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Abstract: This study is a literature review that analyzes a model for increasing and decreasing
turnover intention through a framework of strengthening employee engagement. This approach
provides a theoretical contribution by applying Discrepancy Theory in the context of modern
work behavior, particularly for female workers in dynamic industrial sectors, where the match
between expectations and work reality is key to forming long-term loyalty and engagement.
This study was conducted only for female employees. PT. Telkom Infrastruktur Indonesia, a
married couple, totalling 121. This study uses Structural Equation Modelling (SEM) analysis,
using AMOS, to determine whether the model depicted corresponds to actual reality. The
results of this study indicate that work-/ife balance, psychological empowerment, leadership,
and meaningful work have a positive impact on employee engagement. The better the work-life
balance, psychological empowerment, leadership, and meaningful work, the better. This has
the potential to strengthen female employees' attachment to the organization. In this study,
work-life balance contributed significantly to increasing employee engagement. Employee
engagement had a significant negative effect on turnover intention. In this study, stronger
employee engagement potentially reduced female employees' desire to leave the organization.

Keywords: Workplace Relationship Quality, Meaningful Work, Employee Engagement,
Intention to Leave

INTRODUCTION

The challenges facing companies in the Industrial Revolution 4.0 are a widely discussed
issue (Akmal, 2019). This also significantly impacts changes and human resource activities. To
carry out its operations, every company requires human resources with superior quality and
competence. The concept of organizational commitment centres on human resource strategies
that link policies and results. Companies deliberately create comfortable working conditions so
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that employees can perform well and generate company profits. However, a common problem
in companies is the high level of employee intention to leave for various reasons (Ganeshan et
al .,2022).

The phenomenon of turnover intention remains a serious challenge for many
organizations in Indonesia, including telecommunications infrastructure companies such as PT
Telkom Infrastruktur Indonesia. Although the company has attempted to create a conducive
work environment through work-life balance policies and participatory leadership
development, the level of turnover intention among female employees still shows a relatively
high trend based on employee interviews. As female employees enter marriage and start having
children, the intention to leave becomes even higher. This is due to the dynamics that occur
between professionalism at work and new roles within the family (Rasheed, Igbal & Mustafa,
2018). This condition indicates a gap between organizational policies and employee perceptions
of the meaning and engagement of their work.

Several previous studies have confirmed that employee engagement plays a key role in
reducing turnover intentions (Bakker & Demerouti, 2017; Saks, 2021). However, most research
focuses on the service or banking sectors (Ghimire, S. K, 2020; Sibarani et al., 2025) and has
not specifically addressed the context of the telecommunications industry, with its significant
female workforce. Furthermore, previous research tends to partially isolate the influence of
work-life balance (Shelar and Khatke, 2021 ), psychological empowerment leadership (Arizqi
and Fachrunnisa, 2017), and meaningful work ( Albrecht et a/ . , 2021) on employee
engagement, without examining all three within an integrative framework capable of explaining
the mediating mechanisms involved.

Furthermore, in the context of female workers, the challenge of balancing dual roles
between work and family often impacts emotional and psychological attachment to the
organization (Greenhaus & Allen, 2011). Conflict between work roles and family
responsibilities is often a challenge for employees, especially for women who are married or
have children. This situation can impact their emotional and psychological attachment to the
organization (Greenhaus & Allen, 2011). Several studies, such as those conducted by Putro,
TAD, et al. (2023), found that work-life balance, psychological empowerment, and supportive
leadership can increase employee engagement and reduce the tendency to turnover. However,
conditions in the field indicate that many employees still experience difficulties in
implementing this balance.

High professional demands often conflict with family roles, resulting in emotional
exhaustion and decreased work motivation. This discrepancy between empirical findings and
organizational realities creates a research gap . Based on this, this study aims to further examine
how work-life balance, psychological empowerment leadership, and meaningful work can
influence turnover intention in the context of today's organizations. This study analyzes the
mediating role of employee engagement in the relationship between work-life balance,
psychological empowerment leadership , and meaningful work on turnover intention among
female employees at PT Telkom Infrastruktur Indonesia. Within the framework of Discrepancy
theory , employee engagement is seen as a psychological response that arises when there is a
match between individual expectations of work and the actual conditions experienced. The
smaller the discrepancy between expectations and work reality, the higher the level of employee
engagement to the organization.

In this context, work-life balance, psychological empowerment leadership, and
meaningful work play a role in reducing this discrepancy, so that employees feel more fulfilled
emotionally and professionally. This condition can ultimately reduce the tendency to change
jobs ( turnover intention ). Therefore, the variable of employee engagement is positioned as a
mediator that explains how the match between expectations and work experiences can increase
commitment and loyalty to the organization.
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As the number of female workers increases, turnover rates also increase (Bintang &
Astiti, 2016). High employee turnover rates can be detrimental to both the company and the
employee's career (Saeed et al., 2014). Currently, many companies are experiencing difficulties
with many potential employees choosing to leave (Kumara & Fasana, 2018). Furthermore,
turnover intentions are quite dangerous, even more dangerous than turnover behavior itself
(Suyono et al., 2020).

In their research, Cohen & Golan (2007) stated that employee gender influences
turnover intentions. Female employees tend to be at a higher risk of turnover . In Indonesia, for
example, a survey of members of parliament showed that the turnover rate among female
members of parliament was higher than that of male members, at 67% (Perdana & Hilman,
2020). This could be due to women's significant roles at home, such as as wives and mothers.
This research was conducted on female employees, for whom turnover intention is a part of
their lives. This is due to the dual role women play, which requires them to balance their
personal and work lives. Work-life balance is crucial for working women, as the demands of
being a homemaker at home and the demands of their work at work require them to effectively
fulfill both roles.

Women in the workforce have a low level of work-life balance while their turnover
intentions are quite high. When an employee's workload interferes with their role in the family,
the employee will consider leaving the job and choose another place that can align with their
role in the family to avoid work-family conflict (Allen et al., 2000). When work-family conflict
occurs for women, this can increase the tendency to leave the company, resulting in losses for
the company to replace employees (Rasheed et al., 2018). (Rasheed et al., 2018) also stated that
pressure from work and family can affect women's lives both personally and professionally.
Therefore, it is necessary to explore the extent to which work-family balance plays a role in the
level of turnover intentions for working women.

Sebastian et al (2022) explained that employees who feel engaged are emotionally and
rationally bound. If employees are emotionally bound, they will feel satisfied with their work,
their work will inspire them, and they will feel empowered by their work and feel part of their
company. To increase employee engagement, it is necessary to examine several influencing
factors by considering employee needs, one of which is the creation of Work-Life Balance.
Therefore, companies need to focus more on Employee Life Balance to increase employee
engagement. Several studies have shown that Work-Life Balance affects Employee Engagement
(Shelar and Khatke, 2021; Zahra et al, 2024). These results indicate that Work-Life Balance is
an important variable in efforts to increase Employee Engagement.

Work-family balance is a perceptual phenomenon characterized by feelings of
satisfaction with demands stemming from responsibilities in the work and family domains
(Thornthwaite, 2002). Greenhaus et al. (2003), stated that work-family balance is the extent to
which a person feels balanced involvement and satisfaction in their roles at work and in their
family. There are three aspects of work-family balance: time balance, involvement balance, and
satisfaction balance (Greenhaus et al., 2003).

Discrepancy Theory, an individual has a standard of conformity to their job. A strong
attachment to the company will increase the standard of conformity to fulfilling their life needs.
When this discrepancy is felt, the individual desires to leave (Naufer and Kumar, 2020).
Chairiza et al., (2016) showed that the higher the employee engagement, the lower the turnover
intention . Hamidanti and Fachrunisa , ( 2024 ) shows that employee engagement influential
significant negative on turnover intention.

This research model is built on the main foundation of Discrepancy Theory (Locke,
1969), which assumes that individual satisfaction and engagement with work are strongly
influenced by the gap ( discrepancy ) between expected and actual conditions experienced. The
smaller the difference between expectations and reality in the workplace, the higher the level
of individual satisfaction, engagement, and loyalty to the organization. Conversely, when the
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discrepancy increases, for example, expectations about work-life balance, work meaning, or
support from superiors are not met then dissatisfaction and intention to change jobs ( turnover
intention ) arise.
In the context of this research, work-life balance, psychological empowerment
leadership, and meaningful work are seen as factors that contribute to reducing the
psychological gap between expectations and work reality. First, work-life balance reflects the
extent to which an individual feels they can balance their work and personal life roles. For
female workers, this balance is a particularly important issue because they often face dual
expectations between career and domestic responsibilities (Putro, Agnesia, & Qomariyah,
2023). When this balance is achieved, the gap between expectations and actual conditions is
reduced, resulting in a sense of satisfaction and commitment to the organization (Locke, 1969).
Second, psychological empowerment leadership refers to leader behavior that provides a sense
of autonomy, trust, and appreciation for the abilities of their subordinates. Empowering leaders
are able to bridge the perception gap between employees' expectations of support and the reality
they receive.
Thus, employees feel valued and empowered, which fosters emotional engagement and
reduces the desire to leave the organization (Hamidanti & Fachrunnisa, 2024).
Third, meaningful work is a crucial element in reducing the discrepancy between personal
values and the meaning of their work. When individuals find deeper meaning in their work for
example, feeling that their work makes a positive contribution to themselves or others, their
feelings of satisfaction and engagement increase, and psychological discrepancy decreases
(Shelar & Khatke, 2021).
Employee engagement, in this framework, serves as a mediating variable explaining the
psychological processes that influence these three factors on turnover intention. This means
that when the gap between expectations and reality in terms of work-life balance, leadership
support, and work meaning narrows, employee engagement levels increase. This engagement
results in a strong sense of belonging, enthusiasm, and loyalty to the organization, thereby
reducing turnover intentions (Ahmed et al. , 2016).
Thus, this research model positions employee engagement as a bridge connecting
organizational efforts to meet employee expectations with the outcome of higher retention and
commitment. This approach provides a theoretical contribution by applying Discrepancy
Theory to the context of modern work behavior, particularly for female workers in dynamic
industrial sectors, where the alignment between expectations and work reality is key to building
long-term loyalty and engagement.
Based on background behind on, so formulation internal problems study This is 'How
to reduce the level of turnover intention by using the approach Work-Life Balance,
Psychological Empowerment, Leadership , and Meaningful Work Through the Mediation
of Employee Engagement ? The research question is as follows following:
1. Whether Does Work Life Balance affect employee engagement ?

Whether Psychological empowering leadership have an impact on employee

engagement?

Whether Does meaningful work affect employee engagement ?

Whether employee engagement influence on turnover intention ?

5. Does employee engagement mediate the effect of Work Life Balance on turnover
intention?

6. Does employee engagement mediate the influence of psychological empowerment
leadership on turnover intention?

7. Does employee engagement mediate the effect of meaningful work on turnover
intention?

P w
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METHOD

Study this test influence Work Life Balance, Psychological empowerment leadership,

and meaningful work towards Employee engagement and its impact on turnover intention.
Because that study is categorised as explanatory research, which is something study Which
aim test a hypothesis through the connection as well as influence between variables (Ghozali,
2016).
A population is a collection of individuals or research objects that possess predetermined
qualities and characteristics. Based on these characteristics, a population can be understood as
a group of individuals or objects of observation that share at least one characteristic ( Ghozali ,
2016 ). Based on this definition, the population in this study is female employees. PT. Telkom
Infrastruktur Indonesia, who are married, numbering 121.

Female employees tend to have a higher risk of turnover (Cohen & Golan 2007). This
may be due to women having significant other roles at home, such as wife and mother. Working
women are also considered more vulnerable to work-life balance issues, and increased turnover
intention due to poor work-life balance is more likely. Female employees also value
empowerment leadership more deeply than male employees. When a working woman receives
support from her superiors, it significantly increases self-confidence, recognition, development
opportunities, and innovative behavior. ( Pramono, T., Asbari, M., Supriatna, H., Nugroho, YA,
& Novitasari, D, 2021) . The sampling technique in this study used a census (Ghozali, 2016),
where the entire available population was sampled, so the sample in this study was 121
respondents.

Research requires data analysis and interpretation to answer research questions and
uncover specific social phenomena. Data analysis is the process of simplifying data into a form
that is easier to read and interpret. The method chosen for data analysis must be appropriate to
the research methodology and the variables being studied. The data analysis tool used is the
Structural Equation Model from the AMOS statistical package. As a structural equation model,
AMOS is often used in marketing and strategic management research . The AMOS causal
model addresses measurement and structural issues and is used to analyze and test hypothetical
models. In this step, the model's suitability is tested by examining various goodness-of-fit
criteria . The following presents several fit indices and cutoff values to test whether a model
can be accepted or rejected.

RESULTS AND DISCUSSION
Results
Structural Equation Modeling Analysis

The next analysis is a full-model Structural Equation Model (SEM) analysis , after
analyzing the unidimensionality of the indicators forming the latent variables, which were
tested using confirmatory factor analysis. Analysis of the data processing results at the full-
model SEM stage was carried out using goodness-of-fit and statistical tests. The results of the
data processing for the full-model SEM analysis are displayed in Figure 1, Table 1, and Table
2.

5|Page


https://dinastipub.org/DIJEMSS

https://dinastipub.org/DIJEMSS, Vol. 7, No. 3, February 2026

DE@EE®E®@E®®E COODNESS O T
CHI SQUARE = 485.650
df = 457
PROB: = 171

e b b e B B o o o o =
GFI = 788

. oowos A2 A o, @ AGFI = 755
o= o0
Work Tu

Life
Balance

63
@~ W

. vl 2|62
@

Psychological

1) , Yenzley Turnover Y . @
@ leadership intention

69 83

N )

@~ .

74 48 52 54
o] 2] [ ol [ ol o (] )
work
M AWMCICICSECRCECECRCNS)
71
ool £l e ol

@ € ) €9

Figure 1. Test Results
Structural Equation Model (SEM)
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Testing of the model hypothesis shows that this model is in accordance with the data or
fits the data used in the research as shown in the following table:

Table 1. Model Feasibility Test Results
Structural Equation Model (SEM)

Goodness of Fit Cut-off Value Analysis Results Model
Index Evaluation

Chi-Square Small (<511,776) 485,650 Good
Probability >0.05 0.171 Good
RMSEA <0.08 0.023 Good
GFI >0.90 0.788 Marginal
AGFI >0.90 0.755 Marginal
TLI >0.95 0.986 Good
CFI >0.95 0.985 Good

Source: Processed research data

Based on Table 1, the use of the theoretical framework in the model is in accordance
with the actual reality, where the probability value of 0.171 indicates a good model evaluation.
For statistical testing of the relationship between variables that will later be used as the basis
for the proposed research hypothesis. Statistical testing of the results of processing with SEM
is carried out by looking at the level of significance of the relationship between variables as
shown through the Probability (p) and The Critical Ratio (CR) of each relationship between
variables.

Hypothesis Testing
The testing of the four research hypotheses is conducted based on the Critical Ratio
(CR) value of a causal relationship from the SEM processing results, as shown in Table 2 below.

Table 2. Regression Weight Structural Equational Model
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Estimate SE  C.R. P
Employee engagement <--- Work Life Balance 0,243 0,061 3,955  **x*
Employee engagement <--- Psychological empowerment 0,183 0,066 2,789 0,005
Employee engagement <--- Meaningful work 0,188 0,059 3,201 0,001
Turnover_intention <---  Employee engagement -0,573 0,18 318 7_ 0.001

From the test results, it was found that all CR values were above 1.96 or with a
probability smaller than 0.05. Thus, Hypothesis 1 was supported, which showed the influence
of work-life balance on employee engagement. Hypothesis 2, which showed the influence of
psychological empowerment on employee engagement, Hypothesis 3, which showed the
influence of meaningful work on employee engagement, and Hypothesis 4, which showed the
influence of employee engagement on turnover intention, were supported.

Discussion
Hypothesis 1: The Effect of Work-life Balance on Employee Engagement

From the calculation results obtained from the CR variable work-life balance on
employee engagement is 3.955, with a probability value of 0.000. The probability value = 0.000
< 0.05, indicating that work-life balance has a positive and significant influence on employee
engagement. Thus, it can be concluded that H1 is supported.

Work-life balance can create strong bonding relationships between female employees,
so to get strong employee engagement from an organization, it is necessary to improve the
quality of good relationships in the workplace. One positive feedback is increased work
engagement characterized by a willingness to help the organization achieve its big goals by
being willing to help colleagues, being willing to complete new challenging tasks, focusing on
carrying out tasks and being physically and mentally involved in completing the work. The
results of this study support the research of Zahra et al ., (2024), which shows that work-life
balance has a significant positive effect on employee engagement.

Hypothesis 2 : The Influence of Psychological Empowerment Leadership on Employee
Engagement

From the calculation results obtained from the CR variable of psychological
empowerment leadership on employee engagement is 2.789 and with a probability value of
0.005. The probability value = 0.005 < 0.05, indicating that psychological empowerment
leadership has a positive and significant influence on employee engagement. Thus, it can be
concluded that H2 is supported.

A leadership style that emphasizes meaningful work, encourages female employee
participation in decision-making, expresses confidence in high performance for all female
employees, and provides autonomy to female employees when faced with bureaucratic
obstacles will make female employees believe that their leaders give them full trust. This has
the potential to increase female employee engagement with the organization. Individuals who
are fully empowered by their leaders will think twice about leaving the organization, are less
likely to consider other job alternatives, and strive to give their best to the organization.

This is also in accordance with the basic framework of Vroom's Expectancy theory, that
when individuals get something for their work, in this case in the form of empowerment support
from the leader, then it is likely that the individual or female employee will provide feedback
to the organization in the form of a willingness to take on new tasks, help colleagues, identify
challenges and opportunities, and focus on carrying out tasks and being involved in work that
supports the achievement of organizational goals. The results of this study support the research
of Arizqi and Fachrunisa (2017), which states that psychological empowerment leadership
significant positive impact on employee engagement.
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Psychological empowerment leadership, characterized by increasing the meaning of
work, encouraging participation in decision-making, expressing confidence in high
performance supported by strong engagement from female employees, makes female
employees feel increasingly connected to the organization such as increasing the meaning of
work, encouraging participation in decision-making, expressing confidence in high
performance with strong work engagement.

Hypothesis 3: The Effect of Meaningful Work on Employee Engagement

From the calculation results obtained from the CR variable meaningful work on
employee engagement is 3.201, with a probability value of 0.001. The probability value =0.001
< 0.05, indicating that meaningful work has a positive and significant influence on employee
engagement. Thus, it can be concluded that H3 is supported.

Meaningful work refers to a value or goal that is considered important and valuable by
some individuals based on their own standards. This reflects the individual's intrinsic interest
in a given task or job, especially if the job involves values that are believed by someone in their
role in their work. The individual's feeling that the work or what is being done has valuable
meaning will make the individual bond with their profession and also their workplace. Thus, if
an individual feels that the work they are engaged in will developing his intrinsic value
(developing inner self’), making themselves able to feel what others feel so that empathy grows,
and their work is in accordance with their potential and competence, it will increase his
attachment to the organization where they work. The results of this study support the research
of Zanabazar et al (2024), which shows a significant positive influence of meaningful work on
employee engagement.

Hypothesis 4: The Effect of Employee Engagement on Turnover Intention

From the calculation results obtained from the CR variable, employee engagement on
turnover intention is -3.187, with a probability value of 0.001. The probability value = 0.001 <
0.05, indicating that employee engagement has a negative and significant influence on turnover
intention. Thus, it can be concluded that H4 is supported.

Female employees who have a strong attachment to the organization have a desire to
remain part of the organization. Female employees or individuals who have an attachment to
the organization in the form of a willingness to take on new, challenging tasks, engage
physically and mentally in completing work, and assist coworkers in completing their work are
more likely to stay with the organization. Therefore, the higher the employee engagement, the
lower the turnover intention. The results of this study support the research of Naufer and Kumar
(2020), which showed that employee engagement influential significant negative influence on
turnover intention
Hypothesis 5: Employee engagement mediates the influence between work life balance and
turnover intention.

Mediation testing is explained through the Sobel test. The results of this study prove
that employee engagement mediates the influence of work-life balance on turnover intention.
Based on the Sobel calculator, it is explained that the Sobel test statistical value is - 2,486 above
1.96, and the probability value is below 0.05, which is 0.0 12, meaning Employee engagement
can mediate the influence between work-life balance and turnover intention, so hypothesis 5 is
accepted.

Hypothesis 6: Employee engagement mediates the influence between psychological
empowerment leadership and turnover intention.

The results of this study prove that employee engagement mediates the influence of
psychological empowerment leadership on turnover intention. Based on the Sobel calculator, it
is explained that the Sobel test statistical value, -2.091, is above 1.96 and the probability value
is below 0.05, which is 0.036, meaning Employee engagement can mediate the influence
between psychological empowerment, leadership and turnover intention, so hypothesis 6 is
supported. meaning employees who have a strong attachment to the company are able to
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increase the size of psychological empowerment leadership in reducing employee turnover
intention

Hypothesis 7 : Employee engagement mediates the influence between meaningful work and
turnover intention.

The results of this study prove that employee engagement mediates the influence
between meaningful work and turnover intention. Based on the Sobel calculator, it is explained
that the Sobel test statistical value is -2.252 is above 1.96 and the probability value is below
0.05, which is 0.024, meaning Employee engagement can mediate the influence between
meaningful work and turnover intention, so hypothesis 7 is supported, meaning that employees
who have a strong attachment to the company can increase the amount of meaningful work. in
reducing employee furnover intention

From the three Sobel test results, it can be concluded that employee engagement is an
intervening variable in the influence of the quality of work relationships on turnover intentions,
the influence of psychological empowering leadership on turnover intentions, and the influence
of meaningful work on turnover intentions. Thus, the quality of good work relationships
between organizational members, the presence of leaders who can empower the potential and
competence of health workers to find alternative work solutions, and meaningful work or the
meaningfulness of work in each member of the health workforce has the potential to increase
the attachment of health workers to the organization, which will ultimately reduce the desire of
health workers to look for other workplaces, think about other job alternatives, and move to
new organizational locations.

CONCLUSION

The results of this study can be summarized as follows that work life balance,
psychological empowerment, leadership, and meaningful work has a positive effect on
employee engagement. The better the work-life balance, psychological empowerment,
leadership, and meaningful work, the more this has the potential to strengthen female
employees' attachment to the organization. In this study, the largest contribution to increasing
employee engagement was is work life balance.

Employee engagement has a negative and significant effect on turnover intention. In
this study, the stronger the employee engagement, the greater the impact. Then it has the
potential to reduce the desire of female employees to leave the organization. Employee
engagement becomes a mediator in the influence between work-life balance, psychologically
empowering leadership and meaningful work on turnover intention. This suggests that
employee engagement will be one of the prerequisites for reducing turnover intention, where
female employee engagement will continue to increase if there is a good quality of working
relationships, leaders who are able to empower female employees and individuals who are able
to interpret their work well.

Female employees who have a strong bond are also able to understand what the leader
wants in work, so that they discourage their intention to leave their jobs. In addition, female
employees who are engaged in their jobs will better interpret the work itself well so that they
remain part of the organization.

This research has implications for a model of turnover intention reduction built on the
expectancy theory framework developed by Vroom. In this study, female employees'
expectations for quality workplace relationships, psychological leadership empowerment, and
the work they do provide positive work meaning, which can make them more engaged with the
organization, reducing their intention to leave because their expectations have been met.

Based on the research results, the following recommendations can be made to
management: that is work-life balance can improve employee engagement, so PT. Telkom
Infrastruktur Indonesia needs to maintain the quality of work relationships by optimizing team-
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based work, creating space or time for socializing so that closeness between employees will be
more harmonious.

Psychological empowerment leadership can increase employee engagement, so PT.
Telkom Infrastruktur Indonesia needs to ensure that clinical leadership has a strong sense of
empowerment. Providing leadership training or group discussions to enhance the empowerment
potential of female employees is a feasible approach. Then, meaningful work can increase
employee engagement, so PT. Telkom Infrastruktur Indonesia needs to continue to promote and
support its human resources to affirm that their chosen profession is meaningful to themselves
and others. A forum for spiritual self-empowerment of female employees could be an
alternative HR policy to increase meaningful work.

This research can serve as a source of ideas for future research development. Therefore,
a suggested extension of this research is to add independent variables that influence employee
engagement, such as career development and compensation equity. This is because good career
development and fair compensation will make employees reconsider leaving the company

REFERENCE

Akmal. (2019). Closer to Industry 4.0. Yogyakarta: Deepublish.

Albrecht, S. L., Green, C. R., & Marty, A. (2021). Meaningful Work, Job Resources, and
Employee Engagement. Sustainability, 13, 4045. https://doi.org/10.3390/sul13074045

Allen, T. D., Herst, D. E. L., Bruck, C. S., & Sutton, M. (2000). Consequences associated with
work-to-family conflict: A review and agenda for future research. Journal of
Occupational Health Psychology, 5(2), 278-308. https://doi.org/10.1037/1076-
8998.5.2.278

Arizqi, & Fachrunisa, O. (2017). Empowering Leadership quality of people and quality of work
method to increase readiness for change. Jurnal [lmiah Manajemen, VII(2).

Azwar, S. (2001). Asumsi-asumsi dalam Inferensi Statistika. Buletin Psikologi.

Bakker, A. B., & Demerouti, E. (2007). The Job Demands—Resources model: State of the art.
Journal of Managerial Psychology, 22(3), 309-328.

Bakker, A. B., & Demerouti, E. (2008). Towards a model of work engagement. Career
Development International, 13(3), 209-223.

Balkan, M. O., Serin, A. E., & Soran, S. (2014). The Relationship Between Trust, Turnover
Intentions and Emotions: An Application. European Scientific Journal, 10(2).

Basak, E., Ekmekci, E., Bayram, Y., & Bas, Y. (2013). Analysis of Factors That Affect the
Turnover Intention of White-collar Employees in Turkey Using Structural Equation
Modelling. World Congress on Engineering and Computer Science, 11.

Beauregard, T. A., & Henry, L. C. (2009). Making the link between work-life balance practices
and organizational performance. Human Resource Management Review , 19(1), 9—
22. https://doi.org/10.1016/j.hrmr.2008.09.001

Bintang, SK, & Astiti, DP (2016). Work-Life Balance and Turnover Intention among Balinese
Female Workers in Sading Traditional Village, Mangupura, Badung. Udayana Journal
of Psychology, 8-20.

Cho, Y. J., & Lewis, G. B. (2012). Turnover Intention and Turnover Behavior: Implications for
Retaining Federal Employees . https://doi.org/10.1177/0734371X114087

Claudianty, G. S., & Suhariadi, F. (2020). Pengaruh perceived organizational support terhadap
employee engagement. Jurnal Fenomena, 29(2), 32-37.

Cohen, A., & Golan, R. (2007). Predicting Absenteeism and Turnover Intentions by Past
Absenteeism and Work Attitudes: An Empirical Examination of Female Employees in
Long Term Nursing Care Facilities. Career Development International, 12(5), 416—
432.

10|Page


https://dinastipub.org/DIJEMSS
https://doi.org/10.1037/1076-8998.5.2.278
https://doi.org/10.1037/1076-8998.5.2.278
https://doi.org/10.1016/j.hrmr.2008.09.001
https://doi.org/10.1177/0734371X114087

https://dinastipub.org/DIJEMSS, Vol. 7, No. 3, February 2026

Dai, K., & Qin, X. (2016). Perceived Organizational Support and Employee Engagement:
Based on the Research of Organizational Identification and Organizational Justice.
Open Journal of Social Sciences, 4, 46—57.

Engidaw, A. E. (2021). The effect of motivation on employee engagement in public sectors: in
the case of North Wollo zone. Journal of Innovation and Entrepreneurship.

Fisher, C. D., Bulger, C. A., & Smith, C. S. (2009). Beyond work and family: A measure of
work/nonwork interference and enhancement. In Oxford Handbook of Positive
Psychology and Work (pp. 145-160). Oxford University Press.

Frone, M. R., Russell, M., & Cooper, M. L. (1992). Antecedents and outcomes of work-family
conflict: Testing a model of the work-family interface. Journal of Applied Psychology,
77(1), 65-78.

Ganeshan, M. K., Vethirajan, C., & Arumugam, U. (2022). Employee Engagement and the
Tools of Industry 4.0. MAIMS Journal of Management, 17(2).

Ghimire, S. K. (2020). Employee engagement and turnover intention in the banking sector of
Nepal. Journal of Business and Social Sciences Research, 5(2), 103—118.

Greenhaus, J. H., & Beutell, N. J. (1985). Sources of conflict between work and family roles.
Academy of Management Review, 10(1), 76-88.

Greenhaus, J. H., Collins, K. M., & Shaw, J. D. (2003). The Relation between Work-Family
Balance and Quality of Life. Journal of Vocational Behavior, 63(3), 510-531.

Halbesleben, J. R. B., & Wheeler, A. R. (2008). The relative roles of engagement and
embeddedness in predicting job performance and intention to leave. Work & Stress,
22(3), 242-256.

Hamidanti, I. R., & Fachrunnisa, O. (2021). Model Penurunan Intention to Leave Melalui
Kerangka Kerja Penguatan Employee Engagement. Jurnal Manajemen, 15(2), 45-60.

Kelliher, C., & Anderson, D. (2010). Doing more with less? Flexible working practices and the
intensification of work. Human Relations, 63(1), 83—106.

Kim, S., Tam, L., Kim, J. N., & Rhee, Y. (2017). Determinants of Employee Turnover Intention.
Corporate Communications: An International Journal.

Kumara, J. W.N. T. N., & Fasana, S. F. (2018). Work-Life Conflict and Its Impact on Turnover
Intentions of Employees: The Mediation Role of Job Satisfaction. International
Journal of Scientific and Research Publications, 8(4).

Labrague, L. J., McEnroe-Petitte, D. M., Gloe, D., Tsaras, K., Arteche, D. L., & Maldia, F.
(2017). Organizational Politics, Nurses’ Stress, Burnout Levels, Turnover Intention
and Job Satisfaction. International Nursing Review, 64(1), 109—-116.

Lie, D., Saraswati, K. D. H., & Lie, D. S. (2023). Work Engagement Influences Affective
Commitment: Psychological Capital and Perceived Organisation Support As
Moderators. Journal of Indonesian Economy and Business, 38(2), 119.

Locke, E. A. (1969). What is job satisfaction? Organizational Behavior and Human
Performance, 4(4), 309-336.

Merdiaty, N. (2024). Person-job fit on work engagement with meaningful work as mediator.
Research in Business & Social Science, 13(1).

Mete, E. S., & Sokmen, A. (2016). The Influence of Workplace Bullying on Employee’s Job
Performance, Job Satisfaction dan Turnover intention in a Newly Established Private
Hospital. International Review of Management and Business Research, 5(1).

Motyka, B. (2018). Employee engagement and performance: a systematic literature review.
International Journal of Management and Economics, 54(3), 227-244.*

Mullins, L. J. (2005). Management and Organizational Behavior . Bristol: Prentice Hall.

Nafitasari, RR, Armanu, & Afnan, E. (2016). The influence of job satisfaction and
organizational commitment on the intention to leave among production employees of
the Ngoro-Jombang Cigarette Production Partner (MPS). Journal of Business and
Management, 3(1).

11|Page


https://dinastipub.org/DIJEMSS

https://dinastipub.org/DIJEMSS, Vol. 7, No. 3, February 2026

Naufer, FZ, & Kumar, PDAS (2020 ). Impact of Employee Engagement on Turnover Intention:
Study of Third Space Global (Pvt) Limited, Kelaniya. Journal of Human Resource
Management , 15(1), 71.*

Noor, S., & Maad, N. (2008). Examining the Relationship between Work-Life Conflict, Stress,
and Turnover Intentions among Marketing Executives in Pakistan. International
Journal of Business and Management , 3(11).

Nurita Juhdi, FP, & Hansaram, RMK (2013). HR practices and turnover intention: The
mediating roles of organizational commitment and organizational engagement in
Malaysia. The International Journal of Human Resource Management ,24(15), 3002—
3019.

Pramono, T., Asbari, M., Supriatna, H., Nugroho, Y.A., & Novitasari, D. (2021). The secrets
of female employee innovation in the digital era: An analysis of psychological capital
and leadership support. Value: Journal of Management and Accounting, 16(2), 312—
328.%

Putro, TAD, Prameswari, NA, & Qomariyah, O. (2020). Job Stress, Job Engagement, and
Turnover Intention in the Millennial Generation. Psikostudia Journal of Psychology,
9(2), 154-163.*

Qotrunada, R. Z., & Parahyanti, E. (2018). Empowering Leadership and Work Engagement:
The Role of Psychological Empowerment as a Mediator. Advances in Social Science,
Education and Humanities Research , 229.

Rasheed, M., Igbal, S., & Mustafa, F. (2018). Work-family conflict and female employees’
turnover intentions. Gender in Management: An International Journal , 33(8), 636—
653.*

Rigoni. (2016). Do Employees Really Know What's Expected of Them
https://www.gallup.com/businessjournal/195803/employees-really-know-
expected.aspx

Robbins, S. P. (2001). Organization Behavior. New Jersey: Prentice Hall International Inc.

Saeed, L., Waseem, M., Sikander, S., & Rizwan, M. (2014). The Relationship of Turnover
Intention with Job Satisfaction, Job Performance, Leader Member Exchange,
Emotional Intelligence and Organizational Commitment. International Journal of
Learning and Development, 4(2), 242-256.%*

Schaufeli, W. B., Salanova, M., Gonzalez-Roma, V., & Bakker, A. B. (2002). The measurement
of engagement and burnout: A two sample confirmatory factor analytic approach.
Journal of Happiness Studies, 3(1), 71-92.*

Sebastian, P. U., Warrier, U., & Nanda, S. (2022). WLB and EE at inflection point? Business
Studies, XLIII(1 & 2).

Shelar, S., & Khatke, A. (2021). Effectiveness of Work Life Balance towards Employee
Engagement in Hospitals. PIAEE, 18(10).

Siahaan, H. F., & Gatari, E. S. (2020). The role of work engagement in the relationship between
meaningful work and intention to leave among Millennials. Makara Human Behavior
Studies in Asia, 24(1), 50-60.*

Sibarani, M. L. L., Absah, Y., Muda, ., & Rini, E. S. (2025). The mediating role of employee
engagement in the relationship between employer branding and turnover intention.
International Journal of Business Economics and Management Studies, 7(1), 12-25.*

Soane, E., Shantz, A., Alfes, K., Truss, C., Rees, C., & Gatenby, M. (2013). The association of
meaningfulness, well-being, and engagement with absenteeism: A moderated
mediation model. Human Resource Management, 52(3), 441-456.*

Spreitzer, G. M., De Janasz, S. C., & Quinn, R. E. (1999). Empowered to lead: The role of
psychological empowerment in leadership. Journal of Organizational Behavior,
20(4), 511-526.*

12|Page


https://dinastipub.org/DIJEMSS
https://www.gallup.com/businessjournal/195803/employees-really-know-expected.aspx
https://www.gallup.com/businessjournal/195803/employees-really-know-expected.aspx

https://dinastipub.org/DIJEMSS, Vol. 7, No. 3, February 2026

Suyono, J., Eliyana, A., & Rahmawati, D. (2020). The Nightmare of Turnover Intention for
Companies in Indonesia. Opcion: Revista de Ciencias Humanas y Sociales, 91, 871—
888.

Thornthwaite, L. (2002). Work-Family Balance: International Research on Employee
Preferences. Australian Centre for Industrial Relations Research and Training.

Varma, C., & Chavan, C. R. (2021). Perceived Organizational Support and Employee
Engagement: Mediator Role of Extrinsic Factors of Job Satisfaction. Innovations, 67.

Wanous, J. P., & Lawler, E. E. (1972). Measurement and meaning of job satisfaction. Journal
of Applied Psychology, 56(2), 95—105.*

Yuliani, & Ekhsan, M. (2024). The influence of employee engagement and work-life balance
mediated by job satisfaction on turnover intention . Journal of Economics and
Business Studies, 8(1), 31-46.*

Zahra, N., Sulastiana, M., & Fitriana, E. (2024). Exploring the Impact of Work-Life Balance on
Employees: A Systematic Literature Review. International Journal of Psychological
Studies , 16(3).*

Zanabazar, A., Dugersuren, A., & Malgar, B. (2024). The Impact of Meaningful Work on
Employee Engagement: The Case of Mongolian Kindergarten Teachers. Advances in
Social Sciences Research Journal , 11(2).*

Zhang, X., & Bartol, K. M. (2010). Linking Empowering Leadership and Employee Creativity:
The Influence of Psychological Empowerment, Intrinsic Motivation, and Creative
Process Engagement. Academy of Management Journal, 53(1), 107-128.*

Zhou, K. Z., Gao, G. Y., Yang, Z., & Zhou, N. (2004). Developing Strategic Orientation in
China: Antecedent and Consequences of Market and Innovation Orientations. Journal
of Business Research, 58, 1049-1058.*

13|Page


https://dinastipub.org/DIJEMSS

