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Abstract

This study aims to synthesize the components of leadership through a systematic
literature review of academic articles. The findings indicate that identifying leadership
components that influence key variables of interest—specifically, factors related to employee

retention and organizational commitment—is crucial. The study identifies eight key leadership
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components: transformational leadership, transactional leadership, laissez-faire leadership,
strategic leadership, servant leadership, authentic leadership, ethical leadership, and
responsible leadership. A strong leader-member relationship significantly enhances
organizational effectiveness. Leaders should adapt their leadership styles to suit individual
employees, fostering relationships based on trust and mutual respect. Such relationships
facilitate effective resource exchange and collaboration, ultimately strengthening
organizational cohesion. Furthermore, internal networking within the organization contributes
to the development of a robust leadership structure, reinforcing positive organizational

outcomes.
Keywords: Leadership, Systematic literature review, Employee retention
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