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Abstract
Purpose – The purpose of this paper is to report the findings of a study which examines the relationship
between transformational leadership and intention to leave through the mediating role of employee
engagement, employer branding, and psychological attachment.
Design/methodology/approach – Transformational leadership, employee engagement, employer branding,
and psychological attachment were assessed in an empirical study based on a sample of 405 full-time employees
working in information technology (IT) organizations in India. The data which were obtained using Google doc
and a printed questionnaire was analyzed through structural and measurement model.
Findings – The results reveal that transformational leadership style directly influences employee intention
to leave. Transformational leadership and employer branding is mediated by employee engagement.
The leadership relation with psychological attachment is mediated by employer branding.
Practical implications – The implications of the study are of utmost importance for Indian IT industries
facing high voluntary turnover in recent times. Transformational leaders in teams contribute to develop employee
engagement, employer branding, and psychological attachment. Imparting transformational leadership training to
team leaders can help in generating psychological attachment with the employees which would go a long way.
Originality/value – This study explores the relationship among transformational leadership style,
employee engagement, employer branding, and psychological attachment which has not been explored
theoretically and tested empirically in an Indian context.
Keywords Transformational leadership, Employee engagement, India, Employer branding,
Intention to leave, Psychological attachment
Paper type Research paper

Introduction
The evolution of leadership theory and practice has attracted researchers on a quest to
explain the influence of leadership by developing models. A review of developments in the
field of leadership published in the Annual Review of Psychology (Avolio et al., 2009) raises
the need to determine causal mechanisms that link leadership to various organizational
interim and ultimate outcomes, and highlights the importance of a strategy-driven
leadership. It points toward further research to examine the role of mediators, in order to
explain the significance of leadership for organizational outcomes.

Transformational leadership is one of the most sought after approaches to leader behavior
that transforms and inspires followers to be of greater value to the organization (Ghadi et al.,
2013). Earlier research on the outcomes of transformational leadership shows that it can
predict job behavior (Piccolo and Colquitt, 2006) and financial performance over a length of
time (Bass et al., 2003). The present study focuses on the transformational leadership style of
information technology (IT) professionals. One of the most important human resource (HR)
challenges faced by IT industries in India is the high rate of voluntary employee turnover,
as revealed by triangulation research. The challenges faced by these organizations call for
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transformational leaders to lead and deliver results (Agrawal et al., 2012). Our research starts
with transformational leadership as the main component in the hypothesized model, followed
by employee engagement, employer branding, and psychological attachment as intervening
variables, helping to explain employee intention to leave the organization. Through a post-
positivist approach we examine whether transformational leaders can control attrition
amongst IT employees. We suggest leadership training to address the issues leading to
employee turnover in the IT industry. A systematic review of 72 studies, from 1980 to 2008,
and focused on the intention of IT personnel to leave, supports the need for clarity in
communication, to reduce role ambiguity and role conflict and highlights the manager’s
initiative in team management (Ghapanchi and Aurum, 2011). Transformational leadership is
studied for its virtues which are idealized influence, motivation, intellectual stimulation, and
individualized consideration. These virtues display an association with employee outcomes
and occupational success (Nielsen et al., 2009; Höper et al., 2012).

A transformational leader’s behavior in terms of “visioning” and “inspiring” is of much
importance in bringing about employee engagement (Densten, 2005). Studies have reported
that a leader’s support and positive relation aids the achievement of high level engagement
by the team (Xu and Thomas, 2011; Ghadi et al., 2013). Under such team leadership,
followers display integrity and perform effectively. In our study, we analyze the role of
mediating variables such as employee engagement, employer branding, and psychological
attachment in establishing a nomological network between transformational leadership and
intention to leave. Furthermore, transformational leader contribution in building brand
image in the new economy, by achieving a congruence of identities of a variety of
stakeholders has been validated through quantitative and qualitative research (Kaufmann
et al., 2012). The mediating role of a leader between the corporate branding structure and an
individual has been explored, using grounded theory that portrays leaders as an
“integrating force,” responsible for unifying the elements which contribute to corporate
identity (Vallaster and De Chernatony, 2005). However, its limitation with regards to
generalizability gives scope to further investigation into the role of a leader.

Our study aims to test the role of transformational leadership on employee intention to
leave and the effect of employee engagement, employer branding, and psychological
attachment in the process. By examining the mediating role of employee perception in
Hong Kong and Japan, representing collectivist culture, it is observed that identification
contributes to the reduction of turnover (Abrams et al., 1998). Moreover, as identification is
an important element of attachment, as realized by subordinates, it is affected by the
superior leadership style (Shalit et al., 2010). We explore this relationship with
transformation leadership. A causal relationship is established through the analysis of
self-rated data from IT professionals, using structural equation modeling (SEM). Results
show that transformational leadership contributes to employee engagement and employer
branding, developing a feeling of identification and internalization among them.

Industry reports show that attrition in Indian organized sector is the highest globally
(Hay Group, 2013). The attrition rate in the IT industry within India ranges from 15 to 50 percent,
depending on the size of the organization and structure (NASSCOM Annual Report, 2013).
This raises concerns for employee engagement and retention. Therefore, for growth and
sustainability of the organization, innovative practices need to be developed in order to retain
talent. Our findings of the causal relationship among the different factors in the organization
address some of the issues related to the training of team leaders on transformational leadership.

Conceptual framework
Turnover
Various organizational and environmental factors, including leadership, supervision,
perceived job characteristics in terms of motivational potential and pre-employment
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expectation, as antecedents to intention to leave lead to turnover among employees
(Miller et al., 1979; Mobley et al., 1978). The present research uses the theory of reasoned
action (TRA) (Fishbein and Ajzen, 1975) and theory of planned behavior (TPB) (Ajzen, 2011)
to examine these factors. According to the theories, behavioral intentions result from the
combination of attitudes and subjective norms. The TRA explains 40-50 percent of
the variance in intention (Sutton, 1998). A longitudinal study using the TPB shows that
behavioral intentions are the best predictors of turnover, in which the effects of all the
variables such as job satisfaction, organization commitment, age, and tenure were
accounted for (Van Breukelen et al., 2004). In this paper, transformational leadership is
operationalized as the subjective norm, and employee engagement, employer branding,
and psychological attachment as the attitude of the employee. The study in collectivist
culture attempts to apprehend the relation of these factors with intention to leave
(Besser, 1993; Luu and Hattruo, 2010).

Psychological attachment
Psychological attachment is based on the basic inclination of human beings to relate
affectionately to a person or place (Bowlby, 1977). This attachment is observed in the form
of a relationship between employees and their organization (Lin, 2010). O’Reilly and
Chatman (1986, p. 493) identified psychological attachment as: “[…] the degree to which the
individual internalizes or adopts characteristics or perspectives of the organization.”
They proposed that psychological attachment can be predicted through compliance
(instrumental involvement for specific, extrinsic rewards), identification (involvement based
on a desire for affiliation), and internalization (involvement predicated on congruence between
individual and organizational values). Often individuals conform to the behavior to gain
rewards, noted as compliance or exchange. The process of individuals identifying with a
person, place, object, or group starts with congruence in their values or attributes.
Incorporation of these attributes into one’s cognition brings about internalization of the values
or attributes which is reflected in their behavior. The base of attachment and degree to which
an individual is attached varies psychologically, depending on various antecedents.

Our study uses O’Reilly and Chatman’s definition to conceptualize and operationalize
psychological attachment owing to two reasons: first, it includes both identification and
internalization of values as intrinsic factors leading to behavior; and second, it includes
compliance components that help to interpret the role of extrinsic rewards. This definition
has been often used by researchers as a tool to measure psychological attachment among
different samples, to establish their reliability and validity (Sutton and Harrison, 1993;
Martin and Bennett, 1996; Pillai et al., 1999).

Employer branding
The concept of employer branding lies in the idea of brand as “a mixture of attributes, tangible
and intangible, symbolized in a trade mark, which if managed properly, creates value and
influence” Swystun (2007) said. Employer branding in a HR setting is defined by Ambler and
Barrow (1996, p. 185) as “The package of functional, economic and psychological benefits
provided by employment, and identified with the employing company.”

Its framework is based on the outcome of brand associations in the form of employer
attraction and employee productivity and highlights the role of organization identity, as an
input for intention to quit and turnover. The differentiation in a firm’s characteristics,
presented as its unique feature, for value creation, to attract potential employees and retain
current employees, is of paramount importance and gives the organization an identity,
in terms of employer branding (Backhaus and Tikoo, 2004; Dell and Ainspan, 2001). It is an
important building block for strategic HR management. Hence, the inclusion of employer
branding in this study is used to establish the nomological network.
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Employee engagement
Employee engagement has been defined in many different ways (Harter and Schmidt, 2008;
Macey and Schneider, 2008). The initial outline of employee engagement as cognitive,
emotional, and physical resources (Kahn, 1990) put forth by employees in their work, was
expanded to describe three facets of engagement, namely individual trait (views of life),
state ( feelings of energy), and behavior (extra role), displayed by an employee at workplace
(Macey and Schneider, 2008).

In many organizations, employee engagement is evaluated by the Gallup Q12
questionnaire that operationalizes the resources and opportunities available to boost
engagement (Buckingham and Coffman, 1999). However, the relevance of the questionnaire
was raised by some scholars as it only reports on the conditions in organization which
facilitate employee engagement (Harter and Schmidt, 2008; Macey and Schneider, 2008).
Such issues were addressed by a meta-analysis of Gallup Q12 used by 8,000 business units
that showed a positive relation between levels of employee engagement and business unit
performance (Harter et al., 2002). Due to its relevance in engagement research for
organization outcomes, Gallup Q12 is used in the present research. Furthermore, it will be of
value for further discussion on employer branding, which is graded on characteristics
of the organization.

Transformational leadership
Transformational leadership comprises four dimensions: idealized influence, inspirational
motivation, intellectual stimulation, and individualized consideration (Bass, 1998).
Such leaders promote and motivate their followers by projecting and communicating
attractive visions, common goals, and shared values (Bass and Riggio, 2006). Idealized
influence is the leader’s ability to build loyalty and devotion among the team members,
assisting them to identify with the leader. Inspirational motivation relates to the ability of
the leader to provide a vision to its followers and motivate them to work in that direction.
Intellectual stimulation activates the followers to be risk-taking and innovative at work.
The last one, individualized consideration, is related to the behavior of the leader to pay
attention to the individual needs of the followers. A strong association between leadership
behavior and desirable outcomes has been proved in some studies (Ghadi et al., 2013;
Men and Stacks, 2013; Piccolo and Colquitt, 2006).

According to Lacity et al. (2008), research on IT turnover in India indicates the routine
nature of work to be one of the most important reasons. Their revised model identifies job
satisfaction, organizational satisfaction, and social norms as main determinants of
employee’s intention to leave. A systematic review of past studies shows that role clarity,
role ambiguity, and perceived workload add to high turnover among these professionals
(Ghapanchi and Aurum, 2011). They place an emphasize on the manager’s role in
developing strategies to overcome these barriers. Leadership styles that are focused on
communication, development, innovative work distribution, and autonomy at workplace
may reduce attrition. Among different leadership styles, conceptualized, transformational
leadership appears to fit the requirement for an innovative leader.

Hypothesis development
Transformational leader and intention to leave
A cluster study on the taxonomy of antecedents of IT turnover intentions identifies five
main categories, including individual, organizational, job-related, psychological, and
environmental factors (Ghapanchi and Aurum, 2011). The issues covered in these clusters
are related to autonomy, work schedule, supervisor support, intrinsic motivation, affective
commitment, future uncertainty, discrimination, distributive justice, lack of team work, and
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career orientation. Transformational leaders are observed to inspire and motivate team
members to work in the direction of realizing the organization’s vision through innovation
(Chen et al., 2012), and generate commitment for the accomplishment of said vision
(Eisenbeiss et al., 2008; Bass and Riggio, 2006). Their ability to manage team diversity,
fostering utilization of member potential, provides an outlet to individual cognitive
endeavors (Kearney and Gebert, 2009), and boosts team work and intrinsic motivation of the
teams working in the IT sector.

It has been observed that psychological empowerment experienced by followers under a
transformational leader predicts their intention to leave (Larrabee et al., 2003; Avey et al.,
2008). A positive impact on a follower’s motivation has been noted in terms of their
self-actualization needs, extra efforts, and helps to stimulate their personal development
(Dvir et al., 2002; Hughes et al., 2010). It moderates the relation between emotional
exhaustion and turnover intention (Green et al., 2013). Regression results also provide
support for differential mediating effects between the influence of transformational
leadership and followers’ withdrawal cognition (Tse, 2008). Moreover, trust in a leader and
follower relationship contributes to employees well-being (Kelloway et al., 2012) and builds
their moral identity (Zhu et al., 2011). These observations indicate the significance of the four
transformational leadership dimensions on employee intention to leave.

The transformational leader and employee engagement
Engaging employees is one of the greatest challenge that organizations face in present times
(Frank et al., 2004). Research in the area of positive organization behavior is focused on
employee engagement, for improving organizational outcomes (Bakker and Schaufeli, 2008).
Transformational leaders influence their subordinates’ perception of meaning of work,
leading to higher engagement (Ghadi et al., 2013; Xu and Thomas, 2011). The antecedent
conditions proposed by Kahn (1990) also includes psychological meaningfulness,
availability, and safety which can be enhanced by a leader’s behavior. These conditions
can be influenced by supportive interactions, autonomy, and creativity at work, thus
boosting the self-confidence of subordinates (Bakker and Demerouti, 2007; Hallberg and
Schaufeli, 2006; Bakker and Xanthopoulou, 2009).

The relationship between engagement and employee intention to leave comes from high
levels of dedication to work (Halbesleben and Wheeler, 2008). In light of social exchange
theory, it is seen as an obligation generated between the individuals and resources
in the organization (Cropanzano and Mitchell, 2005). Individuals pay for the resources in
organization through their level of engagement. In some studies, employee engagement is a
mediator between the perceived supervisor support and intentions to quit (Saks, 2006) and
between leadership empowerment behavior and turnover intention (Van Schalkwyk et al.,
2010). Furthermore, the level of engagement among the members in supervising employee
dyad predicts intent to remain ( Jones and Harter, 2005). Therefore, we anticipate that:

H1. Employees’ engagement mediates the relationship between employees’ perception of
transformational leadership behavior and their intention to leave (Figure 1).

Transformational leader and employer branding
Among the antecedents of brand building behavior, leadership style has been known to
have an impact, through role identity salience and value congruence (Kaufmann et al., 2012).
Discourse on employer branding and organization behavior theory have proposed that
organizations demonstrating open communication and fairness are more likely to attract
high levels of identification and commitment from employees (Edwards, 2009). It has been
observed that employee interactions, involvement, and empowerment contribute to brand
building behavior (Kaufmann et al., 2012). Social identity theory (SIT) advocates increased
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belongingness of an individual toward an organization with a higher brand value
(Tajfel, 1979; Reade, 2001). The brand-oriented leadership exhibited by transformational
leaders serves as the key integrating concept, aligning vision, culture, and image. It also
ensures brand building among the employees. Brand-specific transactional leaders influence
followers through a process of compliance, leading to an increase in turnover intentions and
a decrease in in-role and extra role brand building behaviors, whereas transformational
leaders influence followers through a process of internalization and decreased turnover
(Barling et al., 1996; Morhart et al., 2009).

The influence of employer brand on organizational outcomes is evident from interrelations
amongst the brand and commitment (Vaijayanthi et al., 2011). Strong employer brand
indicates greater employee satisfaction and an employee’s higher affinity toward the brand
(Davies, 2008). Moreover, employee satisfaction is attributed to employee trust of the
employer, by being more supportive and open. The above discussion makes it relevant to
the study of the mediating role of employer branding in the leadership-turnover relationship.
Hence, we hypothesize:

H2. Employer branding mediates the relationship between employee perception of
transformational leadership behavior and intention to leave.

Transformational leadership and psychological attachment
The literature on antecedents of psychological attachment includes group-leader relations,
such as participative leadership (Mathieu and Zajac, 1990). We argue that transformational
leader behavior contributes to building attachment with employees. Attachment theory states
that the need for attachment is fulfilled through an emotional bond and emphasizes the value
congruence among the players as an essential factor (O’Reilly and Chatman, 1986; Bennett and
Durkin, 2000). The vision of a transformational leader acts as a unifying force, leading to
convergence of values between a leader and his team members (Kirkpatrick and Locke, 1996;
Krishnan, 2001). Laboratory simulation by Krishnan displayed that a transformational
leader’s vision of quality and its implementation affects self-set goals and self-efficacy, giving
rise to performance. Moreover, providing a vision and motivating followers toward
achievement shows their dependence and personal identification with the leader (Kark et al.,
2003). The individualized consideration demonstrated by these leaders develops attachment
among the members (Bass, 1998; Keller and Cacioppe, 2001). Transformational leaders foster
ethical approaches to work and fairness in following norms and procedures (Pillai et al., 1999;
Odom and Green, 2003). Their role in enhancing the effective commitment supports follower
attachment (Bycio et al., 1995; Allen and Meyer, 1996).

Past research combines the TRA and SIT to aid the explanation of identification as a
consistent predictor of turnover intentions across cultures. Management systems that

EE

TL ITL

H1

H2

H3

Id

EB

Figure 1.
Hypotheses proposed
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support organizational identification may succeed in reducing turnover (Abrams et al., 1998).
As discussed in the conceptual part of this paper, psychological attachment consists of
identification and internalization. A psychological bonding develops when members take the
defining characteristics of the organization as defining characteristics of themselves
(Dutton et al., 1994). Hence, building on these justifications, we hypothesize as follows:

H3. Psychological attachment mediates the relationship between employee perception of
transformational leadership behavior and intention to leave.

Methods
A quantitative survey was conducted on middle management level employees from
12 multinational IT organizations, located in four different cities in India, each having more
than 500 employees. The responses were collected via online and pen and paper methods as
per the respondent’s convenience.

Sample and procedures for data collection
A total of 700 questionnaires were distributed, of which 400 were sent using a Google Doc
survey and 300 were printed and distributed along with the assurance of confidentiality.
Out of 426 responses received, 405 fully completed questionnaires were analyzed (21 were
incomplete) – a sufficient number for SEM (Kline, 2005; Shah and Goldstein, 2006). As no
significant difference was observed between online and pen and paper data sets by
independent sample t-test across all variables, they were analyzed as one collective.

The demographic profile of the participants, in terms of age, gender, qualification,
experience, and nature of work (technical/non-technical) are presented in Table I.

Measures
The five measures, namely transformational leadership, employee engagement, employer
branding, psychological attachment, and employee turnover intention examined in the
study are outlined below.

Transformational leadership. Multifactor Leadership Questionnaire (MLQ) form 6S,
having 12 items to assess four sub-variables, namely, idealized influence, inspirational
motivation, intellectual stimulation, and individualized consideration of transformational
leadership was used (Bass, 1998; Bass and Avolio, 1992). These variables were taken as

Item Category Frequency %

Age (in years) 21-25 136 33.70
26-30 217 53.70

31 and above 52 12.6
Experience (in years) Up to 3 years 186 46.00

3-6 years 158 39.1
Above 6 years 61 14.9

Qualification Graduates 191 47.2
Post graduates 214 52.8

Gender Male 367 90.6
Female 38 9.4

Marital Status Married 168 41.5
Unmarried 237 58.5

Department Technical 380 93.8
Non-technical 25 6.2

Note: n¼ 405

Table I.
Demographic profile
of the respondents
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indicators to create a single factor to measure transformational leadership. The response
format of MLQ ranges from 0 (not at all) to 4 ( frequently, if not always). A sample item is
“I have complete faith in my superior.” Cronbach’s α reliability of the available scale was 0.96.

Employee engagement. Gallup Q12 (Mann and Ryan, 2014) was used to measure
employee engagement. This instrument is widely used by researchers (Luthans and
Peterson, 2002; Bhatnagar, 2007). In total, 12 items pooled into two parcels were taken as
indicators on a five-point Likert scale, from 1 (strongly disagree) to 5 (strongly agree).
An example of an item is “At work, I have the opportunity to do what I do best every day.”
The original Cronbach’s α coefficient 0.88 showed excellent internal consistency.

Psychological attachment. A 12-item scale (O’Reilly and Chatman, 1986) was used to
assess psychological attachment of employees. The scale has sound psychometric
properties, with high reliabilities, ranging from 0.86 to 0.90 (Martin and Bennett, 1996;
Pillai et al., 1999; Sutton and Harrison, 1993). Employees were asked to rate their
perceptions on a five-point Likert scale from 1 (strongly disagree) to 5 (strongly agree).
An eight-item sub-variable “identification and internalization” was divided into two
parcels and taken as indicators. Sub-variable “compliance” was excluded from further
analysis due to its poor relationship. An item of the scale is “How hard I work for this
organization is directly linked to how much I am rewarded.” Cronbach’s α was 0.87 and
showed soundness of scale.

Employer branding. A 25 items employer branding scale, which includes a refinement
and extension of the three dimensions scale proposed by Ambler and Barrow (1996), was
employed. It has superior psychometric properties (Berthon et al., 2005). Responses were
obtained on a five-point Likert scale from 1 (strongly disagree) to 5 (strongly agree).
The scale was divided into five parcels (Hall et al., 1999) for further analysis. Sample item
included “Recognition/appreciation from management is good in this organization.”
The internal consistency for employer branding was found to be excellent, as Cronbach’s α
was 0.95 in the study.

Turnover intention. A three-item employee turnover intention scale developed by Mobley
et al. (1978) was used as it predicted turnover more accurately then others (Hom et al., 1979).
Responses were obtained on a five-point Likert scale from 1 (strongly disagree) to
5 (strongly agree). Example included is “I am actively searching for an alternative to this
organization.” Cronbach’s α reliability coefficient for turnover intention was found to be
0.85 in this study.

Procedures for data analysis
In the first phase of data analysis, mean, standard deviation, reliability, and Pearson’s
correlation were conducted. Confirmatory factor analysis (CFA) was conducted to identify
factor loadings and goodness-of-fit indices for the variables. During the second phase we
took a two-stage approach in conducting SEM (Anderson and Gerbing, 1988). This was
done in order to identify the relationships amongst constructs by specifying how each
construct appeared in the model. For this, different scale fit indices and factor loading
required were checked as recommended by Hu and Bentler (1999) and Byrne (2010).

Results
Descriptive statistics and correlation test
Descriptive statistics, correlation coefficients, and Cronbach’s α for all the study variables
are presented in Table II. A moderate to high correlation (Cohen, 1992) between constructs
(r¼−0.149 and 0.778, po0.01) was observed. An initial evidence to support the hypotheses
was that the outcome variable – intention to quit – showed a negative relationship with all
other variables included in the study.
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For the distinctiveness of the measures, CFA was performed using the AMOS software.
Cronbach’s αwas obtained under the assumption of parallelity, i.e. all factor loadings and all
error variances are constrained to be equal. As Cronbach’s α may over or underestimate
reliability (Raykov, 1998), composite reliability (CR) and average variance extracted (AVE)
were calculated (CR assesses the internal consistency of the measure and AVE represents
the ratio of total variance which is due to the latent variable). A variance extracted
0.50 indicates that the validity of both the constructs and individual variables are high
(Dillon and Goldstein, 1984). In the study, the constructs had sound reliability and validity,
as CR was greater than 0.70 and AVE was greater than 0.50 in the model. It proved that the
constructs had sound discriminant validity (Hair et al., 1998). Each variable was found to be
distinct from each other.

The results of CFA showed that all the variables in the study had strong psychometric
properties validating the distinct characteristics of the constructs in the study
( χ2¼ 190.120; df¼ 91; GFI¼ 0.944; NFI¼ 0.952; IFI¼ 0.974; TLI¼ 0.966; CFI¼ 0.974;
RMSEA¼ 0.052). All values for the loadings were significant at po001. Furthermore,
Cronbach’s α for each scale was above the preferred 0.70 requirement of acceptability
(Nunnally, 1978). The hypothesized model fit the data adequately ( χ2¼ 203.384; df¼ 95;
GFI¼ 0.939; NFI¼ 0.949; IFI¼ 0.972; TLI¼ 0.964; CFI¼ 0.972; RMSEA¼ 0.053) after
imposing three additional constrains in the form of modification indices in the model
(Steiger, 1990) (see Figure 2).

Kline (2005) suggested that a satisfactory model fit can be inferred when the χ2/df ratio is
below 3.00 (CFA: 2.089; SEM: 2.140) and values for CFI and other incremental fit indices are
above 0.90. In addition to this, the RMSEA value for CFA and confirmed model (0.052 and
0.053) also indicated model fit. For RMSEA, values of 0.05 or less indicate close fit, between
0.05 and 0.08 indicate reasonable fit, and between 0.08 and 0.10 indicate marginal fit
(Browne and Cudeck, 1992) (Table III).

Transformational leadership explained 42 percent of variance in employee engagement
(R2¼ 0.418; β¼ 0.647; no0.0001), whereas transformational leadership and employee
engagement contributed 83 percent of the variance (R2¼ 0.832). The regression weights ( β)
were 0.240 (no0.0001) and 0.738 (no0.0001) for transformational leadership and
employee engagement, respectively explained employer branding (EB¼TL+EE); whereas
sub-variable identification and internalization of psychological attachment explained
85 percent (R2¼ 0.848) in the model (Id¼TL+EE+EB). The indirect effect on
identification and internalization was also significant ( β′¼ 0.661).

Interestingly, intention to leave did not show direct significant relationship as
unstandardized parameter estimated value was non-significant (R2¼ 0.077; B¼−0.044;
no ns; indirectly β′¼−0.048). Thus, it can be inferred that the variables did not
significantly affect the intention to quit in the model.

Sl. Variables Mean SD CR AVE 1 2 3 4 5

1 Transformational
leadership 2.384 0.576 0.901 0.696 (0.902)

2 Employee engagement 3.58 0.605 0.707 0.556 0.539** (0.826)
3 Employer branding 3.424 0.618 0.849 0.535 0.650** 0.761** (0.922)
4 Identification and

internalization 3.296 0.730 0.782 0.643 0.534** 0.609** 0.778** (0.805)
5 Intention to leave 2.913 1.06 0.855 0.665 −0.248** −0.195** −0.228** −0.149** (0.852)
Notes: n¼ 406. CR, composite reliability; AVE, average variance extracted. Values given in the parenthesis
are Cronbach’s α reliability coefficients. **po 0.01 level (two-tailed)

Table II.
Descriptive statistics

and Pearson’s
correlation coefficients
for the five variables
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Discussion
The purpose of this study was to investigate the influence of transformational leadership,
employer engagement, employer branding, and psychological attachment on employee
intention to leave the organization. The first hypothesis, that employee engagement mediates
a relationship between respondents’ perception of transformational leadership of their
supervisor and intention to leave, was not supported. Rather, it was observed that employee
engagement mediated positively between transformational leader and employer branding.
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Figure 2.
Confirmed model

Structural relationships

Unstandardized
parameter estimates

( B)

Standardized
parameter estimates

( β)

Standardized
indirect effect

( β′) R2

TL→ ITL −0.117*** −0.224
EE→EB 0.632*** 0.738
TL→EB 0.128*** 0.240
EB→ Id 1.496*** 0.921
Id→ ITL −0.044(ns) −0.073
TL→EE 0.404*** 0.647 0.418
TL→EE→EB 0.477 0.832
TL→EE→EB→ Id 0.661 0.848
TL→EE→EB→ Id→ ITL(ns) −0.048 0.077
Notes: TL, transformational leadership; EE, employee engagement; EB, employer branding; Id,
intentification and internalization; ITL, intention to leave. ***po0.0001

Table III.
Unstandardized
and standardized
parameter estimates
in the model
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This finding may be due to the inclusion of employer branding and psychological attachment
in the nomological network. There are other outcomes influenced by engagement, such as job
satisfaction and organizational commitment (Saks, 2006). Though, it was found that
transformational leadership positively influenced employee engagement significantly
(Bhatnagar, 2007; Ghadi et al., 2013; Tims et al., 2011; Salanova et al., 2011), the role of
employee engagement as a mediator between transformational leadership and employer
branding expanded the understanding of transformational leaders’ brand building behavior
through better engagement of employees.

In our second hypothesis, we posited that employer branding mediates the relationship
between transformational leadership and intention to leave. This hypothesis was not
supported, as employer branding mediated between transformational leader and
psychological attachment, and between employee engagement and psychological
attachment. These observations surfaced because various factors influencing intention to
leave were taken into consideration in the study.

The employer branding initiatives taken by a leader encourages a sense of identification
with the organization (Edwards, 2009; Davies, 2008; Schlager et al., 2011). It is construed that
leader behavior leads to the vigor, absorption, and dedication of the employee, resulting in a
positive image of the employer. Our findings help to extend the understanding of employer
branding as an intermediary between transformational leadership behavior and
psychological attachment. It also explored the influence of an engaged employee in
building the employer as brand.

Direct mediation of psychological attachment in the relationship between
transformational leadership and intention to leave was not observed, hence, our third
hypothesis was not supported. The influence of transformational leaders on identification
and internalization was recognized through employee engagement and employer branding,
due to five constructs being studied in the model. Our findings are substantiated by a study
that expands the conceptualization derived from attachment theory to the area of leadership
(Popper et al., 2000). It is noted that transformational leadership has a significant, positive
correlation with a secure attachment style. It supports the theory that attachment is an
important aspect in determining security (Bowlby, 1969). Our research has important
implications for understanding this approach to leadership and attachment process.

The theory and research on turnover or employee’s intention to leave is cumulative.
It emphasizes the multiple factors influencing the phenomena (Holtom et al., 2008).
Our research also suggests that other factors in the IT industry may contribute to intention
to leave. The data collected in the study primarily concentrated on entry-level employees,
as voluntary turnover is high among this group. Therefore, it can be claimed that the
meaningful contribution of transformational leaders in creating positive psychological
conditions acts as a predictor of performance improvement through positive behavior
(Bakker and Schaufeli, 2008). Their role as employer branding architecture is of paramount
importance in developing attachment, which may be crucial for performance.

Implications
From a theoretical standpoint, we contributed to the understanding of the influence of
transformational leadership, employee engagement, employer branding, and psychological
attachment on intention to leave. While the three hypotheses were not supported
empirically, their role in the nomological network makes a significant contribution to the
leadership and psychological attachment literature. Moreover, this combination of variables
and its potential in exploring the process of attachment and intention to leave has not been
previously explored by scholars.

In our pursuit to further explain the factors leading to employee intention to leave, four
variables were examined that influence turnover intentions. We found that transformational
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leadership influenced employee intentions of turnover. The variables, employee engagement
and employer branding, mediated the relation between transformational leadership and
psychological attachment, but did not show significant relation to intention to leave.
Hence, the employee decision-making process toward turnover is influenced strongly by a
team leader’s transformational leadership style. The leadership style may impact
productivity and performance through engagement and attachment to the organization,
but did not firmly contribute to employee intention to leave. It reflects the notion that an
employee high in identification and internalization may also have intentions to leave the
organization. Hence, other factors mediating the process can be explored in order to explain
the phenomena.

Regarding practical recommendations, the relationships presented in the study play a
significant role in understanding the forces which drive psychological attachment toward
the organization. From the results, we suggest managers are trained in transformational
leadership style (Nielsen and Cleal, 2011). This would help with employee engagement,
which is an asset to the organization (Saks, 2006). It would further build employer image,
attracting new and competent applicants to the organization and also contribute to building
a positive image of the company in the eyes of its customers (Mosley, 2007). However, in our
study, the influence of transformational leaders on intention to leave through employee
engagement and employer branding could not be established.

The results of mediation indicate that by training managers in transformational
leadership style, the team leaders in IT organizations will have more engaged employees.
The input of these employees in the work process raise their perception of employer
branding by building a positive view of the different contextual factors, such as
opportunities in the organization for growth, security, and work environment in the
organization. This acts as a source to generate psychological attachment among these
employees. Research confirms that dimensions of transformational leaders can be learnt
(Nielsen and Munir, 2009). Hence, more objective and focused training programs on
leadership skills can be designed, based on these findings. The role of team leader and the
dynamics involved in the influence of leadership style on team effectiveness has become
more comprehensible, through this study.

Limitations and recommendations for future research
This study does have some limitations. First, it is based on self-reported surveys to generate
responses from IT employees. There is the chance that the responses may suffer from bias,
by responding to socially desirable options (Crowne and Marlowe, 1964) and leniency bias,
especially in case of leadership theories (Schriesheim et al., 1979). Future research may
reduce the probability of socially desirable bias by including response from the parties,
the team leader, and team members.

Another possible limitation to this study was the cross-sectional design in data collection.
In order to establish the outcomes with higher confidence, longitudinal analysis can be
conducted (Ghadi et al., 2013). The measures used in the study have been widely tested,
reducing the chances of common method bias due to item characteristics and context.
Also, the items were measured on different scales, adopted as a procedural means to limit
common method bias. Other than using some procedural remedies, we also made use of
statistical methods to find potential effects of analysis. Harman’s single-factor test was
administered to find out the common method variance in the study (Podsakoff et al., 2003)
and 44.49 percent variance was explained against the maximum limit of 50 percent.

Finally, we recommend future studies to improve on our proposed nomological network
by further explaining the relation between transformational leadership and employee
intention to leave. The study of other antecedent variables in the relationship would enrich
the understanding of this phenomenon. It would provide managers with crucial information
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to develop strategies to influence team members and increase their attachment toward the
organization. Critical factors like trust and the role of person-organization fit may be of
interest to researchers (BlessingWhite, 2008; Shuck et al., 2011). Future studies may focus on
the mediating role of other variables and extend this model to include job embeddedness
(Felps et al., 2009) and other performance-related outcomes. The mediating effect of meaning
of work on the influence of transformational leadership and work engagement opens further
avenues for research (Ghadi et al., 2013). Also, the role of these variables in attachment can
be studied with respect to workplace change management approaches (Inalhan, 2009).

References

Abrams, D., Ando, K. and Hinkle, S. (1998), “Psychological attachment to the group: cross-cultural
differences in organizational identification and subjective norms as predictors of workers’
turnover intentions”, Personality and Social Psychology Bulletin, Vol. 24 No. 10, pp. 1027-1039.

Agrawal, N.M., Khatri, N. and Srinivasan, R. (2012), “Managing growth: human resource management
challenges facing the Indian software industry”, Journal of World Business, Vol. 47 No. 2,
pp. 159-166.

Ajzen, I. (2011), “Theory of planned behavior”, in Van Lange, P.A.M., Kruglanski, A.W. and Higgins, E.T.
(Eds), Vol. 1, Handbook of Theories of Social Psychology, Sage, London, pp. 438-459.

Allen, N.J. and Meyer, J.P. (1996), “Affective, continuance, and normative commitment to the
organization: an examination of construct validity”, Journal of Vocational Behavior, Vol. 49
No. 3, pp. 252-276.

Ambler, T. and Barrow, S. (1996), “The employer brand”, Journal of Brand Management, Vol. 4 No. 3,
pp. 185-206.

Anderson, J.C. and Gerbing, D.W. (1988), “Structural equation modeling in practice: a review and
recommended two-step approach”, Psychological Bulletin, Vol. 103 No. 3, pp. 411-423.

Avey, J.B., Hughes, L.W., Norman, S.M. and Luthans, K.W. (2008), “Using positivity, transformational
leadership and empowerment to combat employee negativity”, Leadership & Organization
Development Journal, Vol. 29 No. 2, pp. 110-126.

Avolio, B.J., Walumbwa, F.O. and Weber, T.J. (2009), “Leadership: current theories, research, and
future directions”, Annual Review of Psychology, Vol. 60 No. 1, pp. 421-449.

Backhaus, K. and Tikoo, S. (2004), “Conceptualizing and researching employer branding”, Career
Development International, Vol. 9 No. 5, pp. 501-517.

Bakker, A.B. and Demerouti, E. (2007), “The job demands-resources model: state of the art”, Journal of
Managerial Psychology, Vol. 22 No. 3, pp. 309-328.

Bakker, A.B. and Schaufeli, W.B. (2008), “Positive organizational behavior: engaged employees in
flourishing organizations”, Journal of Organizational Behavior, Vol. 29 No. 2, pp. 147-154.

Bakker, A.B. and Xanthopoulou, D. (2009), “The crossover of daily work engagement: test of an
actor – partner interdependence model”, Journal of Applied Psychology, Vol. 94 No. 6, pp. 1562-1571.

Barling, J., Weber, T. and Kelloway, E.K. (1996), “Effects of transformational leadership training on
attitudinal and financial outcomes: a field experiment”, Journal of Applied Psychology, Vol. 81
No. 6, pp. 827-832.

Bass, B.M. (1998), Transformational Leadership: Industrial, Military, and Educational Impact,
Lawrence Erlbaum Associates, Mahwah, NJ.

Bass, B.M. and Avolio, B.J. (1992), “Multifactor leadership questionnaire – short form 6S”, in Bass’s, B.M.
(Ed.), Measures for Leadership Development Multifactor Leadership Questionnaire (MLQ),
Center for Leadership Studies, Binghamton, NY.

Bass, B.M. and Riggio, R.E. (2006), Transformational Leadership, 2nd ed., Erlbaum, Mahwah, NJ.

Bass, B.M., Avolio, B.J., Jung, D.I. and Berson, Y. (2003), “Predicting unit performance by assessing
transformational and transactional leadership”, Journal of Applied Psychology, Vol. 88 No. 2,
pp. 207-218.

Mediating
effects of
employee

engagement

D
ow

nl
oa

de
d 

by
 4

7.
8.

9.
22

4 
A

t 0
5:

00
 0

7 
N

ov
em

be
r 

20
17

 (
PT

)

http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FLODJ-12-2014-0243&system=10.1108%2F02683940710733115&citationId=p_10
http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FLODJ-12-2014-0243&system=10.1108%2F13620430410550754&citationId=p_9
http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FLODJ-12-2014-0243&crossref=10.1037%2F0033-2909.103.3.411&isi=A1988N286100011&citationId=p_6
http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FLODJ-12-2014-0243&system=10.1108%2F13620430410550754&citationId=p_9
http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FLODJ-12-2014-0243&crossref=10.1037%2F0021-9010.88.2.207&isi=000182215000002&citationId=p_17
http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FLODJ-12-2014-0243&crossref=10.1177%2F105649269543010&citationId=p_14
http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FLODJ-12-2014-0243&crossref=10.1002%2Fjob.515&isi=000253914100001&citationId=p_11
http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FLODJ-12-2014-0243&system=10.1108%2F01437730810852470&citationId=p_7
http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FLODJ-12-2014-0243&system=10.1108%2F01437730810852470&citationId=p_7
http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FLODJ-12-2014-0243&crossref=10.1006%2Fjvbe.1996.0043&isi=A1996VV02800003&citationId=p_4
http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FLODJ-12-2014-0243&crossref=10.1177%2F01461672982410001&isi=000075897200001&citationId=p_1
http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FLODJ-12-2014-0243&crossref=10.1037%2Fa0017525&isi=000271775200015&citationId=p_12
http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FLODJ-12-2014-0243&crossref=10.1146%2Fannurev.psych.60.110707.163621&isi=000262615800017&citationId=p_8
http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FLODJ-12-2014-0243&crossref=10.1057%2Fbm.1996.42&citationId=p_5
http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FLODJ-12-2014-0243&crossref=10.1016%2Fj.jwb.2011.04.002&isi=000301755100002&citationId=p_2
http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FLODJ-12-2014-0243&crossref=10.1177%2F105649269543010&citationId=p_16
http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FLODJ-12-2014-0243&crossref=10.1037%2F0021-9010.81.6.827&isi=A1996WB94100019&citationId=p_13
http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FLODJ-12-2014-0243&system=10.1108%2F02683940710733115&citationId=p_10


Bennett, H. and Durkin, M. (2000), “The effects of organisational change on employee psychological
attachment: an exploratory study”, Journal of Managerial Psychology, Vol. 15 No. 2, pp. 126-146.

Berthon, P., Ewing, M. and Hah, L.L. (2005), “Captivity company: dimensions of attractiveness in
employer branding”, International Journal of Advertising, Vol. 24 No. 2, pp. 151-172.

Besser, T.L. (1993), “The commitment of Japanese workers and US workers: a reassessment of the
literature”, American Sociological Review, Vol. 58 No. 6, pp. 873-881.

Bhatnagar, J. (2007), “Talent management strategy of employee engagement in Indian ITES employees:
key to retention”, Employee Relations, Vol. 29 No. 6, pp. 640-663.

BlessingWhite (2008), “The employee engagement equation in India”, presented by Blessing White and
HR Anexi, available at: www.blessingwhite.com (accessed November 15, 2008).

Bowlby, J. (1969), Attachment and Loss’: Attachment, 2nd ed., Vol. 1, Basic Books, New York, NY.

Bowlby, J. (1977), “The making and breaking of affectional bonds. I. Aetiology and psychopathology in
the light of attachment theory. An expanded version of the Fiftieth Maudsley Lecture, delivered
before the Royal College of Psychiatrists, November 19, 1976”, The British Journal of Psychiatry,
Vol. 130 No. 3, pp. 201-210.

Browne, M.W. and Cudeck, R. (1992), “Alternative ways of assessing model fit”, Sociological Methods &
Research, Vol. 21 No. 2, pp. 230-258.

Buckingham, M. and Coffman, C. (1999), First Break All the Rules: What the World’s Greatest Managers
Do Differently, Simon & Shuster, New York, NY.

Bycio, P., Hackett, R.D. and Allen, J.S. (1995), “Further assessments of bass’s (1985) conceptualization of
transactional and transformational leadership”, Journal of Applied Psychology, Vol. 80 No. 4,
pp. 468-478.

Byrne, B.M. (2010), Structural Equation Modeling with AMOS: Basic Concepts, Applications, and
Programming, Taylor & Francis Group, LLC, New York, NY.

Chen, M.Y.C., Lin, C.Y.Y., Lin, H.E. and McDonough, E.F. III (2012), “Does transformational leadership
facilitate technological innovation? The moderating roles of innovative culture and incentive
compensation”, Asia Pacific Journal of Management, Vol. 29 No. 2, pp. 239-264.

Cohen, J. (1992), “Quantitative methods in psychology: a power primer”, Psychological Bulletin, Vol. 112
No. 1, pp. 155-159.

Cropanzano, R. and Mitchell, M.S. (2005), “Social exchange theory: an interdisciplinary review”, Journal
of Management, Vol. 31 No. 6, pp. 874-900.

Crowne, D.P. and Marlowe, D. (1964), The Approval Motive: Studies in Evaluative Dependence,
Wiley, New York, NY.

Davies, G. (2008), “Employer branding and its influence on managers”, European Journal of Marketing,
Vol. 42 Nos 5/6, pp. 667-681.

Dell, D. and Ainspan, N. (2001), “Engaging employees through your brand”, Conference Board Report
No. R-1288-01 RR, Conference Board, Washington, DC.

Densten, I.L. (2005), “The relationship between visioning behaviours of leaders and follower burnout”,
British Journal of Management, Vol. 16 No. 2, pp. 105-118.

Dillon, W. and Goldstein, M. (1984), Multivariate Analysis: Methods and Applications, John Wiley,
New York, NY.

Dutton, J.E., Dukerich, J.M. and Harquail, C.V. (1994), “Organizational images and member
identification”, Administrative Science Quarterly, Vol. 39 No. 2, pp. 239-263.

Dvir, T., Eden, D., Avolio, B.J. and Shamir, B. (2002), “Impact of transformational leadership on follower
development and performance: a field experiment”, Academy of Management Journal, Vol. 45
No. 4, pp. 735-744.

Edwards, M.R. (2009), “An integrative review of employer branding and OB theory”, Personnel Review,
Vol. 39 No. 1, pp. 5-23.

LODJ

D
ow

nl
oa

de
d 

by
 4

7.
8.

9.
22

4 
A

t 0
5:

00
 0

7 
N

ov
em

be
r 

20
17

 (
PT

)

www.blessingwhite.com


Eisenbeiss, S.A., van Knippenberg, D. and Boerner, S. (2008), “Transformational leadership and team
innovation: integrating team climate principles”, Journal of Applied Psychology, Vol. 93 No. 6,
pp. 1438-1446.

Felps, W., Mitchell, T.R., Hekman, D.R., Lee, T.W., Holtom, B.C. and Harman, W.S. (2009), “Turnover
contagion: how coworkers’ job embeddedness and job search behaviors influence quitting”,
Academy of Management Journal, Vol. 52 No. 3, pp. 545-561.

Fishbein, M. and Ajzen, I. (1975), Belief, Attitude, Intention and Behavior: An Introduction to Theory
and Research Reading, Addison-Wesley, Boston, MA.

Frank, F.D, Finnegan, R.P. and Taylor, C.R. (2004), “The race for talent: retaining and engaging
workers in the 21st century”, Human Resource Planning, Vol. 27 No. 3, pp. 12-25.

Ghadi, M.Y., Fernando, M. and Caputi, P. (2013), “Transformational leadership and work engagement:
the mediating effect of meaning in work”, Leadership & Organization Development Journal,
Vol. 34 No. 6, pp. 532-550.

Ghapanchi, A.H. and Aurum, A. (2011), “Antecedents to IT personnel’s intentions to leave: a systematic
literature review”, Journal of Systems and Software, Vol. 84 No. 2, pp. 238-249.

Green, A.E., Miller, E.A. and Aarons, G.A. (2013), “Transformational leadership moderates the
relationship between emotional exhaustion and turnover intention among community mental
health providers”, Community Mental Health Journal, Vol. 49 No. 4, pp. 373-379.

Hair, J.F. Jr, Anderson, R.E., Tahtham, R.L. and Black, W.C. (1998), Multivariate Data Analysis, 5th ed.,
Prentice Hall, Upper Saddle River, NJ.

Halbesleben, J.R. and Wheeler, A.R. (2008), “The relative roles of engagement and embeddedness in
predicting job performance and intention to leave”, Work & Stress, Vol. 22 No. 3, pp. 242-256.

Hall, R.J., Snell, A.F. and Foust, M.S. (1999), “Item parceling strategies in SEM: investigating the subtle
effects of unmodeled secondary constructs”, Organizational Research Methods, Vol. 2 No. 3,
pp. 233-256.

Hallberg, U.E. and Schaufeli, W.B. (2006), “ ‘Same same’ but different? Can work engagement be
discriminated from job involvement and organizational commitment?”, European Psychologist,
Vol. 11 No. 2, pp. 119-127.

Harter, J.K. and Schmidt, F.L. (2008), “Conceptual versus empirical distinctions among constructs:
implications for discriminant validity”, Industrial and Organizational Psychology: Perspectives on
Science and Practice, Vol. 1 No. 1, pp. 36-39.

Harter, J.K., Schmidt, F.L. and Hayes, T.L. (2002), “Business unit-level relationship between employee
satisfaction, employee engagement, and business outcomes: a meta analysis”, Journal of Applied
Psychology, Vol. 87 No. 2, pp. 268-279.

Hay Group (2013), “1 in 4 Indian employees set to switch jobs as growth picks up”, Global Management
Consultancy Document Center, available at: www. haygroup.com/downloads/in/Retention%20
study%20India%20press%20release%20Final.pdf (accessed June 7, 2013).

Holtom, B.C., Mitchell, T.R., Lee, T.W. and Eberly, M.B. (2008), “Turnover and retention research: a
glance at the past, a closer review of the present, and a venture into the future”, The Academy of
Management Annals, Vol. 2 No. 1, pp. 231-274.

Hom, P.W., Katerberg, R. and Hulin, C.L. (1979), “A comparative examination of three approaches to the
prediction of turnover”, Journal of Applied Psychology, Vol. 64 No. 3, pp. 280-290.

Höper, S.V., Muser, C. and Janneck, M. (2012), “Transformational leadership, work engagement, and
occupational success”, Career Development International, Vol. 17 No. 7, pp. 663-682.

Hu, L.T. and Bentler, P.M. (1999), “Cutoff criteria for fit indexes in covariance structure
analysis: conventional criteria versus new alternatives”, Structural Equation Modeling, Vol. 6
No. 1, pp. 1-55.

Hughes, L.W., Avey, J.B. and Nixon, D.R. (2010), “Relationships between leadership and followers’
quitting intentions and job search behaviors”, Journal of Leadership & Organizational Studies,
Vol. 17 No. 4, pp. 351-362.

Mediating
effects of
employee

engagement

D
ow

nl
oa

de
d 

by
 4

7.
8.

9.
22

4 
A

t 0
5:

00
 0

7 
N

ov
em

be
r 

20
17

 (
PT

)

www. haygroup.com/downloads/in/Retention%20study%20India%20press%20release%20Final.pdf
www. haygroup.com/downloads/in/Retention%20study%20India%20press%20release%20Final.pdf


Inalhan, G. (2009), “Attachments: the unrecognised link between employees and their workplace
(in change management projects)”, Journal of Corporate Real Estate, Vol. 11 No. 1, pp. 17-37.

Jones, J.R. and Harter, J.K. (2005), “Race effects on the employee engagement-turnover intention
relationship”, Journal of Leadership & Organizational Studies, Vol. 11 No. 2, pp. 78-88.

Kahn, W.A. (1990), “Psychological conditions of personal engagement and disengagement at work”,
Academy of Management Journal, Vol. 33 No. 4, pp. 692-724.

Kark, R., Shamir, B. and Chen, G. (2003), “The two faces of transformational leadership: empowerment
and dependency”, Journal of Applied Psychology, Vol. 88 No. 2, pp. 246-255.

Kaufmann, H.R., Vrontis, D., Czinkota, M. and Hadiono, A. (2012), “Corporate branding and
transformational leadership in turbulent times”, Journal of Product & Brand Management,
Vol. 21 No. 3, pp. 192-204.

Kearney, E. and Gebert, D. (2009), “Managing diversity and enhancing team outcomes: the promise of
transformational leadership”, Journal of Applied Psychology, Vol. 94 No. 1, pp. 77-89.

Keller, T. and Cacioppe, R. (2001), “Leader-follower attachments: understanding parental images at
work”, Leadership & Organization Development Journal, Vol. 22 No. 2, pp. 70-75.

Kelloway, E.K., Turner, N., Barling, J. and Loughlin, C. (2012), “Transformational leadership and
employee psychological well-being: the mediating role of employee trust in leadership”,Work &
Stress, Vol. 26 No. 1, pp. 39-55.

Kirkpatrick, S.A. and Locke, E.A. (1996), “Direct and indirect effects of three core charismatic
leadership components on performance and attitudes”, Journal of Applied Psychology, Vol. 81
No. 1, pp. 36-51.

Kline, R. (2005), The Principles and Practices of Structural Equation Modeling, The Guilford Press,
New York, NY.

Krishnan, V.R. (2001), “Value systems of transformational leaders”, Leadership & Organization
Development Journal, Vol. 22 No. 3, pp. 126-132.

Lacity, M.C., Iyer, V.V. and Rudramuniyaiah, P.S. (2008), “Turnover intentions of Indian IS
professionals”, Information Systems Frontiers, Vol. 10 No. 2, pp. 225-241.

Larrabee, J.H., Janney, M.A., Ostrow, C.L., Withrow, M.L., Hobbs, G.R. and Burant, C. (2003), “Predicting
registered nurse job satisfaction and intent to leave”, Journal of Nursing Administration, Vol. 33
No. 5, pp. 271-283.

Lin, C.P. (2010), “Modeling corporate citizenship, organizational trust, and work engagement based on
attachment theory”, Journal of Business Ethics, Vol. 94 No. 4, pp. 517-531.

Luthans, F. and Peterson, S.J. (2002), “Employee engagement and manager self-efficacy”, Journal of
Management Development, Vol. 21 No. 5, pp. 376-387.

Luu, L. and Hattruo, K. (2010), “An investigation of country differences in the relationship between job
satisfaction and turnover intentions”, Applied HRM Research, Vol. 12 No. 1, pp. 17-39.

Macey, W.H. and Schneider, B. (2008), “The meaning of employee engagement”, Industrial and
Organizational Psychology, Vol. 1 No. 1, pp. 3-30.

Mann, A. and Ryan, D. (2014), “Should managers focus on performance or engagement?”, Business
Journal, available at: http://businessjournal.gallup.com/content/174197/ (accessed August 5, 2014).

Martin, C.L. and Bennett, N. (1996), “The role of justice judgments in explaining the relationship
between job satisfaction and organizational commitment”, Group & Organization Management,
Vol. 21 No. 1, pp. 84-104.

Mathieu, J.E. and Zajac, D.M. (1990), “A review and meta-analysis of the antecedents, correlates,
and consequences of organizational commitment”, Psychological Bulletin, Vol. 108 No. 2,
pp. 171-194.

Men, L.R. and Stacks, D.W. (2013), “The impact of leadership style and employee empowerment on
perceived organizational reputation”, Journal of Communication Management, Vol. 17 No. 2,
pp. 171-192.

LODJ

D
ow

nl
oa

de
d 

by
 4

7.
8.

9.
22

4 
A

t 0
5:

00
 0

7 
N

ov
em

be
r 

20
17

 (
PT

)

http://businessjournal.gallup.com/content/174197/


Miller, H.E., Katerberg, R. and Hulin, C.L. (1979), “Evaluation of the mobley, horner, and hollingsworth
model of employee turnover”, Journal of Applied Psychology, Vol. 64 No. 5, pp. 509-517.

Mobley, W.H., Horner, S.O. and Hollingsworth, A.T. (1978), “An evaluation of precursors of hospital
employee turnover”, Journal of Applied Psychology, Vol. 63 No. 4, pp. 408-414.

Morhart, F.M., Herzog, W. and Tomczak, T. (2009), “Brand-specific leadership: turning employees into
brand champions”, Journal of Marketing, Vol. 73 No. 5, pp. 122-142.

Mosley, R.W. (2007), “Customer experience, organisational culture and the employer brand”, Journal of
Brand Management, Vol. 15 No. 2, pp. 123-134.

NASSCOM Annual Report (2013), New Delhi, pp. 20-30, available at: http://stagingaws.nasscom.in/sites/
default/files/Annual_Report_2012-13.pdf

Nielsen, K. and Cleal, B. (2011), “Under which conditions do middle managers exhibit transformational
leadership behaviors? – An experience sampling method study on the predictors of
transformational leadership behaviors”, The Leadership Quarterly, Vol. 22 No. 2, pp. 344-352.

Nielsen, K. and Munir, F. (2009), “How do transformational leaders influence followers’ affective
well-being? Exploring the mediating role of self-efficacy”,Work & Stress, Vol. 23 No. 4, pp. 313-329.

Nielsen, K., Yarker, J., Randall, R. and Munir, F. (2009), “The mediating effects of team and self-efficacy
on the relationship between transformational leadership, and job satisfaction and psychological
well-being in healthcare professionals: a cross-sectional questionnaire survey”, International
Journal of Nursing Studies, Vol. 46 No. 9, pp. 1236-1244.

Nunnally, J.O. (1978), Psychometric Theory, McGraw-Hill, New York, NY.

O’Reilly, C.A. and Chatman, J. (1986), “Organizational commitment and psychological attachment:
the effects of compliance, identification, and internalization on prosocial behavior”, Journal of
Applied Psychology, Vol. 71 No. 3, pp. 492-499.

Odom, L. and Green, M.T. (2003), “Law and the ethics of transformational leadership”, Leadership &
Organization Development Journal, Vol. 24 No. 2, pp. 62-69.

Piccolo, R.F. and Colquitt, J.A. (2006), “Transformational leadership and job behaviors: the mediating
role of core job characteristics”, Academy of Management Journal, Vol. 49 No. 2, pp. 327-340.

Pillai, R., Schriesheim, C.A. and Williams, E.S. (1999), “Fairness perceptions and trust as mediators for
transformational and transactional leadership: a two-sample study”, Journal of Management,
Vol. 25 No. 6, pp. 897-933.

Podsakoff, P.M., MacKenzie, S.B., Lee, J.-Y. and Podsakoff, N.P. (2003), “Common method biases in
behavioral research: a critical review of the literature and recommended remedies”, Journal of
Applied Psychology, Vol. 88 No. 5, pp. 879-903.

Popper, M., Mayseless, O. and Castelnovo, O. (2000), “Transformational leadership and attachment”,
The Leadership Quarterly, Vol. 11 No. 2, pp. 267-289.

Raykov, T. (1998), “Coefficient alpha and composite reliability with interrelated and nonhomogenous
items”, Applied Psychological Measurement, Vol. 22 No. 4, pp. 375-385.

Reade, C. (2001), “Antecedents of organizational identification in multinational corporations: fostering
psychological attachment to the local subsidiary and the global organization”, International
Journal of Human Resource Management, Vol. 12 No. 8, pp. 1269-1291.

Saks, A.M. (2006), “Antecedents and consequences of employee engagement”, Journal of Managerial
Psychology, Vol. 21 No. 7, pp. 600-619.

Salanova, M., Llorens, S. and Schaufeli, W.B. (2011), “Yes, I can, I feel good, and I just do it!’ On gain cycles
and spirals of efficacy beliefs, affect, and engagement”,Applied Psychology, Vol. 60 No. 2, pp. 255-285.

Schlager, T., Bodderas, M., Maas, P. and Cachelin, J.L. (2011), “The influence of the employer brand on
employee attitudes relevant for service branding: an empirical investigation”, Journal of Services
Marketing, Vol. 25 No. 7, pp. 497-508.

Schriesheim, C.A., Kinicki, A.J. and Schriesheim, J.F. (1979), “The effect of leniency on leader behavior
descriptions”, Organizational Behavior and Human Performance, Vol. 23 No. 1, pp. 1-29.

Mediating
effects of
employee

engagement

D
ow

nl
oa

de
d 

by
 4

7.
8.

9.
22

4 
A

t 0
5:

00
 0

7 
N

ov
em

be
r 

20
17

 (
PT

)

http://stagingaws.nasscom.in/sites/default/files/Annual_Report_2012-13.pdf
http://stagingaws.nasscom.in/sites/default/files/Annual_Report_2012-13.pdf


Shah, R. and Goldstein, S.M. (2006), “Use of structural equation modeling in operations management
research: looking back and forward”, Journal of Operations Management, Vol. 24 No. 2,
pp. 148-169.

Shalit, A., Popper, M. and Zakay, D. (2010), “Followers’ attachment styles and their preference for social
or for personal charismatic leaders”, Leadership & Organization Development Journal, Vol. 31
No. 5, pp. 458-472.

Shuck, B., Reio, T.G. and Rocco, T.S. (2011), “Employee engagement: an examination of antecedent and
outcome variables”, Human Resource Development International, Vol. 14 No. 4, pp. 427-445.

Steiger, J.H. (1990), “Structural model evaluation and modification: an interval estimation approach”,
Multivariate Behavioral Research, Vol. 25 No. 2, pp. 173-180.

Sutton, C.D. and Harrison, A.W. (1993), “Validity assessment of compliance, identification, and
internalization as dimensions of organizational commitment”, Educational and Psychological
Measurement, Vol. 53 No. 1, pp. 217-223.

Sutton, S. (1998), “Predicting and explaining intentions and behavior: how well are we doing?”, Journal
of Applied Social Psychology, Vol. 28 No. 15, pp. 1317-1338.

Swystun, J. (2007), Interbrand: The Brand Glossary, Interbrand/Palgrave McMillan, Basingstoke.
Tajfel, H. (1979), “Individuals and groups in social psychology”, British Journal of Social and Clinical

Psychology, Vol. 18 No. 2, pp. 183-190.
Tims, M., Bakker, A.B. and Xanthopoulou, D. (2011), “Do transformational leaders enhance their

followers’ daily work engagement?”, The Leadership Quarterly, Vol. 22 No. 1, pp. 121-131.
Tse, H.H. (2008), “Transformational leadership and turnover: the roles of LMX and organizational

commitment”, Academy of Management Proceedings, Vol. 2008 No. 1, pp. 1-6.
Vaijayanthi, P., Roy, R., Shreenivasan, K.A. and Srivathsan, J. (2011), “Employer branding as an

antecedent to organisation commitment: an empirical study”, International Journal of Global
Business, Vol. 4 No. 2, pp. 91-106.

Vallaster, C. and De Chernatony, L. (2005), “Internationalisation of services brands: the role of
leadership during the internal brand building process”, Journal of Marketing Management,
Vol. 21 Nos 1-2, pp. 181-203.

Van Breukelen, W., Van der Vlist, R. and Steensma, H. (2004), “Voluntary employee turnover:
combining variables from the ‘traditional’ turnover literature with the theory of planned
behavior”, Journal of Organizational Behavior, Vol. 25 No. 7, pp. 893-914.

Van Schalkwyk, S., Du Toit, D.H., Bothma, A.S. and Rothmann, S. (2010), “Job insecurity, leadership
empowerment behaviour, employee engagement and intention to leave in a petrochemical
laboratory”, SA Journal of Human Resource Management, Vol. 8 No. 1, pp. 1-7.

Xu, J. and Thomas, H.C. (2011), “How can leaders achieve high employee engagement?”, Leadership &
Organization Development Journal, Vol. 32 No. 4, pp. 399-416.

Zhu, W., Riggio, R.E., Avolio, B.J. and Sosik, J.J. (2011), “The effect of leadership on follower moral
identity: does transformational/transactional style make a difference?”, Journal of Leadership &
Organizational Studies, Vol. 18 No. 2, pp. 150-163.

Corresponding author
Avinash Pathardikar can be contacted at: avinashphrd@gmail.com

For instructions on how to order reprints of this article, please visit our website:
www.emeraldgrouppublishing.com/licensing/reprints.htm
Or contact us for further details: permissions@emeraldinsight.com

LODJ

D
ow

nl
oa

de
d 

by
 4

7.
8.

9.
22

4 
A

t 0
5:

00
 0

7 
N

ov
em

be
r 

20
17

 (
PT

)


