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 This research aims to find out whether there is an influence 
supervisor support and work life balance on employee turnover 
mediated by work engagement. The research was conducted on 
70 employees of an established noodle restaurant. The 
analytical method used is quantitative. The results of this study 
indicate that Supervisor Support has no effect on employee 
turnover. Supervisor Support has an influence on work 
engagement. Work life balance does not affect employee 
turnover. Work life balance has no effect on work engagement. 
Work engagement influences employee turnover. This means 
that increasing supervisor support will have an impact on 
employee turnover which is mediated by work engagement.  
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1. INTRODUCTION  

In the competitive business era, companies in various industrial sectors face big 

challenges in retaining qualified and talented employees. One indicator of organizational 

success is the employee turnover rate . High turnover rates can have a negative impact 
on a company's productivity, sustainability and reputation. Therefore, understanding the 

factors that influence an employee's decision to stay or leave an organization is very 

important(Situmorang et al., 2023) 

(Pattnaik & Panda, 2020)provide an understanding of turnover Intention is an 

employee's plan to stop working, (Ilyas et al., 2020)providing an understanding of 

turnover Intention is an employee who intends to leave the company. Turnovers Intention 
refers to the possibility of an employee leaving his current job (Ngamkroeckjoti et al., 

2012) (Ilyas et al., 2020) provide an understanding of supervisor support is support from 

supervisors to help with problems that employees have. (Pattnaik & Panda, 2020)Provide 

an understanding of supervisor support is an employee's perception that supervisors 

support and care about employee welfare. According to (Andrew & Sofian, 2012), work life 

balance is an employee's ability to perform their job role. Engaged employees express 
their authentic selves through physical engagement, cognitive awareness, and emotional 

http://iocscience.org/
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connection. On the contrary, many people today, do not have the opportunity to choose 

the ideal job and have to take work as a necessity. According to(Memon et al., 2016) work 

Engagement is a positive, satisfying and work-related mental state characterized by vigor , 

dedication and absorption . (Pattnaik & Panda, 2020)explain the definition of work 
Engagement is the emotional closeness felt by employees when working at a company. 

Human capital is one of the main components of intellectual capital ( intangible 

assets ) owned by the company. Even though human capital can encourage a company's 

competitiveness, unfortunately in many companies human resources rarely receive 

primary attention. Many company leaders are less aware that the profits obtained by the 

company actually come from human capital , this is because company activities are 
viewed more from a purely business perspective. Corporate leaders do not see their 

company as a unit containing unique knowledge and skills, or a unique set of business 

assets that can differentiate their products or services from those of their competitors. 

Human capital is important because it is a source of innovation and strategy renewal 

which can be obtained from brainstorming through research, management dreams, 
processes reengineering , and improving or developing workers' skills(Taufik et al., 2023) 

Based on the phenomenon from the results of interviews conducted with owners 

and employees of established noodle restaurants in 2022, it was found that every 

January, April , a total of 9 employees leave and receive 100% reward with the statement 

that it is fulfilled in the sense that the reward is completely reduced to employees 

because the KPI value is in accordance with company provisions. And in the months of 
February , March, June , July , September , November and December , a total of 16 

employees left and received 50% rewards with information fulfilled but only half of the 

rewards were distributed to employees. And in the months of May , August and October , 

a total of 17 employees left and received a 0% reward with the statement that it was not 

met because the KPI value for that month did not comply with the company's provisions 
so they did not receive a reward in that month . If every the month No fulfil targeted the 

so performance employee will decreased and feeling not enough comfortable in 

environment company , which resulted connection between employees and superiors No 

familiar because often no appropriate work like No meet the targets that cause seldom 

communicate . That matter impact on employee personality For go out from the Company 

Obtaining quality human resources. Rewards that are high enough are needed to 
attract applicants. Pay levels must be responsive to labor market supply and demand as 

employers compete to get the desired employees. If the outlet gets a 100% reward then 

40% goes to marketing and 60% goes to operations and this reward , even if it reaches 

100%, is for the nominal amount of the reward. It depends on the target that has been 

set by the outlet each and if you only get 50% it will be divided for operations only 
without sharing profits with marketing . And sometimes rewards are not fulfilled if the 

reward exceeds the time limit set by the company 

This research helps analyze the support of the hierarchy and the benefits the 

company provides. This study shows that perceived supervisor support is important in 

retaining employees in the organization. Good employee perceptions of superior support 

always maintain employee loyalty . Obtaining quality human resources. High enough 
rewards are needed to attract applicants. Pay levels must be responsive to labor market 

supply and demand as employers compete to get the desired employees (Suyono et al., 

2022). This will have an impact on reducing employee turnover . The turnover rate will 

decrease if employees' perceptions of support from their superiors are also good. (Nur 

Mahmudah, n.d.)In this research, the work variable Engagement is used as a mediating 

variable between supervisor support and work-life balance on employee turnover . 
Previous research shows that creating meaning at work is important for people at work 

(Jung & Yoon, 2021). Research (Wu et al., 2018)confirms that meaningfulness is closely 

related to several career outcomes, such as overall life satisfaction. Therefore, receiving 

good support from colleagues can make employees feel more connected and immersed in 
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work that they find meaningful, and can encourage employees to further increase their 

professional engagement (Masyitha & Faizah, 2022)Regarding the existence of employees' 

attachment to work-life balance and turnover intention, research which is conducted 

by(Iddagoda et al., 2021) showed that there was no mediating effect of work engagement 
on the influence of work-life balance on intention to quit.  

In previous research(Lin et al., 2011) we analyze the mediating effect of work 

engagement on employee turnover intention. This research aims to empirically investigate 

how difficulties in maintaining social distancing during the pandemic can affect 

employees' work attitudes and careers. Competitive companies seek to retain talent and 

increase their commitment to work. Increased work engagement increases employee 
efficiency. Work engagement consists of three components: motivation, dedication, and 

commitment (Harju et al., 2016). Work Engagement is characterized by the desire to work 

with energy and dedication so as to be able to overcome turnover intention because 

employees do not stop working at the company(Memon et al., 2016) Work Engagement 

can be seen from employees' desire to work more optimistically so they are able to 
overcome turnover intention because employees will work more productively within the 

company (Dominic, 2019).  

The urgency of this research to determine the effect of supervisor support and 

work life balance on employee turnover which is mediated by work engagement. In 

previous research (Lin et al., 2011) we analyzed the mediating effect of work engagement 

on employee turnover intentions. This research aims to empirically investigate how 
difficulties in maintaining social distancing during the pandemic can affect employees' 

work attitudes and careers. Competitive companies seek to retain talent and increase 

their commitment to work. Increased work engagement increases employee efficiency. 

Work engagement consists of three components: motivation, dedication, and commitment 

(Harju et al., 2016) 
 

2. RESEARCH METHOD  

 
Picture . 1. Design Analysis 

This relselarch is classifie ld as associative l relselarch (re llationship), which is re lselarch 

that aims to de ltelrminel thel rellationship be ltweleln two or more l variablels.(Yayuk & 

Sugiyono, 2019). The l relselarch modell is as follows.  

 

Picture . 2. Analysis Model 

Study This use approach quantitative . The research location was taken in the 

Sidoarjo area for the reason that in Sidoarjo there are many supervisor changes and 
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turnover rates her breasts are still high. Population in study This is employee Well - 

established noodle restaurants numbering 1,00 . Retrieval technique sample in study 

This using purposive sampling. The criteria used in this research are men and women 

who are permanent employees, aged 20 - 30 years, have worked at least 1 year. Samples 
used is employee part operations totaling 70. Reason for taking sample in section 

operational is exists high turnover . Study use method data collection using 

questionnaires and data collection instruments scale likert . Deep data analysis 

techniques study This using part analysis . Software used _ is SmartPLS version 4.0 

(Hair & Alamer, 2022) .  

3. RESULTS AND DISCUSSIONS  
3.1 Outer Model Dan Inner Model 

 
 
 

Outer Model is the relationship between the estimated parameters or indicators 

and the measurement model (latent variable). Factor Loading Value with conditions >0.7. 

 
Figure 2. Inner Model 

 

Evaluation of the structural model (inner model) is carried out to ensure that the 
structural model built is robust and accurate. The analysis stages carried out in the 

structural model evaluation are seen from several indicators, namely: Collinearity, 

Coefficient of Determination (R)2, Goodness of Fit (GoF) Assessment. 

 

3.2 Outer Model Assessment 

Oultelr Modell is thel rellationship beltweleln thel elstimateld parameltelrs or 
indicators and thel melasulrelmelnt modell (latelnt variablels). Thel oultelr modell 

asselssmelnt has threlel critelria, namelly compositel relliability or Cronbach alpha, 

discriminant validity, and convelrgelnt validity 
 

Table 1. Outer Loading Values 
Code X1 X2 Y Z 

X1_1 0.875    

X1_2 0.762    
X1_3 0.785    
X2_1  0.764   

Figure 1. Outer Model 
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X2_2  0.851   
X2_3  0.849   

Y1_1   0.808  
Y1_2   0.863  

Code X1 X2 Y Z 

Y1_3   0.817  
Z1_1    0.823 
Z1_2    0.894 

Z1_3    0.776 

Soulrcel: Smart PLS 4.0 Program Oultpult, 2023 

 

Baseld on Tablel 1, ovelrall thel oultelr loading valulel of elach relflelx construlct 

has a loading valulel> 0.7 so that thel modell is delclareld to havel melt thel critelria for 

good convelrgelnt validity 
 

3.3 Discriminnt Validity 
This selction will de lscribel thel relsullts of the l discriminant validity te lst. The l 

discriminant validity te lst ulsels thel cross loading valu lel. An indicator is de lclareld to melelt 

discriminant validity if the l cross loading valu lel of thel indicator on its variable l is thel 

largelst compare ld to othe lr variable ls. The l following is the l cross loading valu lel of elach 

indicator: 
 

Table 2. Cross Loading . 
Code X1 X2 Y Z 

X1_1 0.875 0.488 0.297 0.796 
X1_2 0.762 0.517 0.278 0.495 
X1_3 0.785 0.532 0.348 0.525 

X2_1 0.400 0.764 0.345 0.361 
X2_2 0.652 0.851 0.430 0.582 
X2_3 0.454 0.849 0.414 0.497 
Y1_1 0.391 0.354 0.808 0.603 

Y1_2 0.328 0.480 0.863 0.575 
Y1_3 0.215 0.370 0.817 0.487 
Z1_1 0.708 0.401 0.452 0.823 

Z1_2 0.696 0.572 0.504 0.894 
Z1_3 0.524 0.507 0.706 0.776 

Source: Smart PLS 4.0 Program Oultpult, 2023 

 

Baseld on table l 3, above l statels that the lrel arel selvelral indicators on the l relselarch 

variablels that have l a smallelr cross loading valu lel compareld to the l cross loading valu lels on 

othelr variable ls so that the ly mulst bel known and obse lrveld fulrthe lr. Anothe lr way to 
melasulrel discriminant validity is to look at the l sqularel root valulel of ave lrage l variance l 

elxtracteld (AVE l). The l relcommelndeld valulel is above l 0.5 for a good mode ll. The l nelxt telst is 
thel composite l re lliability of the l indicator block that me lasulrels the l construlct. A construlct is 

said to bel relliablel if thel compositel relliability valulel is abovel 0.60.  The ln it can also be l 

seleln by looking at the l relliability of the l construlct or late lnt variable l which is melasulreld by 

looking at thel Cronbachs alpha valu lel of the l indicator block that me lasulrels thel construlct. 

A construlct is delclare ld relliablel if the l Cronbachs alpha valulel is above l 0.7. following is a 

tablel of loading valu lels for the l relselarch variable l construlcts relsullting from ru lnning the l 
Smart PLS program in the l nelxt tablel: 

 
Table 3. Construct Reliability and Validity 

  
Average Variance 

Extracted(AVE) 

Composite 

Reliability 
Crombach's Alpha 

X1 0.654 0.776 0.739 
X2 0.677 0.785 0.764 

Y1 0.689 0.777 0.774 
Z1 0.693 0.777 0.776 

Source: Smart PLS 4.0 Program Oultpult, 2023 
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Baseld on table l 3, above l shows that the l Avelragel Variancel E lxtracteld (AVE l) of elach 
variablel, namelly workload, bulrnoult, role l stre lss has a construlct> 0.50, me laning that all 

construlcts arel relliable l. Thuls it can bel stateld that elach variable l has high discriminant 
validity. While l it can be l seleln in table l 3, above l thel composite l re lliability valulel of elach 

variablel shows a constru lct valulel> 0.60. The lsel relsullts indicate l that e lach variable l has melt 
thel compositel relliability so that it can be l concluldeld that all variable ls havel a high lelvell of 
relliability. Fulrthelrmore l, in table l 3, abovel thel Cronbachs alpha of elach variablel shows a 

construlct valulel> 0.70, thu ls thelsel relsullts indicate l that elach relselarch variable l has melt 

thel relqulirelmelnts for the l Cronbach's alpha valu lel, so it can be l concluldeld that all variable ls 

havel a high lelvell of relliability. So it can be l concluldeld that thel indicators u lseld in this 

stuldy havel high discriminant validity in compiling the lir relspelctivel variablels. 
 

3.4 Inner Model Analysis 

a. Collinearity  

A variablel can bel ulseld in a modell if thelrel is no high collinelarity with a VIF 

value> 5 theln thel variablel mulst bel relmoveld from thel relselarch modell. 
 

Table 4. Collinearity Statistics 
  VIF 

X1_1 1.576 
X1_2 1.425 
X1_3 1.437 
X2_1 1.485 

X2_2 1.539 
X2_3 1.669 
Y1_1 1.492 
Y1_2 1.752 

Y1_3 1.603 
  VIF 

Z1_1 1.934 
Z1_2 2.307 

Z1_3 1.397 

Source  :Smart PLS 4.0 Program Output, 2023 

 

Baseld on tablel 4 abovel, it statels that thel variablels for which elach indicator 

has beleln itelrateld do not havel high collinelarity belcaulsel thel VIF valulel for elach 

variablel is not> 5. 
 

b. Coefficient of Determination (R )2 

Baseld on data proce lssing that has be leln carrield oult ulsing the l SmartPLS 4.0 
program, the l R Sqularel valulel is obtaineld as follows: 

 
Table 5. R-Square Results 

  R- square 

Y1 0.533 
Z1 0.616 

Source : Smart PLS 4.0 Program Output , 2023 

 

Based on table 5, above showing that R Square value for variable Y is 0.533. 

Acquisition the explain that percentage the magnitude of Y is 0.533 % means the role 
stress variable provides influence against burnout of 5.33% and the remaining 95.67% is 

influenced by variables other . Whereas that R Square value for variable Z is 0.616. 

Acquisition the explain that percentage the magnitude of Z is 6.16%. This matter means 

variable X 1, and Z have an effect to Z is 6.16% and the remaining 93.84% is influenced 

by variables other . 
 

 



Mantik  ISSN 2685-4236 (Online)  

Muchammad Choirul Anam, Supervisory influence support and work life balance on employee 

turnover is mediated by work engagement at Mie Mapan restaurant 

3161 

c. Goodness of Fit (GoF) Assessment 

You can test the goodness of fit of the model seen from NFI value ≥ 0.752 is 

declared fit. Based on data processing that has been done done with use progrsm 

SmartPLS 4.0 obtained Model Fit value as following : 
 

Table 6 . Fit Models 
  Saturated Model Cut Off Value Discussion 

SRMR 0.105 ≤0,10 Fit 
NFI 0.605 0-1 Fit 

 

The results of the goodness of fit test of the PLS model are in table 6 below show 

that NFI value of 0.607 means FIT. With thereby from results the can concluded that 
model in study This has has a high and appropriate goodness of fit used For test 

hypothesis study . 

 

3.5 Testing Hypothesis  

a. Hypothesis Testing 

Aftelr asselssing thel innelr modell, thel nelxt thing is to elvalulatel thel 

rellationship beltweleln latelnt construlcts as hypothelsizeld in this stuldy. Hypothelsis 
telsting in this stuldy was carrield oult by looking at T-Statistics and P-Valulels. Thel 

hypothelsis is delclareld accelpteld if thel T-Statistics valulel> 1.96 and P-Valulels <0.05. 

Thel following arel thel relsullts of thel direlct influlelncel Path Coelfficielnts: 
 

Table 7. Path Coefficients ( Effect Direct ) 

Source : Smart PLS 4.0 Program Output, 2023 

 

Based on table 7, above show that variable X1 has an effect negative significant to 

variable Y1 is viewed from original sampling and sample values in the table on . Whereas 

variables X2 on Y1 and X2 on Z1 have an effect positive No significant matter This seen 

from P-Values . The variables X1 on Y1 and Z1 on Y1 have an effect positive significant T-

Statistics value <1.96 and P-Values <0.05 . 
 

Table 8. Path Coefficients ( Indirect Influence ) 

 

 

 

 

 
 

Based on table 8, above show that Supervision support - > Work Engagement -> 

Turnover Intention -> influence positive significant matter This Can seen from T-

Statistics value <1.96 and P-Values <0.05. Whereas For the variable Work Life Balance - 

> Work Engagement -> Turnover Intention has an effect positive No significant Can seen 

from P-Value value >0.05 
 

 

 Original 
Smpling (O) 

Sampel 
Mean (M) 

Standard 
devitation 
(STDEV) 

T Statistics 
(|OSTDEV|) 

P Values 

X1 -> Y1 -0.445 -0.435 0.179 2.489 0.013 
X1 -> Z1 0.653 0.668 0.111 5.904 0.000 
X2 -> Y1 0.247 0.264 0.137 1.810 0.070 

X2 -> Z1 0.188 0.179 0.132 1.426 0.154 
Z1 -> Y1 0.866 0.858 0.138 6.255 0.000 

Indirect Effect 
Original 

Sampling (O) 
Sample 

Mean (M) 

Standard 

devitation 
(STDEV) 

T Statistics 
(|OSTDEV|) 

P Values 

X1 -> Z1->Y1 0.566 0.573 0.134 4.206 0.000 

X2 -> Z1 -> Y1 0.163 0.152 0.115 1.414 0.157 
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3.6 Discussion 

a. Supervisor support has no effect on employee turnover in established noodle 
restaurants 

Based on the results of the supervisor's analysis support has no influence on 

employee turnover in established noodle restaurants . Supervisor support is possible 

interpreted the extent to which the supervisor behaves with method optimizing use 

knowledge , skills and attitudes employees acquired _ in on- the- job training , for 

example : Support from supervisors in established noodle restaurants has no effect on 
employee leaving because established noodle restaurants are very supportive of staff 

especially in employee rights and careers . Leaders at established noodle restaurants also 

facilitate their employees to advance to higher levels by providing training according to 

the relevant division . 

The results of this research are in line with research by Kalidass & Bahron (2015) 
which found that supervisor support had a negative effect on turnover intention in hotel 

employees. According to Maertz et al. Likewise, research from Taufiq (2017) and Arici 

(2018) shows that supervisor support has a negative effect on turnover . intention . The 

research concluded that the lower the employee's perception of supervisor support, the 

higher the turnover employee's intention or desire to leave their job. As explained by 

Dwivy (2023:52) in the book entitled Supervisor: Roles, Responsibilities and Skills in 
Management, it is explained that the Supervisor is responsible answer For manage hope 

from various parties , incl management , employees and their teams Alone . They must 

can communicate realistic expectations and managing _ different expectations . _ Apart 

from that , supervisors must also guard motivation member team to stay motivated and 

performant high , though in challenging situation . _  
 

b. Supervisor Support influences work Engagement 

Based on results analysis of known data that supervisor support give influence to 

work engagement at an established noodle restaurant . D is defined supervisor support 

as view general from employee about the extent to which the supervisor appreciates 

contribution them and care about health , interests , and well-being they . . This happens 
because supervisor support is very influential on work involvement because in 

established noodle restaurants work involvement is very important for employees, 

especially operational staff , because if there is no recognition of work involvement for 

employees then the employees feel they are not considered by the leaders in the noodle 

restaurant. established. 

The results of this research are supported by researchers Suan and Nasrudin 
(2016), who found that Supervisor Support has an influence on Work Engagement of 

customer-facing employees in upscale Malaysian hotels. Then, research was conducted 

by Sawasdee , Saengchai , and Jermsittiparsert (2020) that there is a significant 

influence of Supervisor Support on Work Engagement . Proven in Nopriadi Saputra's 

book (2021:99) explains that job resources ( such as autonomy , bait feedback , support ) 
and personal resources ( such as self-efficacy, optimism , resilience) collectively direct 

influential to _ attachment work is also influential to performance in in-role and extra-

role, creativity and results financial . 

 

c. Work life Balance Has No Effect on Employee Turnover 

Based on the results of data analysis, the work is explained life balance has no 
influence on employee turnover in established noodle restaurants . Work -life balance is 

achievement quality life Because individual capable manage the complexity of the world 

of work and personal world . Example: the balance of work and personal life does not 

affect the departure of staff at an established noodle restaurant , because the departure 

of staff is not due to lack of compensation such as sudden holidays and time for their 
family but rather to the leaders at an established noodle restaurant . Because when there 
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is no policy, staff cannot understand it So employee turnover in established noodle 

restaurants is definitely high. 

The results of this research are in line with research by Downes and Koekemoer 

(2011) that the results of the Work -Life Balance variable have a positive and insignificant 
effect on variables Turnovers Intention . Organizations that invest heavily in Work -Life 

Balance reduce turnover employees.. This was explained by Ratnawati (2022:29) in a 

book entitled turnover intention is explained as turnover intention consequence no 

fasting n, commitment organization , or behavior intention For leave organization and 

classify employee turnover rate according to type organization .   

   
d. Work Life Balance Does Not Affect Work Engagement 

The results of data analysis are explained work life balance has no influence on 

employee turnover in established noodle restaurants . Work -life balance or balance life 

and work is method Work with No ignore all over aspect life work , spiritual, social , 

family and personal . Example: Life between work and personal in an established noodle 
restaurant does not affect work involvement, because the work balance between personal 

and work life in an established noodle restaurant is good, such as holidays when there 

are family concerns and sudden holidays when there are problems with the staff 

themselves. Because work involvement in established noodles is more about staff 

recognition of the leaders in established noodle restaurants 

The results of this research are in line with research by Sri et al (2019) which 
states that work was found life balance has been positive effect on work engagement 

among lecturers . work-life Balance is a personal perception that work and non-work 

activities can run simultaneously and maximize individual influence in accordance with 

the individual's current life priorities. This is also supported by research conducted by 

Jarrod et al on the Professional Student Alumni Network List of Universities in New 
Zealand (2017). The research stated the results that work-life balance towards work 

engagement has a positive but not significant effect. Jawad Syed (2015:296) explains this 

in his book entitled work life balance explained that This is true for employees in general 

interested in organizations that treat his employees with good and enough flexible For 

notice needs and circumstances individual . state that offered employees _ arrangement 

flexible work _ generally more satisfied , shows more Lots initiative and more Possible For 
still work , compared workers who don't own access to arrangement the . 

 

e. Work Engagement Influences Employee Turnover 

Based on results analysis of known data that work engagement give influence to 

employee turnover in established noodle restaurants . Work  Engagement or work 
attachment as a positive state of mind of a person and related to his work, is 

characterized by vigor , dedication and absorption . This happens because work 

involvement at established noodles greatly influences the departure of employees at 

established noodle restaurants , because when the employee is not appreciated Due to 

their performance at work by their superiors, the employee chooses to leave their job. 

Employees need recognition from a leader because if a leader appreciates the 
performance of their employees then the employees will definitely not leave their jobs. 

The results of this research are supported by Park and Gursoy (2002) who argue 

that when employees are tied to work, this will affect the employee's psychological 

character, for example self-confidence and optimism and will encourage employee 

satisfaction and result in low turnover. employee intention . These results are also 
strengthened by studies conducted by Muzmat et al. (2016) which states that work 

engagement has a negative effect on turnover intention , which means that the higher the 

level of work engagement , the lower the turnover rate intention . This is proven in 

Ratnawati's book (2022:29) explaining that employee turnover is problems encountered _ 

in a way continually and constitutes matter common thing that happens everywhere type 
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organization , size and level position within _ organization . Company inside planning 

source Power humans in the field of employee turnover give category based on type 

employment and length of service 

4. CONCLUSION  

Based on the results and discussion described in the previous chapter, it can be 

concluded in this research that supervisors support has no effect on employee turnover . 

Supervisor support influences work engagement . Work engagement has no effect on 

employee turnover . Work life balance has no effect on employee turnover . Work life 

balance affects work engagement. Suggestions for further research. Further researchers 

can develop This research examines other factors that can influence turnover intention, 
for example: job transfer factors. Researcher Furthermore, you can also use other 

methods in researching turnover intention, for example through in-depth interviews with 

respondents, so that information obtained can be more varied than a questionnaire that 

has answers available. 
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