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Abstract:
Motivation and idea: Entrepreneurial culture has been considered to have a significant positive relation with the
organizational growth and self-efficacy. However, the success of entrepreneurial culture has been challenged by the COVID19 pandemic and its influence on the well-being of employees who work in labour-intensive industries. More specifically,
the level of stress among these workers is increased and that can result in physical and mental health issues, resulting in
low mood and motivation, anxiety, depression, burnout, suicidal thoughts, etc. This may ultimately influence the turnover
intention in these industries. Research goal: This paper investigates whether a relationship exists between entrepreneurial
organizational culture and turnover intention. The goal of this study is to explore the relationship between entrepreneurial
organizational culture and turnover intention in labour-intensive industries with a focus on the mediating role of fear of
COVID-19, psychological distress and job satisfaction in turnover intention. Data: Quantitative research on 408 respondents
has been conducted, whose results can serve as a reference for designing adequate human resource policies in labourintensive industries. Findings: This study shows that Covid-19 challenged not only economic and financial sustainability,
but also the physical and mental well-being of the people. It shows that the organizations that foster an entrepreneurial
culture assist people in reducing stress, resulting in members of those organizations experiencing less tension and fear,
which is an important part of one's health at such a chaotic time. Contribution: The paper is the first of its kind study and
it expands existing research related to organizational culture during the pandemic, thus formulating practical suggestions
to future leaders. This study has important implications for practitioners. Although no similar studies exist within the labourintensive businesses, the analysis of these aspects will enable the leaders to assess and strengthen their connections to
the company and to determine which segments of their organizational culture need to be improved so that employees
should be happier and more satisfied.
Keywords: organizational culture, psychological distress, satisfaction with organizational culture, turnover intention,
COVID-19, labour-intensive industry
JEL classification: M1, I1

1. Introduction
COVID-19 has brought various changes to every aspect of living, which subsequently contribute to an increased level of anxiety and depression among people. Doubtlessly, the COVID-19 pandemic is the largest
public health crisis that the world remembers, one that causes an economic crisis through decreased production in affected countries, fall in confidence and consumption, and a stock exchange negative response.
Besides, the pandemic has resulted in questioning the importance of the culture that every organization
nurtures. Organizational culture has never been more important than in the COVID-19 period because the
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pandemic forces radical changes in the workplace. Holding teams together, motivating people, taking care
of them, and leading informally become as equally important as the concept of leadership.
It is fascinating to see how people, who were not happy with the culture of the organization they were working in before COVID-19 are now worried about the many changes organizational culture has had to go
through during the pandemic. In fact, these changes that become a reason for the leaders to rethink the culture will not disappear once the pandemic stabilizes itself. The organizations will continue to cope with exceptional circumstances such as fight for equality, climate change, technological adaptation and many more.
Consequently, the organizational members will constantly be asked for new ways of leading and working.
In this direction, COVID-19 raises a question of which organizational culture type is best suitable in circumstances as such. Research conducted by Kokt and Ramarumo (2015) shows that, in normal circumstances,
the most dominant type of culture, rational culture, has a slight impact on stress, which means that in those
organizations people experience a higher level of stress. Group and development culture have more effect
on stress, while hierarchical culture shows to have no significant relationship with stress. The stress level
caused by a specific culture has a positive effect on employees’ performance and, therefore, one cannot say
which cultural type is good or bad for a company.

2. Literature Review
2.1 Organizational culture
Culture is an important factor that might affect organizational culture (Hofstede, 1997). Therefore, it “enjoys”
its momentum among organizational researchers, consultants and corporate executives. Through the concept of organizational culture, the influence of not only written organizational rules, but also of unwritten
norms and values on employees is demonstrated (Dyer, 1988; Schein, 2004). Harrison defines organizational
culture as a “distinctive constellation of beliefs, values, work styles and relationships that distinguish one organization from another” (Harrison, 1993 cited in Maleka et al. 2015). On the other hand, Schein (1990) described organizational culture through the concept of iceberg, as something composed of artifacts,
perspectives, values and assumptions.
In their studies, Cammeron and Quinn (2011) explain that organizational culture considers classification of
different organizational core values. However, there is a divided opinion regardless of the organizational effectiveness and organizational culture: some organizations are more effective if they are flexible, while others can be more effective if they focus on stability (Quinn and Rohrbraugh, 1983). In this direction, a culture
framework is designed, based on four cultural dimensions through which the core values are defined: family, adhocracy, market and hierarchy. The organizations have elements of all four culture types, but there is
a dominance of only one specific cultural type (Cammeron and Quinn, 2011).
Due to its intent to see the world in the “right” way, organizational culture is of great importance and should
not be taken for granted by organizational members (Wilkins et al.,1983). It is composed of a variety of contracts through which the employee’s expectations, performance outcomes, rewards and punishments, and
relationships within the organization are studied. According to Wilkins et al. (1983), there are three situations
when organizational culture becomes obvious: when there is a change in the employee’s role within the organization; when there is a subculture conflict; and when there are important decisions to be made by the
top management.
As stated by Wallach (1983), effective organizational culture requires not only strong mission, purpose and
strategies, but also compatibility with the employee’s needs and organization. Therefore, he considered
three cultural dimensions: bureaucratic, innovative and supportive. He explains that organizational culture
cannot be split into three parts, but it is rather a combination of the three cultural dimensions with different
intensity levels.
Entrepreneurial culture is considered to include the attitude, values, abilities, and individual power or group
working together to generate profit. At the heart of entrepreneurial organization, there is innovation, one of
the most crucial elements for organizational growth and success (Kang, Matusik, Kim & Philips, 2016). Entrepreneurial activity is considered to have a significant positive relation with the organizational growth and
self-efficacy (Baum & Locke, 2004). This means that the firms that show a low level of entrepreneurial activity are less profitable, and they grow slowly, in comparison with the organizations whose entrepreneurial
activities are on a higher level.
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The mindset of being innovative needs to be driven through all organizational levels. It is not just the top management that need to be entrepreneurially oriented, but all organization members should nurture creativity
and stimulate it. The organizations that nurture a truly entrepreneurial culture will gain a strong competitive
advantage on the market, because the change rate is increasing in every field and industry (Gadodia, 2020).
Thus, the culture that encourages innovativeness and creativeness is of vital importance for organizational
success (Pohlmann et al., 2005), where the entrepreneurial leaders are playing a main role in developing and
stimulating innovation at work (Shalley & Gibson, 2004). In this direction, organizational culture is linked
with leaders’ behaviour. The employees’ function in maintaining organizational culture should be appreciated by the leaders, so that healthy work environment should be created. Work recognition and satisfaction
can be achieved when the tasks are completed by the employee. Subsequently, organizational culture has
a significant role in building a happy and healthy workplace.

2.2 Psychological distress, job satisfaction and turnover intention in times of COVID-19
As a consequence of the external environment, stress is characterized as an individual response to what puts
pressure on that individual (Ivancevich, Konapske & Matteson, 2006). It is an actual response to different
stressors, among which work-related stress. Having this in mind, work-related stress can be considered as
a response from the employee because of the work demands and pressures that do not correlate with their
knowledge, abilities and skills. Depending on the stress level, stress can contribute to either positive or negative job performance. Lack of stress can result in decreased performance, due to bounded work challenge.
However, if the stress increases, the performance increases as well, as the employee makes an effort to use
all the resources that are needed for a specific task to be completed. At this stress level, employees have
proven to perform beyond the limits and productivity. Yet, when the stress reaches the saturation point, the
performance starts decreasing and the employees show inconsistent behaviour (Fonkeng, 2018).
Consequently, stress has a negative impact on both individual and organizational levels. On an individual
level, the person experiences unhealthy symptoms, while what is experienced on the organizational level is
a high rate of employee turnover and absenteeism. Additionally, the organization will face various issues such
as: reduced efficacy, lack of apprehension, performing capacity, responsibility, input, product or service
quality and morale (Dua, 1994; Ben-Baker et al., 1995).
Stress is especially emphasised during global pandemics like SARS, Ebola or COVID-19. It is not only a result of the fear of contracting the virus, but also of the fear of separation from family and friends, uncertainty
and feeling of helplessness (Li and Wang, 2020; Cao et al., 2020). Regarding work-related stress, employees who work remotely from home are exposed to different psychosocial risk, for instance: isolation, no
work-family boundaries, fear of losing the job, decreased salaries, reduced benefits, etc. All these aspects
may have impact on people’s mental health (Lund et al., 2018).
Due to psychosocial risks, the level of stress among people is increased and that can result in physical and
mental health issues. People’s response to the issue includes a low mood and motivation, anxiety, depression, burnout, suicidal thoughts (Stansfeld and Candy, 2006) and health problems. Besides, there can be a
change in behaviour such as increased use of alcohol or drugs as a “tool” for coping with the circumstances
and trying to relax.
According to Shiu (2020), “job stress is not a new phenomenon in any industrial society and, historically,
workload has been a key contributor to workplace anxiety. Yet, COVID-19 has caused other factors to suddenly take the centre stage in influencing people’s levels of job stress”. There are three key reasons for increased stress in the workplace: income, fear of being exposed to the virus when at work, and fear of losing
the job. In addition, stress is present among the work-from-home employees. This is due to the people’s inability to separate personal from work life as well as the stress created by simply working from home. Home
working can even lead to sleeping or eating disorders, which can further result in psychological stress.
Psychological risks and stress have been considered to have an impact on job satisfaction and other work
aspects such as motivation and work engagement. Job satisfaction is the degree to which people like or dislike their jobs (Gimenez-Espert et al., 2020). It is influenced by financial packages, development opportunities, and working conditions (Rue and Byars, 2003) as well as independence, superior support, personal
development and relationships within the organization.
The literature suggests that satisfied employees are associated with greater productivity in comparison with employees who show no satisfaction (Likert, 1961). That does not mean that dissatisfied employees may quit the
job, but the feeling of dissatisfaction will be reflected on the employee’s performance (Squires et al., 2015).
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Moreover, in a COVID-19 situation, according to the study conducted by Bellmann and Hubler (2020), there
is a positive correlation between remote work and job satisfaction. However, there is no statistical significance
regarding the preference of working hours and remote work, although working later in the day is considered
negative while working early in the day is positive. This is reasonable if one takes into consideration that
longer working hours are linked with lower level of job satisfaction. Therefore, organizations should offer
their employees opportunities to work remotely and should not restrict longer working hours.
A higher level of stress and a lower level of job satisfaction can lead to increased employee turnover. This
concept refers to the ratio of employees who leave an organization, expressed as a percentage of total workforce numbers (CIPD, 2014). Work-related, personal, and external factors are mostly used to explain why employees quit the job (Mayihnan and Pandey, 2008). It is defined by different organizational conditions: salary,
service, performance, job satisfaction, leadership style, promotion opportunities and commitment. As a consequence of a high turnover rate, the company can face challenges related to higher costs, lower performance and productivity, and low competitiveness (Long et al., 2012). People usually quit their job because their
expectations are not met; the job is incompatible with their qualifications and skills; there is stress; there is
lack of feedback, confidence, and trust; while no opportunities are offered (Branham, 2005).
In this direction, COVID-19 poses a question of the role of organizations in a pandemic, those that nurture
entrepreneurial culture, and the role of fear, stress, satisfaction with organizational culture and turnover intention in entrepreneurial organizations.

3. Methodology
3.1 Sample
This was a quantitative research with a questionnaire as the main method of data collection. Convenience
sampling was used. The main inclusion criteria were: labour-intensive industries classified as small and medium enterprises, with entrepreneurial organizational culture (measured through Vox Organizationis). In accordance with this criteria, the research was conducted in 30 small and medium-sized enterprises in the
Republic of North Macedonia, on a total sample of 408 participants: 378 employees and 30 leaders. All 30
companies belong to the private business sector. Since this research was part of a larger national investigation of organizational culture, only the companies with entrepreneurial culture were retained for this research.
Overall, there were 408 respondents in the study (49% females and 51% males). The age dissemination
suggested that the majority of the employees (41%) are between 25-35 years old, followed by the 35-45
years old (30%) and 45-55 (20%), while the respondents aged 55+ account for only 9%. The majority had
two children. Regarding the marital status, the dominant majority were married (76%).

3.2 Instrument
The instrument consisted of the following five main sections:
• Demographic data – demographic and job-related data were collected. In line with the main research
aim, demographic data included self-reported health related to COVID-19; while job-related data included items on adequate working conditions (opportunities for practising COVID-19 measures at the
workplace), access to adequate working equipment and salary level;
• Fear of COVID-19 Scale (FCV-19S) – a seven-item scale, using a five-item Likert-type scale (1=
“strongly disagree”; 5= “strongly agree”). Higher scores indicate a higher fear of COVID-19
(α=.77) (Ahorsu et al., 2020);
• Vox Organizationis and satisfaction with organizational culture – the instrument is used to assess the
type of organizational culture and leadership style. Using this instrument the research also assessed
satisfaction with organizational culture. For the purpose of the research, only companies with entrepreneurial culture and leadership style were included. (α=.79) (Bojadjiev, 2019);
• General Health Questionnaire 12 (GHQ-12) – This is a tool for screening mental disorders (in both
community and workplace settings) that covers feelings of strain, depression, inability to cope, anxiety-based insomnia, lack of confidence and esteem, and other symptoms of psychological distress.
(α=.85) (Petkovska, Bojadziev and Stefanovska, 2015);
• Turnover intention – turnover intention was assessed through a one-item survey. Answers were
recorded on a 5-point Likert-type scale where 1 meant “strongly disagree” and 5 meant “strongly
agree”. Higher scores indicated higher turnover intention (α=.78).
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3.3 Procedure
Data were collected in the period from June to November 2020. A link to the online survey was sent to all
eligible participants. The invitation email contained information on the purpose of the research, as well as
on the voluntary and anonymous nature of the survey. A total of 408 eligible participants submitted fully
completed surveys.

3.4 Data analyses
Descriptive statistics was used to describe the basic features of the sample in the study, with chi-square
tests and two-sided t-tests were used to test differences between the samples on significant characteristics.
Significant differences in the data were explored through univariate analyses (p<0.05). Data analysis was
performed with IBM/SPSS version 22.0 and SmartPLS 2 software.

4. Results
The means and standard deviations of fear of COVID-19, job satisfaction, psychological distress and turnover
intention were 28.30 ± 3.15, 3.51±1.21, 5.43 ± 2.34, and 2.8 ± 0.68, respectively. Furthermore, the correlation coefficients between the variables are presented in Table 1. The results indicate that there is a significant positive relationship between psychological distress and fear of COVID-19 (p<0.05). A significant
negative relationship was found between turnover intention and fear of COVID-19 (p<0.05), as well as between job satisfaction and fear of COVID-19 (p<0.01), and job satisfaction and turnover intention (p<0.01).
Table 1: Correlation coefficients among fear of COVID-19, psychological distress,
turnover intention and job satisfaction
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The analysis of GHQ-12 results indicated that 29% of the participants suffered psychological distress. The
analysis indicated higher scores among single mothers (OR = 3.17; 95% CI 1.9-5.9; p<0.001) and those who
had minor children (OR = 2.9; 95% CI 1.4-5.5; p<0.001). In addition, a negative relationship was found between higher scores in entrepreneurial culture and psychological distress (χ2 =33.5, p<0.001), while a positive relationship was identified between turnover intention and fear of COVID-19. This means that
respondents who demonstrated a greater fear of COVID-19 were more prone to consider leaving their job.
The results of univariate analysis of the association between organizational-, job- and health-related worker
characteristics on one hand, and satisfaction with organizational culture results on the other hand indicated
that higher scores in entrepreneurial leadership and culture had a positive association with satisfaction with
organizational culture in cultures and with leaders who are more entrepreneurial, thus having employees with
higher satisfaction with organizational culture rates (OR = 1.60, 95% CI 1.02-1.65, p<.01; OR = 0.97, 95%
CI 0.94-1.03, p<.05 ). Salary level was also found to be significantly associated with satisfaction with organizational culture, with participants who have lower salaries demonstrating lower satisfaction with organizational culture compared to the participants who were in the higher income group (OR = 0.94, 95% CI
0.91-1.02, p<.05). Health-related factors, such as having a chronic illness or classifying oneself as belonging to a COVID-19 health risk group were associated with lower levels of satisfaction with organizational culture (OR = -1.10, 95% CI 1.03-1.14, p<.05; OR = -1.06, 95% CI 1.01-1.15, p<.05). Finally, adequate working
conditions and working on adequate equipment were related with higher satisfaction with organizational
culture scores (OR = 1.20, 95% CI 1.03-1.13, p<.05; OR = 1.30, 95% CI 1.04-1.21, p<.05).
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Table 2: Results of univariate analyses of the association between organizational and personal health
characteristics on one hand, and job satisfaction results on the other
OR

Lower
95% CI

Upper
95% CI

P

Organizational characteristics
Entrepreneurial leader (higher score)

0.97

0.94

1.03

<05

Entrepreneurial culture (higher score)

1.60

1.02

1.65

<01

1.2

1.03

1.13

<05

Organizational characteristics
Adequate work equipment (yes)
Adequate working conditions (yes)

1.3

1.04

1.21

<05

Salary (high level)

0.94

0.91

1.02

<05

Chronic disease (yes)

-1.10

1.03

1.14

<05

Belong to COVID-19 risk group (yes)

-1.06

1.01

1.15

<05

Know someone who has died from Covid-19 (yes)

-1.48

1.22

1.57

1.05

Health issues

Finally, a path analysis was carried out to test the mediating role of fear of COVID-19 and psychological distress on the relationship between entrepreneurial culture and turnover intention. Figure 1 demonstrates the
results of the path analysis method that is used here. The values of β coefficient for fear of COVID-19 and
psychological distress with entrepreneurial culture were β=-0.497 and β=-0.325, respectively. Furthermore,
the β coefficients for fear of COVID-19 and psychological distress with turnover intention were β=0.410 and
β=0.373, respectively. Finally, the values for the β coefficient for entrepreneurial culture and turnover intention were -0.087. All t-index values were significant.

Figure 1. Predicting model for work-life balance based on coping ability, psychological distress
and fear of COVID-19 (β-coefficients and t-indexes)
Therefore, analyses has indicated that there is a negative and significant relationship between fear of
COVID-19 and entrepreneurial culture ( ݎൌȂ Ͳ497,  ݐൌ ͷǤͶʹͲ) and a positive and significant relationship
between fear of COVID-19 and turnover intention ( ݎൌ ͲǤͶͳͲ,  ݐൌ ͵Ǥͻͺͷ). Entrepreneurial culture
( ݎൌ െͲǤ͵ʹͷ,  ݐൌ ͶǤͲͷͶ) and turnover intention ( ݎൌ ͲǤ͵͵,  ݐൌ ͵Ǥͳͷ) both had a significant relationship
with psychological distress. Finally, there was a significant negative relationship between entrepreneurial
culture and turnover intention ( ݎൌ െͲǤͲͺ,  ݐൌ ͳǤͲ͵Ͷ).

5. Discussion
This study investigated the entrepreneurial organizational culture during a pandemic in a labour-intensive industry, through the fear of COVID-19, psychological distress, satisfaction with organizational culture satisfaction and turnover intention. To our knowledge, this study is the first of its kind, thus contributing significant
results to the field of organizational behaviour.
Due to the pandemic, the fear of COVID-19 proves to have a significant impact on job satisfaction, psychological distress and turnover intention. People’s feelings of fear and anxiety are a result of fear of being infected or infecting others, of social distancing, quarantine, work performance and their emotional and
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psychological well-being. In this study, increased fear of COVID-19 is associated with increased scores on
stress level. This means that people who considered themselves as highly fearful of COVID-19 tend to experience a higher level of stress, but a lower level of satisfaction with organizational culture and an intention
to quit. The study conducted by Satici et al. (2020), linked the increased level of fear of COVID-19 with negative emotions such as anxiety, stress and depression. Furthermore, another study showed similar idea that
the COVID-19-related fear has a significant positive relationship with those negative feelings (Bakioglу et
al., 2020). Although fear is considered to be a useful “tool” for motivating individuals to respond effectively,
the extreme fear may lead to stress, anxiety or other negative psychological reactions (Gorman, 2008).
COVID-19 does not spare job satisfaction and turnover intention since the fear of it is considered to decrease
job satisfaction and turnover intention. As an explanation, previous results provide an understanding that a
higher level of negative emotions such as stress, may lead to lower level of satisfaction and performance
(McCarthy et al., 2016). Although job satisfaction is considered to have a significant relationship with the
turnover intention (Mahdi, 2020), this has not been a case during the COVID-19 pandemic. The explanation
behind this is that people do not feel comfortable changing workplaces in highly uncertain circumstances. Furthermore, in the long term, this dissatisfaction may lead to an increased employee turnover rate.
The study shows that in entrepreneurial organizations a higher level of satisfaction among the employees
is experienced. This can be ascribed to the higher salary level and the excellent working conditions provided
to organization members. Despite that, fewer possibilities of health risks at/in the workplace during the
COVID-19 pandemic contribute to the higher level of satisfaction and, at the same time, to lower psychological stress experienced by organization members.
According to the results, the fear of COVID-19 can contribute to employees’ increased intention to quit their
job. Generally, this can be attributed to the stress and anxiety that organization members experience. However, in organizations that nurture entrepreneurial culture, there is a smaller chance that employees will report a COVID-19 fear and their intention to quit the job is much lower. Moreover, a negative and significant
relationship between fear of COVID-19 and entrepreneurial culture is determined. Although the pandemic
brings a lot of challenges, entrepreneurial organizations respond to uncertainty by being flexible, adoptive,
and supportive to the business environment. Finally, organizations that nurture entrepreneurial culture help
people to relieve stress, therefore the members of those organizations experience less stress and fear, which
is a crucial aspect of one’s health in hectic times as these.
Yet, there are certain inherent limitations to this study. First, the study was conducted in the Republic of
North Macedonia, so the reflection from other countries may affect the generalizability of the findings. The
second risk is the social desirability bias.

Conclusion, contribution and Practical Implications
The COVID-19 pandemic has significantly changed the workplace landscape with most of the global workforce moving into
teleworking. However, this was not an option for the labour-intensive industries as their operations are highly dependent
on the physical presence of the employees at the workplace. Hence, the pandemic challenged not just their economic and
financial sustainability, but also the physical and mental well-being of their employees. By conducting quantitative research
on 408 employees from these industries, the study found a significant association among entrepreneurial culture, fear of
COVID-19, stress, job satisfaction and turnover intention. However, the findings should be taken with caution as additional
factors may also play an important role in explaining the perception and feelings of the employees. For this reason, it is
recommended that future studies explore additional individual and organizational variables that may influence the turnover
intention in the light of the COVID-19 pandemic.
In times of uncertainty, such as the COVID-19 pandemic, organizations need to reinvent their organizational culture to encompass the needs of the employees, organization and the wider economic environment. Aspects such as organizational
support, training, internet access infrastructure, support in increasing digital literacy, and understanding the individual wellbeing of employees, become an essential part in the survival mechanisms of an organization. The novelty of this study
builds on previous studies of organizational culture during the pandemic, resulting in useful recommendations that future
leaders may use in times of distress.
In addition, the context in which the study was implemented, allows for raising a set of questions that can be taken into
account by future research. More specifically, the pandemic has demonstrated that although the managerial world encountered a myriad of disruptions, these changes in normality presented an excellent opportunity for researchers to bet-
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ter understand organizations. The first set of potential opportunities rest in the assessment of the resilience of organizational cultures in turbulent times. How do they react? Do they transform and in what ways? If organizational cultures
change, then what is the impact of these changes on the individuals and organizations? How do they impact the well-being
of employees? These are all questions that have existed in the research field for decades, however there was no better time
to explore them than now.
Although no similar studies exist in labour-intensive businesses, the analysis of these aspects will allow leaders to assess
and strengthen their connections to the company, as well as determine which aspects of their organizational culture need
to be improved in order that employees be happier and more satisfied. Contextually, caution should be present in generalising the study findings in organizational systems of other developing countries due to potential situational and cultural
differences. The relevance of measuring organizational culture and its link with COVID-19 fear, psychological distress, satisfaction with organizational culture, and turnover intention should be considered by leaders and practitioners in the field
alike.
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