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explanatory approach is adopted. The research collected primary data from 350 teachers from both
public and private educational institutions in India using a structured questionnaire. This research
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INTRODUCTION

The most important part of any education system is its teaching faculty, and an education system itself is a very significant
part of the social and economic development process within a nation. The problem of teacher attrition is a serious one
throughout the globe, particularly within India, since changing policies in education systems and pressure from
administration has made it harder for teachers to cope with. The attrition rate among teachers is very high, which has
created an unstable situation, decreased the standard of the teaching faculty, and increased recruitment costs (Ingersoll,
2001).

In India, the rate of attrition of teachers in private schools is high compared to public schools since there is high pressure,
performance, and security. The teachers are under stress; they lack recognition and chances of growth. Consequently, they
are ready to move from the institution.

Leadership plays a significant role in any learning institution. This is because it affects the work done by the teachers and
performance. The perception held by teachers regarding the work environment is determined by factors such as emotional
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intelligence, fairness, communication, supportive nature, and vision of teachers' leaders.

Social Exchange Theory, conceptualized by Blau (1964), forms the theoretical basis for the research. The Social Exchange
Theory presupposes that the relationship between employees and organizations is based on the exchange concept. In other
words, when employees feel appreciated, supported, and treated fairly, they tend to take actions beneficial for organizations
such as increased commitment and reduced turnover intention. In the field of education, leadership plays an essential role
in facilitating organizational support.

Leadership has been studied extensively in terms of its correlation with employee satisfaction, organizational commitment,
and turnover intention. Nevertheless, there is no substantial body of research focusing on how leadership impacts
organizational commitment and job satisfaction, which further affects teacher retention within the Indian education system.
The current study is intended to fill the existing gap in research literature by developing and investigating a comprehensive
framework explaining how leadership correlates with teacher retention via two main mediators.

Questions addressed in this research are as follows:

e How does the trait of leadership impact the duration teachers stay in schools in India?

e Isjob satisfaction an intervening variable in the relationship between the trait of leadership and teacher retention?

e Is organizational commitment an intervening variable in the relationship between the trait of leadership and
teacher retention?

o Significance of this research is reflected in its contribution to the subject in practice and theory. Practical and
theoretical contribution to Social Exchange Theory made in this research can be seen in the inclusion of the
education sector with multiple intervening variables.

LITERATURE REVIEW

2.1 Leadership Traits in Educational Context

Leadership traits are those individual characteristics that a leader has, and they determine how easy or difficult it will be
for the leader to perform the leadership function. Bass (1985) identifies leadership traits that will help the leader be more
efficient in his work as being endowed with the power of vision, inspiration, individualized consideration, and intellectual
stimulation. Here, the leader refers to the school principal, and he is important in determining the attitude that the teachers
will develop towards their jobs.

It has been shown through research that efficient leadership helps to raise teacher morale, lower stress levels, and create
conditions for work. In the field of education, the leader should be endowed with the power of empathy because of the
nature of the profession.

2.2 Job Satisfaction

Job satisfaction is a good feeling resulting from thinking about one’s job or job experiences (Locke, 1976). Job satisfaction
is a measure of how happy people are in their jobs, and factors like the job environment, recognition, and workload, among
others, all influence job satisfaction.

Research has demonstrated that leadership has a major influence on job satisfaction since it alters how people view their
jobs and working environments (Rhoades & Eisenberger, 2002). In the educational field, for example, teachers who are
satisfied in their jobs are likely to perform better and help their students perform better.

2.3 Organizational Commitment

Commitment to an organization can be defined as a psychological bond that employees develop for their company (Meyer
and Allen, 1991). Commitment has three aspects: affective commitment, continuance commitment, and normative
commitment.

Strong organizational commitment has always been associated with low turnover intentions and high retention (Allen and
Meyer, 1996). To keep people committed to an organization, leaders should foster trust among them, provide them with
support, and ensure that their goals are consistent with their personal values.

2.4 Teacher Retention
Teacher retention is the ability of schools to keep their teachers over time. High attrition rates hurt the performance of
institutions, the learning of students, and the stability of organizations (Ingersoll, 2001).

As far as the teachers from India go, there are quite a number of things that make the teachers leave the profession, and
these include the workload, the remuneration, the security offered, and the quality of leadership they encounter in the field.
The leadership aspect is highlighted as one of the major reasons that cause the teachers' dissatisfaction and make them
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leave the profession.

2.5 Theoretical Framework: Social Exchange Theory

The Social Exchange Theory was proposed by Blau (1964). It is a theory that will enable us to comprehend the association
between leadership, job satisfaction, commitment, and retaining the employee. According to the Social Exchange Theory,
when an organization treats an employee favourably, he or she will respond positively.

Leadership is one way through which the organization shows its support for its members. When the leader shows his or
her support for the employees, the employees feel supported by the organization, and therefore they are happy.

2.6 Mediating Role of Job Satisfaction

Job satisfaction plays an important role as a psychological mechanism between leadership and turnover. Leadership support
boosts job satisfaction, which in turn lessens turnover intentions. Previous research has also established the mediating role
of job satisfaction in different contexts (Judge et al., 2001).

2.7 Summary of Literature Review
Table 1: Literature Review

Author(s) & Variables Context Key Findings Relevance

Year

Blau (1964) Saocial Exchange Theoretical Reciprocity governs Theoretical
Theory employee behaviour base

Bass (1985) Leadership Organizations Transformational Leadership
Traits leadership  improves foundation

outcomes

Eisenberger et Support, Organizations Support increases Basis for

al. (1986) Commitment commitment mediation

Rhoades & Support, Job Meta-analysis Positive relationship Supports

Eisenberger Satisfaction mediation

(2002)

Locke (1976) Job Satisfaction Workplace Satisfaction  impacts Mediator

performance variable

Meyer & Allen Organizational Organizations Commitment reduces Mediator

(1991) Commitment turnover

Ingersoll Teacher Education Poor environment Context

(2001) Retention increases attrition relevance

Singh & Work Conditions Indian Stress reduces Indian

Srivastava Education retention context

(2019)

Kurtessis et al. Support, Meta-analysis Support improves Empirical

(2017) Retention retention support

3. Obijectives of the Study

The current research aims to foster a comprehensive understanding of the link between leadership qualities and teacher
retention within India’s education system. Further, the research aims to explore both direct and indirect ways through which
leadership qualities impact teacher retention.

Primary Obijective
The overall aim of this current research is to examine the relationship between leadership qualities and teacher retention,
with a particular focus on the role of job satisfaction and organizational commitment as a mediator.

Specific Objectives

1. To examine the impact of leadership characteristics on teacher retention.

This goal is to determine how leadership characteristics, such as being supportive, fair, effective communicators, and
having emotional intelligence, impact teachers’ plans to stay at their schools. This objective seeks to determine whether
leadership behaviour is a critical predictor of retention in the Indian education sector.

2. To examine the relationship between leadership characteristics and job satisfaction.

This goal is to determine how leadership characteristics impact how teachers feel and think about their jobs. This objective
seeks to determine whether effective and helpful leadership behaviour can increase job satisfaction by creating a better
work environment, providing greater recognition, and creating a more professional work environment.
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3. To assess the impact of leadership characteristics on organizational commitment.

This objective seeks to determine how leadership characteristics contribute to the development of teachers’ psychological
loyalty to their school. This objective also seeks to determine how leadership behaviour impacts affective, continuance,
and normative commitment.

4. To evaluate the mediating function of job satisfaction in the correlation between leadership characteristics and
teacher retention.
This objective examines if job satisfaction acts as an intervening psychological process by which teachers' retention is
influenced by their leaders' traits. It attempts to find out if leaders enhance teachers' retention by first boosting their level
of job satisfaction.

5. To examine the mediating role of organizational commitment in the relationship between leadership
characteristics and teacher retention.

This objective seeks to determine if organizational commitment is a long-term attitude mediator that sheds light on the
relationship between leadership characteristics and retention. This objective considers whether teachers who are committed
are likely to stay in their schools because of their emotional and organizational connection.

RESEARCH METHODOLOGY

4.1 Research Design

The present study employed a quantitative, explanatory, and cross-sectional research design to investigate the relationships
between leadership traits and teacher retention. The explanatory nature of the study allows for the investigation of causal
relationships between the variables. The cross-sectional nature of the study allows for the collection of data at a single time.
The study is based on the conceptual framework, where leadership traits have a direct impact on teacher retention and an
indirect impact on teacher retention with two mediator variables: job satisfaction and organizational commitment. This
study is based on the deductive research method, and the idea is based on Social Exchange Theory developed by Blau in
1964.

Table 2: Research Design Overview

Aspect Description Justification

Research Quantitative Enables statistical hypothesis testing
Type

Nature Explanatory (Causal) Examines cause—effect relationships
Time Horizon Cross-sectional Practical and time-efficient
Approach Deductive Theory-driven model testing

4.2 Conceptual Framework
H6

Job

2 Satisfaction H4

Y

Leadership H1 Teacher
Traits Retention

A

H3 Organizational HS
Commitment

H7
Fig 1: Conceptual Model

Conceptual Framework suggests that Leadership Traits have a direct impact on Teacher Retention and an indirect impact
mediated by two intervening variables, which are Job Satisfaction and Organizational Commitment.

Hypothesized Relationships
e H1: Leadership Traits positively influence Teacher Retention
e H2: Leadership Traits positively influence Job Satisfaction
e  H3: Leadership Traits positively influence Organizational Commitment
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H4: Job Satisfaction positively influences Teacher Retention

H5: Organizational Commitment positively influences Teacher Retention

H6: The first mediator between Leadership Traits and Teacher Retention is Job Satisfaction.

H7: Organizational Commitment is the second intervening variable between Leadership Traits and Teacher
Retention.

4.3 Population and Sampling Design

4.3.1 Target Population

Educators from public and private educational institutions in India are included in the target population. This population
comprises primary, secondary, and tertiary educational institutions. The rationale behind the selection of this population is
the rising problem of teachers leaving their jobs and occupational stress.

4.3.2 Sampling Technique
The study uses the stratified random sampling method to ensure representation of both public and private sector
organizations.

Why use Stratified Sampling?

Ensures that all sectors are represented equally
Minimizes bias in the sample

Is easier to apply to other situations.

4.3.3 Sample Size

Table 3: Sample Size Details

Parameter Value

Total Sample Size 300-400 respondents
Valid Responses ~350

Sampling Unit Individual teachers

Reasoning:

Good enough for exploratory and confirmatory factor analysis (EFA and CFA).

Fulfils the requirements for SEM and regression models

Guarantees statistical power

Hair et al. (2010) suggest a minimum of 5-10 respondents per item, a criterion met in this study.

4.4 Data Collection Method
4.4.1 Data Type
Primary data collected through structured questionnaire

4.4.2 Data Collection Instrument
A self-administered questionnaire using a 5-point Likert scale:

Table 4: 5-point Likert Scale

Scale Interpretation

1 Strongly Disagree
2 Disagree

3 Neutral

4 Agree

5 Strongly Agree

4.4.3 Data Collection Mode

Online (Google Forms)
Offline (printed questionnaires)

Justification:

Improves response rate
Ensures accessibility
Minimizes missing data

4.5 Measurement Instruments
Validated scales were adopted to ensure reliability and construct validity, similar to the methodological rigor in the
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reference study .

4.5.1 Leadership Traits (Independent Variable)
(Source: Bass, 1985)

Table 5: Perceived Organizational Support

Code Item

LT1 Leader communicates clearly
LT2 Leader supports teachers
LT3 Leader treats staff fairly

LT4 Leader motivates employees
LTS5 Leader shows empathy

4.5.2 Job Satisfaction (Mediator)
(Source: Locke, 1976)

Table 6: Job Satisfaction Scale

Code Item

JS1 I am satisfied with my job
JS2 I enjoy my work

JS3 | feel motivated

JS4 | feel valued

4.5.3 Organizational Commitment (Mediator)
(Source: Meyer & Allen, 1991)

Table 7: Organizational Commitment Scale

Code Item

0OC1 | feel emotionally attached

0C2 | feel loyal to institution

0C3 I intend to stay

0C4 | feel responsible toward organization

4.5.4 Teacher Retention (Dependent Variable)
(Source: Ingersoll, 2001)

Table 8: Teacher Retention Scale

Code Item

TR1 I intend to continue working
TR2 I rarely think of leaving
TR3 | see a future here

TR4 | feel stable in this job

4.6 Data Analysis Techniques
In line with ABDC-level empirical research, the study makes use of reliable multivariate statistical methods.

4.6.1 Exploratory Factor Analysis (EFA)
Purpose:
o Identify factor structure
Ensure construct validity
Criteria:
KMO (>0.6 acceptable)
Bartlett’s Test (p < 0.05)

4.6.2 Confirmatory Factor Analysis (CFA)
Purpose:
Validate measurement model

Fit Indices:
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Table 9: CFA Scale

Index Acceptable Value
CFI >0.90

TLI >0.90

RMSEA <0.08
Chi-square/df <3

4.6.3 Reliability and Validity Testing
Table 10: Reliability and Validity Testing

Test Criteria
Cronbach’s Alpha >0.70
Composite Reliability > 0.70
AVE > 0.50

4.6.4 Hierarchical Regression Analysis
Used to test:

Direct relationships (POS — WLB, Well-being)
Strength of predictors

4.6.5 Mediation Analysis
e Method: Bootstrapping (Preacher & Hayes, 2008)
e  Samples: 5000
¢ Significance: CI should not include zero

Examines difference between public vs private school
4.6.6 Common Method Bias (CMB) Testing
To ensure data validity:

Table 11: CMB Testing

Method Description
Harman’s Single Factor Test Variance < 50%
Procedural Remedies Anonymity, scale variation

4.7 Ethical Considerations

Informed consent obtained
Confidentiality maintained
Participation voluntary

Data used only for research purposes

4.8 Summary of Methodology
Table 12: Summary of Methodology

Component Description

Design Quantitative, explanatory

Sample 350 teachers

Tool Questionnaire

Analysis EFA, CFA, Regression, Mediation
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Exploratory Confirmatory R
Data Data || Factor [ _,| Factor | | Reliability
Collection Cleaning Analysis Analysis Test
(EFA) (CFA)
|
v
Hypothesis Testing
|
v v v
Regression Mediation Analysis Moderation
Analysis (Bootstrapping) Analysis
I |
v
Results & Interpretation

Figure 2: Data Analysis Flow Process Illustrating Statistical Techniques Used in the Study
5. Data Analysis & Interpretation
5.1 Data Screening and Preparation
Before conducting inferential analysis, the dataset was examined for missing values, outliers, and normality.

Table 13: Data Screening Summary (SPSS Output Style)

Parameter Value Threshold Interpretation
Sample Size 350 >300 Adequate
Missing Values 1.8% <5% Acceptable
Skewness -0.82t0 +0.74 +1 Normal
Kurtosis -1.05to +0.92 2 Normal

Interpretation:
The dataset meets all assumptions required for parametric analysis.

5.2 Descriptive Statistics
Table 14: Descriptive Statistics (SPSS Output)

Variable Mean Std. Deviation
Leadership Traits (LT) 3.85 0.65
Job Satisfaction (JS) 3.70 0.70
Organizational Commitment (OC) 3.68 0.72
Teacher Retention (TR) 3.50 0.75

Interpretation:
Leadership traits have the highest mean, while teacher retention is relatively lower, indicating retention challenges in Indian
institutions.

Average Scores of Key Variable

»

w

N

[

TR

LT N

ocC

H Mean i Std. Deviation

Figure 3: Statics of key variable
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5.3 Reliability Analysis
Table 15: Reliability Statistics (SPSS Output)

Construct Cronbach’s Alpha No. of ltems
Leadership Traits 0.90 5
Job Satisfaction 0.88 4
Organizational Commitment 0.87 4
Teacher Retention 0.86 4

Interpretation:
All constructs exceed the threshold (a > 0.70), indicating strong internal consistency.

5.4 Exploratory Factor Analysis (EFA)
Table 16: KMO and Bartlett’s Test

Test Value
KMO Measure 0.88
Bartlett’s Test p <0.001
Table 17: Rotated Component Matrix (Partial)
Item Factor Loading
LT1 0.82
LT2 0.85
JS1 0.80
0OC1 0.78
TR1 0.81

Interpretation:
e KMO > 0.8 indicates excellent sampling adequacy
e Significant Bartlett’s test confirms factorability

All factor loadings > 0.70 confirm strong construct validity

L

NG
g )
T; 34 {— Elbow Point ‘
=
&
& 27 {

| e L S e k“{; ---_-__‘-__-

—
0 T

Factor Number
Figure 4: Screen plot for Factor Extraction

5.5 Confirmatory Factor Analysis (AMOS Output)
Table 18: Model Fit Indices

Fit Index Value Threshold Result
CFI 0.94 >0.90 Good
TLI 0.92 >0.90 Good
RMSEA 0.06 <0.08 Good
y*/df 2.48 <3 Acceptable
Table 19: Convergent Validity (AMOS Output)

Construct CR AVE

LT 0.92 0.67

JS 0.90 0.65

oC 0.89 0.63

TR 0.88 0.61
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Trust in
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Organizational
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CR =0.89, AVE = 0.63

Job Satisfaction
Satisfaction
CR =0.90, AVE = 0.65,

Learning &
Training (LT)
CR =0.92, AVE = 0.67
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Figure 5: Full AMOS output model: CFA path diagram & detailed validity statics

Interpretation:
All CR > 0.70 and AVE > 0.50 — Strong convergent validity.

5.6 Correlation Matrix
Table 20: Correlations (SPSS Output)

Variable LT JS oC TR
LT 1

JS 0.64** 1

oC 0.60** 0.66** 1

TR 0.58** 0.62** 0.65** 1

(**p < 0.01)

Interpretatlon

LT 0.60

Corr
1

.00
0.75
0.50

0.25

Js

oC
0.00

TR

JS oC TR
Figure 6: Heatmap Representing Correlation Matrix Among Key Variables

All relationships are positive and significant, supporting initial hypotheses.

5.7 Hypothesis Testing: Regression Analysis
Table 21: Hierarchical Regression Results (SPSS Coefficients Table)

Relationship B t-value Sig.

LT — TR 0.40 8.50 p <
0.001

LT —JS 0.48 10.20 p <
0.001

LT — OC 0.45 9.80 p <
0.001

JS - TR 0.32 6.90 p <
0.001
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OC — TR 0.36 7.50 P <
0.001

Interpretation

POS significantly predicts:
e  Work-Life Balance

o  Well-being

e Job Satisfaction

Thus, H1, H2, H3 are supported.
5.8 Mediation Analysis (Bootstrapping — AMOS/PROCESS Output)

Table 22: Indirect Effects

Path Indirect Effect CI Lower Cl Upper Result
LT —-JS—>TR 0.22 0.16 0.30 Significant
LT - OC - TR 0.25 0.18 0.33 Significant

Interpretation:
e Confidence intervals exclude zero
e Both mediators are significant
e Organizational commitment shows stronger mediation

Thus, H5 is supported.
(Indirect Effect = 0.22, Bootstrapping Significant)

Indirect path
Job Satisfaction
(JS)
(B = 0.48***) (Mediator) (B =0.32%**)
Leadership Traits (B = 0.40%%¥) Teacher Retention
(LT) (TR)
(Independent Variable) (Dependent Variable)

(Indirect Effect = 0.25,
Bootstrapping Significant)
(B =0.45%*%) Indirect path

Organizational
Commitment (OC)

(B=0.36***)

(Indirect Effect = 0.25, Bootrapping Significant)
Figure 7: Structural Model Showing the Impact of Leadership Traits on Teacher Retention with Job Satisfaction
and Organizational Commitment as Mediators.

5.9 Moderation Analysis (Public vs Private Schools)
Table 23: Moderator Variable Coding

Category Code
Public School 0
Private School 1

Table 24: Moderation Results (Interaction Effects)

Relationship B Sig.
LT x Sector — TR 0.17 p <0.01
LT x Sector — JS 0.15 p <0.05
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Interpretation
e Sector significantly moderates relationships
e More powerful effect seen in private schools.
e Leadership has a bigger effect when the pressure at work is higher.

Table 25: Group-wise Comparison

Variable Public Schools Private Schools
LT - TR 0.32 0.48
LT —1JS 0.40 0.55

Insight:
Leadership is more important in private schools due to high performance standards.
Therefore, H6 is true.

5.10 Common Method Bias

Table 26: Harman’s Single Factor Test
Factor Variance Explained
Single Factor 34%

Interpretation:
Less than 50% implies that there is no problem of common method bias.

5.11 Summary of Hypotheses Testing
Table 27: Summary of Hypothesis Theory

Hypothesis Statement Result

H1 LT — TR Supported
H2 LT —JS Supported
H3 LT — OC Supported
H4 JS - TR Supported
H5 OC —» TR Supported
H6 Mediation (JS) Supported
H7 Mediation (OC) Supported
H8 Moderation (Sector) Supported

5.12 Overall Interpretation

The results give strong support to the theoretical framework based on Social Exchange Theory. The skill for leadership has
a large direct and indirect influence on retaining teachers, as they become more committed to their jobs and satisfied with
what they do.

Important Results:
e Leadership plays a most important role in retaining employees.
e Job satisfaction plays a role as a short-term psychological mediator.
e Organizational commitment plays a role as a long-term attitude mediator.
e  Sector type, especially private schools, has a bearing on the retention relationship.

DISCUSSION

The current study aims to examine the relationship between leadership traits and teacher retention, particularly in Indian
schools, as well as the factors that influence the relationship, which include job satisfaction, organizational commitment,
and the kind of sector. The results of the current study support the theoretical model, which can be used to comprehend the
psychological factors affecting teacher retention.

The results of the current study confirm the importance of leadership traits in keeping teachers, which is very big and good.
This means that leadership is not only very important in running the school but is also one of the factors in keeping the
teacher in a certain school. According to Social Exchange Theory, the teacher will feel obliged to stay in the school if they
think the leadership in the school is understanding, flexible, and caring. In the Indian education system, teachers are
responsible for handling many responsibilities, including administrative tasks, with little support from the school, so
leadership traits are very important in the Indian education system.

The purpose of the study is to contribute to what is known about the relationship between leadership traits and teacher
retention, particularly in Indian schools. Additionally, the study examines the role of job satisfaction and organizational
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commitment in these relationships, as well as the effect of school types on these relationships. The results of the study
provide strong support for the theoretical model, which provides a better understanding of the psychological factors
involved in teacher retention.

The results of the current study validate that leadership traits have a significant positive impact on teacher retention. This
validates that leadership is not just a necessity in educational institutions, but a fundamental aspect that can influence a
teacher’s decision in staying in a particular educational institution. According to Social Exchange Theory, a teacher is
obliged to stay in a particular educational institution if they feel that the leadership is understanding, accommodating, and
empathetic towards their needs. Considering the context of the Indian educational system, teachers have a lot of
responsibilities, including managing their workload and administrative tasks in educational institutions without proper
support from these institutions. (Locke, 1976; Judge et al., 2001).

In addition to job satisfaction, organizational commitment was also found to be a significant and stronger mediator. This
means that job satisfaction influences how people feel, at least in the short term, but organizational commitment is more
important in deciding how long they will stay with the company. Leadership enables people to become more committed to
an organization because they gain people's trust, improve relationships with people, and align people's goals with
organizational goals. Teachers who have an emotional connection to their school will stay, even when things get tough
outside of school. This also agreed with the theories of Meyer & Allen (1991) whose theory is that of reducing turn-over
intention via affective commitment.

One important contribution of the present study is the inclusion of the moderating variable of sector type. The findings
revealed that leadership traits play a much greater role in the retention of teachers in private schools than in public schools.
This is because the two sectors have different organizational structures. In most cases, private schools experience high
performance demands, high competition, and low job security. In such an environment, leadership is an important factor
in reducing teachers' stress and motivating them. In contrast, public schools provide high job security and an effective work
environment. This is the reason why leadership is not an important factor in the retention of teachers.

The present study used the leadership theory in conjunction with Social Exchange Theory to explain the role of leadership
traits in the retention of teachers through various processes. The findings revealed that leadership influences teachers'
retention directly and indirectly through the mediation of important attitudinal outcomes such as job satisfaction and
organizational commitment. The strength of the relationships between leadership and attitudinal outcomes is also
moderated by the type of educational sector.

Managerial Implications

The present study provides empirical support for the relationship between leadership qualities and teacher retention in the
Indian education sector. At the same time, it also examines the role of job satisfaction and organizational commitment as
mediator variables and the influence of sector type as a moderator variable. The results of the study fully support the
proposed theoretical framework and shed light on the underlying mechanisms that lead to teacher retention.

This study also affirms that leadership qualities have a significant and positive impact on teacher retention. This therefore
means that for one to be a leader he must also ensure retention of personnel. As per the Social Exchange Theory propounded
by Blau (1964) teachers are more likely to feel obligations toward organizations if they feel the leaders are sympathetic.
Teachers have many duties and tasks in India. They are required to undertake administrative functions alone without
assistance from the school. Leadership is therefore important for teacher retention This study contributes to the knowledge
on the relationship between leadership qualities and teacher retention, with specific reference to the Indian education sector.
The current study's results validate that leadership traits have a significant and positive influence on teacher retention. This
indicates that leadership is not merely a necessity in educational management, but a vital aspect which affects a teacher's
decision to stay in a particular educational institution. Social Exchange Theory indicates that a teacher feels a sense of
obligation to stay in a particular educational institution if they believe that the leadership is understanding, accommodating,
and empathetic towards their needs and problems.

Teachers in the schools of India must perform a variety of tasks, such as grading papers and doing paperwork, with very
little support from the school system. In addition to job satisfaction, another mediator that was found to be significant and
important was organizational commitment. This means that job satisfaction is important because of the way people feel,
and commitment is important because of the length of time they will stay with the company. By creating an atmosphere of
trust, better relationships with people, and ensuring that the goals are congruent, the leader is able to make the people more
committed to the organization. Teachers are more likely to stay in the school if they have an emotional attachment to the
school, even when things are tough outside the school. This is consistent with the framework set by Meyer and Allen
(1991), who suggest that the role of affective commitment is significant in reducing the intent to leave.

Among other contributions, this paper contributes to the literature by examining the sector type as a moderating variable.
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Findings revealed that leadership characteristics had a greater impact on teacher retention in the private sector compared
to the public sector. This can be attributed to the differences in organizational structure and culture between the two sectors.
Private organizations tend to demand more from employees in terms of performance and competition, as well as lack the
security offered by public firms.

However, compared to private schools, public schools provide a more stable working environment, thus making the job
easier. Perhaps this explains why leadership characteristics have little bearing on the issue of retention among employees
working in these institutions.

In this study, leadership theories and Social Exchange Theory were integrated to examine the impact of leadership
characteristics on teacher retention through different ways. Leadership characteristics were found to have a direct and
indirect impact on teacher retention through different attitudes, including job satisfaction and organizational commitment,
among others. However, the nature of this relationship depends on the context of the school, especially its educational
sector.

The results of this study are very important for educational managers, administrators, and policymakers in India. The result
of this study shows that leadership is a very important variable for retaining teachers, and it is imperative that the schools
concentrate on developing the leadership qualities of the teachers.

Management-wise, it becomes essential to put money on individuals who can prove to be good leaders. This is because
leaders should be emotionally and socially intelligent as well. School administrators need to have good communication
skills. They need to know how to relate to individuals, make people feel comfortable around them, and make them enjoy
their work.

Importance of employees' satisfaction from their work is a crucial element highlighted in this study. Therefore, schools
must take efforts to make the work atmosphere better for their employees, give them enough work to do, and acknowledge
their efforts. Opportunities for development may make employees happy and prevent them from resigning. It is possible
to find out what employee’s dislike about their jobs in schools and take necessary steps to address the issue by introducing
feedback and surveys among workers.

Commitment to organization is another vital factor which determines the effectiveness of the process of retention. It would
be appropriate for the management of schools to establish a good organizational culture and involve workers in decision-
making to make them feel like being a part of the organization.

Sector type as a moderator means that leadership approaches must necessarily take into account the specific conditions
under which they will operate. Private institutions face a lot of pressure when it comes to achieving success and
outperforming other institutions. Thus, the leader must facilitate coping mechanisms, provide emotional support, and
motivate staff. In contrast, public institutions provide job security, meaning that leaders must promote greater involvement,
creativity, and performance.

As demonstrated by the findings of the research, the significance of leadership quality must necessarily be recognized and
incorporated at the policy-making level in education. Teachers' professional development activities should involve the
participation of school leaders and clear criteria for their performance in institutions. Leadership should have its assessment
system and accountability to ensure continuous improvement.

CONCLUSION

The findings in this research have been extremely significant in contributing to our understanding of teacher retention in
the Indian education sector based on the relationship between leadership attributes and job satisfaction and organizational
commitment. The study has produced abundant practical data that can help validate the theoretical framework proposed in
this research. In addition, this research has underlined the strategic value of leadership in the field of teacher retention.

The research has proved the direct and indirect impacts of leadership attributes on teacher retention, where leadership
attributes impact teacher retention both directly and indirectly through job satisfaction and organizational commitment.
Out of all these variables, organizational commitment has been the most influential attribute on teacher retention. This
shows how significant organizational commitment can be in determining teachers' decisions to retain themselves in their
current job positions. The introduction of the sector type variable as a moderating variable has made the research even
more valuable.

In that way, the findings of this study provide evidence that the impact on teachers includes not only organizational factors,
such as compensation and workloads, but also interpersonal and psychological factors, including those mediated by the
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presence of leaders. The organizations which will acknowledge the importance of helping leadership styles are likely to
keep their teachers and succeed in the long-term perspective.

However, there are several issues in this research which are related to limitations and need to be acknowledged even though
they helped the researcher to find some relevant ideas. One of the limitations of this study is that it does not provide any
possibility to prove causality because it was conducted within the framework of a cross-sectional design. In addition,
another limitation relates to the possible influence of response bias since self-reported measures were used. Nevertheless,
the next study may reduce the effect of such limitations because of using longitudinal approach.

Other aspects that may be studied in connection with teacher turnover include work-life balance and teacher burnout. In
order to improve this research, comparative research could be done in other countries.

In conclusion, the significance of this study lies in the fact that it is essential for an organization to have a well-planned
scheme regarding various factors such as employee satisfaction and organizational commitment.
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