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ABSTRACT
For organizational executives, the lack of retention methods might become a top worry. In the long run, the 
company will gain by keeping valuable people. The current study attempted to examine how successful 
human resource strategic practices in an organization determine its employee retention taking employee 
engagement, employee satisfaction, and leadership into consideration. The study was conducted on 108 
school teachers. Data from this quantitative study was collected by using standardized tools and analysis 
was done by using correlation and regression statistics. The results from the inter-correlations matrix 
showed that there are significant positive correlations among all the factors. Moreover, regression analysis 
suggested that employee engagement, employee satisfaction, and transformational leadership are the 
potential predictors of employee retention. Employee satisfaction emerged as the most potential predictor 
of employee retention among teachers.

Employers' expertise and skills are essential for a company to remain competitive and to succeed 
(Johennesse, & Te-Kuang, 2017). Any organization's human resources management department not only 
plays a crucial and growingly significant role in any business's ability to establish a sustainable future of 
work, but also in providing a supportive environment for that business's greatest asset—its employees. 
Business leaders of today need to understand people better and promote the values of hard effort, moral 
behavior, and ethical conduct (Timms, 2021). Human resources and its leader must adapt and promote more 
adaptive practices favorable to their employees to retain their experienced manpower, which can ultimately 
be the organization's most valuable assets. As technology and businesses move ever faster, there are more 
challenges and opportunities (Singh, 2019). Organizations must concentrate on those production factors 
that are difficult for their competitors to replicate if they want to stay competitive, dominant, and covert. 
The most important elements for achieving organizational success are thought to be the people who work 
there (Singh, 2019). The most crucial element of an organization's success is its people. Each employee has 
a distinct personality and traits that can't be duplicated by other elements. Thus, staff retention has become 
more crucial in today's competitive company models. Here is where HR directors must take the initiative 
and create tactical procedures that have a beneficial influence on employee retention (Vance, 2017).

An investment into employee retention is highly necessary to keep the employees within the companies 
rather than have them been consumed by the competitors because there is a lot of competition on a national 
and international level to ensure that a company's customer care is at the best possible level in any kind of 
industries. Only properly structured recruitment and selection processes and analytically delving into 
retention tactics may do this (RETZIUS, & SKAAR, 2022).

Leaders in human resources must realize that, in a welcoming and pleasant atmosphere, retention requires 
little effort. The primary goal of the leader should be to keep the team together by looking into the things 
that cause turnover. You must act immediately to boost your employee retention strategies and take 
deliberate steps to increase employee job satisfaction and your company's capacity to retain valued 
personnel if you fear your business is at risk of losing critical employees (Half, 2022).

Statement of the Problem
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Regardless of the industry, employee retention is a worldwide challenge. Retaining skilled and effective 
personnel is a challenging undertaking for organizations alike. Leaders must deal with the problem of 
keeping both new and existing employees (Aruna & Anitha, 2015). Retention happens when corporate 
executives create and put into effect strategic initiatives that encourage staff to stay with the organization 
(Darkwa, Newman, Kawkab, & Chowdhury, 2015). 

Employees who are well engaged are more invested in the company and will go above and beyond to 
complete their tasks by focusing on them (Hakanen et al., 2017). Employee retention must be a top goal for 
managers to ensure the organization's future success. Making employees feel engaged, valued, and 
somewhat involved in the leadership goal is one of the strategic and effective ways to encourage them. 
Employee engagement has become a key factor in business success in the competitive world of today. High 
levels of engagement promote staff retention, foster client loyalty, and improve organizational effectiveness 
(Young & Gifford, 2021).

Employee satisfaction can be mapped through various tools. the easiest way to do so is to investigate 
Herzberg’s Two-Factor Theory (Chapman, et al., 2022). It can be one of the best tools for the employers to 
identify the issues and compare their motivating factors with the hygiene factors, this will determine the 
cause of the turnover.

According to Reina, Rogers, Peterson, Byron, and Hom's (2017) research, a manager's actions can cause 
employees to leave a company. 
To effectively accomplish organizational goals, transformational leadership concentrates on current issues, 
establishes new benchmarks, fosters knowledge, and inspires and affects the behavior of subordinates (Arif 
and Akram, 2018). Organizational success increases as a result of TL's heightened benefits (Maaitah, 2018). 
Previous studies have demonstrated that TL is crucial to the development of Chinese SMEs (Lin and Sun, 
2018).

The rationale of the present research was to explore “important factors of successful human resource 
strategic practices determining employment retention in an educational sector. The study hypothesized that 
employee retention is influenced by active employee engagement, employee satisfaction, and 
transformational leadership. The study is directed to accomplish the gap in the role of employee 
engagement, employee satisfaction, and transformational leadership in determining employment retention 
among teachers. The variables nominated for the current research are associated with Human resources 
management and leadership. It is anticipated that employee engagement, employee satisfaction, and 
transformational leadership enhance the tendencies of, enthusiasm, and happiness and decrease their 
vulnerability to stress, reduce absenteeism, and increase the positive attitude of employees toward their job. 
There will be a real benefit in studying these constructs conjointly as it would contribute to an intervention 

Employee Retention

Employee Engagement

Employee Satisfaction

Transformational Leadership

Significance of the Study
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Review of Literature

training program for human resources management and employees having diverse roles to play in a 
challenging environment.

Employee Retention is vital for many enterprises, especially in an environment where organizations are 
having a shortage of highly skilled talent (McKinsey & Co, 2022). In research on employment strategy that 
was conducted it was noted how one of the most effective ways of employee retention besides rewards and 
motivation is effective employee communication which can go a long way in improving commitment, and 
loyalty, and encouraging workforce support. (Silva, Carvalho, & Dias, 2019) highlight how one of the 
biggest challenges that are being faced by companies is employee retention. One of the best ways 
organizations can realize employee retention is when they follow the recommendations given by (Silva, 
Carvalho, & Dias, 2019) who highlight the importance of incentives such as opportunities for career growth 
and salaries as key to employee retention. 
A study on Employee Retention in Asia, (Sangita, 2017) highlights how for any organization there are Three 
R’s of employee retention namely Recognition, Retention, and Respect. The study was made using a 
Descriptive Research Design and involved administering 60 questionnaires given to selected employees of 
medium-scale industries in India (Sangita, 2017). The questionnaires had a 5-point Likert scale that made 
it easier for the data to be analyzed. Besides the Three R’s of employee retention, the study found out that 
there are many forms of employee retention strategies that can be implemented within an organization and 
these include the creation of an ideal work environment, a positive work culture, room for salary 
negotiation, fair compensation management, use, of rewards and recognition, inspirational leadership and 
good relationship(s) between workers and the management (Sangita, 2017). 
A comprehensive retention strategy is a key to human resource competitive advantage (Al Kurdi, 
Alshurideh, & Al Afaishat, 2020), (Elessawy, 2019). It is important for organizations to have a 
comprehensive human resource retention strategy that will serve as a blueprint for various activities that 
will be done to keep the employees within the organization. (Shehada, 2017) highlights the following nine 
strategies that can be used for employee retention Dubai’s public sector which are as follows:
Shehada (2017) highlights how to effectively reduce the rate of staff turnover and allow for the success of 
an established workforce retention strategy, an organization can choose a group of managers whose sole 
duty is to monitor the HR retention strategy and evaluate its outcomes. This suggestion makes employee 
retention a critical part of the organizational strategy and that it should not just be limited to HR 
practitioners but can even involve a cross-functional team of leaders that can make input into the 
organizational human capital plan.
Scholars highlight the importance of effective communication within organizations as vital for employee 
retention (Ghani, et al., 2022). There need to be open communication channels that allow room for 
constructive feedback and that subordinates should have the ability to freely share their perspectives on 
organizational operations without the fear of retribution. These are some of the strategies which can be 
considered in an organization, and they have been seen to be key to the promotion of sustainable employee 
retention. 
Employee retention has been seen to be critical in enabling organizational success in a post-Covid-19 work 
environment. A study on employee development, corporate performance, and employee retention of 
younger employees (Generation-Z workers) in the post-COVID-19 pandemic work environment notes how 
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1. To identify the successful human resources strategic practices that, determine employment 
retention among teachers.
2. To find whether there is any relationship of employee engagement, satisfaction, transformational 
leadership with employment retention among teachers.
3. To examine employee engagement, satisfaction, and transformational leadership as determinants 
of employee retention among teachers.

Hypothesis 1: That there will be a positive relationship between employee engagement and employee 
retention among teachers.
       Hypothesis 2: there is a significant positive correlation between employee satisfaction and employee 
retention among teachers.
       Hypothesis 3: there is a significant positive correlation between transformational leadership and 
employee retention among teachers.
      Hypothesis 4: Employee engagement, employee satisfaction, and transformational leadership will be 
predictors of employee retention among teachers.

Objectives

Hypotheses

if organizations democratize learning, and conduct reverse mentoring then they have greater chances of 
retaining younger, highly trained, and more nomadic employees (Jayathilake, Daud, Eaw, & Annuar, 2021). 
The research was based on secondary data and made use of a social exchange and human needs approach. 
Other researchers such as (Florence, 2021) further highlight the importance on continuous digital 
innovation that will allow employees to do more using various tools and platforms that can make them more 
efficient. This comes against a background in a survey conducted on healthcare leaders; the following are 
their responses to the possibilities of leaving their workplaces (Florence, 2021).
On average, the more engaged employees are within an organization, the better their level or performance, 
motivation, and desire to stay longer at a job (Budriene & Diskiene, 2020). In other words, effective 
employee engagement could be used by companies to achieve incredible results and to enable employee 
retention.
Employee satisfaction is a motivating factor in organizations that can result in employee retention and goal 
achievement (Ayyagari & Lathabhavan, A Study on Employee Satisfaction and Organizational 
Commitment, 2020). Using descriptive statistics for their data analysis, Ayyagari and Lathabhavan (2020) 
found out from the data how employee satisfaction influences the management and staff in terms of how 
they collectively build trust, a positive work environment, and collectively work towards the achievement 
of organizational goals. (Anitha, 2014) equally corroborates that there are various factors that were seen to 
contribute to employee satisfaction, and these include rewards, job demands, generous leave, benefits, and 
compensation given to employees by the management which is key to enhancing motivation level and 
employee satisfaction.
The type of organizational leadership present in the organisation also has implications for employee 
retention. (Mulugeta, Organizational Leadership, 2017) highlights in a study that organizational leadership 
is a two-pronged management approach that aims at achieving what is best for individuals as well as for a 
group at the same time. 

156



The present study investigated the variables that affect employee retention using Herzberg's two-factor 
theory as the Theoretical framework. Herzberg created his motivation-hygiene theory, often known as the 
two-factor theory, in 1950 (Herzberg et al., 1959; Herzberg, 1974). The elements that contribute to pleasure 
at work vary from the reasons why people are unhappy (Herzberg et al., 1959). Motivators are intrinsic, 
whereas hygiene factors are extrinsic. The conceptual framework of the study is given in figure 1.

Research Design: The quantitative approach was used in the present descriptive study for the investigation 
of research hypotheses. This study is non-experimental research using a correlational research design. In 
this study, the predictor variables are employee engagement, employee satisfaction and leadership while 
employee retention is the dependent variables. 

Sample: A sample is a small proportion of the population selected for observation and analysis. Sampling 
is concerned with the selection of a subset of individuals from within a population to estimate the 
characteristics of the whole population. Researchers rarely survey the entire population because the cost of 
such an effort is too high. The three main advantages of sampling are that the cost is lower, data collection 
is faster, and since the data set is smaller it is possible to ensure homogeneity and to improve the accuracy 

Theoretical Framework
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Tool Description

Employee Satisfaction 

and quality of the data.
The participants for the present study consisted of 108 teaching employees (70 govt and 38 private school 
teachers). These participants who matched the criteria were taken as part of the study. The age of the 
respondents included in the sample were ranging from 20-50 years. The mean age of the sample was 36.71 
years at the time of data collection. Both married and unmarried employees of the organization were 
included in the sample. The respondents consisted of teachers from both government and private sector. The 
sample of the study was selected by convenience sampling method.

To measure employee satisfaction levels a standardized tool namely ‘Employee Satisfaction Scale’, devel-
oped by Dubey (2009) was used. It is a 25-item self-report scale designed to measure job satisfaction. 
Respondents answered each item on a 5-point Likert-type scale ranging from 0=Strongly Disagree, 1=Dis-
agree, 2=Undecided, 3=Agree, and 4=Strongly Agree. The scoring of the first 23 items is continuous, while 
as the scoring of last 2 items is reverse. The time required for completion of the scale is 5 minutes. The 
test-retest reliability of JSS, with an interval of one month, was found to be 0.64. The split-half reliability 
of JSS was 0.72 (Dubey, 2009). The reliability of the scale for the current study was found to be .81 which 
is much above the acceptable range.

Employee Engagement
Employee engagement was measured on UTRECHT Work Engagement Scale developed by Schaufali and 
Bakker (2007). The tool consists of 17 items; respondents rate each item on a 5-point Likert type scale rang-
ing from 0=Not at all true, 1=not true, 2=Undecided, 3=true, and 4= absolutely true. The total score is 
developed by summing all the responses. The higher the score on the measure means the greater the engage-
ment level among the respondents. The tool had a satisfying Cronbach’s alpha of .77. For the present the 
reliability coefficient was calculated and was .74 which is above the acceptable range of .70.

Transformational Leadership
Transformational leadership was assessed by employing the Transformational Leadership Scale developed 
by Nilwala, et al., (2017). The scale consists of 10 items with response ratings from 0 to 5. The tool is a 10 
items measure. Respondents answered each item on a 5-point Likert-type scale ranging from 0=Strongly 
Disagree, 1=Disagree, 2=Undecided, 3=Agree, and 4=Strongly Agree. The total score can be obtained by 
adding responses from all the items on the scale. The higher score indicates experiencing a higher level of 
transformational leadership. The scale had good reliability as Cronbach’s alpha was .79. The reliability of 
the scale for the current study was found to be .71 which is above the acceptable range of .70. So, the tool 
was suitable for the data collection on the sample of the present study.

Employment Retention
To measure the attitude of employees regarding their employment retention, a 10 items employment reten-
tion measurement was constructed by the researcher. The scale was constructed and validated by calculat-
ing the reliability and validity of the sample of the study. The Cronbach’s alpha for the current study was 
found to be .74. The construct validity was measured in the first phase of item generation. Originally 15 
items were generated, and 10 items were retained for the final scale after calculating reliability and validity.
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3.6  Data Analysis

ETHICAL CONSIDERATIONS

RESULTS

Means, standard deviations and other appropriate descriptive statistics were calculated to make the data 
tangible. Pearson’s Product Moment Correlation Method was applied to assess the relationships between 
predictive variables and criterion variable. Regression Analysis was used to study predictive relationship of 
independent variables with dependent variable. Before carrying out regression analysis data were tested for 
robustness through methods such as multicolinearity, normal distribution, Durben-Watson, etc. The 
reliability of the study tools was also calculated for the study.

Prior to data collection, permission was taken from the concerned participants, and rapport building was at 
priority to seek their voluntary participation. Only those participants were included in the sample that 
agreed to take part in this study. The subjects were also told about the purpose of the study. The participants 
were given directions on how to give response to the scales. It was assured to the respondents that this data 
will be kept highly confidential and will be used only for research purposes.

Table 4.1: Descrip�ve sta�s�cs  

Variable Type of 
sector 

N Mean SD Skewness Kurtosis 

 Govt. 70 93.91 10.206 -.071 -.247 

Employee 
Engagement 

      

 Private  38 94.13 10.297 -.098 -.232 

 Govt. 70 99.10 11.193 -.094 -.297 

Employee Sa�sfac�on       

 Private  38 95.74 10.555 -.066 -.289 

 Govt. 70 57.36 8.881 .183 -.317 

Transforma�onal 
Leadership 

      

 Private  38 60.40 9.247 .192 -.399 

 Govt. 70 45.11 11.193 -.094 -.297 

Employee Reten�on       

 Private  38 40.02 10.555 -.066 -.289 

                        N = 108 
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It can be observed from the above table 4.1 that the mean score of employee engagement for teachers 
working in government schools measures to 93.91, where n = 108 with SD of 10.206 and the mean score of 
employee engagement for teachers working as private employees is 94.13, where n = 108 with SD of 
10.297. The mean score of employee satisfaction for teachers working as government employees measure 
to 95.10, where n = 108 with an SD of 11.193 and the mean score of employee satisfaction for the teachers 
working as private employees is 99.74, where n = 108 with an SD of 10.555. In addition, on the employee 
retention measure, the mean score of working teachers working as government employees is 60.36, n = 200 
with an SD of 8.881 and that of private employees is 57.40, n = 108 with an SD of 9.247.

The observations presented in the above table 4.2 shows the relationship of employee engagement, 
employee satisfaction, and transformational leadership with employee retention among teaching employees 
in the education sector. Moreover, hypothesis 1, which states that there will be a positive relationship of 
employee engagement with employee satisfaction, transformational leadership, and employee retention in 
teachers, was assessed. Pearson r correlation showed that a significant relationship existed between 
employee engagement and employee retention in teachers (r = .590, p < .05 level). Therefore, hypothesis 1 
is supported by the findings of this measure. It can be concluded that there is a significant positive 
relationship between employee engagement and employee retention in teachers. The findings claimed that 
teachers who have a higher level of employee engagement, also have a higher level of employee retention, 
and vice-versa.
A significantly positive moderate correlation was found between employee engagement and employee 

** = significant at 0.01 level of significance; * = significant at 0.05 level of significance

Hypothesis 1: That there will be a positive relationship between employee engagement and employee 
retention in teachers.

Table 4.2: Correla�on Matrix 

 

Variables  1 2 3 4  

1.Employee 
Engagement 

 

       Pearson Correla�on  

       Sig.  

       N 

1 

 

108 

.564** 

.000 

108 

.247* 

.041 

108 

.590* 

.023 

108 

 

2.Employee 
Sa�sfac�on 

 

       Pearson Correla�on  

       Sig.  

       N 

.564** 

.000 

108 

1 

 

108 

.588** 

.000 

108 

.698** 

.000 

108 

 

3.Transforma�onal 
Leadership 

 

        Pearson Correla�on  

        Sig.  

        N 

.647* 

.041 

108 

.588** 

.000 

108 

1 

 

108 

.631** 

.000 

108 

 

4.Employee 
Reten�on 

 

        Pearson Correla�on  

        Sig.  

        N 

.590* 

.023 

108 

.698** 

.000 

108 

.631** 

.000 

108 

1 

 

108 
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Figure 1: Showing correlation between employee engagement and employee retention among teachers by 
scatter/dotted diagram.

satisfaction among teachers (r = .564, p < .01 level). Consequently, it can be concluded that the higher the 
level of employee engagement, more is the level of employee satisfaction among teachers and vice-versa. 
The findings also revealed a significant positive and fair correlation between employee engagement and 
transformational leadership among teachers (r = .647, p < .01 level). Therefore, the results claimed that the 
higher the level of employee engagement, the greater the perception regarding transformational leadership 
among teachers and vice-versa.
Hypothesis 2: there is a significant positive correlation between employee satisfaction and employee 
retention among teachers.
The results table showed that there is a significantly positive moderate correlation was found between 
employee satisfaction and employee engagement among teachers (r = .564, p < .01 level). Therefore, 
hypothesis 2 is supported by the findings. Consequently, it can be concluded that the higher the level of 
employee satisfaction, more is the level of employee engagement among teachers and vice-versa.
It can be also revealed that a significant positive and fair correlation between employee satisfaction and 
transformational leadership among teachers (r = .588, p < .01 level). Therefore, the results claimed that the 
higher the level of employee satisfaction, more the transformational leadership is perceived among teachers 
and vice-versa. Moreover, the Pearson r correlation showed that a significant relationship existed between 
employee satisfaction and employee retention in teachers (r = .698, p < .01 level). It can be concluded that 
there is a significant positive relationship between employee satisfaction and employee retention in 
teachers. The findings claimed that teachers who have a higher level of employee satisfaction, also have a 
higher level of employee retention, and vice-versa.

Hypothesis 3: there is a significant positive correlation between transformational leadership and employee 
retention among teachers.
It can be also concluded that a significant positive correlation exists between transformational leadership 
and employee retention among teachers (r = .631, p < .01 level of significance, 1-tailed). Therefore, the 
results claimed that the higher the level of transformational leadership, more the voluntary employee 
retention among teachers and vice-versa. Therefore, hypothesis 3 was supported by the results.
The correlation results of different hypotheses are displayed below in the scatter diagrams in figures 
numbers 1, 2, and 3 respectively.
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Table 4.3 Showing Summary of Robustness checks (predictors: employee engagement ‘X1’, employee 
satisfaction ‘X2’, transformational leadership ‘X3’ and criterion variable: employee retention) for Multiple 
Regression Analysis for the employees working in the company in UAE.

Figure 3: Showing correlation between 
transformational leadership and employee 
retention among teachers by scatter/dotted 
diagram.

Figure 2: Showing correlation between employee 
satisfaction and employee retention among 
teachers by scatter/dotted diagram

REGRESSION ANALYSIS

Ta
bl

e 
 n

um
be

r 

Hy
po

 

Cr
ite

rio
n 

R2  

Test of robustness 

 

Whether 
robustness 
verified 

Linearity 

Residual 
Plots 

Mul�collinearity 

Tolerance & VIF 
(Range: Tol – 0-
1, VIF- 1-9) 

Normality 

PP Plots 

 

Independenc
e 

Durbin – 
Watson 

(Range: 
DW<3) 

 

1 3 4 5 

4.5 

 

4,  Y .070 Sa�sfied Tol : .958 

VIF : 1.043 

Sa�sfied 

 

1.763 Sa�sfied 

 Predictor variables: X1= employee satisfaction, X2= employee satisfaction, and X3= transformational 
leadership.
Dependent variable Y= employee retention.

For checking normality, skewness, and kurtosis coefficients, histograms (Figure 4.3), and QQ plots were 
checked. Histograms and box plots indicated that most of the items were normally distributed. Additionally, 
all skewness and kurtosis statistics were acceptable because they were different from and not so distant 
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Table 4.5 presented below shows the results of multiple linear regression analysis for different sets of 
predictors and criterion variables with regression coefficient values.

Figure 4.4: Histogram indicating that most 
of the items were normally distributed.

from 0. For multicollinearity, the Variance Inflation Factor (VIF) and Tolerance statistic were examined. 
VIF (1.043) was smaller than 5, and the tolerance statistic (.958) was above .2 and below 1. Thus, there was 
not any strong correlation among these three predictors (i.e., employee engagement, employee satisfaction, 
and transformational leadership) of employee retention in the regression model. 
Independent error assumption was checked by the Durbin-Watson test. The Durbin-Watson value for the 
present study was (1.763) which was less than 3. Thus, none of the residuals were correlated. Linearity and 
homoscedasticity were checked by scatter plot. Points on the plot were randomly dispersed throughout the 
plot. Thus, the model was a linear one, and the residuals at each level of predictors had the same variance. 
It can be seen from table 4.3 those parametric assumptions viz. Linearity, multicollinearity, a test of normal-
ity, and independence for variables under consideration are verified. 
Stepwise method for selecting the predictor variables for the regression model was considered suitable, as 
it is perhaps the utmost widely used method. If the variable fails to meet entry requirements (either FIN: 
F-to-enter or PIN: Probability of F-to-enter), the procedure terminates with no predictor variable in the 
equation. If it passes the decisive factor, the 2nd variable is chosen according to the upmost partial correla-
tion. If it passes entry criteria, it also enters the equation. 
Further, the effect size for significant predictor variables was computed to estimate the magnitude or size of 
an effect on criterion variable. Cohen's ƒ2 is one of effect size suitable for multiple linear regression analy-
sis was computed. Table 4.5 shows descriptors for magnitudes of f2 as suggested by Cohen (1988). The 
formula used to calculate effect size (Cohen's ƒ2) is shown below:

2

2
2

1 R
Rf
−

=
 
Where, R2 is the squared multiple correlation.

Table 4.4Levels of Effect Size 

Effect Size Cohen's f2 

Small 0.02 

Medium 0.15 

Large  0.35 
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Discussion and Conclusion

Table 4.5: Showing the results of stepwise multiple linear regression analyses by considering employ-
ee engagement ‘X1’, employee satisfaction ‘X2’, and transformational leadership ‘X3’ as predictors 
of employee retention (Y).

 

Predictor 

Variables 

Standardize
d Beta 
coefficient 

Mul�ple 

R 

R2 R2 

Change 

f2 F  P 

Model Y= ß0+ ß1X1+ß2X2 + ß3X3  

Employee Eng (X1) .168 .207 .143 .143 .04 21.001**  .000 

Employee  Eng, 
(X1), E Sat (X2) 

.173 .264 .413 .270 .02 25.007**  .000 

Employee  Eng, 
(X1), E Sat (X2), TL ( 
X3) 

.163 .264 .534 .121 .02 20.921**  .000 

Constant  .654        

Predictor Variables: X1= employee engagement, X2= employee satisfaction, and X3= transformational 
leadership. 
Criterion Variable: Y= employee retention.

From table 4.5 among employee engagement, employee satisfaction and transformational leadership, 
employee satisfaction emerged as the most potential predictor of employee retention among teachers. The 
square of multiple correlations (R2) shows that 27.0 % of the variance in employee retention was illustrated 
by employee satisfaction; 14.3% variance in employee retention is determined by employee engagement 
(R2 Change= 14.3% variance). Moreover, 12.1% variance in employee retention was determined by trans-
formational leadership (R2 Change= 12.1% variance). employee engagement, and employee satisfaction 
together explained a 41.3% variance in employee retention among the teachers. Furthermore, employee 
engagement, employee satisfaction, and transformational leadership together explained a 53.4% variance in 
employee retention among teachers. Therefore, hypothesis 4 is supported by the results.

Regardless of the industry, employee retention is a worldwide challenge. Keeping skilled and effective 
personnel is a challenging undertaking for organizations. Leaders must deal with the problem of keeping 
both new and existing employees (Aruna & Anitha, 2015). Retention happens when corporate executives 
create and put into effect strategic initiatives that encourage staff to stay with the organization (Darkwa, et 
al., 2015). The study aimed to identify the potential successful human resource strategic practices of an 
organization that can determine employee retention. The study hypothesized that employee engagement, 
employee satisfaction, and transformational leadership will determine employee retention among teachers. 
The findings of the study are discussed considering the stated objectives and relevant literature:

Hypothesis 4: Employee engagement, employee satisfaction, and leadership will be predictors of employee 
retention among teachers

** p = .000 < 0.01 (2-tailed)
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 The pattern of the relationship of employee engagement, employee satisfaction, and transforma-
tional leadership (predictor variables) with employee retention (criterion variable) among teachers is 
discussed separately below:
Rubio, Espert, and Gasco (2020) carried out a study to examine relations between employee engagement 
and job satisfaction among nurses' during the COVID-19 Pandemic. The observations of the study suggest 
that employee engagement, job satisfaction, and transformational leadership may have a significantly 
positive relation with employee retention among teachers as well. The results of the first objective of the 
present study which attempted to examine the relationship of employee engagement, job satisfaction, and 
transformational leadership with employee retention among teachers are in line with the previous literature. 
Pearson r correlation showed that a significant relationship existed between employee engagement, job 
satisfaction, and transformational leadership with employee retention in teachers. Therefore, hypothesis 1 
is supported by the findings of this measure. It can be concluded that there is a significant positive relation-
ship between employee engagement, job satisfaction, and transformational leadership with employee reten-
tion and there were positive correlations when checking inter-correlations among all the variables. 
The reasons for the findings of the correlational study may be many and some of the potential reasons 
behind the results are discussed in the light of the existing supportive literature. Research over the years 
suggests that employee engagement is important and is related to achievement, productivity, personal health 
and job performance (Butler & Chinowsky, 2006; Coté & Miners, 2006; Hopkins, O'Neil & Williams, 
2007). Many studies such as that conducted by Dulewicz, Young and Dulewicz (2005) showed that engage-
ment and satisfaction of employees is closely associated with job performance and may be a reliable predic-
tor of job performance. 
The observations of this research supported that all the predictors of the study such as employee engage-
ment (X1), employee satisfaction (X2) as well as transformational leadership (X3) proved as potential 
predictors of employee retention (Y). Moreover, employee satisfaction strategies emerged as the most 
potential predictor of employee retention among teachers. The square of multiple correlations (R2) shows 
that 27.0 % of the variance in employee retention was illustrated by employee satisfaction; 14.3% variance 
in employee retention was determined by employee engagement (R2 Change= 14.3% variance) and trans-
formational leadership made a 12.2% variance in the employee retention. Employee satisfaction, engage-
ment and transformational leadership together explained 53.4% variance in employee retention among 
schoolteachers. It can be suggested that all three predictors of the study contributed significantly in predict-
ing employee retention among teachers. Therefore, hypothesis 4 s fully supported by the findings of the 
study.
The findings suggested a huge strength of association of employee engagement, employee satisfaction, and 
transformational leadership with employee retention among schoolteachers. Many works of literature 
support the current findings. Safipour (2010) suggested that a sense of employee engagement is important 
and related to performance and job satisfaction. It was further found that the employee engagement variable 
mediated between employee retention and leadership. 
Moreover, transformational leadership was found to have a significant impact on employee retention among 
teachers. The results of the pair of relationships supported the previous literature where it was suggested 
that transformational leadership is a significant determinant of job satisfaction, work-life balance, perfor-
mance, interpersonal relations, and employee retention.
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