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Abstract—The employee Health are part of the public health 

work force in Bekasi, and its shortage has been identified as an 

urgent priority that should be addressed. Turnover is one of the 

main contributors to the shortage problem. This research 

assessed the influence of Perceived Organizational Support and 

professional identity on turnover intention of The Employee 

Health and explored the intermediary effect of professional 

identity between Perceived Organizational Support and turnover 

intention in private hospital The employee Health in Bekasi. Data 

were collected from 206 health employee in Jabar Province, 

Bekasi city. We used structural equation modeling (SEM) to test 

the hypothesized relationship among the variables. Results 

showed that Professional Organizational Support had a direct 

negative effect on turnover intention (t-statistic =1.98, t-table < 

1.65), Professional Organizational Support had a direct positive 

effect on Professional Identity (t-statistic = 5.09, t-table < 1.65), 

and Perceived Organizational Support had an indirect positive 

effect on turnover intention through the mediating effect of 

professional identity. Our results strongly confirmed that 

Perceived Organizational Support and professional identity were 

strong predicators of turnover intention. According to the results, 

desirable work environment, quality facilities, fair compensation 

and adequate advancement opportunities should be emphasized 

to improve Professional Identity. The turnover intention of 

health employee could be reduced through improving 

professional identity, enhancing Professional Organizational 

Support. 

Keywords—perceived organizational support, professional 

identity  and turnover intention 

I. INTRODUCTION 

In the health news published in Radar Bekasi [1] there was 
an increase in the number of hospitals to 64 hospitals. the 
challenge of quality service in Indonesian Hospitals is in line 
with the development of the business world in the current 
service sector. Making the sixth Indonesian Non-Government 
Hospital Association (ARSSI) hold a series of annual agendas 
in the form of a national seminar VI, this time carrying the 
theme "Challenges of Indonesian Hospitals in the Industrial 
Age 4.0 and Universal Health Coverage". Rapid changes in 
industry 4.0 triggered creative ideas of technology and services 
that made disruption or fundamental changes in the future 
survival of the nation's children [2]. The management of 
Rawalumbu hospital is encouraged to create improvements in 

all areas of service so that it can quickly respond to the needs 
of modern society and in accordance with the demands of the 
current era. The hospital has become a place for smart and safe 
treatment services in overcoming disruptive situations 
(disruption) and running global health coverage or Universal 
Health Coverage (UHC) which is a boost in the future. in this 
case, financial difficulties are not an excuse for not being able 
to seek treatment. 

Human resources (HR) are very influential in order to 
realize competition and overall business performance. Because, 
HR is one of the centers of attention in the business world, 
namely ensuring the existence and implementation of all 
organizational desires [3]. The Ministry of Health (2009) has 
informed through Law 44 of 2009 [4], that hospitals are health 
care institutions for the people with their own characteristics 
that are influenced by the advancement of health science, 
technological developments, and social and economic life of 
the people who are certainly still able to provide quality 
services that are affordable and affordable for the people to 
ensure optimal health levels. We chose Rawalumbu Hospital as 
a research site because it is in Bekasi and is the largest hospital 
in the Rawalumbu sub-district of Bekasi City, so that it can 
represent the population of private hospitals in Bekasi City. 
The Gillies method (1994) [5] explains that labor turnover is 
considered standard at 5 -10% per year, if it exceeds 10% it is 
declared high. The following is the data on the admission and 
turnover of hospital health personnel for the period of 2016 to 
2019 at Rawalumbu hospital: 

TABLE I.  NUMBER OF EMPLOYEES TURNOVER DURING 2016 – 2019 

 

Year 
Total 

Employees 

Employees Percentage 

(%) in out 

2016 264 60 74 29 

2017 262 39 41 15 

2018 225 36 73 22 

2019 230 45 41 19 

   Source: Head of Bekasi Private Hospital HR Department (2019) 

Table 1, shows the range of high employee turnover 
developments from 2016 to 2019 (until September). Employee 
turnover has led to an increase over the past three years. The 
highest turnover index number occurred in January 2016 with a 
total of 74 people, then the number of two in 2018 which 
amounted to 73 people. Hospitals that have employees with 
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high Turnover Intention can result in performance decreasing, 
due to the low ability to carry out tasks properly. So that the 
resulting task can damage the image of the hospital and finally 
the hospital management does not have competent paramedics 
to their duties and need to hold new training again [6]. The 
work left by paramedics is a loss that must be borne by the 
policy bearers in the hospital [7]. 

This research is very important in order to find out the 
causes of the number of Turnover Intention in hospitals and to 
reduce spending, as well as the negative impact on hospital 
management. Turnover Intention (IT) has many factors, 
including Perceived Organization Support (POS), but lack of 
focus in analyzing [8]. Organizational support theory is the 
way employees look at how hospital management provides 
valuable use and Job Satisfaction commitments [9] and a slight 
effect on them leaving the organization [8]. Then Eisenberger 
and Huntington [10], said Perceived Organization Support 
described employees as forming global trusts related to how 
much organizations care about the welfare and values they 
contribute. According to the results of Ahmed [11] research, it 
is revealed that Perceived Organization Support indirectly 
helps satisfied employees to remain with the organization.  

Professional Identity is related to work, two terms that must 
be separated, namely profession and professional. A profession 
is a position or an officer who has certain expertise. According 
to Hassan and Waffa [12] there is a statistically significant 
negative correlation of Professional Identity and Turnover 
Intention. Zhang and Meng [13], said the main contribution of 
their research was the role of Professional Identity because it 
was related to Turnover Intention. So Perceived Organization 
Support is positively related to Professional Identity.  

So, in this research the writer will look at the extent of the 
effect of Perceived Organization Support on Turnover Intention 
with Professional Identity as a mediating variable, which is 
different from the research of Lin et al [14] who observed how 
the effect of workplace violence on Turnover Intention with 
Perceived Organizational Support, Job Satisfaction as a 
mediating variable. A description of the results of research by 
Simone Planta [15] about observing the role of Job Satisfaction 
in Turnover Intention in nurses and patients, while the results 
of research conducted by Zhang et al [13] only see the 
influence of Professionals Identity towards Turnover Intention 
with Job Satisfaction as a mediating variable. This research 
involves employees as respondents and will be conducted at 
Rawalumbu Hospital in Rawalumbu Sub-District, Bekasi City. 

II. LITERATURE REVIEW 

A. Perceived Organization Support (POS) 

In exploring employee relations with organizations, many 
studies have focused their attention on Perceived 
Organizational Support which is defined as the general 
impression of health workers about the extent to which their 
organizations value their contributions and care for their well-
being. According Eisenberger and Stinglhamber [16], 

Perceived Organizational Support is a message of health 
workers that management appreciates their participation in the 
organization, so that it has been proven to have important 
benefits for employees and employers. The study found that 
employees with high Perceived Organizational Support, 
suffered less stress at work and were more likely to return to 
work recovered more quickly [17]. High Perceived 
Organizational Support is positively related to performance 
[18].  

B. Professional Identity (PI) 

Identity according to Ting-Toomey [19] is a picture of 
individuals who come from the family environment, gender, 
culture, ethnicity and socialization process. Identity is a 
reflection of the individual and other people's impressions of 
us. While Larry [20] see identity as a description of one's self 
as a person who is different in behavior, beliefs and attitudes. 
Identity is described as a coherent narrative about the life of a 
person that is built and reconstructed in relation to various 
external and internal factors across time and space. In contrast, 
in social constructivist accounts. Vygotsky Identity symbolizes 
the process by which people try to integrate their various 
statuses and roles [21], as well as their diverse experiences, into 
a coherent self-image [22]. Wenger defines identity as what we 
know, what is foreign and what we choose to know, and how 
we know it [23].  

Our identity determines with whom we will interact in 
knowledge sharing activities, and our willingness and capacity 
to engage in boundary interactions [23]. Barker said that 
theoretically Identity itself is a matter of similarity and 
differences in individual and social aspects [24], about the 
similarity of individuals to a number of people and items that 
are not the same as someone with another person.  

C. Turnover Intention 

Malna et al explain the willingness to move as an 
individual's tendency to actually leave an organization [25]. 
According to Noe [3], avoiding work situations by unsatisfied 
individuals is a series of attitudes taken to withdraw from work 
responsibilities.  So Turnover Intention is described as a 
voluntary willingness to stop working from one work place to 
another at their own choice [26]. Based on some of the 
explanations above, it can be concluded that Turnover Intention 
is a desire of someone in a conscious condition without any 
compulsion to be outside or not to be part of the organization 
that can be preceded by various reasons to trigger desires.  

According to Agung et al [27] and Ramli [28] states 
Turnover Intention refers to the conscious and deliberate desire 
to leave the organization. Freely meant that Turnover Intention 
refers to the conscious and deliberate desire to leave the 
organization. Human resources expert [3]. argues that turnover 
is formed from a level of dissatisfaction that occurs 
continuously which is then triggered by disruptive events in the 
workplace that encourage employees not to get along with 
others (eg disputes with superiors or coworkers) or who 
encourage employees to engage in unhelpful activities outside 
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of work because they eliminate an unpleasant atmosphere 
(alternative to coming home from work). 

D. Hypothesis Development Research 

According to Liu et al [14] conducted a study that 
Perceived Organizational Support had a significant negative 
impact on turnover intentions. Hospitals must understand the 
importance of Perceived Organizational Support and establish a 
reasonable incentive system to reduce Turnover Intention. The 
contribution of Perceived Organizational Support will greatly 
reduce the willingness of health workers to leave the hospital 
[29]. 

H1: There is a negative and significant effect of Perceive 
Organization Support on Turnover Intentions. 

Professional Identity is influenced by Perceived 
Organization Support. The creation of a professional work 
empowerment system is an opportunity to create Perceived 
Organization Support, in the eyes of health workers. This 
system proves that organizational support makes a real 
contribution in developing Professional Identity. The research 
of John et al [30] found that Perceived Organization Support 
was related to empowering work and contributing to the 
empowerment of health workers who could simultaneously 
increase Job Satisfaction of health workers as one of the 
Professionals. 

H2: There is a positive and significant effect of Perceive 
Organization Support on Professional Identity. 

Professional Identity includes the use of all knowledge, 
skills and abilities of health workers with clear definitions of 
boundaries with other professions. Professional Identity can 
empower health workers to reflect additional roles that are 
responsible and fair, change the traditional approach of how 
health workers feel themselves and be felt by others, develop 
related thoughts about Professional Identity [31]. Being a 
professional contributes to the formation of confidence and 
effective communication, it can immunize nurses against 
bladder, humility and discrimination at work, so that 
professional identity can help in reducing turnover. The results 
of Rahab and Waffa [32] show that Professional Identity has a 
negative and significant influence on the Turnover Intention of 
health workers. 

H3: There is a negative and significant effect 
Professional Identity on Turnover Intention. 

Hospitals recognize the role of health workers and pay 
attention to their future, so the level of meaning of Perceived 
Organizational Support is understood by employees according 
to Robbins et al [33]. Similar to Caessens et al [34] said the 
social exchange approach to show the correlation between 
health workers and hospitals is a conclusion of Perceived 
Organizational Support. In the end, health workers admit that 
the encouragement provided by the hospital is very appropriate 
to replace them with a commitment to be able to make the 
appropriate contribution to the progress they serve. The results 
of the Ahmed [11] show that Professional Identity provides a 
negative and significant correlation to Turnover Intention. 

H4: There is a negative and significant effect of Perceive 
Organization Support on Turnover Intentions mediated by 
Professional Identity. 

III. METHODS 

Structural Equation Model (SEM) statistical analysis tools 
with SmartPLS (Partial Least Square) software are used in 
measurement models (outer models), structural models (inner 
models) and hypothesis testing. The population in this study 
conducted in September to December 2019 at the Private 
Hospital located in Bekasi is a health worker, consisting of: 
doctors, nurses, midwives, operators, pharmacy staff, admn / 
and others. Sampling itself is carried out using the Slovin 
method, after being entered into the Slovin formula, so that the 
minimum number of samples is 146 (one hundred forty-six) 
[35]. The number of questionnaires distributed was 300. The 
questionnaires returned were incomplete by prospective 
respondents as many as 9 (nine) and 15 (fifteen) returned but 
were not filled in, so that the questionnaires that had been 
returned to the author and filled out were 206 (two hundred and 
six). 

IV. RESULTS AND DISCUSSION 

A. Results  

1) Hypothesis testing: The results of data processing are 

carried out to test the hypothesis, as described in Table 2 

below: 

TABLE II.  PATH COEFFICIENTS (MEAN, ST.DEV, T-VALUES) 

      Hypothesis  
Original 

Sample (O)  

t- Statistics 

(|O/STERR|)  
Decision  

H1: There is a negative and significant effect of Perceive Organization Support on 

Turnover Intentions. 

-0.270575 1.986809 

 

Negative Significant 

H2: There is a positive and significant effect of Perceive Organization Support on 

Professional Identity. 

0.435991 5.097172 Positive -Significant 

H3: There is a negative and significant effect Professional Identity on Turnover 

Intention. 

0.131193 1.060546 Positive Significant 

H4: There is a negative and significant effect of Perceive Organization Support on 

Turnover Intentions mediated by Professional Identity. 

0.5374  1.96  Positive and not 

Significant 

Source: data processed  
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B. Discussion  

The first hypothesis, based on the results of data processing 
for testing the effect obtained negative original sample value = 
-0.27 and a significance value (t-statistic value) of 1.98. So that 
shows that Perceived Organizational Support has a negative 
and significant effect on Turnover Intention. Thus the first 
hypothesis is accepted 

The second hypothesis, based on the results of data 
processing for testing the effect obtained positive original 
sample value = 0.43 and the significance value (t-statistic 
value) of 5.09. So that shows that Perceived Organizational 
Support has a positive and significant effect on Professional 
Identity. Thus the second hypothesis is accepted. 

The third hypothesis, based on the results of data 
processing for testing the effect obtained positive original 
sample value = 0.13 but the significance value (t-statistic 
value) of 1.06 (smaller than z-table 1.96). So that shows that 
Professional Identity has a positive but not significant effect on 
Turnover Intention. Thus the third hypothesis is rejected. 

The fourth hypothesis, based on the results of data 
processing for testing the effect of mediation from Professional 
Identity, the z-calculated value = 0.537 (greater than z-table = 
1.96) with a positive coefficient = 0.08. So that shows that 
Professional Identity mediates a positive but insignificant 
influence Perceived Organizational Support on Turnover 
Intention. Thus the fourth hypothesis is rejected. 

V. CONCLUSION 

Based on the findings and testing of hypotheses that have 
been explained, several conclusions can be drawn from the 
results of this study: (1) There is a negative and significant 
effect of Perceived Organizational Support on Turnover 
Intention. (2) There is a positive and significant effect 
Perceived Organizational Support on Professional Identity (3) 
There is a negative but not significant effect of Professional 
Identity on Turnover Intention. (4) And there is a positive and 
not significant influence of Perceived Organizational Support 
on Turnover Intention through Professional Identity. 

The results of this study helps management to determine 
the direction of policy towards the management of human 
resources, especially in the field of health services to reduce 
Turnover Intention and provide attention and care through 
Perceived Organizational Support to employees who provide 
health services such as Hospitals, which is it become a major 
factor of moving forward in fierce business competition. 

Either by conducting open communication and 
entertainment on a regular basis or by means of regular rewards 
so that employees are able to increase the level of Professional 
Identity, so they can assess their abilities, assess the effects of 
their work, and be able to use and manage Professional Identity 
properly in work. They can get this to make a real contribution 
to Rawalumbu hospital. 

Because this research proves that if employees already have 
a high level of Professional Identity, thus their optimal 
performance will be obtained. Suggestions that can be given to 
future researchers to add more supporting variables that form 
the Solid Organization, so that it enriches the findings about the 
factors that influence the Turnover Intention, for example with 
the variable Work Passion [36], Job Satisfaction [7] and 
Organizational Justice [37]. This research was conducted only 
on health services industry such as hospitals, perhaps future 
researchers could further develop other research on other 
service industries, manufacturing industries, and others. 
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