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ABSTRACT 
Employee turnover intention has become one of the major challenges for organizations in 

maintaining workforce stability and organizational effectiveness. PT. X experienced a 

consistently high employee turnover rate during the January–August 2025 period, indicating 

problems related to employee retention. Previous studies have demonstrated that supervisor 

support and work stress are important antecedents of turnover intention; however, the 

mediating role of work stress remains inconsistent across organizational settings. Therefore, 

this study aims to analyze the effect of supervisor support on turnover intention, the effect 

of supervisor support on work stress, the effect of work stress on turnover intention, and the 

mediating role of work stress in the relationship between supervisor support and turnover 

intention among employees of PT. X. This study employed a quantitative approach using 

an explanatory research design. The population consisted of 418 employees of PT. X, while 

229 respondents were selected using purposive sampling based on predetermined criteria. 

Data were collected through a structured questionnaire using a seven-point Likert scale and 

analyzed using Structural Equation Modeling–Partial Least Squares (SEM-PLS) with 

SmartPLS version 3.2.8. The findings revealed that supervisor support had a negative and 

significant effect on turnover intention (β = –0.376; t = 7.224; p < 0.001) and work stress (β 

= –0.918; t = 94.480; p < 0.001). Furthermore, work stress positively and significantly 

affected turnover intention (β = 0.592; t = 10.335; p < 0.001). Indirect effect analysis 

demonstrated that work stress significantly mediated the relationship between supervisor 

support and turnover intention (β = –0.543; t = 11.548; p < 0.001). These findings indicate 

that increasing supervisor support can reduce employees' work stress, which subsequently 

decreases turnover intention. The study contributes to organizational behavior literature by 

confirming the importance of supervisor support in strengthening employee retention 

through the reduction of work-related stress. 
This is an open access article under the CC–BY-SA license. 
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INTRODUCTION 
Employee turnover has become one of the major challenges faced by organizations in maintaining workforce 

stability and achieving organizational effectiveness. High turnover not only increases recruitment and training costs 

but also disrupts productivity and organizational performance. Therefore, understanding the factors that influence 

employees' turnover intention is essential because turnover intention is considered the strongest predictor of actual 

turnover behavior. 

The issue of employee retention is also experienced by PT. X. Company data from January to August 2025 

indicate a relatively high employee turnover rate, suggesting that the organization faces difficulties in retaining 

employees. This condition may negatively affect operational effectiveness and organizational sustainability. 

Therefore, identifying factors contributing to employees' turnover intention is important for developing appropriate 

retention strategies. 

 

Figure 1. Turnover Data January – August 2025 

 

One organizational factor associated with turnover intention is supervisor support. Supervisor support refers 

to employees' perceptions that their supervisors provide emotional concern, guidance, assistance, and appreciation for 

their contributions. Employees who perceive greater support from their supervisors tend to experience higher job 

satisfaction, stronger organizational commitment, and lower intention to leave the organization. Conversely, 

inadequate supervisor support may reduce employees' motivation and increase their desire to seek employment 

elsewhere. 

Another important factor influencing turnover intention is work stress. Work stress occurs when employees 

perceive that job demands exceed their ability or available resources to perform their work effectively. Excessive 

workload, role conflict, limited supervisor support, and high work pressure may increase employees' stress levels. 

Prolonged work stress can reduce employees' psychological well-being and encourage withdrawal behaviors, 

including turnover intention. 

Previous studies have consistently reported that supervisor support negatively affects turnover intention and 

work stress, while work stress positively influences turnover intention. However, empirical findings regarding the 

mechanism underlying these relationships remain inconsistent. Several studies suggest that supervisor support directly 

reduces turnover intention, whereas others indicate that its influence occurs indirectly through psychological factors 
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such as work stress. These inconsistent findings indicate the need for further investigation, particularly within the 

financing industry. 

Based on these considerations, this study examines the effect of supervisor support on turnover intention, the 

effect of supervisor support on work stress, the effect of work stress on turnover intention, and the mediating role of 

work stress in the relationship between supervisor support and turnover intention among employees of PT. X. The 

findings are expected to contribute to the organizational behavior literature and provide practical recommendations 

for improving employee retention through strengthening supervisor support and reducing work stress. 

 

METHOD 
This study employed a quantitative approach with an explanatory research design to examine the relationships 

among supervisor support, work stress, and turnover intention. The population consisted of 418 employees of PT. X. 

A total of 232 respondents were selected using purposive sampling based on the following criteria: (1) Account 

Officers (AO), (2) aged 18–30 years, and (3) having a minimum work tenure of three months. Data were collected 

using a structured questionnaire distributed directly to respondents.  

The research instrument consisted of three variables measured using a seven-point Likert scale ranging from 

1 (strongly disagree) to 7 (strongly agree). Supervisor support was measured using socio-emotional support and 

instrumental support dimensions, work stress was measured through workload, role conflict, work-life balance, and 

coworker support dimensions, while turnover intention was measured using the dimensions of thinking of quitting, 

intention to search for alternatives, and intention to quit.  

Data were analyzed using Structural Equation Modeling–Partial Least Squares (SEM-PLS) with SmartPLS 

version 3.2.8. The analysis involved evaluation of the measurement model (outer model), including convergent 

validity, discriminant validity, and reliability tests. Subsequently, the structural model (inner model) was assessed 

using the coefficient of determination (R²), predictive relevance (Q²), effect size (f²), and Standardized Root Mean 

Square Residual (SRMR). Hypothesis testing was conducted using the bootstrapping procedure with a significance 

level of 5%, where hypotheses were accepted if the t-statistic exceeded 1.96 and the p-value was less than 0.05. 

 

RESULT AND DISCUSSIONS 

Result 
Outer Model (Measurement Model Evaluation)  

Outer model (measurement model) evaluation is the initial stage in Partial Least Squares Structural Equation 

Modeling (PLS-SEM) analysis, which aims to assess the quality of the measurement model. This evaluation is 

conducted to ensure that each indicator accurately and consistently measures the latent construct through validity and 

reliability testing. Testing was conducted using SmartPLS software version 3.2.8 through the PLS Algorithm feature. 

1. Validity 

a. Convergent Validity 

Table 1. Convergent Validity 

 Work 

Stress 

Supervisor 

support 

Turnover 

intention 

SK1 0.951   

SK2 0.957   

SK3 0.950   

SK4 0.958   

SK5 0.947   
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SK6 0.954   

SK7 0.952   

SK8 0.954   

SS1  0.963  

SS2  0.958  

SS3  0.953  

SS4  0.964  

SS5  0.966  

SS6  0.964  

TI1   0.940 

TI2   0.953 

TI3   0.941 

TI4   0.948 

TI5   0.952 

TI6   0.953 

TI7   0.950 

TI8   0.960 

TI9   0.950 

Source: Output Result SmartPLS  

Based on the results of the outer model testing in the table, all indicators in the research variables have outer 

loading values >0.70, indicating that all indicators meet the convergent validity criteria and are suitable for further 

analysis in the inner model testing stage.  

 

Table 2. Average Variance Extracted (AVE) 

 Average variance extracted (AVE) 

Work Stress 0.908 

Supervisor support 0.924 

Turnover intention 0.902 

Source: Output SmartPLS Result  

Based on the results of the convergent validity test using the Average Variance Extracted (AVE) value in the 

table, it can be seen that all variables in this study have an AVE value > 0.50. Thus, these results indicate that all 

constructs in the model can be used for further analysis because they have met the requirements for convergent 

validity. 

b. Discriminant Validity 

Table 3. Results of Discriminant Validity Test with the Fornell – Lacker Method 

 Work 

Stress 

Supervisor 

Support 

Turnover 

Intention 

Work Stress 0.953   

Supervisor Support -0.918 0.961  

Turnover Intention 0.937 -0.919 0.950 
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Source: Output SmartPLS Resuts 

Based on the table, the results of the discriminant validity test using the Fornell-Larcker Criterion show that 

the square root of the Average Variance Extracted (AVE) value for each variable is on the main diagonal and is greater 

than the correlation between variables in the same row and column. This indicates that the construct is more capable 

of explaining its own indicators than the relationship with other constructs, so it can be concluded that all variables in 

the model meet the Fornell-Larcker discriminant validity criteria. 

Table 4. Cross Loading Result 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Output SmartPLS Result 

Based on the cross-loading results in the table, all indicators in this study showed the highest factor loading 

values for their respective original constructs compared to their correlation values with other constructs. Thus, the 

cross-loading analysis results in this study confirm that all indicators have good discriminatory ability and meet the 

discriminant validity requirements in the PLS-SEM measurement model. 

 

 

 Work 

Stress 

Supervisor 

Support 

Turnover 

Intention 

SK1 0.951 -0.861 0.888 

SK2 0.957 -0.876 0.905 

SK3 0.950 -0.868 0.883 

SK4 0.958 -0.889 0.896 

SK5 0.947 -0.868 0.892 

SK6 0.954 -0.886 0.897 

SK7 0.952 -0.877 0.898 

SK8 0.954 -0.873 0.885 

SS1 -0.887 0.963 -0.902 

SS2 -0.877 0.958 -0.874 

SS3 -0.872 0.953 -0.867 

SS4 -0.881 0.964 -0.878 

SS5 -0.891 0.966 -0.892 

SS6 -0.886 0.964 -0.889 

TI1 0.882 -0.862 0.940 

TI2 0.877 -0.870 0.953 

TI3 0.876 -0.858 0.941 

TI4 0.887 -0.880 0.948 

TI5 0.894 -0.883 0.952 

TI6 0.893 -0.874 0.953 

TI7 0.896 -0.872 0.950 

TI8 0.906 -0.883 0.960 

TI9 0.898 -0.878 0.950 
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Table 5. HTMT Result 

 Work 

Stress 

Supervisor 

Support 

Turnover 

Intention 

Work Stress    

Supervisor Support 0.932   

Turnover Intention 0.950 0.933  

Source: Output SmartPLS Result 

The test results show that all HTMT values are above the 0.90 threshold, namely 0.932, 0.950, and 0.933. 

Thus, the discriminant validity between constructs in this study has not been adequately met. These results indicate 

that each construct still has a high level of similarity, so it cannot be clearly distinguished based on HTMT criteria. 

 

2. Reliability 

Table 6. Cronbach's Alpha Result 

 Cronbach's alpha 

Work Stress 0.986 

Supervisor Support 0.984 

Turnover Intention 0.986 

Source: Output SmartPLS Result 

 

Based on the reliability calculations using Cronbach's Alpha values in the table, all variables in this study 

showed values > 0.70. Thus, all variables in this study met the internal reliability criteria based on Cronbach's Alpha, 

making them suitable for use in further analysis of the structural model. 

 

Table 7. Composite Reliability Result 

 Composite Reliability 

Work Stress 0.986 

Supervisor Support 0.984 

Turnover Intention 0.986 

Source: Output SmartPLS Result 

Based on the results of reliability testing using the Composite Reliability (CR) method in the table above, the 

Composite Reliability value for the Work Stress variable was 0.986, Supervisor support was 0.984, and Turnover 

intention was 0.986. All of these values are above the minimum limit of 0.70, thus indicating that each construct has 

a very high level of internal consistency and has met the reliability criteria. 

 

Inner Model (Structural Model Evaluation) 

The evaluation of the inner model (structural model) aims to assess the suitability of the constructed structural 

model in explaining the relationships between latent constructs based on empirical data. Through this evaluation, the 

model's ability to explain the variance of endogenous constructs, the strength of the influence between variables, and 

the level of significance of the tested relationships can be determined. The evaluation results serve as the basis for 

determining whether the research hypothesis can be accepted or rejected according to the established testing criteria. 

1. R² value (Coefficient of Determination) 

Table 8. R-square Analysis Test Results 
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 R-Square R-Square Adjusted 

Work Stress 0.843 0.842 

Turnover Intention 0.900 0.899 

Source: Output SmartPLS Result  

Based on the results of the R-square analysis in the table above, the work stress variable has an R-square 

value of 0.843 with an adjusted R-square value of 0.842. This indicates that 84.3% of the variation in the work stress 

variable can be explained by the independent variables in the research model, while the remaining 15.7% is explained 

by other factors outside the research model. This value is included in the strong category, thus indicating that the 

model has a very good ability to explain the work stress variable. Furthermore, the turnover intention variable has an 

R-square value of 0.900 with an adjusted R-square value of 0.899. This indicates that 90.0% of the variation in the 

turnover intention variable can be explained by the independent variables in the research model, while the remaining 

10.0% is influenced by other factors not included in the research model. This value is included in the strong category, 

thus indicating that the research model has a very good ability to explain variations in turnover intention. 

2. Q Square 

Table 9. Q-Square Analysis Test Results 

 SSO SSE Q² (=1-SSE/SSO) 

Work Stress 1856.000 444.629 0.760 

Supervisor Support 1392.000 1392.000 0.000 

Turnover Intention 2088.000 407.513 0.805 

Source: Output SmartPLS Result  

Based on the results of the Q-square (Q²) analysis in the table above, a Q² value greater than 0 indicates that 

the model has good predictive relevance or predictive ability for the endogenous construct. The work stress variable 

obtained a Q² value of 0.760, which indicates that the model has very strong predictive ability in explaining the work 

stress variable. Furthermore, the turnover intention variable has a Q² value of 0.805, which also indicates that the 

model has very strong predictive ability in explaining variations in turnover intention. 

3. F-square 

Table 10. F-Square Analysis Test Results 

 f-square 

Work Stress -> Turnover Intention 0.551 

Supervisor Support -> Work Stress 5.360 

Supervisor Support -> Turnover Intention 0.223 

Source: Output SmartPLS Result  

The f² analysis indicated that supervisor support had a large effect on work stress (f² = 5.360), while work 

stress also had a large effect on turnover intention (f² = 0.551). In contrast, supervisor support had a moderate effect 

on turnover intention (f² = 0.223). Overall, the strongest effect in the structural model was observed in the relationship 

between supervisor support and work stress. 

4. SRMR (Standardized Root Mean Square Residual) 

Table 11. SRMR Analysis Test Results 

 Saturated Model Estimated Model 

SRMR 0.012 0.012 

d_ULS 0.037 0.037 
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d_G 0.232 0.232 

Chi-square 300.994 300.994 

NFI 0.971 0.971 

Source: Output SmartPLS Result 

The model fit evaluation showed an SRMR value of 0.012, which is below the recommended threshold of 

0.08, indicating an excellent model fit. Additionally, the NFI value of 0.971 exceeded the recommended value of 0.90, 

further confirming the adequacy of the structural model. Overall, these results demonstrate that the proposed model 

has a good fit and is appropriate for subsequent hypothesis testing. 

 

Hypothesis 

In this study, hypothesis testing will be conducted to determine the direct influence between variables. The 

following is the research model: 

Table 12. Direct Effect Hypothesis Test Analysis 

Hipotesis Variabel Original 

sample 

(O) 

Sample 

mean 

(M) 

Standard 

deviation 

(STDEV) 

T statistics 

(|O/STDEV|) 

P values 

H1 Supervisor 

Support -> 

Turnover 

Intention 

-0.376 -0.377 0.052 7.224 0.000 

H2 Work Stress -> 

Turnover 

Intention 

0.591 0.591 0.051 11.641 0.000 

H3 Supervisor 

Support -> 

Work Stress 

-0.918 -0.918 0.010 94.480 0.000 

Source: Output SmartPLS Result 

Based on the data processing results in the Direct Effect Analysis Table, the following results were obtained: 

1. Supervisor Support → Turnover Intention 

The results show that supervisor support influences turnover intention with an original sample (O) value of -

0.376, a t-statistic of 7.224 (> 1.96), and a p-value of 0.000 (< 0.05). Thus, supervisor support has a negative and 

significant effect on turnover intention. These results indicate that the higher the level of supervisory support an 

employee perceives, the lower their tendency to have turnover intention. 

2. Work Stress → Turnover Intention 

The results show that Work Stress influences turnover intention with an original sample (O) value of 0.591, 

a t-statistic of 11.641 (> 1.96), and a p-value of 0.000 (< 0.05). Thus, Work Stress has a positive and significant effect 

on turnover intention. These results indicate that the higher the level of Work Stress an employee experiences, the 

higher their tendency to have turnover intention. 

3. Supervisor Support → Work Stress 

The results of the study indicate that supervisor support influences Work Stress, with an original sample (O) 

value of -0.918, a t-statistic of 94.480 (>1.96), and a p-value of 0.000 (<0.05). Thus, supervisor support has a negative 

and significant effect on Work Stress. This indicates that the higher the support provided by the supervisor, the lower 

the level of Work Stress experienced by employees. 
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Table 13. Indirect Test Hypothesis 

Hipotesis Variabel Original 

sample 

(O) 

Sample 

mean 

(M) 

Standard 

deviation 

(STDEV) 

T statistics 

(|O/STDEV|) 

P 

values 

H4 Supervisor 

Support -> Work 

Stress -> 

Turnover 

Intention 

-0.543 -0.543 0.047 11.548 0.000 

Source: Output SmartPLS Result 

 

Based on the results of data processing in the mediation test table, the indirect effect test shows that the 

indirect effect of supervisor support on turnover intention through work stress has an original sample value (o) of -

0.543, t-statistics of 11.548 (> 1.96), and a p-value of 0.000 (< 0.05). Thus, work stress is able to significantly mediate 

the relationship between supervisor support and turnover intention. A negative coefficient value indicates that the 

higher the supervisor support, the lower the work stress, which ultimately also reduces turnover intention. In other 

words, supervisor support not only has a direct effect on turnover intention, but also has a significant indirect effect 

through Work Stress as a mediating variable. 

 
Figure 2. Bootsraping Hipotesis 

Source: Output SmartPLS Result 

 

Discussion 
The Effect of Supervisor Support on Turnover Intention 

The results indicate that supervisor support has a significant negative effect on turnover intention, suggesting 

that employees who perceive greater support from their supervisors are less likely to intend to leave the organization. 

This finding is consistent with the conditions observed at PT. X, where employees reported limited guidance, 

communication, and assistance from supervisors when facing work-related challenges. Adequate supervisor support, 
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including emotional concern, constructive feedback, and work-related guidance, strengthens employees' sense of 

security and organizational attachment, thereby reducing turnover intention. These findings support previous research 

by Wulandari and Ekhsan (2024), which reported that supervisor support enhances employee engagement and 

decreases turnover intention. 

The Effect of Work Stress on Turnover Intention 

The findings demonstrate that work stress has a significant positive effect on turnover intention, indicating 

that employees experiencing higher work stress are more likely to consider leaving the organization. At PT. X, high 

performance targets, demanding field assignments, and limited supervisory assistance contribute to employees' 

psychological pressure and emotional exhaustion. These conditions reduce employees' motivation to remain in the 

organization and encourage them to seek alternative employment. This result is consistent with previous studies by 

Ega et al. (2025) and Takih and Yuliana (2025), which found that prolonged work stress increases turnover intention 

by reducing employee well-being, job satisfaction, and organizational commitment. 

The Effect of Supervisor Support on Work Stress 

The results reveal that supervisor support has a significant negative effect on work stress. Employees who 

receive adequate guidance, coaching, and emotional support from their supervisors experience lower levels of work-

related stress because they feel more capable of handling job demands and workplace challenges. Conversely, 

insufficient supervisor support may increase employees' psychological pressure and perceived workload. These 

findings are consistent with previous research showing that supportive leadership serves as an important organizational 

resource for reducing employee stress and promoting a healthier work environment (Ega et al., 2025). 

The Mediating Role of Work Stress  

The mediation analysis confirms that work stress significantly mediates the relationship between supervisor 

support and turnover intention. This finding indicates that supervisor support reduces turnover intention not only 

directly but also indirectly by lowering employees' work stress. Employees who perceive greater supervisor support 

experience lower psychological strain, making them less likely to leave the organization. This result is consistent with 

previous studies suggesting that supportive supervisors improve employee retention by reducing workplace stress and 

creating a more supportive work environment (Wulandari & Ekhsan, 2024; Ega et al., 2025). Consequently, 

organizations should strengthen supervisors' coaching, mentoring, and communication skills to minimize work stress 

and improve employee retention. 

 

CONCLUSION 
Supervisor support has a negative and significant effect on employee turnover intention at PT X. These results 

indicate that the higher the support provided by the supervisor, whether in the form of direction, attention, assistance, 

or effective communication, the lower the employee's tendency to intend to leave the company. Work Stress has a 

positive and significant effect on employee turnover intention at PT X. This indicates that the higher the level of Work 

Stress experienced by employees due to job demands, target pressure, and other work conditions, the higher the 

employee's tendency to intend to change jobs or leave the company. 

Supervisor support has a negative and significant effect on employee work stress at PT X. These results 

indicate that supervisor support can reduce the level of work stress experienced by employees. The better the support 

provided by the supervisor, the lower the work pressure experienced by employees in carrying out their duties. Work 

Stress can significantly mediate the effect of supervisor support on employee turnover intention at PT X. This indicates 

that supervisor support not only plays a direct role in reducing turnover intention but also plays an indirect role through 

reducing levels of work stress. In other words, increased support from the supervisor will reduce employee work 

stress, ultimately reducing the employee's tendency to leave the company. This finding confirms that work stress is a 

mechanism that explains the relationship Between Supervisor Support And Turnover Intention In Pt X Employees. 

https://ejournal.unibabwi.ac.id/index.php/sosioedukasi/index


Volume 15 No. 4 Desember 2026            https://ejournal.unibabwi.ac.id/index.php/sosioedukasi/index 

 

 

202 
 

Acknowledgment 

 During the preparation of this work the authors used Artificial Intelligence (AI) in order to improve the 

language, and readability of the manuscript. After using this tool, the authors reviewed and edited the content as 

needed and take full responsibility for the content of the publication. 

 

References 
Abbas, Z., Ansari, J., Gulzar, S., Zameer, U., & Hussain, K. (2021). The Role of Workload, Nepotism, Job 

Satisfaction, and Organizational Politics on Turnover Intention: A Conservation of Resources Perspective. 

Organizacija, 54(3), 238–251. https://doi.org/10.2478/orga-2021-0016 

Aisy. (2023). Pengaruh Kepuasan Kerja Terhadap Intensi Turnover Karyawan Di Indonesia. GEMILANG: Jurnal 

Manajemen Dan Akuntansi, 3(3), 99–121. 

Arikunto. (2019). Prosedur Penelitian: Suatu Pendekatan Praktik. Rineka Cipta. 

Asih, G. Y., Widhiastuti, H., & Dewi, R. (2018). Stress Kerja (Issue 1). Semarang University Press. 

Bateman, T. ., & Crant, J. M. (2020). Managing Organizational Behavior. McGraw-Hill Education. 

Bauer, M., Blattman, C., Chytilová, J., Henrich, J., Miguel, E., & Tamar, M. (2016). Can War Foster Cooperation? 

Journal of Economic Perspectives, 3(3). 

Buulolo, A., & Ratnasari, L. S. (2020). Pengaruh Dukungan Supervisor, Komitmen Organisasional, DanBeban Kerja 

Terhadap Turnover IntentionThe Effect Of Supervisor Support, Organizational Commitments,And Work 

Loads To Turnover Intention. Dimensi, 9(2), 339–351. 

Cohen, L., Manion, L., & Morrison, K. (2018). Research Methods in Education. Routledge. 

Colquitt, J. A. (2014). Organizational Behavior – Improving performance and commitment. Edition 4. Hill Education. 

Creswell, J. W. (2016). Research Design: Qualitative, Quantitative, and Mixed Methods Approaches (5th ed). Sage 

Publication. 

Creswell, J. W., & Poth, C. N. (2018). Qualitative Inquiry and Research Design: Choosing Among Five Approaches 

(4th ed.). Sage Publication. 

Ditan-Abuela, A., & Dura, A. (2022). Supervisor Support on Innovation and Organizational Climate as Determinants 

of Employee Empowerment. Journal of Scientific Research and Development, 5(February), 870. 

Ega, T. N., Febrian, W. D., & Yuliana, L. (2025). Implementation of Off The Job Training in Asisi Senior High School 

Environment. Multidisipliner Knowledge, 3(1), 1. 

Fahmi, I. (2016). Pengantar Manajemen Sumber Daya Manusia Konsep dan Kinerja. Mitra Wacana Media. 

Ghozali, I. (2020). Aplikasi Analisis Multivariate dengan Program IBM SPSS. 21. Badan Penerbit Undip. 

Ghozali, I. (2021). Aplikasi Analisis Multivariate Dengan Program IBM SPSS 26 (Edisi 10). Badan Penerbit Undip. 

Ghozali, I., & Hengky, L. (2020). Partial Least Square Konsep, Teknik Dan Aplikasi Menggunakan Program 

SmartPLS 3.0. Edisi 2. Badan Penerbit Undip. 

Grandey, A. A. (2000). Emotional Regulation In The Workplace: A New Way To Conceptualize Emotional Labor. 

Journal of Occupational Health Psychology, 5(1), 95–110. https://psycnet.apa.org/doi/10.1037/1076-

8998.5.1.95 

Gunawan, S., & Andani, K. W. (2020). Faktor-Faktor yang Mempengaruhi Turnover Intention Karyawan pada PT 

Permata Prima Canindo di Jakarta. Jurnal Manajerial Dan Kewirausahaan, 2(3), 793. 

https://doi.org/10.24912/jmk.v2i3.9593 

Hartini, S., Agusriani, V., Sinaga, I. D., Rahma, N. P., & Panjaitan, D. M. (2023). Turnover Intention Ditinjau Dari 

Emotional Labor Dan Burnout Pada Karyawan Di Perusahaan X. Jurnal Dunia Pendidikan, 4(1), 1–16. 

https://myjms.mohe.gov.my/index.php/jdpd/article/view/10334/4888 

Hochschild. (2012). The Managed Heart Commercialization of Human Feeling (2nd ed). University of California 

https://ejournal.unibabwi.ac.id/index.php/sosioedukasi/index


Volume 15 No. 4 Desember 2026            https://ejournal.unibabwi.ac.id/index.php/sosioedukasi/index 

 

 

203 
 

Press. 

Hom, P. W., Lee, T. W., Shaw, J. D., & Hausknecht, J. P. (2017). One hundred years of employee turnover theory 

and research. Journal of Applied Psychology, 102(3), 530–545. https://doi.org/10.1037/apl0000103 

Hussain, S., & Huei Xian, S. (2019). Factors Affecting Employees’ Turnover Intention in Construction Companies in 

Klang, Selangor. KnE Social Sciences, 2019(2015), 108–131. https://doi.org/10.18502/kss.v3i22.5047 

Ilyas, A., Khan, A. H., Zaid, F., Ali, M., Razzaq, A., & Khan, W. A. (2020). Turnover Intention of employees, 

Supervisor Support, and open innovation: The role of illegitimate tasks. Journal of Open Innovation: 

Technology, Market, and Complexity, 6(4), 1–12. https://doi.org/10.3390/joitmc6040128 

Kamarudin, N., Nizam, N. Z., Sani, A. M., Bakri, M. H., & Harahap, A. Z. M. K. (2023). The Impact of Micromanage 

Issue Among Manufacturing Industry: Employess Perception and Job Satisfaction. International Journal of 

Industrial Engineering and Production Research, 34(2). https://doi.org/10.22068/ijiepr.34.2.6 

Kartono. (2017). Pendekatan Dalam Melihat Turnover Intention. Deepublish. 

Kaswan. (2015). Manajemen Sumber Daya Manusia. Rajawali Pers. 

Lazarus, R. ., & Folkman, S. (1984). Stress, Appraisal, And Coping. McGraw-Hill, Inc. 

Leite, W. K. dos S., Araújo, A. J. da S., Silva, L. B. da, Souza, E. L. de, Pimentel, C. E., Silva, J. M. N. da, Assis, N. 

L. P. de, Lemos, E. L. de M. D., & Oliveira Filho, P. G. de. (2021). New Work Stress Scale: Factor and 

Convergent Validity, and Reliability. Revista Psicologia: Organizações e Trabalho, 21(2), 1463–1472. 

https://doi.org/10.5935/rpot/2021.2.21253 

Li, X., Zhang, Y., & Wang, L. (2020). The Role Of Supervisor Sepport In Employee Performance: A Meta-Analysis. 

Journal Of Business Research, 112. 

Long, C. S., Thean, L. Y., Ismail, W. K. W., & Jusoh, A. (2012). Leadership styles and employees’ Turnover Intention: 

Exploratory study of academic staff in a Malaysian college. World Applied Sciences Journal, 19(4), 575–

581. https://doi.org/10.5829/idosi.wasj.2012.19.04.155 

Marshall, G. H., & Stephenson, S. M. (2020). Burnout and Turnover Intention among electronics manufacturing 

employees in South Africa. SA Journal of Industrial Psychology, 46, 1–11. 

https://doi.org/10.4102/sajip.v46i0.1758 

Moleong, L. J. (2017). Metodologi Penelitian Kualitatif. Remaja Rosdakarya. 

Ngamkroeckjoti, C., Ounprechavanit, P., & Kijboonchoo, T. (2012). Determinant factors of Turnover Intention: A 

case study of air conditioning company in Bangkok, Thailand. International Conference on Trade, Tourism 

and Management, 21–22. 

Nur, A. (2016). Pengaruh Dukungan Supervisor Terhadap Motivasi Kerja Karyawan. UGM. 

Pattnaik, S. C., & Narendra, P. (2020). Supervisor Support, Work Engagement And Turnover Intentions: Evidence 

From Indian Call Centres. Journal of Asia Business Studies, 14(5), 621–635. 

https://doi.org/https://doi.org/10.1108/JABS-08-2019-0261 

Ramlah, S. (2023). Pengaruh Dukungan Organisasi Dan Dukungan Supervisor Terhadap Turnover Intention Melalui 

Mediasi Komitmen Afektif. Prosiding University Research Colloquium, 1(1), 164–173. 

Robbins, & Judge. (2013). Organizational Behavior,. Terjemahan Ratna Saraswati dan Fabriella Sirait, Edition 16. 

Salemba Empat. 

Robbins, S. P. (2015). Organizational Behavior (Upper Sadd). NJ Pearson Education. 

Robbins, S. P. (2017). Organizational Behavior (17th ed). Pearson Education. 

Sakti, S. H., Ikhsan, M., Pranogyo, A. B., Abdoellah, M. N., & Zabidi, I. (2024). The Influence of Leadership Style, 

Work Stress, and Job Satisfaction on Employee Turnover Intention Level. Jurnal Global Ilmiah, 1(4), 224–

230. https://doi.org/10.55324/jgi.v1i4.38 

Setyorini, W., Khotimah, S., & Anggara, R. A. (2023). Pengaruh Iklim Organisasi Terhadap Turnover Intention 

https://ejournal.unibabwi.ac.id/index.php/sosioedukasi/index


Volume 15 No. 4 Desember 2026            https://ejournal.unibabwi.ac.id/index.php/sosioedukasi/index 

 

 

204 
 

Karyawan Di PT. Bangun Jaya Alam Permai (BJAP) Pangkut Kabupaten Kotawaringin Barat. Magenta, 

11(2), 59–68. 

Subakti, A., Syahrizal A. I, & Kurniawan E. D. (2024). Analisis penyebab Turnover Intention karyawan pada 

perusahaan dalam novel resign karya almira bastari. Jurnal Manajemen Kreatif Dan Inovasi, 2(1), 143–151. 

Sugiyono. (2015). Metode Penelitian Pendidikan: Pendekatan Kuantitatif, Kualitatif, dan R&D. Alfabeta. 

Sugiyono. (2017). Metode Penelitian Kuantitatif, Kualitatif, dan R&D. Alfabeta. 

Sunariani, N. N. (2016). Peran Kepemimpinan, Komitmen Organisasi, Turnover Intention, Kepuasan Kerja dan 

Kinerja Karyawan LPD Desa Adat Tanjung Benoa Badung. Jurnal Manajemen Dan Bisnis, 13(3). 

Takih, & Yuliana, L. (2025). Implementation Of Orientation Activities For Village Heads and Staff In Bogor District. 

Multidisipliner Knowledge, 3(1), 24–33. 

Tewal, B. (2017). Perilaku Organisasi. Patra Media. 

Ugural, M. N., Giritli, H., & Urbanski, M. (2020). Determinants of the Turnover Intention of Construction 

Professionals: A Mediation Analysis Mehmet. Sustainability, 12(954). www.wileypluslearningspace.com 

Vellya, V., Pio. Riane Johnly, & Rumawas. Wehelmina. (2020). Employee Engagement Sebagai Pemoderasi Worklife 

Balance dengan Turnover Intention. Productivity, 1, 168–173. 

Wahyudi, I., Nurmalasari, A., Bikorin, B., Akmal, M., & Primartono, R. (2024). Kajian Literatur : Faktor Yang 

Mempengaruhi Turnover Intention Karyawan Dalam Manajemen Sumber Daya Manusia Institut Sains & 

Teknologi Akprind Yogyakarta tenaga kerja dalam suatu perusahaan . Faktor-faktor seperti kurangnya 

pengakuan terhadap bakat serta. Jurnal Manuhara: Pusat Penelitian Ilmu Manajemen Dan Bisnis, 2(2), 47–

53. 

Wahyuni, D., & Ikhwan, K. (2022). JOURNAL OF MANAGEMENT, ACCOUNTING, GENERAL FINance And 

International Economic Issues (Marginal) Volume 1 Issue 4 (2022) Journal Of Management, Accounting, 

General Finance And International Economic Issues | Marginal. Journal of Management, Accounting, 

General Finance and International Economic Issues, Volume 1 I(4), 53–64.  

Wulandari, P., & Ekhsan, M. (2024). the Effect of Supervisor Support on Turnover Intention Mediated By Employee 

Engagement in Manufacturing Companies in the Ejip Area. COSTING: Journal of Economic, Business and 

Accounting, 7(4), 7441–7450. 

Yucel, I., Sirin, S. M., & Bas, M. (2023). The Mediating Effect Of Work Engagement On The Relationship Between 

Work–Family Conflict And Turnover Intention And Moderated Mediating Role of Supervisor Support during 

global pandemic. International Journal of Productivity and Performance Management, 72(3), 577–598. 

Yukl, G. (2014). Leadership in organizations. Edition 8. Pearson Education Limited. 

https://ejournal.unibabwi.ac.id/index.php/sosioedukasi/index

