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transformational The purpose of this study is to determine the influence of
leadership style; turnover  transformational leadership style on turnover intention, as
intention; job satisfaction; well as to determine the role of organizational commitment
organizational and job satisfaction in employees of PT Global Loyalty
commitment Indonesia located in Tangerang City. The survey was

conducted on 142 respondents who met the respondent
criteria using non-probability sampling. The results of this
study show that the variable of transformational leadership
style has a significant negative effect on turnover intention.
The higher the transformational leadership style, the lower
the turnover intention in employees. In addition,
organizational commitment and job satisfaction can mediate
transformational leadership style variables to turnover
intention. The limitation of this study is that it only
examines the influence of transformational leadership style
on turnover intention with organizational commitment and
employee job satisfaction as a mediating variable, within the
scope of one company, namely PT Global Loyalty Indonesia
located in Tangerang City. This research can be generalized
more broadly if the samples taken do not only come from
one company scope. The implications of this study are
expected to provide managerial contributions, especially an
overview of experience in choosing a leadership style, as
well as its influence on turnover intention, job satisfaction
and organizational commitment. So, managers can draw up
strategic plans that are in harmony with the internal and
external conditions of the company.
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Introduction

Human Resources (HR) is a vital element in organizational development. Human
resource management, as one of the key elements in creating a competitive advantage for
organizations, rests on increasing employee motivation, involving them in managerial
decision-making, developing professional competencies, and increasing the level of
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loyalty to management (Shenshinov & Al-Ali, 2020). An organization will succeed and
survive if it has high competitiveness and competitiveness, so that it is able to survive in
global competition. In the era of globalization, the boundaries between countries have
become irrelevant, so workers from one country can work in another country without
hindrance.

Table 1
Company Attrition Data 2022 — 2023
Attrition in Attrition in Actual Salary Salary Increase
2022 2023 Increase 2023 Expected 2024
159 15.1
Indonesia 6.0 percent 6.5 percent
percent percent

The data presented in Table 1 shows that the attrition rate in Indonesia in 2022
was 15.9%, which decreased slightly to 15.1% in 2023 (Asia Newsroom, 2023). This
figure shows that about 15.1% of employees left their jobs that year, reflecting an
improvement but still signaling instability in the labor market. Companies in Indonesia
are continuously working to improve their employee retention strategies to reduce this
attrition rate, which includes increased compensation, additional benefits, and career
development programs.

Turnover is one of the biggest challenges for all organizations, which can result
in a variety of economic, psychological, and organizational consequences, such as the
loss of workforce and institutional knowledge (Berber et al., 2022). It is necessary to
thoroughly consider the negative impact that may arise from turnover intention to create
creative solutions for the benefit of the organization (Ucar et al., 2021). Transformational
leadership has been shown to have a positive impact on various important outcomes such
as performance, organizational citizenship behavior, additional effort, employee or job
engagement, trust in managers, better leader-member relationships, psychological
empowerment, identification with leaders, and follower motivation (Deng et al., 2023).

Employee job satisfaction is an important factor that affects the company's
progress (Sainju et al., 2021). It is important to understand and analyze these aspects of
satisfaction well in order to support effective organizational decision-making. According
to (Demir et al., 2021), many researchers believe that employee turnover is negatively
related to job satisfaction levels. On the contrary, the conflicting opinion according to
(Faraj et al., 2021) for example, is the term employee turnover, which is a fairly specific
concept and cannot be fully explained by more general concepts such as commitment and
job satisfaction.

Turnover can be influenced by several factors, one of which is organizational
commitment (Tereza et al., 2023). Organizational commitment is the attachment and
loyalty that employees have to actively engage in the progress of the organization. When
an employee has a high level of loyalty and a sense of ownership towards the
organization, they will voluntarily choose to remain a part of the organization in order to
achieve the goals of both the individual and the organization.
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Table 2
Company Turnover Data for 2022 — 2024
Year Number of Number of Resign Turnover
Employees Employees
(Previous year) (This year)
2022 131 175 15 10%
2023 175 227 10 5%
2024 (April) 227 244 4 2%

Based on the data in Table 2, the turnover rate in the last three years has
decreased. This is not in line with previous research (Prasetya & Dewi, 2019) which stated
that the variable of transformational leadership style has no effect on intention to quit,
transformational leadership style has a positive and significant effect on job satisfaction,
job satisfaction has a negative and significant effect on intention to quit. In another study
by (Nurfahrani & Armaniah, 2023) stated the same thing, that leadership styles together
do not have a significant negative effect on turnover intention. In an industry similar to
the author's research place, namely e-commerce (omni channel), research according to
(Suhakim & Badrianto, 2021) results that transformational leadership style has no effect
on employees' intention to leave. Based on the data of these findings along with the field
findings by the author, there is an inconsistency in the findings that makes the author
interested in researching whether there is an influence of transformational leadership style
on turnover intention.

Literature Review

Human Resource Management (HRM) is an effort to align individuals with an
organization so that both parties can achieve their goals. This part of management focuses
on managing human resources within the company. The goal is to pay attention to the
welfare of employees both physically and mentally, prevent employees from excessive
stress, and increase employees' sense of belonging so that they can work better (Aula et
al., 2022).

Transformational Leadership Style

The definition of transformational leadership style according to (Bass & Riggio,
2006) is a leader who focuses on developing subordinates to become leaders by meeting
individual needs, empowering them, and aligning the goals and objectives of individuals,
groups, and organizations as a whole. In other words, transformational leadership is the
most effective style of motivating followers when they interact directly with the
beneficiaries of their work, as it makes it clear that the vision carried out by the leader has
a real and meaningful impact on others (Grant, 2012). This shows that rhetoric alone is
not enough to improve performance; Direct involvement with work impact is essential.

The definition of leadership according to (Hajiali et al., 2022) is the result of an
agreement based on certain eligibility criteria to be part of a leader who directs leadership
in an organization. According to (Abolnasser et al., 2023), transformational leadership is
a process in which leaders and followers collaborate as a team to change values, goals,
motivations, and morals in order to achieve positive outcomes, both for personal and
organizational benefit.

Turnover Intention

The definition of turnover according to (Takase, 2010) is a multi-stage process
that involves the voluntary departure of employees from their current positions, and is
triggered by negative psychological responses to both internal and external work contexts.
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In other words, turnover intention is a step in which an employee chooses to leave the job
he is currently holding or expresses his desire to no longer be associated with the
organization (Alias et al., 2018).

In reality, each employee has unique talents that new hires can't replace or
equalize. Therefore, maintaining employee talent is very important for employers and
organizations to overcome the challenges in today's increasingly fierce global
competition. (Alias et al., 2018) argue that the intention of turnover expressed as how
much often and as strongly as a person's desire to leave their job.

Organizational Commitment

According to (Luthans, 2002), various definitions and measures of organizational
commitment can be found in the study of organizational behavior. Organizational
commitment as an attitude is usually described through three main aspects: first, an
individual's strong desire to remain a part of a particular organization; second, the
willingness of individuals to work hard for the organization; and third, individual belief
and acceptance of the organization's values and goals. In simple terms, this commitment
reflects employee loyalty to their organization and is an ongoing process in which
members of the organization demonstrate their concern for the success and well-being of
the organization.

Organizational commitment is the level at which employees associate themselves
with a specific organization, goals and hope to maintain membership in the organization
(Wahyudi, 2015). According to Mathis in (Suhakim & Badrianto, 2021) a more sensible
approach to the expansion of organizational commitment focuses more on continuous
commitment, which shows that the decision to stay in the organization or leave it is seen
from the absence or employee turnover rate.

Job Satisfaction

Job satisfaction is very important for organizations because it is a series of
individual perceptions of employees that will affect the attitudes and behaviors of
individual employees at work (Hendri, 2019). According to (Luthans, 2002), job
satisfaction is the result of employees' perception of the extent to which a job fulfills
everything that is considered important through their work. The term job satisfaction
refers to an individual's attitude (emotional reaction) towards his or her job. According to
Hoppock, job satisfaction is defined as a combination of psychological, physiological,
and environmental conditions that cause a person to honestly say that the person
concerned is satisfied with his or her job (Basri & Rauf, 2021).

Hypothesis Development
Transformational Leadership Style and Organizational Commitment

Leadership applied by a manager in a company is able to carry out the right
integration and motivate the work spirit of employees to achieve maximum targets. The
leadership role must be able to strengthen employee loyalty, trust, participation, and self-
motivation through a personal approach (Santoni & Heryono, 2021).

Organizational commitment as a psychological state that binds employees to the
organization. Organizational commitment is a multidimensional construction that can
impact individual behavior at various levels and intensities (Rumawas, 2021).

Previous findings by (Donkor et al., 2022) imply that commitment to the
organization shows a strong relationship with transformational leadership. Based on these
results, the following conclusions can be drawn:

H1: Transformational Leadership has a significant positive effect on organizational
commitment
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Transformational Leadership Style and Job Satisfaction

Leadership style is closely related to employee job satisfaction because the
presence of a leader who applies leadership style appropriately and appropriately has an
important role in creating job satisfaction for employees (Bernarto et al., 2020).

Transformational leadership styles facilitate employees to achieve their desired
influence and motivate them with inspiring examples from leaders (Greenberg, 1990).
The additional intellectual encouragement provided by the leader by providing support
and assistance in overcoming the obstacles faced by employees is a good example of a
mentor in the transformation process aimed at achieving the organization's vision. In
previous research by (Mickson & Anlesinya, 2020) said that transformational leadership
styles have an influence on job satisfaction. Based on the findings and theories above,
eating can be hypothesized as follows:

H2: Transformational Leadership Style has a significant positive effect on job satisfaction
Transformational Leadership Style and Turnover Intention

Several studies have shown that leadership, especially transformational
leadership, has an advantage in reducing the intention to leave the organization, as it
makes followers want to stay within the organization (Martins et al., 2023).

According to (Ohunakin et al., 2019) leadership plays an important role in
reducing employees' intentions to quit or leave their workplace. Further research shows
that employees who work under supportive and communicative leaders, as seen in
transformational leadership styles, have little or no desire to leave the company. This
means that transformational leadership styles can reduce the level of intention to exit
(turnover intention) on employees.

In addition, other studies have shown that transformational leadership has a
positive effect on turnover intention. According to research by Ramadhiansyah et al.
(2022), it was found that transformational leadership negatively and significantly affects
the intention to exit, which means that the higher the transformational leadership style,
the lower the intention to exit.

H3 : Transformational Leadership Style has a significant negative effect on turnover
intention
Organizational Commitment and Turnover Intention

(Farida & Melinda, 2019) in their research stated that one of the factors that affect
Turnover Intention is the commitment of the organization. An organization can achieve
its vision, mission, and goals if its members are committed (Jabri and Ghazzawi, 2019).
According to research conducted by Tampubolon and Sagala (2020), it results that
organizational commitment has a significant effect on turnover intention. In other studies
conducted by (Saputra et al., 2020) on 311 employees of conventional banks in the
Bengkulu region, Indonesia, shows that organizational commitment has a significant
negative effect on employees' desire to leave (turnover intention). The results of this study
highlight that the normative commitment dimension has the strongest influence in
predicting organizational commitment, so this dimension is also the main predictor in
estimating employee turnover intention. Based on these results, the following conclusions
can be drawn:

H4: Organizational commitment has a significant negative effect on turnover intention
Job Satisfaction and Turnover Intention

Pepe in (Chavadi et al., 2022) said that job satisfaction is one of the factors that
affect internity turnover. Intrinsic or internal factors, also known as job satisfaction,
include aspects such as the nature of the job itself, recognition, progress, responsibility,
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personal growth, and achievement. Meanwhile, extrinsic or external factors, which are
also known as job unsatisfactory, include things such as salary, status, interpersonal
relationships with superiors, coworkers, and subordinates, supervision, company policies
and administration, job security, and working conditions (Skelton et al., 2020).

Turnover intention is defined as an employee's conscious and deliberate decision
to leave the organization in the future (Steil et al., 2019). The intention to move goes
through four cognitive processes, which include thinking about quitting your current job,
planning to stay or leave, looking for an alternative job, and making the decision to leave
your current job (Windon et al., 2019). Based on research by Rizki and Juhaeti (2022), it
is stated that organizational commitment has a significant negative effect on the intention
to leave. From these findings, the following hypotheses can be concluded:

H5 : Job satisfaction has a significant negative influence on turnover intention
Organizational Commitment as Mediation by Transformational Leadership Style
and Turnover Intention

A leader must be able to choose a leadership style that suits the situation at hand.
If the leadership style applied is right, this will lead to the achievement of organizational
and individual goals. On the other hand, if the chosen leadership style is not in accordance
with the situation, it can hinder the achievement of organizational goals (Suhakim &
Badrianto, 2021).

According to (Donkor et al., 2022), organizational commitment has a significant
relationship with transformational leadership and the desire of employees to leave the
organization. Transformational leadership style is the most powerful predictive factor of
an employee’s intention to leave. Based on the results of his research, Donkor added that
organizational commitment can be a mediator between transformational leadership styles
and turnover intentions. Another study by (Dewi & Dewi, 2020) resulted that
transformational leadership has a positive and significant influence on organizational
commitment. In addition, both transformational leadership and organizational
commitment have a negative and significant influence on employee turnover intention.
Organizational commitment also plays a negative and significant mediating variable in
the relationship between transformational leadership and employee intention to leave.
From these results, the following hypotheses can be drawn:

H6: Transformational leadership style has a significant negative effect on turnover
intention mediated by organizational commitment

Job Satisfaction as Mediation by Transformational Leadership Style and Turnover
Intention

Transformational leadership has a positive impact on job satisfaction. According
to (Rajesh et al., 2019), research shows that transformational leadership styles have a
positive effect on employee job satisfaction. With the implementation of this leadership
style, employee job satisfaction increases. Based on research conducted by (Wang et al.,
2020) at a construction company in China, it was found that the increase in overall job
satisfaction in employees of the company contributed to a decrease in the level of
employee turnover intention .

In research conducted by Ayu and Dewi (2019), it is said that job satisfaction can
be a mediator between transformational leadership styles and turnover intentions. In
another study by Prasetya and Dewi (2019), job satisfaction has a mediating role in the
negative and significant influence of transformational leadership style on intention to quit.
So the higher the transformational leadership style, the higher the job satisfaction and the
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lower the level of intention to quit employees. From these findings, the following
hypotheses can be concluded:

H7: Transformational leadership style has a significant negative effect on turnover
intention mediated by job satisfaction.

HE

Organizational
Commitment (Z1)

Transformasional H3 N Turnover
Leadership (X) g Intention (Y)

¥

Job Satisfaction
(22)

H7

Figure 1 Research Outline

The purpose of this study is to determine the influence of transformational
leadership style on turnover intention, as well as to determine the role of organizational
commitment and job satisfaction in employees of PT Global Loyalty Indonesia located in
Tangerang City.

This research brings a unique perspective by exploring the relationship between
transformational leadership style and turnover intention, specifically within the context
of PT Global Loyalty Indonesia in Tangerang City. Unlike previous studies, which have
often treated organizational commitment and job satisfaction as independent factors, this
study examines them as mediating variables that could potentially moderate the
relationship between leadership style and employees' intentions to leave the organization.
The inclusion of these mediators offers a more nuanced understanding of how leadership
practices impact employee retention, filling a gap in the existing literature. Additionally,
the focus on a specific industry and geographical location adds a layer of specificity that
enhances the applicability of the findings in similar corporate settings. By integrating
transformational leadership, organizational commitment, and job satisfaction into a single
model, this study provides fresh insights into the complex dynamics that drive employee
turnover, offering practical implications for organizations aiming to improve their
retention strategies in an increasingly competitive job market.

Research Methods

A research design is a design that aims to collect, measure, and analyze data that
correlates with the research question of a study. The necessary data can be put together
and researched to solve the underlying problems of the research project (Sekaran &
Bougie, 2017). The author chooses a quantitative research method using a survey in order
to reach as many respondents as possible.

A population is an entire collection of individuals, events, or objects that the
researcher wants to study (Sekaran & Bougie, 2017). This group consists of individuals,
events, or objects that attract the attention of the researcher to draw conclusions (based
on sample statistics). In this study, the group used was PT Global Loyalty Indonesia
employees in Tangerang City. The sample is part of a population consisting of a selected
number of members. That is, only a portion of the population is included in the sample,
not all of them (Sekaran & Bougie, 2017). If the group studied is large, researchers may
not be able to collect data on the entire population due to limited financial resources,
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energy, and time. Then in this study, a sample will be used, so that the sample taken by
the researcher must be representative of the population and declared valid.

Results and Discussions
Characteristics of Respondents
The first step to research is to conduct descriptive statistics on the profiles of
respondents which include three categories, namely job title or position in the hotel
industry, age and type of hotel, as presented in Table 3.
Table 3 Characteristics Respondents

No. Grouping Characteristics Frequency Percentage
1. Gender Man 81 57%
Woman 61 43%
2. Age 18 — 27 years old (Gen Z2) 88 62%
28 — 43 years old (Gen Y/ Millennial) 54 38%
Under 1 year old 27 19%
1 — 3 years 48 34%
3. Length of Work 45 years 38 27%
Above 5 years 29 20%

Validity
The indicators used as a measure of the validity of the research variables are those
that have a loading factor value of > 0.5 and better if > 0.7 (Hair et al., 2018), while
indicators that can have a loading factor value of < 0.5 will be derived from the model.
Table 4 Data Validity Test

It Variable Indicators Standardized Variable Weights Conclusion
1.  Transformational X1 0.879 Valid
Leadership Style X2 0.903 Valid

X3 0.888 Valid

X4 0.869 Valid

X5 0.881 Valid

X6 0.835 Valid

X7 0.772 Valid

X8 0.764 Valid

2. Organizational Z1.1 0.744 Valid
Commitment Z1.2 0.870 Valid
Z1.3 0.893 Valid

Z1.4 0.828 Valid

Z15 0.865 Valid

Z1.6 0.851 Valid

Z1.7 0.875 Valid

Z1.8 0.896 Valid

Z1.9 0.867 Valid

Z1.10 0.829 Valid

3. Job Satisfaction Z2.1 0.744 Valid
Z2.2 0.870 Valid

Z2.3 0.893 Valid

Z2.4 0.828 Valid

Z2.5 0.865 Valid

Z2.6 0.851 Valid

Z2.7 0.875 Valid

Z2.8 0.896 Valid
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Z2.9 0.875 Valid
Z2.10 0.896 Valid
Z2.11 0.867 Valid
2212 0.829 Valid

4, Turnover Intention Y1 0.923 Valid
Y2 0.889 Valid
Y3 0.924 Valid
Y4 0.905 Valid
Y5 0.950 Valid
Y6 0.906 Valid
Y7 0.900 Valid
Y8 0.868 Valid

Reliability
The reliability test measurement uses CA (Cronbach's Alpha) which is a range of
reliability measures ranging from 0 to 1 where the minimum reliability value of
Cronbach's Alpha is 0.6 so that it can be said that the data is reliable enough to be used
further in research (Hair et al., 2019). The reliability level of Cronbach's Alpha can be
seen in Table 5.
Table 5 Cronbach's Alpha Reliability Test

It Variable Cronbach's Alpha Conclusion
1.  Transformational Leadership Style 0.953 Reliable
2. Organizational Commitment 0.963 Reliable
3. Job Satisfaction 0.972 Reliable
4. Turnover Intention 0.975 Reliable

Goodness of Fit Test

In this study, the Goodness of Fit (GOF) test is used as a reference to find out
whether the research model is acceptable. In this experiment, the data analysis method
used is Structural Equation Modeling (SEM) using the AMOS program. SEM is a
multivariate technique that combines aspects of multiple regression with factor analysis
to simultaneously estimate a series of dependent relationships (Wiratno & Abdurrahman,
2020).

Table 6 Goodness of Fit Test Results

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

1. Chi-Square The smaller, the better 7272.143 Good Fit

Degrees of freedom (df) 703

Probability >0.05 0.000
2. CMIN/DF <2 1.801 Good Fit
3. GFI >0.90 0.696 Poor Fit
4.  AGFI >0.90 0.656 Poor Fit
5. CFlI >0.90 0.920 Good Fit
6. TLI >0.90 0.914 Good Fit
7. NFI >0.90 0.838 Marginal Fit
8. RMSEA <0.08 0.075 Good Fit
9. RMR <0.05 0.066 Marginal Fit
10. PNFI > 0.60 0.782 Good Fit
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Hypothesis Test

Hypothesis testing is carried out after the research model can be considered fit.
Meanwhile, the basis for making a decision on the hypothesis test is described as follows:
e If the P value (Probability) > 0.05 and the CR < 1.96, then H1 is rejected and HO is

accepted (no effect).
e [f the P value (Probability) < 0.05 and CR > 1.96, then H1 is accepted and HO is
rejected (no effect).

Hypothesis testing was carried out by looking at the output results of the regression
weights model value from the AMOS program. Table 7 explains the results of the
estimation of the research model.

Table 7 Regression Weights

Information Estimate  ONE CR P

Organizational Commitment «— 0.600 0.100 5.988 0.000
Transformational Leadership Style

Job  Satisfaction <«  Transformational 0.597 0.100 5.968 0.000
Leadership Style
Turnover Intention « Transformational -0.388 0.164 -2.361 0.018
Leadership Style

<« Organizational Commitment Turnover -0.329 0.136 -2.427 0.015

Intention

Job Satisfaction «<— Turnover Intention -0.352 0.123 -2.864 0.004
Turnover Intention « Organizational -0.197 0.100 2.250  0.025
Commitment <« Transformational Leadership
Style

Turnover Intention «— Job Satisfaction «— -0.210 0.100 2.582 0.010
Transformational Leadership Style

Table 8 Results of Hypothesis Testing

Description Decision

H1 Transformational Leadership Style has a significant positive effect on  Accepted
Organizational Commitment

H2 Transformational Leadership Style has a significant positive effecton Job  Accepted
Satisfaction

H3 Transformational Leadership Style has a significant negative effect on  Accepted
Turnover Intention

H4 Organizational commitment has a significant negative effect on Turnover  Accepted
Intention

H5 Job Satisfaction Has a Significant Negative Effect on Turnover Intention  Accepted

H6 Transformational Leadership Style has a significant negative effect on  Accepted
Turnover Turnover mediated by Organizational Commitment

H7 Transformational Leadership Style has a significant negative effect on  Accepted
Turnover Intention mediated by Job Satisfaction.

Based on Table 8, it can be seen that whether the influence of significance or not
is known from the P-value and the Critical Ratio (CR) value. The significance (alpha =
a) used was 0.05. If the CR value is above 1.96 and the P-value is less than 0.05, the
hypothesis is accepted. The following is an explanation of the testing of all research
hypotheses:
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1. Transformational Leadership Style has a significant positive effect on Organizational
Commitment
In Table 8, the P-value of the Transformational Leadership Style variable =
0.000 < 0.05 and CR =5.988 > 1.96 so that HO is rejected and H1 is accepted which
means that the Transformational Leadership Style variable has a positive and
significant influence on Organizational Commitment, every change to the
transformational leadership style will give a change that is directly proportional to the
organizational commitment.
2. Transformational Leadership Style has a significant positive effect on Job Satisfaction
In Table 8, the P-value of the Transformational Leadership Style variable =
0.000 < 0.05 and CR = 5.968 > 1.96 so that HO is rejected and H1 is accepted which
means that the Transformational Leadership Style variable has a positive and
significant influence on Job Satisfaction, every change in the transformational
leadership style will give a change that is directly proportional to job satisfaction.
3. Transformational Leadership Style has a significant negative effect on Turnover
Intention
In Table 8, the P-value of the Transformational Leadership Style variable =
0.018 < 0.05 and CR = -2.361 so that HO is rejected and H1 is accepted which means
that the Transformational Leadership Style variable has a negative and significant
influence on Turnover Intention, meaning that the higher the implementation of the
Transformational Leadership Style, the lower the Turnover Intention among
employees.
4. Organizational Commitment has a significant negative effect on Turnover Intention
In Table 8, the P-value of the Organizational Commitment variable = 0.015 <
0.05 and CR = -2.427 so that HO is rejected and H1 is accepted which means that the
Organizational Commitment variable has a negative and significant influence on
Turnover Intention, meaning that the higher the organizational commitment, the lower
the Turnover Intention among employees.
5. Job Satisfaction Has a Significant Negative Effect on Turnover Intention
In Table 8, the P-value of the Job Satisfaction variable = 0.004 < 0.05 and CR =
-2,864 so that HO is rejected and H1 is accepted which means that the Job
Satisfaction variable has a negative and significant influence on Turnover Intention,
meaning that the higher the job satisfaction, the lower the Turnover Intention among
employees.
6. Transformational Leadership Style has a significant negative effect on Turnover
Turnover mediated by Organizational Commitment
In Table 8, the P-value of the Transformational Leadership Style variable =
0.025 < 0.05 and CR = 2.250 > 1.96 so that HO is rejected and H1 is accepted which
means that the Transformational Leadership Style variable has a negative and
significant influence on turnover intention., with Organizational Commitment as
mediation. This means that every change in transformational leadership style will give
a change that is directly proportional to the organization's commitment and will reduce
turnover intention.
7. Transformational Leadership Style has a significant negative effect on Turnover
Intention mediated by Job Satisfaction.
In Table 8, the P-value of the Transformational Leadership Style variable =
0.010 < 0.05 and CR = 2.582 > 1.96 so that HO is rejected and H1 is accepted which
means that the Transformational Leadership Style variable has a negative and
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significant influence on turnover intention., with Job Satisfaction as mediation. This
means that every change in the transformational leadership style will give a change
that is directly proportional to job satisfaction and will reduce turnover intention.

Conclusion

Based on the results of the statistical analysis conducted, this study revealed several
important findings regarding the influence of Transformational Leadership Style on
Turnover Intention with the mediation of Organizational Commitment and Job
Satisfaction. By using the P-value and Critical Ratio (CR) values as significance
indicators, this study produces several key conclusions as follows:

First, Transformational Leadership Style has been shown to have a significant
positive influence on Organizational Commitment and Job Satisfaction. P-values of 0.000
and CR of 5.988 and 5.968 respectively indicate that any improvement in
Transformational Leadership Style will increase Organizational Commitment and
Employee Job Satisfaction. This shows that leaders who are able to inspire and support
their subordinates can increase their commitment and satisfaction with the organization.

Second, Transformational Leadership Style has a significant negative influence on
Turnover Intention. With a P-value of 0.018 and a CR of -2.361, these results indicate
that the higher the application of the Transformational Leadership Style, the lower the
employee's intention to leave their job. This shows the importance of a transformational
leadership style in retaining employees.

Third, both Organizational Commitment and Job Satisfaction were also found to
have a significant negative influence on Turnover Intention. P-values of 0.015 and 0.004
and CR of -2.427 and -2.864, respectively, indicate that increased employee commitment
and job satisfaction will decrease their intention to leave the organization.

Fourth, Transformational Leadership Style also has a significant negative effect on
Turnover Intention through the mediation of Organizational Commitment and Job
Satisfaction. P-value and CR values indicate that any improvement in Transformational
Leadership Style will increase Organizational Commitment and Job Satisfaction, which
will ultimately decrease Turnover Intention.

Overall, this study emphasizes the importance of Transformational Leadership
Style in increasing Organizational Commitment and Job Satisfaction, as well as reducing
Turnover Intention among employees. These findings provide practical implications for
organizations to develop and implement transformational leadership styles as a strategic
effort to improve employee retention and improve overall organizational effectiveness.
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