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This study aims to explore the relationship between Family Supportive 
Supervisor Behaviors and The impact of work family conflict on teachers' 
willingness to resign. A survey was conducted on 420 vocational college 
teachers from 11 cities in Jiangsu Province. Reliability and validity tests, as 
well as structural equation modeling, indicate that work family conflict has 
a positive impact on teachers' intention to resign. In addition, Family 
Supportive Supervisor Behaviors plays a partial mediating role between 
work family conflict and turnover intention. This study enriches the 
understanding of the relationship between work family conflict and 
turnover intention, highlights the mediating role of Family Supportive 
Supervisor Behaviors , further expands the applicability of Family 
Supportive Supervisor Behaviors  theory, provides theoretical basis for 
subsequent research, and provides substantive teacher management 
suggestions for school managers. By reducing work family conflicts and 
optimizing school leadership and Family Supportive Supervisor 
Behaviors, the turnover rate of teachers can be reduced. 

1. INTRODUCTION 
Strengthening the teaching workforce is essential for educational development, and maintaining its 
stability is particularly crucial (Ye, 2020). High teacher turnover directly impacts the quality of 
educational activities and, consequently, students' academic progress (Xu, 2018). Teachers often face 
significant work-family conflicts and psychological pressures, leading to emotional fluctuations and 
a higher turnover rate in higher vocational colleges (Li et al., 2019). This indicates a concerning lack 
of stability among teachers, with resignations being very common. Addressing teacher turnover has 
thus become a pressing issue in educational practice, highlighting the importance of studying 
turnover intentions. According to Griffeth et al. (2020), turnover intention is the most accurate 
predictor of actual turnover behavior among organizational members. 

Teachers play a crucial role in the development and advancement of education. They, like other 
employees, must navigate the dual responsibilities of work and family. Work-family conflict not only 
impacts the teachers' personal lives and turnover intentions but also has broader implications for 
the educational system (Obrenovic et al., 2020). 

At present, with the continuous increase of information age and market competitiveness, enterprises 
need to improve organizational stability by reducing employee turnover intentions. Similarly, in 
order to maintain the stability of the teaching staff, schools have increasingly higher requirements 
for school managers and leaders（Jeung & Chang, 2018). Theoretical studies have shown that family 
supportive supervisors can better perceive employee emotional changes, adjust leadership behavior, 
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create a positive organizational atmosphere, alleviate work family conflicts, and provide employees 
with more flexibility and freedom. Family Supportive Supervisor Behaviors（Abbreviated as FSSB） 
can help reduce employee turnover intentions (Lee & Chelladurai, 2018). 

Previous research has not extensively explored the impact of work-family conflict on teachers' 
turnover intention ( Agarwal et al., 2022; Schaufeli, 2002; Silvia et al., 2021). This study aims to 
address this gap in theory and practice. Specifically, we reviewed literature on teachers' work-family 
conflict, Family Supportive Supervisor Behaviors, and turnover intention to understand these 
factors comprehensively. Our goal is to provide insights that can help reduce teacher turnover, 
improve educational quality, and enhance school management. 

2. LITERATURE REVIEW 
2.1 Theoretical foundation 

This study utilizes social interaction theory to investigate teachers' turnover intention, work-family 
conflict, and Family Supportive Supervisor Behaviors. Social exchange theory, when viewed from a 
micro perspective, draws on psychology, economics, sociology, and other disciplines to examine 
human behavior (Homans, 1958). The relationship between micro and macro aspects in social 
exchange theory helps to explain interactions both at the individual level and among collective actors 
(Cropanzano et al., 2017). 

Social Exchange Theory can be applied to various interpersonal relationships, such as those between 
organizations and employees, and between family members (Cropanzano et al., 2017). In the context 
of organizations and employees, employees trade their loyalty and work for the rewards provided by 
the organization (Ahmad et al., 2023).  

Organizations create a supportive work environment for employees, and when employees feel 
understood, cared for, supported, and recognized by the organization, they tend to respond more 
positively. This positive response is evident through higher emotional attachment, better job 
performance, and lower turnover intention (Lee & Chelladurai, 2018). 

Similarly, Social Exchange Theory helps family members understand the factors individuals consider 
when facing work-family conflict (Balogun & Afolabi, 2018). When deciding between work and 
family, individuals may weigh various costs such as time, energy, and psychological stress. If they feel 
that balancing work and family demands excessive costs, it may lead to increased work-family 
conflict (Yuh et al., 2017). 

The theory of social interaction is often applied to explore the antecedent variables of certain 
variables, such as leadership characteristics, member characteristics, and organizational 
composition characteristics (Sha & Zhang, 2017). Turnover intention, as a direct predictor of 
employee turnover behavior (Reyes et al., 2019), is influenced by family supportive leadership 
behavior (Hamme et al., 2009). 

From the perspective of social exchange, family supportive leadership behavior is more 
characterized by honesty and integrity, treating employees equally, balancing support for their 
families, buffering work family conflicts, increasing employee reciprocity beliefs, and reducing 
turnover intentions (Bagger & Li, 2014). Theoretical and empirical studies have shown that family 
supportive leadership behavior can influence employee work outcomes through social exchange 
processes. Family supportive leadership behavior provides the expected outcomes for subordinates, 
and employees will engage in behaviors that are beneficial to the organization and supervisors in 
return for their leaders. Based on social exchange theory, Bagger and Li (2014) found that high-
quality leader member exchange leads to employees exhibiting higher performance levels, being 
willing to take on more responsibilities in the organization, and satisfying their emotional needs, 
thereby reducing turnover intention  (Wei & Wang, 2019). 

2.2 Work-family conflict and turnover intention 

Kossek et al. (2023) describe work-family conflict as the unavoidable challenge individuals face when 
work and family roles intersect, influencing each other and sometimes interfering with one another. 
According to Yang and Chen (2020), work-family conflict occurs when the demands of one domain 
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(family or work) make it difficult to fulfill responsibilities in the other domain (work or family), 
leading to internal conflict between an individual's two roles. Work-family conflict mainly manifests 
in three distinct types: time-based conflict, strain-based conflict, and behavior-based conflict. 

The phenomenon of work interfering with family life has become a significant predictor of turnover 
intention, which is recognized as the most effective variable in forecasting turnover behavior (Huang 
& Zhu, 2020). Wen et al. (2018) suggest that turnover intention measures an individual's intent to 
resign from their current job and seek other employment. This intention reflects the relative strength 
of an individual's voluntary desire to leave the organization, where the intention is the cause and the 
actual turnover behavior is the result. 

Shao (2021) research found that as employees experience work-family conflict, their job satisfaction 
decreases, while job burnout and turnover intention significantly increase. Carvalho et al. (2021) 
empirical research indicated a positive correlation between work-family interference and turnover 
intention. Ding et al. (2018)suggested that work-family conflict reduces job satisfaction, which 
subsequently leads to employee turnover. Vangapandu (2021) argued that work-family conflict can 
directly influence employees' turnover intention. Building on the findings of previous scholars, this 
study hypothesizes that work-family conflict is significantly positively correlated with turnover 
intention. When work demands interfere with family life, the most immediate outcome is an 
increased willingness to seek another job and possibly deciding to leave the organization (Zhang, 
2020). Continued work that interferes with family responsibilities may lead individuals to believe 
that the only solution is to find another job, ultimately enabling them to better balance work and 
family demands. Absenteeism might be the only way to fulfill family needs. In summary, this study 
proposes the following hypothesis: 

H1: Work-family conflict has a significant positive impact on turnover intention among teachers in 
higher vocational colleges in Jiangsu Province, China. 

2.3 Research on the relationship between work-family conflict and family supportive 
supervisor behaviors 

Researchers have pointed out that leadership support is an important factor in predicting work 
family conflicts among employees. Thomas and Ganster (1993) were the first to propose the concept 
of "family supportive leadership" when studying the factors influencing work family conflict and 
stress. This definition emphasizes the emotional support function of leaders towards subordinate 
families, which may include providing employees with flexible working hours, tolerating short-term 
private phone calls at work, and providing employees with appropriate family care (Crain & Stevens, 
2018). By definition, family supportive leadership emphasizes helping employees balance work 
pressure and family responsibilities from emotional and attitudinal perspectives (Bosch et al., 2018). 

Family supportive leadership behavior mainly focuses on how to regulate and alleviate work family 
conflicts, and explores ways to reduce work family conflicts (Nie & Xie , 2018). The concept of family 
supportive leadership behavior was proposed with the main purpose of alleviating work family 
conflicts, helping employees better assume work and family responsibilities, fulfill corresponding 
obligations, and handle the relationship between work and family life (Odle Dusseau, 2012). 

Kosseket al. (2023) meta-analysis results indicate that compared to supervisor support that does not 
point to employee family roles, supervisor support for employee family roles has a more significant 
relationship with work family conflict. 

As one of the main characteristics of the work field (Liu et al., 2018), leadership is able to establish 
supportive relationships with employees, thereby influencing their work performance and behavior. 
A study suggests that family supportive leadership behavior has a significant negative impact on 
work family conflict (Hammer et al., 2009; Hammer et al., 1979). In summary, this study proposes 
the following hypotheses: 

H2: Work family conflict has a significant negative impact on Family Supportive Supervisor 
Behaviors. 

2.4 Research on the relationship between family supportive supervisor behaviors and 
turnover intention 
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As a direct predictor of employee turnover behavior, turnover intention is influenced by family 
supportive leadership behavior (Hammer et al., 2009; Hammer et al., 2017）。 

From the perspective of social exchange, family supportive leadership behavior can promote the 
improvement of the quality of leader member exchange, thereby increasing employee reciprocity 
beliefs and reducing turnover intentions (Bagger & Li, 2014). High quality leadership member 
exchange leads to employees exhibiting higher levels of performance, being willing to take on more 
responsibilities, and exhibiting more in role and out of role behaviors in the organization, as intrinsic 
rewards to the organization (Jha & Jha, 2013); Employees can have better and more convenient 
access to their leaders' social networks, thereby bringing potential development opportunities for 
themselves, improving their job satisfaction, satisfying their emotional needs, and reducing their 
tendency to resign. On this basis, scholars such as Gerstner and Day (1997) explicitly propose that 
under the influence of family supportive leadership behavior, the higher the quality of leader member 
exchange, the lower the level of employee turnover intention. 

This study views family supportive leadership behavior as a leadership behavior that directly affects 
the leader member relationship, thereby affecting employee performance in the work field. Based on 
social exchange theory, providing something of significant value to one party will prompt the other 
to give back (Grandey & Melloy, 2017). Family supportive leadership behavior is a key resource for 
employees to achieve work family balance and reduce stress, and has significant value for them. The 
display of family support behavior by supervisors can enhance mutual trust and commitment 
between supervisors and employees, promote continuous improvement of exchange relationships 
(Namayandeh et al., 2011), and employees who form high-quality exchange relationships with 
supervisors are more satisfied with their work and less likely to resign. 

In summary, this study proposes the following hypotheses: 

H3: Family supportive supervisor behaviors has a significant negative impact on turnover intention 

2.5 Family supportive supervisor behaviors, work-family conflict, and turnover intention   

Hammer et al. (2011) found that employee perceived family supportive leadership behavior 
mediates the interactive effect of work family intervention and work family conflict (bidirectional) 
on turnover intention. 

Based on the perspective of social exchange theory and reciprocity norms, family supportive 
leadership behavior is more trustworthy and treats employees equally, while also supporting their 
families and buffering work family conflicts. Therefore, it is more trustworthy for employees (Bagger 
& Li, 2014). Theoretical and empirical studies have shown that family supportive supervisor 
leadership behavior can influence employee work outcomes through a social exchange process, 
which involves establishing high-quality leader member exchange relationships (Pan et al., 2021). 
Family supportive supervisor leadership behavior provides expected outcomes for subordinates, and 
subordinates will reward them with trust, loyalty, harder work, and high performance (Wei & Wang, 
2019). Therefore, family supportive leadership behavior plays a crucial role in the impact of work 
family conflict on employee turnover intention. A prominent feature of the impact of family 
supportive leadership behavior on the willingness of subordinates to resign is that it provides more 
flexibility and support for the communication relationship between leaders and members, making it 
easier for employees to balance work and family, and deepening the trust of organizational members 
in their leaders. When the relationship between leaders and subordinates becomes intimate, mutual 
trust and respect can strengthen the value identification of organizational members and enhance 
their sense of responsibility,and thus reduce their tendency to resign (Wang & Tan, 2018). 

Family supportive leadership behavior (FSSB) can help employees achieve resource acquisition and 
development, and achieve work family balance based on resources, reducing and repairing resource 
losses caused by work interference with families, or promoting mutual benefits between work and 
family for employees, thereby reducing turnover intention (Nie & Xie , 2018; Odle-Dusseau et al., 
2016)； Family supportive leadership behavior, as a form of social support, can be seen as a valuable 
resource to alleviate work family conflicts caused by employee stress, thereby reducing the 
likelihood of employees falling into resource loss. Family supportive leadership behavior can 
stimulate employees' emotional dependence on the organization and leadership by reducing work 
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family conflicts, thereby improving employee job satisfaction and reducing turnover intention(Wang 
& Tan, 2018). Therefore, this study hypothesizes that: 

H4: Family Supportive Supervisor Behaviors of teachers in higher vocational colleges in Jiangsu 
Province, China, mediates the relationship between work-family conflict and turnover intention. 

3. THEORETICAL FRAMEWORK 
This study investigates the impact of work-family conflict on the turnover intention of teachers in 
higher vocational colleges in Jiangsu Province, China, and examines the mediating role of Family 
Supportive Supervisor Behaviors in this relationship. Based on the research objectives and literature 
review, the proposed research framework is as follows:                          

                                             H1    

      H2           H2                                       H3 

 

 

H4     
 

Figure 1: Research framework 

4. METHODOLOGY 
4.1 Research participants 

The teachers participating in this survey come from vocational colleges in 11 cities in Jiangsu 
Province Chinese provinces: Nanjing, Xuzhou, Suzhou, Wuxi, Changzhou, Nantong, Yangzhou, 
Taizhou, Yancheng, Huai'an, Suqian, representing a vast geographical area. This study used 
convenience sampling survey method, based on the samples easily obtained by the researchers on 
the “WJX.CN “platform in Jiangsu Province as the research objects. Although strict randomization was 
not carried out during the sampling process, the results can provide reference for further in-depth 
research in the future. The survey questionnaire data is collected anonymously and objectively. When 
designing the questionnaire, at the beginning of the questionnaire, it is first explained that the survey 
is anonymous, and participants do not need to fill in information that can directly identify individuals, 
such as name, ID card number, address, telephone number, etc. Choose a platform that supports 
anonymous surveys: “WJX.CN “. In the settings of the survey platform, features such as IP address 
tracking and login information recording are disabled to effectively ensure the anonymity of the 
survey and maintain the privacy and trust of participants. 

4.2 Research instruments 

 Use a structured questionnaire with four components to collect key information on independent 
variables, dependent variables, and mediator variables. The first part involves personal information 
of the respondents, the second part involves turnover intention, the third part involves work family 
conflict, and the fourth part involves Family Supportive Supervisor Behaviors . All questions were 
assessed using a 5-point Likert scale ranging from "strongly disagree" (1) to "strongly agree" (5).SPSS 
22.0 was used for descriptive statistics, correlation analysis, and regression analysis. AMOS was used 
for confirmatory factor analysis. 

4.2.1 Turnover intention scale 

This study used the turnover intention questionnaire developed by Hong Kong scholar Farh et al. 
(1998) as a measurement tool for the turnover intention of frontline teaching teachers in Jiangsu 
Vocational School, Jiangsu Province, China. The scale consists of four items. Ai and Yang (2016) 
demonstrated good reliability and validity when measuring the turnover intention data of in-service 
teachers in universities. Xing and Chen (2009) and other scholars have applied the Turnover 
Intention Scale to empirical studies on the turnover intention of school teachers multiple times in the 
future. The homogeneity reliability of the scale is. 78, and the Alpha coefficient is. 84. This scale is 

Work-Family 
Conflict 

Turnover 
Intention 

Family Supportive 
Supervisor Behaviors 
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relatively reliable and has good internal consistency reliability and test-retest reliability (Wharton, 
2009). 

4.2.2 Work-family conflict scale 

This study used the Work Family Conflict Scale (WFCS) developed by Carlson et al. (2000) and 
translated and revised by Gan Yanfen in 2007. The scale includes three dimensions (time conflict, 
stress conflict, and behavioral conflict) and has been repeatedly used in educational management, 
making it more suitable for measuring the impact of work on family conflict among teachers in higher 
vocational colleges. Wang  (2021)and Dawn et al.(2000) used this scale to study the issue of work 
family conflict among Chinese teachers, Alpha coefficient is. 84.，The retest reliability is r=. 73. 

4.2.3 Family supportive supervisor behaviors scale 

This study used Hammer et al. (2013)'s 14 question scale as a reference, and the reliability and 
validity of the questionnaire were also tested in empirical research (Crain et al., 2014; Hammer et al., 
2013)， The reliability of the emotional support dimension among the four dimensions is 0.90; The 
reliability of instrumental support dimension is 0.86; The reliability of role model behavior is 0.86; 
The reliability of innovative work family management is 0.86.  

5. RESULTS 
5.1 Descriptive statistical analysis 

In terms of gender, there are 231 females (57.32%) and 172 males (42.68%). Age-wise, 122 
participants are under 30 years old (30.27%), 181 are between 31-40 years old (44.91%), 66 are 
between 41-50 years old (16.38%), and 34 are 51 years or older (8.44%). Regarding education, 143 
have an associate degree (35.48%), 221 have a bachelor's degree (54.84%), and 39 have a 
postgraduate degree or higher (9.68%). Marital status shows that 216 participants are unmarried 
(53.60%) and 187 are married (46.40%). 

Table 1 shows that turnover intention (M = 2.629, SD = 0.674), work-family conflict (M = 2.549, SD = 
0.898), and Family Supportive Supervisor Behaviors (M = 3.937, SD = 0.841) are all at moderate to 
high levels. 

Table 1: Correlation analysis between variables 

Variable Minimum Maximum Mean SD 

Turnover Intention 1.500 5.000 2.629 0.674 

Work-Family Conflict 1.000 5.000 2.549 0.898 

Family Supportive 
Supervisor Behaviors 1.450 4.450 3.937 0.841 

5.2 Reliability and validity analysis  

AMOS was used to assess the data's reliability and validity. The results, as shown in Table 2, indicate 
that the model has good reliability and  validity (Hair, 2009).For each component, including turnover 
intention, work family conflict, and Family  Supportive Supervisor Behaviors  dimensions, 
Cronbach's alpha values are all above the acceptable critical value of 0.700, indicating high reliability. 
According to Hair's (2009) suggestion, a reference value for composite reliability CR greater than. 
700 indicates good performance. The combined reliability (CR) coefficients of the three scales 
selected in this study for each dimension are all greater than the reference value of. 700 (Hair, 2009), 
indicating that the measurement items for each variable have internal consistency. This study 
demonstrated validity using convergent validity. Fornell (1983) asserts that if AVE (extracted mean 
variance) is greater than or equal to 0.5, convergent validity will be observed. According to the table, 
if the AVE value of each item is greater than 0.5, it indicates that the measurement model has good 
convergence validity for each dimension. In addition, the validity of the discrimination was also 
checked. This study used the Fornell and Larcker criteria. The square root of the extracted average 
variance should be greater than the correlation with all other concepts. According to the data in the 
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table2, AVE is higher than MSV, fully meeting the Fornell and Larcker criteria, indicating satisfactory 
discriminant validity. 

Table 2: Reliability and validity results 

 

Variable 

 

Dimension 
NO. of 
Items 

Reliability Validity 

CR Cronbach's a AVE MSV Discriminant 

Turnover Intention 

 4 .887 .828 .663 .657 MSV<AVE 

Work -
family 

conflict 

Time Conflict 3 .779 .778 .647 .646 MSV<AVE 

Pressure Conflict 3 .784 .791 .651 .643 MSV<AVE 

Behavioral 
Conflict 

 3 .799 .838 .560 .558 MSV<AVE 

Family 
Supportive 
Supervisor 
Behaviors 

Emotional 
support 3 .759 .867 .536 .530 MSV<AVE 

Tool support 4 .709 .796 .532 .531 MSV<AVE 

Role model 
behavior 4 .799 .799 .526 .522 MSV<AVE 

Innovative Work 
Family 

Management 3 .712 .794 .531 .529 MSV<AVE 

5.3 Correlation analysis 

Pearson correlation coefficients were used to examine the relationships between turnover intention, 
work-family conflict, and Family Supportive Supervisor Behaviors. Table 3 presents the results. 
The correlation between turnover intention and work-family conflict is .488, showing a significant 
positive relationship (p<.001), supporting H1: Work-family conflict positively affects turnover 
intention among higher vocational college teachers in Jiangsu Province. The correlation between 
work-family conflict and Family Supportive Supervisor Behaviors is -.688, indicating a significant 
negative relationship (p<.001), supporting H2: Work-family conflict negatively impacts Family 
Supportive Supervisor Behaviors. The correlation between Family  Supportive Supervisor 
Behaviors and turnover intention is -.393, also showing a significant negative relationship (p<.001), 
supporting H3: Family Supportive Supervisor Behaviors negatively affects turnover intention. All 
correlation coefficients are below .700, indicating no collinearity issues (Dormann et al., 2013). 
Discriminant validity was tested using the square root of AVE, and it was found that the AVE values 
of any two variables were greater than the correlation coefficient between them, meeting the 
standard for discriminant validity (Fornell & Larcker, 1981). 

Table 3: Correlation analysis between variables 

Variable M SD Turnover Intention Work-Family Conflict 

Family 
Supportive 
Supervisor 
Behaviors 

Turnover Intention 2.629 0.674 1   

Work-Family Conflict 2.249 0.898 .488** 1  
Family  Supportive 
Supervisor Behaviors 3.823 0.762 -.393** -.688** 1 

5.4 Regression analysis 

This study employed the SPSS model by Hayes (2012) to test the mediating effect of Family 
Supportive Supervisor Behaviors on the relationship between work-family conflict and turnover 
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intention among higher vocational college teachers in Jiangsu Province.  and further tested the 
mediating effect of Family Supportive Supervisor Behaviors  using the Bootstrap method, the main 
method for verifying the mediating effect. The specific data analysis is as follows. 

Table 4: Analysis of the mediating model of family supportive supervisor behaviors 

Variable 

Model 1 Model 2 Model 3 

Turnover Intention Family Supportive Supervisor 
Behaviors Turnover Intention 

B SE t B SE t B SE t 

Male 0.204 0.085 2.419* 0.009 0.075 0.124 0.21 0.073 2.868** 

Under 30  0.123 0.076 1.633 -0.051 0.067 -0.749 0.095 0.065 1.451 

31-40 0.1 0.099 1.009 0.13 0.088 1.466 0.173 0.086 2.015* 

41-50  0.275 0.073 3.741* -0.091 0.066 -1.385 0.223 0.064 3.512** 
Junior College 
Degree 0.537 0.129 4.168*** -0.055 0.115 -0.479 0.506 0.111 4.539** 

Bachelor's 
Degree 0.614 0.119 5.149*** -0.177 0.107 -1.666 0.514 0.103 4.97* 

Unmarried 0.256 0.13 1.964* 0.067 0.116 0.581 0.294 0.113 2.607* 
Work-Family 
Conflict 0.703 0.048 10.998**

* -.296 0.112 -3.453*** 0.543 0.050 1.059*** 

Family 
Supportive 
Supervisor 
Behaviors 

      -0.563 0.043 -13.238* 

Adjusted R²  0.490   0.013   0.490  

F value  120.945
***   2.606***  61.094   

Note : *p<.05, **p<.01, ***p<.001; B represents the unstandardized coefficient, and SE stands for the standard 
error. 

In Model 1, work-family conflict showed a significant positive effect on turnover intention (B = .703, 
p < .001), suggesting that higher levels of work-family conflict are associated with higher turnover 
intention. In Model 2, work-family conflict had a significant negative effect on Family Supportive 
Supervisor Behaviors (B = -.296, p < .001), indicating that Family Supportive Supervisor Behaviors 
decreases as work-family conflict increases. Model 3 included both work-family conflict and Family 
Supportive Supervisor Behaviors as predictors of turnover intention. Here, work-family conflict (B = 
0.543, p < .001) and Family Supportive Supervisor Behaviors (B = -0.563, p < .01) both significantly 
affected turnover intention. However, the B values for these variables were smaller compared to 
those in Model 1, indicating that Family Supportive Supervisor Behaviors partially mediates the 
relationship between work-family conflict and turnover intention. This mediation effect persists 
even after controlling for gender, age, education, and marital status. These results are summarized in 
Table 4. 

In order to further examine the mediating effect of Family Supportive Supervisor Behaviorsr, this 
study used the main method of verifying mediation, Bootstrap, which is an effective and accurate 
mediation testing method (Hayes&Rockwood, 2017). According to the suggestion of Diciccio and 
Romano (1988), set the Bootstrap sample size to 2000 and the confidence level to 95%. The test 
results showed that the direct effect value was (. 510, p<. 001, 95% CI [. 445,. 575); The indirect effect 
value is (-. 053, 95% CI [-. 006, -. 098]); The total effect value is (. 457, P<. 001, 95% CI [. 407,. 507]), 
and the mediating effect accounts for 28.183% of the total effect. The results show that Family 
Supportive Supervisor Behaviors partially mediates the relationship between work family conflict 
and turnover intention, and the research hypothesis H4 is supported 

6. DISCUSSION  
This study mainly investigates the correlation and causal relationship between three variables: work 
family conflict, family supportive supervision behavior, and teacher turnover intention. Relevant 
analysis shows that work family conflict has a significant positive impact on teacher turnover 
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intention (correlation coefficient. 488, p<. 001), which is consistent with previous research. When 
family responsibilities interfere with work, the most direct result may be absenteeism or finding 
another job (Wang and Liu, 2020). Work family conflict has a significant negative impact on family 
supportive supervision behavior (correlation coefficient -. 688, p<. 001), mainly manifested as a 
significant negative correlation between family supportive supervision behavior and work 
intervention (Crain et al., 2014). Family supportive leadership emphasizes helping employees 
balance work pressure and family responsibilities from an emotional and attitudinal perspective 
(Bosch et al., 2018). From the perspective of the work environment supported by the organization, 
family supportive leadership not only emphasizes the leader's personal support for the work, family, 
and life of employees, but also reflects the organization's family support policy's attention to the work 
and family of employees, thereby regulating and alleviating work family conflicts (Crain&Stevens, 
2018). Family supportive leadership behavior has a significant negative impact on turnover intention 
(correlation coefficient -. 393, p<. 001). Family supportive leadership behavior can promote the 
improvement of leader member exchange quality, thereby increasing employee reciprocity beliefs 
and reducing turnover intention (Bagger & Li, 2014). Scholars such as Gerstner and Day (1997) have 
clearly pointed out that the higher the level of family supportive leadership behavior, the lower the 
level of employee turnover intention. 

The mediation model analysis shows that family supportive mentor behavior is a mediator between 
work family conflict and teacher turnover intention among vocational college teachers in Jiangsu 
Province. Family supportive supervision behavior is defined as the behavior exhibited by supervisors 
supporting employee family roles, which is related to employee organizational outcomes (Hammer 
et al., 2013) and is a crucial link between work family support and employee behavior. Johnson 
(2014) proposed that supportive management in the work family aspect is key to reducing employee 
work family conflict and turnover behavior. Family supportive leadership behavior can be studied as 
a key mechanism for resolving work family conflicts. As a social resource, family supportive 
leadership not only benefits employees but also organizations through its positive outcomes, such as 
high job satisfaction and low turnover intention. Hammer et al. (2009) found that family supportive 
leadership behavior is significantly negatively correlated with work family conflict and turnover 
intention. Family supportive leadership behavior mediates the interactive effect of work family 
intervention and work family conflict (bidirectional) on turnover intention. 

7. CONCLUSION AND RECOMMENDATIONS 
This study reveals the relationship between teacher turnover intention, work family conflict, and 
family supportive supervision behavior. Firstly, work family conflict has a significant positive impact 
on the willingness of teachers to resign. Many studies, including Stella (2002), Boyar (2003), Kelly 
(2008), Amstad (2021), and Hammer et al. (2011), have shown a positive correlation between work 
family conflict and turnover intention. Family conflicts can lead to an imbalance between work and 
family responsibilities, affecting job satisfaction and performance, thereby increasing the likelihood 
of resignation. Xu and Li (2021) also pointed out that work family conflicts affect the willingness to 
resign; Jiang et al. (2018) believe that work family conflicts can increase employees' willingness to 
resign.Secondly, work family conflict has a significant negative impact on family supportive 
supervisory behavior. How to alleviate and reduce work family conflicts, organizational support and 
family support have always been the mainstream of research (Nie & Xie Yu, 2018). The concept of 
family supportive leadership behavior was proposed with the main purpose of alleviating work 
family conflicts, helping employees better assume work and family responsibilities, and fulfill 
corresponding obligations (Odle Dusseau, 2012).Thirdly, family supportive supervisory behavior has 
a significant negative impact on turnover intention. Family supportive supervisory behavior can 
improve employee job satisfaction, satisfy their emotional needs, and thus reduce turnover intention 
(Bagger & Li, 2014).Family supportive mentor behavior plays a mediating role between work family 
conflict and teacher turnover intention. Work family conflict can directly affect resignation intention, 
or it can be influenced by family supportive supervisory behavior (Logsdon et al., 2017). Teachers 
facing family conflicts may need more support, including social and leadership support. Family 
supportive supervisory behavior to some extent alleviates work family conflicts and ultimately 
reduces the likelihood of teacher turnover. 
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