualities. The validity of the instruments was tested by performing confirmatory factor
analyses using AMOS 28 for Windows software (IBM Corp., Armonk, NY, USA). The
procedure was according to a “model generation” logic (Jöreskog and Sörbom 1993),
considering in the analysis of their adjustment the results obtained for the chi-square (χ2/df)
≤ 5; for the Tucker–Lewis index (TLI) > 0.90; for the goodness-of-fit index (GFI) > 0.90; for
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the comparative fit index (CFI) > 0.90; for the root mean square error of approximation
(RMSEA)≤ 0.08; and for the root mean square residual (RMSR), a smaller value corresponds
to a better adjustment.

Next, the internal consistency of the scale was analyzed by calculating Cronbach’s
alpha, whose value should vary between “0” and “1”, not assuming negative values (Hill
and Hill 2002) and being higher than 0.70, the minimum acceptable in organizational
studies (Bryman and Cramer 2003). Composite reliability was also calculated for each
dimension of the instruments. The average variance extracted (AVE) was calculated to test
the convergent validity. Concerning sensitivity, measures of central tendency, dispersion
and distribution were calculated for the items of the scales used, thus performing the
normality study for all items and all scales.

Hypotheses 1, 2, 3, 4, and 5 formulated in this study were tested using simple and
multiple linear regressions. To test the mediation model, hypothesis 6, we used the PRO-
CESS 4.0 macro (Hayes, New York, NY, USA), developed by Hayes (2013), since it allows
us to test a mediation model with multiple mediators operating in series.

2.4. Instruments

The instruments used in this study are presented below. These instruments were
chosen since they are all validated for the Portuguese population.

To assess the POC variable, we used only the organizational culture subscale of the
FOCUS (first organizational culture unified search) instrument, validated and adapted for
the Portuguese population by Neves (2000), composed of 35 items with a 6-point Likert
type response (from 1 “Not at all” to 6 “Very much”). This subscale is composed of four
dimensions corresponding to the four types of culture of the Contrasting Values Model:
innovation culture (items 1, 10, 14, 17, 30, 32, and 34); support culture (items 2, 7, 16, 19,
21, 25, 26, 28, 29, 33); goal culture (items 3, 6, 8, 11, 13, 22, 23, 31); rule culture (items 4,
5, 9, 12, 15, 18, 20, 24, 27, 35). The validity was tested through a four-factor confirmatory
factor analysis, which confirmed their existence. It should be noted that items 1, 27 and
30 had to be removed because they had a low factor weight. The adjustment indexes
obtained were adequate (χ2/df = 3.90; GFI = 0.86; CFI = 0.92; TLI = 0.91; RMSEA = 0.066;
SRMR = 0.089). As for internal consistency, Cronbach’s alpha was 0.79 for innovation
culture, 0.95 for support culture, 0.90 for goal culture, and 0.90 for rule culture. About
the composite reliability, the values vary between 0.77 (innovation culture) and 0.95 (sup-
port culture). For convergent validity, values between 0.42 (innovation culture) and 0.64
(supportive culture) were obtained.

Regarding the TI construct, the scale used was developed by Bozeman and Per-
rewé (2001) and translated and adapted to the Portuguese population by Bártolo-Ribeiro
(2018). The scale is composed of 6 items. The response is given through a 5-point Likert-
type scale (from 1 “Does not apply at all” to 5 “Totally applies”). Its validity was tested
through a one-factor confirmatory factor analysis, which confirmed its existence. The
adjustment indexes obtained are adequate (χ2/gl = 1.79; GFI = 0.99; CFI = 0.99; TLI = 0.99;
RMSEA = 0.035; SRMR = 0.018). As for internal consistency, it presents a Cronbach’s alpha
of 0.93. This instrument has a composite reliability of 0.92 and convergent validity of 0.66.

The SPOS (Survey Perceived Organization Support) scale developed by Eisenberger
et al. (1997) was used to infer results concerning POS. It was adapted and validated for
the Portuguese population by Santos and Gonçalves (2010). The scale is composed of
8 items with a 7-point Likert-type response (from 1 “Strongly Disagree” to 7 “Strongly
Agree”). This instrument is composed of two dimensions: cognitive POS (items 1, 4, 6
and 8) and cognitive POS (items 2, 3, 5 and 7). Its validity was tested through a two-
factor confirmatory factor analysis, which confirmed its existence. The adjustment indexes
obtained are adequate (χ2/gl = 2.43; GFI = 0.99; CFI = 0.99; TLI = 0.99; RMSEA = 0.047;
SMRM = 0.089). As for internal consistency, a Cronbach’s alpha of 0.93 was obtained for
the affective POS and 0.87 for the cognitive POS. The composite reliability has a value of
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0.93 for the affective POS and 0.87 for the cognitive POS. In turn, convergent validity has a
value of 0.77 for the cognitive POS and 0.63 for the cognitive POS.

The Job Insecurity Scale (De Witte 2000) was applied to assess JI, consisting of 8 items.
The items are rated on a 5-point Likert-type scale (From 1 “Strongly Disagree” to 5 “Strongly
Agree”). This instrument is composed of two dimensions: qualitative JI (items 2, 3, 6 and
8) and quantitative JI (items 1, 4, 5 and 7). Its validity was tested using a two-factor
confirmatory factor analysis, which was not found to be the case. The two factors were
strongly correlated and not all adjustment indices proved to be adequate (χ2/gl = 13.90;
GFI = 0.93; CFI = 0.95; TLI = 0.91; RMSEA = 0.140; SRMR = 0.142). Subsequently, one-factor
confirmatory factor analysis was performed, which confirmed the existence of only one
factor. The adjustment indexes obtained were adequate (χ2/gl = 3.22; GFI = 0.99; CFI = 0.99;
TLI = 0.99; RMSEA = 0.058; SRMR = 0.026). As for internal consistency, a Cronbach’s alpha
of 0.90 was obtained. Composite reliability has a value of 0.86 and convergent validity of
0.47.

Neither the instruments nor their component items grossly violate normality.

3. Results
3.1. Descriptive Statistics of the Variables under Study

The first step was to perform descriptive statistics of the variables under study in
order to understand the answers given by the participants. Participants of this study
were found to have a perceived culture of innovation (t (660) = 7.05; p < 0.001), support
(t (660) = 16.08; p < 0.001), goals (t (660) = 17.29; p < 0.001), and rules (t (660) = 21.68;
p < 0.001), significantly above the central point (3.5) (Table 1 and Figure 2). It should
be noted that the least perceived culture is the culture of innovation. We also tried to
understand if the perception of culture varies depending on the area where the employee
works. It was found that in Alentejo and Azores, the type of culture with the highest
perception is the supportive culture. In all other regions, the type of culture with the
highest perception is the rules culture.
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Table 1. Means, standard deviation and association between the variables under study.

Mean SD 1.1 1.2 1.3 1.4 2.1 2.2 3 4

1.1. Innovation Culture 3.78 1.04 –
1.2. Supportive Culture 4.17 1.07 0.74 *** –
1.3. Goal Culture 4.17 1.00 0.79 *** 0.80 *** –
1.4. Rules Culture 4.27 0.92 0.56 *** 0.59 *** 0.76 *** –
2.1. Affective POS 4.32 1.60 0.68 *** 0.74 *** 0.70 *** 0.49 *** –
2.2. Cognitive POS 4.42 1.62 0.38 *** 0.45 *** 0.41 *** 0.24 *** 0.60 *** –
3. Job Insecurity 2.16 0.93 −0.24 *** −0.33 *** −0.27 *** −0.17 *** −0.37 *** −0.39 *** –
4. Turnover Intentions 2.23 1.16 −0.28 *** −0.34 *** −0.34 *** −0.26 *** −0.46 *** −0.38 *** 0.45 *** –

Note. *** p < 0.001.

The participants in this study were also found to have high affective (t (660) = 5.14;
p < 0.001) and cognitive (t (660) = 6.70; p < 0.001) POS, above the central point of the scale
(4) (Table 1). As for both JI (t (660) = −17.06; p < 0.001) and TI (t (660) = −23.34 p < 0.001),
on the other hand, the responses given by the participants lie below the central point of the
scales (3) (Table 1).

Next, to understand whether the activity sector (public and private) had a significant
effect on the variables under study, several t-student tests for independent samples were
performed.

The activity sector was found to have a significant effect on POC (innovation, support,
goals and rules), as well as affective POS and TI. Participants in the private sector have a
higher perception of POC and affective POS and higher TI (Table 2).

Table 2. Results of the t-student tests for independent samples.

Dependent Variable t p
Private Public

Mean SD Mean SD

Innovation Culture 5.96 *** <0.001 4.09 1.09 3.60 0.96
Support Culture 3.75 *** <0.001 4.37 1.04 4.05 1.07

Rules Culture 2.32 * 0.021 4.38 0.85 4.21 0.95
Goals Culture 3.83 *** <0.001 4.34 0.89 4.06 1.03
Affective POS 2.85 ** 0.005 4.55 1.70 4.18 1.52
Cognitive POS 1.81 0.071 4.57 1.76 4.33 1.52
Job Insecurity 1.20 0.232 2.22 0.98 2.13 0.89

Turnover Intentions 5.84 *** <0.001 2.57 1.21 2.02 1.07
Note. * p < 0.05; ** p < 0.01; *** p < 0.001.

3.2. Association between the Variables under Study

Next, Pearson’s correlations were performed to study the variables’ association. TI and
JI are negatively and significantly correlated with all culture types and both affective and
cognitive POS. The association between TI and JI was positive and significant. Affective
and cognitive POS are positively and significantly associated with all organizational culture
types (Table 1).

3.3. Hypothesis Tests

To test Hypothesis 1, a multiple linear regression was performed. Results are shown
in Table 3.
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Table 3. Multiple linear regression results (H1).

Independent
Variables

Dependent
Variable F p R2

a β p

Innovation Culture
Turnover
Intentions

23.74 <0.001 0.12

0.02 0.788
Supportive Culture −0.19 ** 0.002

Goal Culture −0.18 * 0.034
Rules Culture −0.03 0.427

Note. * p < 0.05; ** p < 0.01.

The results indicate to us that only supportive culture (β = −0.19; p = 0.002) and
goals culture (β = −0.18; p = 0.034) have a negative and significant effect on TI. The model
explains 12% of the variability in the dependent variable and is statistically significant
(F (4, 656) = 23.74; p < 0.001).

Two multiple linear regressions were performed to test Hypothesis 2. The results are
presented in Table 4.

Table 4. Results of the multiple linear regressions (H2).

Independent
Variables

Dependent
Variable F p R2

a β p

Innovation Culture

Affective POS 245.96
***

<0.001 0.60

0.19 *** <0.001
Supportive Culture 0.43 *** <0.001

Goal Culture 0.27 *** <0.001
Rules Culture −0.08 * 0.042

Innovation Culture

Cognitive POS 45.87
***

<0.001 0.21

0.05 0.369
Supportive Culture 0.31 *** <0.001

Goal Culture 0.23 ** 0.004
Rules Culture −0.14 ** 0.008

Note. * p < 0.05; ** p < 0.01; *** p < 0.001.

Innovation culture (β = 0.19; p < 0.001), support culture (β = 0.43; p < 0.001), and
goals culture (β = 0.27; p < 0.001) have a positive and significant effect on affective POS.
Rule culture (β = −0.08; p = 0.042) has a negative and significant effect on affective POS.
The model explains 60% of the variability in the dependent variable and is statistically
significant (F (4, 656) = 245.96; p < 0.001).

The results further indicate to us that only supportive culture (β = 0.31; p < 0.001) and
goal culture (β = 0.23; p = 0.004) have a positive and significant effect on cognitive POS.
Rule culture (β = −0.14; p = 0.004) has a negative and significant effect on cognitive POS.
The model explains 21% of the variability in the dependent variable and is statistically
significant (F (4, 656) = 45.87; p < 0.001).

Multiple linear regression was performed to test Hypothesis 3. The results are pre-
sented in Table 5.

Table 5. Multiple linear regression results (H3).

Independent
variables

Dependent
Variable F p R2

a β p

Affective POS Turnover
Intentions

94.97
***

<0.001 0.22
−0.36 *** <0.001

Cognitive POS −0.16 *** <0.001
Note. *** p < 0.001.

The results indicate to us that both affective (β = −0.36; p < 0.001) and cognitive (β =
−0.16; p < 0.001) POS have a negative and significant effect on TI. The model explains 22%
of the variability in the dependent variable and is statistically significant (F (2, 658) = 94.97;
p < 0.001).
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In order to test Hypothesis 4, a multiple linear regression was performed, and the
results are shown in Table 6.

Table 6. Multiple linear regression results (H4).

Independent
variables

Dependent
Variable F p R2

a β p

Affective POS Job Insecurity 71.44
***

<0.001 0.18
−0.21 *** <0.001

Cognitive POS −0.27 *** <0.001
Note. *** p < 0.001.

Both affective (β = −0.21; p < 0.001) and cognitive (β = −0.27; p < 0.001) PSO have
a negative and significant effect on JI. The model explains 18% of the variability in the
dependent variable and is statistically significant (F (2, 658) = 71.44; p < 0.001).

Hypothesis 5 was tested using simple linear regression, of which the results are shown
in Table 7.

Table 7. Simple linear regression results (H5).

Independent
variable

Dependent
Variable F p R2 β p

Job Insecurity Turnover
Intentions

166.33
*** <0.001 0.20 *** 0.45 <0.001

Note. *** p < 0.001.

The results indicate that JI (β = 0.45; p = 0.002) has a positive and significant effect on
TI. The model explains 20% of the variability in the dependent variable and is statistically
significant (F (1, 659) = 166.33; p < 0.001).

Hypothesis 6 states that POS and JI represent a serial indirect effect in the relationship
between POC and TI. The procedures recommended by Baron and Kenny (1986) were
followed to test this hypothesis. For this reason, only hypotheses 6a and 6b were tested.
Specifically, Models 1 and 2 are the results of Hypothesis 6a tests, models 3 and 4 of
Hypothesis 6b.

When testing Hypothesis 6a, a significant total indirect effect was observed since the
confidence interval did not contain zero. This indirect effect is divided into three indirect
effects, again all significant: the serial indirect effect; the indirect effect in which affective
POS mediates the relationship between supportive culture and TI; the indirect effect in
which JI mediates the relationship between supportive culture and TI (Table 8). When
the contrasts were analyzed, it was found that the strongest indirect effect is the one in
which affective POS mediates the relationship between supportive culture and TI. When
the mediators were introduced in the regression equation, the direct effect of supportive
culture on TI ceased to be significant, which leads to the conclusion that we are dealing
with a total mediation effect (Figure 3).

Table 8. Indirect effects of Model 1.

Indirect Effects

Estimates 95% CI with Bootstrap
Correction

Model 1
Total −0.41 (0.05) [−0.50; −0.32]

SC→ APOS→ TI −0.29 (0.04) [−0.38; −0.21]
SC→ JI→ TI −0.04 (0.02) [−0.09; −0.01]

SC→ APOS→ JI→ TI −0.07 (0.02) [−0.11; −0.04]
Note. Total Effect SC → TI = −0.36 (0.04). The standard error is in parentheses. SC = supportive culture;
TI = turnover intentions; APOS = affective perceived organizational support; JI = job insecurity.
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A significant total indirect effect was also observed since the confidence interval did
not contain zero. Again, this indirect effect is divided into three significant indirect effects:
the serial indirect effect; the indirect effect in which cognitive POS mediates the relationship
between supportive culture and TI; the indirect effect in which JI mediates the relationship
between supportive culture and TI (Table 9). When the contrasts were analyzed, it was
found that the strongest indirect effect is the one in which JI mediates the relationship
between supportive culture and TI. When mediators were introduced in the regression
equation, the direct effect of supportive culture on TI continued to be significant, but its
intensity decreased, which leads to the conclusion that this is a partial mediation effect
(Figure 4).

Table 9. Indirect effects of Model 2.

Indirect Effects

Estimates 95% CI with Bootstrap
Correction

Model 2
Total −0.21 (0.27) [−0.26; −0.15]

SC→ CPOS→ TI −0.09 (0.02) [−0.14; −0.05]
SC→ JI→ TI −0.68 (0.02) [−0.11; −0.03]

SC→ CPOS→ JI→ TI −0.05 (0.01) [−0.07; −0.03]
Note: Total Effect SC → TI = −0.36 (0.04). The standard error is in parentheses. SC = supportive culture;
TI = turnover intentions; CPOS = cognitive perceived organizational support; JI = job insecurity.
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When testing Hypothesis 6b, a significant total indirect effect was observed since the
confidence interval did not contain zero. This indirect effect is divided into three indirect
effects, but only two of the effects are significant: the serial indirect effect; the indirect effect
in which affective POS mediates the relationship between goal culture and TI (Table 10).
When the contrasts were analyzed, it was found that the strongest indirect effect is the
one in which affective POS mediates the relationship between goal culture and TI. When
mediators were introduced in the regression equation, the direct effect of goal culture on TI
was no longer significant, which leads to the conclusion that we are dealing with a total
mediation effect (Figure 5).

Table 10. Indirect effects of Model 3.

Indirect Effects

Estimates 95% CI with Bootstrap
Correction

Model 3
Total −0.36 (0.05) [−0.45; −0.28]

GC→ APOS→ TI −0.26 (0.04) [−0.35; −0.18]
GC→ JI→ TI −0.01 (0.02) [−0.05; 0.03]

GC→ APOS→ JI→ TI −0.09 (0.02) [−0.13; −0.06]
Note: Total Effect GC→ TI = −0.36 (0.04). The standard error is in parentheses. GC = goal culture; TI = turnover
intentions; APOS = affective perceived organizational support; JI = job insecurity.
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A significant total indirect effect was also observed since the confidence interval did
not contain zero. Again, this indirect effect is divided into three significant indirect effects:
the serial indirect effect; the indirect effect in which cognitive POS mediates the relationship
between goal culture and TI; the indirect effect in which JI mediates the relationship
between goal culture and TI (Table 11). Then the contrasts were analyzed, and it was
found that the strongest indirect effect is the one in cognitive POS mediates the relationship
between goal culture and TI. When the mediators were introduced into the regression
equation, the direct effect of goal culture on TI continued to be significant, but its intensity
decreased, which leads to the conclusion that we are dealing with a partial mediation effect
(Figure 6).
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Table 11. Indirect Effects of Model 4.

Indirect Effects

Estimates 95% CI with Bootstrap
Correction

Model 4
Total −0.19 (0.03) [−0.25; −0.14]

GC→ CPOS→ TI −0.08 (0.02) [−0.13; −0.04]
GC→ JI→ TI −0.05 (0.02) [−0.09; −0.17]

GC→ CPOS→ JI→ TI −0.05 (0.01) [−0.08; −0.03]
Note: Total effect GC→ TI = −0.36 (0.04). The standard error is in parentheses. GC = goal culture; TI = turnover
intentions; CPOS = cognitive perceived organizational support; JI = job insecurity.
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4. Discussion

This study aimed to study the relationship between POC and TI and whether POS
and JI are the mechanisms that explain this relationship.

The participants in this study revealed that they have a high POC and POS, as well
as low JI and low TI. Among the various types of organizational culture, participants
have a lower perception of the culture of innovation. These results align with what Allen
et al. (2015) say, that one of the limitations of telework for organizations is the culture
of innovation. Participants from the private sector revealed a significantly higher POC
than participants from the public sector. It is in line with the results obtained by Rus
and Rusu (2015) that employees in the private organization studied had a more positive
organizational culture characterized by homogeneity. It was found that employees in the
public sector showed fewer TI than employees in the private sector. These results are in
line with what the literature tells us, that employees in the private sector have more TI than
employees in the public sector (Wang et al. 2012).

First, only supportive and goal cultures were found to have a negative and significant
relationship with TI. These results are partially in line with the literature, that POC works
as a reducer of IS (Islam et al. 2012). It should be noted that the culture of support is the
one with the strongest relationship with TI, which can be interpreted in light of the theory
of conservation of resources because the employee perceiving a high supportive culture
does not want to lose this resource, and their TI decreases (Hobfoll 1989).

Secondly, it was proved that there is a positive and significant relationship between
some POC types and POS. Rule culture has a negative and significant relationship with
both affective and cognitive POS. These results also meet what the literature tells us since,
according to Kim and Jang (2018), POC has a positive effect on POS. These results can be
interpreted in light of the social identity theory, developed by Tajfel (1978), since when
an employee perceives himself as a member of the organization to which he belongs, he
absorbs its characteristics, including POS. This hypothesis was only partially confirmed
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since the culture of innovation is not significantly related to cognitive POS, which is possibly
due to the fact that this type of culture was the least perceived by employees.

Thirdly and as expected, the effect of POS (affective and cognitive) on TI was proven,
with affective POS having the strongest relationship with TI. These results are also in line
with the literature since POS is one of the antecedents of TI (Hui et al. 2007). In a study
conducted in China, Jing and Yan (2022) also obtained the same results, that POS reduces
TI. These results can be explained based on the premise of social exchanges (Blau 1964) and
the norm of reciprocity (Gouldner 1960) because employees, when they perceive that their
organization cares about their well-being, certainly want to stay in it. Another theory that
may explain these results is the social comparison theory (Adams 1965), according to which
employees tend to compare the organization where they work with other organizations
and if they perceive that concern for their well-being is higher in the one where they work,
their intentions to leave will certainly decrease.

Fourth, and as expected, POS (affective and cognitive) has a negative and significant
relationship with JI. This relationship can be interpreted in the light of the human capital
theory (Schultz 1961) because when the organization provides the necessary support to
employees, it develops their skills, which gives them a lower perception of JI. These results
are in line with what the literature tells us: when employees perceive that their organization
cares about the support it provides, their JI decreases (Bohle et al. 2018).

Fifth, and as expected, there was a positive and significant relationship between JI
and TI. This relationship can be interpreted based on the premise of social exchanges (Blau
1964) because if your organization does not provide you with a perceived sense of job
security, as an exchange, your TI increase. These results also confirm what the literature
tells us: employees with high levels of JI seek new workplaces more often (Greenhalgh and
Rosenblatt 1984). Additionally, according to Obeng et al. (2020), JI potentiates TI, i.e., when
employees perceive high job insecurity, their TI increases.

Finally, it was found that POS (affective and cognitive) and JI are the mechanisms
that explain the relationship between POC (supportive and goal-oriented) and JI. When
an employee perceives a high supportive and goal-oriented culture, their POS (affective
and cognitive) become higher (Kim and Jang 2018), decreasing their JI (Bohle et al. 2018)
and ultimately decreasing their TI (Obeng et al. 2020), i.e., this association leads to the
employee wanting to stay in the organization. The serial mediating effect of POS and JI on
the relationship between POC (innovation and rules) and TI was not tested, as these two
types of culture were not shown to have a significant association with TI. As mentioned
earlier, innovation POC was the least perceived by the participants of this study which may
have influenced these results. In turn, the POC of rules had the highest perception, which
may also explain these results.

4.1. Limitations

This study has some limitations. First, it is a cross-sectional study, and it is impossible
to establish causal relationships. The fact that self-report questionnaires were used is
another limitation of this study. To reduce the impact of the variance of the common
method, we followed several methodological recommendations by Podsakoff et al. (2003).

The moderating effect of the region where the participant resides on the studied
relations was not tested as a limitation. Another suggestion would be to study the serial
mediation effect, replacing the perception of IL with the perception of employability, based
on the previous study by Moreira et al. (2022). It should also be noted that, according to De
Cuyper et al. (2008), it will be much more important for the worker to feel that his or her
perception of employability is on the rise rather than job security.

4.2. Practical Implications

The strength of this study is that it tells us that POS (affective and cognitive) and JI are
the mechanisms that explain the relationship between POC (of rules and goals) and TI.
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At a time when the way of working has changed entirely due to the COVID-19 pan-
demic, changing from primarily face-to-face work to online or hybrid work, organizations,
in order to retain their best employees, should be concerned with fostering a perception of
a higher culture of innovation in them because these are resources that are challenging to
imitate and, according to the “Resource-Based View” theory (Afiouni 2007; Barney 1991),
are their competitive advantage in the current labor market. As mentioned earlier, one of
the limitations for organizations caused by remote work is precisely related to the culture
of innovation (Allen et al. 2015).

5. Conclusions

It was observed that this study achieved almost all the proposed objectives and that
the conclusions obtained contribute to the advancement of the literature and organizations,
especially their HRM. This study indicates that organizations should be concerned with
the type of organizational culture that prevails. It would be desirable that they foster the
existence of a culture of innovation since it was perceived that this type of culture is the
least perceived by employees. It was also perceived that the supportive culture is the
one that most enhances POS (affective and cognitive) and that it reduces JI and TI. It was
concluded that POS (affective and cognitive) and JI are the mechanisms that explain the
relationship between POC (supportive and goals) and TI.

Organizations should be concerned with promoting a supportive and goal-oriented
culture so that the POS (affective and cognitive) of their employee’s increases (Kim and
Jang 2018), decreasing their JI (Bohle et al. 2018) and IT (Obeng et al. 2020). Only then will
the organization be able to retain its best employees, as this retention is one of the biggest
problems facing them (Reiche 2008).
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De Cuyper, Nele, Claudia Bernhard-Oettel, Eric Berntson, Hans De Witte, and Barbara Alarco. 2008. Employability and employees’
well-being: Mediation by job insecurity. Journal of Applied Psychology 57: 488–509. [CrossRef]

De Witte, Hans. 2000. Work ethic and job insecurity: Assessment and consequences for well-being, satisfaction and performance at
work. In From Group to Community. Edited by Richard Bowen, Kristof De Witte, Hans De Witte and Tamara Taillieu. Leuven:
Garant, pp. 325–50.

De Witte, Hans. 2005. Job insecurity: Review of the international literature on definitions, prevalence, antecedents and consequences.
Journal of Industrial Psychology 31: 1–6. [CrossRef]

De Witte, Hans, Tine Vander Elst, and Nele De Cuyper. 2015. Job Insecurity, Health and Well-Being. Sustainable Working Lives 2015:
109–28. [CrossRef]

Eisenberger, Robert, Jim Cummings, Stephen Armeli, and Patrick Lynch. 1997. Perceived organizational support, discretionary
treatment and job satisfaction. Journal of Applied Psychology 82: 812–20. [CrossRef] [PubMed]

Eisenberger, Robert, Robin Huntington, Steven Hutchison, and Debora Sowa. 1986. Perceived organizational support. Journal of Applied
Psychology 71: 500–507. [CrossRef]

Gouldner, Alvin W. 1960. The norm of reciprocity: A preliminary statement. American Sociological Review 25: 161–78. [CrossRef]
Greenhalgh, Leonard, and Zehava Rosenblatt. 1984. Job Insecurity: Toward Conceptual Clarity. Academy of Management Review 9:

438–48. [CrossRef]
Grunberg, Leon, Sarah Moore, and Edward S. Greenberg. 2006. Managers’ reactions to implementing layoffs: Relationship to health

problems and withdrawal behaviors. Human Resource Management 45: 159–78. [CrossRef]
Hayes, Andrew F. 2013. An Introduction to Mediation, Moderation, and Conditional Process Analysis: A Regression-Based Approach. New

York: Guilford Press.
Heavey, Angela L., Jacob A. Holwerda, and John P. Hausknecht. 2013. Causes and consequences of collective turnover: A meta-analytic

review. Journal of Applied Psychology 98: 412–53. [CrossRef]
Hill, Manuela, and Andrew Hill. 2002. Investigação por Questionário. Lisboa: Edições Sílabo.
Hobfoll, Steven E. 1989. Conservation of resources: A new attempt at conceptualizing stress. American Psychologist 44: 513–24.

[CrossRef] [PubMed]
Hom, Peter W., Thomas W. Lee, Jason D. Shaw, and John P. Hausknecht. 2017. One hundred years of employee turnover theory and

research. Journal of Applied Psychology 102: 530–45. [CrossRef] [PubMed]
Hui, Chan, Alfred Wong, and Dean Tjosvold. 2007. Turnover intention and performance in China: The role of positive affectivity, chinese

values, perceived organizational support and constructive controversy. Journal of Occupational and Organizational Psychology 80:
735–51. [CrossRef]

Islam, Talat, Saif-ur-Rehman Khan, Muhammad Aamir, and Ungku Ahmad. 2012. Turnover intentions: The influence of organizational
learning culture and multi foci citizenship behaviors. Middle-East Journal of Scientific Research 12: 650–61.

Ivanova, Maryia. 2019. Main factors of turnover and minimization of turnover rate within business organization. Open Journal for
Research in Economics 2: 73–84. [CrossRef]

Jing, Jianwan, and Jinzhe Yan. 2022. Study on the Effect of Employees’ Perceived Organizational Support, Psychological Ownership,
and Turnover Intention: A Case of China’s Employee. International Journal of Environmental Research and Public Health 19: 6016.
[CrossRef]

http://doi.org/10.1111/j.1748-8583.2006.00011.x
http://doi.org/10.1002/job.499
http://doi.org/10.1590/s0034-759020180405
http://doi.org/10.1037/0021-9010.86.1.161
http://doi.org/10.5700/rausp1056
http://doi.org/10.1111/j.1464-0597.2008.00332.x
http://doi.org/10.4102/sajip.v31i4.200
http://doi.org/10.1007/978-94-017-9798-6_7
http://doi.org/10.1037/0021-9010.82.5.812
http://www.ncbi.nlm.nih.gov/pubmed/9337610
http://doi.org/10.1037/0021-9010.71.3.500
http://doi.org/10.2307/2092623
http://doi.org/10.5465/amr.1984.4279673
http://doi.org/10.1002/hrm.20102
http://doi.org/10.1037/a0032380
http://doi.org/10.1037/0003-066X.44.3.513
http://www.ncbi.nlm.nih.gov/pubmed/2648906
http://doi.org/10.1037/apl0000103
http://www.ncbi.nlm.nih.gov/pubmed/28125259
http://doi.org/10.1348/096317906X171037
http://doi.org/10.32591/coas.ojre.0202.03073i
http://doi.org/10.3390/ijerph19106016


Soc. Sci. 2022, 11, 363 18 of 19

Jöreskog, Karl G., and Dag Sörbom. 1993. LISREL8: Structural Equation Modelling with the SIMPLIS Command Language. Chicago:
Scientific Software International.

Kim, Jae H., and Soon N. Jang. 2018. Seafarers’ quality of life: Organizational culture, self-efficacy, and perceived fatigue. International
Journal of Environmental Research and Public Health 15: 2150. [CrossRef]

Kurtessis, James N., Robert Eisenberger, Michael T. Ford, Louis C. Buffardi, Kathleen A. Stewart, and Cory S. Adis. 2015. Perceived
organizational support: A meta-analytic evaluation of organizational support theory. Journal of Management 20: 1–31. [CrossRef]

Kusmaul, Nancy, and Shalini Sahoo. 2019. Hypothesis Testing of CNA Perceptions of Organizational Culture in Long Term Care.
Journal of Gerontological Social Work 62: 405–14. [CrossRef]

Lee, Minhong, Jae S. Choi, Jinseop Lim, and Young S. Kim. 2013. Relationship between staff-reported culture change and occupancy
rate and organizational commitment among nursing homes in South Korea. The Gerontologist 53: 235–45. [CrossRef]

Ma, Bing, Shanshi Liu, Hermann Lassleben, and Guimei Ma. 2019. The relationships between job insecurity, psychological contract
breach and counterproductive workplace behavior: Does employment status matter? Personnel Review 48: 595–610. [CrossRef]

Mihajlov, Snežana, and Nenad Mihajlov. 2016. Comparing public and private employees’ job satisfaction and turnover intention.
MEST Journal 4: 75–86. [CrossRef]

Mobley, William H. 2011. Pergantian Karyawan: Sebab, Akibat dan Pengendaliannya (Terjemahan). Jakarta: PT Pustaka Binaman Pressindo.
Moreira, Ana, Maria J. Sousa, and Francisco Cesário. 2022. Competencies development: The role of organizational commitment and

the perception of employability. Social Sciences 11: 125. [CrossRef]
Muneer, Saqib, Sied Iqbal, Saif-Ur-Rehman Khan, and Choi S. Long. 2014. An incorporated structure of perceived organizational

support, knowledge-sharing behavior, organizational trust and organizational commitment: A strategic knowledge management
approach. Pakistan Journal of Commerce and Social Sciences 8: 42–57.

Neves, José G. 2000. Clima Organizacional, Cultura Organizacional e Gestão de Recursos Humanos. Lisboa: RH Editora. ISBN 972-6897-3-3.
Obeng, Anthony F., Prince E. Quansah, and Erik Boakye. 2020. The Relationship between Job Insecurity and Turnover Intention: The

Mediating Role of Employee Morale and Psychological Strain. Management 10: 35–45.
Piccoli, Beatrice, William D. Reisel, and Hans De Witte. 2019. Understanding the Relationship Between Job Insecurity and Performance:

Hindrance or Challenge Effect? Journal of Career Development 2: 089484531983318. [CrossRef]
Pinto, Gatai M. C. 2019. Dinâmicas de grupo: Da teoria à prática. São Paulo: Editora Senac.
Podsakoff, Phillip M., Scott B. MacKenzie, Jeong Y. Lee, and Nathan P. Podsakoff. 2003. Common method biases in behavioral research:

A critical review of the literature and recommended remedies. Journal of Applied Psychology 88: 879–903. [CrossRef]
Quinn, Robert E., and Kim Cameron. 1983. Organizational life cycles and shifting criteria of effectiveness: Some preliminary evidence.

Management Science 29: 33–51. [CrossRef]
Reiche, B. Sebastian. 2008. The configuration of employee retention practices in multinational corporations’ foreign subsidiaries.

International Business Review 17: 676–87. [CrossRef]
Rhoades, Linda, and Robert Eisenberger. 2002. Perceived organizational support: A review of the literature. Journal of Applied Psychology

87: 698–714. [CrossRef]
Richter, Anne, Tinne Vander Elst, and Hans De Witte. 2020. Job insecurity and subsequent actual turnover: Rumination as a valid

explanation? Frontiers in Psychology 11: 712. [CrossRef] [PubMed]
Rus, Mihaela, and Dan O. Rusu. 2015. The Organizational Culture in Public and Private Institutions. Procedia—Social and Behavioral

Sciences 187: 565–69. [CrossRef]
Santos, Joana V., and Gabriela Gonçalves. 2010. Contribuição para a adaptação portuguesa da Escala de Percepção de Suporte

Organizacional de Eisenberger, Huntington, Hutchison e Sowa (1986). Laboratório de Psicologia 8: 213–23. [CrossRef]
Schein, Edgar M. 1999. The Corporate Culture Survival Guide Sense and Nonsense about Culture Change. San Francisco: Josey-Bass.
Schultz, Theodore W. 1961. Investment in Human Capital. The American Economic Review 51: 1–17.
Shore, Lynn M., and Harry J. Martin. 1989. Job satisfaction and organizational commitment in relation to work performance and

turnover intentions. Human Relations 42: 625–38. [CrossRef]
Stone, Patricia W., Cathy Mooney-Kane, Elaine L. Larson, Teresa Horan, Laurent G. Glance, Jack Zwanziger, and Andrew W. Dick.

2007. Nurse working conditions and patient safety outcomes. Medical Care 2007: 571–78. [CrossRef]
Sverke, Magnus, Johnny Hellgren, and Katharina Näswall. 2006. Job Insecurity: A Literature Review. Stockholm: Arbetslivsinstitutet.
Tajfel, Henti. 1978. Differentiation between Social Groups. Studies in the Social Psychology of Intergroup Relations. London: Academic Press.
Tett, Robert P., and John P. Meyer. 1993. Job satisfaction, organizational commitment, turnover intention, and turnover: Path analyses

based on meta-analytic findings. Personnel Psychology 46: 259–93. [CrossRef]
Tomasi, Manueli, Vanessa Rissi, and Jandir Pauli. 2020. Influência do suporte organizacional nas vivências de prazer e sofrimento no

trabalho em um contexto hospitalar. Revista Psicologia: Organizações & Trabalho 20: 1072–79. [CrossRef]
Trochim, William. 2000. The Research Methods Knowledge Base, 2nd ed. Cincinnati: Atomic Dog Publishing.
Van Beek, Adriana P. A., and Debby L. Gerritsen. 2010. The relationship between organizational culture of nursing staff and quality of

care for residents with dementia: Questionnaire surveys and systematic observations in nursing homes. International Journal of
Nursing Studies 47: 1274–82. [CrossRef]

Ventura, Palloma, Isabela Velloso, and Marília Alves. 2020. Influencia da cultura organizacional na gestão da qualidade de um hospital
universitário. Rev Rene 21: e43996. [CrossRef]

http://doi.org/10.3390/ijerph15102150
http://doi.org/10.1177/0149206315575554
http://doi.org/10.1080/01634372.2019.1575134
http://doi.org/10.1093/geront/gns106
http://doi.org/10.1108/PR-04-2018-0138
http://doi.org/10.12709/mest.04.04.01.08
http://doi.org/10.3390/socsci11030125
http://doi.org/10.1177/0894845319833189
http://doi.org/10.1037/0021-9010.88.5.879
http://doi.org/10.1287/mnsc.29.1.33
http://doi.org/10.1016/j.ibusrev.2008.09.004
http://doi.org/10.1037/0021-9010.87.4.698
http://doi.org/10.3389/fpsyg.2020.00712
http://www.ncbi.nlm.nih.gov/pubmed/32373033
http://doi.org/10.1016/j.sbspro.2015.03.105
http://doi.org/10.14417/lp.642
http://doi.org/10.1177/001872678904200705
http://doi.org/10.1097/MLR.0b013e3180383667
http://doi.org/10.1111/j.1744-6570.1993.tb00874.x
http://doi.org/10.17652/rpot/2020.3.18253
http://doi.org/10.1016/j.ijnurstu.2010.02.010
http://doi.org/10.15253/2175-6783.20202143996


Soc. Sci. 2022, 11, 363 19 of 19
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