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Abstract- This study explores the relationship between leadership styles and employee retention using secondary 

data from journals, company reports, and research studies. The main aim is to understand how different types of 

leadership influence employees' decision to stay or leave an organisation. It also suggests ways in which leadership 

can be improved to increase employee satisfaction and loyalty. The research follows a descriptive and analytical 

method, where earlier studies have been reviewed and analysed to find patterns and key ideas. Findings show that 

leadership styles like transformational, democratic, and servant leadership have a positive effect on employee 

retention. When leaders communicate well, show respect, and support their team, employees feel more motivated 

and committed to the organisation. On the other hand, poor leadership often leads to low morale and high employee 

turnover. This study is useful for business leaders, HR managers, and organisations who want to reduce employee 

loss and build a strong, loyal team.  
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INTRODUCTION 

In today’s fast-moving and competitive world, organisations face many challenges, and one of them is retaining 

talented employees. When employees leave frequently, it affects the company’s productivity, performance, and 

costs. Companies that want to grow and succeed need a stable and experienced workforce. Therefore, retaining 

good employees has become a key concern for most organisations. In competitive work environment, keeping 

skilled employees in an organisation has become a big challenge. Companies spend a lot of time and money on 

hiring and training, so when employees leave, it affects both performance and costs. One of the major reasons why 

employees stay in a job is the kind of leadership they experience.Good leadership builds trust, motivates 

employees, and creates a positive workplace. On the other hand, poor leadership often leads to dissatisfaction, 

stress, and higher employee turnover. This is why understanding how leadership affects employee retention is very 

important for organisations. Employee retention means keeping employees for a longer period and reducing 

turnover. It helps companies save on recruitment and training costs and also builds a loyal and skilled team. When 

employees stay longer, they understand the company culture better and contribute more effectively. High retention 

rates also improve employee morale and build a strong employer brand. One of the most important factors that 

affect whether employees stay or leave is leadership. A good leader supports, guides, and motivates employees. 

When employees feel valued and respected by their leaders, they are more likely to stay. On the other hand, poor 

leadership can cause stress, dissatisfaction, and make people leave the job. The main purpose of this study is to 

understand how different leadership styles affect employee retention. This research will be based on secondary 

data like previous research papers, reports, articles, and case studies. The study will help identify which leadership 

approaches are more effective in keeping employees happy and committed. 

ROLE OF LEADERSHIP IN INFLUENCING RETENTION 

Leadership has a strong impact on how long employees stay in an organisation. A leader’s behaviour, 

communication style, and ability to motivate employees can directly affect job satisfaction and loyalty. When 

employees feel supported, respected, and encouraged by their leaders, they are more likely to remain in the 

organisation for a longer time. Different leadership styles have different effects on employee retention. For 
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example, transformational leaders inspire and motivate their team members by creating a clear vision, offering 

personal support, and encouraging innovation. This builds trust and emotional connection, which often leads to 

higher job satisfaction and lower turnover (Bass & Riggio, 2006).  On the other hand, autocratic or transactional 

leaders, who focus only on tasks and rules, may fail to create strong personal bonds with employees. This can lead 

to dissatisfaction and higher chances of leaving the job (Eberly, Johnson, Hernandez, & Avolio, 2013). Research 

also shows that employees who work under positive leadership feel more engaged and committed. Leaders who 

listen to their employees, value their opinions, and promote a healthy work environment create a sense of belonging 

and reduce stress, which further supports employee retention (Yukl, 2013). Effective leadership is not just about 

achieving goals; it is also about caring for employees’ growth, satisfaction, and emotional well-being. When 

leaders build strong relationships with their team, employees are more likely to stay with the organisation. 

RESEARCH OBJECTIVES 

1. To understand the connection between leadership styles and employee retention. 

2. To suggest ways in which leadership can be improved to retain employees. 

RESEARCH METHODOLOGY 

This study follows a descriptive and analytical research design. It aims to describe the relationship between 

leadership styles and employee retention and also analyse patterns and findings from earlier studies. The research 

is completely based on secondary data, which has been collected from reliable sources like published journal 

articles, company reports, research papers, and global databases such as SHRM, Gallup, and McKinsey. The main 

techniques used for data collection include literature review, where existing studies are carefully read and 

summarised; content analysis, which helps to identify key themes and trends. This method allows the researcher 

to understand the broader picture without collecting new data directly from employees or organisations. 

DATA ANALYSIS AND FINDINGS 

Leadership's Influence on Employee Retention 

Over the past two decades, numerous empirical studies and organizational surveys have provided strong evidence 

that leadership plays a critical role in influencing employee retention. The connection between leadership styles 

and the intent of employees to remain in their jobs is not just theoretical but well-documented across different 

industries, organizational settings, and cultural contexts. 

Transformational Leadership and Employee Retention 

Transformational leadership has been most frequently associated with higher levels of employee satisfaction, 

engagement, and retention. Leaders who inspire a shared vision, encourage innovation, and support individual 

development create a positive organizational climate that fosters long-term employee commitment. According to 

Eisenbeiss et., al (2008), transformational leaders significantly influence employees’ intrinsic motivation, leading 

to a stronger emotional attachment to the organization and lower turnover intentions. Furthermore, a study by 

Caillier (2016) in public sector organizations found that transformational leadership behaviors, such as recognizing 

employee achievements and fostering open communication, led to increased job satisfaction and decreased 

voluntary turnover. These leaders act as role models and mentors, which strengthens employee trust and loyalty. 

Studies consistently show that transformational leadership—where leaders inspire, support, and communicate 

openly with employees—positively affects retention rates (Bass &Riggio, 2006). Employees under such leadership 

feel valued, which increases their emotional connection with the organisation. Another common finding is that 

lack of recognition and poor leadership practices are major reasons for employee turnover (Gallup, 2020). 
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Transactional Leadership: Mixed Effects 

Transactional leadership, which focuses on structured tasks, rewards, and punishments, shows mixed results in 

relation to employee retention. While it can ensure short-term productivity, it does not always foster deep 

engagement or emotional commitment. Breevaart et al. (2014) found that transactional leadership may work well 

in highly controlled environments but may fail to meet the psychological needs of employees, thereby increasing 

turnover over time. 

Servant Leadership and Retention 

Servant leadership, which emphasizes the leader’s role in serving their team members, has also shown a strong 

positive relationship with employee retention. Leaders who prioritize employee development, well-being, and 

empowerment tend to cultivate a supportive work environment. According to Liden et., al (2008), servant 

leadership is associated with greater organizational citizenship behavior and lower turnover intention. Employees 

under servant leaders often feel more valued and are less likely to seek employment elsewhere. 

Leadership and Organizational Culture 

Effective leadership directly shapes organizational culture, which in turn affects employee perceptions and 

behaviors. Leaders set the tone for how employees are treated, how conflicts are managed, and how feedback is 

delivered. Research by Avolio and Gardner (2005) indicates that authentic leadership, which is grounded in 

transparency and ethics, contributes to trust-building and fosters a sense of belonging in the workplace. When 

employees perceive that their leaders act with integrity and fairness, they are more likely to remain committed to 

the organization. This sense of fairness and respect is a key determinant of retention, especially among younger 

generations of workers who value meaningful engagement and ethical conduct. 

Leadership Communication and Retention 

Effective communication by leaders is another major factor contributing to employee retention. Leaders who 

maintain open lines of communication, listen actively, and offer regular feedback build strong interpersonal 

relationships with their teams. According to Men and Stacks (2013), internal communication effectiveness, 

especially when facilitated by leadership, enhances employee trust, job satisfaction, and retention. Employees who 

are well-informed and feel that their voices are heard are less likely to feel disengaged or disconnected. In contrast, 

poor communication can lead to confusion, frustration, and ultimately, voluntary exits. 

Emotional Intelligence in Leadership 

Leaders with high emotional intelligence (EI) tend to be more self-aware, empathetic, and skilled in handling 

interpersonal dynamics. Goleman (2006) emphasizes that emotionally intelligent leaders create psychologically 

safe environments where employees feel supported. This support has a direct impact on reducing stress, increasing 

job satisfaction, and boosting retention. Studies by Carmeli (2003) also highlight that leaders with strong EI skills 

are better equipped to understand employee needs, resolve conflicts constructively, and foster positive emotional 

climates—all of which contribute to a reduced likelihood of employee turnover. 

Leadership and Career Development Opportunities 

Employees tend to stay with organizations that offer opportunities for growth and learning. Leaders who encourage 

skill development, provide mentoring, and support career progression are more likely to retain top talent. 

According to Kyndt et al. (2009), a perceived lack of development opportunities is one of the most specific reasons 

for employee resignation. 
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STRATEGIES FOR IMPROVING LEADERSHIP PRACTICES TO RETAIN EMPLOYEES 

The study aims to propose practical and evidence-based strategies that leaders and HR professionals can implement 

to improve employee retention. These recommendations will be tailored to modern workplace challenges, 

including hybrid work models, generational diversity, and evolving employee expectations regarding work-life 

balance and career development. 

For instance, emotional intelligence (EI) is increasingly recognized as a key attribute of effective leadership. 

Goleman, Boyatzis, and McKee (2013) argue that leaders who are emotionally intelligent can better connect with 

their teams, address conflicts proactively, and build a culture of trust—all of which contribute to higher retention. 

The research suggests training programs to develop emotional intelligence EI competencies among leaders. 

Another key area of focus will be communication, open and transparent communication between leaders and their 

teams has been shown to reduce uncertainty and foster a sense of belonging. Leaders who actively listen and 

provide consistent feedback can enhance employee morale and engagement (Yukl, 2013). As such, the study may 

recommend the adoption of communication strategies that encourage inclusivity and employee voice. Leadership 

development programs and succession planning can also play a critical role in retention. Organizations that invest 

in the growth of their leadership pipeline tend to create a sense of career stability and progression for employees. 

This, in turn, can reduce turnover rates. The study aims to highlight such strategic approaches that align leadership 

practices with employee-centric values. 

LIMITATIONS OF THE STUDY 

Even though this study gives useful information, there are some limits to it. First, the study is fully based on 

secondary data, like articles, reports, and research papers written by others. So, the quality of this study depends 

on accuracy of those sources. No new data has been collected from employees or leaders, which mean study, could 

not include their real and current opinions. Every company is different, so it may not apply to all types of companies 

or places and leadership styles may not work the same way everywhere. Leadership and employee needs are 

changing fast, especially after the COVID-19 pandemic. This research only explains and analyses what other 

studies have already said. It does not prove that one thing causes another. Lastly, sometimes only positive or 

successful studies get published, and others are not shared. This is called publication bias. Because of this, the 

study may show more positive results than what really happens in all workplaces. 

CONCLUSION 

This study helps us understand how different types of leadership can affect whether employees stay in a company 

or leave. Good leadership plays a big role in keeping employees happy, motivated, and loyal to the organisation. 

By studying earlier research and data, it is clear that leadership styles like transformational and supportive 

leadership are better at increasing employee retention. Leaders who listen to their employees, give feedback, and 

create a positive work environment are more successful in keeping their teams together. This study also gives some 

ideas on how leadership can be improved to reduce employee turnover, like giving training to leaders, building 

trust, and encouraging open communication. The study will contribute to the field of human resource management 

by identifying key leadership behaviours that can enhance retention, reduce turnover costs, and improve overall 

organizational performance. 
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