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Abstract: This study examines the mediating role of job satisfaction in the relationship
between perceived organizational support and intention to stay among employees in the Food
& Beverage (F&B) industry in Cirebon. The study is motivated by the high turnover rate within
the F&B sector, which requires organizations to better understand psychological factors that
contribute to employee retention. A quantitative research design was employed using a survey
method involving 110 employees selected through purposive sampling. Data were analyzed
using Partial Least Squares Structural Equation Modeling (PLS-SEM). The findings indicate
that perceived organizational support has a positive and significant effect on job satisfaction.
Job satisfaction, in turn, significantly influences employees’ intention to stay. Furthermore,
perceived organizational support directly affects intention to stay; however, the effect becomes
stronger when mediated by job satisfaction. These results confirm that job satisfaction
functions as a partial mediator that strengthens the relationship between organizational support
and employee retention. Therefore, enhancing organizational support accompanied by
strategies aimed at improving job satisfaction is essential for increasing employee loyalty and
long-term retention in the F&B industry.

Keyword: Perception of Organizational Support, Job Satisfaction, Intention to Remain,
Employee Retention.

INTRODUCTION

The Food and Beverage (F&B) industry represents one of the fastest-growing sectors in
Indonesia, including the Cirebon region (Kemenperin, 2024). However, the labor-intensive
nature of the F&B sector, combined with irregular working hours and high service pressure,
contributes to elevated employee turnover rates (Oktaviani, 2020). The dominance of young
employees further intensifies workforce mobility, creating significant challenges for
organizational stability and human resource sustainability (Listian Indriyani Achmad et al.,
2023).
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Employee retention has therefore become a strategic concern in modern human resource
management. Intention to stay reflects employees’ voluntary psychological willingness to
remain with their organization and differs conceptually from turnover intention (Nancarrow et
al., 2014). A strong intention to stay benefits organizations through workforce stability,
reduced recruitment costs, and improved service quality (Siahaan, 2014).

One of the primary predictors of employee retention is Perceived Organizational Support
(POS). According to Organizational Support Theory developed by Robert Eisenberger,
employees develop global beliefs concerning the extent to which the organization values their
contributions and cares about their well-being (Rhoades & Eisenberger, 2002; Kurtessis et al.,
2017). From a social exchange perspective, when employees perceive strong organizational
support, they reciprocate with positive attitudes and behaviors, including enhanced
commitment and a stronger desire to remain with the organization (Karim et al., 2019; Duong
& Ho, 2024).

Nevertheless, the relationship between organizational support and intention to stay is not
always direct. Internal psychological mechanisms play a crucial role in shaping behavioral
outcomes. Job satisfaction is widely recognized as a key mediating variable (Pithaloka &
Ardiyanti, 2024; Sukistianingsih et al., 2023a). Job satisfaction represents an individual’s
emotional evaluation of their job (Tett & Meyer, 1993).

Job satisfaction functions as a psychological mechanism translating perceived
organizational support into retention behavior. Employees who feel valued and supported tend
to experience higher satisfaction, as their needs for recognition, fairness, and security are
fulfilled. Increased job satisfaction then strengthens employees’ willingness to remain in the
organization. Thus, job satisfaction potentially mediates the relationship between perceived
organizational support and intention to stay.

Previous studies have reported mixed findings regarding the direct relationship between
perceived organizational support and intention to stay. Some studies demonstrate a significant
direct effect (Prakosa et al., 2020), while others indicate that the relationship becomes
meaningful only when mediated by variables such as job satisfaction or employee engagement
(Cornelia Azura et al., 2023; Pithaloka & Ardiyanti, 2024). These inconsistencies highlight a
research gap that warrants further empirical investigation.

Accordingly, this study aims to empirically examine the effect of perceived
organizational support on intention to stay, with job satisfaction serving as a mediating variable
among employees in the F&B industry in Cirebon. The findings are expected to contribute to
the human resource management literature while offering practical insights for designing
retention strategies grounded in employee satisfaction enhancement.

METHOD

This study employed a quantitative approach with an explanatory research design aimed
at examining the causal relationships among variables, particularly the effect of perceived
organizational support on intention to stay with job satisfaction as a mediating variable. The
quantitative approach was selected to enable objective measurement of psychological
constructs using standardized instruments and hypothesis testing through inferential statistical
analysis (Sugiyono, 2017).

The population of this study consisted of employees working in the Food and Beverage
(F&B) industry in Cirebon. Due to accessibility constraints and population heterogeneity,
purposive sampling was applied. Respondents were selected based on specific criteria, namely
employees who had worked for at least six months to ensure sufficient experience in evaluating
organizational support and job satisfaction (Sugiyono, 2017). A total of 110 employees
participated in the study, a sample size considered adequate for Partial Least Squares Structural
Equation Modeling (PLS-SEM) analysis (Hair et al., 2019).
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Data were collected through structured questionnaires distributed both directly and
online. The measurement instrument utilized a five-point Likert scale ranging from strongly
disagree to strongly agree (Sugiyono, 2017). Perceived organizational support was measured
using indicators derived from Organizational Support Theory developed by Robert
Eisenberger, reflecting the extent to which employees believe the organization values their
contributions and cares about their well-being (Rhoades & Eisenberger, 2002; Kurtessis et al.,
2017). Job satisfaction was measured based on intrinsic and extrinsic dimensions grounded in
the Two-Factor Theory proposed by Frederick Herzberg, including satisfaction with the work
itself, compensation, supervision, and working conditions (Mardanov, 2020; Tett & Meyer,
1993). Intention to stay was measured through indicators capturing employees’ willingness to
remain in the organization over the long term (Nancarrow et al., 2014; Siahaan, 2014).

Prior to hypothesis testing, the measurement instruments were assessed for validity and
reliability. Convergent validity and discriminant validity were evaluated using outer loadings
and Average Variance Extracted (AVE). Constructs were considered valid if outer loadings
exceeded 0.70 and AVE values were greater than 0.50 (Hair et al., 2010; Hair et al., 2019).
Reliability was examined through Cronbach’s Alpha and Composite Reliability, with threshold
values above 0.70 indicating satisfactory internal consistency (Hair et al., 2010).

Data analysis was conducted using Partial Least Squares Structural Equation Modeling
(PLS-SEM). This method was chosen because it accommodates complex structural models
with mediating variables and does not require strict normal distribution assumptions (Hair et
al., 2019). The analysis proceeded in two stages: evaluation of the measurement model (outer
model) to confirm construct validity and reliability, followed by evaluation of the structural
model (inner model) to test hypothesized relationships and path significance (Hair et al., 2019).
Hypotheses were tested using bootstrapping procedures to obtain t-statistics and p-values (Hair
et al., 2019). The mediating effect of job satisfaction was examined by analyzing the
significance of the indirect effect between perceived organizational support and intention to
stay (Hair et al., 2019).

Through this methodological framework, the study aims to provide robust empirical
evidence regarding the psychological mechanism underlying the relationship between
organizational support and employee retention within the F&B industry.

RESULT AND DISCUSSION

General Overview of Respondents

This study involved 110 employees in the Food & Beverage (F&B) industry in Cirebon
who had been employed for a minimum of six months. Respondent characteristics were
analyzed to provide a demographic profile as a basis for interpreting the research results
(Sugiyono, 2017).

Tabel 1. Respondent Characteristics

Characteristics Category Frequency
Gender Male 46
Female 64
<25 years old 52
Age 25-30 years old 38
> 30 years old 20
. 6—12 months 44
Length of Service 1-3 years 50
> 3 years 16

Source: Processed Data, 2026
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The majority of respondents were female (58.2%) and under the age of 30 (81.8%). This
indicates that the F&B industry is dominated by a young workforce that tends to have high job
mobility (Oktaviani, 2020; Listian Indriyani Achmad et al., 2023). This condition is relevant
to the urgency of this research regarding retention intentions (Nancarrow et al., 2014).
Furthermore, most respondents had been working for 1-3 years, providing them with sufficient
experience to objectively evaluate organizational support and job satisfaction levels (Sugiyono,
2017).

Measurement Model Evaluation (Outer Model)

The measurement model evaluation was conducted to ensure the validity and reliability
of the constructs: Perceived Organizational Support (POS), Job Satisfaction, and Intention to
Stay (Hair et al., 2019).

Tabel 2. Convergent Validity Results

Variable Outer Loading (Range) AVE Result
Perceived 0.72 - 0.89 0.64 Valid
Job Satisfaction 0.74-0.91 0.68 Valid
Intention to Stay 0.76 — 0.88 0.66 Valid

Source: Data processed with SmartPLS, 2026

All indicators yielded outer loading values above 0.70 and Average Variance Extracted
(AVE) values above 0.50, indicating that the constructs possess good convergent validity (Hair
et al., 2010; Hair et al., 2019). The Job Satisfaction variable showed the highest AVE value
(0.68), suggesting that its indicators strongly represent the construct (Hair et al., 2019).

Tabel 3. Reliability Test Results

Variable Cronbach’s Alpha Composite Reliability Result

Perceived 0.88 0.91 Reliable
Job Satisfaction 0.90 0.93 Reliable
Intention to Stay 0.87 0.92 Reliable

Source: Data processed with SmartPLS, 2026

All variables had Cronbach’s Alpha and Composite Reliability values exceeding 0.70;
therefore, the instruments are declared reliable (Hair et al., 2010). The Job Satisfaction variable
exhibited the highest reliability, indicating excellent internal consistency (Hair et al., 2019).

Structural Model Evaluation (Inner Model)

The structural model evaluation aims to test the influence between variables and the
mediating role of job satisfaction using PLS-SEM procedures (Hair et al., 2019).

Tabel 4. R-Square Values

Endogenous Variable R? Category
Job Satisfaction 0.52 Moderate
Intention to Stay 0.61 Strong

Source: Data processed with SmartPLS, 2026
An R? value of 0.52 indicates that 52% of the variance in Job Satisfaction is explained

by Perceived Organizational Support. Meanwhile, 61% of the variance in Intention to Stay is
explained by the combination of Perceived Organizational Support and Job Satisfaction. This
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demonstrates that the model has strong explanatory power, particularly regarding stay
intentions (Hair et al., 2019).

Tabel 5. Direct Effect Test Results

Relationship Path Coefficient t-Statistic = p-Value Result
Org. Support — Job Satisfaction 0.72 12.45 0.000 Significant
Job Satisfaction — Intention to Stay  0.54 8.31 0.000 Significant
Org. Support — Intention to Stay 0.29 3.12 0.002 Significant

Source: Data processed with SmartPLS, 2026

Perceived Organizational Support has a positive and significant effect on Job
Satisfaction (=0.72), which is consistent with Organizational Support Theory developed by
Robert Eisenberger (Rhoades & Eisenberger, 2002; Kurtessis et al., 2017). This suggests that
higher organizational support leads to higher levels of employee job satisfaction. Job
Satisfaction also significantly influences Intention to Stay (f=0.54), indicating that satisfaction
is a primary factor in strengthening retention (Tett & Meyer, 1993; Ismail et al., 2016). While
the direct effect of organizational support on stay intention remains significant, it is smaller
than the indirect effect through job satisfaction (Karim et al., 2019).

Tabel 6. Mediation Test Results
Indirect Relationship Coefficient t-Statistic p-Value Result

Org. Support — Job Satisfaction — Intention to Stay 0.39 7.02 0.000 Partial
Source: Data processed with SmartPLS, 2026

The results show that Job Satisfaction partially mediates the relationship between
Organizational Support and Intention to Stay. The indirect coefficient value (0.39) is higher
than the direct effect (0.29), confirming that the psychological mechanism of job satisfaction
plays a dominant role in enhancing employee retention (Cornelia Azura et al., 2023; Pithaloka
& Ardiyanti, 2024).

Discussion

The results of this study reinforce the Organizational Support Theory developed by
Robert Eisenberger, which states that when employees feel valued and cared for, they will
exhibit positive reciprocal attitudes (Rhoades & Eisenberger, 2002). In the context of the F&B
industry, organizational support may manifest as managerial concern, fairness in work
scheduling, performance recognition, and a supportive work environment (Kurtessis et al.,
2017).

The most critical finding in this study is the strong influence of job satisfaction on the
intention to stay. This aligns with Frederick Herzberg’s Two-Factor Theory, which explains
that job satisfaction arises from the fulfillment of "motivator factors" such as achievement,
recognition, and responsibility (Mardanov, 2020; Tett & Meyer, 1993). In the dynamic and
high-pressure F&B industry, job satisfaction becomes a key factor in retaining employees
(Agus & Selvaraj, 2020).

Empirically, job satisfaction is proven to be a significant partial mediator. This means
that although organizational support can directly increase stay intentions, the effect becomes
much stronger when employees feel satisfied with their work (Karim et al., 2019;
Sukistianingsih et al., 2023a). In other words, organizational support that fails to improve job
satisfaction will not be optimal in fostering long-term loyalty.

The practical implication of these findings is that F&B companies need to design
policies that are not only administrative but also address the psychological aspects of
employees. Recognition programs, open communication, organizational justice, and career
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development opportunities can increase job satisfaction, which ultimately strengthens retention
(Siahaan, 2014; Agus & Selvaraj, 2020).

CONCLUSION

This study aimed to examine the effect of perceived organizational support on
employees’ intention to stay, with job satisfaction serving as a mediating variable among
employees in the Food and Beverage (F&B) industry in Cirebon. The findings indicate that
perceived organizational support has a positive and significant effect on job satisfaction, which
is consistent with prior research on organizational support and employee attitudes (Rhoades &
Eisenberger, 2002; Kurtessis et al., 2017). Employees who perceive higher levels of
organizational appreciation, fairness, and concern for their well-being experience greater job
satisfaction.

Job satisfaction, in turn, significantly influences employees’ intention to stay, supporting
earlier empirical findings that satisfaction is a strong predictor of retention-related outcomes
(Tett & Meyer, 1993; Ismail et al., 2016). The results demonstrate that job satisfaction is the
dominant predictor of employee retention in the F&B sector (Agus & Selvaraj, 2020). In an
industry characterized by high work pressure and workforce mobility, employees’
psychological satisfaction plays a central role in determining their long-term commitment to
the organization (Nancarrow et al., 2014).

Although perceived organizational support directly affects intention to stay, the indirect
effect through job satisfaction is stronger. This confirms that job satisfaction functions as a
significant partial mediator, strengthening the relationship between organizational support and
retention, in line with previous mediation studies (Karim et al., 2019; Cornelia Azura et al.,
2023). Organizational support becomes more effective in promoting employee retention when
it successfully enhances employees’ job satisfaction.

Theoretically, these findings reinforce Organizational Support Theory proposed by
Robert Eisenberger, emphasizing the reciprocal relationship between organizational treatment
and employee attitudes (Rhoades & Eisenberger, 2002). The results are also consistent with
the Two-Factor Theory introduced by Frederick Herzberg, which highlights job satisfaction as
a critical determinant of work-related behavior (Mardanov, 2020).

Practically, F&B organizations should prioritize strategies aimed at strengthening job
satisfaction as a core component of employee retention policies. Such strategies may include
fair organizational practices, transparent reward systems, supportive leadership, career
development opportunities, and enhanced employee well-being initiatives, which have been
shown to improve retention outcomes (Siahaan, 2014; Agus & Selvaraj, 2020). By focusing on
job satisfaction, organizations can build stronger loyalty and achieve sustainable workforce
stability.

In conclusion, job satisfaction emerges as the key psychological mechanism linking
organizational support to employees’ intention to stay and represents a strategic factor in
managing employee retention within the F&B industry.
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