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Abstract 

There is a gap between employees who work in one 

company and employees who work in another company, 

even though they have the same job desk. This will be 

difficult if the people in the organization lack commitment 

in carrying out the tasks carried out in the organization. This 

study aims to determine the relationship and influence of the 

implementation of transformational leadership on private 

company leaders in increasing employee job satisfaction and 

organizational commitment and reducing the level of 

turnover intention. The method used in the research is 

multiple regression in SPSS. The results of the study show 

that turnover intention, organizational commitment and 

transformational leadership have no effect on job 

satisfaction. In conclusion, an increase in employee job 

satisfaction at the company can occur if there is good 

transformational leadership accompanied by high 

commitment to work so that it can reduce turnover intention. 
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1. Introduction  

Highly engaged employees will think that work is a means to develop potential and channel ideas, rather than a task or 

obligation. So that employees can feel happy and comfortable. In order to achieve the ideals of an organization, it must be 

supported by the human resources present in the organization. With competent human resources, the ideals in the organization 

can be easily achieved. Through the engagement of the members of the organization, in this case the employees of the 

company, it is hoped that the members of the organization will become more responsible in fulfilling the mandate given by 

their company (Rezki Nurdiansyah & Siti Mariam, 2020) [23]. However, this is difficult when people in the organization lack 

commitment in completing the tasks performed in the organization. Mowday stated that employees with high commitment to 

the organization are more motivated to be present in the organization and try to achieve the organization's goals (Alfian Ardi 

Lesmana, 2023) [2]. The success of an organization is largely determined by the management of human resources within the 

company (Yuda, 2017) [33].  

A phenomenon that has recently developed in industries and organizations is that a professional cares more about or is more 

committed to his job than his commitment to the company. Therefore, such employees tend to move from company to 

company or workplace (Ethel Brundin, 2022) [7]. This is due to the gap between employees working in one company and 

employees working in another company despite having the same job desk. When these employees are affected by this gap, 

those affected tend to leave their company and choose to work for another company. A common event in the systems and 

human resources management of several companies is the behavior of the employees themselves. One form of employee 

behavior is turnover intention, which refers to and culminates in the employee's decision to leave his or her job. DeConinck et 

al. (2019) [9] suggests that every organization must know and understand the causes of turnover intention because turnover 

creates costs to the organization, costs incurred include promotion costs, recruitment costs and employee development costs. In 

recent developments, employee turnover has been considered as an important organizational problem, the importance of which 

is that there are many negative consequences in the organization when employees' turnover intention is high (Randhawa, 2017)  

[22]. 

Turnover intentions affect the employees themselves and can lead to poor employee morale as well as losses to the individual 

and the company, ultimately increasing the costs incurred by the company if the employee leaves or resigns from the job. 

Fluctuation intention also means the conscious and conscious desire of employees or workers themselves to leave the company 

as quickly as possible (Nienaber, 2012) [15].  
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The influence of transformational leadership on turnover 

intention has already been examined by (Pierce, 2019) [21]. 

This research will expand the relationship between turnover 

intention and transformational leadership by adding the 

variable organizational commitment as the independent 

variable and job satisfaction as the dependent variable. 

Pierce (2019) [21] study on the influence of transformational 

leadership and turnover intention was conducted in a child 

welfare facility. In this research, the respondents were 

private company employees of several telecommunications, 

banking and customer protection companies in Jakarta. This 

research aims to fill the existing gap by examining the 

influence of turnover intention, organizational commitment 

and transformational leadership on job satisfaction. 

  

2. Literature Review 

Job Satisfaction 

Job satisfaction is also defined as an emotional response 

caused by employees' drives, desires, demands and 

expectations regarding their work and its relationship to the 

reality of their work. This is referred to as job satisfaction, 

where this emotional response can include feelings of joy, 

satisfaction or dissatisfaction (Sholiha, 2016) [28]. Dongoran 

(2020) [4] states that job satisfaction is the attitude a person 

displays toward their work, including interacting with 

colleagues and supervisors, adhering to company policies 

and rules, and maintaining performance standards. 

Furthermore, according to Mekta (2017) [13], job satisfaction 

is an emotional state related to one's work, regardless of 

whether it is pleasant or unpleasant. Job satisfaction is also 

defined by Tirtayasa (2020) [30] as an employee's emotional 

view of his work state, both pleasant and unpleasant. 

Novitasari (2020) [16] defines job satisfaction as the balance 

that employees feel between themselves and their work 

environment, making them feel satisfied and dissatisfied. 

Job satisfaction includes feelings of satisfaction with work, 

including the emotional feelings an employee has about 

their job, such as: B. Colleagues, salary and the working 

environment. Davidescu (2020) [3] stated that job satisfaction 

describes employees' satisfaction with the work performed 

and with other elements indirectly related to the work, such 

as the conditions of the work environment and work 

policies. 

 

Turnover Intention 

Rismayanti et al. (2018) [24], Turnover intention is an 

employee's intention to leave his job voluntarily and by his 

own decision for various reasons, either from himself or 

from the conditions of the work environment. The mediating 

factor between attitudes that influence intention to leave and 

leave the organization is called turnover intention 

(Komalasari, 2021) [10]. Rismayanti et al. (2018) [24], showed 

that turnover intention is a person's desire to leave or leave 

their job, which is characterized by three indicators, namely 

(a) the desire to leave the job, which is reflected in an 

overall attitude at work, which is caused by job 

dissatisfaction or getting a better job (b) the desire to look 

for another job or give up a career due to the inconvenience 

of the company, so they want to look for a new job that is 

better and more comfortable (c) the desire to quit because 

they think about risks, gains and losses before deciding to 

stay in their work environment or leave their job. Manopo 

(2020) also states that turnover intention itself is a form of 

expression that describes a person's state or feelings 

regarding the decision to leave a company or job. 

 

Organizational Commitment 

Members' pride, loyalty and commitment to the organization 

are part of organizational commitment. According to 

(Palupiningtyas et al., 2023) [19], employees who have trust 

and accept the organization's goals and values are 

enthusiastic about achieving those goals and have a strong 

desire to remain members. Furthermore, Robbins (2016) [25], 

stated that organizational commitment means that 

employees believe in the organization's goals and choose to 

stay in it. Mekta (2017) [13], said that organizational 

commitment is an attitude that shows how loyal employees 

are to the organization and how consistently they pay 

attention to it. Emotional loyalty to a company can arise 

from moral support, company values, and a desire to serve 

the company. According to Robbins (2016) [25], an 

organizing committee occurs when an employee sides with a 

particular organization and has the goal and desire to remain 

a member. 

 

Transformational Leadership 

Having a role model who is influential, can express an 

inspiring vision, is intellectually stimulating, and enjoys 

personal attention is, according to Braun et al. a description 

of transformational leadership behavior (Nuijten, 2017) [17]. 

Transformational leadership is also reflected in the attitude 

of employees who are supportive and empathetic to their 

superiors' ideas and inputs, so that they are willing to accept 

them and implement them in organizational activities 

(Eisenbeiß, Silke Astrid Boerner, 2013) [5]. Nuijten (2017) 

[17] argue that subordinates who think creatively and 

innovate at work are the result of transformational 

leadership that supports employees to make changes. 

Intellectual stimulation increases subordinates' creativity by 

encouraging them to question important assumptions about 

their thinking framework and their existing daily actions. It 

also removes barriers by examining problems from different 

perspectives, so they strive more to develop innovative 

solutions to overcome challenges at work. Bush (2018) [32] 

Transformational leaders value developing the full potential 

of their subordinates, have an employee evaluation system, 

and motivate employees. According to Bush (2018) [32], 

prioritizing the interests of the organization over personal 

interests and changing the mindset and perspective of 

employees so that they have the motivation to change is the 

definition of transformational leadership. 

  

3. Research Method 

Research Sample 

Selection of a sampling method with appropriate criteria is 

the answers received from respondents so as to ensure the 

number of samples taken from telecommunications, banking 

and customer service companies in DKI Jakarta. An 

affordable sample of 120 respondents from Google form 

returns. Next, further analysis is needed using the 

Regression Analysis method in SPSS statistical applications 

such as Reliability Test, Normality Test, Autocorrelation 

Test, Pearson-Correlation Test followed by hypothesis 

statistics. 
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Research Models 

Based on the information theory of job satisfaction, turnover 

intention, organizational commitment and transformational 

leadership and the results of previous research identified by 

the author group of (Phi, 2016) [20], the research model can 

be presented as follows: 

 

 
 

Fig 1: Research models 
 

4. Results 

Reliability Test 

In research that uses quantitative methods, the quality of 

data collection is largely determined by the quality of the 

instruments or data collection tools used. A research 

instrument is said to be of good quality and can be 

accounted for if its validity and reliability have been proven. 

Sugiyono (2019) [29], reliability is a series of measurements 

or a series of measuring instruments that have consistency if 

the measurements made with the measuring instrument are 

carried out repeatedly. The research instrument is said to 

have a good level of reliability when Cronbach's alpha value 

> 0.70.  

  
Table 1: Four Variable Reliability Test 

 

Variable 
Cronbach's 

Alpha 
Sign 

Reference 

Value 
Decision 

Job Satisfaction 0.872 > 0.7 Reliable, strong 

Turnover Intention 0,831 > 0.7 Reliable, strong 

Organizational 

Commitment 
0,822 > 0.7 Reliable, strong 

Transformational 

Leadership 
0,861 > 0.7 Reliable, strong 

Source: Data processing, August 2023 
 

Based on Table 1, shows four variable reliability test, 

cronbach’s alpha four variable more than 0,7, so five 

variable are reliable and strong.  

  

Normality Test 

Normality of data distribution is a necessity that must be 

met when performing parametric statistical analysis. The 

QQ plot normality test is an alternative that is very effective 

to determine whether the regression model analyzed in the 

research is normal or not by looking at the points or data 

that are close to and follow a diagonal line, i.e are referred 

to as normally distributed.  

  

 

 
 

Fig 1: Normality Test 

 

Multicollinearity Test 

Multicollinearity test aims to test whether the regression 

model establishes a high or perfect correlation between the 

independent variables. If it is found that there is a high 

correlation between the independent variables, it can be 

considered that multicorlinear symptoms are present in the 

examination. If the VIF value is more than 10 or the 

tolerance value is less than 0.10, the regression model does 

not have a close relationship between the independent 

variables shown in the Table 2. 

  
Table 2: Multicollinearity Test 

 

Variabel VIF Tolerance 

Turnover intention 

Organizational Commitment 

1.38 

7.17 

0.58 

0.17 

Transformational Leadeship 1.68 0.59 

Source: Data processed, August 2023 
 

Partial Correlation Test (t-Test) 

 
Table 3: t-Test 

 

Mdel t Sig. 

1 

(Constant) 3.039 .005 

Turnover Intention -2.159 .128 

Organizational Commitment -6.133 .113 

Transformational Leadership -2.169 .127 

Source: Data processed, August 2023 
 

Based on the SPSS output results in Table 3, the 

significance value of the “income boom” variable to the 

“financial complication” variable is 0.128, the debt-to-

equity ratio is 0.113, the liquidity ratio is 0.127, and the total 

asset turnover is zero.149, which is greater than 0, 05. It can 

be concluded that there is no dating and influence between 

the 4 impartial variables and the established variable. 
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Table 4: Pearson Correlation Test 
 

 Turnover Intention Organizational Commitment Transformational Leadership Job Satisfaction 

Turnover 

Intention 

Pearson Correlation 1 ,212** ,222** ,202** 

Sig. (2-tailed)  ,000 ,000 ,000 

N 120 120 120 120 

Organizational 

Commitment 

Pearson Correlation ,201** 1 1 ,201** 

Sig. (2-tailed) ,000   ,000 

N 120 120 120 120 

Transformational 

Leadership 

Pearson Correlation 

Sig. (2-tailed) 

N 

,230** 

,000 

120 

1 

120 

1 

120 

,230 

,000 

120 

Job Satisfaction 

Pearson Correlation ,202** ,212** ,222 ,203 

Sig. (2-tailed) ,000 ,000 ,000 ,000 

N 120 120 120 120 

 

Pearson Correlation Test 

A subtest proves how great the relationship is between the 

independent variable and the dependent variable. The 

correlation value is above 0.5 - 0.75 and is considered 

strong, and above 0.75 - 0.99 it is considered very strong, 

see Table 4 above: 

Based on the SPSS output results, the Pearson correlation 

value of the turnover intention variable with job satisfaction 

is 0.202, organizational commitment is 0.212, and 

transformational leadership is 0.222, which is at least 0.5. It 

can be concluded that the relationship between the three 

independent variables has a very weak correlation with the 

dependent variable. 

 

Discuss the Results of Hypothesis Testing 

Turnover Intention on Job Satisfaction 

Turnover Intention has a negative influence on Job 

Satisfaction. This is supported by the statement from 

(Scanlan, 2019) [27]. Tanoto et al. (2022) [26] in their research 

revealed that job satisfaction felt by employees can 

negatively influence employee turnover intention. The 

research was conducted on office employees with the 

finding that the higher the employee's satisfaction with their 

job, the less the employee's desire to leave the company they 

work for. According to the results of research conducted on 

construction companies in China shows that an increase in 

overall job satisfaction among the company's employees 

leads to a decrease in the level of turnover intention. Apart 

from the negative relationship between job satisfaction and 

turnover intention, there is also other research which says 

that job satisfaction has a positive relationship with turnover 

intention.  

 

Organizational Commitment on Job Satisfaction 

Organizational commitment is reflected in an employee's 

contribution and work loyalty. The lower a person's 

organizational commitment, the greater the desire to quit 

their job to achieve job satisfaction. This is consistent with 

the research of Mor Barak, et al., 2006, (Adenika, 2011) [1], 

(Lambert et al., 2012) [11]. Lambert et al. (2012) [11] also 

found in previous research that the more employees decide 

on their level of job satisfaction, the less their commitment 

to work increases and the more their intention to quit 

increases. In their study of a private company, Hwang & 

Hopkins (2012) [8] found that organizational commitment 

had a negative impact on job satisfaction. 

 

Transformational Leadership on Job Satisfaction 

Transformational leadership has no impact on job 

satisfaction, that the research found that transformational 

leadership style has no impact on job satisfaction, meaning 

that employee satisfaction cannot increase when a leader 

adopts a transformational leadership style. In a study of 

employees at a company in Indonesia, Eliyana (2019) [6] 

found that there is a negative relationship between 

transformational leadership style and job satisfaction. This is 

because it is not necessarily the case that the better a leader 

uses a transformational leadership style, the higher the job 

satisfaction of employees. According to Olivian & 

Agustinus (2022) [18], the transformational leadership style 

failed to increase employee job satisfaction in multicultural 

companies. Transformational leaders can help overcome this 

problem because they can build good relationships with 

their employees and create a good work environment 

through the organizational culture they build. 

  

5. Conclusion 

The results of the research are that turnover intention style 

has no impact on job satisfaction, organizational 

commitment has no impact on job satisfaction, and 

transformational leadership has no impact on job 

satisfaction. Even if the transformational leadership style is 

implemented correctly, it is mutually beneficial, managers 

and employees have good relationships and communication, 

company goals are easier to achieve and the productivity of 

the organization increases. On the other hand, even when the 

transformational leadership style does not work well, 

employees tend to feel that there is a boundary between the 

leader and the employee, which leads to discomfort in the 

workplace. This has no impact on employees leaving the 

company.  
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