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including staff, supervisors, ass. manager, and division manager were participated. The results

showed that transformational leadership has a positive but insignificant effect on turnover intention,

while transactional leadership has a negative and significant affect turnover Intention. Furthermore, ~ Transformational Leadership;
through mediating impact of job satisfaction, the effect of transformational leadership became ~ Transactional Leadership;
negative and significant on turnover intention. Meanwhile, job satisfaction was significantly in line ~ TUrover Intention;

and strengthens the effect of transactional leadership on turnover intention at the banking sector Jcoobvslg{i%a'zction;
amid COVID 19 Pandemic. Banking Sector

The COVID-19 Pandemic continues to destructively impact countries throughout the world, and society feel stuck in
a strange situation indeed. This situation triggered a worldwide crisis in the wake of the global pandemic, which has
touched every angle of our lives, family, education, health, work, and even further, the relationship of leader and follower
(Hinojosa et al., 2020). When people adapt to work on new realities, leaders in companies play a key role in framing the
experiences of employees at the workplace during and post-pandemic (Ngoma et al., 2020). In most companies, the
physical interaction between subordinates and leaders was disturbed by COVID-19 (Hinojosa et al., 2020). Leaders
through their managerial level of communication still have a strong impact to follower performance, behavior, and
emotional distress (Wu & Parker, 2017). In the modern society, turnover intention has quickly become one of most
important management issues, because it affects the integrity of company performance which induce the generally
increasing trend of employee turnover worldwide (Sanjeev, 2017). For example, Park and Pierce (2020) argued that an
average level of employee turnover in child welfare organizations varies from 20% to 57% a year, even 100% in several
study (Fulcher & Smith, 2010), and research recorded that as long as 2 years approximately 41% of employees were out
of their jobs (Fallatah et al., 2017).

In the midst of COVID 19 pandemic, many companies reduce employee salary or even dismiss their employees to
maintain stability and financial balance (Almeida & Santos, 2020). Then, so many job vacancies were closed because
many businesses went bankrupt (Han & Goleman, Daniel; Boyatzis, Richard; Mckee, 2019). These things will impact the
intentions of employee to resign from their current organization (Baum et al., 2020). People will keep having negative
responses to survive in COVID 19 pandemic situations (ILO, 2020), the important things are how they and their family
stay healthy, being not stress, and that their daily needs are met (ILO, 2020). This leadership style really helps to make
the work environment optimal in articulating beauty of the vision, improving performance of employees and the
organization as a whole (Yanney, 2014). Managers are advised to consistently improve effective communication and
teamwork competency (Fernando & Wulansari, 2021).

Furthermore, leaders must accomplish activities to increase employee’s morale, and establish roles for groups or
individuals in achieving goals (Awan & Mahmood, 2010), and style is one of the ways a leader characterized to handle
organizational matters. Various styles can be applied in leadership, and each style has a series of advantages and
disadvantages, and each are different from each other (Randeree & Chaudhry, 2012), difference in work set will direct
leader to implement different style (Tajaddini & Mujtaba, 2011), and different places will also need different style in
implementations. In this study, we have identified several problem including religious issue, lack of career advancement,
employee job satisfaction, and leadership implementation.

In case of the company, it is very important to reflect what the company has done to meet the needs of employees to
retain effort, to measure their service, the company also need to consider employee satisfaction on the job. In research by
(Ramalho Luz et al., 2018), most important factors which affected turnover intention are job satisfaction, and leadership
style (Westover, 2014; Xie et al., 2018), a high quality and strong relationship between employee and leader will be
created when employees are satisfied with their leader and vice versa. In the same way, Hassan and Jagirani (2019) which
is conducted a study in the banking sector in Pakistan, 200 samples were chosen and found that job satisfaction has a
negative and significant effect on employee turnover intention. It means that if employees feel very satisfied, they tend
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to be loyal to the organization while unsatisfied employees have a tendency to switch to another organization. It is critical
to examine job satisfaction, leadership role and turnover in the banking industry during a COVID-19 pandemic. There is
not much empirical data in the literature about how work satisfaction and employee behavioural intentions change before
and during the COVID-19 pandemic. Committed employees can help the company gain competitive advantages from the
competitor (Mohter & Fernando, 2020). This paper aims to determine and analyze the direct effect of transformational
and transactional leadership on turnover intention, and the indirect effect which is mediated by job satisfaction amid
COVID 19 pandemic in Indonesian banking industry.

According to Takase (2010), turnover intention is a process which came from a negative psychological response to
organizations conditions and specific job conditions which makes employees resign from an organization. Clasical
literature such as Dalton and Todor (1979), highlighted there are some negative and positive impact for the organization
such as financial cost, lack of productivity, reduced work effectiveness, impact in social networks and communication,
loss of expertise/ know-how; and reduced morality (Ramalho Luz et al., 2018). In the individual level, reasons such as
the desire dedicate more time for family business, moving due to spouse job, and to enjoy in another activity are common.
The people who remain in the organization are also affected when they start to ask about their careers and feel the absence
of their job colleagues (Stamolampros et al., 2019). Moreover, employees can be overworked by being given activities of
the employees who leave the organization (Ramalho Luz et al., 2018). The excessive turnover also may increase costs of
production and result in a deficient productive capacity, due to lack of trained people, the absence of qualified
professionals in a determined region may result in an Non-viable determined operation, thus affecting the region
socioeconomically (Silva, 2013). Among the positive impact of turnover, there is oxygenation for an organization,
bringing other persons with expertise, ideas, new knowledge, and professional experiences. Following the same rationale,
(Dalton & Todor, 1979; Nolan-Arafiez & Ludvik, 2018) provided several ways in which turnover may increase
organizational effectiveness such as through reduction of conflicts in extreme cases, increase of internal mobility due to
new opportunities coming in, stimulus to innovation and flexibility, increase in employees’ moral when an undesired
superior or colleague leaves the organization (Ramalho Luz et al., 2018).

In the past, Bass and Avolio (1993) and Northouse (2001) argued that transformational leadership is a leadership
behavior which affect followers to go beyond their individual interests for collective goals of the organization, they help
followers reach their full potential by paying attention to individual needs related with motivation and morality of
followers (Park & Pierce, 2020). Burns (2005), Reid and Dold (2018) argued that transformational leadership style also
encourages employees to achieve a higher stage of demand and build a habit of trust between leaders and group members.
So that, group members be aware of how important their tasks are (Xie et al., 2018). Leaders raise awareness of members
to observe future goals and mission of group by expanding and enhancing interest of their employees, encourage their
employees to go beyond their self-interests for common goals (Amankwaa & Anku-Tsede, 2015). They are more focused
on developing morality, skills, employee's overall value, and employee motivation, and its looks like a solid foundation
in building relationships by providing a clear understanding value of a relationship and shared interests (Khajeh, 2018).

According to Bass and Avolio (2004), transactional leadership uses corrective and constructive transactions to make
sure followers do their expected tasks, and leaders really want to exchange anything with work (Bright, 2018). They are
reward-punishment based leadership, and have work standards that strictly adhere to standard operational procedures
(SOP), so that makes their leadership style less flexible. When the organization is in a stable condition, the transactional
leadership style is often used and very useful for the organization to cover balancing organization performance and hold
it (Sithole & Sudha, 2014). Chen and Shi (2007) highlighted that leaders that use transactional leadership style support
group members in completing their jobs, and attaining self-fulfillment. It aims to make leaders and group members to

benefit from each other (Xie et al., 2018).

Castle et al. (2007) defined job satisfaction as the belief in the amount of pay that employees must get for the
differences in rewards received, and becomes a general attitude towards their assessment of work. Besides, job satisfaction
is related to what they really get and what they expect from it (Dartey-Baah & Ampofo, 2016). Then, it will be represented
by positive or negative behavior that employee showed in workplace (Adiguzel et al., 2020; Spector, 1997). There are
several factors that have been found in banking sectors that influence job satisfaction, including working hours, working
conditions, payment, work design, promotions, demographic features, human resource development, leadership style, and
level of stress (Bhardwaj et al., 2020).

Leaders who use transformational style of leadership encourage subordinates to observe an environment that raises
doubts, then ask subordinates to propose effective and unique solutions to the leader, and leaders also encourage their



subordinates to challenge themselves and continue to innovate through motivation, future inspiration, intellectual
stimulation, care and concern (Xie et al., 2018). Indirectly, this will strengthen employee engagement, change their
mindset, and their beliefs to be loyal for organization, and as result, turnover intention will be decreased (Gul et al., 2012).
Several studies provide evidence for this (Amankwaa & Anku-Tsede, 2015; Maaitah, 2018; Park & Pierce, 2020; Sahu
et al., 2018). We also argue that maximizing the role of transformational leadership can help organization to mitigate
turnover intention.

On the other hand, transactional leaders are beneficial to small organizations as they are simple and low cost, clear
and easy to follow, and it would help to produce results quickly (Sithole & Sudha, 2014). Yanney (2014) argued that
transactional leadership style was found to be supportive in maintaining and creating a context in which human and
organizational capabilities are maximized, because employees can often achieve both visible and invisible rewards. They
really help to make work environment to be optimal in articulating beauty of vision, improving employee performance,
and organization as a whole (Yanney, 2014), and also very effective in finishing specific task by concentrating on
individual portions (Sithole & Sudha, 2014). Deraman et al. (2018) found that the active management by exception and
contingent reward leadership has a strong and negative effect in mitigating turnover intention in manufacturing industry
Peninsular, Malaysia.

The influence of transformational leadership styles on overall job satisfaction was evidenced by Alonderiene &
Majauskaite, 2016; Ho et al., 2016; Mickson & Anlesinya, 2019; Dartey-Baah & Ampofo, 2016; Hassi, 2019), In which
due to the close relationship between employee and employer, leaders will have a better ability to know the employees’
needs and wants.Then, reward based leadership also was beneficial in fulfilling employee expectations, Because rewards
are given in proportion to how much the leader thinks the employee has performed and produced good quality work
(Dartey-Baah & Ampofo, 2016). There are several study that became evidence in positive and significant relationship
between transactional leadership and job satisfaction (Alonderiene & Majauskaite, 2016; Dartey-Baah & Ampofo, 2016;
Hassi, 2019; Ho et al., 2016). By understanding members needs fully, and defining leader roles in retaining effort. Then
proposed hypothesis is:

H1: Transformational Leadership has a negative and significant effect on turnover intention
H2: Transactional Leadership has a negative and significant effect on turnover intention
H3: Transformational Leadership has a positive and significant effect on job satisfaction
H4: Transactional Leadership has a positive and significant effect on job satisfaction

The tendency of employees to be loyal to the organization becomes high if they are satisfied with their work, and vice
versa (Hurt et al., 2017). In addition, job search activities will increase when employees feel dissatisfied, and they will
stay for a longer time when satisfied (Hurt et al., 2017). Furthermore, it will be increasing turnover intentions rate
(Ramalho Luz et al., 2018). Many studies have found that job satisfaction is associated with increased production,
organizational performance, and loyalty to banks (Bhardwaj et al., 2020), so that the higher level of employee satisfaction
will make level of turnover intention lower (Herschell et al., 2020; Wang et al., 2020; Wells & Peachey, 2011). These
results are then reflected by negative behavior and the presence of anxiety, such as successive absences and lack of control
in job presentation (Bhardwaj et al., 2020). Several studies have shown that a high level of job satisfaction can reduce
turnover intention (Carlson et al., 2017; Hassan & Jagirani, 2019; Koesmono, 2017; Sanjeev, 2017; Zhang et al., 2019).
Then, we propose:

H5: Job satisfaction has a negative and significant effect on turnover intention

Transformational leadership is one of the key factors affecting employee job satisfaction, when an employee feels
very satisfied with leader role and quality, thus turnover intentions will decrease (Grau & Heuschmann, 2020). In a study
by (Wang et al., 2020), job satisfaction succeed as mediator to turnover intention, the impact of job satisfaction make
employee feel engaged and loyal to organization. While transactional leadership focuses on rewards between follower
and leader, and task-related exchange of actions, they will appreciate when employee’s work matches their expectations
(Anis Amirah Muhd Suberi, 2013), leaders exhibit leadership behaviors and having tendency to set goals for their
employees and rewards which can be obtained for their achievements, for these context leaders actively monitor
organization goals to achieve good result, and to guarantee employees satisfactions they really care and know much about
employees needs and wants (Mickson & Anlesinya, 2019). In (Scanlan & Hazelton, 2019), job satisfaction also succeed
as a mediator in their study which was conducted in Australia. High level employee job satisfaction will create a healthy
relationship between leaders and follower (Moon & Park, 2019), and through maximizing overall job satisfaction can be
enhancing leadership role in mitigate turnover intention. Then the following hypothesis were proposed:

H6: Job Satisfaction mediates the effect of transformational leadership on turnover intention
H7: Job Satisfaction mediates the effect of transactional leadership on turnover intention

Type of sampling design in this study is probability sampling and in the process of selecting samples, this paper uses
stratified proportionate random sampling as a technique. This means that we subdivide the employees into those
homogeneous groups or stratify the employee population by the division in which they are specializing (Dunn et al., 2003;
Sekaran & Bougie, 2011). To calculate, we refer to a formula by Dunn et al. (2003). Then, size of sample required refers



to (Krejcie & Morgan, 1970) which simplified the decision of size by providing a table to ensure proper decision model,
and in this study n= 256, so that according to those table we establish to take n= 153, because our sample size in between
250- 260. The population consisted of bank employees within the West Sumatera branch area. Then, sample will be
chosen by using lottery method in accordance with portions from each division (Sekaran & Bougie, 2011), and our
participant focused onto permanent employees.

: Respondent Profile

Participants Profile % Participants Profile %
Male 60,78% <1 year 5,88%
Female 39,22% 1- 5year 23,53%
< 20 year 2,61% 6- 10 year 26,15%
21- 30 year 21,57% > 10 year 44,44%
31- 40 year 43,79% Islam 100%
> 40 year 32,03% Others 0%
Married 84,31% Division Manager 3,92%
Single 13,73% Ass. Manager 9,81%
Widow 0,65% Supervisor 12,42%
Widower 1,31% Staff 73,85%
< IDR 3 million 8,50% Sharia Bank 62,09%
IDR 4- 6 million 17,00% Conventional Bank 37,91%
IDR 6- 8 million 37,25% Suitable 94,78%
> |DR 8 million 37,25% Not Suitable 5,22%
SHS/ VHS 0,65% Ever 43,48%
Diploma Il 13,08% Never 37,56%
Bachelor Degree 75,16% On Process 18,96%
Master Degree 11,11%

Doctoral 0%

Work Style Amid COVID 19 / June 2020 Work Preferences Post COVID 19

Full WFH 9,80% Full WFH 2,61%
Mix WFH and WFO 0% Mix WFH and WFO 19,60%
Full WFO 90,20% Full WFO 77,79 %

With regards to data collections, we used primary and secondary data, including interviews to obtain preliminary data
regarding the phenomenon, and questionnaires by using paper questionnaires instead of online. In term of distributing
procedure, the numbers established in calculation of stratified proportionate random sampling on each divisions followed
(Sekaran & Bougie, 2011), and 14 divisions are included. As much as 170 questionnaires were distributed and 158 were
completed. Then, 153 were chosen as complete questionnairess to be analyzed. The questionnaires used had two sections.
First section contains participants profile, and second section contains measurement scale of four variables by using 1 to
5 likert scales. After questionnaires were return, the data were analyzed by using technique of Structural Equation Model
(SEM) with assisting of Smart PLS 3 software (Hair et al., 2014).

Participants profile seen in (Table 1) above, a majority of participants in this research is male (60,78 %) and female
(39,22 %), with 2,61 % ages < 20 years, 21,57% ranges 21 to 30 years, 43,79% in ranges 31 to 40 years, and 32,03% >
40 years, 84% were married, 13,73% single, 0,65% widow, and 1,31% widower. In terms of income, our research
participants as many as 8,50% has received < IDR 3 millions, 17% in ranges of IDR 4 to 6 millions, 37,25% in ranges of
IDR 6 to 8 millions, and 37,25% more has received > IDR 8 millions monthly. A majority of participants have a bachelors
degree with 75,16%, master degree 11,11%, diploma 1l 13,08%, SHS/VHS 0,65%, and no doctoral degree participated
in this study. All of them are Muslim, with length of work 5,88% < 1 year, 23,53% in ranges 1 to 5 years, 26,15% in
ranges 6 to 10 years, and 44,44% > 10 years. As many as 3,92% grade divisions manager, 9,81% as assistant manager,
12,42% supervisor, and 73,85% staff were participated. Most of them prefer Bank Nagari shift to sharia bank (62,09%)
than conventional bank (37,91%). In work placement, 94% participants said suitable, only 5,22% not suitable, as many
43, 48% had been promoted, 37,56% never, and 18,96% on process. When we ask their working style amid COVID 19
since June 2020, 9,80% experienced full WFH, 90,20% full WFO, and no employee experienced both of it. Furthermore,
in post-COVID 19 our participants prefer to WFO (77,79%) than WFH (2,61%), and 19,60% participant prefer a
combination.

By describing the data that has been collected properly without any intention to making generalizations results, the
writers conduct a descriptive analysis to assess and see participants' responses to indicators proposed (Hair et al., 2010;
O’Fallon et al., 1973). In turnover intention indicate statement “I almost always think about quitting my current job” has



highest mean value of 2,62 with total responses 52% of all instruments used, it is induced by expectations regarding their
position, careers development and advancement, or benefits that might be more in line with their expectations, and also
maybe this is due to thoughts about fear of looking for a new job due to the impact of the COVID 19 pandemic. While in
the statement “7 will leave the organization as quick as I can” has lowest mean value of 2,35 and 47% total responses, it
might be due to unclear situation amid COVID 19 pandemic, the situations change employees mindset to be scared of
leaving their comfort zone. They tend to be patient with negative things which may their feel in workplace, because of
their choices are limited during pandemic.

Descriptive Analysis

Indicators Score Mean TPR Category
Turnover Intention (Y)
Highest | almost always think about quitting my current job 401 2,62 52% Sufficient
Lowest | will leave the organization as quick as I can 359 2,35 47% Low
Transformational Leadership (X1)
Highest Emphasizes the collective mission 616 4,03 81% High
Lowest  Goes beyond self-interest 435 2,84 57% Sufficient
Transactional Leadership (X2)
Highest Rewards your achievement 555 3,63 73% High
Lowest Delay responding 350 2,29 46% Low
Job Satisfaction (M)
Highest  Satisfied with work placement 604 3,95 79% High
Lowest  Satisfied with career advancement 528 3,45 69% High

*Note: n= 153 Participants
Tl= 3 indicators; TFL= 20 Indicators
TSL= 16 Indicators; JS= 18 Indicators

In transformational leadership, "emphasizes the collective mission" have highest mean value as many as 4.03 and 81%
total responses. This means that, in general, participants in the study admit their leaders prioritize common goals in work
or office assignments, leaders prioritize teamwork than work that they might be able to complete on their own.” Goes
beyond self-interest” had lowest mean value of 2.84 and 57% total responses, meaning that the leader in the banking
sector when under certain conditions more often prioritizes personal interests than common interests, this can also be
interpreted as meaning that if leaders are faced with choices, then they will prefer their own interests than common
interests, and this may be repeatedly seen by staff or the majority of participants in this study. Even authors assume leaders
also will not sacrifice their personal interests which might be beneficial for themselves than the sake of common interests.
This reason is logically acceptable, because in the midst of the difficult situation of the COVID 19 pandemic era, a person
has a tendency to focus on their own needs (ILO, 2020). In transactional leadership, 16 indicators were used to measure
this variable (Avolio et al., 1999). The highest mean value is "rewards your achievement", with a mean value of 3.63 and
73% total responses, it indicates that almost every employee achievement has been rewarded by bank companies through
their leaders, and its also will clearly make employees more excited because their achievements will not be in vain. In
other words, almost every leader's expectations are met in a work context so that they will be rewarded for it. the lowest
mean value stated “delay responding” which is 2.29 mean value with 46% total responses. It has proven that the leaders
at the banking sector almost never delayed their response, and that the leaders are very responsible for their functions and
roles.

In term of job satisfaction, 18 indicators were used (Lee & Way, 2010; Ramalho Luz et al., 2018), in which when
adopted both sources of indicators then modified by the writers, its aim was to make it match with current situations and
the problems identified at banking sector. The highest mean value is 3,95 with 79% total responses, stated that employees
feel "satisfied with work placement”, it’s proven that majority of our participants felt that they were placed in an expected
location in which has good quality work environment, good work facility, secure, easy access and make them feel
comfortable when they do their work, it is also because they placed in the centre office. The lowest mean value is 3,45
with 69% total responses, in which there was a lack for “satisfied with career advancement”. It is indicated that our
participants were not fully satisfied with their career prospect, the writers assume that still there are unequal or unfair
actions for job promotions. A clear timeline is very important for employees at banking sector, because when employees
know in what years they will get promotion, then they will be more motivated to complete job task on time, they will
prepare them self if the promotion forced or take place in another location. In case of our study, we identified that several
employees resigned from banking sector due to sudden transfer process without mature considerations or unfair sudden
job rotations and also several of employee feel isolated in career advancement and development. If the promotions are
not clear, either related with times, suitable department or location, thus it will make promotion and career advancement
become a scary instead of a happy situation.



Average Variance Extracted (AVE) value is another measure of convergent validity. The AVE value describes the
variety of manifest variables or amount of variance that a latent construct can have. Therefore, the greater variance or
variety of manifest variables that can be contained by latent constructs, the greater the manifest variable representation of
the latent constructs (Fornell & Larcker 1981), they recommended AVE for a criterion to assessing convergent validity
which has a minimum value of 0.5, and it indicates a good measure of convergent validity. The 3 showed AVE score after
several invalid indicators in outer loading were deleted, all variables have values of more than 0,5 and declared valid. The
detailed information about values on each variable, including transformational Leadership has 0,541, transactional
leadership has 0,589, job satisfaction has 0,546, and turnover intention has 0,917 AVE value.

Validity and Reliability

AVE Cronbach's Alpha Composite Reliability
Job Satisfaction 0,546 0,951 0,956
Transactional Leadership 0,589 0,819 0,875
Transformational Leadership 0,541 0,950 0,955
Turnover Intention 0,917 0,954 0,971

The reliability of a measure is established through testing for both stability and consistency (Sekaran & Bougie, 2011;
Fernando et al., 2021). The most frequent measurement used for internal consistency refers to scores of cronbach alpha
and composite reliability, it aims to find out the extent to which the measurement tool has consistent accuracy, the
construct is declared reliable if the composite reliability and cronbach alpha scores > 0.7, There are several classifications
in reliability score, includes > 0,7 acceptable, > 0,8 good, and > 0,9 classified has excellent reliability (Heale & Twycross,
2015; Hair et al., 2010; Sekaran & Bougie, 2011). The result of a reliability test seen in (Table 3) above, in which each
variable has cronbach alpha and composite reliability scores > 0.7 which is a predetermined prerequisite to be declared
acceptable, and scores on each variable even exceeded 0.8 and even 0.9, then it can be said that the tested variables have
good reliability. Furthermore, there is another way to assessing validity of each indicator used, it is by conducting
discriminant validity (Ab Hamid et al., 2017; Henseler et al., 2014; Hair et al., 2010; Wahyuni-TD et al., 2021).
Discriminant validity is comparing the square root of average variance extracted (AVE) value of each construct with the
correlation between other constructs in the model, if the square root of average variance extracted (AVE) construct is
greater than its correlation with all other constructs it is said to have good discriminant validity (Henseler et al., 2014).

: Discriminant Validity

JS TSL TFL TI
Job Satisfaction (JS) 0.739
Transactional Leadership (TSL) 0.635 0.767
Transformational Leadership (TFL) 0.650 0.697 0.736
Turnover Intention (TI) 0.497 0.487 0.386 0.957

Analyzing the relationship of latent variables, in general, the accepted prerequisite is assessing discriminant validity in
which the Fornell- Larcker criterion is the approach that is most often used for variant-based structural equation modeling
in evaluating research models (Claes Fornell & David F. Larcker, 1981; Henseler et al., 2014). Discriminant validity seen
in (Table 4), appears that intended construction has a higher value than other constructs, and the value for each
construction exceeds 0.7 then it can be declared to have a good discriminant validity and Fornell- Larcker Criterion
passed.

This study determined the hypothesis by using boostrap analysis in PLS-SEM to observe inferences on data set. There
are seven proposed hypothesis: five relates to direct effect and two for indirect effect. The hypothesis can be declared
supported if t-statistic > 1,96 t-table, and vice versa (Sekaran & Bougie, 2011). Then, for relationship effect can be seen
in the original sample value or coefficient value which indicates negative or positive relationship, and for significance
level P values should less equal than 5 % (Hair et al., 2014). Table 5 and Figure 1 shows the results of hypothesis testing.



Results of hypothesis testing

Hypothesis  Path Std. Beta SE T-value P-values Remarks
H1 TFL->TI 0,040 0,101 0,400 0,345 NS

H2 TSL ->TI -0,307 0,118 2,597 0,005 Supported
H3 TFL ->JS 0,402 0,093 4,307 0,000 Supported
H4 TSL ->JS 0,355 0,090 3,964 0,000 Supported
H5 JS->TI -0,328 0,129 2,536 0,006 Supported
H6 TFL->JS->TI -0,132 0,053 2,485 0,007 Supported
H7 TSL ->JS->TI -0,117 0,053 2,217 0,014 Supported

Note: NS = Not Supported

Transformational
Leadership

Turnover Intention

Transactional

*Note: <= > i
Leadership Note: Mediator

— Direct Effect
= = =b» |Indirect Effect

Research Model

We found that transformational leadership has a positive but insignificant effect on turnover intention, in which has a t-
statistic 0,400 < 1,96 with P value > 0,05 is 0,345, and original sample indicates positive relationship. It can be said that
H1 was not supported, and for justifications will be detailed in the discussion section. Then, transactional leadership has
negative and significant effect on turnover intention, in which has t- statistic 2.597 > 1,96 with P value 0,005 and original
sample indicated negative relationship. It can be said H2 was supported. Meanwhile, both transformational and
transactional leadership has positive and significant effect on job satisfaction, in which transformational has a t- statistic
4,307 > 1,96 t-table with P value 0,000 and original sample indicated positive relationship, while transactional leadership
has t- statistic 3,964 > 1,96 t-table with P value 0,000 and original sample indicate positive relationship, H3 and H4 can
be declared supported. In the relationship between job satisfaction and turnover intention, job satisfaction has positive
and significant effect on turnover intention, in which has t-statistic 2,356 > 1,96 with P value 0,006 < 0,05, and original
sample indicated a negative relationship, meaning that H5 also supported. For indirect effect, job satisfaction successfully
and significantly mediates the relationship between transformational leadership and turnover intention with t-statistic
value is 2.485 > 1.96 t-table, and P- value 0,007 < 0,05 P-value required, in which original sample indicates negative
relationship to turnover intention. Meanwhile, the mediating impact of job satisfaction in relationships between
transactional leadership and turnover, also succeed and significantly impacted, in which it has a t-statistic 2,217 >1,96 t-
table, P-value 0,014 < 0,05 P-value required, and the relationship is also negative to turnover intention. Thus it can be
declared H6 and H7 were supported.

The results found that transformational leadership has a positive but insignificant effect on turnover intention at
Indonesian banking sector. When leaders emphasize collective missions, that the behavior should be supported by leaders
which also tend to behave goes beyond their self-interest. But, our descriptive result found the leaders lack to go beyond



his self-interests, with lowest mean value of all indicators. Meaning that, the leader in the banking sector when under
certain conditions more often prioritizes personal interests than common interests, it also can be interpreted as meaning
that if leaders are faced with choices, then they will prefer to meet their own interests than common interests, and this
may be repeatedly seen by staff or the majority of participants in this study. This reason is logically acceptable, because
in the midst of the difficult situation of the COVID 19 pandemic era, a person has tendency to behave in a more
individualistic manner (ILO, 2020).

This study argue that inconsistency creates employee distrust, resulting in a loss of motivational power from leaders
to inspiring followers. Another reason was, an average employee have an age of over 30 years with work experience
more than 6 years, and education that is almost evenly distributed in undergraduate level. These things have an impact
for loss of functions of the leader's visual motivation towards employees. Besides that, along with the COVID 19
pandemic, almost everyone thinks about themselves, security, and needs, and that includes the leader himself, and they
are less focused on the quality of work (Aguinis et al., 2020). Regarding voluntary turnover, when an employee intends
to leave the organization, they will go through a cognitive process of thinking about quit, planning to leave, and having a
desire to leave current job (Gemeda & Lee 2020). It is clearly closeness related to employee behavior in COVID 19 crisis
pandemic (Baum et al., 2020). Transformational leadership dimension in the COVID 19 pandemic era has even led to the
intention of employees to leave their current jobs if leaders were not consistent. Referring to the results of this study, we
did not find supporting literacy with same result. However, in an abnormal situation, it is very natural if it happens,
because the behavior of employees tends to be individualistic (Hamid, Mahmud, Wahab, Sazali Abdul, Hosna, 2020).

On the other hand, the role conflict between taking care of school children and feeling very busy with multiple
functions, make employees ignore motivations given causes by lack of trust, in which 90 percent of participants are
married. In term of employees who work in banking sector, customer service, or any position, the direct communications
will be severely hampered by COVID-19 (Wang et al., 2020), and when communication was forced, especially in terms
of motivation, inspiration, it will have the opposite effect to turnover intention. Logically, it will make distrust and turn
the relationship between leaders and followers less harmonious when unsuitable words and actions were shown. Trust is
defined as an expectation or belief that one can depend on another persons words and actions and that the people has good
intentions to their promises (Snyder et al., 2017). In the midst of employee behavior tend toward individually, thus they
will show negative reactions on each motivation, and inspirations given if distrust happened.

Transactional leadership is necessary for the company when managers lead a little number of employees (Hinkin &
Schriesheim, 2008). Structural closeness creates situations that are controlled by transactional leadership because
employees and managers are more likely to interact each other (Moon & Park, 2019). The certain branch of banking
sector is classified as having a small number employees namely 253 permanent employees, when compared to those
industry the number is relatively small and it classified as a small industry. Transactional leadership focused on the
fulfillment of contracts between employees and managers (Jensen et al., 2019), it's essential for managers to give a
considerable amount of energy and time to evaluate the success which employees achieve and their task responsibilities.
A small numbers of employees may provide more feedback and role clarification about fulfilling expectations rather than
leaders with a large number of employees (Sithole & Sudha, 2014). The impact of COVID 19 pandemic has made almost
everyone focus more on health and daily needs (Baum et al., 2020), they will strongly agree if their work is exchanged
for equivalent benefit, this makes the transactional leadership dimension more in line with current conditions. Job clarity,
rewards, and measurable leadership abilities make employees comfortable in work. Employees may be more motivated
by rewards under current conditions, and have more confidence in the decisions of their leaders because of the suitability
of workload and compensation offered, thus making them discouraged and keep their intention to leave the bank. The
role of transactional leadership is also supported by banks which have a very structured system, where employees are
very obedient to the established standard operating procedures (SOP). It is also supported by our descriptive result in
which “reward employee achievement” has a 73 % highest response with mean value 3,63 > other questions, and lowest
mean value is “delay responding”, this has proven that the leaders at the banking sector almost certainly not delayed
responses. Its indicates consistency and informed that the leaders do not display a laissez- faire behavior, our result
supported by Deraman et al. (2018)’s finding, which was tested in manufacturing industry in Peninsular Malaysia.

Transformational leaders have a close relationship with subordinates because of high level direct interaction when
leaders motivate and inspire followers, and they do not act like bosses (Mickson & Anlesinya, 2019). Our descriptive
results state that leaders show their strength and belief in work, and things which support work itself, and through that
belief they are able to overcome problems related to job satisfaction, then they propose to management, and make
satisfactory policies for employees to increase job satisfaction. Participants in this study responded that their leaders raise
awareness of important things, job satisfaction is very important, this behavior encourages high levels of employee job
satisfaction, in which our descriptive results also state that the leader's had valuable conversations, were optimistic, and
very enthusiastic. Furthermore, in this result, leaders also provide space for employees to be creative and innovative, and
a sense of empathy makes them look so friendly. Our result was supported by Ho et al. (2016) who conducted their study
at local companies in three cities, Da Nang, Hanoi and Ho Chi Minh City, Vietnam. The leader's ability to innovate greatly
helps management as a whole in understanding the needs of employees and also has a good creativity in terms of their
knowledge. In the midst of COVID 19 pandemic, employees tend to listen to their leaders if their comfort and safety are



guaranteed, and leaders provide work that makes sense. The results was supported by Alonderiene and Majauskaite
(2016).

In the midst of COVID 19 pandemic, leaders hold a strong role to meet employees needs to avoid demotivation.
Leaders with a transactional style have another way of maintaining good performance and employee productivity, they
motivate through satisfying rewards and job clarity (Kebede & Demeke, 2017). Transactional Leadership style
demonstrate high interaction with subordinates in which leadership styles with a higher concern for followers, their
welfare, autonomy, comfort, encouragement and demonstrate empowerment, recognize and reward employee
achievements, showed higher positive influence on job satisfaction (Dartey-Baah & Ampofo, 2016; Kebede & Demeke,
2017; Mickson & Anlesinya, 2019). Our research results complemented result of Alonderiene and Majauskaite (2016) in
Lithuania, in which employees indicated that they are more satisfied and motivated by leaders who possess assertive,
great energy, high levels of self-confidence, ideals, strong beliefs, and use satisfying reward systems. This result was also
supported by the study of Mickson and Anlesinya (2019) who conducted a quantitative study with 322 usable data. They
found that transactional leadership has a significant and positive effect on job satisfaction, this result implies that when
leaders” demonstration of transactional leadership behaviors increases, it will lead to enhancement in job satisfaction. In
the context of a relationship between managers and employees amid COVID 19, contingent reward leadership might
make it possible to knowing the unique desires of employees, tailor extrinsic rewards to employees (Moon & Park 2019),
and to handle current conditions through maximizing employee satisfactions.

The higher the level of employee satisfaction, the lower their desire to leave the company. They will enjoy their job
during COVID 19 pandemic when job security is guaranteed, facilities are fulfilled, a comfortable environment is
provided, an appropriate workload is given, and satisfying benefits are rewarded. It is also supported by the result of
descriptive analysis in which an average participant’s response on all indicators used were classified as high. And when
referring to employee preferences, employees inbanking sector prefer to work in the office Post COVID 19 Pandemic
than doing work from home, because since June 2020 they have no longer been doing WFH due to the New Normal
Regulation from West Sumatera Government. And it indicates that employees are supported by good facility and friendly
colleagues.

Furthermore, participants profile also supports that nearly one hundred percent of employees stated that their job
placement was appropriate, and employees also had an average salary above IDR 6 million. This of course will be an
important consideration for employees to leave their current workplace. Thus, organizations must concentrate on
enriching job satisfaction to retain talented employees, and reduce employee turnover. It has been argued that employee
behavior, emotions, and attitude in the company are important because they represent employee job satisfaction (Rajabi
etal., 2019). If we refer to Job satisfaction score, they may not leave in near future, or even think to leave banking sector,
because almost all of their needs are met. The results of this study are supported by research of (Hassan & Jagirani, 2019)
which is conducted on the banking sector in Pakistan, who found that job satisfaction has negative and significant effect
on employee turnover intention. It means that if employees feel satisfied, they tend to be loyal with the organization and
vice versa (Griffiths & Royse, 2017). In China, Zhang et al. (2019) which has conducted a survey in electricity companies
in Shandong Province also support our result. This indicates that job satisfaction is really important factor to maintain
employee negative perception and desire to leave.

With regards to increasing needs of employees during COVID-19 pandemic, the influence of leaders has begun to be
questioned and their image has begun to be put at stake. Quality assurance of safety and security, as well as the availability
of working facilities have become things that must be provided and improved in current situation. It will serve as an
impetus for avoiding the under-performance that may result from fear and high levels of stress during the COVID-19
pandemic (Aguinis et al., 2020). Whereas, basically amid COVID 19 pandemic, the tendency of people's characteristics
in general will change to become more individualistic (Almeida & Santos, 2020). Thus, when employees are satisfied
with overall job satisfaction, they will be easily motivated and directed (Mwesigwa et al., 2020). Job satisfaction will
generate trust, trust will affect employee attitudes and behavior (Yanney, 2014). In study (Guevara et al., 2019) argues
that the results of trust starting from a person's belief, and the ability of people to express trust in others are built through
the honesty of the leader and the value of strength (Osman et al., 2016). Employees will have a positive perception about
words and approaches of their leaders when their needs are met. A high level of trust is usually expressed through
admitting mistakes, understanding each other, always share information honestly, have good communication, promote
integrity and maintain transparency (Osman et al., 2016). It was proven by the results of this study, in which job
satisfaction has succeeded in mediating the effect between transformational leadership and employee turnover intention
during COVID 19 pandemic at the banking sector. Supported by open questions asked, we found that 77.79% of the
participants prefers to work in office (WFO), while 19.60% prefer mix WFH and WFO, and only 2.61% chose Full WFH
in Post-COVID 19. We argue that employees feel more comfortable and secure when they work in the office, in which
complete facilities are provided in a good environment. So that they are more able to focus on the job task. The mediating
impact of employee job satisfaction has made transformational leadership style which initially had a positive effect on
turnover intention, turned into a negative effect on turnover intention with a total effect of 76,77 % contributed in role
enhancement. It indicates that without job satisfaction transformational leadership role will never be maximized, or even



have no impact to mitigate turnover intention Furthermore, strong impact of job satisfaction is also supported by study of
(Wang et al., 2020), who tested job satisfactions as mediator on turnover intentions, and it has been found significant
result on turnover intention, by using job satisfaction as a mediator can deepen our understanding on how job satisfaction
enrich the role of transformational leadership, make employees trust their leader, and has a strong commitment. So that
transformational leadership can mitigate turnover intention of bank employees.

Job satisfaction was considered to be an important factor for getting employees to perform as expected and accomplish
job tasks on time, and encouraging leaders to treat such issues with all the interest they deserve. Then they will give
rewards if their expectations are met, then it will bring pleasure and satisfaction for employees (Bekiari & Ntakou, 2018).
So, subordinates will recognize that the leader has high quality and power to influence job satisfaction. Leaders who are
reward-based and express job clarity will be encouraged by employee job satisfaction amid the COVID 19 pandemic,
because job satisfaction also reduces employee stress levels (Alkhamees et al., 2020). Thus, their behavior reflects
turnover intention decisions. It was also stated from this study, that employees are satisfied with their jobs if managers
offered positive rewards, closely monitored, and doing corrections before they deviated from assigned tasks (Dartey-Baah
& Ampofo, 2016), especially in COVID 19 pandemic. Employee satisfaction with their leaders, either personal or
performance, will create a feeling of reluctance for employees to leave banking sector. On the other hand, the high
response to the "satisfy with colleague” dimension makes employees feel comfortable with the tasks assigned by their
leaders. When they find it difficult to solve their job problems or represent work to colleagues for some reason, they will
believe that the represented task can meet the expectations of the leaders. Transactional leaders are leaders who are
structured and a little rigid, where they are more focused on the work of their subordinates (Reid & Dold, 2018), a
systematic, structured banking system, working based on SOPs also supports transactional leadership roles, but their rigid
nature and distant relationship to employees will have an impact on boredom towards the job (Mews, 2019). In an effort
to overcome this saturation, management of banking sector is required to increase their overall job satisfaction. In this
context, transactional leaders understand the unique needs of employees because they are driven by reward-based
behavior (Mwesigwa et al., 2020). This study was also supported by research of Wang et al. (2020) who found that job
satisfaction was succeeded became mediator in their study. Additionally, strong and negative effect of transactional
leadership on turnover intention through job satisfaction has given good impact to employee behavior and perception
about leaders (Ghosh et al., 2015).

The complexity in managing global business operations will lead to uncertainty and fluctuations in market demands
(Fernando et al., 2020). In the midst of COVID 19 pandemic situation, transformational dimension does not match efforts
to mitigate the level of turnover intention directly when inconsistent leadership roles occurred, especially in regional
banking. The tendency of employees to behave individually make them more concerned with benefit offered, which can
be felt directly during pandemic (Bhardwaj et al., 2020). Transactional leadership with reward-punishment based
leadership and task-oriented make it in line with these conditions when leaders can give them about job clarity.

Job satisfaction provides feedback in enhancing transformational and transactional leadership role and quality in
mitigating turnover intention, in addition to our result which states that majority of participants satisfied with their overall
job satisfaction. It encouraged the roles of both transformational and transactional leadership in banking industry amid
COVID 19 Pandemic, because limited communication, and interaction makes employees more concerned with job clarity,
and rewards which can be used in current situation rather than conversations which lead to long-term goals of the company
or something happen in the future. Transformational leadership with engagement and closeness to employees, while
transactional leaders with assertiveness, clarity of work, and rewards given as a replacement for their performance and
productivity amid COVID 19 Pandemic. Employee job satisfaction cannot be underestimated, because it will have an
impact on the trust and respect of subordinates to their leader, and will influence the relationship between employees and
their leader.

The higher job satisfaction will help to maximize quality and role of leaders in efforts to mitigate the level of turnover
intention. Therefore, it is important for banking sector to increase and upgrade the level of employee job satisfaction. If
employee job satisfaction is not increased or updated, the role of leaderships will be weak, or cannot contribute maximally
in mitigating turnover intention, this is evidenced by the total effect of job satisfaction as much as 76.74% in enhancing
transformational leadership, and 27.54% to transactional leadership, meaning that job satisfaction is a really important
factor in enriching the role and quality of leaders to mitigate turnover rate. If a problem was found related to job
satisfaction then it cannot be ignored and must be corrected immediately. Job satisfaction will eliminate stiffness and
create a flexible relationship between subordinates and leaders, and it is also an important factor for retaining employees,
so that there are no negative thoughts about the management of banking sector.

The suitability of a leadership style for an organization or company must be tested periodically to adapt with times,
especially when researching companies owned and managed by local governments. It is very important to measure and
evaluate job satisfaction in the relationship between leaders and subordinates in order to maintain the quality of employees



and mitigate turnover rates in a company, especially in the banking sector which is prone to employee turnover. In this
case, further research is suggested to develop this research by adding variables related to employee behavior, aspects of
sharia, leadership ethics, external environment, organizational commitment, organizational trust, and others. As a result,
it will be able to contribute to management in applying a suitable leadership style for the organization through the
mediation of variables that are closely related to the work environment of employees, leaderships and religion. On the
other hand, the result we found on the direct effect of transformational leadership, which has a positive effect on turnover
intention during COVID 19 Pandemic, can also be used as a comparison for future research. Furthermore, by considering
the limited number of studies that currently exists on leadership style preferences of follower’s perspective, there is a
great opportunity for continued examination of this viewpoint.

To mitigate employee intention to resign from banking sector due to religious issue. Conventional bank is recommend
to shift to be Sharia Bank. It is supported by majority of participants prefer sharia bank in work preference and 100% of
participants are Muslim. In the context of leadership, a consistency is needed from the leader in his actions and words, so
that employees trust to their leaders can be achieved. When leaders emphasize a common mission, leaders are expected
to serve common interests and they goes beyond their self-interest, because discrepancy seen between what the leaders
said and employee seen every day will have a negative impact to employee trust and confidence, and will create less
harmonious relationship between leaders and employees. In terms of job satisfaction, banking sector is advised to look at
aspects of employee education in career advancement, because if employees who have higher education have never been
promoted because they come from regions or universities that do not contribute much in contributing employees to
banking sector, these things will trigger their desire to resign, in which most employees who easily leave the organization
are employees who have high education and experience, because they feel able to find better jobs. Besides, to increase
satisfaction regarding career paths at the bank, new regulations are needed which is focused on transparency in clarity of
promotion time, level of education, and achievement required.

There are several limitations in this study includes; we have not found much support literature regarding our finding
in direct relationship between transformational leadership and turnover intention amid COVID 19 pandemic, and also no
specific theory included in theoretical literature regarding behavioural aspect duing COVID 19 pandemic, then our

mediator was only job satisfaction.
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