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The purpose of this study is to analyze the effect of employee 
engagement on turnover intention and burnout, especially in 
government institutions in this case the Financial Services Authority, 
by also analyzing the effect of employee engagement on turnover 
intention and burnout which also maps the moderating role of 
supervisor support and coworker support. This study uses a 
quantitative approach with the aim of testing the causal relationship 
between variables based on the formulation of previously 
constructed hypotheses. The data used in this study consists of 
primary data obtained directly from respondents through filling out 
questionnaires compiled based on the construct of research variables, 
namely employee engagement, turnover intention, burnout, 
supervisor support, and coworker support. The results of the analysis 
show that employee engagement has a significant negative effect on 
burnout and turnover intention. The higher the employee 
engagement, the lower the level of emotional exhaustion and desire 
to leave the organization. Coworker support has also been shown to 
have a significant negative effect on both outcomes, emphasizing the 
importance of peer support in building psychological resilience and 
employee loyalty. 
 

 

 

 
1.  Introduction 

 
Good human resource (HR) management is very important for the success and even survival 

of an organization, including for state institutions such as the Financial Services Authority (OJK). 
Good HR management will support work productivity and maintain organizational stability 
through employee retention and ensuring proper workload distribution. Conversely, the failure 
of an organization to manage HR can be a source of significant risk for the organization, including 
low work productivity, high employee turnover and a deterioration in the organization's 
reputation. 
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Dessler (2017) stated that human resource management includes the process of acquiring, 
training, assessing, and developing employees, as well as maintaining their welfare and fairness. 
This activity is a key pillar in ensuring that the organization is able to achieve its goals optimally, 
because the success of the organization depends on the quality of its human resources. Employees 
not only carry out operational aspects but also bring innovation, creativity, and expertise that 
drive the progress of the organization. In addition, employees are contributors to the level of 
organizational productivity, and can support the creation of a positive work culture. Therefore, 
every organization, both in the private and public sectors, actively competes to get the best 
quality employees who contribute optimally and retain them so that they are willing to work for 
the organization. 

To ensure that employees can make high contributions that support the performance and 
achievement of organizational targets, one of the important things is the realization of a high level 
of engagement. Engagement is seen as having a significant influence on reducing burnout and 
turnover intention as per the research results of Kurniawati and Raharja (2023). Research 
conducted by Molestane (2017) shows that employee engagement has a positive effect on 
organizational productivity. Likewise, previous research conducted by Nayak and Sarangi (2016) 
also found that in addition to its contribution to increasing productivity, employee engagement 
plays a role in increasing employee commitment. 

Furthermore, organizations that can realize high employee engagement can reduce 
employee turnover or departure from the organization, either by quitting or moving to another 
place. The employee's intention to leave is indicated by the turnover intention value. Lestari and 
Margaretha (2021) define turnover intention as the desire to move or leave an organization to 
get a better job. This is important to note because turnover intention is characterized by a 
decrease in employee performance/productivity which is reflected in employee behavior 
including arriving late, often absent, and no enthusiasm/work spirit (Belete, 2018). High 
employee turnover has a direct impact on team performance and can disrupt the performance 
and profitability of the organization as well as the loss of time and costs for recruiting and training 
new employees (Childs et al, 2017). 

Another thing to consider in human resource management in an organization is the level of 
burnout. Maslach et al. (2001) define burnout as "a prolonged response to chronic emotional and 
interpersonal stress in the workplace, and is defined by three dimensions: exhaustion, cynicism, 
and incompetence". Similar to turnover intention, burnout also has a negative relationship with 
engagement. This is as stated by the research of Santhanam and Srinivas (2019) which found that 
disengaged employees (not feeling engaged) have a greater risk of experiencing burnout and are 
likely to leave the organization in the future. 

Furthermore, Kuvaas and Dysik (2010) concluded that support from superiors (supervisor 
support) plays a crucial role in shaping employee attitudes, influencing employee commitment 
and also turnover intention. Support from superiors creates a work environment where 
employees feel valued and heard. Supportive superiors provide constructive feedback, encourage 
career development, and help employees face work challenges. This not only increases 
engagement but also reduces turnover intention and reduces burnout. Conversely, lack of 
support from superiors can weaken employee engagement, increase turnover intention, and 
trigger burnout. Likewise, support from coworkers (coworker support) also plays an important 
role in creating a positive work environment. Costa and Monteiro (2016) stated that "The lower 
the support of coworkers in the workplace, the lower the level of engagement which in turn will 
be reflected in lower performance at work." Supportive coworkers can help reduce stress, 
strengthen a sense of connectedness, and increase motivation. When employees feel supported 
by coworkers, they tend to be more engaged and have lower turnover intention and a lower risk 
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of burnout. However, if support from coworkers is low, the positive effects of employee 
engagement on reducing turnover intention and burnout may be reduced. 

From a risk management perspective, there is a close relationship between employee 
engagement and turnover intention with risk management in an organization. High turnover 
rates and low employee engagement can pose major risks related to human resources. Losing 
experienced employees means losing valuable knowledge and expertise, which can disrupt 
operations and productivity. In addition, the process of recruiting and training new employees 
requires a lot of time and resources. The level of engagement is also related to operational risk 
because low engagement can result in inefficiency in the organization's operational activities and 
increased error rates in business processes. In addition, high turnover and low employee 
engagement can also affect the organization's reputation risk. Organizations that are known to 
the public to have low engagement rates can lead to negative perceptions and make it difficult for 
organizations to obtain quality human resources. High turnover rates can also be a financial risk 
for organizations, given the costs associated with very high turnover ranging from the cost of 
recruiting, hiring, and training new employees. In addition, low engagement can lead to decreased 
productivity which ultimately affects organizational performance. 

Previous studies on the effect of employee engagement on turnover intention include 
research conducted by Islamy (2017) which found that variables such as vigor, dedication, and 
absorption have a significant effect on turnover intention. Research conducted by Rokhman 
(2022) shows that employee engagement has a significant effect on turnover intention with 
organizational commitment as a mediating variable. Conversely, research conducted by Wiranti 
et al. (2021) found that employee engagement has a significant effect on employee performance 
and organizational commitment, but does not have a significant effect on turnover intention 
directly. Research conducted by Solihin (2020) found that work engagement did not have a 
significant effect on turnover intention, while organizational commitment had a significant 
negative effect on turnover intention. Conversely, there is previous research that found that there 
was no significant effect between employee engagement and burnout. Previous studies on the 
relationship between employee engagement and burnout include research conducted by 
Christianty and Widhianingtanti (2016) which shows that there is a very significant negative 
relationship between employee engagement and burnout. On the other hand, research by 
Hikmatullah (2016) shows that there is no significant relationship between employee 
engagement and burnout in IT division employees in Jakarta. Previous studies on the relationship 
between supervisor support and turnover intention include research conducted by Fitri (2024) 
which shows that supervisor support has a negative and significant effect on turnover intention 
while research by Buulolo and Ratnasari (2020) shows that supervisor support has a negative 
effect on turnover intention. 

Previous research on the relationship between coworker support and turnover intention 
includes that conducted by Maesaroh and Fadili (2024) which showed that there was a negative 
and significant influence between coworker support and turnover intention, while research 
conducted by Wijaya (2024) showed that coworker support did not have a direct effect on 
turnover intention. 

Previous studies on the relationship between supervisor support and burnout include those 
conducted by Yulia et al. (2020) which showed that there was a significant negative relationship 
between supervisor support and burnout. Research conducted by Adawiyah et al. (2018) showed 
that there was a significant negative relationship between social support, including supervisor 
support, and burnout. Research conducted by Triastuti and Walyono. (2023) showed that the 
higher the social support, including from superiors, the lower the burnout that occurs in 
employees. 

Previous studies on the relationship between coworker support and burnout include those 
conducted by Purnama et al. (2023) which showed that there is a significant negative relationship 
between coworker support and burnout in employees. Research conducted by Labiib (2013) and 
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Akbar and Soetjiningsih (2022) showed that there is a negative relationship between social 
support, especially from coworkers and superiors, and burnout levels. 

Previous studies that have shown the role of supervisor support in moderating the 
relationship between employee engagement and turnover intention include research conducted 
by Tennakoon and Herat (2021) which showed that supervisor support has a significant influence 
in moderating turnover intention, but this influence varies depending on the employee's tenure. 
Research conducted by Novrandy and Tanuwijaya (2022) shows that supervisor support can 
strengthen the relationship between work engagement and turnover intention. From 

Previous studies have reviewed the relationship between employee engagement and 
turnover intention and burnout, as well as the impact of supervisor support and coworker 
support on both variables. However, studies that comprehensively examine the role of supervisor 
and coworker support as moderating variables in the relationship are still limited, especially in 
the context of an independent state institution such as the OJK. 

Based on this background, this study intends to examine the effect of employee engagement 
on turnover intention and burnout, and explore the role of supervisor support and coworker 
support as moderator variables in the context of the Financial Services Authority. With this 
approach, it is expected that the study can contribute to strengthening HR management while 
supporting the effectiveness of institutional risk management at the OJK. 
 
2. Methods 

 
This study uses a quantitative approach with the aim of testing the causal relationship 

between variables based on the formulation of previously constructed hypotheses. The data used 
in this study consists of primary data obtained directly from respondents by filling out a 
questionnaire compiled based on the construct of research variables, namely employee 
engagement, turnover intention, burnout, supervisor support, and coworker support. This data 
represents individual perceptions of the psychological and social conditions they experience in 
the work environment, and is collected to answer specific research problems. Primary data 
collection was carried out through a quantitative survey method using a closed questionnaire 
distributed online via the Google Forms platform. The questionnaire was designed using a 5-point 
Likert scale (1 = Strongly Disagree to 5 = Strongly Agree), and includes indicators of each variable 
based on instruments that have been validated from previous studies. The population in this 
study were all permanent OJK employees who work at the Head Office and KOJK throughout 
Indonesia. Based on the latest OJK Annual Report (2023), the number of permanent OJK 
employees is around 4,000 people. The population used includes all active employees of the 
Financial Services Authority (OJK) totaling around 4,000 people, both those working at the head 
office and regional OJK offices. The population is not further divided into sub-populations or 
stratification based on work units, work locations, age, gender, or length of service. 

 
3. Results and Discussion  
 
Classical Assumption Test Results 
 
1) Residual Normality Test 
 

The residual normality test is carried out to determine whether the error distribution (the 
difference between the actual value and the regression predicted value) follows a normal 
distribution. 
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Testing was carried out using Shapiro-Wilk, with the following criteria: 
• p > 0.05 → Residuals are normally distributed 
• p ≤ 0.05 → Residuals are not normally distributed 
 
Normality Test Results 
 

 
 
 
 
 

 
Both models produce residuals that are not normally distributed (p < 0.05). However, according 
to Ghozali (2018), linear regression can still be used even though the residuals are not completely 
normal, as long as the number of samples is sufficient (n > 30), there are no extreme outliers, and 
other assumptions are met (homoscedasticity, non-multicollinearity). Thus, because the sample 
of this study was 103 respondents, the regression model can still be used. 
 
2) Multicollinearity Test 
 

This test aims to ensure that there is no high correlation between independent variables. 
Multicollinearity is declared absent if the VIF value is <10 (Hair et al., 2010). 
 
The VIF test results are as follows: 

 
The table above shows that all variables have VIF values below 10, even below 3, which means 
that there is no multicollinearity problem and the independent variables are free from high linear 
correlation with each other. 
 
3) Heteroscedasticity Test (Glejser) 
 
The Glejser test is used to detect whether the error variance is constant or not 
(homoscedasticity). The criteria used are: 
 
•  p-value > 0.05 → No heteroscedasticity (safe) 
•  p-value ≤ 0.05 → There is an indication of heteroscedasticity 
 
The results of the Glesjer test are as follows: 
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In Model 1 (Burnout), only SS_centered shows p ≤ 0.05, indicating mild indication of 
heteroscedasticity. Meanwhile, in Model 2, there are 2 variables with p ≤ 0.05 (EE_centered and 
EE_CS) indicating indication of heteroscedasticity. However, even though there are indications of 
heteroscedasticity in several variables, this does not invalidate the feasibility of the regression 
model. According to Gujarati (2009) and Ghozali (2018), violation of the homoscedasticity 
assumption only affects the efficiency of the model, not the accuracy of the coefficient estimates 
in general. 
 
4) Autocorrelation Test (Durbin-Watson) 
 
This test aims to determine whether there is autocorrelation (correlation between consecutive 
residuals) in the regression model. Autocorrelation can interfere with the accuracy of regression 
estimates. 
 
Interpretation criteria (Gujarati, 2009): 
• DW ≈ 2→ No autocorrelation 

• DW < 1.5→ There is positive autocorrelation 

• DW > 2.5→ There is negative autocorrelation 

 
Model 1 shows no autocorrelation, while Model 2 shows a slight tendency towards positive 
autocorrelation, but is still within the tolerance limit for cross-sectional data (not time series). 
Although the Durbin-Watson value in Model 2 (1.715) shows a slight tendency towards positive 
autocorrelation, this does not interfere with the validity of the model because according to 
Ghozali (2018) and Gujarati & Porter (2009), autocorrelation tests are not required for cross-
sectional data, as used in this study. 
 
4. Discussion 
 

This section discusses the results of the hypothesis testing of Model 1 and Model 2 that have 
been conducted in this study, while comparing them with the theoretical basis and previous 
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research. In general, this study uses the Job Demands–Resources Model (JD-R) framework as a 
basis for explaining how employee engagement, supervisor support, and coworker support play 
a role in influencing burnout and turnover intention. 

Employee engagement in this study was proven to have a negative and significant effect on 
turnover intention (Model 2: β = –0.841; p <0.001). This result is in line with the JD-R theory, 
where employee engagement can increase emotional attachment to the organization, thereby 
reducing the desire to leave. This finding also supports the studies of Schaufeli & Bakker (2004), 
Laurensius (2024), and Mobley (1977). However, research by Natalia & Rosiana (2017) and 
Wiranti et al. (2021) found different results, that the direct effect of employee engagement on 
turnover intention was not always significant. This difference may reflect variations in the 
context of the sector or organizational culture. Thus, hypothesis H1 is stated as supported and 
accepted. 

Employee engagement was also shown to have a negative and significant effect on burnout 
(Model 1: β = –0.730; p < 0.001). This finding strengthens the theory that engagement and 
burnout are two opposite poles (Maslach & Leiter, 2008; Schaufeli et al., 2002). Studies by Xu 
(2019) and Weigl et al. (2016) also confirmed that high work engagement can act as a buffer 
against chronic work pressure. However, notes from Turan-Torun et al. (2025) show that in a 
digital environment with high expectations, engagement can actually trigger burnout, so 
contextualization remains important. With these results, hypothesis H2 is accepted and 
supported. 

Supervisor support in this study did not show a significant effect on turnover intention 
(Model 2: p = 0.256). This is contrary to the findings of Putri (2025) and Siddiqi & Rahman (2025), 
who emphasized the importance of superior support in fostering organizational commitment. 
The findings of this study are more in line with the study of Győri and Perpek (2025), who found 
that in organizations with high workloads, supervisor support alone is not effective enough. 
Therefore, hypothesis H3 is rejected. 

Supervisor support has no significant effect on burnout (Model 1: p = 0.648). This result is 
different from the study of Andersen & Pihl-Thingvad (2025) and Nguyen et al. (2025) who found 
a protective role of supervisors in reducing burnout. However, the results of this study are 
consistent with Flaharty (2025), who emphasized the importance of other factors such as job 
autonomy and individual coping in reducing burnout. Therefore, hypothesis H4 is also rejected. 

Coworker support is proven to have a negative and significant effect on turnover intention 
(Model 2: β = –0.443; p = 0.016). This finding is consistent with the theory of Chiaburu & Harrison 
(2008) and research by Zhang et al. (2024), which states that coworker support strengthens 
employee loyalty. However, Andrews & Dawley (2025) warn that group solidarity can also have 
a negative side if it is not balanced with performance monitoring. With these results, hypothesis 
H5 is accepted and supported. 

Coworker support also showed a significant negative effect on burnout (Model 1: β = –0.280; 
p = 0.013). This finding supports the results of Shakiba et al. (2025) and Nguyen et al. (2025) 
which confirmed the effectiveness of peer support in reducing psychological exhaustion. 
However, Kemter (2024) showed that in public bureaucracy, the effect of coworker support on 
burnout can be less effective than good work design. Therefore, hypothesis H6 is stated as 
accepted and supported. 

In the moderation test, supervisor support does not moderate the relationship between 
employee engagement and turnover intention (Model 2: p = 0.848). This finding is in line with 
Shahbaz (2025) who emphasized the role of the reward system compared to supervisor support 
in strengthening the influence of engagement on turnover intention. Therefore, hypothesis H7 is 
rejected. 

In the relationship between employee engagement and burnout, supervisor support actually 
shows a significant interaction effect in the opposite direction (Model 1: β = +0.255; p = 0.036). 
The higher the supervisor support, the negative effect of engagement on burnout actually 
weakens. This potentially reflects the phenomenon of "overmanagement" (Schaufeli & Taris, 
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2014; Bakker, 2005), where supervisors increase expectations for engaged employees, thereby 
increasing the psychological burden. Thus, hypothesis H8 is statistically significant, but the 
direction of the relationship is not supported. Coworker support was not proven to moderate the 
relationship between engagement and turnover intention (Model 2: p = 0.658), in line with 
Ahmad (2016) who found that embeddedness from coworkers is not necessarily sufficient to 
prevent turnover in bureaucracy. Therefore, hypothesis H9 is rejected. 

In contrast, coworker support was shown to significantly moderate the relationship between 
engagement and burnout (Model 1: β = –0.330; p = 0.029). The higher the peer support, the 
stronger the effect of engagement in suppressing burnout. These results support the JD-R theory 
and the findings of Bourgoin et al. (2024) and Smith (2024). Thus, hypothesis H10 is stated to be 
supported. 

In general, the results of this study strengthen the main role of employee engagement and 
coworker support in reducing burnout and turnover intention. However, the role of supervisor 
support as a moderator is not fully proven, and even has the potential to weaken the effect of 
engagement on burnout. These findings indicate the importance of strengthening the quality of 
supervisor support in a more empathetic and adaptive manner, in line with the context of modern 
organizations. 

 
5. Conclusion 
 

This study aims to examine the effect of employee engagement on turnover intention and 
burnout, as well as to examine the role of supervisor support and coworker support both as direct 
predictors and as moderating variables, using the Moderated Regression Analysis (MRA) 
approach in two separate models. 

The results of the analysis show that employee engagement has a significant negative effect 
on burnout and turnover intention. The higher the employee engagement, the lower the level of 
emotional exhaustion and the desire to leave the organization. Coworker support is also proven 
to have a significant negative effect on both outcomes, emphasizing the importance of peer 
support in building psychological resilience and employee loyalty. 

In contrast, supervisor support did not show a significant direct effect on either burnout or 
turnover intention. Although theoretically supervisor support plays an important social resource, 
in the context of this study its role is weaker than coworker support. In testing the moderation 
effect, coworker support was shown to moderate the relationship between employee 
engagement and burnout, where the higher the coworker support, the stronger the influence of 
engagement in reducing burnout. However, the moderation effect of coworker support was not 
proven to be significant in relation to turnover intention. Meanwhile, supervisor support showed 
interesting moderation results: supervisor support actually weakened the influence of 
engagement on burnout significantly (opposite moderation), and did not moderate the influence 
of engagement on turnover intention. 

This finding strengthens the partial validity of the Job Demands-Resources (JD-R) theory 
which places employee engagement and coworker support as important resources in reducing 
burnout and turnover intention. However, the role of supervisor support as a moderator does not 
always run according to theoretical expectations and shows the complexity of relations in the 
public bureaucratic environment. 
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