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Abstract: The high level of Turnover Intention in regional banking industries indicates the importance 

of supervisor support in retaining employees. This study aims to analyze the effect of Perceived 

Supervisor Support on Turnover Intention with Work Engagement as a mediating variable. The 

research was conducted at PT BPR Bali Dananiaga involving 54 respondents selected using the 

purposive sampling method. Data were collected through questionnaires and analyzed using Path 

Analysis, Classical Assumption Tests, and the Sobel Test. The results show that Perceived Supervisor 

Support has a significant negative effect on Turnover Intention, Perceived Supervisor Support has a 

significant positive effect on Work Engagement, Work Engagement has a significant negative effect 

on Turnover Intention, and Work Engagement significantly mediates the effect of Perceived 

Supervisor Support on Turnover Intention. These findings strengthen Social Exchange Theory, stating 

that reciprocal relationships between supervisors and employees increase work engagement and reduce 

the intention to leave the organization. 

Keywords: Mediating Variable; Path Analysis; Perceived Supervisor Support; Turnover Intention; 

Work Engagement 

 

1. Introduction 
Effective Human Resource Management (HRM), accompanied by sound risk 

Effective Human Resource Management (HRM), accompanied by sound risk management 
practices, is the key to strengthening the institutional capacity of BPR/BPRS in supporting 
local economic growth. The transformation of BPR/BPRS nomenclature through POJK 
7/2024 and the issuance of RP2B 2024–2027 emphasize the importance of improving human 
resource quality as a major challenge in developing the industry. High turnover intention 
arises when employees do not perceive support, fairness, and appreciation from the 
organization, thereby weakening engagement and potentially causing financial losses for the 
company. Social Exchange Theory explains that perceived supervisor support plays a strategic 
role in strengthening loyalty, enhancing work engagement, and reducing employees’ intention 
to leave. Conditions at PT BPR Bali Dananiaga indicate that suboptimal supervisor support 
contributes to low work engagement and the potential emergence of turnover intention, 
making this issue an important urgency to be further examined. 
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Table 1. Turnover Rate Data of PT. BPR Bali Dananiaga. 

Year 

Number of 
Employees 

at the 
Beginning 
of the Year 

(1) 

Turnover 
Number of 
Employees 
at the End 
of the Year 

(4) 

Percentage 
(%) 

(5)
(𝟑)

((𝟏)+(𝟒)):𝟐
×

𝟏𝟎𝟎 

Employees 
In (2) 

Employees 
Out (3) 

2021 65 3 8 60 12.80% 
2022 60 19 21 58 35.59% 
2023 58 31 37 52 67.27% 
2024 52 35 31 56 57.40% 

 
Source: Human Resources PT. BPR Bali Dananiaga (2024) 

 
Based on the data presented, turnover at PT. BPR Bali Dananiaga tends to be high. A 

Based on the data presented, turnover at PT. BPR Bali Dananiaga tends to be high. A high 
turnover rate indicates the presence of problems within an organization. The high employee 
turnover at PT. BPR Bali Dananiaga exceeds the normal threshold. Yuda and Ardana (2017) 
state that employee turnover is considered normal when it ranges from 5–10 percent per year 
and is considered high when it exceeds 10 percent. 

A study conducted by Mérida-López et al. (2020), involving 1,297 professional educators, 
and the research conducted by Kissi et al. (2023), examining 144 professionals in the 
construction sector, both provide important contributions to understanding the effect of 
perceived supervisor support on turnover intention mediated by work engagement. However, 
similar studies are still rare in the financial sector, particularly in banking industries such as 
BPR. 

The urgency of this study increases because the BPR sector in Bali is undergoing a process 
of strengthening HR competencies in accordance with RP2B 2024–2027. However, 
conditions at PT. BPR Bali Dananiaga show that the supervisor support perceived by 
employees and their level of work engagement are not yet aligned with the direction of these 
policies. This situation requires research capable of describing in detail perceived supervisor 
support mediated by work engagement in affecting turnover intention, so that the company’s 
human resource division can formulate more effective and targeted HR management 
strategies. Therefore, this study seeks to fill this gap by examining the relationship between 
perceived supervisor support and turnover intention mediated by work engagement in the 
employment context of financial sector employees, particularly within BPR. Based on this 
context, the researchers formulated the title: “The Effect of Perceived Supervisor Support on 
Turnover Intention Mediated by Work Engagement (Study on Employees of PT. BPR Bali 
Dananiaga)". 

  
2. Method 

This study employed an associative quantitative approach to analyze the relationship 
between perceived supervisor support (X), work engagement (Z) as a mediating variable, and 
turnover intention (Y) among employees of PT. BPR Bali Dananiaga. The research was 
conducted at the company’s head office located in Denpasar, with the research objects 
consisting of the three variables formulated based on organizational issues and theoretical 
foundations. The entire population of 54 employees was used as the sample through a 
saturated sampling technique, while the types of data used included quantitative data in the 
form of Likert-scale questionnaire scores and qualitative data derived from interviews and 
other supporting information. (Sugiyono, 2022; Rahyuda, 2016) 

The research instrument consisted of a questionnaire containing variable indicators based 
on the theories of Mobley et al. (1978), Budiyanto (2022), Lee et al. (2019), and Siswono (2016). 
The instrument was tested using validity tests with Pearson Correlation and reliability tests 
with Cronbach’s Alpha, all of which showed valid and reliable results, making the instrument 
feasible for use. Data were collected through a survey method using Google Forms and 
interviews with HR and employees regarding supervisor support, work engagement, and 
turnover tendencies. All questionnaire items were measured using a 1–5 Likert scale, allowing 
quantitative measurement of perceptions. (Ghozali, 2018; Utama, 2016) 

Data analysis was conducted in two stages: descriptive statistics to describe respondent 
characteristics and answer distributions, and inferential analysis consisting of multiple linear 
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regression, classical assumption tests (normality, multicollinearity, and heteroscedasticity), 
path analysis, and the Sobel test to examine the mediating role of work engagement. The 
hypothesis testing model was structured into two structural equations to identify direct and 
indirect effects among variables. The analysis was conducted using SPSS for Windows with a 
significance level of 0.05 for the t-test and F-test, as well as the assessment of the coefficient 
of determination (R²) to determine the contribution of independent variables to the dependent 
variable. (Ghozali, 2018; Utama, 2016; Mobley et al., 1978; Lee et al., 2019) 

  
3. Results and Discussion 
General Overview of PT. BPR Bali Dananiaga 

PT. BPR Bali Dananiaga is a Rural Bank established on March 30, 1993, based on 
Notarial Deed No. 78 dated December 8, 1992. The company was founded by entrepreneurs 
and professionals in the banking and financial sectors with the aim of providing safe and 
reliable financial services for the Balinese community (BPR Bali Dananiaga, 2025b). 

The head office of PT. BPR Bali Dananiaga is located at Jalan Gatot Subroto Timur No. 
332, East Denpasar, Bali. In addition, the company has several branch offices, including those 
in Ubud and Teuku Umar, Denpasar. As a financial institution, PT. BPR Bali Dananiaga is 
licensed and supervised by the Financial Services Authority (OJK) and is a participant of the 
Deposit Insurance Corporation (LPS) (BPR Bali Dananiaga, 2025b). 

The company offers various banking products and services, including savings accounts, 
deposits, and loans, designed to meet the financial needs of customers from various segments. 
With a commitment to providing excellent service, PT. BPR Bali Dananiaga continuously 
strives to innovate and improve service quality to support the economic growth of the Balinese 
community (BPR Bali Dananiaga, 2025). 
Characteristics of Respondents 

Most respondents in this study were from the productive age group of 20–30 years (70.4 
percent), with a predominance of female respondents (61.1 percent), which provides a 
distinctive perspective on the research results. In terms of education, the majority of 
respondents were Bachelor’s degree graduates (72.2 percent), indicating that the participants 
possessed adequate academic capacity to comprehensively understand the research 
instrument. Based on tenure, more than half of the respondents had 1–5 years of work 
experience (51.9 percent), reflecting that most were in the early to mid-career development 
phase and still in the process of establishing professional stability. This combination of 
characteristics illustrates that the respondents represent a young, highly educated, and 
developing workforce, thereby offering a rich depiction of the actual conditions of employees 
within the organizational context under study. 
Inferential Data Analysis 
Multiple Linear Regression Analysis 
 

Table 2. Regression Analysis Results for Substructure 1. 

Model 
Unstandardized 

Coefficients 
Standardized 
Coefficients t Sig. 

B Std. Error Beta 

1 
(Constant) 15,322 1,167  13,124 ,000 
Perceived Supervisor 
Support 

,847 ,047 ,928 18,019 ,000 

R2 : 0.862 
   Source: Processed data, 2025 
 

Based on the results in Table 2, the structural equation obtained is as follows: 
M = β2X + e1 

M = 0,847X + e1 

This structural equation indicates that the variable Perceived Supervisor Support has a 
coefficient value of 0.847 with a positive direction. This shows that the higher the supervisor 
support perceived by employees, the higher the Work Engagement, increasing by 0.847. The 
significance value of 0.000 < 0.05 confirms that this effect is statistically significant. 

 
 

Table 3. Regression Analysis Results for Substructure 2. 
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Model 
Unstandardized 

Coefficients 
Standardized 
Coefficients t Sig. 

B Std. Error Beta 

1 

(Constant) 23,469 1,661  14,130 ,000 
Perceived Supervisor 
Support 

-,342 ,087 -,570 -3,946 ,000 

Work Engagement -,244 ,095 -,370 -2,564 ,013 
R2 : 0.853 

Source: Processed data, 2025 
 
Based on the results in Table 3, the structural equation obtained is as follows:: 

Y = β1X + β3Z + e2 

Y = -0,342X + -0,244Z e2 

 Based on Table 3, the regression coefficient values of the independent variables Perceived 
Supervisor Support (X) and Work Engagement (Z) on the dependent variable Turnover 
Intention (Y) are obtained. The resulting multiple linear regression equation is: 
Y = 23,469 + -0,342X + -0,244Z Ɛ……...………………………………………..1) 

Based on the equation, the effect of Perceived Supervisor Support (X) and Work 
Engagement (Z) on Turnover Intention (Y) is as follows. 
1) The regression coefficient of Perceived Supervisor Support (X) is -0.342, indicating that 

Perceived Supervisor Support has a negative effect on Turnover Intention (Y). This 
means that when Perceived Supervisor Support increases, employee Turnover Intention 
decreases by 0.342 units. In other words, the higher the supervisor support perceived by 
employees, the lower their tendency to intend to leave the organization. 

2) The regression coefficient of Work Engagement (Z) is -0.244, also indicating a negative 
effect on Turnover Intention (Y). This means that an increase in Work Engagement will 
reduce Turnover Intention by 0.244 units. In other words, the higher the level of 
employee work engagement, the lower their intention to leave the organization. 

Coefficient of Determination Test (R²) 
Table 4. Results of the Coefficient of Determination (R²). 

Model R R Square AdjustR Square Standard Error of the Estimate 
1 0.924 0.853 0.848 0.667 

Source: Processed data, 2025 
 
Based on Table 4, the Adjusted R² value is 0.848. This indicates that 84.8 percent of the 

variation in the Turnover Intention (Y) variable can be explained by the Perceived Supervisor 
Support (X) and Work Engagement (Z) variables. Meanwhile, the remaining 15.2 percent is 
explained by other factors outside the model of this study. 
Model Fit Test (F Test) 

Table 5. Results of the Model Fit Test (F-Test). 
Model Sum of Squares df Mean Square F Sig. 

1 
Regression 132,052 2 66,026 148,290 ,000b 
Residual 22,708 51 ,445   
Total 154,759 53    

  Source: Processed data, 2025 
 
Based on Table 5, the F significance value is 0.000, which is smaller than α = 0.05. This 

indicates that Perceived Supervisor Support (X) and Work Engagement (Z) simultaneously 
have a significant effect on Turnover Intention (Y). Thus, the regression model formed is 
considered fit, and hypothesis testing can be continued. 
Hypothesis Testing (t-Test) 
 

Table 6. Results of Hypothesis Testing (t-Test). 

Variable Thitung Sig. Description 

Perceived Supervisor Support -3,946 0,000 Hypothesis Accepted 

Work Engagement -2,564 0.013 Hypothesis Accepted 
     Source: Processed data, 2025 
 

Hypothesis 1 Testing 
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Based on Table 6, the significance value of the t-test for Perceived Supervisor 
Support (X) is 0.000, which is smaller than 0.05. This indicates that hypothesis 1 is 
accepted, meaning Perceived Supervisor Support has a negative and significant effect on 
Turnover Intention (Y). In other words, the higher the supervisor support perceived by 
employees, the lower their intention to leave the company. 
Hypothesis 3 Testing 

Based on Table 6, the significance value of the t-test for Work Engagement (Z) 
is 0.013, which is smaller than 0.05. This indicates that hypothesis 3 is accepted, meaning 
Work Engagement has a negative and significant effect on Turnover Intention (Y). Thus, 
the higher the level of employee engagement, the lower their intention to leave the 
organization. 

Classical Assumption Test 
1) Normality Test 

Table 7. Normality Test Results (One-Sample Kolmogorov-Smirnov). 
Equality Asymp. Sig. (2-tailed) Kolmogorov-Smirnov 
Substructural 1 
Substructural 2 

0.200 
0.200 

   Source: Processed data, 2025 
 

Based on Table 7, the Asymp. Sig. (2-tailed) values from the Kolmogorov-Smirnov test 
for both Substructural 1 and Substructural 2 are 0.200. Since all values are greater than the 
significance level of 0.05, it can be concluded that the residuals of both models are normally 
distributed. 
2) Multicollinearity Test 

Table 8. Multicollinearity Test Results for Structure 1. 
Variable Tolerance VIF 
Perceived Supervisor 
Support 

1,000 1,000 

Source: Processed data, 2025 
 

Table 8 shows that the tolerance and VIF values for the Perceived Supervisor Support 
variable are both 1.000. The VIF value is below the threshold of 10 (1.000 < 10), and the 
tolerance value is greater than 0.10 (1.000 > 0.10). Thus, it can be concluded that the regression 
model in structure 1 is free from multicollinearity symptoms. 

 
Table 9. Multicollinearity Test Results for Structure 2. 
Variable Tolerance VIF 
Perceived Supervisor 
Support 

0.138 7,244 

Work Engagement 0.138 7,244 
   Source: Processed data, 2025 
 

Table 9 indicates that the tolerance values for Perceived Supervisor Support and Work 
Engagement are both 0.138, which is still greater than 0.10. Meanwhile, their VIF values are 
7.244, which is below the threshold of 10. Thus, it can be concluded that the regression model 
in structure 2 does not exhibit multicollinearity symptoms and is therefore suitable for further 
analysis. 
3) Heteroscedasticity Test 

 
Table 10. Heteroscedasticity Test Results. 

Equality Model Sig. 

Substructural 1 
Perceived Supervisor 

Support 
0.086 

Substructural 2 
Perceived Supervisor 

Support 
Work Engagement 

0.969 
0.726 

Source: Processed data, 2025 
 

Table 10 shows that in Substructural Model 1, Perceived Supervisor Support has a 
significance value of 0.086. In Substructural Model 2, Perceived Supervisor Support and Work 
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Engagement have significance values of 0.969 and 0.726, respectively. All these values are 
greater than 0.05, indicating that the regression models used are free from heteroskedasticity. 
Path Analysis 

This study employs path analysis because it aligns with the conceptual model used to 
examine causal relationships among variables. Perceived Supervisor Support serves as the 
independent variable, Turnover Intention as the dependent variable, and Work Engagement 
functions as a mediating variable that bridges the influence between the two. This technique 
enables the simultaneous testing of direct and indirect effects, thereby providing a more 
comprehensive understanding of the mechanisms underlying the relationships among 
variables. 
a. Developing the Path Coefficient Diagram 

(1) Direct Effect 
A direct effect occurs when one variable influences another without passing 

through a mediating variable). 
a) The direct effect of Perceived Supervisor Support (X) on Turnover Intention 

(Y) is -0.570. 
b) The direct effect of Perceived Supervisor Support (X) on Work Engagement 

(Z) is 0.928. 
c) The effect of Work Engagement (Z) on Turnover Intention (Y) is -0.370 

(2) Indirect Effect 
An indirect effect occurs when another variable acts as a mediator in the 

relationship between variables. In this study, the effect of Perceived Supervisor 
Support (X) on Turnover Intention (Y) is mediated by Work Engagement (Z), with 
a value of 0.928 × −0.370 = −0.343. 

(3) Total Effect 
The total effect is obtained by adding the direct and indirect effects. In this 

study, the direct effect of Perceived Supervisor Support (X) on Turnover Intention 
(Y) is −0.570, while the indirect effect through Work Engagement (Z) is −0.343. 
Thus, the total effect is −0.570 + (−0.343) = −0.913.  

b. Testing the Coefficient of Determination (R²) and Error Variables (e) 
This test presents the coefficient of determination values for substructure 1 and 

substructure 2, as well as the error values in each structure. The main objective is to 
construct the final path diagram model. The calculation of the error values for each 
structure is presented as follows. 

e =  √1 − R2 

e1 =  √1 − R12 =  e1 =  √1 − 0,862 =  0,371 

e2 =  √1 − R22 =  e2 =  √1 − 0,853 =  0,383 

Based on the calculation of the error values (e), the error value for substructure 1 
(e₁) is 0.371. Meanwhile, the error value for substructure 2 (e₂) is 0.383. 

Rm
2 = 1 − (e1)2(e2)2 

       = 1 − (0,371)2(0,383)2 

        = 1 − (0,137) (0,146)  
= 0,979 
The total coefficient of determination obtained is 0.979. This indicates that 97.9 

percent of the variation in Turnover Intention can be explained by Perceived Supervisor 
Support and Work Engagement, both directly and indirectly. Meanwhile, the remaining 
2.1 percent is influenced by other factors outside the research model. Based on the 
explanation of the structural equations, the calculated path coefficients are then 
interpreted using the standardized coefficient Beta values for each relationship among 
the variables. 

c. Hypothesis Testing 
The testing criteria used to interpret the effect between variables are explained as follows: 

If Sig ≤ 0.05, then H0 is rejected and Ha is accepted. 
If Sig ≥ 0.05, then H0 is accepted and Ha is rejected. 

(1) The Effect of Perceived Supervisor Support on Turnover Intention 
H0: There is no effect of Perceived Supervisor Support on Turnover Intention 
H1: There is an effect of Perceived Supervisor Support on Turnover Intention 
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Perceived Supervisor Support has a Beta coefficient value of -0.570 with a 
significance value of 0.000. Since the Sig. value of 0.000 < 0.05, the hypothesis is 
accepted. This result indicates that Perceived Supervisor Support has a negative and 
significant effect on the Turnover Intention of employees at PT. BPR Bali 
Dananiaga. This means that the higher the support perceived from supervisors, the 
lower the employees’ tendency to engage in turnover. 

(2) The Effect of Perceived Supervisor Support on Work Engagement 
H0: There is no effect of Perceived Supervisor Support on Work Engagement 
H2: There is an effect of Perceived Supervisor Support on Work Engagement 

Perceived Supervisor Support has a Beta coefficient value of 0.928 with a 
significance value of 0.000. Since the Sig. value of 0.000 < 0.05, the hypothesis is 
accepted. This finding shows that Perceived Supervisor Support has a positive and 
significant effect on the Work Engagement of employees at PT. BPR Bali 
Dananiaga. In other words, the higher the support perceived from supervisors, the 
higher the employees’ level of work engagement. 

(3) The Effect of Work Engagement on Turnover Intention 
H0: There is no effect of Work Engagement on Turnover Intention 
H3: There is an effect of Work Engagement on Turnover Intention 

Work Engagement has a Beta coefficient value of -0.370 with a significance 
value of 0.013. Since the Sig. value of 0.013 < 0.05, the hypothesis is accepted. This 
result indicates that Work Engagement has a negative and significant effect on the 
Turnover Intention of employees at PT. BPR Bali Dananiaga. In other words, the 
higher the level of employee work engagement, the lower their tendency to intend 
to leave the company. 

d. Summarizing and Concluding 
Table 11 Direct and Indirect Effects of Work Engagement, Perceived Supervisor Support, 

and Turnover Intention. 
Variable 
Effect 

Direct 
Effect 

Indirect Effect 
Total 
Effect 

Significant Result 

X to Z 0.928  0.928 0,000 Significant 
Z to Y -0.370  -0.370 0.013 Significant 
X to Y -0.570 -0.343 -0.913 0,000 Significant 

Source: Processed data, 2025 
 

Table 11 provides a summary of the direct, indirect, and total effects among variables for 
each structural equation obtained through path analysis. The following elaborates the values 
from Table 11. 
a. The Effect of Perceived Supervisor Support on Turnover Intention 

The study on employees at PT. BPR Bali Dananiaga shows that Perceived 
Supervisor Support has a direct effect on Turnover Intention with a coefficient of -0.570 
and a significance value of 0.000 (<0.05). This indicates that the higher the supervisor 
support perceived by employees, the lower their tendency to have turnover intentions. 

b. The Effect of Perceived Supervisor Support on Work Engagement 
The results indicate that Perceived Supervisor Support has a positive and significant 

effect on Work Engagement with a coefficient of 0.928 and a significance value of 0.000 
(<0.05). In other words, the higher the supervisor support perceived, the higher the level 
of employee work engagement. 

c. The Effect of Work Engagement on Turnover Intention 
Based on the analysis, Work Engagement has a negative effect on Turnover 

Intention with a coefficient of -0.370 and a significance value of 0.013 (<0.05). This 
shows that the higher the employee work engagement, the lower their tendency to intend 
to leave the company. 

d. Role of Work Engagement in Mediating the Effect of Perceived Supervisor Support on 
Turnover Intention 

This study also found that Work Engagement serves as a mediating variable in the 
relationship between Perceived Supervisor Support and Turnover Intention. The indirect 
effect through Work Engagement is -0.343; when combined with the direct effect (-
0.570), the total effect of Perceived Supervisor Support on Turnover Intention is -0.913. 
This indicates that Work Engagement strengthens the effect of supervisor support in 
reducing employees’ turnover intentions. 
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Sobel test 
The Sobel test results indicate that the Z-value is -2.55, which in absolute terms is greater 

than ±1.96 at a 5% significance level. Therefore, it can be concluded that Work Engagement 
acts as a significant mediator in the relationship between Perceived Supervisor Support and 
Turnover Intention among employees at PT. BPR Bali Dananiaga. This means that perceived 
supervisor support affects employees’ turnover intention not only directly but also indirectly 
through work engagement. Thus, the hypothesis regarding the mediating role of Work 
Engagement (H4) is accepted. 
Variance Accounted For (VAF) Test 

The Variance Accounted For (VAF) test was conducted to determine the contribution 
of Work Engagement as a mediating variable bridging the effect of Perceived Supervisor 
Support on Turnover Intention. The VAF calculation is as follows: 

VAF == x 100% = = 0.375
I𝑛𝑑𝑒𝑟𝑒𝑐𝑡 𝐸𝑓𝑓𝑒𝑐𝑡

Total Effect

−0.343

−0.913
 

Based on the calculation, the VAF value is 37.5%. This value falls within the 20% to 80% 
range, indicating that Work Engagement functions as a partial mediator in the relationship 
between Perceived Supervisor Support and Turnover Intention. In other words, besides 
having a direct effect, Perceived Supervisor Support also affects Turnover Intention indirectly 
through Work Engagement. 
 
Discussion 
The Effect of Perceived Supervisor Support on Turnover Intention 

The hypothesis testing results show that Perceived Supervisor Support has a negative and 
significant effect on Turnover Intention. This means that the higher the support provided by 
supervisors to employees of PT. BPR Bali Dananiaga, the lower the tendency of employees to 
leave the company. In this context, Perceived Supervisor Support is understood as the extent 
to which employees perceive their supervisors care about their contributions and well-being, 
both emotionally and practically, through attention, performance recognition, and assistance 
that encourages work motivation. Supervisor support, manifested in listening, patience, 
providing resources, and delegating tasks, creates a sense of value and psychological safety, 
thereby strengthening employee loyalty and commitment to stay with the company, reducing 
turnover intention at PT. BPR Bali Dananiaga. 

Reconfirmation with PT. BPR Bali Dananiaga shows that the assistance indicator scored 
4.22, indicating that employees feel very supported by supervisors when facing work obstacles. 
This support creates a sense of security and increases trust in supervisors, making employees 
feel valued and cared for. A positive work environment like this reduces stress and discomfort, 
which in turn lowers the turnover intention of PT. BPR Bali Dananiaga employees. 

These findings align with Social Exchange Theory, which explains that social 
relationships are formed through reciprocal interactions. At PT. BPR Bali Dananiaga, when 
supervisors provide support through attention, recognition, or practical assistance, employees 
feel valued and cared for. This feeling encourages employees to be more loyal, enthusiastic, 
and committed to the company. In other words, supervisor support not only provides 
psychological safety but also becomes an important factor in retaining employees and 
encouraging active contributions to the company. 

This study is consistent with findings by Cahyono et al. (2023), which state that Perceived 
Supervisor Support can affect Turnover Intention. Other studies supporting this include Kaur 
& Randhawa (2021), A. P. Kurniawan et al. (2023), Siddiqi et al. (2024), and Afzal et al. (2019), 
all showing a significant negative relationship between Perceived Supervisor Support and 
Turnover Intention. These findings indicate that the more employees feel supported by 
supervisors through attention, recognition, or practical assistance, the lower their tendency to 
leave the job. In other words, high supervisor support is an important factor in reducing 
employee turnover intention. 
 
The Effect of Perceived Supervisor Support on Work Engagement 

Hypothesis testing shows that Perceived Supervisor Support has a positive and significant 
effect on Work Engagement. This means that the higher the support provided by supervisors 
to employees of PT. BPR Bali Dananiaga, the greater the employees’ engagement in their 
work. In this context, Perceived Supervisor Support refers to the degree to which employees 
perceive their supervisors care about their contributions and well-being emotionally and 
practically, through attention, recognition, and assistance that motivates work. Supervisor 
support, such as listening, patience, providing resources, and delegating tasks, creates a sense 



Green Inflation: International Journal of Management and Strategic Business Leadership 2025 (November), vol. 2, no. 4, Sudiatmika, et al.  97 of 102 

 

of value and psychological safety, enhancing employees’ engagement in daily tasks at PT. BPR 
Bali Dananiaga. 

Reconfirmation with PT. BPR Bali Dananiaga shows that the assistance indicator scored 
the highest at 4.22, indicating that employees feel highly supported by supervisors when facing 
work difficulties. The high level of support strengthens employees’ sense of security, comfort, 
and confidence in completing tasks. This support fosters motivation, enthusiasm, and 
appreciation for work, directly contributing to increased Work Engagement among PT. BPR 
Bali Dananiaga employees. 

These findings are consistent with Social Exchange Theory, which states that social 
relationships are formed through reciprocal interactions. At PT. BPR Bali Dananiaga, when 
supervisors provide support through attention, recognition, or practical assistance, employees 
feel valued and cared for. This encourages employees to be more focused, enthusiastic, and 
committed to their work. Therefore, high supervisor support is an important factor in 
increasing employee Work Engagement. 

Previous studies also support this finding, including Darmawan & Alawiyah (2024), De 
Ocampo et al. (2018), Yose & Suyasa (2023), D. Rahmawati & Pusparini (2023), and Hamzah 
& Nordin (2022), which show a positive and significant relationship between Perceived 
Supervisor Support and Work Engagement. Other studies, such as Nie et al. (2023), Burak 
(2020), Nedim & Suzan (2020), and Gülbahar (2020), also confirm that supervisor support 
positively affects employee engagement. These findings explain that when employees feel 
supported by supervisors, they tend to show higher engagement in their work, which 
ultimately improves performance and commitment to the company. 
The Effect of Work Engagement on Turnover Intention 

Hypothesis testing shows that Work Engagement has a negative and significant effect on 
Turnover Intention. This means that the higher the level of employee engagement at PT. BPR 
Bali Dananiaga, the lower their tendency to leave the company. Work Engagement here is 
understood as a positive psychological state in which employees optimize their work 
conditions, including energy and vigor, emotional involvement and enthusiasm (dedication), 
and the ability to focus fully and become absorbed in work (absorption). Employees actively 
engaged are more likely to complete tasks effectively, show initiative, and feel satisfied with 
their roles, thus lowering their turnover intention. 

Reconfirmation with PT. BPR Bali Dananiaga shows that the absorption indicator scored 
4.16, indicating that employees can focus and become fully immersed in their work. When 
employees enjoy their work and are highly engaged, the drive to seek employment elsewhere 
decreases, lowering turnover intention. 

These findings are consistent with Social Exchange Theory, which states that reciprocal 
interactions between individuals and the company encourage positive behavior. Employees 
who feel their engagement is valued and adequately supported by the company or supervisors 
are motivated to maintain the relationship. In other words, high Work Engagement creates 
attachment, loyalty, and commitment, which directly reduces turnover intention. 

Previous studies support this as well. Cahyana & Prahara (2020) found a negative 
relationship between Work Engagement and Turnover Intention. Other studies include 
Nawardi & Berliyanti (2023), Khalilah & Amalia (2024), Yildiz (2024), Hermawan et al. (2017), 
Silviana & Cahyadi (2023), and Muchtadin (2022), all showing a significant negative effect of 
Work Engagement on Turnover Intention. These findings confirm that the more employees 
are fully engaged in their work, the less likely they are to leave the company. 
The Mediating Role of Work Engagement in the Effect of Perceived Supervisor 
Support on Turnover Intention 

Hypothesis testing shows that Work Engagement acts as a partial mediator in the 
relationship between Perceived Supervisor Support and Turnover Intention at PT. BPR Bali 
Dananiaga. This means that the effect of Perceived Supervisor Support on Turnover Intention 
is not entirely through Work Engagement, but the presence of Work Engagement strengthens 
the impact of supervisor support in reducing employees’ tendency to leave the company. In 
this study, Work Engagement is measured through three main indicators: vigor, dedication, 
and absorption, reflecting energy, enthusiasm, commitment, and focus in employees’ daily 
work. 

The dominance of the absorption indicator in Work Engagement strengthens the 
mediating role between Perceived Supervisor Support and Turnover Intention. The 
absorption score of 4.16 reflects that employees can work with high concentration and become 
fully absorbed in their tasks. High absorption strengthens Work Engagement as a mediator in 
the relationship between Perceived Supervisor Support and Turnover Intention. When 
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Perceived Supervisor Support is adequate, employees are more likely to enter a deep and 
enjoyable work state, increasing engagement. This increased absorption fosters comfort and 
emotional closeness to work, ultimately reducing the tendency of PT. BPR Bali Dananiaga 
employees to leave. Therefore, high absorption amplifies the effect of supervisor support in 
reducing Turnover Intention. 

These findings are consistent with Social Exchange Theory, which states that reciprocal 
relationships between individuals and the company encourage positive behavior. When 
employees receive support from supervisors, they feel valued and are motivated to reciprocate 
with higher engagement. Although Work Engagement does not fully mediate the relationship, 
increased engagement strengthens the positive effect of supervisor support in lowering 
Turnover Intention. 

Work Engagement has been proven to be a significant mediator between Perceived 
Supervisor Support and Turnover Intention at PT. BPR Bali Dananiaga. This means that 
perceived supervisor support affects turnover intention both directly and indirectly through 
work engagement. Thus, the hypothesis regarding the mediating role of Work Engagement 
(H4) is accepted. Previous findings also support this, including Pattnaik & Panda (2020) and 
Barasa & Tunjungsari (2024), who reported that Work Engagement acts as a partial mediator 
in the relationship between Perceived Supervisor Support and Turnover Intention. This shows 
that employees who feel supported by supervisors tend to be more engaged in their work, and 
this engagement helps reduce their intention to leave the company. 

   
4. Conclusion 
Based on the results of this study, several conclusions can be drawn as follows: 
1) Perceived Supervisor Support has a negative and significant effect on Turnover intention 

This finding indicates that the higher the support employees perceive from their 
supervisors, the lower their tendency to leave the company. This aligns with Social 
Exchange Theory, where support from supervisors generates a sense of reciprocal 
obligation in the form of loyalty. Practically, companies need to ensure that supervisors 
provide tangible support so that employees feel valued and are motivated to remain with 
the company. 

2) Perceived Supervisor Support has a positive and significant effect on Work engagement 
The results show that supervisor support can enhance employees’ work 

engagement. Support in the form of attention, recognition, or assistance in solving 
problems makes employees more enthusiastic and gives their work a sense of meaning. 
For PT. BPR Bali Dananiaga, this implies that strategies to strengthen supervisors’ role 
as direct supporters are crucial for maintaining employees’ energy and commitment at 
work. 

3) Work Engagement has a negative and significant effect on Turnover intention 
The higher the employees’ work engagement, the lower their intention to seek 

employment elsewhere. Employees who feel enthusiastic, energized, and committed to 
their work tend to stay longer with the company. For management, this finding suggests 
the need for policies that foster work engagement, such as providing appropriately 
challenging tasks and creating a positive work environment. 

4) Work Engagement significantly mediates the effect of Perceived Supervisor Support on 
Turnover intention 

This finding confirms that supervisor support not only directly reduces turnover 
intention but also indirectly does so by enhancing work engagement. Theoretically, this 
strengthens Social Exchange Theory, as it demonstrates that reciprocal relationships 
between supervisors and employees foster engagement, which in turn lowers the desire 
to leave. Practically, companies should encourage supervisors not only to provide support 
but also to ensure that the support genuinely enhances employees’ work engagement. 
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