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Abstract: This study examines the role of workplace engagement as a mediator between leadership style and talent retention
in firms within Jodhpur District, Rajasthan. A quantitative methodology was used to collect data from 250 workers across
several industries using structured questionnaires. The research examines three unique leadership styles—
transformational, transactional, and laissez-faire—and evaluates their impact on employee engagement and retention
results.

The “Multifactor Leadership Questionnaire (MLQ)” was used to evaluate leadership styles, the “Utrecht Work
Engagement Scale (UWES)” assessed employee engagement, and a tailored scale rated talent retention. Statistical techniques
such as Cronbach’s Alpha for reliability, along with T-tests and ANOVA for hypothesis testing, were applied.

Results indicate that transformational leadership markedly boosts workplace engagement, which subsequently has a
strong positive impact on retaining talent. Transactional leadership demonstrates a moderate positive influence, whereas
laissez-faire leadership shows a detrimental effect on both engagement and retention. Furthermore, the analysis reveals that
workplace engagement fully mediates the link between transformational leadership & talent retention, partially mediates in
the case of transactional leadership, and does not serve as a mediator for laissez-faire leadership.

The study underscores the importance of cultivating employee engagement through effective leadership practices to
improve retention rates. These insights enrich the existing body of knowledge on organizational behavior and offer
actionable guidance for managers seeking to reduce employee turnover and strengthen commitment. However, the study’s
focus on a specific geographic region and its reliance on self-reported data are noted limitations, indicating the need for
future research in varied contexts and using longitudinal methods.

Keywords: Leadership Style, Workplace Engagement, Talent Retention.

How to Cite: Dr. Gulab Dass Vaishnava (2025). “Workplace Engagement as a Mediator Between Leadership Style and Talent
Retention”. International Journal of Innovative Science and Research Technology, 10(7), 1273-1278.
https://doi.org/10.38124/ijisrt/25jul679

I INTRODUCTION Leadership styles, such as “transformational,
transactional, and laissez-faire,” have distinct effects on

In the contemporary competitive  corporate employee outcomes. Transformational leaders motivate and

environment, retaining qualified individuals is a strategic
need for companies aiming to sustain development and
innovation. Talentretention, which refers to an organization's
capacity to retain competent and valued personnel, is affected
by several variables, including leadership style and workplace
engagement. The leadership style influences corporate
culture, employee motivation, and commitment, while
workplace engagement denotes workers' emotional and
cognitive participation in their tasks (Schaufeli & Bakker,
2004). Understanding the interplay of these elements is
crucial for reducing high turnover rates, which may impede
productivity and incur significant costs (Pandita & Ray,
2018).
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support individuals by communicating a vision and offering
personalized attention, therefore fostering a sense of purpose
(McColl-Kennedy & Anderson, 2002). Transactional leaders
focus on structured tasks and rewards, ensuring compliance
but potentially limiting intrinsic motivation (Mosadegh Rad
& Yarmohammadian, 2006). Laissez-faire leaders,
characterized by minimal involvement, often lead to
disengagement and dissatisfaction (Saleem et al., 2019).
Workplace engagement, a state of vigor, dedication, and
absorption in work, acts as a bridge between leadership and
retention by enhancing employees’ commitment to their roles
(Pandita & Ray, 2018).
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This study investigates the mediating role of workplace
engagement in the relationship between leadership style and
talent retention, focusing on companies in Jodhpur District,
Rajasthan.  The region's varied economic foundation,
including industry, tourism, and education, makes it an ideal
environment for examining these processes. This research
aims to clarify the influence of leadership styles on
engagement and, therefore, retention, providing practical
insights for organizational leaders. The research expands
upon current knowledge, filling gaps in the comprehension of
mediation effects in non-Western cultures (Zhang et al.,
2014). It employs a quantitative approach, using standardized
tools to ensure robust findings, contributing to both academic
discourse and practical strategies for talent management.

1. REVIEW OF LITERATURE

The relationship among leadership style, employee
engagement, and talent retention has received considerable
focus in organizational studies. This review synthesizes key
studies from the provided dataset to explore these
relationships.

McColl-Kennedy et. al. (2002) discovered that
transformational leadership ~ enhances  subordinate
performance via emotional involvement, indicating that
inspiring leadership cultivates commitment, essential for
retention. Similarly, Berson et al. (2001) highlighted that
strong vision in transformational leadership enhances
contextual alignment, increasing employee dedication and
reducing turnover intentions.

Festing and Schafer (2014) proposed a psychological-
contract perspective, noting that generational differences
influence retention. They argued that transformational
leadership aligns with younger employees’ expectations,
enhancing engagement and loyalty. Druskat (1994) explored
gender differences, finding that transformational leadership
in women leaders promotes engagement, indirectly
supporting retention in diverse settings.

Mosadegh Rad and Yarmohammadian (2006)
conducted a study in Iranian hospitals, revealing that
participative  leadership  (akin to transformational)
significantly correlates with job satisfaction and retention.
Their findings suggest that engagement functions as a
mediator, as satisfied employees have elevated levels of
engagement and a decreased likelihood of leaving. Pandita
and Ray (2018) performed a meta-analysis, determining that
talent management techniques, such as leadership, enhance
engagement, which directly influences retention. They
proposed a model where engagement mediates leadership’s
effect on retention.

Yu and Miller (2005) examined generational work
characteristics in Taiwan, finding that transformational
leadership suits younger workers, enhancing engagement and
retention. Lyons and Schneider (2009) linked leadership style
to stress outcomes, noting that transformational leadership
reduces stress, fostering engagement and retention, unlike
laissez-faire styles.
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Sosik and Dinger (2007) explored vision content,
finding that transformational leadership’s inspirational
motivation boosts engagement, supporting retention. Holten
and Brenner (2015) studied organizational change, noting that
transformational leadership enhances followers’ change
appraisal through engagement, reducing turnover.

Zhang et al. (2014) investigated leadership during
mergers in China, finding that transformational leadership
supports retention by fostering engagement. Solansky (2008)
compared shared and single leadership, noting that shared
(transformational-like) leadership ~ enhances  team
engagement, indirectly supporting retention.

Chen and Silverthorne (2005) tested Situational
Leadership Theory, finding that leadership effectiveness
correlates with engagement and performance, impacting
retention. Bear et al. (2017) linked leadership style to gender-
based retention, suggesting that transformational leadership
fosters engagement, reducing gender gaps in turnover.

Connelly and Ruark (2010) found that transformational
leadership’s emotional displays enhance engagement,
supporting retention. Moss and Ritossa (2007) noted that goal
orientation moderates leadership’s effect on engagement,
influencing retention outcomes. Ohunakin et al. (2019)
examined Nigeria's hotel sector, finding that transformational
leadership improves work satisfaction and retention via
engagement.

Saleem et al. (2019) examined principal leadership in
Pakistan, finding that autocratic leadership negatively
impacts engagement and retention, while democratic styles
enhance both. These research together indicate that
transformational leadership promotes engagement, which
explains its beneficial influence on retention, while
transactional and laissez-faire approaches have inconsistent
or detrimental effects.

1. RESEARCH METHODOLOGY

» This research seeks to examine the mediating function of
workplace engagement in the correlation between
leadership style and talent retention. The research
objectives are:

e “To analyze the effect of transformational, transactional,
and laissez-faire leadership styles on workplace
engagement;”

e “To evaluate the influence of workplace engagement on
talent retention;” and

e “To ascertain whether workplace engagement mediates
the relationship between leadership style and talent
retention.”

> Hypotheses:
o HI:

Transformational leadership positively influences
workplace engagement.
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o H2:

Transactional  leadership  positively  influences
workplace engagement.
e H3:

Laissez-faire  leadership  negatively influences

workplace engagement.

o H4:
Workplace engagement positively influences talent
retention.

e H5:
Workplace engagement mediates the relationship
between leadership style and talent retention.

» Research Design:

A quantitative, cross-sectional survey approach was
used, using structured questionnaires to gather data from 250
workers in Jodhpur District, Rajasthan. The sample included
employees from manufacturing, tourism, and education
sectors, selected through stratified random sampling to ensure
representation across industries. The survey area was chosen
for its diverse economic base, reflecting varied organizational
contexts.

» Research Tools:
Three validated instruments were used:

e “The Multifactor Leadership Questionnaire (MLQ)”
assesses “transformational, transactional, and laissez-faire
leadership styles” (Avolio & Bass, 2004).
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e “Utrecht Work Engagement Scale (UWES)” to assess
vigor, dedication, and absorption (Schaufeli & Bakker,
2004).

e “Talent Retention Scale,” a customized 10-item scale
developed based on Pandita and Ray (2018), measuring
intent to stay and organizational commitment.

» Data Collection:

Questionnaires were distributed online and in-person,
ensuring anonymity to encourage honest responses. The
response rate was 92%, yielding 230 valid responses for
analysis.

> Statistical Tests:

e Cronbach’s Alpha to test instrument reliability (target
>0.7).

e T-tests to compare engagement and retention across
leadership styles.

e ANOVA to examine differences in engagement and
retention across industries.

e Mediation Analysis using Baron and Kenny’s (1986)
approach to test the mediating role of engagement.

Data was processed using Ibm SPSS 26.0, with a
statistically significant threshold of p<0.05. The methodology
ensures robust, reliable findings, addressing the research
objectives comprehensively.

» Data Analysis and Interpretation

Table 1 Demographic Profile

Variable Category Frequency Percentage
Gender Male 138 60%
Female 92 40%
Industry Manufacturing 90 39%
Tourism 80 35%
Education 60 26%
Experience <5 years 100 43%
5-10 years 80 35%
>10 years 50 22%
Table 2 Reliability Test
Scale Cronbach’s Alpha Items
MLQ (Transformational) 0.89 20
MLQ (Transactional) 0.85 12
MLQ (Laissez-faire) 0.82 8
UWES (Engagement) 0.91 17
Talent Retention Scale 0.87 10
All scales exceeded the reliability threshold of 0.7, confirming instrument consistency.
Table 3 T-test Results
Leadership Style Engagement (Mean) Retention (Mean) t-value p-value
Transformational 4.2 4.1 3.45 0.001
Transactional 3.8 3.7 2.10 0.036
Laissez-faire 2.9 2.8 -2.98 0.003
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Transformational leadership showed significantly higher engagement and retention scores compared to transactional and
laissez-faire styles (p<0.05).

Table 4 ANOVA Results

Industry Engagement (Mean) Retention (Mean) F-value p-value
Manufacturing 3.9 3.8 1.25 0.29

Tourism 4.0 3.9

Education 3.8 3.7

No significant differences were found across industries (p>0.05), suggesting consistent effects of leadership styles.

» Mediation Analysis
Using Baron and Kenny’s (1986) approach, mediation was tested:

Table 5 Mediation Analysis

Path A: Leadership Path B: Path C: Leadership | Path C': Leadership
— Engagement (3, Engagement — — Retention — Retention (with
Leadership Style p) Retention (f, p) (Direct, B, p) Mediator, B, p)
Transformational 0.62, p<0.001 0.65, p<0.001 0.58, p<0.001 0.22, p=0.04
Transactional 0.45, p<0.01 0.65, p<0.001 0.45, p<0.01 0.30, p<0.05
Laissez-faire -0.35, p<0.01 0.65, p<0.001 -0.28, p<0.05 -0.25, p=0.32
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Graph 1 Mediation Model

e Note: Graph depicts B coefficients for transformational
leadership mediation path.

» Analysis:

The mediation study demonstrates that workplace
engagement completely mediates the association between
transformative leadership and talent retention, since the direct
impact (Path C') attains marginal significance (p=0.04) with
the inclusion of engagement. For transactional leadership,
engagement partially mediates the effect, with a reduced but
significant direct effect ($=0.30, p<0.05). Laissez-faire
leadership shows no mediation, as the direct effect remains
largely unchanged (p=0.32). These findings align with
Pandita and Ray (2018), who emphasized engagement’s role
in retention, and Ohunakin et al. (2019), who found
transformational leadership’s superior impact in hospitality
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settings. The negative effect of laissez-faire leadership,
consistent with Saleem etal. (2019), highlights its detrimental
impact on both engagement and retention. The lack of
industry differences suggests that these relationships hold
across sectors in Jodhpur, reinforcing the universal
importance of engagement in retention strategies.

V. HYPOTHESES TESTING RESULTS

The research examined five hypotheses using T-tests,
ANOVA, and mediation analysis (Baron & Kenny, 1986)
with a significant threshold of p<0.05:

> H1:
Transformational leadership positively influences
workplace engagement. Supported. The T-test showed a
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significantly  higher engagement mean (4.2) for
transformational leadership (t=3.45, p=0.001). Mediation
analysis confirmed a strong positive effect (3=0.62, p<0.001),
aligning with McColl-Kennedy and Anderson (2002).

> H2:

Transactional leadership positively influences
workplace engagement. Supported. The T-test indicated a
moderate engagement mean (3.8) for transactional leadership
(t=2.10, p=0.036). Mediation analysis showed a significant
positive effect (f=0.45, p<0.01), consistent with Mosadegh
Rad and Yarmohammadian (2006).

> H3:

Laissez-faire leadership negatively influences
workplace engagement. Supported. The T-test revealed a
lower engagement mean (2.9) for laissez-faire leadership (t=-
2.98, p=0.003). Mediation analysis confirmed a negative
effect (=-0.35, p<0.01), supporting Saleem et al. (2019).

> H4:

Workplace engagement positively influences talent
retention. Supported. Mediation analysis showed a strong
positive effect of engagement on retention (f=0.65, p<0.001),
corroborating Pandita and Ray (2018).

» H5:

Workplace engagement mediates the relationship
between leadership style and talent retention. Partially
supported. Full mediation was found for transformational
leadership (Path C' B=0.22, p=0.04, reduced from 0.58,
p<0.001). Partial mediation was observed for transactional
leadership (Path C' =0.30, p<0.05, reduced from 0.45,
p<0.01). No mediation was found for laissez-faire leadership
(Path C' p=-0.25, p=0.32, unchanged from -0.28, p<0.05),
aligning with Ohunakin et al. (2019).

V. DISCUSSION

The results highlight the essential function of workplace
engagement as an intermediary between leadership style and
talent retention. Transformational leadership, defined by
inspiration and personalized attention, promotes elevated
engagement, therefore enhancing retention. This corresponds
with McColl-Kennedy and Anderson (2002), who observed
that transformative leaders enhance emotional commitment,
hence decreasing turnover. The full mediation effect for
transformational leadership suggests that engagement is the
primary mechanism through which this style retains talent.

Transactional leadership, focusing on rewards and
structure, shows a moderate effect, with partial mediation.
This supports Mosadegh Rad and Yarmohammadian (2006),
who found that task-oriented leadership enhances satisfaction
but is less effective for intrinsic engagement. Laissez-faire
leadership’s negative impact reflects Saleem et al. (2019),
where minimal leader involvement led to disengagement and
turnover. The lack of mediation for laissez-faire leadership
indicates that its detrimental effects on retention are direct,
not channeled through engagement.
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The study’s context in Jodhpur, a region with diverse
industries, suggests that these findings are broadly applicable,
as no significant industry differences were found. However,
cultural factors, such as collectivism in India, may amplify
the effectiveness of transformational leadership (Zhang et al.,
2014). The results highlight the need for leaders to prioritize
engagement through vision and support to retain talent,
especially in competitive labor markets.

VI. CONCLUSION

This research establishes that workplace engagement
mediates the correlation between leadership style and talent
retention, with transformational leadership proving to be the
most successful. By fostering vigor, dedication, and
absorption, transformational leaders create a committed
workforce less likely to leave. Transactional leadership offers
moderate benefits, while laissez-faire leadership is
detrimental. These findings contribute to organizational
behavior literature, particularly in non-Western contexts, and
offer practical guidance for managers. Future research should
explore longitudinal designs and diverse cultural settings to
enhance generalizability.

SUGGESTIONS

Organizations should prioritize transformational
leadership training to enhance engagement and retention.
Leaders should focus on inspirational motivation and
individualized consideration, tailoring strategies to
employees’ needs. Regular engagement surveys can identify
areas for improvement, ensuring alignment with retention
goals.  Transactional leadership can  complement
transformational approaches in structured tasks, but laissez-
faire styles should be avoided. HR policies should integrate
engagement-focused initiatives, such as recognition
programs and career development, to support retention.
Future studies should examine specific engagement
dimensions (e.g., vigor vs. dedication) and their unique roles
in mediation. Exploring Al-driven talent management tools,
as suggested by Tariq (2024), could further optimize retention
strategies.
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