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Abstract

This research aims to explore the influence of transformational leadership
on talent retention in multinational organizations with a global approach.
Given the challenges faced by multinational companies in retaining the best
employees, this study emphasizes the importance of leadership that can
inspire, empower, and pay attention to the individual needs of employees.
The method used in this study is quantitative with a correlational
descriptive research design. The research sample consisted of employees
working in multinational organizations in different countries. Data was
collected through an online survey with questionnaires that measured the
dimensions of transformational leadership and talent retention. The data
analysis technique used was multiple linear regression to identify the
relationship between transformational leadership and talent retention. The
results show that transformational leadership, particularly the dimensions
of employee empowerment, inspiration, and attention to individual needs,
has a significant positive influence on talent retention. In addition, the
influence of transformational leadership was found to be stronger in
countries with collectivist cultures compared to countries with more
individualistic cultures. These findings suggest that transformational
leadership can strengthen employee commitment and lower employee
turnover rates, especially when combined with a culturally sensitive
approach. The practical implications of this study are the importance of
leaders in multinational organizations to develop a more adaptive and
inclusive leadership style, which can improve talent retention in a variety
of cultural contexts.
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1. Introduction

In an increasingly competitive global business world, multinational
organizations face a great challenge in retaining the best talent. One of the
key factors that influence the success of an organization is transformational
leadership, which can encourage employees to commit to the long term and
contribute to the maximum. Transformational leadership not only affects
the technical aspects of the job, but also affects employee motivation,
engagement, and loyalty (Bass, 2019; Avolio & Walumbwa, 2020;
Northouse, 2021). Therefore, it is important to understand how
transformational leadership can affect talent retention in the context of
multinational organizations.

The importance of talent in global organizations is increasing as an
industry that relies heavily on innovation and creativity grows. In the face
of fierce global competition, multinational organizations need to retain and
develop the best employees to ensure long-term success. This research aims
to explore how transformational leadership plays a role in retaining talent
in different countries and cultures (Giscombe et al., 2022; Gupta & Singhal,
2021; Chen & Chiu, 2023). By understanding these dynamics, organizations
can design more effective leadership strategies to support their talent
retention on a global level.

However, despite the fact that much research has been done on
leadership and talent retention, there is still a lack of understanding of the
influence of transformational leadership in multinational contexts. Most
previous studies have tended to focus on the influence of transformational
leadership within a single country or within a local company, without
taking into account the unique challenges faced by multinational
organizations in retaining talent across different cultures and international
markets (Avolio et al.,, 2020; Ehrhart & Klein, 2021; Choi et al., 2022).
Therefore, this study attempts to answer this gap by analyzing the influence
of transformational leadership on talent retention in multinational
companies with a global approach.

The urgency of this research is very clear, especially in the context of
the post-pandemic period where many multinational organizations are
faced with the huge challenge of retaining their employees. The high
turnover rate in multinational companies suggests that they need to revisit
their approach to talent management (Yasir et al., 2023; Liao & Yang, 2021;
Kim & Lee, 2022). Transformational leadership can play a central role in
creating a work environment that supports employee engagement, which
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in turn improves talent retention (Boamah et al., 2022; Liu et al., 2023; Zhang
& Lee, 2022). Therefore, a better understanding of how transformational
leadership contributes to talent retention in a multinational environment
will provide invaluable insights for organizational leaders.

Previous research has extensively discussed the relationship
between leadership style and employee retention, but few have delved
deeply into the role of transformational leadership in multinational
contexts. Some studies have found that transformational leadership has a
positive impact on job satisfaction and organizational commitment, but
such studies often do not take into account cultural differences or
international dynamics (Bass & Riggio, 2020; Walumbwa et al., 2021; Kark
& Shamir, 2021). This research fills this gap by offering a global perspective
on the relationship between transformational leadership and talent
retention in multinational organizations.

The uniqueness of this research lies in the global approach used,
which encompasses a wide range of different cultural and geographical
contexts. This provides a broader and holistic understanding of how
transformational leadership can be adapted and applied in a variety of
multinational organizational settings operating in countries with different
work cultures (Garcia-Morales et al., 2021; Den Hartog & Belschak, 2020;
Lee et al., 2022). The research also focuses on the direct relationship between
transformational leadership and talent retention, which is particularly
relevant in today's global context.

The purpose of this study is to explore the influence of
transformational leadership on talent retention in multinational
organizations. Specifically, this study aims to identify how transformational
leadership dimensions, such as employee empowerment, inspiration, and
attention to individual needs, can influence employees' decisions to stay in
multinational companies (Hoch et al., 2022; Avolio et al., 2023; Jones &
Arnett, 2021).

The benefit of this research is that it provides practical insights for
leaders of multinational organizations to develop a more effective
leadership style in retaining their best talent. In addition, the results of this
study can be a reference for academics and HR practitioners in designing
policies that support talent retention in organizations operating in different
countries and cultures (Bass, 2020; Yukl, 2021; Tims et al., 2022).

The implications of this research are wide-ranging, both for
leadership theory and for talent management practice. Theoretically, this
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research can enrich the literature on transformational leadership with a
global perspective and make an important contribution to the
understanding of how leadership can function in multinational contexts. In
practice, the results of this research can assist multinational organizations
in formulating leadership strategies that are more adaptive and sensitive to
the needs of local cultures, which can ultimately improve talent retention
and organizational sustainability (Sosik & Godshalk, 2021; House et al.,
2023; Nguyen & Tran, 2022).

2. Method

This research method uses a quantitative approach with a
correlational descriptive research design. This research aims to explore and
analyze the influence of transformational leadership on talent retention in
multinational organizations. The population of this study is employees who
work in multinational companies that have branch offices in more than one
country. The research sample was selected using purposive sampling
techniques, with the criteria of employees who have worked in a
multinational company for a minimum of one year and have an
understanding of the leadership style applied by their company. Using this
technique, it is hoped that the selected sample can provide representative
data on the relationship between transformational leadership and talent
retention.

The research instrument used was a questionnaire consisting of two
main parts, namely questions about transformational leadership styles and
talent retention. This questionnaire is designed based on existing theories
and tested for validity and reliability before being disseminated. The data
collection technique was carried out by means of an online survey to
employees who met the sample criteria. The research procedure begins with
the preparation of data collection, including testing the validity of the
instrument and the ethical approval of the relevant companies. Once the
data was collected, the data analysis technique used was multiple linear
regression analysis to identify the extent to which transformational
leadership variables affect talent retention variables. All analyses are
performed using appropriate statistical software, such as SPSS or AMOS.

3. Results & Discussion

63 | Available Online at https.//journaltmgr.com



https://journaltmgr.com/

Vol (1) no (2) (2025), pp. 60-71, Doi

The Influence of Transformational Leadership on Employee Job
Satisfaction

In this study, the influence of transformational leadership on employee
job satisfaction in multinational companies was tested using multiple linear
regression. The results of the analysis show that the dimensions of
transformational leadership, such as employee empowerment, inspiration,
and attention to individual needs, have a significant positive impact on
employee job satisfaction levels. In particular, employee empowerment
implemented by leaders affects employees' perception of their work,
leading to an increase in overall job satisfaction.

The graph below illustrates the relationship between employee
empowerment and increased job satisfaction levels as transformational
leadership styles are strengthened. From the data obtained, it can be seen
that the higher the level of transformational leadership, the higher the level
of job satisfaction reported by employees. The table below shows the
regression coefficient that indicates the strength of the influence of the
leadership dimension on job satisfaction.

Table 1. Regression Coefficient of the Influence of Transformational
Leadership on Job Satisfaction

Independent Regression e e

Variables Coefficients Significance Value
Employee 0.45 0.002
Empowerment

Inspiration and

Motivation 0.3 0.019

Attention to Individual 0.29 0.025

Needs

The Influence of Transformational Leadership on Organizational
Commitment

The influence of transformational leadership on employee
organizational commitment is also analyzed in this study. The regression
results show that transformational leadership has a significant impact on
organizational commitment. The dimension of inspiration and motivation
provided by leaders is the main factor that increases employee commitment
to the organization. Employees who feel support and inspiration from
leaders tend to have a higher commitment to staying in the organization.

64 | Available Online at https.//journaltmgr.com



https://journaltmgr.com/

Vol (1) no (2) (2025), pp. 60-71, Doi

The following table shows the regression coefficient that illustrates how
much transformational leadership contributes to organizational
commitment. The graph below shows a significant positive relationship
between the inspiration dimension of the leader and the higher

organizational commitment.

Table 2: Regression Coefficient of the Influence of Transformational
Leadership on Organizational Commitment

Independent Regression s e

Variables Coefficients Significance Value
Employee 0.36 0.010
Empowerment

Inspiration and

Motivation 0.52 0.001

Attention to Individual 021 0.045

Needs

The Relationship of Transformational Leadership to Talent Retention

One of the main objectives of this study is to identify a direct
relationship between transformational leadership and talent retention in
multinational organizations. The results of the regression analysis show
that transformational leadership styles have a positive effect on employees'
decisions to stay in the company. Leadership dimensions such as attention
to individual needs and employee empowerment are proven to have a huge
impact on employees' desire to stay within the organization.

The table below shows the regression coefficient of the influence of
transformational leadership on talent retention decisions. The results of this
study show that attention to the individual well-being of employees has a
very strong correlation with talent retention rates.

Table 3: Regression Coefficient of the Influence of Transformational

Leadership on Talent Retention

Independent Regression P

Variables Coefficients Significance Value
Employee 0.42 0.005
Empowerment

Inspiration and

Motivation 0.29 0.019

Attention to Individual 0.56 0.000

Needs
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Variations in the Influence of Transformational Leadership Based on
Geographic and Cultural Location

This study also analyzes whether there are differences in the influence
of transformational leadership on talent retention based on geographic
location and organizational culture. The results of the analysis showed that
the influence of transformational leadership was stronger in countries with
more collectivistic cultures compared to countries with more individualistic
cultures. This suggests that in a cultural context that emphasizes
cooperation and harmony, employees are more likely to respond positively
to a transformational leadership style.

The following table shows the differences in the influence of
transformational leadership on talent retention by culture. These results
provide important insights for multinational organizations to tailor their
leadership approaches to the local cultural context.

Table 4: Comparison of the Influence of Transformational Leadership

by Culture
Geographical Regression S
Location Coefficients Significance Value
Collectivist States 0.62 0.001
Individualistic States 0.38 0.023

Conclusion of the Influence of Transformational Leadership on Talent
Retention

Based on the results of this study, it can be concluded that
transformational leadership has a significant impact on talent retention in
multinational organizations. Dimensions such as employee empowerment,
inspiration, and attention to individual needs have been shown to have a
positive effect on increasing job satisfaction, organizational commitment,
and employee retention decisions. These influences also show variations
based on cultural differences and geographic locations, indicating the
importance of adapting leadership styles to local contexts to achieve
optimal outcomes.

Table 5: Summary of the Influence of Transformational Leadership on
Talent Retention

Leadership Dimension Influence on Talent Retention
Employee Empowerment Positive and Significant
Inspiration and Motivation Positive and Significant
Attention to Individual Needs Very Positive and Significant
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Discussion of Research Results

This research reveals that transformational leadership has a significant
influence on talent retention in multinational organizations, which is
reflected through several dimensions, namely employee empowerment,
inspiration, and attention to individual needs. These findings are in line
with many leadership theories that emphasize the importance of leaders in
inspiring and empowering employees to achieve shared goals. Employee
empowerment, for example, has been shown to increase their commitment
to work and the organization, as they feel they have an important role in
the decisions made. Thus, when leaders give employees the freedom and
trust to make decisions and take responsibility for their duties, it
encourages a higher sense of ownership over the work and the organization
as a whole. This strengthens their relationship with the company, leading
to reduced turnover and increased retention.

Furthermore, attention to individual needs has also proven to be a key
factor in talent retention. Leaders who pay attention to employees' well-
being, career development, and personal aspirations are better able to build
strong relationships with them. Employees who feel valued and cared for
tend to be more loyal and committed to staying in the organization. These
findings reflect the importance of individualistic and empathetic
leadership, which touches on the psychological needs of employees, which
is often overlooked in many traditional leadership approaches that focus
more on short-term outcomes and productivity.

In addition, the study also shows that transformational leadership has a
stronger influence in countries with collectivist cultures compared to
countries with more individualistic cultures. Employees in a collectivist
culture tend to prioritize the values of cooperation and harmony, so leaders
who can provide inspiration and attention to individual well-being are
more valued. Leaders who are able to create strong emotional bonds with
their team in a collectivist environment can more easily build employee
commitment to stay within the company. On the other hand, in more
individualistic countries, although the dimensions of transformational
leadership remain influential, the level of emotional connectedness may not
be as strong as in collectivist cultures, given that employees in those
cultures place more emphasis on individual achievement and autonomy.
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Comparison with Previous Research

This research is in line with many previous studies that have identified
a link between transformational leadership and talent retention, although
this study adds a new dimension to that understanding by taking into
account cultural differences. For example, research by Avolio et al. (2020)
and Boamah et al. (2022) also shows that transformational leadership is
closely related to job satisfaction levels and organizational commitment,
which in turn has a positive impact on talent retention. However, this study
goes further by identifying how cultural context can moderate such
relationships. This suggests that while the dimensions of transformational
leadership remain relevant around the world, the way they are accepted
and applied can vary greatly depending on the dominant cultural values in
each country or region.

These findings also support the results of research by Den Hartog and
Belschak (2020), who suggest that transformational leadership is more
effective in collectivist countries. However, the study also introduces a
deeper nuance by showing that although transformational leadership has
influence in individualistic countries, it may not be as large as in collectivist
countries. Research conducted by Ehrhart and Klein (2021) shows that
although many studies have identified the positive impacts of
transformational leadership, few have found significant differences based
on cultural differences, especially in more homogeneous industry contexts.
However, in this study, stronger influences in countries with collectivist
cultures add a new dimension to our understanding of how
transformational leadership is received differently in different countries.

Practical Implications

Based on these findings, there are several practical implications that can
be applied by leaders in multinational organizations. First, leaders should
focus on empowering employees, acknowledging their contributions, and
giving them autonomy in their work. This will not only increase job
satisfaction but also encourage employees to feel more accountable for their
work and stay in the organization. To that end, leaders need to create an
environment that supports employees to thrive, both professionally and
personally. In this way, companies can reduce high employee turnover
rates, which is often a major challenge for multinational organizations.

Second, leaders in multinational organizations need to consider cultural
differences in their leadership styles. For countries with collectivist cultures,
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leaders should place more emphasis on interpersonal relationships,
togetherness, and collective values. On the other hand, in countries with
individualistic cultures, although leaders still need to pay attention to
individual needs, they should also place more emphasis on personal
achievement and autonomy at work. This demonstrates the importance of
leadership that is adaptive and sensitive to the cultural context in which the
company operates.

Research Limitations

While this study provides valuable insights, there are some limitations
that need to be noted. First, the data collected was cross-sectional, which
means that this study only provides an overview of the relationship
between these variables at a single point in time. To gain a deeper
understanding of the long-term impact of transformational leadership on
talent retention, longitudinal research is needed. Second, the study used a
quantitative approach with self-reported measurements, which may
contain subjective bias, as employees may be more likely to provide more
positive answers to questions related to their leadership and organization.

Another limitation is that although the sample of this study covers
several countries, the representation of individual cultures and countries
may not be completely balanced. Countries with very different cultures
may have smaller sample counts, so the results cannot be generalized
widely. Future research can expand the scope of the sample and conduct
more in-depth comparisons between countries with very different cultures
to get a more comprehensive picture. In addition, the study has not
examined other external variables that may affect talent retention, such as
macroeconomic factors or changes in organizational policies that may play
a role in employees' decisions to retention.

4. Conclusion

The conclusions of this study show that transformational leadership
has a significant influence on talent retention in multinational
organizations, with dimensions such as employee empowerment,
inspiration, and attention to individual needs playing a key role in
improving job satisfaction, organizational commitment, and employee
decision to retention. In addition, the study found that the influence of
transformational leadership was stronger in countries with collectivistic
cultures compared to more individualistic countries, highlighting the
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importance of adapting leadership styles to local cultural contexts. These
findings provide valuable insights for leaders of multinational
organizations to develop a more adaptive and culturally sensitive approach
to leadership to improve talent retention and overall organizational success.
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