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Abstract

This study investigates the intricate dynamics between leadership style, and employee outcomes
within Mumbai's diverse business environment. Specifically, it examines the impact of leadership
on employee engagement and turnover. Drawing upon established literature, the study
hypothesizes relationships between leadership and these variables, aiming to provide insights into
the nuanced interplay among them. Through a mixed-methods approach including questionnaire
surveys and data analysis, the research sheds light on the multifaceted nature of leadership within
Mumbai-based organizations, offering implications for managerial practices and organizational
development.
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Introduction:
Within the bustling and diverse business

ecosystem of Mumbai, leadership stands as a
pivotal force shaping the trajectory of
organizations. As one of India's most vibrant
and economically significant cities, Mumbai
hosts a myriad of businesses that operate in a
fast-paced, competitive environment. Here,
leadership is not merely a role but a critical
determinant of organizational success,
influencing various facets such as culture,
employee engagement, and turnover rates.

In this dynamic context, leadership functions as
the fulcrum upon which organizational culture
pivots, creating a foundation where employee
engagement can thrive and turnover rates can
either stabilize or escalate. Effective leadership
fosters a positive organizational culture,
enhances employee motivation, and can
significantly reduce turnover by creating a
supportive and empowering work environment.
Conversely, ineffective leadership can lead to a
toxic work culture, low employee morale, and
high turnover rates, thereby impeding

organizational performance and growth.

This research paper embarks on a rigorous
inquiry to unravel the intricate connections
between different leadership styles and their
multifaceted influence on key organizational
dynamics within Mumbai's corporate
landscape. By examining leadership through the
lens of its impact on employee engagement and
turnover, this study aims to provide a
comprehensive understanding of how
leadership choices affect organizational
outcomes.

Through a nuanced examination involving both
qualitative and quantitative methods, including
questionnaire surveys and data analysis, the
research delves into the complex interplay
between leadership styles and employee
outcomes. This approach ensures a thorough
exploration of the subject, capturing the diverse
perspectives and experiences of employees in
Mumbai-based organizations.

The insights derived from this study are crucial
for fostering sustainable growth and success in
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Mumbai-based enterprises. By identifying the
leadership styles that most effectively enhance
employee engagement and reduce turnover, this
research offers valuable guidance for managers
and leaders striving to cultivate a thriving
organizational environment. Ultimately, the
findings aim to inform and inspire leadership
practices that align with the unique challenges
and opportunities present in Mumbai's
corporate landscape, promoting organizational
excellence and resilience in a rapidly evolving
business world.

Literature Review:

The style of leadership holds considerable sway
over employee engagement, serving as a
fundamental factor in organizational prosperity.
Within the diverse business milieu of Mumbai,
numerous seminal studies illuminate the
intricate interplay between leadership style and
its repercussions on employee engagement.

Pioneering investigations by Bass (1985) and
Avolio et al. (1999) laid the groundwork for
understanding transformational leadership,
highlighting its positive nexus with employee
engagement. Such leaders inspire and motivate
their workforce, instilling a profound sense of
purpose and allegiance to organizational
objectives. Similarly, Goleman (2000)
underscored the significance of emotional
intelligence in leadership, suggesting that
leaders exhibiting empathy and interpersonal
adeptness tend to foster heightened levels of
employee engagement.

In contrast, autocratic or laissez-faire leadership
methodologies have been linked to diminished
employee engagement. Research by Judge and
Piccolo (2004) alongside Lam et al. (2017)
demonstrated that authoritarian leadership,
typified by stringent control and limited staff
involvement, often results in disengagement
and diminished motivational vigor among
employees.

Transactional leadership, predicated upon the
principles of reward and penalty, also exerts an
influence on employee engagement. While
transactional leaders may delineate clear
expectations and proffer rewards for
performance, they may fall short in inspiring
employees to surpass their customary duties,
thereby constraining levels of engagement
(Bass, 1985).

Furthermore, adept leadership practices such as
prioritizing employee well-being and nurturing
trust and collaboration have been found to
augment organizational morale (Chen & Choi,
2008; Schyns & Schilling, 2013). Leaders who
empower and cultivate their workforce
contribute to a propitious work milieu
conducive to elevated morale and engagement.

In essence, the literature suggests that
leadership style significantly impacts employee
engagement, with transformational and
participatory leadership styles fostering
heightenedengagement levels, whereas
autocratic or laissez-faire styles may precipitate
disengagement and attenuate morale within
Mumbai-based enterprises. These insights
furnish a foundational comprehension of the
association between leadership style and
employee engagement in the dynamic backdrop
of Mumbai's corporate arena.

Conceptual Framework:

This study is grounded in a holistic conceptual
framework that elucidates the intricate
dynamics between leadership, employee
engagement, turnover, and organizational
morale within Mumbai's evolving business
landscape.

1. Leadership:

a. Transformational Leadershi: Characterized
by visionary leadership, inspiration,
intellectual stimulation, and personalized
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attention, transformational leadership
shapes organizational culture and

employee engagement.
b. Democratic Leadership: Prioritizing

participative decision-making and
inclusivity, democratic leadership fosters
collaboration, enhancing employee

engagement and morale.
c. Charismatic Leadership: Leveraging

personal charm and inspirational traits,
charismatic leadership influences
employee engagement and organizational
morale through motivation and
inspiration.

d. Authoritarian Leadership: Defined by
centralized control and strict authority,
authoritarian leadership may adversely
affect employee engagement and morale

due to its hierarchical approach.
e. Laissez-faire Leadership: With minimal

intervention, laissez-faire leadership may
lead to uncertainty and disengagement,
impacting employee engagement and
morale.

2.Employee Engagement:

Employee engagement reflects employees'
emotional commitment, motivation, and
alignment with organizational goals. Effective
leadership plays a pivotal role in fostering
employee engagement through communication,
empowerment, and recognition.

3. Turnover:

Turnover refers to the rate at which employees
depart from an organization. Leadership styles,
organizational culture, and job satisfaction are
key factors influencing turnover.
Transformational and democratic leadership
can mitigate turnover by cultivating a positive
work environment and providing growth
opportunities.Research Methodology:

Objectives:

1. To examine the relationship between

Leadership and Employee Engagement.
2. To examine the relationship between

Leadership and Turnover.
3. To investigate the relationship between

Employee Engagement and Turnover.
Hypothesis:

1. HO: There is no significant relationship
between Leadership and Employee
Engagement.

H1: There is a significant relationship
between Leadership and Employee
Engagement.

2. HO: There is no significant relationship
between Leadership and Turnover.

H1: There is a significant relationship
between Leadership and Turnover.

3. HO: There is no significant relationship
between Employee Engagement and
Turnover.

H1: There is a significant relationship
between Employee Engagement and
Turnover.

Research Design:

The study adopts a mixed-methods approach,
integrating both quantitative and qualitative
data collection and analysis techniques to
explore the relationship between leadership
styles, employee engagement, and turnover in
organizations based in Mumbai.

Data Collection:

Questionnaire Development: A structured
questionnaire will be developed to measure
variables related to leadership styles, employee
engagement, and turnover. The questionnaire
will include both closed and open-ended
questions to gather comprehensive data.

Pilot Testing: The questionnaire will be pilot-
tested with a small group of employees to ensure
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clarity, relevance, and reliability of the
questions. Necessary modifications will be
made based on feedback received.

Sampling: A representative sample of
employees from various organizations in
Mumbai will be selected using stratified random
sampling to ensure diversity in terms of
industry, organization size, and employee
demographics.

Data Collection Procedure:

Administration: The final questionnaire will be
administered to the selected sample of
employees through online and offline modes to
ensure maximum participation. Informed
consent will be obtained from all participants.

Confidentiality: Assurance of confidentiality
and anonymity will be provided to encourage
honest and accurate responses.

Reliability and Validity Checks: Cronbach's
alpha will be calculated to assess the reliability
of the scales used in the questionnaire.

Table 1: Correlation Matrix

Construct validity will be ensured through
factor analysis.

Leadership and Employee Engagement: A
negligible linear relationship, indicated by a
weak correlation coefficient.

Leadership and Turnover: Similar weak
linear relationship, with no significant impact.

Employee Engagement and Turnover: A
moderate positive relationship suggesting that
as engagement increases, turnover might also
increase due to various underlying factors.

Data Analysis:

Correlation Analysis of Leadership,
Employee Engagement, and Turnover

This study examines the relationships between
three critical organizational variables:
Leadership, Employee Engagement, and
Turnover. The data is summarized in a
correlation matrix, which provides insight into
the strength and direction of linear relationships
between these variables.

Leadership Employee Engagement Turnover
Leadership 1
Employee Engagement - 0.050826849 | 1
Turnover 0.022681418 0.444099317 1
Interpretation (0.0227). Similar to the relationship with

Leadership and Employee Engagement: The
correlation coefficient between Leadership and
Employee Engagement is (-0.0508). This value
indicates that there is essentially no linear
relationship between leadership and employee
engagement. The slight negative correlation
suggests a very weak inverse relationship, but it
isnegligible and not statistically significant.

Leadership and Turnover: The correlation
coefficient between Leadership and Turnover is

employee engagement, this value is very close
to zero, indicating no meaningful linear
relationship between leadership and turnover.
The slight positive correlation is negligible and
does not imply any significant interaction
between these variables.

Employee Engagement and Turnover: The
correlation coefficient between Employee
Engagement and Turnover is (0.4441). This
value indicates a moderate positive relationship,
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suggesting that as employee engagement
increases, turnover also tends to increase. This
relationship is the most significant among the
three correlations, indicating a noteworthy,
albeit moderate, association between employee
engagement and turnover.

The analysis reveals that leadership, as
measured in this study, does not have a
significant direct impact on either employee
engagement or turnover. This finding suggests
that other factors might be more influential in
determining these outcomes. In contrast, the
moderate positive correlation between
employee engagement and turnover is
intriguing and warrants further investigation.
This relationship could imply that higher levels
of engagement might be associated with higher
turnover, potentially due to increased
opportunities or ambitions among engaged
employees.

These insights contribute to the ongoing
discourse on organizational behavior,
particularly the complex dynamics between
leadership, employee engagement, and
turnover. Future research could explore
additional variables that might mediate or
moderate these relationships, providing a more
comprehensive understanding of the factors that
drive employee engagement and retention.

Regression Analysis of Leadership and
Employee Engagement

This study employs a simple linear regression
analysis to investigate the relationship between
Leadership (independent variable, (X)) and
Employee Engagement (dependent variable,
(Y). The summary output provided in Table 2
offers detailed regression statistics, ANOVA
results, and the coefficients of the regression
model.

Regression Statistics
Multiple R 0.050826849
R Square 0.002583369
Adjusted R Square -0.01461347
Standard Error 1.93502583
Observations 60

Regression Statistics:

Multiple R: The multiple correlation coefficient
is (0.0508), indicating a very weak linear
relationship between leadership and employee
engagement.R Square: The coefficient of
determination is (0.0026), suggesting that only
0.26% of the variance in employee engagement
is explained by leadership. This is very low,
indicating that leadership does not significantly

explain the variation in employee engagement.
Adjusted R Square: The adjusted R square is (-

0.0146), which corrects R Square for the
number of predictors in the model. A negative
adjusted R square further underscores the weak
explanatory power of the model.

Standard Error: The standard error of the
estimate is (1.9350), reflecting the average
distance that the observed values fall from the
regression line.

Observations: The analysis is based on 122
observations.

2.ANOVA:

The ANOVA table shows an F-statistic of
(0.1502) with a significance level (p) of
(0.6997). This high (p)-value indicates that the
regression model is not statistically significant,
and there is no evidence to suggest that
leadership is a predictor of employee
engagement.
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df SS MS F Significance F
Regression 1 0.562485445 0.562485445 0.150223458 0.699740655
Residual 58 217.1708479 3.744324964
Total 59 217.7333333
3.Coefficients:

Coefficient | Standard t Stat P-value Lower Upper Lower Upper

s Error 95% 95% 95.0% 95.0%
Intercept 7.479041 1.09288 6.84337762 | 5.3689E-09 | 5.29138 9.66669 5.29138 9.6666
Leadership | -0.051762 0.13355 -0.3875867 0.69974066 | -0.31909 0.21556 -0.31909 0.2155

Intercept: The intercept (7.4790) represents the
expected value of employee engagement when
leadership is zero. This coefficient is statistically
significant with a (p)-value of (5.3689E-09),
indicating that it is different from zero.

Leadership: The slope coefficient for leadership
is (-0.0518), suggesting a very slight negative
relationship with employee engagement.
However, this coefficient is not statistically
significant (p = 0.699), indicating that changes
in leadership do not have a meaningful impact
on employee engagement within this dataset.
The confidence interval for this coefficient
rangesfrom (-0.3191) to (0.2156), which
includes zero, further reinforcing the lack of
statistical significance.

The regression analysis demonstrates that there
is no significant linear relationship between
leadership and employee engagement. The very
low R Square value and the non-significant (p)-
value for the leadership coefficient indicate that
leadership does not explain variations in

Table 3: Regression Analysis Summary

employee engagement in this dataset. This
finding aligns with the correlation analysis,
which also showed a negligible relationship

between these variables.
Future research should consider exploring

additional factors that might influence
employee engagement and incorporate more
variables into the regression model to better
understand the drivers of employee
engagement. Additionally, different
methodological approaches, such as qualitative
studies or more comprehensive surveys, might
provide deeper insights into the complex
dynamics at play.

Regression Analysis of Leadership and
Turnover

This study employs a simple linear regression
analysis to examine the relationship between
Leadership (independent variable, (X) and
Turnover (dependent variable, (Y). The
summary output provided in Table 3 offers
detailed regression statistics, ANOVA results,
and the coefficients of the regression model.

Regression Statistics
Multiple R 0.022681418R
Square 0.000514447
Adjusted R Square -0.016718063
Standard Error 0.892106906
Observations 60
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1. Regression Statistics:

Multiple R: The multiple correlation coefficient
15 (0.4441), indicating a moderate positive linear
relationship between employee engagement and
turnover.

R Square: The coefficient of determination is
(0.1972), suggesting that approximately
19.72% of the variance in turnover is explained
by employee engagement. This indicates that
employee engagement has a moderate
explanatory power for turnover.

Adjusted R Square: The adjusted R square is
(0.1834), which corrects R Square for the
number of predictors in the model. This value is
slightly lower than R Square but still indicates
moderate explanatory power.

Standard Error: The standard error of the
estimate is (0.7995), reflecting the average
distance that the observed values fall from the
regression line.

Observations: The analysis is based on 122
observations.

2.ANOVA:
df SS MS F Significance F
Regression 1 9.1084711 9.108471 14.24931323 0.000379
Residual 58 37.074862 0.639222
Total 59 46.183333

The ANOVA table shows an F-statistic of
(14.2493) with a significance level (p) of
(0.0004). This low (p)-value indicates that the

3.Coefficients:

regression model is statistically significant, and
there is evidence to suggest that employee
engagement is a predictor of turnover.

Coefficients Standard t Stat P-value Lower Upper Lower Upper
Error 95% 95% 95.0% 95.0%
Intercept 2.171310472 | 0.3965616 | 5.475343 | 9.80499E-07 1.377506 | 2.96511 1.37751 2.9651147
Employee 0.204531537 | 0.054183 3.774826 | 0.000378778 0.096072 | 0.31299 | 0.09607 0.3129907
Engagement

Intercept: The intercept (2.1713) represents the
expected value of turnover when employee
engagement is zero. This coefficient is
statistically significant with a (p)-value of
(9.805E-07), indicating that it is different from
Zero.

Employee Engagement: The slope coefficient
for employee engagement is (0.2045),
suggesting a positive relationship with turnover.

This coefficient is statistically significant (p
=0.0004), indicating that increases in employee

engagement are associated with increases in

turnover. The confidence interval for this
coefficient ranges from (0.0961) to (0.3130),
which does not include zero, reinforcing the
significance of the relationship.

The regression analysis demonstrates a
statistically significant positive linear
relationship between employee engagement
and turnover. The R Square value indicates that
employee engagement explains approximately
19.72% of the variance in turnover, which is a
moderate amount. The positive coefficient for
employee engagement suggests that as

| Indian Knowledge and Management Review

Vol 1| Issue 1 | Jan-Jun 2025



employee engagement increases, turnover also
increases.

Future research should explore additional
variables that might influence turnover and
examine potential mediators or moderators in
the relationship between employee engagement
and turnover. Qualitative studies or more
comprehensive surveys could provide deeper
insights into the complex dynamics at play and
help organizations develop strategies to retain
engaged employees.

This finding is intriguing and somewhat
counterintuitive, as higher employee
engagement is generally expected to reduce
turnover. However, it is possible that highly
engaged employees might have more
opportunities for advancement outside the
organization, leading to increased turnover. This
relationship warrants further investigation to
understand the underlying factors driving this
dynamic.

Discussion:

The findings of this research offer significant
insights into the complex dynamics between
leadership styles, employee engagement, and
turnover within Mumbai's diverse corporate
environment. The mixed-methods approach,
encompassing both qualitative and quantitative
data, provides a robust framework for
understanding these relationships and their
implications for managerial practices.

Leadership Styles and Employee Engagement

The correlation and regression analyses reveal
that there is no significant direct relationship
between leadership styles and employee
engagement. This finding contrasts with much
of the existing literature which suggests that
leadership, particularly transformational and
participative styles, typically has a strong
positive impact on employee engagement. The
negligible correlation coefficient (-0.0508) and
the lack of statistical significance in the
regression model highlight that other factors

may be more influential in shaping employee
engagement within Mumbai-based
organizations.

One possible explanation for this divergence
could be the unique cultural and organizational
context of Mumbai. The city's fast-paced and
competitive business environment might
overshadow the impact of leadership style on
engagement, with employees being more
influenced by external market pressures and
individual career aspirations. Additionally, the
diverse nature of the workforce in Mumbai,
characterized by varied educational and
professional backgrounds, might dilute the
influence of any single leadership style.

Leadership Styles and Turnover

Similarly, the analysis shows no significant
relationship between leadership styles and
turnover, as evidenced by a very weak
correlation (0.0227) and non-significant
regression results. This finding suggests that
leadership style alone is not a critical
determinant of employee turnover in Mumbai-
based organizations. High turnover rates could
be driven more by external factors such as better
job opportunities, economic conditions, or
personal reasons rather than internal leadership
dynamics.

Employee Engagement and Turnover

Interestingly, the study finds a moderate positive
relationship between employee engagement and
turnover, with a correlation coefficient of
0.4441. This counterintuitive result suggests
thathigher engagement levels are associated
with higher turnover rates. One possible
interpretation is that engaged employees, who
are more proactive and connected to their work,
might also be more attractive to other
employers, thereby having more opportunities
to leave their current organization. Additionally,
engaged employees might have higher
expectations for career growth and if these are
not met within their current organization, they

| Indian Knowledge and Management Review

Vol 1| Issue 1 | Jan-Jun 2025 B



may seek opportunities elsewhere.
Conclusion:

The culmination of this comprehensive study
offers a profound exploration into the
multifaceted realm of leadership styles and their
intricate impact on organizational dynamics and
employee outcomes within the vibrant tapestry
of Mumbai's corporate arena.

Across the spectrum of leadership
styles—ranging from democratic, charismatic,
and transformational to authoritarian and
laissez-faire—the research unveils a rich
diversity reflective of the nuanced approaches
employed by leaders within Mumbai-based
organizations. Each style brings forth its distinct
blend of strengths and limitations, weaving a
complex narrative that shapes organizational
culture, employee engagement, and overall
performance.

Central to the discourse is the critical role of
effective communication in articulating
organizational goals and fostering alignment
among employees. While strides have been
made in communicating goals across different
leadership styles, there remains an imperative to
enhance communication strategies to ensure
clarity, transparency, and resonance throughout
the organizational hierarchy.

Moreover, the study illuminates the pivotal
function of feedback mechanisms, such as
public recognition and written feedback, in
nurturing employee development and bolstering
morale. However, the variability in the
implementation and efficacy of these methods
underscores the need for tailored approaches
attuned to the unique dynamics of each
organization and its workforce.

Empowerment and developmental initiatives
emerge as linchpins for cultivating a thriving
organizational culture and driving sustained
engagement among employees. Yet, the
research unveils nuances in the extent and

effectiveness of these efforts, highlighting
opportunities for leaders to recalibrate strategies
and deepen their commitment to employee
growth and empowerment.

Crucially, the findings underscore a profound
sense of connection and resonance among
employees with organizational goals, indicative
of a shared vision and purpose permeating
Mumbai's corporate landscape. However, the
varying degrees of employee involvement in
decision-making processes underscore the
imperative for fostering a culture of inclusivity
and participative leadership to harness the
collective wisdom and creativity of the
workforce.

While turnover remains a prevalent challenge,
attributed to factors such as workload and
limited advancement opportunities,
organizations grapple with the imperative to
design andimplement robust retention strategies
tailored to address the unique needs and
aspirations of their employees.

In essence, this study offers profound insights
into the dynamic interplay between leadership
styles, organizational dynamics, and employee
outcomes within Mumbai's eclectic business
landscape. By delving into the complexities of
leadership and organizational behavior,
organizations can glean invaluable insights to
inform their strategic endeavors, nurture a
culture of excellence, and propel sustainable
growth in the dynamic and ever-evolving milieu
of Mumbai's corporate domain.
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