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Abstract.
BACKGROUND: COVID-19 challenged and brought turmoil to the healthcare workers’ mental and psychological well-
being. Specifically, they are feeling tremendous pressure and many of them worry about their work conditions and even intent
to leave them. In this situation, it is of utmost for them to satisfied their lives during the challenging situation.
OBJECTIVE: This paper explores the relationship of life satisfaction with healthcare workers’ turnover intention during
the COVID-19 pandemic. It was hypothesized that this relationship would be mediated by trust climate, and this mediation
association would be stronger when workers experience job embeddedness in the workplace.
METHODS: Survey data were collected from the 520 healthcare workers. A moderated mediation examination was employed
to test the hypotheses.
RESULTS: Results revealed that life satisfaction is positively related to a trusting climate that, in turn, is negatively related
to workers’ turnover intention. Moreover, the association between life satisfaction and turnover intention was moderated by
job embeddedness.
CONCLUSIONS: Focusing on improving healthcare workers’ job embeddedness and increasing their trust climate might
enhance life satisfaction and reduce turnover intention. The implications of the findings are also discussed for research and
practice.
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1. Introduction

The COVID-19 pandemic has halted all the eco-
nomic activity globally. The impact of the novel
coronavirus virus on the economy, jobs, and the over-
all lives of people around the globe is unprecedented
[1]. This disease’s exponential effect has caused huge
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scale closing of economies, uncomfortable living
adjustments, loss of employment, and the unfortunate
death of loved ones [2]. Specifically, the healthcare
workforce is facing unprecedented pressure from
these stressors, including but not limited to the huge
workload, work incivility, moral dilemmas, inade-
quate personal protective equipment (PPE), virus
exposure, despair, discrimination, and isolation from
family [3]. In this vein, the COVID-19 pandemic
may lead to major challenges in workers’ recruitment
and retention for most industries. Accordingly, Ng
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et al. reported that healthcare workers perceive a high
level of threat of easily spread COVID-19. Healthcare
workers not only face a persistent threat of contract-
ing COVID-19, they also see patients and as well
as their fellow healthcare workers’ deaths on a daily
basis, which is itself a distressing experience. Health-
care workers perceived risk, feelings of helplessness,
and psychological strain have headed them to recon-
sider their career choices [4], which may develop
turnover intention.

Turnover intentions refer to workers’ intention to
start planning and thinking of leaving their present
job and organization for different reasons [5]. Most
healthcare workers working in underdeveloped coun-
tries are at great risk of contracting the virus due to
the absence of proper protective equipment (PPE),
leading to an increase in their intention to quit [3].

Recently many studies have reported that greater
importance given to life satisfaction associated with
positive job-related outcomes during the COVID-19
pandemic situation [6, 7]. In this crucial time, the
study of life satisfaction, or happiness,” has become
a thriving area of research, especially in the field of
organizational behavior [8]. There is evidence that
workers with a high level of life satisfaction are likely
to be highly motivated, and become more efficient
and effective at work, resulting in less likely show-
ing to develop turnover intention [9]. Furthermore,
previous research highlights that life satisfaction is
associated with lower turnover intentions [10, 11],
and in the meanwhile a meta-analysis [12] indicated
that there were only 48 articles published in the area
of life satisfaction until June 2011, when the key key-
word of life satisfaction search in the abstracts of
management discipline in six journals (Academy of
Management Journal, Journal of Applied Psychol-
ogy, Organization Science, Personnel Psychology,
Journal of Management, and Administrative Science
Quarterly). Subsequently, [10] argued that non-work
related well-being (life satisfaction) are significantly
related turnover intention, that was unfortunately
ignored by traditional literature.

Therefore, further research is needed to elucidate
the effect of life satisfaction on turnover intention.
The existing research uses the resource maintenance
model to explicate the psychological mechanism that
life satisfaction is linked to turnover intention, but
we posited that is not ample. Furthermore, Downey
et al. [13] argue that wellbeing has been disputed
in literature and also premised, to some extent,
on the reciprocity norm of the social exchanges.
Subsequently, workers are less likely to show

behavior towards negative workplace outcomes
like turnover intention when they are exchange
relationships by trust [14]. Thus, examining the psy-
chological mechanism between life satisfaction and
turnover intention through social exchange theory
(SET) and resource maintenance model is important
and necessary.

Finally, the literature also specifies that high indi-
vidual turnover intention may cause a range of
problems and unfavorable outcomes for both employ-
ees and organizations, particularly those relating to
the loss of direct as well as indirect cost in human
resource management (HRM) practices [15]. The
traditional turnover models mostly concentrate on
addressing why individuals decide to leave are too
narrow to provide a holistic view [16]. However,
the organizational embeddedness theory can better
explain why people choose to stay with organiza-
tions and has been introduced into the discussion
of turnover issues in recent years [16]. This theory
explicitly highlights the importance of perceptions
on the fits and links between their jobs and sur-
rounding working conditions and implicitly details
what people would lose if they quit [17]. It offers
a comprehensive hypothetical structure that incor-
porates individual insights with the community and
organizational traits to elucidate the aspects con-
fining workers to an explicit atmosphere [18]. We,
consequently, contend that organizational embedded-
ness seems to be appropriate for expounding the
workers’ life satisfaction-trusted climate in our study
contextual, as the uniqueness of the working set-
tings inherent in Muslim values can be presented.
So, this study integrates the perceptions of organiza-
tional embeddedness and workers’ related climate to
explore the mechanisms between life satisfaction —
turnover intention in a developing country, Pakistan
in this pandemic situation.

2. Theoretical background and hypothesis
development

2.1. Life satisfaction and turnover intention

Better life necessarily entails well-being. In the
COVID-19 pandemic, healthcare workers’ thoughts
and feelings about their own lives and surroundings
can be adversely affected by the process [9]. Health-
care workers are worried about losing their jobs.
From the adverse situation perspectives, previous
literature reported that only psychological wellbeing
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serves as an umbrella term for happiness, thriving,
healthy and optimal functioning at both the national
as well as individual levels in both negative and
positive circumstances [19]. Given the importance
of psychological well-being, life satisfaction is a
multi-dimensional construct reflecting the individu-
als’ overall self-assessed appraisals of the quality of
life [20]. As a general construct, different terms are
used to describe the satisfaction of one’s life, such
as “life adjustment, “quality of life, “joy, “happiness,
“morale,” and “life satisfaction.” But, ultimately, all
are related to a person’s overall happiness and satis-
faction in his/her life. Herein, life satisfaction is not
just essential for the employees but also their employ-
ers. As a similar concept has also been reported
by Mobley [21], non-working variables should be
investigated as powerful predictors of turnover inten-
tion. Different other scholars [22–24] found that life
satisfaction is linked with PA (positive affect) and
NA (negative affect). For example, people who had
satisfied with their lives tend to experience more
PA (positive affect) and lower NA (negative affect),
while, people who have dissatisfied with their lives
tend to experience lower PA and more NA, in turn,
we assume that may be its affect turnover intention.
According to the resource maintenance model [25]
which clarifies that the majority of individuals believe
happiness is highly valuable and also stated to main-
tain it whenever possible. In this pandemic context,
the conservation of resource theory states, a contin-
uous shortfall in valued resources ultimately causes
burnout behavior [26]. Moving further, Wright and
Bonett [27] suggested reawakening the traditional
research by scrutinizing the relationship between life
satisfaction turnover intention phenomenon. Hence,
when worker happiness is low in this pandemic situ-
ation, workers might be encouraged to develop their
resources and try to actively manage them. So, all the
above discussions lead to the following hypothesis:

H1: Life satisfaction will be negatively associated
with turnover intention.

2.2. Mediating role of trust

Recent evidence from Hu [28] reveals that create a
trusted climate in hospitals increases the willingness
of healthcare workers to work during the pandemic
situation. Within the hospital context, there is a strong
need to create trust between workers and employers
by providing optimum resources to frontline work-
ers [29]. Trust is defined as “it is a psychological
state comprising the intention to accept vulnerabil-

ity based upon positive expectations of the intentions
or behavior of another” [30]. The extant research
has suggested that trust is a remarkable aspect in
generating good human relationships and social inter-
actions [31] as well as become helpful in providing an
environment in which they feel secure [32]. Another
aspect from the same literature highlighted that trust
might foster collaboration between persons, help to
uphold close connections between individuals, and
which lead to improving workers’ subjective well-
being [28, 33, 34]. Moreover, trust has a significant
predictor of different job outcomes, for example,
commitment, satisfaction, and turnover intentions
[35].

It is clear from the recent literature that the rela-
tionship exists between employee well-being and
trust climate [13] and adverse situation (i.e., turnover
intention). As SET [36] further provides the basic
understanding of worker attitude by focusing on trust.
Drawing on SET, this study endeavors to scrutinize
the controversial understanding of the virtue of well-
being literature. SET is explicated the importance
of general exchange or favorable action “initiated
by an organization’s treatment of its workers, with
the expectation that such treatment will be eventu-
ally reciprocated” [37]. Concisely, individuals who
feel satisfied or happy to reciprocate by exhibiting an
additional positive behavior at work for the reason
that when they are receiving favorable climate and
necessary benefits; on the other hand, they also review
their job attitudes negatively in reaction to unfavor-
able conduct [38]. So, trust increases or decreased
through reciprocal exchange between persons. Fol-
lowing the logic of SET, we expect that individuals
with higher levels of life satisfaction are expected
to have a positively associated with norms of reci-
procity and trust [39], which is an important predictor
of turnover intention [35] in this pandemic situation.
Thus, we follow:

H2: Trusted climate will mediate the association
between life satisfaction and turnover intention.

2.3. Moderating role of job embeddedness

In the context of COVID-19, Mancini and Policy
[40] reported that “we must remain vigilant to the
potential harms, but we should not lose sight of the
ways the pandemic may positively impact social and
psychological functioning” (p. S16). In this vein, Lau
and Yang [41] stated that during the Severe acute res-
piratory syndrome (SARS) epidemic in Hong Kong
in 2003, people are reported highly embedded in their
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settings. From this angle, we propose that job embed-
dedness also plays an important role in the COVID-19
pandemic.

Job embeddedness can be defined as the collec-
tive forces that keep an individual from leaving his
or her job [42]. Whereas, job embeddedness theory
argues that how employee perception fit with their
environment, understanding links to those around
them, as well as what they would lose if they quit
[16]. Evidence suggests that job embeddedness pro-
vides a sound theoretical structure to explicate why
employees stay with the organization and integrat-
ing the perceptual, social, and organizational aspects
that decrease employee retention [43]. As job embed-
dedness is conducive to employee turnover intention
[44], and in a meta-analysis was specifically called
moderator to play a significant role in turnover inten-
tion study [45]. Further following, the perspective
of the interaction that based on the ongoing multi-
directional practices of the individual by situational
interactions [46], from this perspective we expect
that job embeddedness is also different based on the
individual interactions that moderates the associa-
tion between life satisfaction and trust climate in the
COVID-19 pandemic. Thus, the next hypothesis as
follows:

H3: Job embeddedness moderates the association
between life satisfaction and trusted climate, such that
this association is stronger when job embeddedness
is higher.

In addition, based on the associations anticipated
in Hypotheses 2 and 3, we propose that the mediated
association between life satisfaction and turnover
intention through trusted climate will be contingent
on job embeddedness [47]. Thus, the next hypothesis
is as follows:

H4: The indirect association between life satis-
faction through trusted climate is moderated by job
embeddedness, such association is stronger when job
embeddedness is higher.

3. Meterial and methodos

3.1. Sample and procedure

Data for the current research were collected from
public healthcare workers working in seven differ-
ent private-public hospitals located in Pakistan. We
selected public healthcare workers who deployed
in special COVID-19 emergency wards in response
to the COVID-19 pandemic. The questioners were

distributed with the help of the Human Resource
Departments of these hospitals. Participants com-
pleted the questionnaire anonymously and returned
it to the Human Resource Department on their own
time. To minimize the presence of response distortion
[48], respondents assured the confidentiality of their
responses.

A total of 520 public healthcare workers completed
the survey questionnaire. Of 550 workers’ ques-
tionnaires distributed, 520 responses were collected
successfully, resulting in a response ratio of 94 per-
cent. In this sample, 274 participants (52.70 percent)
were from the frontline nurses, and the remaining 246
(47.30 percent) were from the emergency medical
personnel. Male and females made up approximately
55 and 45 percent of the sample, respectively. Finally,
the average tenure in the organization was five years
(range from four months to 18 years).

3.2. Ethical consideration

The study was conducted through the proper chan-
nel by getting approval from the University Ethical
Committee (reference # 2021-01-04/05). All the par-
ticipants were giving them informed before the start
of the questionnaire. The names of the participants
were coded (e.g. CP1, CP2) and kept confidential.

3.3. Measures

Responses to the four scales included to assess life
satisfaction, job embeddedness, trust, and turnover
intention were measured using a five-point Lik-
ert scale ranging from 1 (strongly disagree) to 5
(Strongly agree).

3.3.1. Life satisfaction
The construct was measured by five items of a

scale developed by Diener, Emmons [49]. This scale
was widely used for cognitive state measure encom-
passes a general assessment of one’s life. Sample
items include “So far I have gotten the important
things I want in life,” “The conditions of life are
excellent,” and “In most ways, my life is close to
my ideal”. The Cronbach’s � for this scale was 0.86.

3.3.2. Job embeddedness
The construct was measured by seven items of a

scale developed by Crossley, Bennett [50]. Example
items include “It would be difficult for me to leave
this organization,” “I am too caught up in this orga-
nization to leave,” and “I am tightly connected to this
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organization”. The Cronbach’s � for this scale was
0.93.

3.3.3. Trust
This construct has been measured with the scale

developed by Donovan, Drasgow [51]. Two of the
fourteen items are “Workers are treated fairly,” and
“Workers complaints are deal with effectively”. The
Cronbach’s � for this scale was 0.95.

3.3.4. Turnover intention
The turnover intention has been measured with a

scale developed by Crossley, Grauer [52]. Two of the
five items Sample items are “I plan to leave the orga-
nization in the next little while,” and “I may leave this
organization before too long”. The Cronbach’s � for
this scale was 0.90.

3.3.5. Control variable.
Demographic variables are mostly included as con-

trol variables in the turnover intention model [5].
Thus, we included the following three variables rep-
resenting gender, marital status, and department of
workers as control variables for the analysis.

4. Results

4.1. Confirmatory factor analysis

A confirmatory factor analysis (CFA) was con-
ducted using AMOS on our proposed four-factor
model (job embeddedness, turnover intention, life
satisfaction, trust) to test the construct validity. We
first examined our four-factor baseline model (Model

1). To assess the model’s goodness-of-fit χ2, CFI,
RMSEA, and TLI indices were applied. Further,
we compared the four alternative or nested models
(model 2–5) to the baseline four factors (Model 1).
Whenever we compared the alternative model with
the baseline model, we used χ 2 difference tests that
guide us to which model is the best fit to the data
suggested by Anderson and Gerbing [53].

Table 1 presents the CFA results of the proposed
model. As shown in Table 1, the all the alternative
models’ results showed significantly poorer fit than
the four-factor baseline model, as to confirm from
significant χ2 difference tests. The baseline model
showed best fit the data (χ2 = 1031.03, df = 428,
RMSEA = 0.05, IFI = 0.94, TLI = 0.93, CFI = 0.94).
Hence, these results suggest adequate construct valid-
ity between the study variables.

4.2. Descriptive statistics

Descriptive statistics means standard deviations,
alpha reliabilities, and correlations for the study vari-
ables are shown in Table 2. Bivariate correlation
shows that life satisfaction was positively associ-
ated with trust climate (r = 0.39, p < .01) and turnover
intention (r = –0.28, p < .01). Likewise, trust climate
was negatively associated with turnover intention
(r = –0.54, p < .01). These results provide prelimi-
nary support for the proposed moderated mediation
hypothesis.

Table 1
Comparisons of measurement models

Model # Total factors χ2 df �χ2 �χ2 TLI IFI RMSEA CFI

Model 1 Four-factor target model 1031.03∗∗∗ 428 0.93 0.94 0.05 0.94
Model 2 Three-factor model A 1786.16∗∗∗ 431 755.13 755.13 0.84 0.85 0.09 0.85
Model 3 Three-factor model B 2993.29∗∗∗ 431 1207.13 1207.13 0.70 0.73 0.11 0.72
Model 4 Two-factor model 3641.08∗∗∗ 433 647.79 647.79 0.64 0.66 0.13 0.66
Model 5 One-factor model 4430.79∗∗∗ 434 789.71 789.71 0.54 0.57 0.14 0.57

Note. N = 520∗∗∗ p < 0.001, Cronbach alpha reliabilities for observed variables are in the diagonal

Table 2
Descriptive statistics and bivariate among the study variables

Variables Mean SD 1 2 3 4 5 6

1. Life satisfaction 3.59 1.22 (0.86)
2. Trust 3.71 1.07 0.39∗∗ (0.95)
3. Job embeddedness 3.84 0.95 0.32∗∗ 0.31∗∗ (0.93)
4. Turnover intention 2.65 0.99 –0.28∗∗ –0.54∗∗ –0.26∗∗ (0.90)
5. Gender 0.55 0.49 –0.05 –0.08 –0.05 –0.02
6. Marital status 0.72 0.45 0.09 0.11∗ –0.03 –0.15∗∗ –0.07
7. Department 0.47 0.50 –0.06 –0.03 –0.05 0.04 –0.08 0.07

Note: N = 520, ∗∗p < 0.01, ∗p < 0.05.
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Fig. 1. A proposed moderated mediation model.

4.3. Hypotheses testing

For testing the hypotheses, we conducted a series
of multiple regression analyses by putting the control
variables and study variables in different steps. To
test the hypotheses (1–2), we entered control vari-
ables into the model in the first step, next by the
predictor variable of life satisfaction in step 2, and
lastly, the mediator (trust climate) was entered into the
model to examine the mediation impact. As displayed
in Table 3, life satisfaction had a negative impact
on workers’ turnover intention (� = –0.22, p < .001).
Hence, these results support hypothesis 1.

To predict hypothesis 2, we followed [54] sugges-
tion for testing and reporting mediation. As can been
seen Table 3, life satisfaction was positively related
to trust climate (� = 0.34, p < .001). Furthermore, the
relationship between life satisfaction and workers’
turnover intention became insignificant significant
when the trust enters into the model (� = –0.06, ns),
whereas trust climate was found to be negatively asso-
ciated with workers’ turnover intention (� = –0.47,
p < .001). Hence, our prediction of the mediation was
found full support for hypothesis 2.

Hypothesis 3 predicted that job embeddedness
moderates the association between life satisfaction

Fig. 2. Moderating role of job embeddedness between life satis-
faction and trust climate.

and trust climate. We centered life satisfaction,
job embeddedness to reduce multicollinearity often
associated with their interaction terms [55]. The
job embeddedness×life satisfaction interaction term
was significant for workers related to trust climate
(� = 0.19, p < .001).

As shown in Fig. 2, the nature of the significant
interaction was scrutinized by plotting scores with
one SD below and above the mean from the moderator
[55]. Figure 2 reveals that the association between life
satisfaction and workers’ trust climate was more posi-
tive and significant when job embeddedness level was
high (� = 0.52, p < .001) and also significant when
job embeddedness level was low (� = 0.12, p < .001).
Thus, these results support hypothesis 3.

Table 3
Hirarchical regression analysis results

Turnover intention Trust

Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

Control effect
Marital status –0.33∗∗ –0.28∗∗ –0.19 0.27∗ 0.19 0.22∗ 0.18
Gender –0.04 –0.07 –0.13 –0.17 –0.13 –0.11 –0.14
Department 0.10 0.06 0.05 –0.10 –0.04 –0.02 –0.05
Main effect
Life satisfaction –0.22∗∗∗ –0.06 0.34∗∗∗ 0.28∗∗∗ 0.27∗∗∗
Mediating effect
Trust –0.47∗∗∗
Moderating effect
Job embeddedness 0.24∗∗∗ 0.33∗∗∗
Interactions effect
Life satisfaction×job embeddedness 0.19∗∗∗
R2 0.03 0.10 0.31 0.02 0.17 0.21 0.26
�R2 –0.03∗ 0.07∗∗∗ 0.22∗∗∗ 0.02∗ 0.15∗∗∗ 0.04∗∗∗ 0.50∗∗∗
F 3.41∗ 10.97∗∗∗ 37.49∗∗∗ 3.36∗ 20.66∗∗∗ 21.66∗∗∗ 23.81∗∗∗

Note: N = 520; ∗∗∗p < 0.001; ∗∗p < 0.01; ∗p < 0.05.
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Table 4
Analysis of simple effects

Life satisfaction (X) −→ Trust climate (M) −→ Turnover intention (Y)

First stage Second stage Direct effect Indirect effect

Variable PMX PYM PYX PMX × PYM

Trust climate
Low trust climate (–1SD) 0.10∗∗ –0.19∗∗ 0.25∗∗ –0.02∗∗
High trust climate (+1SD) 0.46∗∗ –0.51∗∗ –0.39∗∗ –0.23∗∗
Difference 0.36∗∗ –0.32∗∗ –0.64∗∗ –0.21∗∗

Note: ∗∗p < 0.01; PMX = path from life satisfaction to trust climate; PYM = path from trust climate to turnover intention; PYX = path from
life satisfaction to turnover intention.

Hypothesis 4, anticipated that the job embedded-
ness moderates the mediating linkage of life satis-
faction-workers’ turnover. We used the moderated-
mediation analytical method to examine this
hypothesis that was suggested by Edwards and Lam-
bert [47]. This method scrutinizes the mediator and
moderator simultaneously in a path analytic outline,
that is the first stage moderated mediation model
which infers all three stages of the mediation process
can be adjusted by the moderators.

We employed constrained nonlinear regression
(CNLR) to estimate the coefficients from 1,000
bootstrap samples. Next, we put these estimated coef-
ficients into the Microsoft Excel file (i.e., syntax)
developed by Edwards and Lambert [47] to compute
all effects and paths (i.e., direct, indirect, total), and
also compute the differences between each effect and
path across 1 SD above and below the mean from the
moderator variable.

The results in Table 4 exposed that the indirect
relationship between life satisfaction and turnover
intention via trust climate was significant for both
high and low job embeddedness (� = –0.23, p < .01;
� = –0.02, p < .01). However, the conditional indirect
relationship between high and low was significantly
different (�� = –0.21, p < .01). Hence, these results
support hypothesis 4. Furthermore, first-stage mod-
eration result (�� = 0.36, p < .01), proposing that life
satisfaction interacts with job embeddedness to pre-
dict workers’ trusted climate, which, in turn, affects
worker turnover intention. Thus, these results receive
further support for hypothesis 4.

5. Discussion

This study examined the effect of life satisfac-
tion on workers’ turnover intention via data gathered
from healthcare workers in Pakistan. In particular,
we explored the mediating role of trusted climate
on workers’ life satisfaction and turnover intention

phenomenon and the moderating role of job embed-
dedness in influencing the median. Further, we find
that this research contributes to the life satisfaction
and turnover intention literature in several ways.

The results emerging from this research would
give a better understanding to healthcare executives
on how to increase workers’ life satisfaction and
decrease turnover intention via trusted climate and
job embeddedness among the healthcare workers.
The key findings of this research are discussed as
follows.

First, previous literature suggested that workers’
well-being has been disputed in the literature [13],
paid scant attention to workers’ well-being concep-
tion as compared to other satisfaction [12]. In respect
to the prior body of research found that trust has
an important predictor to successful negotiations and
conflict management efforts [56], and it has a con-
trol influence on disputants’ reactions to settle these
disputes as a mediator [57].

According to our knowledge, this study evinces
the first in-depth investigation of the relationship
between life satisfaction and turnover intention in the
COVID-19 pandemic. So, this study contributes to
the literature by providing back for the efficacious-
ness of life satisfaction at the workers’ general level.
The findings of this study showed that due to the
fear of COVID-19 healthcare workers have shown a
lower level of satisfaction in their and higher level of
turnover intention. This turnover intention is higher
because of the fear of COVID-19 which may interfere
with employees’ productivity and leading to the lower
level of satisfaction in their life as well. This finding
is supported by previous work [3], where employees
feel highly distressed and insecure in adverse working
situations.

Next, consistent with our assumed model, as per
our results, trust climate indeed plays a key role
as a mediator influencing the associations of life
satisfaction and turnover intention. Specifically, we
explore the climate in which workers interact with
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their colleagues and advocate that life satisfaction
will lead to a climate that workers perceive as high in
trust. Employing SET [36] as the theoretical context,
we found that creating a trust-related environment
in organizations will provide a mechanism through
which workers satisfied from life can contribute to
deterring a turnover intention in healthcare workers.

A key challenge faced by organizations is that
how they can create environments where workers
feel secure and experience trust [58]. For example,
organizations that do not form a trust-related atti-
tude with workers basically, create a foundation for
burnout [59, 60]. We recommend that the relation-
ship between life satisfaction and trust climate will
be elevated in the existence of a higher level of work-
ers’ job embeddedness. Because job embeddedness is
the concept that guides the workers’ behavior accord-
ing to the surrounding through the support systems
at the workplace, hence embedding the workers into
the organization [61]. So, in terms of understanding
why job embeddedness is important in the organiza-
tional context, our study adds further. Overall here, by
addressing the fear of COVID-19, creating a trusted
and embedded climate among healthcare workers
will be the increase satisfaction in their lives and
decreased turnover intention.

This study provides further guidance for hospital
management and policymakers in supporting health-
care workers during adverse working situations. For
example, hospital management needs to introduce
training programs and online webinars to enhance
the capacity of healthcare workers to effectively take
care of COVID-19 patients and as well as themselves.
These awareness-related programs are building a
trust-related climate among healthcare workers. Fur-
thermore, when healthcare workers will get support
from the organization and colleagues that will ulti-
mately keep them embedded in the workplace. These
are the different resources including information,
support, and trust in management will enance sat-
isfaction in their lives and keep performing them at a
job.

Similar to other studies, this study also suffered
from some limitations. Firstly, we used only a single
source of data collection, namely self-reported mea-
sures. However, in methodological terms, the results
might find mono-method bias within investigated
variables through high correlations. Different other
studies have shown that such kind of bias very few
likelihoods against assuming [62]. To reduce such
kind of business, future research should be carried out
by using multiple sources in organizations. Secondly,

the generalizability of our findings may be contami-
nated by the population’s sample. Because this study
was conducted in Pakistan healthcare workers. The
findings of this study may be generalized only to the
participants included in this study. So, it might be
the results of this study with caution as a cultural
comparison of healthcare workers’ experience of one
country had very from other countries. Hence, future
research should be considered workers’ well-being
and turnover intention in worldwide contexts. As we
know this pandemic situation is not only limited to
one country.

6. Conclusion

The theory and findings suggest that how life
satisfaction and job-embedded interact to build trust-
based relationships with their healthcare workers that
become helpful in deterring the adverse effect of
workers turnover intention. Thus, to create and retain
a healthy workforce, organizations must adopt poli-
cies that assist them to enhance workers’ well-being
in organizations.
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