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ABSTRACT

This research aims to analyze the effect of social support and organizational support on the intention to
stay of healthcare workers, mediated by job crafting and job embeddedness. The background of this
research stems from the high turnover rate of healthcare workers in Indonesia. This is a quantitative
research with a cross-sectional design through the distribution of questionnaires to 363 healthcare
workers in Batam City. The data were analyzed using PLS-SEM. The results showed that social support
affects job crafting and job embeddedness but does not directly affect intention to stay. Otherwise,
organizational support significantly affects intention to stay both directly and indirectly through job
embeddedness. Job crafting mediation is only significant in the relationship between social support and
intention to stay, while job embeddedness mediation is more dominant in the relationship between
organizational support and intention to stay.
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INTRODUCTION

Health workers are the central pillar of human
resources (HR) in the hospital service system
because they play a direct role in handling patient
complaints and maintaining service quality
continuity (Yun et al., 2024). Human resources in
the health sector include administrative staff,
doctors, nurses, midwives, and nutritionists
(Pattali et al., 2024). These workers are not only
valuable assets but also expensive and difficult-to-
replace factors of production, even in the era of
digitalisation and artificial intelligence-based
automation (Gravili et al., 2023). No matter how
sophisticated artificial intelligence is today, only
humans can play an active role in achieving
corporate success (Kalia, et al., 2023). Although
Al can enhance operational efficiency, human
interaction remains essential to the success of
healthcare organisations. Therefore, retaining
quality healthcare personnel is a strategic
necessity for organisations to achieve optimal
service goals and minimise potential turnover
intention.

Turnover intention refers to an individual's
intention to leave an organisation, which is the
opposite of intention to stay (the desire of
employees to remain in their jobs) (Aisyah et al.,
2024). High turnover among healthcare workers
has a direct impact on increased recruitment costs,
service continuity disruptions, and a decline in the
quality of patient care (Pu et al., 2024). Similar

findings were reported by (Mon et al., 2025) who
studied the manufacturing industry in Batam,
showing that work engagement and job
satisfaction mediate the relationship between
multitasking workload and turnover intention,
making it relevant as a reference in the context of
healthcare workers.

The latest report from the World Heath
Organization (WHO), 2024, predicts a global
health worker deficit of 10 million workers by
2030, with the most significant shortages
occurring among nurses (4.5 million) and
midwives (0.31 million) in Southeast Asia, Africa,
and Latin America. In Indonesia alone, the
turnover rate of health workers is reported to reach
13-35%, higher than the global average of 15—
44% (Aisyah et al., 2024). This condition
underscores the urgency of research on factors
influencing health worker retention, especially in
rapidly developing industrial areas.

Previous studies have highlighted various
determinants of turnover intention, including
social support and organizational support, which
have been shown to influence job satisfaction and
employee commitment (Y. Chen et al., 2024,
Jingjie et al., 2024). Novita et al, (2025) added that
workplace comfort, communication, and effective
time management contribute significantly to
employee engagement and performance, even in
the government sector in the Riau Islands,
reinforcing the urgency of exploring similar
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variables in the health sector. However, there is
still a gap regarding the psychological
mechanisms that link these two forms of support
to intention to stay, particularly through the role of
job crafting (job adjustment by employees) and
job embeddedness (individual attachment to work
and its environment). Farid (2022), emphasizes
that social support from superiors, coworkers, and
family plays a significant role in the job
satisfaction of healthcare workers in Batam,
especially in the context of high work pressure,
such as during a pandemic, which is relevant to
this study's examination of intention to stay.
Empirical studies in the context of developing
countries and border industrial areas, such as in the
city of Batam, are still minimal, even though the
demographic characteristics and workload of
health workers in this region differ from those in
other major cities in Indonesia

Laulita, (2021) research shows that an
organization's performance is strongly influenced
by structural support, work culture, and the
involvement of all members. Although the
research was conducted in the mining industry, its
main findings confirm that the effectiveness of a
work system depends not only on formal
procedures and policies, but also on a supportive
work environment, strong communication, and
employees' perceptions of the organization's
attention. This reinforces the relevance of this
study, as healthcare worker retention is also
influenced by a similar combination of
organizational support, social climate, and
psychological attachment that they feel in their
work. Thus, this evidence underscores the
importance of examining job crafting and job
embeddedness as mechanisms that bridge the
influence of social support and organizational
support on intention to stay.

Research on healthcare workers' intention to
stay generally emphasises the roles of social and
organisational support as determinants of the
decision to remain. A number of studies show that
both forms of support contribute to psychological
well-being, work engagement, and employee
retention (Yun et al., 2024; Chen et al., 2024; L. et
al., 2024). However, previous research has been
dominated by testing direct relationships or using
a single mediation mechanism, thus failing to
provide a comprehensive understanding of the
psychological processes underlying healthcare
workers' decisions to stay. Furthermore, empirical
studies in the context of industrial areas in
Indonesia are still limited, although a qualitative
study in a private hospital in Batam shows that

some healthcare workers stay because of
organisational support (Wardhani & Hariyati,
2023). Therefore, this study offers novelty by
integrating job crafting and job embeddedness as
dual mediating mechanisms to explain healthcare
workers' intention to stay in the context of
industrial cities.

Based on this background, this study aims to
analyse the influence of social and organisational
support on healthcare workers' intention to stay in
rapidly industrialising cities such as Batam. In
addition, this study aims to examine the mediating
roles of job crafting and job embeddedness in this
relationship,  thereby  providing  strategic
recommendations for hospital management to
improve the retention of quality healthcare
workers through psychosocial-based interventions
and job design.

LITERATURE REVIEW
Theoretical Framework

This study is based on two main grand
theories used to explain the relationship between
the support received by employees and proactive
work behaviour, organizational commitment, and
intention to stay, namely Social Exchange Theory
(SET) and Job Demands-Resources (JD-R)

Theory. These two theories provide a
comprehensive  conceptual  foundation  for
understanding the psychological and social

mechanisms underlying the relationship between
the research variables.

Social Exchange theory views the
relationship between individuals and
organizations as a form of social exchange based
on the principle of reciprocity. When employees
receive support, attention, and fair treatment from
the organization, they tend to develop a sense of
obligation to reciprocate that support through
positive attitudes and behaviours toward the
organization. In this context, social support and
organizational support serve as the primary
sources that shape employees' perceptions of the
quality of their relationship with the organization.
Recent empirical research shows that high
perceptions of support are consistently associated
with increased emotional attachment, work
commitment, and decreased intention to leave the
organization (Sulistiyani et al, 2022).

Meanwhile, Job Demands-Resources (JD-R)
theory explains that the balance between job
demands and job resources influences employee
performance. Within this framework,
organizational support and opportunities for job
crafting are considered essential resources that
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help employees manage job demands more
effectively. The availability of adequate job
resources not only increases motivation and work
engagement, but also strengthens employee
attachment to the organization, thereby reducing
the tendency to leave the job (Boateng & Appiah,
2025) Based on the integration of social
exchange theory and job demand-resources
theory, this study views organizational support as
a key resource that encourages proactive
behaviour (job crafting). It strengthens the
psychological bond between employees and the
organization. This relationship further contributes
to increased work commitment and intention to
stay. Therefore, these two theories serve as a basis
for explaining the direct and indirect relationships
among the variables in this research model.
Social Support

Social support is defined as the psychological
feeling of being loved, appreciated, and accepted
within one's social community (Acoba, 2024).
This support serves as an essential emotional
resource for coping with work demands and
psychological pressure. According to Chen et al,
(2023), social support is divided into two main
aspects, namely objective support, which is the
tangible assistance received by individuals from
family, friends, or coworkers in the form of
information, advice, or practical help, and
subjective support, which is an individual's
perception of the acceptance and emotional
attention they receive from others. These two
aspects are important factors that influence
individual performance. Consistent positive
support can provide a sense of security, reduce
psychological burdens, and increase employees'
motivation to remain in the organisation (Yun et
al., 2024). Khedher and Asadullah, (2020)
emphasize that social support helps individuals
adapt to constantly changing work situations. On
the other hand, Duong & Ho, (2024) found that
social support plays a significant role in reducing
work stress and maintaining the mental health of
healthcare workers.
Organizational Support

Organisational Support refers to the extent to
which an organisation values performance and
cares for employee welfare (Duong & Ho, 2024).
his support comes from within the organisational
environment, in both tangible and intangible
forms, including matters related to work
operations that facilitate employees, such as work
equipment that meets company standards and the
provision of resources. Meanwhile, intangible
organisational support includes emotional support

from the work environment, related to motivation
and encouragement towards positivity (Pahlevan
et al., 2021). The organisation's role is to increase
staff's psychological resilience to enable practical
work (Pu et al., 2024). In this case, each
individual has a perception of the company's level
of concern for employee welfare. Andrade and
Neves, (2022), If employees receive strong
support from the company, they will feel secure,
valued, and accepted by the organisation. They
will be obliged to make the best possible
contribution and provide the best service. When
individuals make significant contributions that
increase the organization's profits, they will expect
higher returns (Pinnington et al., 2024).
Job Crafting

Job Crafting is a proactive, physical and
psychological change in working conditions and
the creation of relationships with colleagues in the
organisation where employees work, enabling
employees to take the initiative to design their
work so that it becomes meaningful, engaging, and
exciting (Malik & Malik, 2024). Generally, Job
Crafting attempts allow employees to feel freer
and less pressured, helping minimise stress,
mental fatigue, and boredom. Therefore, Job
Crafting is considered a bottom-up strategy
implemented by individuals to meet the demands
of work in an organisation that may change
(Roczniewska et al., 2023). The literature on Job
Crafting, according to  Nergiz and Akbiyik,
(2024), outlines four aspects: increasing structural
job resources, increasing social job resources,
creating interesting job demands, and minimising
obstructive job demands. Individuals can organize
their work to take on more or fewer tasks in the
workplace, thereby changing their perception of
having control over the work they do (Junca et al.,
2022). This is also supported by the research of
Clinton et al, (2024), which suggests that job
crafting is driven by self-motivation to find
meaning in one's work.
Job Embeddedness

Job Embeddedness is defined as the
suitability and comfort individuals feel towards
the organisational environment in which they
work, comprising three aspects: suitability,
attachment, and loyalty (Lei, 2024). This variable
is among the most critical indicators of achieving
individual self-fulfilment (Tan et al., 2022). Job
Embeddedness is derived from the support and
assistance provided by the organization and the
community (AlMemari et al., 2023). In their
research, El-Gaza et al. (2022) found that
healthcare workers with a high level of attachment
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to their work are more innovative, committed, and
have better organisational relationships. Thus, job
embeddedness is a form of individual motivation
related to work productivity that can benefit the
organisation by supporting its growth (Cai et al.,
2024).
Intention to Stay

The definition of Intention to Stay is the
extent to which individuals want to continue
working in their organization due to several
reasons, including job satisfaction, boredom,
relationships with colleagues in the organization,
work  stress, work-life  balance, career
advancement, recognition, and professional
identity or the individual's view of their status in
their profession (Hanum et al., 2023). According
to Kong et al, (2022), Intention to Stay is an
important indicator of employee retention, the
condition in which individuals remain in their
current organisation rather than seek better
opportunities. Efforts organisations can make to
foster Intention to Stay among individuals include
involving them so they feel they are part of the
organisation (Nargotra & Sarangal, 2023).
Therefore, organizations need to assess employee
suitability to reduce employee turnover (Chang et
al., 2021).

Hypothesis Development
The Effect of Social Support on Job Crafting

In the context of job crafting, social support
has been proven to have a significant influence.
Research (Yun et al., 2024) shows that healthcare
workers who receive positive social support from
their work environment are better able to adapt to
their tasks, thereby contributing to increased
human resource efficiency. Job crafting is defined
as a proactive behaviour in which individuals
design, modify, and adjust their work to suit their
personal needs, strengths, and goals. This
behaviour can be more effective when
accompanied by adequate social support in the
organisational environment.

These findings are consistent with a study in
the Belgian public sector (Audenaert et al., 2020)
which found that coworker support positively
affected individuals' decisions to engage in
constructive job crafting. (Chen et al., 2023) also
confirmed similar results in the education sector,
where social support was found to increase
individuals' tendency to adapt their work
proactively. Furthermore, a meta-analysis by
Wang et al, (2020), reinforces this evidence by
showing a stable, positive relationship between
social support and job crafting across various

industrial contexts, ultimately impacting increased
employee performance. Recent research by
Saleem et al, (2024) also highlights the roles of
family-supportive behaviours and supervisor
behaviours, two critical dimensions of social
support that have been shown to increase
employees' tendency to engage in job crafting.
These findings align with the study by Mondo et
al, (2023), which found that the greater the social
support individuals receive, the greater their
ability to redesign their work to cope with
dynamic work demands. Based on the theoretical
and empirical descriptions above, hypothesis H1
can be formulated as follows: Social Support has
a positive effect on Job Crafting.
The Effect of Social Support on Job
Embeddedness

Job embeddedness is defined as the level of
fit and comfort that individuals feel toward their
organizational environment, which includes three
main dimensions: fit (the compatibility of values
and abilities with the organization), link (the bond
with coworkers and the organization), and
sacrifice (the perceived loyalty if leaving the
organization) (Lei, 2024). This variable is
considered an essential indicator of individual
self-fulfilment and of the sustainability of their
involvement in work (Tan et al., 2022). Employee
job embeddedness is shaped by factors such as the
organisation's support and assistance, in the form
of resources, recognition, or a conducive work
environment (AlMemari et al., 2023). Research by
El-Gazar et al, (2022) on healthcare workers

shows that individuals with high levels of
embeddedness tend to exhibit innovative
behaviour, increase commitment, and build

positive interpersonal relationships within the
organisation. This condition not only benefits
individuals but also contributes strategically to
organisational growth, particularly by fostering a
loyal and productive workforce (Cai et al., 2024).
Several previous studies have confirmed the
relationship between social support and job
embeddedness. A survey by Heejeong, (2024) in
the health sector found that social support is
significant in increasing employee attachment to
the organization. Similarly, Dechawatanapaisal,
(2020) research found that social support
positively influences employees' job
embeddedness across industries. Similar findings
were reported by Karatepe, (2013), who found that
social support from colleagues and superiors
increases employees' tendency to remain attached
to the organisation through stronger emotional
bonds and a greater sense of security. Based on
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this theoretical review and empirical findings, the
hypothesis formulated is H2: Social support has a
positive effect on job embeddedness.
The Mediating role of Job Crafting on the
Effect of Social Support on Intention to Stay

Intention to stay is an individual's level of
desire to remain with their current organisation.
This desire is influenced by various factors,
including job satisfaction, level of boredom,
quality of relationships with coworkers, stress
levels, work-life balance, career advancement
opportunities, rewards received, and perceptions
of professional identity and job status (Hanum et
al., 2023). Intention to stay reflects the extent to
which individuals choose to remain in the
organization rather than seek other jobs that they
consider better (Kong etal., 2022). As an essential
indicator in employee retention strategies,
intention to stay is highly dependent on the extent
to which organisations can foster employee
engagement and a sense of belonging (Nargotra &
Sarangal, 2023). Chang et al, (2023) emphasise
that evaluating employee suitability for the
organisation is essential to minimise turnover and
increase HR stability. However, previous studies
have identified a gap in understanding the
psychological mechanisms that link social support
to intention to stay, particularly through job
crafting as a mediator. Job crafting, the ability of
employees to adjust and redesign their work
according to their strengths and needs, has been
shown to strengthen work engagement and
meaningful work experiences (Sanchez-Cardona
et al., 2020). Yun et al, (2024) found that job
crafting can mediate the influence of social
support on work engagement, thereby increasing
employees' intention to stay in the organisation,
especially in the health sector, which faces high
work pressure. Based on these findings, H3 can be
formulated as follows: Job Crafting mediates the
positive relationship between Social Support and
Intention to Stay.
The Mediating Role of Job Embeddedness on
the Effect of Social Support on Intention to
Stay

The research by Peltokorpi and Allen, (2024)
highlights the role of job embeddedness as a
mediator in the relationship between job insecurity
and voluntary turnover. Their findings show that
employees with high levels of embeddedness are
less likely to leave the organization, even though
they feel insecure in their jobs. This finding
indicates that employee attachment to the
organisation can serve as a buffer, reducing the
negative impact of job insecurity on the intention

to leave. A similar study was conducted by Shah
et al, (2020), which examined the mediating role
of job embeddedness in the relationship between
organizational support and intention to stay. This
study found that employees who feel socially and
emotionally attached to the organization tend to
have a higher commitment to stay. This shows that
organizational support not only has a direct impact
on retention but also strengthens employee
attachment to the organization through the
mechanism of embeddedness. Additionally,
Frutos et al, (2019) examined job embeddedness
as a mediator between social support and work
engagement. Their findings show that social
support from the organization increases employee
attachment to the organization, which in turn
increases work engagement. This increased
engagement further contributes to a high intention
to stay. Based on these empirical findings,
hypothesis H4 can be formulated as follows: Job
embeddedness mediates the positive relationship
between social support and intention to stay

The Effect of Social Support on Intention to
Stay

Research by Guo et al, (2021) states that
social support has a positive influence on intention
to stay. This finding is in line with a study by Chen
et al, (2015) which examined nurses in hospitals
in northern Taiwan, where the social support
received and felt by nurses was shown to increase
job satisfaction, thereby increasing their intention
to stay in the organisation. The greater the social
support employees receive, the stronger their
desire to continue their careers at the institution.
Another study by Yu et al, (2021), also confirmed
the positive influence of social support on
intention to stay in the nursing profession. The
results of this study show that nurses who receive
greater motivation and support from their social
environment tend to perform better and have a
long-term commitment to working in the
organisation.

Similar findings were revealed by Albrecht et
al, (2024), who studied nursing staff at Radboud
University Medical Center and Vrije University
Amsterdam (Netherlands). The study found that
social support from coworkers was the most
dominant factor in increasing intention to stay. A
positive, supportive work environment can reduce
workload and stress, thereby encouraging
employees to remain in the organisation. Based on
these empirical findings, hypothesis H5 can be
formulated: Social Support has a positive effect on
Intention to Stay.
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The Effect of Organizational Support on Job
Crafting

According to the research by Wang et al,
(2020) organisational support had a positive effect
on job crafting aimed at promotion. The same was
also found in research by Park et al, (2020), on
human resources experts at South Korean
companies, which reported a significant positive
relationship between organisational support and
job crafting. In line with QOubibi et al, (2022),
perceived organisational support positively affects
job crafting. The researchers explain that
employees who receive organizational support
tend to be more involved and motivated in job
crafting. Based on the discussion above, the
following hypothesis is formulated: H6:
Organisational support positively affects job
crafting.
The Effect of Organizational Support on Job
Embeddedness

Organizational support in relation to job
embeddedness is a reciprocal concept between
individuals and organizations. If individuals
receive all aspects of support from the
organization, they will recognize their
responsibilities in  performing their work
(Rahimnia et al., 2022). The same was also
reported by Fathy et al, (2024) in their research:
organizational support has a significant positive
influence on job embeddedness. Rahimnia et al,
(2022), found that perceived organizational
support positively influences intention to stay. The
research by Dirican and Erdil, (2022) found a
positive effect on both variables. Employees who
receive organizational support are motivated to
remain in the organization. Based on the
explanation, H7 is formulated as follows:
Organisational Support has a positive effect on Job
Embeddedness.
The Mediating Role of Job Crafting on the
Effect of Organizational Support on Intention
to Stay

Although job crafting has been extensively
studied, few studies have examined its mediating
role in the influence of social support on intention
to stay. The mediating role of job crafting was
examined by Shin et al, (2020), who tested the
impact of organisational support on work
engagement, which, in turn, affects employees'
intention to stay in the organisation. Research by
Thai et al, (2023), suggests that organisational
support influences job crafting, which, in turn,
positively affects employee loyalty. The following
is the formulation of hypothesis H8: Job crafting

mediates the positive relationship between
organisational support and intention to stay.
The Mediating Role of Job Embeddedness on
the Effect of Organizational Support on
Intention to Stay

Job embeddedness as a mediating variable
has been extensively studied in previous research,
including Peltokorpi and Allen, (2024) study,
which examined the role of job embeddedness in
the influence of organisational support on work
engagement. The results showed that employees
who receive organizational support tend to be
more attached and engaged in their work, which
can increase their intention to stay in the
organization. Yoon et al, (2022), reported that job
embeddedness mediates the influence of
organisational support on intention to stay, such
that employees who feel attached tend to have
greater commitment to staying, thereby
strengthening  the  relationship ~ between
organisational support and employee retention.
Ampofo and Karatepe, (2022), found that job
embeddedness acts as a mediator in the
relationship between perceived job insecurity and
turnover intention, such that employees with a
high level of embeddedness tend to have a lower
intention to leave the organisation even when
faced with job insecurity. Thus, H9 is formulated:
Job embeddedness mediates the positive
relationship between organisational support and
intention to stay.
The Effect of Organizational Support on
Intention to Stay

According to Li et al, (2024) a study
conducted in the health sector found that
organisational support has a significant effect on
intention to stay. The criteria for retaining
employees are equality or fairness within the
organisation, support from superiors, the nature of
the work individuals perform, appropriate salaries,
and a good work-life balance and work culture.
This support is inseparable from management's
commitment within the organisation to implement
it consistently and sustainably. This statement is
supported by research (Duong et al, (2024), in the
health sector in Vietnam, which states that
organizational support has a significant positive
effect on nurses' intention to stay. Pu et al, (2024),
also report a positive relationship between
perceived organisational support and intention to
remain in the health sector. Perceived support
reduces fatigue from workload, encouraging
individuals to stay in the organisation. Pithaloka
and Ardiyanti, (2024), also report that
organisational support positively affects intention
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to stay. In addition, research by Nargotra and
Sarangal, (2023) found that organisational support
positively affects employees' intention to stay in
the  telecommunications  industry. H10:
Organizational support has a positive effect on the
intention to stay.
The Effect of Job Crafting on Intention to Stay

In the study by Xin et al, (2021) job crafting
is associated with turnover intention. In this case,
it is said that if employees engage in extensive job
crafting, they may leave the company. This aligns
with the research by Malik and Malik, (2024),
which shows that job crafting affects the intention
to stay. This study found that individuals who feel
their work is meaningful are more likely to remain
in the organisation. This research was conducted
in the IT industry, specifically in India, by
studying Generation Y employees as the
population. Carmen et al, (2024) who conducted
research on the nursing profession in Spanish
hospitals, reported a positive association between
job crafting and intention to stay. The results of
their discussion indicate that nurses with high job
crafting values tend to have an intention to remain
in the organisation. Then, Xu et al, (2023),
conducted a study on job crafting and turnover
intention among hotel employees in China. The
results of this test showed an adverse effect on
both variables related to intention to stay, with
higher job crafting associated with a higher
intention to stay in the organisation. Based on the
discussion above, the following hypothesis is
formulated: H11: Job crafting has a positive effect
on intention to stay.
The Effect of Job Embeddedness on Intention
to Stay

Job embededdness is characterized by
organizational commitment, or the connection
between individuals and the organization.
Organizational commitment encompasses four
dimensions, namely the affective aspect, which
refers to the individual's intention and desire to
stay; the cognitive element, which is characterized
by limitations where individuals do not have the

option of finding a better organization than the one
they currently work for; the normative aspect,
which is a condition where individuals have a
moral obligation to their superiors regarding their
personal views because they think about
reciprocity, and the contractual aspect or a
condition where individuals depend on employers
due to the limitations of employment contracts
(Godbersen et al., 2024). This statement aligns
with Moshood et al, (2021) who found a positive
relationship between job embeddedness and
intention to stay in construction companies in
Malaysia. Chang et al, (2023), conducted a study
examining the influence of job embeddedness on
retention intention in home care in Taiwan. The
results indicate a positive impact of these two
variables. A high level of job embeddedness in an
organization creates a firm intention to stay. Shah
et al, (2020), tested the influence of job
embeddedness on turnover intention. The results
show that job embeddedness among employees in
an organization can reduce turnover intention.
Thus, job embeddedness influences intention to
stay. Similar findings were reported in a meta-
analysis by Setthakorn et al, (2024), which
examined the influence of job embeddedness on
turnover intention. The results of this test were
significantly negative. This means that job
embeddedness has a positive effect on the
intention to stay. Dechawatanapaisal, (2022),
conducted a study examining the relationship
between job embeddedness and turnover
intention, and the results indicate a negative
relationship between the two variables. Job
embeddedness acts as a factor that creates
employee attachment within the organization,
thereby minimizing turnover intention. Therefore,
when linked to intention to stay, these two
variables will have a positive effect, because
employees who feel attached to their work tend to
remain in the organization. Thus, the following
hypothesis is formulated: H12: Job embeddedness
has a positive effect on intention to stay

H3

Social Support >

Organizational Support T

Job Embeddedness

Job Crafiing

Intention to Stay

Ha

4

Figure 1. Research Model
Source: Author (2025)
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RESEARCH METHODS

The method used in this study was a
quantitative descriptive method, using non-
probability sampling, specifically the convenience
sampling technigue (Sugiyono, 2018). Based on
the data obtained, the number of health workers in
Batam in 2024 was 6,590, comprising specialists,
general practitioners, dentists, midwives, nurses,
dental nurses, pharmacists, pharmacy assistants,
analysts, and nutritionists (Satu Data Batam,
2024). The data used in this study were collected
by distributing questionnaires to health workers in
Batam City via Google Forms, WhatsApp groups,
and Instagram, and by submitting letters of
permission to several hospitals and health clinics
in Batam. The process of distributing and
collecting research data was carried out from
October 2024 to February 2025. The sample size
was determined using a 1:10 ratio per tested
question (Hair J et al., 2014). With a total of 34
items in the research variable, the sample size was
calculated as 34 x 10 = 340. However, to avoid
invalid responses, the researchers collected 363
responses from the questionnaire distribution.
Each question indicator in this study was
measured using a 5-point Likert scale ranging
from 1 (strongly disagree), 2 (disagree), 3
(neutral), 4 (agree), and 5 (strongly agree). The
data were then processed using SmartPLS 4.0 with
the PLS-SEM method to measure and identify the
influence of the independent variable on the

dependent variable via the mediating variable.

RESULTS AND DISCUSSION

This study involved 363 health workers
working in the city of Batam. Based on gender
characteristics, the respondents were
predominantly female. Meanwhile, in terms of
age, the majority of respondents were in the
productive age range of 31-35 years, with 4 to 10
years of work experience, indicating that they had
sufficient knowledge and a good understanding of
the organisational environment in which they
worked.

By educational level, respondents generally
held diplomas or bachelor's degrees, and the
majority worked in government health
institutions. Most respondents earned salaries
above the regional minimum wage, reflecting the
relatively stable economic conditions of health
workers.

The results of the measurement model testing
showed that all research indicators met validity
and reliability requirements. The outer loading
values of each indicator were above the minimum
required limit, so the indicators were declared
capable of adequately representing the measured
construct. In addition, the Cronbach's Alpha and
composite reliability values for all variables also
showed good internal consistency, indicating that
the research instrument was reliable and suitable
for further testing

Table 1. Path Coefficient

Variable Sample Mean | T-statistic P-Value Result
Job Crafting -> Intention to Stay 0,238 2,818 0,005 Significant
Job Embeddedness -> Intention to Stay 0,104 3,541 0,000 Significant
Organizational Support -> Intention to 0,097 2,268 0,023 Significant
Stay
Organizational Support -> Job Crafting 0,136 2,171 0,030 Significant
Organizational ~ Support  ->  Job 0,150 3,304 0,001 Significant
Embeddedness
Social Support -> Intention to Stay 0,096 1,553 0,120 Not Significant
Social Support -> Job Crafting 0,137 4,477 0,000 Significant
Social Support -> Job Embeddedness 0,150 2,686 0,007 Significant

Source: SmartPLS Data Processing

The path coefficient test results show that job
crafting has a significant effect on intention to
stay. This finding indicates that when healthcare
workers have the opportunity to adjust their tasks
and roles proactively, they tend to feel their work
is more meaningful, thereby increasing their
desire to remain in the organisation. This finding
aligns with the job demands theory, which posits
that increased resources can strengthen employee
motivation and retention.

Furthermore, job embeddedness was also
found to have a significant effect on intention to
stay. This shows that workers' attachment to the
organisation, both socially and psychologically,
plays a vital role in reducing the likelihood of
leaving the workplace. This finding supports job
embeddedness theory, which emphasises that an
individual's connection to their job and
organisational environment is a significant factor
in retaining employees.
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The test results also show that organisational
support has a significant effect on intention to stay
and a positive impact on job crafting and job
embeddedness. These results reinforce social
exchange theory, which holds that when
organisations show concern for employees'
welfare and contributions, individuals respond
with positive attitudes, including increased work
attachment and intention to stay.

Conversely, social support did not affect
intention to stay, but had a significant effect on job

crafting and job embeddedness. This indicates that
the social support received by health workers was
not strong enough to influence their decision to
stay directly, but did play an indirect role by
increasing work engagement and promoting
proactive behaviour in shaping their work. These
findings show that, among healthcare workers in
the city of Batam, internal organisational factors
are more influential in determining intention to
stay than external social support

Table 2. Indirect Effect Result

Variable Sample Mean T-statistic | P-Value Result

Social Support -> Job Embeddedness -> 0,147 1,987 0,047 Significant
Intention to Stay
Social Support -> Job Crafting -> Intention 0,147 2,427 0,015 Significant
to Stay
Organizational Support -> Job 0,182 2,062 0,009 Significant
Embeddedness -> Intention to Stay
Organizational Support -> Job Crafting -> 0,071 1,631 0,103 Not
Intention to Stay Significant
Source: SmartPLS Data Processing

The results of testing the indirect effects show  translated into a desire to remain in the

that job crafting and job embeddedness mediate
the influence of social and organisational support
on intention to stay. These findings confirm that
psychological and work behaviour mechanisms
are important bridges in explaining how the
support received by health workers can be

organisation. Thus, this study strengthens the
integration of social exchange theory, job
demands-resources theory, and job embeddedness
theory to explain health workers' retention
behaviour.

Table 3. R-Square
Variable R-Square
Intention to Stay 0,854
Job Crafting 0,775
Job Embeddeness 0,751

Source: SmartPLS Data Processing

The R-Square value indicates that variations
in intention to stay are moderately to strongly
explained by social support, organisational
support, job crafting, and job embeddedness. This
suggests that the research model has adequate
predictive power for explaining health workers
retention behaviour. Thus, the constructs used in
this study are relevant and capable of describing
the main factors influencing health workers
decisions to remain in the organisation.

CONCLUSION

This study provides a more comprehensive
understanding of the roles of social and
organisational support in shaping healthcare
workers' intention to stay, considering job crafting
and job embeddedness as mediating mechanisms.
The results show that social support positively
influences job crafting and job embeddedness, but

does not directly influence the intention to stay.
These findings indicate that social support
primarily serves as a source of psychological data
that encourages adaptive behaviour and work
engagement, but is not strong enough to retain
healthcare workers within the organisation
directly.

Conversely, organisational support has been
shown to play a more dominant role, both through
its direct influence on intention to stay and through
its mediating role in job embeddedness.
Healthcare  workers' perceptions of the
organisation's attention, policies, and facilities
strengthen their sense of belonging and emotional
attachment, ultimately encouraging them to stay.
These findings confirm that structural and
emotional work attachment play a more decisive
role than informal social support alone.

Furthermore, this study reveals differences in
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the roles of the two mediators. Job crafting is more
relevant in explaining how social support
translates into work adjustment and initiative,
while job embeddedness is the primary
mechanism linking organizational support to
intention to stay. These results reinforce the
integration of Social Exchange Theory, Job
Demands—Resources Theory, and Job
Embeddedness Theory in explaining healthcare
worker retention behaviour.

Practically, the findings of this study imply
that healthcare worker retention strategies need to
be designed in an integrated manner.
Organisations are advised not only to strengthen
social support networks through mentoring
programs and team collaboration, but also to
optimise organisational support through welfare
policies, workload management, and fair reward
systems to strengthen long-term commitment.

As a scientific contribution, this study offers
novelty by testing a double-mediation model
among healthcare workers in border industrial
areas such as Batam, which feature high work
dynamics and intense competition. However, this
study still has limitations due to its cross-sectional
design and reliance on self-report data. Therefore,
future research is recommended to use a
longitudinal design and a multi-source approach,
and to expand the research context, thereby
strengthening and generalising the findings
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