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ABSTRACT: This study aims to determine the effect of job satisfaction on 
employee retention with the moderation of transformational leadership style at 
Bank Syariah Indonesia in Mataram City. This study uses a quantitative approach 
with a survey design and a Likert-scale questionnaire as an instrument to 
measure the variables studied. The sample was all 32 employees of BSI KCP 
Mataram. Data analysis used moderated regression analysis. The results showed 
that job satisfaction had a significant positive effect on employee retention with a 
p-value <0.05. Meanwhile, transformational leadership style did not moderate the 
effect of job satisfaction on employee retention, because the p-value >0.05 even 
though R2 reached 89.3%. Based on these results, the management is advised to 
improve job satisfaction by focusing on aspects that contribute significantly, and 
to conduct regular evaluations of leadership styles to support employee retention. 

Keywords: Job Satisfaction, Employee Retention, Transformational 

Leadership 

 

ABSTRAK: Penelitian ini bertujuan untuk mengetahui pengaruh kepuasan kerja 
terhadap retensi karyawan dengan moderasi gaya kepemimpinan 
transformasional di Bank Syariah Indonesia Kota Mataram. Penelitian ini 
menggunakan pendekatan kuantitatif dengan desain survei dan kuesioner 
berskala likert sebagai instrumen untuk mengukur variabel-variabel yang diteliti. 
Sampel adalah seluruh karyawan BSI KCP Mataram yang berjumlah 32 orang. 
Analisa data menggunakan teknik regresi moderasi (moderated regression 
analysis). Hasil penelitian menunjukkan bahwa kepuasan kerja berpengaruh 
positif signifikan terhadap retensi karyawan dengan p-value < 0,05. Sedangkan 
gaya kepemimpinan transformasional tidak memoderasi pengaruh kepuasan 
kerja terhadap retensi karyawan, karena p-value > 0,05 meskipun R2 mencapai 
89,3%. Berdasarkan hasil tersebut, pihak manajemen disarankan untuk 
meningkatkan kepuasan kerja dengan fokus pada aspek-aspek yang 

mailto:rodiatanmardiyah@gmail.com


ENTRIES: Journal of Entrepreneurship Studies Vol. 1 No. 1 Tahun 2025 

16| Journal of Entrepreneurship Studies 
 

berkontribusi signifikan, serta melakukan evaluasi berkala terhadap gaya 
kepemimpinan guna mendukung retensi karyawan. 

Kata Kunci: Kepuasan Kerja, Retensi Karyawan, Kepemimpinan  
Transformasional 

 

A. INTRODUCTION 

Employees are one of a company's primary assets in achieving long-term success. 

Therefore, it is crucial for companies to have and retain quality human resources 

(HR), especially in the face of global competition and technological change. 

Consequently, as one of the largest Islamic banks in Indonesia, Bank Syariah 

Indonesia (BSI) recognizes the importance of maintaining the quality and 

retention of its human resources to face the challenges of a competitive and 

dynamic Islamic banking industry. High employee turnover not only disrupts 

operations but also incurs significant costs for companies, both in recruitment 

and training. Therefore, it's no surprise that employee retention is a top priority 

for many companies, including BSI. 

Following the merger in 2021, BSI faced significant challenges. In addition to 

improving services and product innovation, BSI must maintain the quality of its 

human resources to ensure operational sustainability and maintain a competitive 

position in the Islamic banking industry. BSI's 2023 annual report showed an 

employee turnover rate of 3.77%, representing 688 employees, with 606 

resigning. The report also indicated that BSI allocated a budget of Rp90.6 billion 

for employee competency development. Therefore, employee retention is a key 

priority for BSI (PT BSI Indonesia Report, 2023).  

One way to maintain employee retention is by increasing job satisfaction. 

Research (Nurmalitasari & Andriyani, 2021) found that job satisfaction 

significantly influences employees' desire to stay with the company. Factors such 

as compensation, work culture, career development opportunities, and 
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relationships with leaders significantly influence employee job satisfaction levels. 

Handoko and Soeling's research also explains that in the Islamic banking industry, 

the relationship between leaders and employees significantly influences 

employee loyalty and retention (Handoko & Soeling, 2020). 

Leadership is a crucial factor in maintaining employee retention. One leadership 

style that is effective in increasing job satisfaction and retention is 

transformational leadership. First introduced by Burns and developed by Bass, 

this concept focuses on empowering employees, encouraging innovation, and 

creating a shared vision. 

Several previous studies have discussed the influence of job satisfaction on 

employee retention and the role of transformational leadership in improving 

organizational performance. Sinta Sundari Heryanti and Abdul Nasim (2023) 

found that job satisfaction plays a significant role in reducing employee turnover. 

However, this study did not consider the moderating factor of leadership style, 

which could have a stronger influence on retention. In contrast, research by 

Renita Millena and Muhammad Donal Mon found that job satisfaction had no 

significant effect on employee retention. Vinda Sri Hapsari and Hari Yeni also 

concluded that transformational leadership directly increases employee loyalty, 

but this study did not examine how job satisfaction interacts with leadership style 

to influence employee retention. Therefore, this study fills the gap in previous 

research by examining the influence of job satisfaction, employee retention, and 

transformational leadership style. 

 

B. METHODS 

This study uses a quantitative approach with Likert scale questionnaire data 

collection on variables 1) job satisfaction including satisfaction with the job itself, 

salary opportunities, promotion opportunities, satisfaction with supervision, and 

satisfaction with coworkers; 2) employee retention including: organizational 
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components, career opportunities, rewards, task and job design, and employee 

relations; and 3) transformational leadership style including: dealized influence, 

inspirational motivation, intellectual stimulation, and individualized 

consideration. The study was conducted on 32 samples of PT BSI employees in 

Mataram City. The sampling characteristics narrowed down to the sampling from 

Bafadal (2019). Data analysis emphasized moderated regression with simple 

linear regression through Moderated Regression Analysis (MRA) by maintaining 

statistical tests as the basis for validation and calculation. The study was 

conducted in a natural environment or non-contrived setting, where all activities 

run normally without manipulation. 

 

C. RESULTS AND DISCUSSION 

1. Research Result 

a. Instrument Test 

Instrument testing consists of validity and reliability testing. Validity 

testing is conducted to ensure that the measurement instrument, 

namely the questionnaire, is valid in measuring the intended variables. 

Once the measurement instrument is deemed valid, a reliability test is 

conducted. Reliability testing is used to measure the consistency of the 

measurement instrument, ensuring that the measurement results 

remain unchanged even when repeated under the same conditions. 

b. Test Validity and Reliability of Job Satisfaction Variable (X) 

Number 

Question 
Significance R Count R Table Information 

1 0,000 0.821 0.3494 Valid 

2 0,000 0.630 0.3494 Valid 

3 0,000 0.635 0.3494 Valid 

4 0,000 0.793 0.3494 Valid 
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5 0,000 0.820 0.3494 Valid 

6 0.007 0.467 0.3494 Valid 

7 0.003 0.515 0.3494 Valid 

8 0,000 0.676 0.3494 Valid 

9 0,000 0.825 0.3494 Valid 

10 0,000 0.754 0.3494 Valid 

11 0,000 0.802 0.3494 Valid 

12 0,000 0.796 0.3494 Valid 

13 0,000 0.674 0.3494 Valid 

14 0,000 0.736 0.3494 Valid 

15 0,000 0.772 0.3494 Valid 

 

Based on the validity test results above, it is shown that the calculated 

r value is > r table with a significance value (p-value) < 0.05 so that the 

data is considered valid and can be continued for reliability testing. 

Based on the results of the reliability test, the Cronbach Alpha value is 

0.93 with an N of 15. This value is > 0.07 so the data is considered 

reliable. 

c. TestValidity and Reliability of Employee Retention 

Variable (Y) 

Number 

Question 
Significance 

R 

Count 

R 

Table 
Information 

1 0,000 0.825 0.3494 Valid 

2 0,000 0.760 0.3494 Valid 

3 0,000 0.826 0.3494 Valid 

4 0,000 0.857 0.3494 Valid 

5 0,000 0.872 0.3494 Valid 

6 0,000 0.860 0.3494 Valid 

7 0,000 0.892 0.3494 Valid 

8 0,000 0.894 0.3494 Valid 

9 0,000 0.881 0.3494 Valid 

10 0,000 0.849 0.3494 Valid 

11 0,000 0.761 0.3494 Valid 
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12 0,000 0.851 0.3494 Valid 

13 0,000 0.700 0.3494 Valid 

14 0,000 0.697 0.3494 Valid 

15 0,000 0.829 0.3494 Valid 

 

Based on the validity test results above, it is shown that the calculated 

r > r table and the significance value (p-value) < 0.05, so the data is 

considered valid. Furthermore, the reliability test results above show 

a Cronbach Alpha value of 0.966 > 0.07, so the data is considered 

reliable. 

d. TestValidity and Reliability of Transformational 

Leadership Style Variable (Z) 

 
Number 

Question 
Significance 

R 

Count 
R Table Information 

1 0,000 .911 0.3494 Valid 

2 0,000 .880 0.3494 Valid 

3 0,000 .906 0.3494 Valid 

4 0,000 .886 0.3494 Valid 

5 0,000 .899 0.3494 Valid 

6 0,000 .869 0.3494 Valid 

7 0,000 .875 0.3494 Valid 

8 0,000 .795 0.3494 Valid 

9 0,000 .825 0.3494 Valid 

10 0,000 .830 0.3494 Valid 

11 0,000 .792 0.3494 Valid 

12 0,000 .825 0.3494 Valid 

 

Based on the validity test results above, it is shown that the calculated 

r > r table and the significance value (p-value) < 0.05, so the data is 

considered valid. The reliability test results show a Cronbach Alpha 

value of 0.967 > 0.07, so the data is considered reliable. 
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e. Classical Assumption Test 

Before conducting regression analysis and hypothesis testing, it is 

necessary to conduct several classical assumption tests with the aim of 

determining whether the regression model used is free from 

assumption deviations and meets the requirements for producing a 

good linear relationship. 

1) Normality Test 

A normality test was conducted to determine whether the 

residuals (errors) from the regression model were normally 

distributed.137 The Kolmogorov-Smirnov test was used in this 

normality test and showed that the Asymp. Sig. (2-tailed) value 

obtained was 0.200. This result is > 0.05, so it can be concluded 

that the data is normally distributed. 

2) Multicollinearity Test 

The multicollinearity test was conducted to ensure that there was 

no multicollinearity relationship between the independent 

variables.138 The test results obtained showed that the tolerance 

value was 3.11 > 0.100 and VIF < 10.00, so it can be concluded that 

there were no symptoms of multicollinearity. 

3) Heteroscedasticity Test 

By using the Glejser test, the results of the heteroscedasticity test 

above show that the significance value of 0.94 is greater than 0.05 

(0.94 > 0.05) so it can be concluded that the data does not 

experience symptoms of heteroscedasticity. 

f. Simple Linear Regression Test 

Simple linear regression analysis is an analysis conducted to test the 

influence of one independent variable on one dependent variable. 

Based on the results of the simple linear regression test, it can be seen 



ENTRIES: Journal of Entrepreneurship Studies Vol. 1 No. 1 Tahun 2025 

22| Journal of Entrepreneurship Studies 
 

that: 1) the constant value in the test results shows a value of -2.781. 

This means that if job satisfaction is 0 (constant) then employee 

retention is -2.781; 2) the regression coefficient value of the 

independent variable is positive (+) at 1.053. This means that if job 

satisfaction increases then employee retention will also increase, and 

vice versa; 3) the calculated t value (9.938) > t table (2.042) and the 

significance value of the job satisfaction variable is 0.00 (<0.05). So it 

can be concluded that the job satisfaction variable has a significant 

effect on the employee retention variable and H1 is accepted. 

g. Coefficient of Determination (R2) 

The coefficient of determination shows that the value of the coefficient 

of determination or R square (R2) is 0.767, so it can be seen that the 

job satisfaction variable explains 76.7% of the variation in employee 

retention, while the remainder (23.3%) is explained by other factors 

not included in the model, with other factors considered constant 

(ceteris paribus). 

h. Moderation Regression Test 

Based on the results of the moderation regression test that has been 

carried out, it can be seen that: 1) the constant value in the test results 

shows a value of -2.665. This means that if the independent variable 

has a value of 0 (constant) then the dependent variable has a value of -

2.665; 2) the regression coefficient value of the interaction variable 

between job satisfaction and transformational leadership style is 

negative (-) at 0.001. So if the interaction variable between job 

satisfaction and transformational leadership style increases then the 

employee retention variable will decrease, and vice versa; 3) the 

calculated t value (-0.130) < t table (2.042) and the significance value 
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of the interaction variable between job satisfaction and 

transformational leadership style is 0.897 (> 0.05). So it can be 

concluded that the interaction variable between job satisfaction and 

transformational leadership style does not have a significant effect on 

employee retention and H2 is not accepted. 

The interaction coefficient indicates that transformational leadership 

weakens the effect of job satisfaction on employee retention. However, 

this moderating effect is not statistically significant. Therefore, the 

presence of transformational leadership does not have a significant 

moderating effect on the influence of job satisfaction on employee 

retention. 

i. Coefficient of Determination (R2) 

The R Square value in the determination coefficient test results shows 

a value of 0.893, which means that 89.3% of the variation in employee 

retention can be explained by job satisfaction, transformational 

leadership style, and the interaction between the two. The remaining 

10.7% is explained by other factors outside this model, with other 

factors considered constant (ceteris paribus). The R Square of 89.3% 

indicates that this model is quite strong in explaining variations in 

employee retention. The variables of job satisfaction, transformational 

leadership style, and their interaction together have a contribution to 

employee retention. However, because moderation is not significant, 

this contribution comes more from the direct influence of X and Z. So 

in the context of this study, transformational leadership style does not 

moderate the effect of job satisfaction on employee retention. 
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2. Discussion 

a. The Influence of Job Satisfaction on Employee Retention at BSI 

Mataram City 

Satisfaction Job satisfaction indicates a match between expectations and 

reality related to work. Employees with high job satisfaction will decide 

to stay with the company to deliver more satisfying work results.140 

Furthermore, high job satisfaction also indicates that the organization is 

managed professionally. Therefore, the higher employee satisfaction 

with their work, the less likely they are to move to another company.141 

This aligns with research by Sinta Sundari Heriyanti and Abdul Nasim, 

which found that job satisfaction has a positive effect on employee 

retention (Heryanti & Nasim, 2023). 

The results of the simple linear regression test in this study indicate that 

job satisfaction has a significant influence on employee retention. This 

indicates that employees who Employees who are satisfied with their 

jobs tend to be more motivated to stay with the company. Factors such 

as fair compensation, good working relationships with colleagues and 

superiors, and career development opportunities contribute to higher 

levels of job satisfaction. This finding supports theory and previous 

research that confirms job satisfaction as a key predictor of employee 

retention. 

From an Islamic perspective, job satisfaction can be viewed as a form of 

trust a leader fulfills for his employees. A wise leader not only demands 

results but also strives to meet employees' needs so they feel valued and 

treated fairly. When employees feel... appreciated for their hard work, 

loyalty to the organization will increase, which further strengthens 

retention. 
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b. The Influence of Job Satisfaction on Employee Retention with 

Transformational Leadership Style Moderation at BSI KCP Mataram-

Majapahit 

Based on the results of the MRA test, it was found that the leadership 

styleTransformational leadership does not moderate the effect of job 

satisfaction on employee retention. The direct effect of job satisfaction 

on employee retention is strong enough without the need for moderating 

leadership style. This confirms that job satisfaction should be a primary 

focus of HR management strategies at BSI KCP Mataram-Majapahit, while 

transformational leadership needs to be evaluated for its effectiveness in 

specific contexts. 

Leadership theoryTransformational leadership explains that leaders 

who empower, inspire, and provide a clear vision can increase employee 

motivation and loyalty. The insignificant moderation results do not mean 

that transformational leadership is unimportant. However, this 

leadership style may operate through other mechanisms, such as directly 

influencing employee retention. Research by Vinda Sri Hapsari and Hari 

Yeni shows that transformational leadership strengthens employee 

loyalty (Hapsari & Yeni, 2024). 

 Yusuf Khoirul Hidayat and Rina Dwiarti's research also explains that 

transformational leadership has no significant effect on turnover 

intention. Therefore, transformational leadership must be tailored to the 

needs of the organization and employees. Furthermore, it is crucial to 

consider the local context when implementing leadership styles. Thus, 

this study reinforces the importance of job satisfaction as a key factor in 

increasing employee retention, regardless of the moderating effect of 

transformational leadership. 

In Islam, leaders are expected not only to inspire but also to fulfill the 
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basic needs of those they lead. Effective leaders are those who are able 

to strike a balance between motivation and fulfilling basic needs, such as 

recognition for hard work, a conducive work environment, and employee 

well-being. 

 

D. CONCLUSION 

Based on the results of the research data analysis and discussion, it can be 

concluded that job satisfaction has a significant positive effect on employee 

retention. Therefore, the higher the job satisfaction of BSI Mataram City 

employees, the higher their likelihood of remaining in the company. 

Transformational leadership style does not moderate the effect of job satisfaction 

on employee retention. Although the negative regression coefficient of the 

interaction variable indicates a weakening moderation effect, the calculated t 

value < t table and significance > 0.05, so the effect is considered insignificant. This 

leadership style may work through other mechanisms, such as directly 

influencing employee retention. Therefore, job satisfaction should be the main 

focus in the HR management strategy at BSI KCP Mataram-Majapahit, while 

transformational leadership needs to be evaluated for its effectiveness in certain 

contexts. 
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