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Abstract

This study investigates the relationships between Perceived Organizational Support (POS),
Meaningful Work (MW), and the Intention to Stay in the organization (ITS), through a
selective narrative review of the literature. It examines bidirectional mediation effects,
considering MW as a mediator between POS and ITS, and POS as a mediator between MW
and ITS. The study also introduces a conceptual matrix depicting four scenarios based on
high and low levels of POS and MW, and their influence on employees’ intention to stay.
Evidence from the literature highlights that POS and MW play complementary and
interdependent roles in shaping ITS. The analysis provides an integrated perspective with
implications for theory and practice, particularly for organizational retention strategies.
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1. Introduction

The pursuit of meaningful work, which provides employees with a sense of
purpose and fulfillment, has become a central aspect of job satisfaction and overall
well-being (Duffy et al., 2014). In a context characterized by rapid organizational
changes, globalization, and increasing competitive pressures, organizations face a
significant challenge: retaining valuable employees. High turnover rates directly
affect productivity and performance, as well as the morale of remaining staff and
the quality of relationships with clients and partners (Johari et al., 2012; Sippel-
Tompkins, 2025).

Recent transformations in the organizational environment—such as
restructuring, mergers, flattened hierarchies, and increased work flexibility—have
generated both objective effects (e.g., stress, uncertainty, and loss of stability) and
subjective consequences, such as a decline in employees’ trust in the organization.
In this context, Perceived Organizational Support (POS) plays a critical role, as it
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can buffer the negative effects of such changes and enhance employees’ intention
to stay (ITS) (Cartwright, & Holmes, 2006). Concurrently, the perception of work as
meaningful (MW) contributes to job satisfaction, engagement, and professional
identity, offering employees a sense of purpose and belonging (Frankl, 1984;
Chalofsky, 2003; Cartwright, & Holmes, 2006).

Research indicates that MW and POS operate in a complementary and
interdependent manner. Although the absence of one factor can be partially
compensated by the other, the simultaneous presence of both factors maximizes
employee engagement and the intention to stay (ITS) (Cartwright, & Holmes, 2006;
Haryadi et al., 2025). Therefore, creating an organizational environment that
supports and recognizes employees, while offering opportunities to experience
meaningful work, is essential for enhancing retention and fostering a positive
organizational climate (Cho et al,, 2009).

Within this framework, the study examines the relationships between POS,
MW, and ITS, with a focus on bidirectional mediation effects: MW as a mediator
between POS and ITS, and POS as a mediator between MW and ITS. In addition, the
study proposes a four-quadrant conceptual matrix illustrating how different
combinations of POS and MW levels influence employees’ intention to stay.

2. Theoretical Framework

2.1. Meaningful Work: Definitions and Its Impact on Engagement and Intention
to Stay

Meaningful work (MW) represents the employee’s perception of the purpose
and value of their activities and constitutes a central dimension of intrinsic
motivation and job satisfaction (Steger et al., 2012). The concept goes beyond the
mere completion of tasks, encompassing the positive evaluation of work’s
contribution to higher values and to the individual’s personal development
(Elangovan et al.,, 2022; Chalofsky, 2003).

When professional goals align with personal values, employees demonstrate
greater involvement and commitment (Doan et al., 2020). Studies confirm that
perceiving work as meaningful positively influences well-being and intention to
stay (ITS). Peer recognition and the sense of personal contribution reduce turnover
intention, while MW exerts an indirect effect on ITS through job satisfaction
(Charles-Leija et al.,, 2023; Haryadi et al., 2025). Moreover, perceiving work as a
calling or as having a higher purpose has been associated with voluntary
engagement, discretionary hours, and increased satisfaction (Dik & Duffy, 2009).

The importance of MW is reflected at both the individual and organizational
levels: it supports psychological well-being, job satisfaction, team cohesion, and
employee retention, while reducing organizational cynicism (Steger et al., 2012). A
lack of recognition and value incongruence generates frustration, disengagement,
and turnover intention (Elangovan et al, 2022). Conceptually, MW has been



described as a mediating psychological state between job characteristics—such as
skill variety, task identity, and task significance—and organizational outcomes
(Steger et al,, 2012), being positively correlated with employee engagement and
well-being (Sanchez-Cardona et al., 2021). Job resources—including competence,
autonomy, support, and recognition—reduce exhaustion and turnover intention
while fostering commitment (Jourdain, & Chénevert, 2010).

The pursuit of MW, characterized by a sense of purpose and fulfillment, is
crucial for employee satisfaction and well-being, contributing to organizational
commitment, performance, and retention (Sippel-Tompkins, 2025). The extent to
which employees value dignity and their occupation, along with perceptions of
dehumanization or exhaustion, can predict turnover intention (Heleno et al., 2018).
Moreover, MW indirectly influences the intention to stay through job satisfaction,
confirming its mediating role (Haryadi et al., 2025).

The literature highlights the distinction between meaning in work and
meaning at work (Elangovan et al., 2022). The experience of meaning can be both
positive and negative: at times, work is associated with alienation and cynicism.
However, employees who perceive a personal purpose in their activity are less
likely to intend to leave the organization (Moncarz et al.,, 2009, as cited in Hu Qian
etal, 2024).

In conclusion, MW is an important predictor of ITS, acting both directly and
indirectly through satisfaction and engagement. Perceived organizational support
(POS) serves as a reinforcing factor in this process. The experience of meaningful
work does not occur in isolation; it is shaped by perceived organizational support,
which reinforces motivation and the intention to stay. In the following section, we
analyze the role of POS in this context.

2.2. Perceived Organizational Support - Definitions and Impact on Retention

Perceived organizational support (POS) reflects employees’ perception that
the organization values their contributions and cares about their well-being
(Eisenberger et al., 1986). Based on social exchange theory, the concept represents
employees’ belief that the organization recognizes their value and provides
support, both through policies and practices and through their relationship with
supervisors (Erogluer et al., 2020).

Research indicates that POS enhances job satisfaction, engagement, and
intention to stay (ITS). Employees who perceive high POS are less likely to leave the
organization (Eisenberger et al., 1990). Supervisors play a key role, as their actions
are perceived as representing the organization’s intent (Levinson, 1965, as cited in
Erogluer et al.,, 2020), and their perceived support is strongly associated with POS,
influencing satisfaction and retention intentions.

POS influences turnover intention both directly and indirectly through job
satisfaction, work-life balance, and engagement (Duong & Ho, 2024). Haryadi et al.
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(2025) report a positive association between POS and retention, highlighting its
protective role against burnout. Socio-emotional support and respect are more
valuable than material benefits in reducing turnover intention (Uzoglu, 2005, as
cited in Erogluer et al.,, 2020).

Recent evidence suggests a bidirectional relationship between POS and MW:
POS supports the perception of work as meaningful through recognition, autonomy,
and development support (Jolly et al, 2021; Haryadi et al., 2025), while MW
reinforces the perception of support, an interaction that contributes to increased
ITS (Duong, & Ho, 2024).

In conclusion, POS is a robust predictor of ITS, influencing employees’ decision
to remain both directly and indirectly through enhanced satisfaction, engagement,
and perceptions of meaningful work. The bidirectional POS-MW relationship
underscores the central role of POS in explaining employees’ intention to stay in the
organization.

2.3. Intention to Stay in the Organization: Definitions and Determinants

The intention to stay in the organization (ITS) represents a complex,
multidimensional phenomenon encompassing multiple levels, including both
internal psychological processes and observable behaviors. It ranges from simple
forms, such as not seeking alternative employment, to elaborate internal processes
involving motivations, organizational attachment, personal values, and perceptions
of stability. Therefore, ITS cannot be reduced to a single dimension and requires a
comprehensive approach to be understood and leveraged in organizational
strategies (Qian et al.,, 2024).

Theoretically, intention is considered a behavior still in the cognitive stage,
anticipating actual action (Ajzen, & Fishbein, 1980, as cited in Erogluer et al., 2020).
Within this framework, the intention to stay reflects employees’ intention to
continue working in the current organization over the long term and has been
defined as employees’ plan to maintain the employment relationship with their
employer for an extended period (Shahid, 2018; Johari et al,, 2012; Jang et al,,
2023). In traditional literature, ITS was long treated as the opposite of the intention
to leave (ITL), with the two terms often used interchangeably (Cho et al., 2009).
Employees who do not develop this intention or who express an intention to leave
the organization are likely to do so in the near future (Achmad et al., 2023; Erogluer
etal., 2020).

Recent research proposes more nuanced perspectives. In traditional
approaches, the intention to stay was viewed as merely the absence of the desire to
leave the organization, emphasizing the passive dimension of retention: the
employee stays until a reason to leave arises, without an active voluntary dimension
(Aisyah, 2022). In this paradigm, ITS and ITL were considered two sides of the same
coin, considered strong predictors of actual turnover behavior (Cho et al,, 2009).



Classical definitions focused on long-term contractual continuity without capturing
an active voluntary component (Shahid, 2018; Johari et al., 2012; Achmad et al,,
2023).

A perspective grounded in positive psychology treats the intention to stay as
an active and positive attitude toward the organization, expressing a voluntary
desire and dedication to continue working and contributing (Aisyah, 2022). In this
sense, ITS is not merely the absence of the intention to leave but reflects conscious
commitment and intrinsic motivation (Duong, & Ho, 2024).

A more recent perspective clearly distinguishes between ITL and ITS, arguing
that while correlated, they are distinct constructs. Reducing the intention to leave
does not automatically increase the intention to stay, as each construct has specific
determinants and consequences (Cho et al,, 2009). Empirical studies support this
view, showing, for example, that perceived organizational support has a positive
direct impact on ITS but does not always affect ITL to the same extent (Johnston,
1995).

The determinants of the intention to stay encompass individual,
organizational, and external factors that shape the employee’s decision to continue
the employment relationship. Individual factors include motivation, job
satisfaction, commitment, and alignment of personal values with organizational
values. At the organizational and job level, perceptions of organizational support,
climate, leadership, rewards, recognition, autonomy, and working conditions
directly influence employees’ perceptions of the organization. Externally,
alternative labor market opportunities and general employment conditions can
enhance or diminish the intention to stay, shaping a more favorable or restrictive
decision-making context (Qian et al., 2024; Erogluer et al., 2020; Shahid, 2018).

Empirical studies confirm that perceived organizational support and job
satisfaction increase the intention to stay, while a reduction in the intention to leave
does not automatically translate into a stronger desire to stay (Johnston, 1995;
Haryadi et al., 2025). Johnston showed that a high level of organizational support
increases the likelihood that employees will continue their activity within the
organization, whereas its absence fosters the intention to leave. Research by Cho
and colleagues (2009) highlighted the need to analyze the intention to stay as a
distinct phenomenon. Other studies confirm the multidimensional nature of ITS,
simultaneously influenced by individual traits, the organizational environment, and
external labor market conditions (Qian et al., 2004). In sectors such as hospitality,
employees experiencing high job satisfaction and consistent organizational support
demonstrate active willingness to continue, commitment, and dedication (Cho et
al,, 2009; Haryadi et al., 2025).

The modern differentiated approach supports the view that the intention to
stay is a construct distinct from the intention to leave, even if correlations exist
between them. The practical implications are significant: policies aimed solely at
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reducing turnover do not guarantee an increase in voluntary, active retention;
interventions that stimulate intrinsic motivation and employees’ desire to continue
working are necessary. In this sense, the intention to stay should be understood as
an active and voluntary dimension of commitment, directly impacting retention,
performance, and satisfaction. Integrating perceived organizational support and
the experience of meaningful work thus becomes essential for strengthening ITS.

Therefore, the intention to stay in the organization is now understood not
merely as a reflex of the lack of alternatives, but as a complex construct at the
intersection of individual, organizational, and contextual factors. The conceptual
evolution from a passive to an active and differentiated perspective highlights ITS
as a distinct and essential indicator for sustainable employee retention.

3. Mediation Between Perceived Organizational Support, Meaningful Work,
and Intention to Stay

Understanding retention requires exploring the mediating relationships
among POS, MW, and ITS. The first hypothesis considers MW as a mediator between
POS and ITS: perceived organizational support enhances motivation and
attachment, which enhances the perception of work as meaningful, thereby
increasing the intention to stay. A second hypothesis proposes POS as a mediator
between MW and ITS: the experience of meaningful work strengthens the
perception of organizational support, thus reinforcing ITS.

To synthesize these relationships, we propose a conceptual matrix with four
quadrants, corresponding to combinations of high and low levels of POS and MW.
This provides a clear representation of possible scenarios and allows visualization
of how variations in the two dimensions influence ITS. The analysis is strictly
limited to the variables under investigation (POS, MW, and ITS), avoiding
speculative extrapolations (see Table 1). The matrix is a conceptual model, not the
result of an empirical study.

Table 1. Interaction of POS and MW and Their Influence on the Intention to Stay

High MW Low MW
High MW Quadrant 1 - Ideal Case: The Quadrant2 - Fragile Case: Work is
employee perceives both perceived as meaningful, but
organizational  support and organizational support is low; ITS
meaningful work; ITS is is moderate, dependent on
maximized. increased POS.
Low MW Quadrant 3 - Paradoxical Case: Quadrant 4 - Critical Case: Both

High organizational support, but
work is not perceived as
meaningful; ITS is moderate,
influenced mainly by POS.

components are lacking; ITS is
very low, high risk of leaving.

Source: author’s own elaboration



The description of the quadrants clarifies the differences: in Quadrant 1, the
combination of organizational support and personal meaning generates intrinsic
and extrinsic satisfaction, loyalty, and maximal ITS. In Quadrant 2, the lack of
support erodes the benefits of meaningful work, making retention fragile. In
Quadrant 3, organizational support partially compensates for the absence of
meaning, maintaining moderate ITS. In Quadrant 4, the absence of both dimensions
generates vulnerability and a high risk of leaving, requiring organizational
interventions.

Thus, the matrix provides an analytical tool that synthesizes how POS and MW
combine to influence ITS, highlighting the non-linear and bidirectional nature of
these relationships, which warrants further investigation. The literature confirms
the role of both variables in retention, but cultural and occupational differences
suggest the need for in-depth empirical studies to validate these mechanisms.

4. Conclusions and Implications

This study explored the relationships between perceived organizational
support (POS), meaningful work (MW), and intention to stay in the organization
(ITS), highlighting both the individual effects of each variable and their
bidirectional interaction. The narrative literature review demonstrated that both
POS and MW directly and indirectly influence employees’ intention to stay by
enhancing job satisfaction, engagement, and sense of belonging. The experience of
meaningful work amplifies the effect of organizational support, while the
perception of organizational support reinforces the pursuit of meaning at work,
generating a complementary retention mechanism.

The four-quadrant conceptual matrix provided a clear representation of how
combinations of POS and MW levels influence the intention to stay: from the “ideal
case,” characterized by the presence of both dimensions and maximal retention
intention, to the “critical case,” in which the absence of both dimensions generates
a high risk of leaving. This framework underscores the importance of an integrated
and proactive approach to strengthening retention, highlighting that reducing the
intention to leave does not automatically equate to an increase in the intention to
stay.

Practical Implications

e Organizations should develop policies and practices that reinforce employees’
perception of their value and support their well-being and professional
development.

e Redesigning work and creating opportunities for employees to identify personal
meaning in their daily activities can stimulate engagement and retention.

e Continuous feedback, recognition of contributions, and socio-emotional support
are essential elements for creating an organizational climate favorable to retention.
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e Integrated strategies should simultaneously address both the psychological
dimension (MW) and the organizational dimension (POS) to maximize effects on
the intention to stay.

Limitations and Future Directions

This narrative review focuses exclusively on the relationships among POS, MW,
and ITS and does not include direct empirical analyses or other organizational and
contextual variables that may influence retention. Future research could test the
proposed conceptual matrix using quantitative, cross-cultural, or longitudinal
methods to evaluate the generalizability and robustness of the identified
mechanisms. Investigating additional factors, such as leadership, organizational
culture, or career growth opportunities, could complement the comprehensive
understanding of the intention to stay.

In conclusion, integrating perceived organizational support and meaningful
work represents a strategic tool essential for enhancing employee retention,
benefiting both individuals and long-term organizational performance. The
bidirectional approach to the relationships among POS, MW, and ITS offers an
innovative and practically applicable perspective on how organizations can
cultivate a sustainable and motivating work environment.
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