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ABSTRACT

The purpose of this study is to find out what factors can prevent employee
turnover in a company, great leadership will be able to function to create team
solidarity. This article aims to review and synthesize related literature studies
and Transformational Leadership and look at the research results of these
variables. to be reviewed and whether there is an influence between one
variable and another. This study uses a literature review by looking for
references related to variables from several international articles. This study
provides an overview of the articles obtained by describing the influence
between variables. The purpose of this research is to look at a mini-review of
the selected articles related to the variables and findings, using qualitative
methods by presenting the literature from the results collected. The results of
this study are several articles that have influence and still have to be continued
in further research with the same variables as possible with different objects.
The novelty of this research is that there is no research that combines
transformational leadership with employee turnover intentions.

Keywords: Transformational Leadership, Turn Over Employee, Organization
Development, Organization Commitment, Team Work.

INTRODUCTION

Human resources are one of the most important factors that cannot be separated
from any organization, institution or enterprise. In addition, human resources are an
important factor that influences the development of a company. HR primarily refers to
people who work in an organization as doers, thinkers, and planners to achieve
organizational goals.

Organizations and companies can win the competition and prove their existence in
the global world if they are supported by the quality of the organization and human
resources. Human resource management in an organization is beneficial to the
organization and is a great and irreplaceable asset. An organization's human resources
or employees play a very important role in the success of an organization or business. A
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sophisticated and impeccable facility does not necessarily guarantee an organization's
success unless it matches the quality of the people employed. these rooms. No matter
how mature a company's technology is, it takes experienced people to implement it. All
of these assets, except for human resources, can be easily acquired by institutions with
sufficient capital to acquire them. However, this is not the case for employees. Finding
suitable and qualified employees according to the qualifications required by the
institution is not easy. People are therefore the most valuable asset

A company's valuable capital is its competent and loyal employees. If the company
has talented employees, it is easier to see the progress of the company. Competent and
qualified employees are an important asset for a company. All companies undoubtedly
go through an attrition process. Employee turnover is the employee turnover activity
within an organization caused by the determinants of voluntary or involuntary
employee turnover. The turnover rate is measured by the number of employees leaving
the company over a period of time. Companies with frequent employee turnover tend to
have a high turnover rate. When employee fluctuations increase, there is no doubt that
something is wrong with the company. If sales are increasing, this doesn't bode well for
the company and needs to improve. Employee turnover is inevitable, but the company is
committed to providing a good and comfortable working environment. Of course, some
employees quit. The turnover hits the company hard because a lot of money was spent
on hiring employees. Another problem with turnover is reduced productivity due to
staff cutbacks, for example. Employee turnover itself can occur due to inconvenience at
work until the person is forced to leave. Each company's acceptable level of employee
turnover will vary depending on industry factors, type of work, geography, company
size, etc.

Factors in turnover rate, companies can't stop everyone from staying in the
company and especially young workers from changing jobs. The variation is due to
several factors and can be explained as follows. (1) Individual factors, this factor is
experienced by the employees themselves and includes job satisfaction, performance,
workload, and the ability of the employee to get the job done. It is not uncommon for
employees to decide to resign for these reasons. 2. Business factors, the state of the
company has a great influence on the leave of employees, but he is one of them. This
condition can be seen in work culture, pay, work environment, employee involvement
in projects, or the company's work structure. (3). Location factor, many employees
decide to leave because of the distance from their home to the office. If the distance
between home and office is too far, employees will not

stay at the company for long. The company plays an important role in the human
resource development of its employees. To become an HR professional, you need to
understand employee training and development strategies.

METHOD

This research method is a literature review that compares several existing
theories with previous research. The following data collection techniques are used to
obtain the information and data required for this work. Documents/Library is a
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technique for gathering data through the examination of documents related to the
problem under investigation. The data analysis method in this research uses the
analysis method in the literature review using the inductive thinking pattern. The
analysis process is carried out using a data analysis technique which is content analysis.
That is, conclusions are drawn through the stages of the detailed description of data and
context, nature, properties, content, rationale, use of inductive logic, and strategies for
preventing employee turnover in the shipping industry. We will try to look up some
literature from sources.

Literature Review

Transformational Leadership:

Transformational leadership, or transformational leadership, is a leadership style
that identifies the changes needed, develops a vision that paves the way for making
those changes and implements the plans needed to implement those changes. In today's
ever-changing world, it's easy to see why this leadership style is important. By
definition, transformational leadership is a form of values, beliefs, and needs that
embrace change as a new form of success. Leaders with a transformative style are
believed to be able to influence the overall performance of their employees. Managers
who apply transformative leadership typically have a prescient vision and are also able
to help their employees and subordinates develop the necessary skills. Leaders have a
style of change when they can change situations, change what is usually done, talk about
high goals, and have a baseline of freedom, justice, and equality. Leaders explain to
employees that the goals to be achieved are more than just personal gain.
Transformational leadership is reflected in a high level of commitment, motivation, and
confidence on the part of employees who see attainable organizational goals as well as
personal gains. His is in line with research conducted by (Antonakis & House, 2013); (F.
A. Putri & Muhdiyanto, 2018); (Bakhtiar, 2019); (Tosun et al., 2022); (Naeem & Nawaz,
2017)

Organization Development:

Organizational development, or commonly abbreviated as OE, is often also
referred to as organizational development. This organizational development is a
planned change. This change can be understood as continuous renewal and
modernization. This change will have a very dominant effect on society. Such
developments require organizations to mobilize their members and adapt to the
changes that are taking place. The term is actually quite familiar in business and HR
circles. Therefore, this organizational development can be said to be information
gathering to improve organizational efficiency. Company improvements and changes
are generally made in good faith and with reasonable intent. One of them is a clear work
goal, which can be achieved with the right steps. Organization Development or Org
Development can actually invite everyone to get to know the entire organization.
Understand the different personalities of organizations and companies. Several effective
restructuring measures have therefore been taken in connection with the creation of
this organization. Of course, the company's organizational structure may be fully
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operational in the near future. So in this case the business organization could be more
efficient. Every part of an organization can do what it does best and influence the
company and its employees. Various challenges must be overcome for implementation.
Ultimately, however, the changes that this organizational evolution brings will help the
company overcome some of its existing challenges. His is in line with research
conducted by (Cloutier et al., 2015); (Kaliannan et al., 2022); (Day, 2000); (Kokkaew et
al,, 2022).

Organization Commitment:

Organizational engagement is the state in which employees take sides with a
particular organization and pursue their own goals and desires in order to maintain
membership in that organization. According to Stephen P. Robbins, high work
engagement is defined as a person's commitment to a specific task, and high
organizational engagement means supporting the organization that employs that
person. In a school organization, teachers are professionals who have direct contact
with students, so in their role as educators, teachers can implement policies with
specific goals and have a strong commitment to the schools in which they work.
Implement management systems that help solve problems and increase employee
engagement within the organization Committed to human values: Create documented
rules, hire the right and methodical managers, and maintain communication. Find out
more and tell us about your work. mission and ideological statements; charisma uses
values-based hiring practices; Emphasis on values-based adoption and education. build
a tradition Ensuring organizational equity: They have set up a comprehensive
complaints procedure. provide comprehensive two-way communication, Creating a
sense of community: Building homogeneity based on values. justice; valuing
cooperation, mutual support, and teamwork, and a sense of unity as a group; Support
employee development: Repeat; do the hard work in the first year. promotion and
empowerment; promotion from within; providing development funding; Protecting
unsafe workers. Commitment is very important to someone. Depth of involvement can
be easy or difficult, fun or difficult, easy or difficult, and can measure the level of
consistency and responsibility. Without commitment, there is no consistency. Great
organizations are made up of dedicated people. The higher the value of each person's
engagement, the better the organization's performance. Dedated people always do their
best in what they promise. His is in line with research conducted by (Noviardy & Aliya,
2020); (Priambodo et al., 2019); (Wuryani, 2013); (Muis et al., 2018); (Valickas et al,,
2015)

Teamwork: A leader is the main element of an organization, and the power of the
organization rests in the hands of the leader. Managers are also key to a company's
success. The process of building effective teams is closely related to the role of the
leader's relationship: the leader's role in forming and developing work groups, guiding,
initiating, developing, and directing top talent. Organizational goals are useful goals.
Organizational internal and external relations and organizational representation. Task
success within a team is achieved when each team member is willing to work according
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to her team-building goals and do her best for the team's success. Teamwork arose out
of the need to increase efficiency, attitude, and loyalty in workgroups. This happens
when groups of people try to work together, use their skills, and give constructive
feedback on a personal or interpersonal level. Teamwork fosters loyalty, security, and
self-esteem that meet the needs of individual members, respect their affiliation, and
maintain positive relationships both inside and outside the team. The existence of an
absolute workgroup within the company. All work must be completed on time and it is
very difficult for one person to do it alone. Although the actual work is done
individually, these individuals work in small groups to produce their work. His is in line
with research conducted by (Ruotsalainen et al., 2023); (Chatman & O’Reilly, 2016);

(Tan, 2019)
Transformational
Leadership
Organization
Development
Organization
Commitment

Figure 1 Framework Model

Turnover
Employee

Information Based Variable:

X1: Independent variable (Transformational Leadership)
X2: Independent variable (Organization Development)
X3: Independent variable (Organization Commitment)
X4: Independent variable (Team Work)

Y: Intervening variable (Turn Over Employee)
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Source: https://www.pwc.com/sk/en/expert-articles/staff-turnover.html
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Figure 3 Cost of Employee Turnover

Source: https://www.sketchbubble.com/en/presentation-employee-
turnover.html

RESULTS AND DISCUSSION

Employee turnover or turnover rate is the tendency of a company to experience

employee turnover or turnover. Employee turnover can be determined by the number
of employees or workers who leave within a period of time. Reasons for dismissal can
be divided into voluntary and compulsory. Optional reasons an employee submits when
leaving or leaving include wanting a better job elsewhere, wanting to receive a salary
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offer or higher salary offer, wanting to focus on furthering themselves in other areas,
wanting to build a business and so on. On the other hand, the reasons for the forced
dismissal of workers are like company-imposed layoffs. However, this one factor is not
always used as a benchmark for calculating employee turnover. High turnover is related
to the internal management of companies, so more attention should be paid to the
number of employees leaving voluntarily. Employee turnover Has been widely studied
by previous researchers namely: (Sethumadhavan & Bharathi, 2015); (Mossarah,
2023); (Holm et al., 2023).

Four Causes of Employee Turnover Before understanding strategies to address it,
first make sure management understands the causes of employee turnover. So that we
can overcome or prevent this incident in the first place. Here are some of the main
causes: Inappropriate recruitment system, The main reason is the inaccurate
recruitment system during the selection process. Recruitment screening is an activity
that must be done properly to attract new employees. That is, there are certain stages or
paths. Therefore, care must be taken when implementing the recruitment system. If
management has the wrong or inadequate hiring system in place from the start, new
hires may not meet the required standards later on. Then there is employee turnover.
Before implementing strategies to reduce employee turnover, it is best to anticipate
turnover from the outset by establishing a good hiring system. Also, make sure your
managers are hiring properly and vigilantly so that the results are good. No
development and training, And the next cause is that it is neither developed nor trained.
These two activities may seem trivial, but in reality, training and development are the
best activities for building employee character and skills. There is never any employee
development or training, it just discourages employee development. Your existing skills
are just that, but your company needs new breakthroughs. And if skills don't improve,
the company looks for new candidates. That's why development and training are so
important, even if it costs money. Through this training and development, management
sought to implement one of the best and most effective strategies for reducing employee
turnover. Busy work and monotony, A job that is too monotonous is also one of the
main reasons for his frequent turnover. Most people get offended by the monotony and
too much work and decide to quit. Too much monotonous work will only bore workers.

In fact every employee has her job her desk from the beginning. But of course,
doing all the work alone can make the worker very uncomfortable. To avoid such high
employee turnover, it is recommended to implement strategies to reduce employee
turnover from the beginning. Management can learn strategy by reading lots of books,
searching for information, or at least studying on their own. Employees are rarely
recognized, Employees are rarely recognized and appraisals can lead to employee
turnover. That is why recognition and gratitude are so important. Reward not only
verbally, but also materially. After understanding the causes, management needs to
know what strategies can be implemented to reduce employee turnover so that the
company can easily avoid losses. [ had to create some strategies from scratch to prevent
that from happening.
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Job turnover intentions in companies can be divided into functional and
dysfunctional. Functional type is a disabled employee who voluntarily leaves the
company and benefits the company. Then there is a kind of dysfunction when a good
employee voluntarily leaves the company and voluntarily leaves at the company's
expense. Non-operating income is a major concern of management as it negatively
impacts the overall performance of the company. There are two types of errors:
avoidable errors and unavoidable errors. Avoidable turnover is caused by low wages,
job imbalances, poor working conditions and low morale. On the other hand, family
movements, serious illness, death, and other personal issues inevitably leave the
workforce. Avoidable turnover is manageable and companies should implement
retention strategies to reduce employee turnover within their organizations. His is in
line with research conducted by (Arfari et al., 2023); (Wibowo et al., 2023); (GUNEY &
SICRAR, 2022).

CONCLUSION

How to reduce employee turnover Basically, there is no foolproof way to achieve
high employee loyalty to the company. But when management tries to understand what
their employees really need, they go in the right direction. Employee turnover, or often
referred to as turnover, is when one or more employees leave or retire and are replaced
by another employee. Business staking requirements can be beneficial or harmful. It
might be worth it if the company gets a better replacement employee. However, if the
opposite happens, the company can suffer losses, especially if turnover is too high. An
important factor to consider when analyzing a company's turnover rate is the measures
taken to reduce employee turnover. When an employee tells their HR manager or
management why they are leaving, management can take that feedback into account
and make changes accordingly. This may even reduce the company's turnover rate or
even encourage employees to return to the company after an increase. Employee
turnover Has been widely studied by previous researchers namely: (Bontis & Fitz-
enz, 2002); (Adam & Epel, 2007); (Henokh Parmenas, 2022); (Student et al., 2021)

In particular, it prevents employee turnover, which can cause business disruption.
It depends on the system built and the work culture. To reduce employee turnover, you
can take the following precautions: Here are some things management can do to reduce
employee turnover: Find the right people, in this case, management must be able to find
employees with the right skills. In addition, management should check whether
employees fit into management's corporate culture, whether they can work in groups,
or any other requirements that management should consider. Everyone's skills can still
be trained, but it's difficult to change everyone's personality. Competitive salary and
facilities, salary is always the main attraction for employees, but management should
pay attention to the facilities provided to employees. Managers can provide various
benefits such as insurance, pension funds, and other services such as telecommuting
and flexible working hours to make employees feel comfortable working in the
company. Effective training, If you have employees who are confused at work, it may be
because management is not training them effectively. Effective training keeps
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employees from being confused at work. Balanced working hours, give your leaders a
chance to reap the fruits of their labor. Do not force employees to work long hours or
prevent them from exercising their rights. Pay employees who work overtime, if
necessary. Don't Hire Toxic Employees, it makes no sense for management to offer high
salaries and good benefits, but one employee poisons another to leave the company.
This should not be allowed. Better to lose an employee with these qualities. Even if she
performs well, management wants her to lose one more toxic person than half the
workforce. Develop an employee engagement strategy. Creating an engagement
strategy is creating programs for frontline employees that: Additionally, the
organization must be able to conduct performance reviews. This can be very helpful in
evaluating and determining the next steps a company should take. He also conducts
employee satisfaction surveys at least once a month to increase the company's
transparency. this is in line with research conducted by (Aslam, 2015); (Yosevina Gracia
Manurung & Dionisius Sihombing, 2023);(Putera & Hermaningsih, 2023); (W. A. Putri &
Ariyanto, 2023); (Martini et al., 2023); (Seth, 2023)
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