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Abstract  
Research aims: This study investigates employee loyalty among hospitality 
businesses despite improvements after the pandemic. It scrutinizes the 
influence of transformational leadership on employee satisfaction, 
engagement, and loyalty and assesses the mediating role of employee 
engagement. 
Design/Methodology/Approach: A quantitative design was implemented, and 
data were collected employing a questionnaire circulated to 261 employees. 
Then, the accumulated data was investigated using the Smart PLS 3.2.9 
application. 
Research findings: The study highlights that transformational leadership affects 
employee loyalty while employee satisfaction does not. Employee engagement 
mediates the linkage between transformational leadership and employee 
satisfaction and loyalty. Employees need satisfaction to cover their turnover 
chances and remain loyal. 
Theoretical Contribution/Originality: The study expands the existing literature 
concerning the role of transformational leadership and job satisfaction in 
reinforcing employee loyalty. This type of study is infrequently due to its 
significant focus on performance. 
Practitioners/Policy Implications: Hotel business managers pay more attention 
to employee engagement in every activity. Accordingly, employee loyalty can 
be maintained, impacting hotel performance. 
Research Limitations/Implications: This study was performed on the four-star 
hotels. Consequently, these results cannot be fully implemented in different 
businesses. Various further elaborations are required to make it applicable to 
different sectors. 
Keywords: Transformational Leadership; Employee Satisfaction; Employee 
Engagement; Employee Loyalty 

 
 

Introduction 
 
The hotel business is pivotal in the tourism industry, which has 
flourished in the last decade and is crucial to a country's economy. 
Besides, hotel services are perceived as a service  encounter that  
centralizes intangible features (Hewagama et al., 2019) and is  described 
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as a comprehensive activity helpful in strengthening the economy (Yao et al., 2019). The 
existing literature discussing hospitality is still limited in terms of methodical and 
exhaustive investigations, raising problems, i.e., human resources (henceforth HR) (Tsang 
& Hsu, 2011). Gradually, the hospitality business endeavors to attain proficient HR to 
deliver assistance that meets global standards (Astuti & Wahyuni, 2018). Consequently, it 
causes a shift or turnover in HR. 
 
Studies regarding the transfer of hotel HR in Bali have yet to be explicitly conducted. 
However, many hotel employees change jobs after gaining work experience (Putra & 
Suwandana, 2020). High employee turnover is an interesting topic of discussion, and the 
exact cause has yet to be identified (Aristana et al., 2023; Stamolampros et al., 2019). Data 
collected from interviews with hotel employees who transferred jobs implies that the 
average hotel employee experienced changing jobs throughout their career. It shows 
employees constantly change places of work for various reasons in the hotel business in 
Bali. Employee turnover can discredit employee loyalty (henceforth EmL) and impact the 
existence and development of the business (Yao et al., 2019). After the COVID-19 
pandemic, loyalty received more attention, considering most hotel employees 
experienced a job crisis. 
 
Extensive studies are performed to scrutinize the reasons for EmL. In the traditional 
concept of HR strategy, loyalty is perceived as a modest linkage (Gaber & Fahim, 2018). In 
marketing studies, loyalty entails individual expectancies, stances, and conduct 
(Fernandes et al., 2020). The development of studies explains that EmL is determined by 
employee satisfaction (henceforth EmS) (Wolter et al., 2019) and employee engagement 
(henceforth EmE) (Gálvez-Ruiz et al., 2023; Habachi et al., 2023). When an organization 
increases EmS and facilitates EmE, it predicts EmL (Aristana et al., 2022; Meng & Berger, 
2019; Yue et al., 2019; Zeffane & Melhem, 2017). However, studies on EmL must focus on 
the role of a leader in protecting employees (Book et al., 2019; Flores-Zamora & García-
Madariaga, 2017; Wang et al., 2017). However, consistent results are found regarding the 
influence of leadership on EmL (Aristana et al., 2022), where leadership has not influenced 
EmL. Transformational leadership (henceforth TFL) is recommended to influence 
employee behavior (Eliyana et al., 2019). Most previous studies show that positive 
psychological perceptions and work environments are determined by TFL (Aristana et al., 
2023). 
 
The best understanding of hotel employee turnover is conducted by linking three 
construct variables and verifying their demonstrated influence on EmL into one model. 
Therefore, since employees are perceived as internal consumers, EmL must be treated as 
a concept with attitudinal and behavioral aspects, as in marketing studies. Meanwhile, in 
HR studies, employees also have expectations of their organization. Consequently, this 
study investigates the linkage between EmS and EmE and mediates the linkage between 
TFL and EmS with EmL. It offers feasible resolutions to resolve turnover and transfers in 
the hospitality industry. 
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Literature Review and Hypotheses Development  
 
Social Exchange Theory 
 
Social exchange theory (henceforth SET) is a deliberate deed driven by equality between 
expectancies and what they receive (Blau, 1964a, 1964b). The fundamental premise of 
this theory substituting social and material capitals is a crucial human exchange (Zakaria 
et al., 2013). This theory confirms that personal behavior develops following future 
anticipations, making them loyal. SET is a distinctive matter for leaders prioritizing 
communication with subordinates (Lehmann-Willenbrock et al., 2015). Kim & Beehr (2018) 
state that leaders who facilitate support, consult crucial decisions, offer autonomy, and 
eliminate excessive bureaucratic impediments will influence subordinate behavior. Hsieh 
& Wang (2015) describe that empowerment is the principal variable affecting 
interpersonal stances and conduct. Engagement is paramount in collaborative linkages 
(Blau, 1964b), as well as in accommodating satisfaction and strengthening employee 
emotions between leaders and subordinates (Bennis & Nanus, 1985). 
 
Transformational leadership 
 
Various types of leadership have developed, including TFL. TFL fosters an organizational 
climate (Jaiswal & Dhar, 2015; Udin et al., 2023). Further, TFL can influence employee 
perceptions in attaining organizational goals (Babić et al., 2014; Lehmann-Willenbrock et 
al., 2015). Furthermore, it changes employees’ personal and collective interests (Mittal & 
Dhar, 2015; Udin & Shaikh, 2022). The manifestation of TFL makes a transformation in 
organizational management (Deinert et al., 2015). TFL can also counter organizational 
mismatches (Ågotnes et al., 2021; Astuty & Udin, 2020). Thus, TFL directs employees to 
attain the organization's vision. 
 
Employee Satisfaction 
 
EmS involves multiple factors as parameters. Eliyana et al. (2019) define satisfaction as 
employees' feelings of satisfaction with their work. Furthermore, EmS is an employee's 
cognitive or affective evaluation of their work (Amponsah-Tawiah et al., 2016). EmS 
combines natural conditions concerning psychology and physiology and is articulated as 
a positive emotion (Phuong et al., 2018). Enhanced EmS occurs when employees show 
responsibility (Stamolampros et al., 2019). Therefore, EmS is about how managers can 
maximize the role of employees (Azmy, 2021). Moreover, EmS is crucial to organizational 
efficiency (Indrayani et al., 2023). Thus, EmS is a feeling that positively changes an 
individual in working and completing work. 
 
Employee Loyalty 
 
The existing literature discusses theoretical discussion regarding the implications shown 
of EmL, explaining it as a professional and hierarchical linkage observed from employees’ 
dyadic attitudes towards their superiors (Chao & Cheng, 2019; Ineson et al., 2013; Melián-
Alzola & Martín-Santana, 2020). EmL is the purpose and commitment to stay and be 
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willing to contribute to developing the organization’s business (Sharma, 2016). 
Accordingly, it is employees’ beliefs and voluntary participation in the organization and 
assuming themselves to be crucial and indivisible from the organization. Loyalty tends to 
be action-oriented since it is associated with employee behavior (Eskildsen & Nüssler, 
2000). This behavior entails commitment and responsibility to their work, involvement, 
linkages between employees, and reinforcement of employees’ aspirations to be 
dedicated (Book et al., 2019). According to (Martos-partal & Labeaga, 2019), EmL is the 
initial pace to enhance company capabilities. 
 
Research Hypothesis 
 
Transformational leadership, employee engagement, and employee loyalty 
 
Previously, researchers have revealed leadership behavior paradigms (Zahari & Shurbagi, 
2012). Moreover, involvement can be an interesting topic of discussion (Schneider et al., 
2018). This study also explores the contribution of TFL in enhancing EmE (Buil et al., 2019). 
Empirical evidence shows that TFL significantly influences EmE (Aryee et al., 2012; Azka et 
al., 2011; Bakker et al., 2022; Yadav et al., 2019). The direct influence we expose is the link 
between TFL and EmL. A study (Al Qudah et al., 2018) reveals that TFL impacts EmL. 
Furthermore, it is stated that TFL is strongly correlated with EmL (Gashti & Farhoudnia, 
2014; Hsu & Lin, 2021). Consequently, the formulated hypotheses are: 
 
H1: TFL positively affects increased EmE. 
 
H2: TFL positively affects increased EmL. 
 
 
Employee satisfaction, employee engagement, and employee loyalty 
 
In HR, satisfaction becomes a determinant in determining employee behavior along with 
changing perspectives on HR management. Initially, HR was perceived as a cost burden, 
but it has now become an asset for the organization. Several empirical studies reveal that 
satisfaction significantly impacts EmE (Aboramadan & Dahleez, 2020; bin Shmailan, 2016; 
Djoemadi et al., 2019) and EmL (Boonlertvanich, 2019; Hassan et al., 2013; Syahrizal et al., 
2019; Valverde-Roda et al., 2022). EmE and loyalty are established when employees are 
fulfilled with employment and organizational environment (Masakure, 2016). 
Furthermore, in HR, EmS directly encourages employees’ desire to contribute and be loyal 
(Aristana et al., 2022; Nisar et al., 2017; Sudibjo & Sutarji, 2020). Therefore, the 
constructed hypotheses are: 
 
H3: EmS positively affects increased EmE. 
 
H4: EmS positively affects increased EmL. 
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Employee engagement and employee loyalty 
 
Researchers’ interest in discovering the linkage between EmE and EmL is extensive (Book 
et al., 2019). The hotel business (Ineson et al., 2013) reveals that EmL is significantly 
determined by participation, social interaction, and leader behavior rather than 
compensation. This study provides an understanding that the determinants of EmL are 
intangible aspects; involving employees in organizational activities can foster a sense of 
belonging, raising the intention to be loyal (Aristana et al., 2022). However, (Syahrizal et 
al., 2019) demonstrate different results where EmE has no impact on EmL. Nevertheless, 
the subsequent studies confirm EmE increases employees’ desire to remain loyal (Abbas, 
2017; Gálvez-Ruiz et al., 2023). Accordingly, although inconsistencies occur in existing 
studies, researchers believe that EmE is associated with EmL. Hence, the hypothesis is: 
 
H5: EmE positively affects increased EmL. 
 
 
The mediating role of employee satisfaction and employee engagement 
 
SET describes that EmE significantly determines employee performance (Blau, 1964b). A 
study (Karatepe, 2013) states that engagement determines the improvement of 
employee work behavior. Other findings demonstrate that EmE is a TFL mechanism in 
designing work and strengthening employee performance (Buil et al., 2019; Prentice et 
al., 2023). Changes in organizational perception today also seek to create committed HR 
assets (Paais & Pattiruhu, 2020), i.e., increasing EmS (Amponsah-Tawiah et al., 2016; 
Phuong et al., 2018). Increasing EmS stimulates employees to be engaged in various 
organizational activities (Aristana et al., 2022; Nisar et al., 2017; Sudibjo & Sutarji, 2020). 
EmE interventions are emphasized in supporting leaders in performing managerial 
functions and overcoming the existing bureaucratic distances (Henker et al., 2015; Lee et 
al., 2023). High level of EmE tend to attach to the organization (Stirpe et al., 2022). Thus, 
it becomes the basis for determining whether EmE mediates TFL and EmL. Then, the 
devised hypotheses are: 
 
H6: EmE mediates the influence of TFL on EmL. 
 
H7: EmE mediates the influence of EmS on EmL. 

 
 

Research Methods 
 
Population and Sample 
 
This study was performed in 112 hotels in all districts/cities in Bali as the population. The 
sample size was calculated following the Krejcie and Morgan formula. The use of hotels 
with a four-star classification follows several considerations. Four-star hotels have the 
complexity of managing HR. Star hotels are also at a more advanced level of business 
management due to the significant availability of allocated resources compared to other 
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businesses. The number of star hotels is greater than that of other star hotels. The 
researchers emphasized four-star hotels across Bali. Once the population size is identified, 
refer to the Krejcie & Morgan (1970) formula to determine the sample size. Therefore, a 
sample size of 87 hotels was obtained by assembling data applying random sampling 
technique. Meanwhile, three employees from each hotel were selected as respondents. 
Thus, 261 employees participated in this study. 
 
A positivist (quantitative) approach was implemented, leading to empirical rational 
principles with causality research and data collection using questionnaires. The 
distribution of questionnaires used two methods: manual and online. Manual 
questionnaires were filled in directly by employees during in-person visits. Meanwhile, 
online questionnaires were filled out via a Google Form and distributed from one 
employee to another. Data collection was managed in two steps. In the first step, the 
questionnaire was administered to 30 respondents for instrument testing, ensuring the 
instruments prepared could explain the phenomenon. The collected data was assessed 
for validity and reliability using SPSS IBM 21. The instrument was valid if the calculated r 
value exceeding 0.3 (r>0.3) and was confirmed reliable if the Cronbach alpha value 
exceeding 0.6 (CA> 0 .6). After the data was announced valid and reliable, the second step 
was under the targeted number of respondents. The assembled data was investigated 
utilizing the Smart PLS 3.2.9 application. 
 
Measurements 
 
The constructs had four variables: TFL, EmS, EmE, and EmL. A five-point Likert scale (“1 
strongly disagree” – “5 strongly agree”) was utilized for assessment. TFL organizes 
interests through employees by offering inspiration and growing employee competencies. 
TFL uses 7 statement items from (Sudibjo & Prameswari, 2021). EmS is the level of 
suitability employees receive at work. EmS stemmed from the Two-Factors Theory, i.e., 
motivator and hygiene. EmS used 7 statement items from (Aristana et al., 2022; Kumar, 
2017). EmE is employees’ affirmative stances and beliefs of the organization. EmE used 9 
statement items from (Book et al., 2019). EmL is employees’ willingness to perform 
organizational tasks cautiously and responsibly. EmL used 8 statement items from 
(Aristana et al., 2022). 
 
 

Results and Discussion 
 
The study involves employees as respondents. Accordingly, Table 1 illustrates their 
information, which includes gender, age, education, and experience. 
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Table 1 Characteristic of Respondents 
Respondent Characteristics (N=261) Frequency Percent 

Gender 
Male 146 55.6 
Female 116 44.4 

Age 
20 - 29 Years 36 13.8 
30 - 39 Years 101 38.7 
40 - 49 Years 86 33.0 
> 50 Years 38 14.5 

Education 
Senior High School 90 34.5 
Diploma 81 31,0 
Bachelor 90 34.5 

Experience 
1 - 5 Years 85 32.6 
6 - 10 Years 112 42.9 
>10 Years 64 24.5 

 
Table 1 provides information that hotel business workers are dominated by male 
employees, with 146 people or 55.6 percent, with the dominant age range being 31-39 
years, with 101 people or 38 percent. These results explain that hotel operations have 
high work demands, especially for longer working hours compared to other industries. It 
causes female employees with all the roles that must be played, i.e., as mothers and 
careers, to choose different jobs that are more flexible in terms of time—thus, jobs in 
hotels are primarily men. When viewed from age, it shows that employees are in the 
productive phase. For the education, most employees graduated from high school of 90 
people or 34.5 percent, and a bachelor's degree of 90 people or 34.5 percent. It shows 
that employees who work in hotels are diverse and have various backgrounds, i.e., they 
start working after graduating from high school and university. Both are choices 
considering that the operations/work in the hotel business prioritizes education levels 
rather than skills and experience. However, education remains a supporter in pursuing a 
career in the hospitality business. Therefore, most of them continue their education after 
they work in this industry. It is reinforced by work experience; most workers worked 6-10 
years, with 112 people or 42.9 percent. It indicates that those who work in this industry 
are still relatively new or in the self-development stage. 
 
Outer and Inner Model Measurement 
 
Model evaluation was performed in two stages. First, outer model measurements were 
performed to validate the model formed by measuring convergent validity, discriminant 
validity, and composite reliability. Convergent validity is accomplished by evaluating the 
outer loading value with the condition that OL > 0.6. Meanwhile, discriminant validity was 
assessed by observing the AVE and √AVE values with conditions above 0.5. The composite 
value was checked through Cronbach's alpha and composite reliability values with 
conditions exceeding 0.7 (CA & CR > 0.7). The provision was from (Hair et al., 2016; Hair 
et al., 2013) and the results are displayed in Table 2 and Table 3. 
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Table 2 Evaluation of Model Feasibility 
Variable Items OL VIF CA rho_A CR AVE 

Employee Engagement (EmE) EmE1 0.638 1.469 0.880 0.885 0.904 0.512 
EmE2 0.774 2.400 
EmE3 0.789 2.407 
EmE4 0.714 1.876 
EmE5 0.639 1.843 
EmE6 0.746 2.209 
EmE7 0.669 1.701 
EmE8 0.768 2.718 
EmE9 0.685 2.088 

Employee Loyalty (EmL) EmL1 0.718 2.252 0.873 0.878 0.900 0.529 
EmL2 0.712 1.776 
EmL3 0.712 2.029 
EmL4 0.678 1.673 
EmL5 0.777 2.034 
EmL6 0.726 1.809 
EmL7 0.768 2.313 
EmL8 0.724 2.086 

Employee Satisfaction (EmS) EmS1 0.735 2.050 0.910 0.918 0.929 0.652 
EmS2 0.769 2.134 
EmS3 0.735 1.874 
EmS4 0.836 2.609 
EmS5 0.872 3.438 
EmS6 0.831 3.712 
EmS7 0.860 4.168 

Transformational Leadership (TFL) 
  

TFL1 0.838 3.423 0.890 0.899 0.915 0.610 
TFL2 0.838 2.844 
TFL3 0.859 3.864 
TFL4 0.864 3.952 
TFL5 0.738 2.055 
TFL6 0,641 1,944 
TFL7 0.653 1.552 

 
It demonstrated that all items’ outer loading value was 0.6 (see Table 2). Discriminant 
validity testing (Fornell-Larcker Criterion) indicated the correlation value between 
variables exceeding 0.5 (see Table 3). Thus, all items were free from validity problems. 
Furthermore, the test showed that the construct was error-free, as observed in 
Cronbach's alpha value from 0.880 to 0.910 and composite reliability from 0.900 to 0.929 
(see Table 2). After the outer model tests were completed, the testing continued with 
inner model testing. 
 
Table 3 Discriminant Validity (Fornell-Larcker Criterion) 

Variable EmE EmL EmS TFL 

Employee Engagement (EmE) 0.716 
   

Employee Loyalty (EmL) 0.845 0.727 
  

Employee Satisfaction (EmS) 0.339 0.342 0.807 
 

Transformational Leadership (TFL) 0.575 0.597 0.410 0.781 
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The inner evaluation began by assessing the suitability of the model between the 
observed correlations using standardized root mean square (SRMR) below 0.10 
(SRMR<0.10) (Hair et al., 2017). It was revealed that the SRMR value was 0.087, smaller 
than 0.10. Thus, the model was declared fit (see Table 4). Multicollinearity evaluation 
considered VIF values with criteria smaller than 5 (VIF<5). The test results showed that 
the VIF value of all items was less than five. Therefore, the construct was free from 
multicollinearity. Subsequently, the linkage between variables was predicted by looking 
at the R2 value. The R2 value entails three classifications: strong (0.67), moderate (0.33), 
and weak (0.19) (Chin, 1998). The coefficient of determination for the EmE variable is 
0.343 (moderate), and EmL is 0.733 (strong). The observation value of the relevance of 
the structural model was performed by observing at the relevant Q-predict value (Q2) with 
criteria exceeding zero (Q2 > 0) (Hair et al., 2013). The analysis showed a Q2 value of 0.265 > 
0 (Table 4). Hence, the predictive relevance of the structural model was good. The final 
test calculated the overall model fit (Goodness of Fit index). Hair et al. (2017) state that 
Goodness of Fit (GoF) entails three categories: high (0.38 – 1), medium (0.25 – 0.37), and 
small (0.00 – 0.24). The calculations revealed that the GoF value was 0.557, which fell into 
the high category. Thus, the overall model was highly fit. 
 
Table 4 Inner Model Analysis 

Variable R2 R2 

Adjusted 
Criter

ia 
Saturated 

Model 
Estimated 

Model 
Q² 

Employee 
Engagement (EmE) 

0.343 0.338 SRMR 0.087 0.087 0.162 

Employee Loyalty 
(EmL) 

0.733 0.730   0.368 

Average 0.538 0.534       0.265 

 
After the entire series of inner model evaluations have been fulfilled, the analysis 
continues with hypothesis testing, as illustrated in Table 5 and Figure 1. 
 
Table 5 Hypothesis Test 

Linkage between variable β Mean STDEV T Statistics P Values Support? 

Direct 
      

TFL -> EmE 0.524 0.517 0.057 9.239 0.000 Yes 
TFL -> EmL 0.159 0.158 0.051 3.119 0.001 Yes 
EmS -> EmE 0.125 0.121 0.063 1.987 0.024 Yes 
EmS -> EmL 0.023 0.027 0.040 0.594 0.277 No 
EmE -> EmL 0.745 0.746 0.036 20.556 0.000 Yes 
Indirect Effects 

      

TFL -> EmE -> EmL 0.390 0.385 0.044 8.794 0.000 Yes 
EmS -> EmE -> EmL 0.093 0.090 0.046 2.021 0.022 Yes 

Note: Transformational Leadership (TFL), Employee Engagement (EmE), Employee 
Satisfaction (EmS) and Employee Loyalty (EmL). 
 
The hypothesis testing revealed that TFL positively and significantly affects EmE, with a 
path coefficient of 0.524, a p-value of 0.000, and a t-statistic of 9.239. Hence, hypothesis 
1 is supported. TFL significantly and positively affects EmL, with a path coefficient of 0.159, 
a p-value of 0.001, and a t-statistic of 3.119. Accordingly, hypothesis 2 is supported. It 



Wardana, Salain, & Dwinata JS 
Transformational Leadership and Employee Satisfaction on Employee Loyalty: … 

 
 

Jurnal Manajemen Bisnis, 2024 | 323 

indicates that better implementation of TFL can increase EmE and EmL. EmS significantly 
and positively affects EmE, with a path coefficient of 0.125, a p-value of 0.024, and a t-
statistic of 1.987. Therefore, hypothesis 3 is supported. EmS positively and insignificantly 
affects EmL, with a path coefficient of 0.023, a p-value of 0.277, and a t-statistic of 0.594. 
Accordingly, hypothesis 4 is not supported. It shows the higher the EmS, the higher the 
EmE. However, it does not have an impact on increasing EmL. EmE significantly and 
positively affects EmL, with a path coefficient of 0.745, a p-value of 0.000, and a t-statistic 
of 20.556. Thus, hypothesis 5 is supported. Eventually, increasing EmE is followed by 
increasing EmL. 
 
Meanwhile, indirect hypothesis testing reveal that EmE mediated the role of TFL on EmL, 
with a path coefficient of 0.390, a p-value of 0.000, and a t-statistic of 8.794. Therefore, 
hypothesis 6 is supported. EmE is a partial mediator, indicating that TFL directly increases 
EmL, which can also be done through EmE. Further, EmE mediates the influence of EmS 
on EmL, with a path coefficient of 0.093, a p-value of 0.022, and a t-statistic of 2.021. 
Hence, hypothesis 7 is supported. These results indicate that EmE enhances the linkage 
between EmS and EmL. 

 

 
Figure 1 Standardized SEM Results 

 
Discussion 
 
TFL significantly affects EmE and EmL. Accordingly, it can be interpreted that applying TFL 
increases EmE and EmL. TFL allows employees to be involved in every job/opportunity 
(Azka et al., 2011) and establish an attachment to their organization. Albrecht & Marty 
(2020) state that EmE depends on employee psychological factors and balances employee 
conduct (Cahill et al., 2015). Thus, the results support previous studies that TFL in 
hospitality can encourage EmE (Azka et al., 2011; Bakker et al., 2022; Balwant et al., 2020; 
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Buil et al., 2019; Yadav et al., 2019). Moreover, TFL is more effective in increasing EmL 
(Jaiswal & Dhar, 2015). Consequently, it can influence employees' perceptions of 
accomplishing organizational vision voluntarily (Babić et al., 2014; Lehmann-Willenbrock 
et al., 2015) and employees and providing a different color in organizational management 
(Ågotnes et al., 2021; Deinert et al., 2015). Thus, TFL effectively increases EmL (Al Qudah 
et al., 2018; Gashti & Farhoudnia, 2014; Hsu & Lin, 2021). 
 
EmS also significantly influences EmE, which implies the higher the EmS, the greater the 
EmE. EmS corresponds between expectations and desires (Eliyana et al., 2019). Thus, 
when employees attain target achievements at work, they are a determining factor in 
EmS. According to (Amponsah-Tawiah et al., 2016), EmS results from employees' cognitive 
evaluation at work. Employees express satisfaction by contributing or further involvement 
in each task (Rabiul et al., 2021). Therefore, EmS impacts engagement (Aboramadan & 
Dahleez, 2020; bin Shmailan, 2016; Djoemadi et al., 2019). However, EmS does not affect 
EmL. EmS does not determine their loyalty to their organization. The hotel business is 
known to have an excessive turnover intention rate (Stamolampros et al., 2019; Yao et al., 
2019). It is due to various factors, i.e., career level, promotion opportunities, and work 
environment. Thus, EmS does not make them loyal (Fernandes et al., 2020). It contrasts 
with previous studies that state EmS increases EmL (Aristana et al., 2022; Nisar et al., 
2017; Sudibjo & Sutarji, 2020). 
 
The direct influence of EmE significantly influences EmL. It implies that the higher the EmE, 
the more significant the EmL increases. Hotel business management requires EmL to 
maintain service quality. Highly loyal employees will participate in developing the 
organization (Sharma, 2016). Thus, efforts are required to retain employees. EmE is 
crucial, considering participation is supported by social interactions that contribute to 
loyalty (Aristana et al., 2022; Ineson et al., 2013). The results contradict the findings from 
(Syahrizal et al., 2019), which reveal that EmE is not related to loyalty. This study aligns 
with the findings from (Abbas, 2017; Gálvez-Ruiz et al., 2023) that EmE determines loyalty. 
 
Besides the direct effect of EmE, it also mediates the linkage between TFL and EmE with 
EmL. EmE in TFL mechanisms in designing work encourages employees to be more loyal 
(Buil et al., 2019; Prentice et al., 2023). Besides, EmE is also a full mediator of job 
satisfaction and loyalty, considering that direct job satisfaction does not increase EmL 
(Henker et al., 2015; Lee et al., 2023). Therefore, EmE is pivotal in the hotel business. 
Accordingly, management must always focus on and reinforce EmE. 

 
 

Conclusion 
 
From the results, three conclusions can be drawn. First, EmL is imperative for 
organizations to maintain performance. Accordingly, TFL and maintained EmE are 
required to increase loyalty directly. Second, hotel businesses cannot ensure sustained 
EmL through job satisfaction, given that employees get job satisfaction while working is 
not the employee's goal. However, other factors make employees turn from one hotel to 
another, i.e., career paths or factors explained in the two-factor theory. Third, EmE is 
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crucial in increasing EmL, either in direct impact or mediating the linkage between job 
satisfaction, which in this study cannot increase EmL in the hotel business. 
 
Theoretically, the study expands the existing literature about TFL and job satisfaction in 
increasing EmL. Furthermore, future researchers must review employee job satisfaction, 
especially in four-star hotels. Considering that job satisfaction is perceived from 
cleanliness and motivator factors in this business, it is better than other sectors. Therefore, 
a more specific study is needed regarding this matter. EmE is paramount in the model 
being built. EmE is proven to facilitate leadership and satisfaction. For this reason, hotel 
business managers pay more attention to EmE during regular activities. Thus, EmL can be 
maintained, impacting hotel performance. 
 
Regardless of the contributions, the study has shortcomings. First, this study was 
performed on the hotel business, specifically four-star hotels. Thus, these results cannot 
be generally implemented in different businesses. Various further elaborations must be 
performed to make it applicable to other sectors. Second, the study is a cross-sectional, 
using self-assessment reports. Consequently, it affects the psychological condition of 
respondents when answering the questionnaire and allows data bias to occur. Future 
research must focus on EML in hotel businesses with a dynamic environment. Third, 
leaders are pivotal in business management. However, an exploration into the role of TFL 
in increasing job satisfaction has yet to be performed. Therefore, a more comprehensive 
investigation of the linkage and its impact on EmL is required. 
 
 

Acknowledgment  
 
We are grateful to Universitas Mahasaraswati Denpasar, the organizer of the 2024 
Universitas Mahasaraswati Denpasar Flagship Basic Research Competitive Grant, for 
funding this study. 
 
 

References 
 
Abbas, M. (2017). The Effect of Organizational Culture and Leadership Style towards 

Employee Engagement and Their Impact towards Employee Loyalty. Asian Journal of 
Technology and Management Research, 7(2), 1–11. 

Aboramadan, M., & Dahleez, K. A. (2020). Leadership styles and employees’ work outcomes 
in nonprofit organizations: the role of work engagement. Journal of Management 
Development, 39(7–8), 869–893. https://doi.org/10.1108/JMD-12-2019-0499 

Ågotnes, K. W., Skogstad, A., Hetland, J., Olsen, O. K., Espevik, R., Bakker, A. B., & Einarsen, 
S. V. (2021). Daily work pressure and exposure to bullying-related negative acts: The role 
of daily transformational and laissez-faire leadership. European Management Journal, 39(4), 
423–433. https://doi.org/10.1016/j.emj.2020.09.011 

Al Qudah, N. F., Yang, Y., & Anjum, M. A. (2018). Transformational training programs and 
quality orientation of employees: Does employees’ loyalty matter? Sustainability 
(Switzerland), 10(2), 1–13. https://doi.org/10.3390/su10020465 

Albrecht, S. L., & Marty, A. (2020). Personality, self-efficacy and job resources and their 

https://doi.org/10.1108/JMD-12-2019-0499
https://doi.org/10.1016/j.emj.2020.09.011
https://doi.org/10.3390/su10020465


Wardana, Salain, & Dwinata JS 
Transformational Leadership and Employee Satisfaction on Employee Loyalty: … 

 
 

Jurnal Manajemen Bisnis, 2024 | 326 

associations with employee engagement, affective commitment and turnover intentions. 
International Journal of Human Resource Management, 31(5), 657–681. 
https://doi.org/10.1080/09585192.2017.1362660 

Amponsah-Tawiah, K., Annor, F., & Arthur, B. G. (2016). Linking commuting stress to job 
satisfaction and turnover intention: The mediating role of burnout. Journal of Workplace 
Behavioral Health, 31(2), 104–123. https://doi.org/10.1080/15555240.2016.1159518 

Aristana, I. N., Arsawan, I. W. E., & Rustiarini, N. W. (2022). Employee loyalty during 
slowdown of Covid-19: Do satisfaction and trust matter? International Journal of Tourism 
Cities, 8(1), 223–243. https://doi.org/10.1108/IJTC-03-2021-0036 

Aristana, I. N., Arsawan, I. W. E., & Wisnawa, I. M. B. (2023). Improving Employee Job 
Satisfaction: Do Transformational Leadership and Organizational Culture Matter? Jurnal 
Ekonomi Bisnis Dan Kewirausahaan, 12(1), 36. https://doi.org/10.26418/jebik.v12i1.58906 

Aryee, S., Walumbwa, F. O., Zhou, Q., & Hartnell, C. A. (2012). Transformational Leadership, 
Innovative Behavior, and Task Performance: Test of Mediation and Moderation 
Processes. Human Performance, 25(1), 1–25. 
https://doi.org/10.1080/08959285.2011.631648 

Astuti, M., & Wahyuni, H. C. (2018). Strategi Implementasi Green Human Resource 

Management Pada Usaha Mikro, Kecil Dan Menengah (Umkm). Matrik : Jurnal 
Manajemen, Strategi Bisnis Dan Kewirausahaan, 121. 
https://doi.org/10.24843/matrik:jmbk.2018.v12.i02.p04 

Astuty, I., & Udin, U. (2020). The Effect of Perceived Organizational Support and 
Transformational Leadership on Affective Commitment and Employee Performance. 
Journal of Asian Finance, Economics and Business, 7(10), 401–411. 
https://doi.org/10.13106/jafeb.2020.vol7.no10.401 

Azka, G., Tahir, M. Q., M, A. K., & Syed, T. H. (2011). Transformational leadership, employee 
engagement and performance: Mediating effect of psychological ownership. African 
Journal of Business Management, 5(17), 7391–7403. https://doi.org/10.5897/ajbm11.126 

Azmy, A. (2021). The Effect of Employee Engagement and Job Satisfaction on Workforce 
Agility Through Talent Management in Public Transportation Companies. Media 
Ekonomi Dan Manajemen, 36(2), 212. https://doi.org/10.24856/mem.v36i2.2190 

Babić, V. M., Savović, S. D., & Domanović, V. M. (2014). Transformational leadership and 
post-acquisition performance in transitional economies. Journal of Organizational Change 
Management, 27(6), 856–876. https://doi.org/10.1108/JOCM-02-2014-0028 

Bakker, A. B., Hetland, J., Kjellevold Olsen, O., & Espevik, R. (2022). Daily transformational 
leadership: A source of inspiration for follower performance? European Management 
Journal, December 2020. https://doi.org/10.1016/j.emj.2022.04.004 

Balwant, P. T., Mohammed, R., & Singh, R. (2020). Transformational leadership and employee 
engagement in Trinidad’s service sector: The role of job resources. International Journal of 
Emerging Markets, 15(4), 691–715. https://doi.org/10.1108/IJOEM-01-2019-0026 

Bennis, W., & Nanus, B. (1985). Leaders: The strategies for taking charge. New York: Harper & 
Row. 

bin Shmailan, A. S. (2016). The relationship between job satisfaction, job performance and 
employee engagement: An explorative study. Issues in Business Management and Economics, 
4(1), 1–8. 

Blau, P. M. (1964a). Exchange and Power in Social Life. New York: John Wiley & Sons. 
Blau, P. M. (1964b). Social exchange theory. New York: Wiley. 
Book, L., Gatling, A., & Kim, J. (Sunny). (2019). The effects of leadership satisfaction on 

employee engagement, loyalty, and retention in the hospitality industry. Journal of Human 
Resources in Hospitality and Tourism, 18(3), 368–393. 
https://doi.org/10.1080/15332845.2019.1599787 

https://doi.org/10.1080/09585192.2017.1362660
https://doi.org/10.1080/15555240.2016.1159518
https://doi.org/10.1108/IJTC-03-2021-0036
https://doi.org/10.26418/jebik.v12i1.58906
https://doi.org/10.1080/08959285.2011.631648
https://doi.org/10.24843/matrik:jmbk.2018.v12.i02.p04
https://doi.org/10.13106/jafeb.2020.vol7.no10.401
https://doi.org/10.5897/ajbm11.126
https://doi.org/10.24856/mem.v36i2.2190
https://doi.org/10.1108/JOCM-02-2014-0028
https://doi.org/10.1016/j.emj.2022.04.004
https://doi.org/10.1108/IJOEM-01-2019-0026
https://doi.org/10.1080/15332845.2019.1599787


Wardana, Salain, & Dwinata JS 
Transformational Leadership and Employee Satisfaction on Employee Loyalty: … 

 
 

Jurnal Manajemen Bisnis, 2024 | 327 

Boonlertvanich, K. (2019). Service quality, satisfaction, trust, and loyalty: the moderating role 
of main-bank and wealth status. International Journal of Bank Marketing, 37(1), 278–302. 
https://doi.org/10.1108/IJBM-02-2018-0021 

Buil, I., Martínez, E., & Matute, J. (2019). Transformational leadership and employee 
performance: The role of identification, engagement and proactive personality. 
International Journal of Hospitality Management, 77(June), 64–75. 
https://doi.org/10.1016/j.ijhm.2018.06.014 

Cahill, K. E., McNamara, T. K., Pitt-Catsouphes, M., & Valcour, M. (2015). Linking shifts in 
the national economy with changes in job satisfaction, employee engagement and work-
life balance. Journal of Behavioral and Experimental Economics , 56, 40–54. 
https://doi.org/10.1016/j.socec.2015.03.002 

Chao, C.-M., & Cheng, B.-W. (2019). Does service recovery affect satisfaction and loyalty? An 
empirical study of medical device suppliers. Total Quality Management & Business Excellence, 
30(11–12), 1350–1366. https://doi.org/10.1080/14783363.2017.1369351 

Chin, W. W. (1998). Commentary: Issues and Opinion on Structural Equation Modeling. MIS 
Quarterly, 22(1), 7–16. 

Deinert, A., Homan, A. C., Boer, D., Voelpel, S. C., & Gutermann, D. (2015). 
Transformational leadership sub-dimensions and their link to leaders’ personality and 
performance. Leadership Quarterly, 26(6), 1095–1120. 
https://doi.org/10.1016/j.leaqua.2015.08.001 

Djoemadi, F. R., Setiawan, M., Noermijati, N., & Irawanto, D. W. (2019). The effect of work 
satisfaction on employee engagement. Polish Journal of Management Studies, 19(2), 101–111. 
https://doi.org/10.17512/pjms.2019.19.2.08 

Eliyana, A., Ma’arif, S., & Muzakki. (2019). Job satisfaction and organizational commitment 
effect in the transformational leadership towards employee performance. European 
Research on Management and Business Economics, 25(3), 144–150. 
https://doi.org/10.1016/j.iedeen.2019.05.001 

Eskildsen, J. K., & Nüssler, M. L. (2000). The managerial drivers of employee satisfaction and 
loyalty. Total Quality Management, 11(4–6), 581–588. 
https://doi.org/10.1080/09544120050007913 

Fernandes, A., Julho, U. N. De, Paulo, S., & Brandao, M. M. (2020). Satisfaction and attitudinal 

responses : indirect e ff ects of involvement and reputation. RAUSP Management Journal, 
55(1), 70–85. https://doi.org/10.1108/RAUSP-10-2018-0094 

Flores-Zamora, J., & García-Madariaga, J. (2017). Does opinion leadership influence service 
evaluation and loyalty intentions? Evidence from an arts services provider. Journal of 
Retailing and Consumer Services, 39(1), 114–122. 
https://doi.org/10.1016/j.jretconser.2017.07.008 

Gaber, M., & Fahim, A. (2018). Strategic human resource management and public employee 
retention. Review of Economics and Political Science, 3(2), 20–39. 
https://doi.org/10.1108/REPS-07-2018-002 

Gálvez-Ruiz, P., Calabuig, F., Grimaldi-Puyana, M., González-Serrano, M. H., & García-
Fernández, J. (2023). The effect of perceived quality and customer engagement on the 
loyalty of users of Spanish fitness centres. Academia Revista Latinoamericana de 
Administracion. https://doi.org/10.1108/ARLA-01-2023-0014 

Gashti, M. A. H., & Farhoudnia, B. (2014). The Relationship Between Leadership Styles, 
Employee Satisfaction And Loyalty. International Journal of Human Resource & Industrial 
Research (IJHRIR), 1(June), 2. 

Habachi, S., Matute, J., & Palau-Saumell, R. (2023). Gamify, engage, build loyalty: exploring 
the benefits of gameful experience for branded sports apps. Journal of Product and Brand 
Management, September. https://doi.org/10.1108/JPBM-07-2022-4070 

https://doi.org/10.1108/IJBM-02-2018-0021
https://doi.org/10.1016/j.ijhm.2018.06.014
https://doi.org/10.1016/j.socec.2015.03.002
https://doi.org/10.1080/14783363.2017.1369351
https://doi.org/10.1016/j.leaqua.2015.08.001
https://doi.org/10.17512/pjms.2019.19.2.08
https://doi.org/10.1016/j.iedeen.2019.05.001
https://doi.org/10.1080/09544120050007913
https://doi.org/10.1108/RAUSP-10-2018-0094
https://doi.org/10.1016/j.jretconser.2017.07.008
https://doi.org/10.1108/REPS-07-2018-002
https://doi.org/10.1108/ARLA-01-2023-0014
https://doi.org/10.1108/JPBM-07-2022-4070


Wardana, Salain, & Dwinata JS 
Transformational Leadership and Employee Satisfaction on Employee Loyalty: … 

 
 

Jurnal Manajemen Bisnis, 2024 | 328 

Hair, Jr., J. F., Sarstedt, M., Matthews, L. M., & Ringle, C. M. (2016). Identifying and treating 
unobserved heterogeneity with FIMIX-PLS: part I – method. European Business Review, 
28(1), 63–76. https://doi.org/10.1108/EBR-09-2015-0094 

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2017). A Primer on Partial Least Squares 
Structural Equation Modeling (PLS-SEM) (Second Edi). SAGE Publications. 

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2013). Editorial - Partial Least Squares Structural 
Equation Modeling: Rigorous Applications, Better Results and Higher Acceptance. Long 
Range Planning, 46(1–2), 1–12. 

Hassan, M., Hassan, S., Khan, M. F. A., & Iqbal, A. (2013). Impact of HR practices on 
employee satisfaction and employee loyalty: An empirical study of government owned 
public sector banks of Pakistan. Middle East Journal of Scientific Research, 16(1), 1–8. 
https://doi.org/10.5829/idosi.mejsr.2013.16.01.11638 

Henker, N., Sonnentag, S., & Unger, D. (2015). Transformational Leadership and Employee 
Creativity: The Mediating Role of Promotion Focus and Creative Process Engagement. 
Journal of Business and Psychology, 30(2), 235–247. https://doi.org/10.1007/s10869-014-
9348-7 

Hewagama, G., Boxall, P., Cheung, G., & Hutchison, A. (2019). Service recovery through 
empowerment? HRM, employee performance and job satisfaction in hotels. International 
Journal of Hospitality Management, 81(Agust), 73–82. 
https://doi.org/10.1016/j.ijhm.2019.03.006 

Hsieh, C. C., & Wang, D. S. (2015). Does supervisor-perceived authentic leadership influence 
employee work engagement through employee-perceived authentic leadership and 
employee trust? International Journal of Human Resource Management, 26(18), 2329–2348. 
https://doi.org/10.1080/09585192.2015.1025234 

Hsu, W., & Lin, Y. T. (2021). The Effects of Transformational Leadership on Employee 
Loyalty and Organizational Commitment in Taiwanese Home Care Workers: Using 
Work Engagement as Mediator. Siim.Org.Tw, 9(1), 37–44. 

Indrayani, I., Nurhatisyah, N., Damsar, D., & Wibisono, C. (2023). How does millennial 
employee job satisfaction affect performance? Higher Education, Skills and Work-Based 
Learning. https://doi.org/10.1108/HESWBL-01-2023-0004 

Ineson, E. M., Benke, E., & László, J. (2013). Employee loyalty in Hungarian hotels. 
International Journal of Hospitality Management, 32(1), 31–39. 
https://doi.org/10.1016/j.ijhm.2012.04.001 

Jaiswal, N. K., & Dhar, R. L. (2015). Transformational leadership, innovation climate, creative 
self-efficacy and employee creativity: A multilevel study. International Journal of Hospitality 
Management, 51, 30–41. https://doi.org/10.1016/j.ijhm.2015.07.002 

Karatepe, O. M. (2013). High-performance work practices and hotel employee performance: 
The mediation of work engagement. International Journal of Hospitality Management, 32(1), 
132–140. https://doi.org/10.1016/j.ijhm.2012.05.003 

Kim, M., & Beehr, T. A. (2018). Empowering leadership: leading people to be present through 
affective organizational commitment?*. International Journal of Human Resource Management, 
5192, 1–25. https://doi.org/10.1080/09585192.2018.1424017 

Krejcie, R. V., & Morgan, D. W. (1970). Determining Sample Size for Research Activities. 
Educational and Psychological Measurement, 30(3), 607–610. 
https://doi.org/10.1177/001316447003000308 

Kumar, T. K. V. (2017). Factors Impacting Job Satisfaction Among Police Personnel in India: 
A Multidimensional Analysis. International Criminal Justice Review, 27(2), 126–148. 
https://doi.org/10.1177/1057567716683776 

Lee, M. C. C., Sim, B. Y. H., & Tuckey, M. R. (2023). Comparing effects of toxic leadership 
and team social support on job insecurity, role ambiguity, work engagement, and job 

https://doi.org/10.1108/EBR-09-2015-0094
https://doi.org/10.5829/idosi.mejsr.2013.16.01.11638
https://doi.org/10.1007/s10869-014-9348-7
https://doi.org/10.1007/s10869-014-9348-7
https://doi.org/10.1016/j.ijhm.2019.03.006
https://doi.org/10.1080/09585192.2015.1025234
https://doi.org/10.1108/HESWBL-01-2023-0004
https://doi.org/10.1016/j.ijhm.2012.04.001
https://doi.org/10.1016/j.ijhm.2015.07.002
https://doi.org/10.1016/j.ijhm.2012.05.003
https://doi.org/10.1080/09585192.2018.1424017
https://doi.org/10.1177/001316447003000308
https://doi.org/10.1177/1057567716683776


Wardana, Salain, & Dwinata JS 
Transformational Leadership and Employee Satisfaction on Employee Loyalty: … 

 
 

Jurnal Manajemen Bisnis, 2024 | 329 

performance: A multilevel mediational perspective. Asia Pacific Management Review, xxxx. 
https://doi.org/10.1016/j.apmrv.2023.09.002 

Lehmann-Willenbrock, N., Meinecke, A. L., Rowold, J., & Kauffeld, S. (2015). How 
transformational leadership works during team interactions: A behavioral process 
analysis. Leadership Quarterly, 26(6), 1017–1033. 
https://doi.org/10.1016/j.leaqua.2015.07.003 

Martos-partal, M., & Labeaga, J. M. (2019). Impact of SMEs strategy on loyalty : the hairdresser 

case Impacto de la estrategia de la PYME en la lealtad : el caso de las peluquerías. Spanish 
Journal of Marketing - ESIC, 23(2), 273–293. https://doi.org/10.1108/SJME-11-2018-
0051 

Masakure, O. (2016). The effect of employee loyalty on wages. Journal of Economic Psychology, 
56(August), 274–298. https://doi.org/10.1016/j.joep.2016.08.003 

Melián-Alzola, L., & Martín-Santana, J. D. (2020). Service quality in blood donation: 
satisfaction, trust and loyalty. Service Business, 14(1), 101–129. 
https://doi.org/10.1007/s11628-019-00411-7 

Meng, J., & Berger, B. K. (2019). The impact of organizational culture and leadership 
performance on PR professionals’ job satisfaction: Testing the joint mediating effects of 
engagement and trust. Public Relations Review, 45(1), 64–75. 
https://doi.org/10.1016/j.pubrev.2018.11.002 

Mittal, S., & Dhar, R. L. (2015). Transformational leadership and employee creativity: 
Mediating role of creative self-efficacy and moderating role of knowledge sharing. 
Management Decision, 53(5), 894–910. https://doi.org/10.1108/MD-07-2014-0464 

Nisar, Q. A., Uzair, M., Razzaq, W., & Sarfraz, M. (2017). Impact of HR Practices on 
Employee loyalty and commitment: Mediating role of Job satisfaction. International Journal 
of Management Excellence, 9(2), 1067. https://doi.org/10.17722/ijme.v9i2.347 

Paais, M., & Pattiruhu, J. R. (2020). Effect of Motivation, Leadership, and Organizational 
Culture on Satisfaction and Employee Performance. Journal of Asian Finance, Economics and 
Business, 7(8), 577–588. https://doi.org/10.13106/JAFEB.2020.VOL7.NO8.577 

Phuong, N. N. D., Khuong, M. N., Phuc, L. H., & Dong, L. N. T. (2018). The Effect of Two-
Dimensional Factor on Municipal Civil Servants’ Job Satisfaction and Public Policy 
Implications. The Journal of Asian Finance, Economics and Business, 5(3), 133–142. 
https://doi.org/10.13106/jafeb.2018.vol5.no3.133 

Prentice, C., Wong, I. K. A., & Lin, Z. (CJ). (2023). Artificial intelligence as a boundary-
crossing object for employee engagement and performance. Journal of Retailing and 
Consumer Services, 73(February), 103376. 
https://doi.org/10.1016/j.jretconser.2023.103376 

Putra, I. P. K. S. D., & Suwandana, I. G. M. (2020). Effect of Organizational Commitment , 
Job Stress and Work-Family Conflict to Turnover Intention. International Research Journal 
of Management, IT and Social Sciences, 7(2), 30–37. 
https://doi.org/10.21744/irjmis.v7n2.859 

Rabiul, M. K., Mohamed, A. E., Patwary, A. K., Yean, T. F., & Osman, S. Z. (2021). Linking 
human resources practices to employee engagement in the hospitality industry: the 
mediating influences of psychological safety, availability and meaningfulness. European 
Journal of Management and Business Economics, 32(2), 223–240. 
https://doi.org/10.1108/EJMBE-12-2020-0347 

Schneider, B., Yost, A. B., Kropp, A., Kind, C., & Lam, H. (2018). Workforce engagement: 
What it is, what drives it, and why it matters for organizational performance. Journal of 
Organizational Behavior, 39(4), 462–480. https://doi.org/10.1002/job.2244 

Sharma, M. (2016). Job Satisfaction and Employee Loyalty: A study of Academicians. Asian 
Journal of Management, 7(2), 105. https://doi.org/10.5958/2321-5763.2016.00015.9 

https://doi.org/10.1016/j.apmrv.2023.09.002
https://doi.org/10.1016/j.leaqua.2015.07.003
https://doi.org/10.1108/SJME-11-2018-0051
https://doi.org/10.1108/SJME-11-2018-0051
https://doi.org/10.1016/j.joep.2016.08.003
https://doi.org/10.1007/s11628-019-00411-7
https://doi.org/10.1016/j.pubrev.2018.11.002
https://doi.org/10.1108/MD-07-2014-0464
https://doi.org/10.17722/ijme.v9i2.347
https://doi.org/10.13106/JAFEB.2020.VOL7.NO8.577
https://doi.org/10.13106/jafeb.2018.vol5.no3.133
https://doi.org/10.1016/j.jretconser.2023.103376
https://doi.org/10.21744/irjmis.v7n2.859
https://doi.org/10.1108/EJMBE-12-2020-0347
https://doi.org/10.1002/job.2244
https://doi.org/10.5958/2321-5763.2016.00015.9


Wardana, Salain, & Dwinata JS 
Transformational Leadership and Employee Satisfaction on Employee Loyalty: … 

 
 

Jurnal Manajemen Bisnis, 2024 | 330 

Stamolampros, P., Korfiatis, N., Chalvatzis, K., & Buhalis, D. (2019). Job satisfaction and 
employee turnover determinants in high contact services: Insights from 
Employees’Online reviews. Tourism Management, 75(1), 130–147. 
https://doi.org/10.1016/j.tourman.2019.04.030 

Stirpe, L., Profili, S., & Sammarra, A. (2022). Satisfaction with HR practices and employee 
performance: A moderated mediation model of engagement and health. European 
Management Journal, 40(2), 295–305. https://doi.org/10.1016/j.emj.2021.06.003 

Sudibjo, N., & Prameswari, R. K. (2021). The effects of knowledge sharing and person–
organization fit on the relationship between transformational leadership on innovative 
work behavior. Heliyon, 7(6), e07334. https://doi.org/10.1016/j.heliyon.2021.e07334 

Sudibjo, N., & Sutarji, T. (2020). The roles of job satisfaction, well-being, and emotional 
intelligence in enhancing the teachers’ employee engagements. Management Science Letters, 
10(11), 2477–2482. https://doi.org/10.5267/j.msl.2020.4.002 

Syahrizal, S., Patrisia, D., & Abror. (2019). Employee Engagement, Satisfaction and Loyalty: 
Preliminary Findings. Proceedings of the Third Padang International Conference On Economics 
Education, Economics, Business and Management, Accounting and Entrepreneurship (PICEEBA 
2019), 97(Piceeba), 713–719. https://doi.org/10.2991/piceeba-19.2019.78 

Tsang, N. K. F., & Hsu, C. H. C. (2011). Thirty years of research on tourism and hospitality 
management in China: A review and analysis of journal publications. International Journal 
of Hospitality Management, 30(4), 886–896. https://doi.org/10.1016/j.ijhm.2011.01.009 

Udin, U., Dharma, R. D., Dananjoyo, R., & Shaikh, M. (2023). The Role of Transformational 
Leadership on Employee Performance Through Organizational Learning Culture and 
Intrinsic Work Motivation. International Journal of Sustainable Development and Planning, 
18(1), 237–246. https://doi.org/10.18280/ijsdp.180125 

Udin, U., & Shaikh, M. (2022). Transformational leadership and innovative work behavior: 
testing the mediation role of knowledge sharing and work passion. Jurnal Dinamika 
Manajemen, 13(1), 146–160. 

Valverde-Roda, J., Moral-Cuadra, S., Aguilar-Rivero, M., & Solano-Sánchez, M. Á. (2022). 
Perceived value, satisfaction and loyalty in a World Heritage Site Alhambra and 
Generalife (Granada, Spain). International Journal of Tourism Cities, 8(4), 949–964. 
https://doi.org/10.1108/IJTC-08-2021-0174 

Wang, H., Lu, G., & Liu, Y. (2017). Ethical Leadership and Loyalty to Supervisor in China: 
The Roles of Interactional Justice and Collectivistic Orientation. Journal of Business Ethics, 
146(3), 529–543. https://doi.org/10.1007/s10551-015-2916-6 

Wolter, J. S., Bock, D., Mackey, J., Xu, P., & Smith, J. S. (2019). Employee satisfaction 
trajectories and their effect on customer satisfaction and repatronage intentions. Journal 
of the Academy of Marketing Science, 47(5), 815–836. https://doi.org/10.1007/s11747-019-
00655-9 

Yadav, M., Choudhary, S., & Jain, S. (2019). Transformational leadership and knowledge 
sharing behavior in freelancers: A moderated mediation model with employee 
engagement and social support. Journal of Global Operations and Strategic Sourcing, 12(2), 
202–224. https://doi.org/10.1108/JGOSS-08-2017-0030 

Yao, T., Qiu, Q., & Wei, Y. (2019). Retaining hotel employees as internal customers: Effect of 
organizational commitment on attitudinal and behavioral loyalty of employees. 
International Journal of Hospitality Management, 76(March), 1–8. 
https://doi.org/10.1016/j.ijhm.2018.03.018 

Yue, C. A., Men, L. R., & Ferguson, M. A. (2019). Bridging transformational leadership , 

transparent communication , and employee openness to change : The mediating role of 
trust. Public Relations Review, 45(3), 1–13. https://doi.org/10.1016/j.pubrev.2019.04.012 

Zahari, I. Bin, & Shurbagi, A. M. A. (2012). The Effect of Organizational Culture and the 

https://doi.org/10.1016/j.tourman.2019.04.030
https://doi.org/10.1016/j.emj.2021.06.003
https://doi.org/10.1016/j.heliyon.2021.e07334
https://doi.org/10.5267/j.msl.2020.4.002
https://doi.org/10.2991/piceeba-19.2019.78
https://doi.org/10.1016/j.ijhm.2011.01.009
https://doi.org/10.18280/ijsdp.180125
https://doi.org/10.1108/IJTC-08-2021-0174
https://doi.org/10.1007/s10551-015-2916-6
https://doi.org/10.1007/s11747-019-00655-9
https://doi.org/10.1007/s11747-019-00655-9
https://doi.org/10.1108/JGOSS-08-2017-0030
https://doi.org/10.1016/j.ijhm.2018.03.018
https://doi.org/10.1016/j.pubrev.2019.04.012


Wardana, Salain, & Dwinata JS 
Transformational Leadership and Employee Satisfaction on Employee Loyalty: … 

 
 

Jurnal Manajemen Bisnis, 2024 | 331 

Relationship between Transformational Leadership and Job Satisfaction in Petroleum 
Sector of Libya. International Business Research, 5(9), 89–97. 
https://doi.org/10.5539/ibr.v5n9p89 

Zakaria, R., Sulaiman, N. I. S., Ibrahim, H., Abdullah, M. S., & Zabidi, N. Z. (2013). The role 
of individual factor in knowledge sharing behavior among profit oriented webloggers. 
Proceedings of the European Conference on Knowledge Management (ECKM), 2, 950–960. 

Zeffane, R., & Melhem, S. J. B. (2017). Trust, job satisfaction, perceived organizational 
performance and turnover intention: A public private sector comparison in the United 
Arab Emirates. Employee Relations, 39(7), 1148–1167. https://doi.org/10.1108/ER-06-
2017-0135 

 

https://doi.org/10.5539/ibr.v5n9p89
https://doi.org/10.1108/ER-06-2017-0135
https://doi.org/10.1108/ER-06-2017-0135

