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Executive Summary 
 

Value & approach 
Lower turnover intention leads to reduced costs when it comes to the 

selection, onboarding, and retention among employees, amongst other benefits. 

Though there is a large body of research conducted on factors that influence 

turnover intent, there are not many studies that refer to the Biotech sector 

specifically. Moreover, this sort of research is rarely combined with work-related 

correlates of employee retention & actionable recommendations for 

organizations. 

This study examined organizational commitment, organizational support 

for development, pay satisfaction, and work-time flexibility as possible predictors 

of turnover intention, as well as the possible role of organizational commitment 

as a moderator between the 3 other independent variables and intent to quit, all 

within the Biotech industry. 

 

Current study 
88 employees from a small Biotech company in Utrecht, as well as from 

an online Biotech forum completed a questionnaire regarding our variables of 

interest. 
 

Results 
This study found organizational commitment, organizational support for 

development, and  work-time flexibility to be significant negative predictors of 

turnover intent. Pay satisfaction was negatively correlated with turnover intent, 

but no significant relationship was found when all other variables were controlled 

for. Organizational support for development had a negative impact on turnover 

intention only for people with low organizational commitment. No other 

significant moderation effect was found. 
 

Practical Implications 
Our study found 3 work-related factors (organizational commitment, 

organizational support for development, and work-time flexibility) to be 

predictors of turnover intent. Therefore, our recommendations are based on 

increasing employee’s satisfaction with these measures with the aim of reducing 

intent to quit: 
 

1. Increasing organizational commitment through interpersonal trust by a) 

having employees participate in the decision-making processes b) employee 

empowerment c) feedback to and from the employee; 

2. Implementing on-the-job custom-made training programs for employees; 

3. Encouraging flexible work arrangements such as a compressed work-week & 

job sharing. 
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Abstract 

 

The importance of attracting staff and keeping them satisfied in the workplace cannot 

be overstated in the biotech industry, mostly due to the competition for suitably experienced 

researchers. That is why, based on existing research done in the field of employee retention, 

we have decided to particularize the topic to the biotech industry in order to gain insight into 

some of the factors that employees consider to be the most important in their decision to stay 

within a company.  For the purpose of this study, we created a predictive model of employee 

retention in the biotech industry with pay satisfaction, organizational commitment, 

development opportunities, and work-time flexibility as the independent variables. We also 

dived into how organizational commitment can moderate the relationship between the other 

three predictors and intent to quit. Participants, who were represented by 88 employees working 

in the Biotech sector, filled in the questionnaire via an online link. Results showed that 

organizational commitment, organizational support for development, and work-time flexibility 

negatively predict turnover intent. While pay satisfaction was significantly correlated with 

intent to quit, it did not represent a significant predictor when all other variables were controlled 

for. Organizational support for development had a negative impact on turnover intent only for 

individuals with low organizational commitment. No other significant moderation effect was 

found.  Results are discussed in light of the study’s limitations and directions for future 

research. In addition, we propose several interventions relevant to the Biotech industry that aim 

to improve intent to quit. 

Keywords: turnover intent, biotech industry, organizational commitment, work-related 

factors 
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Introduction 

 

             The study was conducted at a small-sized biotech company that aims to develop 

effective treatments for patients with cancer. Due to its location in the Utrecht Science Park, 

Utrecht, where many other similar companies reside, competition for candidates is high. 

Moreover, as employees in this industry are expected to have highly specific and specialized 

education/background, it can be very difficult to find people who match these descriptions.  

           To add to this, reduced employee turnover can significantly lower costs associated with 

the recruitment, selection, and onboarding of possible replacements, making this problem a 

matter of practical importance for any company (Tymon, Stumpf & Smith, 2011). The goal of 

the research presented here is to understand a limited number of work-related drivers that 

motivate biotech employees to remain within their company, in order to help organizations 

design effective interventions to lower turnover and increase job satisfaction. 

Turnover intention 

 

The term turnover refers to the situation when an employee ceases to be a part of an 

organization (Ngo-Henha, 2018). In contrast, turnover intention is an attitudinal concept that 

measures ”the extent to which an employee plans to leave the organization” (Lacity, Iyer, & 

Rudramuniyaiah, p. 397). Turnover intention has been consistently found to be the most 

important predictor of turnover behavior (Lacity et al., 2009). Over the years, many theories 

have been proposed with the aim of explaining what makes an employee leave versus stay in 

an organization, however, none of them have managed to present an exhaustive model of all 

factors that impact turnover intention. To comply with our research proposal, we have chosen 

a Resource-Based View (RSW) of turnover intention. RSW poses that “resources contribute to 

the performance advantages of organizations to the extent that they are valuable, rare, costly to 

imitate, and non-substitutable” (Armstrong & Shimizu, 2007, p. 960). For example, a company 

offering flexible work opportunities combined with high salaries might help retain employees 



WORK-RELATED PREDICTORS OF TURNOVER INTENT                                  5 

 

within that company while at the same time increasing its advantages over its competitors. 

Therefore, a great deal of investment must be put in by the organization in order to determine 

these factors as well as their importance level in order to maintain a competitive advantage in 

the industry and reduce turnover rates. 

Determinants of turnover intention 

 

            There is a myriad of factors that have been identified as being relevant for employee 

retention. They can be classified in different ways. For example, one meta-analysis included 

demographic factors (age, gender), personal factors (work-related stress levels, coping 

mechanisms), and work-related predictors (supervisor support, organizational culture, 

perception of fairness in compensation, etc) (Kim & Kao, 2014).   

In this paper, we have chosen to focus on the latter category as those factors are more 

susceptible to HR/organizational interventions when needed as opposed to, for example, 

personal factors. This is because it should be easier to change working arrangements and make 

them more flexible, rather than aiming to change someone’s personal coping style, which may 

be partly innate, for example (Zozulya et al., 2008). When it comes to work-related factors, 

they can be grouped into organizational factors (e.g. remuneration and benefits, HR practices- 

training and development opportunities and distributive action, organizational culture, aspects 

of management, etc) and job-related factors (e.g. autonomy, work-life balance, and social 

support) (George, 2015). It is important to have this distinction to establish what sort of change 

needs to be put in place in order to implement better practices for employee retention. For 

feasibility reasons, out of the multitude of determinants of job retention, we have chosen 4 

factors mentioned as some of the most important retention reasons in a sample of 24,829 

employees in the leisure and hospitality industry, namely pay satisfaction, organizational 

commitment, development opportunities, and work-time flexibility (Hausknecht, Rodda & 
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Howard, 2009). Thus, with this study, we decided to explore if those factors act similarly in 

the context of the Biotech industry. 

Organizational commitment. Organizational commitment (OC) refers to the 

willingness of an individual to exert a high degree of effort for the organization and a strong 

desire to remain in the organization. The reasons for this phenomenon can be diverse, such as 

having a positive view of the company or identifying with its mission and goals (Marsh & 

Mannari, 1977). In connection to employee turnover, organizational commitment has been 

consistently found to be among the best negative predictors (Griffeth, Hom & Gaertner, 2000). 

This is because organizational commitment tends to develop and shape an organizational 

culture that promotes a sense of belonging and ownership among employees that is essential in 

keeping them satisfied, productive, and loyal (Hussain & Asif, 2012). 

Organizational support for development (OSD).  Career development opportunities 

represent an organized attempt to achieve a balance between individual learning goals and an 

organization’s workforce requirements (Foong-Ming, 2008). Offering career development 

opportunities to employees can lead to lower turnover rates not only through the 

encouragement of continued learning thus making them feel appreciated, but also by attracting 

valuable candidates, for whom development opportunities are important, to the company 

(Maurer & Lippstreu, 2008). 

Work-time flexibility. Work-time flexibility (WT-F) has been a topic that’s become 

increasingly more talked about, especially within the context of the COVID-19 pandemic as 

well as in regard to the need to balance work and family life. WT-F represents the ‘the ability 

of workers to make choices influencing when, where, and for how long they engage in work-

related tasks’ (Jeffrey Hill et al., 2008, p. 152). Work-time flexibility can influence employee 

turnover in several different ways. In particular, it was found that the availability of flextime 

and compressed workweek schedules influences work-to-family enrichment, which in turn 
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relates to job satisfaction and turnover intentions (McNall, Masuda & Nicklin, 2009). Another 

study relates that work-time flexibility impacts organizational commitment and turnover intent 

through increased perceived autonomy (Onken-Menke, Nüesch, & Kröll, 2018).    

           Pay satisfaction.   Pay generally refers to the income paid for a person’s labor and 

includes all types of financial rewards, practical services, and benefits received as a part of the 

employment relationship (Jung & Yoon, 2015). Current models of pay satisfaction (PS) have 

their basis in equity theory (Adams, 1965), which suggests that pay dissatisfaction may arise 

when the employee perceives the existence of a discrepancy between what they feel they should 

receive compared to the pay they actually receive. Generally, pay satisfaction and turnover 

intention are negatively correlated, as employees who are content with their pay level are less 

likely to consider leaving the company and search for alternative jobs (A’yuninnisa & Saptoto, 

2015).      

Organizational Commitment as a moderator 

 

 Integrating some of the research presented until now, we can conclude that both 

organizational commitment and pay satisfaction play an important and independent role in 

employee retention. Nonetheless, organizational commitment and pay satisfaction might also 

interact to significantly impact turnover intention due to the buffer effect of organizational 

commitment, which works to lower the impact of negative variables (Romeo, Yepes-Baldó, & 

Lins, 2020).  High organizational commitment may therefore act as a moderator, decreasing 

the relationship between pay satisfaction and turnover intention. This is because organizational 

commitment works as a protective resource that gives employees a sense of stability, security, 

and belonging, which might lead to them overlooking other deficient factors within the 

company (Schmidt, 2007).  Therefore, it is expected that despite having low satisfaction with 

their pay, employees with high organizational commitment will still report lower levels of 

turnover intention.  In a similar manner, it can be assumed that organizational commitment will 
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have a comparable effect when it comes to the impact of development opportunities and work-

time flexibility on turnover intention, reducing the influence of low development and work-

time flexibility opportunities on employee intent to quit. 

 Based on the literature so far, we have identified multiple factors that play a role when 

it comes to an employee’s intention to leave a company. However, as the biotech industry has 

many particularities, we are interested to see if our target variables, namely, pay satisfaction, 

work-time flexibility, organizational commitment and organizational support for development 

will be negatively related to turnover intent, as well as if organizational commitment will act 

as a protective factor that reduces the negative effect of other organizational variables on 

turnover intent. Therefore, we propose the following hypotheses: 

Hypotheses 

 

H1: Pay satisfaction will negatively predict turnover intention within the company. 

H2: Organizational commitment will negatively predict turnover intention within the 

company. 

H3: Organizational support for development will negatively predict turnover intention 

within the company. 

H4: Work-time flexibility will negatively predict turnover intention within the 

company. 

H5: Organizational commitment will moderate the relationship between PS and TI, 

meaning that a high level of organizational commitment will weaken the relationship 

between pay satisfaction and turnover intention. 

H6: Organizational commitment will moderate the relationship between OSD and TI, 

meaning that a high level of organizational commitment will weaken the relationship 

between organizational support for development and turnover intention. 
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H7: Organizational commitment will moderate the relationship between WT-F and TI, 

meaning that a high level of organizational commitment will weaken the relationship 

between work-time flexibility and turnover intention. 

 

Figure 1. Proposed research model. 

Method 

 

Participants and procedure 

 

The target group of this study was represented by employees working in the 

Biotechnology sector. Participants were recruited by means of convenience sampling. In total 

122 responses to the survey were recorded, however, only 88 of these were complete and 

therefore considered valid.  

Participants consisted of employees of a small-sized biotech company in Utrecht, as 

well as respondents from an online forum for biotech industry workers. For the first type of 

participants, a link to the  Qualtrics questionnaire was sent via the company HR email, whereas 

for the latter, the link was posted along with information about the study & the requirements 
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participants had to meet. No personal data was collected for the purpose of this study. All 

participants could give their consent to participate after reading the Informed Consent Letter 

presented at the beginning of the questionnaire (see Appendix A). They also had the choice to 

retract their consent at the end of the study.  

Measures 

 

Turnover intention. Intention to leave the company was measured using  TIS-6 (Bothma & 

Roodt, 2013), which is the 6-item shortened version of the Turnover Intention Scale developed 

in 2004 (Roodt, 2004). An example item is “How often have you considered leaving your job?” 

for which the answers could range on a 5-point Likert from never to always. 

Pay Satisfaction: This variable was measured using the Pay Satisfaction Questionnaire 

(Heneman, & Schwab, 1985) which contained 18 short items. The participants were asked to 

rate how satisfied they were with different aspects of their compensation and benefits package 

(e.g.: their most recent raise, how the company administers pay) on a 5-point Likert scale 

ranging from very dissatisfied to very satisfied. 

Organizational Commitment: Commitment toward one’s organization was assessed with the 

Organizational Commitment Scale with 9 items (Cook & Wall, 1980). All items were measured 

on a 5-point Likert scale with answers ranging from strongly disagree to strongly agree. An 

example item is: “I am quite proud to be able to tell people who it is I work for.” 

Work-Time Flexibility: This variable was measured using the Flexibility of working time 

questionnaire (9 items) from Kattenbach, Demerouti & Nachreiner (2010). As the original 

items were in German, the corresponding English-translated items were taken from a different 

study (Leenders, 2019). This questionnaire contains both 5-point Likert items “How free are 

you in the design of your working day with regard to the duration of activities?” (1-very unfree; 

5-very free) and “fill in the number” questions. As there was no explanation in the original 

questionnaire regarding the coding of the fill-in questions, this process was done based on our 



WORK-RELATED PREDICTORS OF TURNOVER INTENT                                  11 

 

judgment. To make sure the coding was appropriate, we checked the inter-item correlations & 

the Cronbach Alpha’s values if one of the items was deleted. The highest α coefficient in the 

case of an item deletion was 0.77,  therefore we concluded the coding was done properly. An 

example of such item is: “Suppose you want to take a day off. How far in advance should you 

apply for it? Write down the number of days in the text entry field”. Such questions were 

subsequently coded on a 5-point Likert scale as well. For instance, participants were given a 1 

if their answer was 30 days or more in advance, 2- if their answer was 14 to 29 days, 3-7 to 13 

days, 2- 4 to 6 days, and, finally, 5 if their answer was 3 days or less.  

Organizational Support for Development: This measure was assessed using the scale created 

by Kraimer et al.  (2011), which contains 6 items measured on a 5-point Likert scale (1-

disagree; 5-agree). An example of an item extracted from the questionnaire is “My organization 

has programs and policies that help employees to advance in their functional specialization” 

(See Appendix B for all questionnaire items and coding procedures). 

Reliability coefficients for all scales were satisfactory (see Table 1). 

Table 1. Cronbach’s Alpha Values for all Scales 

Variable                   Α 

Pay Satisfaction .93 

Org. Commitment .80 

Org. Support for 

Development 

.90 

W-T Flexibility .74 

Turnover intention .84 
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Data analysis 

 

A priori power analyses 

A priori power analysis &  the statistical test for multiple linear regression fixed model R2 

deviation from 0 were performed using G*Power 3.1.9.7 to determine the sample size required 

for the proposed model. The effect sizes used were taken from existing literature that 

investigated the impact of the independent variables & moderators on turnover intention. The 

results of the power analysis indicated the following: 

• For organizational commitment, for an effect of f2=0.29, at a significance level of 5% 

(0.05) & 80% power, 30 participants are required; 

• For flexible work arrangements, we used a closely related concept to determine the 

number of participants needed, namely work-family conflict; therefore, an effect of 

f2=0.14, at a significance level of 5% (0.05) & 80% power, a number of 59 participants 

is needed; 

• For development opportunities, for an effect of f2=0.04, at a significance level of 5% 

(0.05) & 80% power, 180 participants are required (Kim & Kim, 2021). 

• For pay satisfaction, for an effect of f2=0.04 at a significance level of 5% (0.05) & 80% 

power, 180 participants are required (Mughal & Shah, 2018). 

• For all 3 hypotheses using organizational commitment as a moderator, we used the 

effect size from a study viewing organizational commitment as a moderator for the 

relationship between high stress and emotional exhaustion. This study, similarly, to 

our moderation hypotheses, stated that organizational commitment has the power to 

dampen and even eliminate the negative effects of different organizational variables 

on measures of job satisfaction; therefore, for an effect of f2=0.14, at a significance 

level of 5% (0.05) & 80% power, a number of 82 participants is needed (Schmidt, 

2007). 



WORK-RELATED PREDICTORS OF TURNOVER INTENT                                  13 

 

Sensitivity power analysis 

As our study did not reach our maximum number of participants required, namely, 180, 

we decided to also conduct a Sensitivity Power Analysis. Therefore, with a maximum number 

of 7 predictors, with a sample size of N=88 & 80% power & at a significance level of 5%, we 

need a minimum effect size of f2=0.17. 

Multiple Linear Regression 

To test our hypotheses we used hierarchical multiple linear regression in order to detect 

the main and interaction effects. All assumptions for this test were met. Firstly, we used one 

model to test the main effects, and then another model for the interaction effects. 
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Results 

 

The main findings can be found in the figure below. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Descriptive statistics 

 

To get an overview of the variables of interest, we have performed descriptive statistics 

analyses. We performed Pearson’s correlations for pay satisfaction, organizational 

commitment, organizational support for development, and work-time flexibility. Spearman’s 

correlations were used for Turnover Intention as this variable did not meet the normality 

Figure 2 contains β coefficients that result from our predictive model. 

* Results are significant at the 0.05 level (2-tailed). 

** Results are significant at the 0.01 level (2-tailed). 

 
Direct Effect 

Interaction Effect 
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assumption. All correlations between variables but one were significant. They can be found in 

the table below. 

 

Table 2. Means, Standard Deviations and Correlations of the Independent and Dependent Variables (n = 88) 

 Mean SD 1. 2. 3. 4. 5. 
    

1.Pay 

Satisfaction 

3.24 .66 1    

2.Org. 

Commitment 

3.45 .71 .49** 1   
 

3.Org. 

Support for 

Development 

3.08 1.00 .30** .47** 1  

  

4. W-T 

Flexibility 

3.82 .68 .25** .24* 0.20 1 

   

5.Turnover 

intent 

- - -.37** -.74** -.46** -.37** 1 

    

* Correlation is significant at the 0.05 level (2-tailed).  

** Correlation is significant at the 0.01 level (2-tailed). 

 

Hypotheses testing 

 

a) Multiple linear regression analysis 

In order to test hypotheses 1 to 4, we used Hierarchical Multiple linear regression. All 

assumptions for this test were met. Main results can be found in the table below. 
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Table 3. Multiple linear regression for Turnover Intent. 

Variables Turnover intent 

Block B (SE) Beta 

Pay Satisfaction -.46  (.12) -.37** 

Total R2 .14  

Pay Satisfaction -.02  (.11) -.02 

Org. Commitment -.80  (.10) -.69** 

Total R2adj. .50  

Pay Satisfaction .01 (.10) .01 

Org. Commitment -.70 (.10) -.60** 

Org. Support for 

Development 

-.19  (.07) -.23* 

Total R2 .54  

Pay Satisfaction .06 (.10) .05 

Org. Commitment -.66 (.10) -.57** 

Org. Support for 

Development 

-.17 (.06) -.21* 

W-T Flexibility -.28 (.08) -.23* 

Total R2                       .59 

 

 

*  = p < .05; **  = p < .001. 

 

As can be observed in Table 3, the first model containing pay satisfaction explained a 

significant proportion of the variance, namely 14.20%, F(1,85)=14.07, p<0.001. Model 

comparison revealed that each model explained significantly more variance than the last. 



WORK-RELATED PREDICTORS OF TURNOVER INTENT                                  17 

 

Model 2, containing PS and OC explained an additional 36.20% variance compared to model 

1, Fch(1,84)=61.38, p<0.001. Model 3, made up of PS, OC, and OSD, explained an additional 

4.30% of variance compared to model 2, Fch(1,83)=7.91, p=0.006.  

The last model, namely the one that contains all independent variables (PS, OC, OSD, and 

W-T Flexibility) is our strongest model, explaining 59% of the variance of the criterion variable 

turnover intent. The model also explains 5.00% more variance compared to the previous, 

Fch(1,82)=10.27, p=0.002. 

The strongest predictor of turnover intent is represented by organizational commitment 

(β=-0.57, B=-0.66, SE=0.10, 95% CI [-0.86; -0.46], p<0.001), followed by work-time 

flexibility (β=-0.23, B=-0.28, SE=0.08, 95% CI [-0.46; -0.10], p=0.002), organizational 

support for development (β=-0.21, B=-0.17, SE=0.06, 95% CI [-0.31; -0.04], p=0.009), and 

lastly, pay satisfaction (β=0.05, B=0.06, SE=0.10, 95% CI [-0.14; 0.26], p=0.548). Therefore, 

all variables were significant negative predictors in the last model except for pay satifaction. 

As it can be observed, pay satisfaction did not represent a significant predictor of turnover 

intent in the last model, despite doing so in the first. 

b) Moderation analyses 

To test out the interaction effects, we conducted one single multiple linear regression 

analysis, which included all 4 independent variables and all 3 interaction effects as predictors 

of turnover intent. 

I) OC as a moderator between OSD and TI. 

Firstly, we checked for the interaction effect between organizational support for 

development and organizational commitment on turnover intent. In doing so, we found a 

marginally significant interaction effect (β =0.14, B=0.12, SE=0.06, 95% CI [-0.002; 0.243], 

p=0.054). 
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Therefore, our next step was to test for the direction of the interaction effect using simple 

slopes. We tested 2 regression models: 

• 1 regression model for the simple effect of OSD on TI for people with low OC (-1 

SD): For people with low OC, the effect of OSD on TI is negative and significant: 

β =-0.32, B=-0.26, SE=0.08, 95% CI [-0.43;-0.10], p=0.002. 

• 1 regression model for the simple effect of OSD on TI for people with high OC (+1 

SD): β =-0.03, B=-0.02, SE=0.06, 95% CI [-0.22;0.16], p=0.76. For people with 

high OC, the effect of OSD on TI is negative but not significant. 

To conclude, organizational support for development had a significant negative impact 

on turnover intention only for people with low organizational commitment scores. It remains 

important to note that we only found these results as we decided to interpret the interaction 

effect as significant (p=0.054). 

 Figure 3. Impact of OSD on TI for people with low vs high OC 

 

II) OC as a moderator between PS and TI. 

We tested for an interaction effect between pay satisfaction and organizational commitment 

on turnover intention. We did not find a significant interaction effect (β =-0.10, B=-0.07, 
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SE=0.05, 95% CI [-0.18; 0.03], p=0.16). Therefore, we did not proceed with doing simple 

slopes analyses. 

 

III)  OC as a moderator between W-T Flexibility. 

We tested for an interaction effect between Work-Time Flexibility and Organizational 

Commitment on Turnover Intention. The results of the analysis did not show a significant 

interaction effect (β =0.04, B=0.04, SE=0.06, 95% CI [-0.09;0.16], p=0.54). Consequently, 

we did not proceed with the simple slopes analyses. 

 

Discussion 

 

The aim of the study was to determine if pay satisfaction, organizational commitment, 

organizational support for development, and work-time flexibility represent predictors of 

turnover intention, as well as if organizational commitment acts as a moderator between all 3 

other independent variables and turnover intent. Results show that organizational commitment, 

organizational support for development, and work-time flexibility negatively predict intent to 

quit. Despite being negatively correlated with turnover intention, when all other variables were 

controlled for, pay satisfaction did not significantly predict turnover intent. When 

organizational commitment is low amongst employees, the relationship between organizational 

support for development and turnover intent is strengthened. No other significant moderation 

effects were found. Implications for these results are discussed below. 

Theoretical Implications 

 

Our first hypothesis stated that pay satisfaction would negatively predict turnover intention. 

Despite finding a significant negative correlation between these 2 variables, our final predictive 

model, composed of all independent variables (PS, OC, OSD & W-TF) did not find PS to be a 
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significant predictor of TI. This might be due to an overlap of the variance explained by our 

predictors, as PS was found to correlate with all other independent variables significantly. 

Therefore, our first hypothesis is not confirmed.  

This is generally not in line with existing research (Singh & Loncar, 2010; Carraher, 2011) 

which views pay satisfaction and all of its components (level, structure, benefits, and raises) as 

negative predictors of turnover intent. However, most of these results come from studies that 

did not control for organizational commitment. This is important to take into account, as it is 

generally theorized that the appraisal of one’s compensation conveys feelings of support and 

justice that are critical in the development of an affective bond between the employee and the 

organization, which would ultimately lead to lower intent to quit (Vandenberghe & Tremblay, 

2008). In other words, organizational commitment might fully mediate the relationship 

between pay satisfaction and turnover intent, a claim that needs to be further investigated. 

Another explanation for these results might be the fact that salaries within the Biotechnology 

sector are generally high & homogenous, and might therefore not be considered among one of 

the most important factors by employees when considering leaving their job.  

We have found that organizational commitment negatively predicts turnover intention, thus 

confirming our second hypothesis. This result is in line with current studies that explore the 

relationship between the two variables (Guzeller & Celiker, 2019). A possible explanation 

could be the affective attachment towards the organization created as a consequence of an 

individual sharing the organization’s values and their willingness to exert effort on the behalf 

of the organization. This attachment might be connected with a higher level of identification 

with the company, leading to a psychological state that binds the individuals with the 

organization (Ycel, 2012). It is also important to note here that organizational commitment was 

found to be the most important predictor of intent to quit in our study, therefore highlighting 

the importance of keeping employees attached to the organization in order to retain them within 



WORK-RELATED PREDICTORS OF TURNOVER INTENT                                  21 

 

the company. Moreover, it signifies the need for interventions that look to increase 

organizational commitment for companies who are looking to lower their turnover intent, a 

subject we will approach further in this paper. 

Our third hypothesis was also confirmed, finding that turnover intention is negatively 

predicted by the organizational support for development. The results align with past research 

(Wang, 2017). Past research points towards multiple potential explanations in this regard. For 

example, according to the accountability framework, when support for development is high 

within an organization, employees feel like they have to follow through in finding ways to 

improve themselves, as they consider themselves accountable to the company that has invested 

resources in helping them grow professionally (Maurer, Mitchell & Barbeite, 2002). Moreover, 

from a social exchange perspective, employees tend to be drawn to organizations that provide 

them with something valuable. Organizational support for development is widely perceived to 

be one of these positive factors, helping both in retaining and attracting valuable candidates  

(Benson, Finegold & Mohrman, 2004). 

Our fourth hypothesis, namely that work-time flexibility would negatively predict turnover 

intention, was supported by the results. This is congruent with current literature on the issue, 

which states that granting employees such flexibility may allow them to better meet family, 

school, or other non-work responsibilities, improving their life quality and ultimately leading 

to lower turnover intention (Stavrou & Kilaniotis, 2010). 

 Our sixth hypothesis, which stated that organizational commitment would moderate the 

relationship between organizational support for development and turnover intention was 

partially confirmed. To be more precise, organizational support for development had a negative 

significant impact on turnover intention only for people with low organizational commitment. 

Therefore, when people are not attached to their organization, they might view high 

development opportunities as a reason to stay within the company. This might also be an 
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indication of the high-value biotech workers place on OSD. As a potential implication, creating 

new development opportunities might be a good alternative to reducing turnover when 

employee morale is low. Lastly, in light of the fact that this interaction effect was only 

marginally significant, it’s important to look at this result and its interpretation with caution.   

The fifth and seventh hypotheses, regarding the role of organizational commitment as a 

moderator between work-time flexibility, respectively pay satisfaction, and turnover intent, 

were not supported by the results. On one hand, these results might show that organizational 

commitment does not act as a buffer, in the sense that it does not seem to protect employees 

from the negative effects of low pay satisfaction and work-time flexibility, as we initially 

predicted. This can mean the companies should not draw the conclusion that because their 

employees are committed to their organization, they will therefore not leave. Rather, as the 

results suggest, they should also work on creating, for example, flexible work opportunities as 

they are shown to independently impact turnover intent as well. On the other hand, the lack of 

significant results detected might simply be a result of our study being underpowered and 

therefore not having enough participants to detect moderation effects that potentially exist. 

Limitations & Strengths 

 

When it comes to strengths, our study is one of the first of its kind to study factors related 

to turnover intention specifically in regard to the BioTechnology sector. Despite this, there are 

several factors that limit our ability to interpret the results. 

Firstly, our study is underpowered, due to the small sample size we managed to acquire 

which impacted our ability to test the hypotheses properly. In regards to this, we can mention 

a few reasons why we were not able to collect the number of people required by the power 

analyses (N=180). One of the reasons is that the internship company only has about 70 

employees. Moreover, our questionnaire was sent out one month after another company survey 

similar in topic. As a result, many employees probably did not want to complete another 
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questionnaire and/or felt burdened by them. Since our company did not meet the sample size 

needed, we also decided to post the questionnaire on several Biotech-related forums online, 

however, most of them treated our request as spam, and the post was subsequently deleted. 

Therefore,  only one forum that we posted the questionnaire to managed to help us gather more 

respondents. 

Another limitation is that we relied on self-reported data, which is generally prone to 

several biases. For example, the social-desirability bias might have led the respondents to 

answer the questions in a manner that paints their company in a favorable light. The study is 

also correlational in nature, therefore we cannot draw any conclusions implying causality. 

Moreover, we were not able to collect any demographic data as there were issues regarding 

anonymity raised within the company. Therefore we can’t be sure that our results would not 

have been impacted by such additional information. For example, there are indications that low 

pay satisfaction leads to greater turnover intent only in men, but not in women (Ali, Bishu & 

Alkadry, 2018). Moreover, as we also did not collect this kind of data, we also do not know if 

the sample we acquired is representative of the BioTech community in terms of age, gender, 

etc. 

Lastly, some of the items that were used to measure work-time flexibility, had to be coded 

based on our judgment, as the original questionnaire did not have any indication on how to 

conduct this procedure. Therefore, despite the satisfactory inter-item correlations & 

Cronbach’s Alpha coefficient that we obtained, it’s important that future studies that use this 

questionnaire conduct more objective analysis on detecting the adequate thresholds in order to 

turn this into a validated 5-point Likert scale measure. 

Directions for future research 

 

In light of these results, we might consider some directions for future research. One 

idea is that personal characteristics can influence an employee’s perception of certain 
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organizational variables. For example, one study conducted by Maurer & Lippstreu (2008), 

concluded that organizational support for development improved organizational commitment 

among employees with a learning-goal orientation (those who continuously seek to improve 

their abilities) while lowering it for those with a performance-goal orientation (employees who 

strive to showcase their good performance to others). Therefore, it might be important to study 

such personal variables that act as moderators in order to determine which type of employees 

might be best suited for development opportunities and, moreover, which candidates should be 

hired if the organization chooses to focus on employees with high potential for development. 

In addition, for future studies, we suggest the use of a bigger sample size of participants 

from different industries, as this might shed some light in regards to what are the factors that 

employees from each industry consider important for retention and how these factors differ 

across industries. Future studies could also use more reliable ways of collecting data (e.g. 

measuring actual turnover rates rather than turnover intent). 

Practical implications 

 

In light of our results that show organizational commitment, organizational support for 

development, and work-time flexibility to be significantly related to turnover intention, our 

recommendations will focus on interventions that can help improve employees’ satisfaction 

with these aspects, in an effort to lower turnover intention. 

When it comes to increasing organizational commitment, interpersonal trust is generally 

found to play a key role in this process. Namely, a study conducted by  Nyhan (1999), 

concluded that the development of supervisory trust and ultimately, organizational 

commitment, can be done through 3 means a) participation in decision-making, b) employee 

empowerment and c) feedback to and from the employee. Including the employee in the 

decision-making process will make them feel valued by the organization, and will fulfill three 

basic human needs: autonomy, completion of tasks, and interpersonal contact (Sashkin, 1984). 
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Employee empowerment can be done through encouragements made by the supervisor and the 

organization that they have trust in the work the employee is doing and moreover, that their 

contributions are valued.  

Last but not least, bi-directional feedback is one of the most important components for 

improving organizational commitment, as it helps correct errors & identify problems. It is 

important that a safe environment is created first, where the employee feels comfortable sharing 

their opinions with the employee. For the last point, the implementation of a policy where both 

employees and employers complete a questionnaire in regard to the other’s performance/ areas 

of improvement/ management quality and conduct both private interviews and focus groups 

(depending on the particular need) to promote development, would be a viable solution. 

Therefore, we propose that by increasing interpersonal trust within the company, employees 

will become more commited to their organization, and their intention to leave will decrease. 

To increase perceived organizational support for development, we recommend the 

implementation of on-the-job training programs. Such methods can include job rotation, the 

job instruction technique, coaching, and apprenticeship training (Alipour, Salehi & Shahnavaz, 

2009). It is recommended to use an experimented trainer from within the organization, as they 

don’t only have the technical knowledge but they are also aware of the work culture within the 

company. The study program should consist of practical, theoretical, and demonstration 

activities (Pfau, 2005). These should be devised based on the specific training needs of 

employees at a given time. The employees should be constantly provided with feedback based 

on their performance. When the program is completed, successful transfer of training should 

be maintained by ensuring employees have the opportunity to use the new skills that they have 

acquired. Lastly, continuous improvement should be made sure of through the implementation 

of such programs on a yearly basis (Kumar, Singh & Kumar, 2009). 



WORK-RELATED PREDICTORS OF TURNOVER INTENT                                  26 

 

In regards to work-time flexibility, employees are expecting more such policies to be made 

available to them, especially in light of the COVID-19 Pandemic. Although there are many 

such options in the literature, we have chosen to focus on two that we believe can be of help to 

the Biotech Sector in particular, namely compressed work weeks and job sharing. Firstly, 

compressed work weeks refer to such arrangements where an employee works longer hours for 

several days, in exchange for a reduction in their workdays (for example, four 10 hours 

shifts/week instead of 5 eight hours shifts/week). These arrangements can be particularly 

helpful for employees who want to reduce commuting time & spend more full days with their 

families. Moreover, it might also benefit the organization through increased operational 

efficiency and & reduced daily start-up costs. 

Job-sharing refers to the arrangement of having 2 or more employees jointly fill in a full-

time position. This might not only help individuals when it comes to their work-life balance 

and flexibility of working hours, but it can also be beneficial in terms of knowledge-sharing 

and continuous learning, as each employee gets to share their expertise (Lazăr,  Osoian & Rațiu, 

2010). This last point can be of vital importance to the biotech sector, as there is a continuous 

need to keep up to date with the latest scientifical advancements. Therefore, through an 

improvement in their work-life balance, as well as through giving employees the chance to 

learn from one another, these policies should help reduce turnover intent. 

Conclusion 

 

In conclusion, the present study highlights the importance of organizational commitment, 

support for development, and work-time flexibility when it comes to employee retention in the 

biotech industry. Our research also suggests pay satisfaction might be included in the previous 

concepts and therefore we advise it not to be investigated separately. Recommendations that 

have the aim of reducing turnover intention are discussed. Our study should be viewed in light 
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of the limitations mentioned throughout, and future directions for the study might pertain to 

the inclusion of personal variables in the model as well as expanding it to different sectors. 
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APPENDIX A: Informed Consent 

 

INFORMATION LETTER for participation in scientific research on attitudinal & non-

attitudinal factors correlated with retention 

Introduction/Aim of the research 

This study will be conducted by Simona Nicu and Mackenzie Olson who are Master’s students 

in the Faculty of Social Sciences at Radboud University. 

We are interested in studying factors that relate to how and why people choose to stay or leave 

an organization. We aim to use this research to provide practical suggestions for increased 

retention of employees by organizations and an improved employee experience. 

Our research will consist of multiple choice questions pertaining to aspects of and your feelings 

toward your job, work organization, and community. The survey should take no more than 15 

minutes to complete. There are no risks associated with participating. The researchers 

conducting this study adhere to the ethical guidelines as specified by the Light Track of the 

Ethics Committee Social Sciences (ECSS) of the Radboud University. 

Use of your personal data 

The data for this study are collected anonymously. The use and storage of your personal data 

is not necessary. 

Confidentiality of your data and data processing 

The information you provide for the current research purposes are treated with the utmost care 

and is accessible to authorized Radboud University staff only. In addition, the research data are 

accessible to the teacher(s) of these student and the examiners of the course for which this study 

is conducted. No individuals within your organization will have access to your responses. Since 

the current study is completely anonymous, your data cannot be related back to you. 
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Withdrawing your consent is, therefore, possible at the end of the survey by indicating this in 

the final question. 

Retention period of your data 

The research data that are collected in this study will be saved by the student-researcher for the 

University course in which they conduct this study. The research data will be kept by the 

student-researchers until the course for which they conduct this study is completed. After that, 

the anonymous research data will be deleted by the student-researchers from their own storage. 

Data will be sent to the University supervisor and the program of Psychology at Radboud 

University, where the research data is held for education purposes (for example, appraisal, 

verification, and audits). The consent form signed by you will be kept by the Radboud 

University for 10 years upon completion of the research. Your anonymous research data will 

be stored for 10 years after the research has been completed. 

Right of access by supervisory authorities to inspect the research’s compliance with ruling 

guidelines Some persons and organizations must have access to your research data. This is 

necessary to test whether the research has been carried out properly and reliably. These persons 

and supervisory authorities inspecting your data for verification include: authorized persons 

within Radboud University (for example the university supervisor, examinators, dean, director 

or data officer) and (inter) national supervisory authorities (for example the Dutch Data 

Protection Authority and the Netherlands Board on Research Integrity). They are held to 

inspecting your data on a strictly confidential basis. You will be asked to grant permission for 

this access. If you refuse to do so, you cannot participate in the study. 

 

Additional information on your rights regarding the processing of your personal data Radboud 

University is responsible for compliance with the General Data Protection Regulation (GDPR) 



WORK-RELATED PREDICTORS OF TURNOVER INTENT                                  36 

 

when processing your data. The researcher ensures that your privacy and the conditions 

attached to it are safeguarded and he/she adheres to the Dutch code of conduct for scientific 

integrity and university policy regarding the storage and management of research data when 

conducting this research. You have the right to withdraw your consent for the processing of 

your response data till the end of the survey. You can find the Radboud University Privacy 

Statement at: https://www.ru.nl/english/vaste-onderdelen/privacy-statement-radboud-

university/. If you have any questions about your privacy, please contact the Privacy Officer 

Faculty of Social Sciences (P.Janssen@socsci.ru.nl). For general questions, please contact the 

office of the Data Protection Officer of Radboud University via privacy@ru.nl. 

Voluntary Participation 

We now ask you to consider whether you want to participate in this study. Your participation 

in this study is entirely voluntary. If you decide not to participate, there will be no adverse 

consequences. If during the participation, you wish to withdraw your agreement and terminate 

your participation, you have every right to always do so. Again, there will be no adverse 

consequences for you and participation is entirely on a voluntary basis (there will be no 

renumeration). We now ask you to take some time and think about participating first. If you 

decide you do not want to participate in this study, we thank you for your time. Contact 

information If you have any questions, comments, or concerns about this study, please contact 

the researchers responsible: 

Mackenzie Olson, mackenzie.olson@ru.nl, +16235211817 

Simona Nicu, simona.nicu@ru.nl, +40737508592 

 

If you have any questions, comments, or concerns regarding this study, please contact the 

responsible researcher. If you have questions, comments, or concerns you feel uncomfortable 
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sharing with the responsible researcher, you can contact the coordinator of the master Work 

Organization and Health psychology at Radboud University, 

Brigitte Claessens: Brigitte.claessens@ru.nl. 

With kind regards, Mackenzie Olson, mackenzie.olson@ru.nl; Simona Nicu, 

simona.nicu@ru.nl Radboud University 

CONSENT FORM for participation in scientific research on attitudinal & non-attitudinal 

factors correlated with retention 

I herewith confirm that: 

- I have been satisfactorily informed of the study in writing; 

- I have read the written information; 

- I have been given the opportunity to ask questions about the study; 

- my questions have been answered satisfactorily; 

- I have been given ample opportunity to think carefully about participating in the study; - I 

participate in the study entirely on a voluntary basis. 

I understand that: 

- I have the right to withdraw my consent at any time during the survey without having to state 

reasons and without fear of adverse consequences by selecting "I withdraw my consent; please 

delete my answers" on the last question. 

 -I have the right to have my research data deleted up until the end of the questionnaire (since 

it is not possible to have them deleted at a later time due to anonymous data); 

- the tests and questionnaires used are not medical/clinical tests, but the researchers nonetheless 

have an obligation to inform me about scores that may be of personal clinical interest. 
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I agree that: 

- my research data within this research will be obtained for scientific purposes and will be 

available for verification, reuse and replication for 10 years; 

- the signed consent form is kept for 10 years; 

- supervisory authorities may inspect my research data for the purpose of auditing the research. 

-I understand that in order to participate in the study, I must answer ‘YES’ to all of the above 

points. I agree to participate in the study: 

o I agree to participate in the study 

o I do not want to participate 

At the end of the questionnaire, there is another question giving participants the right to 

withdraw their consent: 

We would like to ask for your consent once more. 

If you do not wish to participate in the research, please decline participation by selecting "I 

withdraw my consent; please delete my answers" and your answers will not be recorded. 

If you would like to complete your participation in the research, please select "I consent; 

please record my answers". 

o I consent; please record my answers 

o I withdraw my consent; please delete my answers 
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APPENDIX B: Survey Items and Coding 

 

Turnover intention: 

Please answer the following questions regarding the last 9 months (if you have been working 

at the organization for less than 9 months, please reflect on that total time period). 

1. How often have you considered leaving your job?  

2. How often are you frustrated when not given the opportunity at work to achieve your 

personal work-related goals? 

3. How often do you dream about getting another job that will better suit your personal 

needs? 

4. How often do you look forward to another day at work? (Reversed) 

5. To what extent is your current job satisfying your personal needs? (Reversed) 

6. How likely are you to accept another job at the same compensation level should it be 

offered to you? 

Coding:  

• For items 1 to 4: 1-Never; 2-Sometimes; 3-More than half the time; 4-Most of the 

time; 5-Always. 

• For item 5: 1-To no extent; 2-To little extent; 3- To some extent; 4-To a large extent; 

5-To a very large extent. 

• For item 6: 1-Highly unlikely; 2-Somewhat unlikely; 3-Neither likely nor unlikely; 4-

Somewhat likely; 5-Highly likely. 
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Pay Satisfaction: 

Please rate how satisfied you are with each of the following: 

1. My take-home pay 

2. My benefit package 

3. My most recent raise 

4. Influence my supervisor has on my pay 

5. My current salary 

6. Amount the company pays towards my benefits 

7. The raises I have typically received in the past 

8. The company's pay structure 

9. Information the company gives about pay issues of concern to me 

10. My overall level of pay 

11. The value of my benefits 

12. Pay of other jobs in the company 

13. Consistency of the company's pay policy 

14. Size of my current salary 

15. The number of benefits I receive 

16. How my raises are determined 

17. Differences in pay among jobs in the company 
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18. How the company administers pay 

Coding: All items (1 to 18): 1-Very dissatisfied; 2-Dissatisfied; 3-Neither satisfied nor 

dissatisfied; 4-Satisfied; 5-Very satisfied. 

Organizational Commitment:  

Please answer the following questions regarding the last 9 months (if you have been working 

at the organization for less than 9 months, please reflect on that total time period). 

1.I am quite proud to be able to tell people who it is I work for. 

2. I sometimes feel like leaving this employment for good. (Reversed) 

3. I'm not willing to put myself out just to help the organization. (Reversed) 

4. Even if the firm were not doing too well financially, I would be reluctant to change to 

another employer. 

5. I feel myself to be part of the organization. 

6. In my work I like to feel I am making some effort, not just for myself but for the 

organization as well. 

7. The offer of a bit more money with another employer would not seriously make me think 

of changing my job. 

8. I would not recommend a close friend to join our staff. (Reversed) 

9. To know that my own work had made a contribution to the good of the organisation would 

please me. 

Coding (all items- 1 to 9): 1- Strongly Disagree; 2- Somewhat disagree; 3-Neither agree nor 

disagree; 4-Somewhat agree; 5-Strongly agree. 
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Work-Time Flexibility:  

1. Do you have influence on the start time of your work day? (For the third option, please fill 

in the amount of hours in the text entry field) 

2. Do you have an influence on the end of your working day? (For the third option, please fill 

in the amount of hours in the text entry field) 

3. Do you work overtime (occasionally)? (For Yes, please fill in the amount of hours in the 

text entry field) 

4. Can you decide to stop earlier on a normal working day? 

5. Suppose you want to take a day off. How far in advance should you apply for it? Write 

down the amount of days in the text entry field. 

Answer the following statements: 

6. From time to time, unexpected events can lead to emergency situations - where someone 

else has to take over on a short notice - how often do such emergencies occur? 

7. Can you interrupt daily work for private business? 

8. How free are you in the design of your working day with regard to the duration of 

activities? 

9. How free are you in designing your work week in terms of duration? 

Coding:  

• For items 1 and 2: 1- No, I have fixed starting times; 3- In some cases I can postpone 

my starting time; 5- I can decide myself in a time corridor of [.........] hours when I 

start. 

• For item 3: 1- 10 hours or more; 3- Less than 10 hours; 5- No. 
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• For item 4: 1- No, very difficult or not at all; 3- Yes, in consultation with my 

supervisor/colleagues; 5- Yes, no problem. 

• For item 5: 1- 30 days or more in advance; 2- 14 to 29 days; 3- 7 to 13 days; 4- 4 to 6 

days; 5- 3 days or less in advance. 

• For item 6: 1-  Very often; 2- Often; 3- Occasionally; 4- Rarely; 5- Almost never. 

• For item 7: 1- Almost never; 2- Rather difficult; 3- In individual cases, yes; 4- Mostly 

yes; 5- Whenever I want. 

• For items 8 and 9: 1- Very Unfree; 2- More unfree; 3- Partially free; 4- More free; 5- 

Very free. 

Organizational Support for Development: 

Please answer the following questions regarding the last 9 months (if you have been working 

at the organization for less than 9 months, please reflect on that total time period). 

1. My organization has programs and policies that help employees to advance in their 

functional specialization. 

2. My organization provides opportunities for employees to develop their specialized 

functional skills. 

3. My organization has programs and policies that help employees to reach higher managerial 

levels. 

4. My organization has career development programs that help employees develop their 

specialized functional skills and expertise. 

5. My organization provides opportunities for employees to develop their managerial skills. 

6. My organization has career development programs that help employees develop their 

managerial skills. 
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Coding (all items- 1 to 6): 1- Disagree; 2- Somewhat disagree; 3- Neither agree nor disagree; 

4- Somewhat agree; 5- Agree.  

 


