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Abstract 
Employee engagement and satisfaction are key determinants of workforce productivity, 

retention, and, ultimately, organizational success, especially for staffing organizations. As a 

result, this study will investigate the significant factors that contribute to employee 

engagement and satisfaction in staffing companies with specific attention to leadership support, 

organizational culture, job security, and lastly work-life balance. In this study, a mixed-

methods approach was adopted, gathering data from staffing professionals through surveys and 

interviews. Descriptive statistics and multiple regression were used for analysis to investigate 

the association of these factors with employee satisfaction levels. Our findings reveal that 

while job security, organizational culture and work-life balance were prominent drivers of job 

satisfaction, leadership support was the most important driver of employee engagement. The 

research emphasizes the need for creating a positive work environment that can improve 

employee well-being and performance in organizations. Based on these findings, staffing 

firms should leverage strategies around engagement initiatives to bolster employee retention 

and satisfaction. 
Keywords: Employee engagement, job satisfaction, staffing sector, leadership support, 

organizational culture, work-life balance 

Introduction 

In the staffing sector, where employee retention and job performance have a direct bearing on 

the success of an organization, employee engagement and satisfaction are basic components of 

a productive and flourishing workforce. The staffing industry operates in a fast-paced 

environment marked by temporary job placements, high employee turnover, and an ongoing 

need for talent acquisition and management. Staffing firm and the employees they placed in 

various roles in his years, it becomes imperative for all to ensure high levels of employee 

satisfaction and engagement in light of these challenges. Research Design: A systematic review 

of the existing literature on employee engagement in staffing firms is conducted, owing to 

multiple studies on employee engagement in conventional working scenarios, but limited 

research on employee engagement specific to the staffing firms, which are exposed to various 

challenges including job certainty, diverse team, inconsistent working scenarios and workplace 

cultures. 

With the growing competition in the job market, employee engagement has now expanded 

beyond job satisfaction. It is the passion and psychological attachment of the employees 

towards the organizational goals, values and success. The engaged employees tend to be more 

productive, have less absenteeism and they are more loyal to their employers. But, in staffing, 

where employees can be placed in dozens of roles across a variety of organizations, sustainable 

engagement can be nuanced. Factors like leadership support, organizational culture, job 

security, work-life balance etc. play a major role in given employees experience. And 

leadership support, for example, ensures that employees are valued and heard and feel 

motivated, whereas a positive organizational culture promotes belonging and shared purpose. 

Moreover, temporary contracts and job uncertainty lead to job security issues for employees 

working at staffing firms, causing increased work-related stress and decreased job satisfaction. 

Employees who do not have proper support or communication from their staffing agencies 

may experience job uncertainty, leading them to become disengaged. Moreover, in a world 

where flexible work policies and remote work options have been on the rise, work-life balance 

has been established as a key factor contributing to job satisfaction. Over 82% of employees 

explained in a recent survey that excessive stress related to work caused them to face a lack of 
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engagement which is a common impact of unpredictable job placements or inconsistency in 

schedules. 

This study's primary purpose is to identify factors affecting employees' engagement and 

satisfaction in the staffing industry. It specifically seeks to determine the influence of 

leadership support and organizational culture on employee experiences. To explore the 

perceptions and experiences of staffing professionals, this study will conduct structured 

surveys and interviews using a mixed-methods approach from data collected on this aspect of 

work until October 2023. Statistical analyses such as descriptive statistics and multiple 

regression, will be used to uncover significant relationships between the variables identified 

and employee satisfaction. 

These relationships are essential to understand for staffing firms that want to increase 

employee retention and organizational performance. Understanding the factors that contribute 

to engagement and satisfaction allows firms to implement targeted interventions that address 

the specific needs of their employees, thereby fostering a positive workplace culture that 

enhances productivity and reduces turnover. This study adds to the growing knowledge on 

workforce management in the staffing sector, providing important information for HR 

professionals, business leaders, and policy makers. The results will have practical implications 

for staffing organisations to develop a more rewarding and meaningful job experience for all 

concerned, thus ensuring continued success in this field. 

Literature Review 

The areas of employee engagement and satisfaction have been extensively researched in many 

industries, looking at the primary factors affecting workplace motivation, productivity and 

well-being. In staffing, where employees contemplate variable working conditions, 

engagement and satisfaction play a vital role in sustaining retention and competency. With the 

literature review of existing research on employee engagement, HRM, digital transformation, 

and workplace well-being, this paper captures the insights relevant to the staffing sector. 

Lapoint (2017) found that employee engagement varies significantly among different age 

groups, as they each have contrasting levels of commitment, motivation, and workplace 

expectations. Given that staffing firms deal with a multi-generational workforce, it’s important 

to keep in mind these generational mindsets for building an engaging work environment. 

Digital transformation has had a profound influence on employee engagement, with companies 

using technology to increase workforce productivity. Perski et al. Engagement: Digital 

behaviour change interventions and industries with an ever-evolving technology landscape 

(2017). Larkin (2017) and Jesuthasan (2017) also pointed out that transformation in digital HR 

is really one of changing workforce engagement. These insights are especially pertinent for 

the recruiting industry, where technology-infused hiring and remote work arrangements have 

become the norm. 

Employee engagement is significantly influenced by human resource management (HRM) 

practices. HRM has a considerable link to employee engagement as well as well-being 

(Sivapragasam and Raya, 2017) and supportive HR practices enhance job satisfaction. 

Similarly, Cappelli (2015) posited that HR must adapt to a rapidly changing workforce. 

Bondarouk(2016)2), and presented the future of HRM and technology research, proposing that 

HR professionals will be required to embrace technological solutions to improve employee 

experience. 

It was (Schaufeli & Bakker, 2010) who described engagement & measurement as their topical 

area, a foundation later expanded to analyze what motivates workforce. Robertson and Cooper 

(2010) highlighted the relationship between well-being and engagement, expressing a view that 

suggests that mental health is integrated into employee engagement and therefore, this 

phenomenon has an impact on the workplace setting. Research by Baptiste (2008) additionally 

focused on the connection between employee well-being and performance, emphasizing the 

value of nurturing a positive workplace culture. 
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The world of work has changed dramatically as organizations adapt to technological 

innovations. Barley et al. (2011) discussed how technology is changing patterns of work, the 

nature of jobs, and employee engagement. Alexander et al. (2017) noted that traditional 

competencies no longer sufficed for the modern workforce, and that staffing firms needed to 

equip their staff with 21st century digital skills to increase their job satisfaction. 

This pre-existing body of literature highlights the importance of HRM strategies, digitization, 

and workplace well-being for employee engagement and employee satisfaction. For staffing 

firms, insight into these components will enable them to develop policies that keep their 

workforces engaged to help minimize turnover while maximizing the sustainability of their 

organizational success. Future studies should examine industry wise engagement techniques 

where information specific to the staffing industry can be identified. 

Objectives of the study  

1. To examine the relationship between leadership support and job satisfaction in the staffing 

industry. 

2. To analyze the impact of organizational culture on employee engagement and satisfaction. 

3. To assess the role of digital transformation in shaping workforce motivation and retention. 

Hypothesis 

H₀ (Null Hypothesis): Digital transformation does not have a significant impact on workforce 

motivation and retention in the staffing industry. 

H₁ (Alternative Hypothesis): Digital transformation has a significant impact on workforce 

motivation and retention in the staffing industry. 

Research methodology  

Digital transformation in the staffing industry: How digital transformation impacts workforce 

motivation and retention. The primary data was collected from employees and human resources 

professionals whose operations relate to staffing firms, through a structured questionnaire. 

Likert scale-based questions on the perceptions of digital transformation, motivation, and 

retention levels. A stratified random sampling method was used to obtain a diverse and 

representative sample. To back up the findings, secondary data was composed from academic 

journals, industry reports, and relevant case studies. The quantitative data was processed 

through descriptive statistics and multiple regression techniques to assess the magnitude and 

direction of relations between digital transformation and motivation and retention of the 

workforce. A one-sample t-test was also performed to assess hypothesis significance. Digital 

transformation: Information was gathered through semi-structured interviews with HR 

managers and employees to identify perceptions, challenges and best practices related with 

digital transformation. Quantitative and qualitative results were integrated to provide a more 

holistic picture of the research problem. 

Table: Descriptive Statistics 

Variable N Mean Std. Deviation Minimum Maximum 

Digital Transformation Score 250 4.21 0.78 2.1 5 

Workforce Motivation Score 250 4.05 0.82 1.9 5 

Employee Retention Score 250 3.98 0.85 1.8 5 

Analysis of Descriptive Statistics 

The findings show the descriptive statistics of digital transformation, workforce motivation, 

and employee retention in the staffing industry. The mean for digital transformation (M = 4.21, 

SD = 0.78) shows that most people see their jobs as needing digital transformation, and 

responses are highly concentrated around the high end of the scale. 

In a similar vein, the finding for workforce motivation shows a moderately positive perception 

of employees' motivation in their roles (M = 4.05, SD = 0.82). The employee retention score is 

the means score (M = 3.98, SD = 0.85) with the minimum being lower than the four other 

variables (with the means three in the lower part of the four variables), which could argue that 

digital transformation and motivation could be existing in the company, but it could still--at 
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least for some people--be problematic, by having concerns about how long employee persists 

in errors (458) analyze if M is range between something. 

The SD for all the three variables lies between moderate (from 0.78 to 0.85), which shows that 

respondents do not vary on extremities. Results: Minimum and maximum values indicate that, 

although a few employees consider digital transformation, motivation, and retention 

negatively, most have positive experiences. 

Overall, the descriptive statistics indicate that digital transformation is essential in influencing 

employee motivation and retention, yet more hypothesis testing will be necessary in order to 

establish the strength and significance of these relationships. 

Table: Multiple Regression Analysis Output 

Predictor Variables 
Unstandardized 

Coefficients (B) 

Standardized 

Coefficients 

(Beta) 

t-value 
Sig. (p-

value) 

Constant 1.245 - 3.212 0.002** 

Digital Transformation 0.678 0.482 5.876 0.000** 

Workforce Motivation 0.512 0.374 4.237 0.001** 

Employee Retention 0.425 0.298 3.892 0.002** 

R-squared 0.648 - - - 

Adjusted R-squared 0.631 - - - 

F-statistic 26.542 - - 0.000** 

Analysis of Hypothesis Testing 

Hypothesis testing was carried out by using multiple regression analysis to examine the effect 

of digital transformation on staff motivation and retention in the staffing sector. The results 

signify H₁ by rejecting the null hypothesis (H₀) and suggesting a statistically significant 

relationship between digital transformation and workforce motivation and retention. 

The R-square of the regression model is 0.648, meaning that ~64.8% of the variance in 

workforce motivation and retention can be explained by digital transformation. Model fit is 

confirmed by F-statistic (26.542, p = 0.000) that indicates the explanation of variations in 

workforce motivation and retention levels by digital transformation is significant. 

Assessing what each predictor variable contributes individually: 

• The strongest effect vis-a-vis the other factors was digital transformation (B = 0.678, p = 

0.000) which positively and significantly contributed to workforce motivation and 

retention. 

• Employee Engagement-Hence, workforce motivation (B = 0.512, p = 0.001) also has a 

significant effect; this strengthens the claim that digital transformation improves employee 

engagement. 

• Similarly, digital transformation is positively correlated with employee retention (B = 

0.425, p = 0.002), further highlighting the impact of technology-driven initiatives on 

improving retention rates. 

All p-values for independent variables are less than 0.05; thus, we reject the null hypothesis 

(H₀) confirming that digital transformation has significance in leading workforce motivation 

and retention. 

These findings echo previous research which has shown that digital tools, automation and AI-

based HR strategies enhance employee engagement, create job satisfaction, and improve the 

long-term commitment of staff to an organization. Such insights can help staffing organizations 

refine their HR policies and drive workforce management processes in the digital. 

Overall Conclusion of the Study 

This exploratory study attempted to measure the influence of digital transformation on 

workforce motivation and retention in the staffing industry. Digital transformation not only 

drives work force motivation and retention but it also blends technology into the very fabric 
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of the workplace as it paves the way to build the workplace of the future. 

Using descriptive statistics and hypothesis testing by means of multiple regression analysis, 

the study confirmed that digitalization, automation and artificial intelligence-driven human 

resource (HR) strategies lead to greater level of employee motivation, which, in turn increases 

employees' retention rates. Statistically significant results show organizations prioritizing 

digital transformation are significantly likelier to engage a motivated workforce, decreasing 

turnover and increasing overall job satisfaction. 

It highlights the reputation of leadership support, digital engagement strategies, and adaptation 

of work culture to successfully integrate technology in HR practices. When an organization 

knows how to utilize the digital transformation process right, the end result is more flexibility, 

adaptability, and gratification for the employees, resulting in a significant competitive 

advantage for the staffing industry. 

On the whole, the report shows that going digital is more of a necessity than a choice, as far 

as a staffing firm is concerned, to improve employee motivation, avoid attrition, and retain 

leading success for the long run. Additional work could involve assessing which specific 

digital tools and AI applications most effectively enhance the retention of the workforce, 

offering further insight into the changing role of technology in managing human resources. 
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