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Abstract— The goal of this study was to see if job satisfaction mediates on the link between transformational leadership and organizational culture. A 

descriptive correlation technique was employed to generate a non-experimental design in this investigation. The statistical approaches used were mean, 
Pearson r, and AMOS path analysis. Proven research tools on job satisfaction, transformational leadership, and organizational culture were used as 
data sources. When Pearson r was used to analyze the data, it revealed substantial links between transformational leadership and organizational cul-
ture, transformational and job satisfaction and job satisfaction and organizational culture. Based on path analysis, the study's findings showed partial 
mediation of the impact of job satisfaction on the link among transformational leadership and organizational culture. Furthermore, the mediator variable, 
transformational leadership, is responsible for around 36.9% of the overall influence of job satisfaction on organizational culture, while the remaining 
63.1 percent shows to be mediated by variables not involved in the model. As a result, transformational leadership has an influence on job satisfaction, 
which in turn has an influence on organizational culture. 

Index Terms— educational management, mediating effect, Philippines, job satisfaction, organizational culture, transformational leadership 

  

 

——————————      —————————— 

1 INTRODUCTION                                                                     

Education is a necessary learning process 

and mechanism that leads to community develop-

ment, but it also aids in the nation's development. 

Teachers work in educational settings where organ-

izational culture is a significant factor. If corporate 

culture influences organizational behavior, it likely 

affects individual learning inside the organization. 

The ability of learners to study more efficiently and 

achieve better academic outcomes would indeed be 

controlled by an excellent teacher's example in the 

learning process. According to the Gallup-Health-

ways Well-Being Index from (2013), 46% of teachers 

have a high everyday stress level. There are several 

sources of tension in the educational environment, 

some of which are inherent to the profession 

(LOPEZ & SIDHU, 2013) .  Moreover, the lack of 

teamwork and mutual support and the perception 

of employees is insignificant. These culture-driven 

stresses might worsen burnout and disengagement. 

Teachers may choose to take more days off due to 

such experiences than a policy would normally al-

low (Clark, 2019; LeGrand, 2020;  Somprach, 

Prasertcharoensuk & Ngang, 2015).  

On the other hand, the culture of any organ-

ization sets the tone for how the mission of that or-

ganization will be accomplished. According to the 

study's findings, school administrators should real-

ize the relevance of organizational culture develop-

ment since all four forms can influence and support 

teacher learning behavior. Furthermore, leaders or 

managers are legally and morally accountable for 

sustaining a strong and healthy organizational cul-

ture as organization members. They must operate 

within the bounds of ethical standards. Otherwise, 

they will endanger their employment, profession, 

and the organization they belong to if they do not 

take a consistent approach based on pre-established 

protocols. And an institution's culture, which sig-

nificantly impacts performance, influences arrange-

ments, decisions, human resources, and individu-

als' responses to unforeseen obstacles (Somprach, 
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Prasertcharoensuk & Ngang , 2015; Warter & 

Warter, 2017c; Efeoglu & Ulum, 2017). 

Hence, transformational leadership impacts organi-

zational culture. It contributes to the realization of outcomes 

in many organizations especially in terms of organizational 

change. A transformational leader reacts to the demands of 

followers by empowering them and connecting the organi-

zation's objectives and ambitions with those of the followers. 

Aside from that, transformational leadership is linked to im-

proved performance, increased organizational commitment, 

and increased employee job satisfaction. There is a positive 

and strong corporate culture (Bushra, Usman & Naveed, 

2011; Fernet, Trepanier, Austin, Gagene, & Forest, 2015; 

Gumusluoglu & Ilsev, 2009). 

Transformational leaders must think tacti-

cally and strategically as well as establish a culture 

for organizations to be successful. In reality, the re-

lationship between transformational leadership and 

organizational culture has a substantial body of re-

search. Still, no research has yet been done on the 

role of work satisfaction in mediating this relation-

ship. As a result, there is a pressing need to under-

take this research because no previous research on 

the relationship between these three factors has 

been published. The researcher is driven to investi-

gate the relationship between transformational 

leadership and organizational culture, as mediated 

by job satisfaction. 

Objectives of the Study 

The purpose of this erudition is to determine the 

role of job satisfaction in mediating the association 

among transformational leadership and organiza-

tional culture in four (4) districts in Davao del Sur 

public elementary schools. Further, the study 

aimed: 

1. To assess the level of transformational leadership in 

terms of: 

1.1 charisma, 

1.2 social, 

1.3 vision, 

1.4 transactional, 

1.5 delegation, and 

1.6 execution. 

2. To evaluate the level of organizational culture in 

terms of: 

2.1 dominant characteristics, 

2.2 organizational leadership, 

2.3 management employees, 

2.4 organizational glue, 

2.5 strategic emphases, and 

2.6 criteria of success. 

3. To ascertain the level of job satisfaction. 

4. To determine the significant relationship between 

transformational leadership and organizational cul-

ture; transformational leadership and job satisfac-

tion; and job satisfaction and organizational culture. 

5. To determine if the mediating effect of job satisfac-

tion on the relationship between transformational 

leadership and organizational culture is significant. 

 

Hypothesis 

 The subsequent null hypotheses were eval-

uated at the 0.05 level of significance: 

1. There is no correlation between transformational 

leadership and organizational culture, transforma-

tional and job satisfaction, and job satisfaction and 

organizational culture. 

2. Job satisfaction does not play a significant role in 

the relationship between transformational leader-

ship and organizational culture. 

 

Review of Related Literature 

This section comprises various articles and 

studies by several authors who have contributed 

significantly to each variable, such as transforma-

tional leadership, organizational culture, job satis-

faction, and the correlation between measures. The 

works of literature provided will aid readers in un-

derstanding the factors in this study. The variables 

in this research are as follows: transformational 
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leadership, organizational culture, and job satisfac-

tion.  

The indicators of transformational leader-

ship are taken from Transformational Leadership 

Survey, which includes the following: charisma, so-

cial, vision, transactional, delegation, and execution 

(Clark, 2011). Then, organizational culture is 

adopted from the Organizational Culture Assess-

ment Instrument with indicators such as dominant 

characteristics, transformational leadership, manage-

ment of employees, organization glue, strategic empha-

ses, and success criteria (Cameron & Quinn, 2000). 

Job Satisfaction is taken from Job Satisfaction Ques-

tionnaire (Romero, & Bantigue, 2017). 

Finally, the correlation between measures is 

the relationship between transformational leadership 

and organizational culture; transformational leadership 

and job satisfaction; and organizational culture and job 

satisfaction. 

 Thus, these three variables significantly im-

pact this study because of the reliability of sources, 

dependability, and transferability.  

 

Transformational Leadership  

 

Transformational leadership is a supervi-

sion practice that promotes, inspires, and motivates 

employees to innovate and bring about change to 

assist the company in growing and affecting its fu-

ture success. Executives who lead by example with 

a solid corporate culture, employee ownership, and 

workplace independence achieve this. In 1973, 

James V. Downton coined the term "transforma-

tional leadership," which was prolonged upon 

through James Burns in 1978. In 1985, a scholar 

named Bernard M. Bass came up with including 

techniques to measure transformational leadership 

success. This leadership style promotes leaders to 

demonstrate authentic, decisive leadership to moti-

vate their employees to do the same. Although 

transformational leadership has long been assumed 

to increase team innovation, research on the topic 

has yielded conflicting findings. According to the 

study, it would be advantageous to understand 

leadership impacts innovation and precisely ad-

dress both groups- and individual-focused trans-

formational leadership features and their different 

effects on the team and individual invention. How-

ever, transformational leadership is highlighted in 

other research studies based on the notion that 

transformational leadership is the best style for 

leading kids in educational settings (Jovanovica & 

Ciricb, 2016; Li, Mitchell & Boyle, 2016; White, 

2018). 

Transformational leadership is a type of en-

gagement between leaders and followers in which 

the former helps the latter to be more creative and 

motivated. Transformational leaders connect with 

their followers by emphasizing their inherent moti-

vation and self-assurance. Transformational leader-

ship, unlike transactional leadership, does not at-

tempt to maintain the status quo but instead en-

courages change and innovation. In addition, as 

stated in the first paragraph, transformational lead-

ership (TL) has been found to have a significant im-

pact on novelty, resulting in improved goal-di-

rected performance on the part of followers, organi-

zational change, and a spirit of trust, as well as as-

sisting followers in exceeding their performance ex-

pectations. Principals’ transformational leadership 

positively mediated the association between teach-

ers' job engagement and their sensitivity to change 

(Al-Husseini & Elbeltagi, 2016; Eliophotou-Menon 

& Ioannou, 2016; Jeong, Hsiao, Song, Kim, & Bae, 

2016). 

Transformational leadership, in particular, 

addresses difficulties in schools that have started to 

resemble businesses, and they may benefit from 

leadership approaches that have been proved to 

boost performance in both businesses and schools. 

Since transformational leadership styles have been 

found to boost performance in both corporate and 

educational settings, education leaders may benefit 

from training and development in these methods. 
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Furthermore, in SMK Negeri in Palembang, trans-

formational leadership has a considerable and ro-

bust influence on teacher actions. In other words, 

when a transformational leadership is carried posi-

tively and perfectly, teachers are motivated to per-

form their tasks in school. There is rising demand 

on schools worldwide to undertake change, and re-

search displays that transformational leadership is 

correlated to school leaders' ability to implement 

constructive reforms (Anderson, 2017; Andriani, 

Kesumawati, & Kristiawan, 2018; Litz & 

Scott,2017). 

Organizational innovation can be sustained 

with the help of transformational leadership. Simi-

larly, the characteristics of a transformational 

leader are discussed as critical components of the 

strategic change process. It can be a big help in re-

forming weak cultures in a particular school. More-

over, individuals with low exchange ideology, on 

the other hand, benefit more from transformational 

leadership in terms of attributed charisma in terms 

of facilitating their knowledge endeavor. In other 

studies, only employees with uncertainty avoid-

ance benefit from transformational leaders' percep-

tions of key job attributes (Asbari, Santoso, & Pra-

setya, 2020; Wang, 2020; Xiao, Zhang, & de Pablos, 

2017). 

Thus, employee work performance is af-

fected by transformational leadership (TFL), and 

the literature presents a wide range of explanatory 

explanations. The current study analyzed the litera-

ture on the methods that mediate the TFL-perfor-

mance association and found five key pathways 

compatible with existing social and psychological 

theories: emotional, motivational, identification, so-

cial exchange, and justice enhancement. Each of the 

five instruments received widespread support. In-

deed, transformational leadership is tied in with 

building a bound together normal interest among 

pioneers and adherents. Transformational leaders 

zeroed in on building up the staff. It incorporates 

giving individual help, regarding all partners as 

equivalents; being agreeable and inviting, empow-

ering new works on, providing training to staff in-

dividuals; becoming acquainted with staff individ-

uals and perceiving qualities and shortcomings; 

and giving regular acknowledgment of challenging 

work and achievements (Balwant, 2019; Deinert, 

Homan, Boer, Voelpel, & Gutermann, 2015; Dong, 

Bartol, Zhang, and Li, 2017).  

Furthermore, transformational leadership is 

vital in social justice, equity, personal empower-

ment, self-knowledge, service, citizenship, and col-

laboration because it promotes people’s ideals. This 

wonder takes the latent to change goals signifi-

cantly, and the way teams and organizations oper-

ate may be combined with other leadership styles 

to achieve even better results. Hence, researchers 

have discovered that this leadership style might 

have a favorable impact on a group. Consistently, 

transformational will occasionally give occasions to 

employees to become leaders themselves inside the 

school. Instructors will be urged to lead proficient 

turn of events, share best practices with partners, 

and partake in critical thinking gatherings. Trans-

formational leader can capacitate their devotees by 

giving workshops/training essential for the cease-

less expert turn of events. As a result, transforma-

tional leaders inspire their subordinates to ask 

questions, exercise more autonomy, and finally de-

velop more efficient ways to carry out their respon-

sibilities (Alaba, 2017; Balwant, 2016; Bass & Riggio, 

2014; Cherry, 2020; Zineldin, 2017). 

Moreover, according to existing research, 

transformational leadership can improve public 

service motivation (PSM) among employees be-

cause a shared goal drives followers to look beyond 

their own self-interest. In addition, transforma-

tional leadership set up and make a reasonable vi-

sion for the school. The transformative leader estab-

lishes reasonable, attainable goals for achieving the 

school's vision. The transformative leader will es-

tablish higher goals for everyone in the organiza-

tion. Moreover, school directors who wish to in-

crease their institution's scholastic assurances will 

build overall viability, personnel trust, and schol-

arly emphasis (Høstrup & Andersen, 2020; Jyoti & 
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Dev, 2015; Khalili, 2016; Sahu, Pathardikar, & Ku-

mar, 2018).   

The term "transactional" refers to executives 

who seek to encourage their employees by ex-

changing performance for incentives or discipline. 

In contrast to transactional contingent compensa-

tion, transformational leadership prompted assis-

tants to remark the culture as more advanced. In 

contrast, transactional contingent compensation led 

workers to see the culture as more goal-oriented 

than innovative. Value orientation improved cogni-

tive identity more than goal direction, whereas goal 

orientation facilitated effective rather than mental 

identification. Undeniably, being a transforma-

tional leader needs to adapt transactional mode of 

learning to help beginners learn about something 

related to their job and to reform toxic culture in an 

organization. Imposing strict policies are necessary 

to attain such reforms (Indeed Editorial Team, 2021; 

Xenikou 2017). 

Undoubtedly, another research study 

proves the relationship of transformational leader-

ship on delegating people or employees in an or-

ganization. The findings revealed that leaders of 

DKI Jakarta's leading private universities had 

adopted transformational leadership, which is de-

fined by charisma, high social abilities, future vi-

sion, transactional abilities when needed, a good 

delegation of authority, and the ability to become 

capable executors. According to social exchange 

theory, the main takeaway from this study is that 

as a result of interactional justice, leaders who ex-

hibit transformational leadership behavior that fol-

lowers perceive as respectful, fair, and consistent 

with moral and ethical standards can expect more 

excellent followers of  organizational attachment. 

Because human resource is the most precious and 

crucial aspect that organizations require in order to 

perform smoothly, effectively, and efficiently (Mo-

hamed, Salama, & Farrag, 2021; Sugiana, Talib, 

Yusoff, & Rahman; Thompson, Buch, Thompson, & 

Glasø, 2021). 

Lastly, there is a vast literature that sup-

ports the importance of execution in transforma-

tional leadership. Due to work ethic and genera-

tional stereotypes, the advent of millennials in cru-

cial roles within academic institutions cleared the 

way for a unique execution of leadership ap-

proaches. Scholars claim that transformational 

leadership is one of the neo-charismatic modalities 

that they support. Transformational leadership mo-

tivates to staff to agree on a component's high-per-

formance work system (HPWS), which aids bring 

into line workers’ performance and improves strat-

egy execution and unit-level outcomes, bestowing 

to (HR) system strength theory. It adds to the litera-

ture on strategic HR and HR system strength by 

stressing leadership and employee consensus in 

strategy execution. According to research, execu-

tion is a powerful and favorable predictor of im-

proved academic performance. It was because the 

execution of the plan was discovered to have a con-

siderable impact on academic performance (Gake-

nia, Katuse, & Kiriri, 2017; Obmerga, 2021; Weller, 

Süß, Evanschitzky, & von Wangenheim, 2020). 

On the other side, transformational leader-

ship has a significant impact on school manage-

ment. The linked works of literature offered herein 

serve as a foundation for discussing the role of a 

transformational leader in ensuring that school 

plans and activities are carried out. The main focus 

of the concept is on originality when it comes to 

dealing with teachers, students, parents, stakehold-

ers, and the school as a whole. The response of 

stakeholders, student performance, and instructor 

obedience all depend on practical methods. As a re-

sult, it would be more effective if instructors were 

satisfied with their jobs and leaders was committed 

to doing their best for their schools and maintain-

ing a healthy corporate culture.  

Organizational Culture 

Organizational culture refers to the charac-

teristics and performances that pay to a company's 

unique social and mental climate. The hierarchical 
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philosophy stimuluses the mode of connecting peo-

ple. The environment in which information is 

shaped, the struggle they will face to specific 

changes, and, finally, how they share or do not 

share information. Organizational culture fosters a 

healthy, structured work environment that aids in 

the development of businesses. In other words, it 

influences all parts of an association (Ali Taha, 

Sirkova, & Ferencova, 2016; Alvesson, & Svenings-

son, 2015; Ameen, Ahmed, & Abd Hafez, M. A. 

2018).   

In reality, having a culture built on an abso-

lutely held and widely accepted tolerance of faith-

based aspirations reinforced by system and struc-

ture is the key to being an influential association. 

When an organization has a strong culture, three 

things happen: employees understand how top 

management expects them to react in any situation, 

representatives acknowledge that the standard re-

sponse is the best possible one. Workers know that 

they will be rewarded for demonstrating the com-

pany's values (Arditi, Nayak, & Damci, 2017; Bavik, 

2016; Buchanan, 2015). 

In a similar vein, its organizational culture 

defines the best possible way to act inside a com-

pany. This culture comprises shared beliefs and at-

tributes established by leaders and then passed 

down and strengthened by various tactics that 

mold representative recognitions, practices, and 

comprehension. Every effort is set in motion by hi-

erarchical culture. Because organizations and cir-

cumstances change so frequently, there is no such 

thing as a one-size-fits-all culture that solves the 

concerns (Bortolotti, Boscari, & Danese, 2015; 

Chang, & Lin, 2015; Daher, 2016). 

Furthermore, the top organizations all have 

a strong organizational culture. All are in agree-

ment at the top when it comes to social demands, 

and those attributes are focused on the association 

and its goals rather than on individuals. Leaders of 

successful organizations continually live in their 

civilizations and make a distinct determination to 

transmit their group personalities to elected offi-

cials, just as they would to new recruits. They are 

clear about their characteristics and how those 

characteristics characterize their organizations, and 

they make decisions about how the organizations 

operate (Chatman, & O’Reilly, 2016; Driskill, 2018; 

Elsbach, & Stigliani, 2018).   

Furthermore, organizational culture gives 

an open door for everybody to take an interest in 

strategy improvement; and to advance as their po-

tential ability develops, inside the open doors ac-

cessible. Their way of life determines the method in 

which employees interact with their working envi-

ronment. A strong culture encourages legislators to 

be persuaded and resolute in their support for the 

administration. When representatives are pro-

pelled, it expands their employment association 

and fulfilment (Glisson, 2015; Lapiņa, Kairiša, & 

Aramina, 2015; Moseley, 2019). 

Furthermore, organizational culture is a cul-

ture that exists in any institution, such as schools, 

colleges, non-profit gatherings, government offices, 

or commercial parts. Terms like corporate culture 

and friends' culture are regularly applied in busi-

ness to imply a comparative perspective. It is re-

garded as anything that conveys a connection. Ad-

ministration and individuals can likely control and 

modify it. Correspondence and pictures are used to 

create culture. Individual experience makes a vari-

ety of perspectives of view, which is fundamental 

(Naranjo-Valencia, Jiménez-Jiménez, & Sanz-Valle, 

2016; Pakdil, & Leonard, 2015; Pietersen, 2017). 

Similarly, hierarchical culture has been 

shown to have a higher financial development. 

These societies have a strong worker association, 

solid internal exchanges, and an understanding and 

acceptance of a vigorous level of thrill-seeking to 

attain an effect. Nevertheless, authoritative culture 

unequivocally accentuates factors identified with 

the requests and development of representatives. 

Accept that enhancing and taking advantage of 

market lucky breaks are appropriate practices to 
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manage endurance and success, ecological vulnera-

bility, and competitors' dangers, and anticipate that 

organizational members should act as needs while 

valuing inventiveness and resistance of imaginative 

individuals (Sergiu, 2015; Shkunova, Yashkova, 

Sineva, Egorova, & Kuznetsova, 2017; Tănase, 

2015).   

In any case, versatile organizational culture 

performs far superior to associations with adaptive 

societies. The universal culture converts into au-

thoritative achievement while an adaptive culture 

lessens a company's adequacy, crippling the associ-

ation from seeking after the entirety of its seri-

ous/operational alternatives. Employees are moti-

vated and inspired to be more engaged in their job and 

interactions with others. It also promotes high levels of 

employee engagement, which boosts productivity 

(Cherchem, 2017; Driskill, 2018; Elsbach, & 

Stigliani, 2018; Shkunova, et al., 2017; Zeyada, 

2018).  

Notwithstanding, organizational culture 

lessens worker turnover. It centers on impact 

worker conduct, causes enhancements to the organ-

ization, pulls together its organization destinations 

and additionally rescale the association. Employees 

are motivated and inspired to be more engaged in 

their job and interactions with others. It also pro-

motes high levels of employee engagement, which 

boosts productivity (Helge, Sheehan, Cooper & 

Einarsen, 2010; Islam & Zyphur, 2009; Luthans & 

Doh 2015).  

Fundamentally, organizational culture has 

an impact on how individuals and groups interact 

with one another. Furthermore, traditional culture 

may affect how closely representatives relate to an 

organization. The fundamental convictions, suspi-

cions, traits, and collaboration techniques contrib-

ute to an association's unique social and mental at-

mosphere. As a result, an organization's quality 

and standards are influenced by its culture (Valmo-

hammadi, & Roshanzamir, 2015; Vasyakin, Ivleva, 

Pozharskaya, & Shcherbakova, 2016; Warrick, 

2017). 

If an organization's style of life improves its 

overall image, the way of life must have a signifi-

cant advantage, and convictions and traits must be 

widely disseminated and rigorously upheld. A 

strong culture can provide benefits such as in-

creased trust and collaboration, fewer conflicts, and 

that's only the tip of the iceberg in terms of produc-

tivity. Culture also provides 

 a loose control system, 

 a strong sense of identifiable proof with the 

organization, and 

 a shared understanding of what is vital 

among representatives. 

Representatives whose associations have character-

ized societies emphatically can also justify their 

work methods by claiming that they are consistent 

with the way of life (Gochhayat, Giri, & Suar, 2017; 

Naranjo-Valencia et al., 2016; Zeyada, 2018).  

Similarly, culture has an essential part in the 

success of a group. HR pioneers and other mem-

bers of the HR group should build an elite hierar-

chical culture in this way. Administration methods, 

correspondence techniques, internally circulated 

messaging, and corporate festivals can all be exam-

ples of traditional culture. Given the complexity of 

civilization, it's no surprise that terminology for de-

scribing explicit societies alter throughout time, 

such as assertive, client-focused, imaginative, fun, 

moral, research-driven, innovation-driven, meas-

ure-based, multi-leveled, family-friendly, and risk-

taking (Al-Ali, Singh, Al-Nahyan, & Sohal, 2017; 

Azizollah, Abolghasem, & Amin, 2016; Belias, 

Koustelios, Vairaktarakis, & Sdrolias, 2015).    

Because culture is difficult to define, associ-

ations may find it challenging to maintain con-

sistency in their messages on culture. Workers may 

also believe it is challenging to recognize and com-

municate about perceived social anomalies. Hierar-

chical pioneers frequently speak of their organiza-

tion societies' atypical traits as excellent work con-

ditions. Workers in various capacities inside the 
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company may believe that their utilitarian zones 

are the ones that propel the company forward. Or-

ganizational leaders must understand what the ma-

jority of employees believe is the organization's 

beneficial direction (Deem, DeLotell, & Kelly, 2015; 

Duerr, Holotiuk, Wagner, Beimborn, & Weitzel, 

2018; Fitria, 2018). 

However, when an organization's culture is 

dire, there is a pressing need to push extensions 

through quickly and an absolute requirement to re-

spond to a developing commercial center. A mod-

erate level of sincerity propels undertakings along 

at a reasonable pace. Individuals who labor slowly 

and consistently, valuing quality above productiv-

ity, have a low level of desperation. An organiza-

tion with a high level of distress is more likely to be 

tenacious and embrace a definite management 

style. An association with ordinary despair will be 

more systematic and will support a more thought-

ful administration style (Gambi, Boer, Gerolamo, 

Jørgensen, & Carpinetti, 2015; Hock, Clauss, & 

Schulz, 2016; Islam, Jasimuddin, & Hasan, 2015). 

In essence, organizational culture refers to 

individuals' collective attributes, convictions, and 

standards in a hierarchical structure. It is the out-

come of history, product, market, innovation, and 

procedure and the kind of workforces, executive’s 

uniqueness, and public culture. The organization’s 

visualization, ideals, customs, structures, images, 

dialectal, presumptions, atmosphere, area, convic-

tions, and propensities of the organization are all 

included—the working environment's style of life 

influences how representatives behave within the 

organization. Hierarchical culture is also a collec-

tion of shared habits. It is also an example of collec-

tive practices (Körner, Wirtz, Bengel, & Göritz, 

2015; Longman, Daniels, Bray, & Liddell, 2018; 

Mamychev, Sulimova, Yakovenko, Savvidi, Mol-

chan, & Dianova, 2016). 

Finally, organizational culture will emerge over 

time, shaped by the association's administration and ac-

tivities and attributes seen to have contributed to previ-

ous achievements. The social consciousness of hierar-

chical executives and HR professionals can monitor an 

organization's culture. Dealing with a culture necessi-

tates efforts to preserve aspects of the way of life that 

contribute to its viability. Organizational culture im-

proves productivity and performance when people 

have the resources and tools they need to succeed. 

Moreover, corporate culture influenced the workplace 

structure to bring employees with similar skill sets to-

gether (Mousavi, Hosseni, & Hassanpour, 2015; 

Nazarian, Atkinson, & Foroudi, 2017; Paro, & Ger-

olamo, 2017). 

The definition of organizational culture is 

arranging and establishing clear guidelines for the 

school's overall betterment. In a similar spirit, the 

associated pieces of literature of corporate culture 

offered here only elaborate the beautiful role of or-

ganizational culture when a leader positively uti-

lizes it. It claims that teachers are confident in their 

plans because they have thoroughly comprehended 

their policies. When it comes to decision-making 

and the like, corporate culture draws everyone to-

gether in unity. It brings individuals together to 

work together, but it must be built in a constructive 

way to achieve this goal. The school leader plays a 

critical function in preserving an organization's 

positive culture by elevating the satisfaction of their 

employees toward work as a technique for sustain-

ing the positive atmosphere of an organization's 

culture. 

 

Job Satisfaction 

The degree to which a worker feels self-mo-

tivated, pleased, and happy with their work is re-

ferred to as job satisfaction. Dependability, career 

advancement, and a pleasant work-life balance are 

all factors that contribute to fulfillment. Else, it will 

prompt occupation disappointment. Dissatisfaction 

will encourage expanded worker turnover, less 

commitment, and unfaithfulness. This situation 

will influence the association when workers are 
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placated with their occupation particularly regard-

ing pay, rewards and advantages (Holmberg et al., 

2017; Luthans & Doh, 2015; Marrey, 2011). 

  On the other hand, job satisfaction relates to 

an individual's sagacity of accomplishment on ef-

fort, which serves as motivation towards working 

continuity. The situation is not about smugness, 

preference, or gladness; but work fulfillment mat-

ters. Even though the concept of job satisfaction has 

evolved through time, the majority of definitions 

agree that it is a pleasant affective experience re-

lated to work. There is undeniably a statistically 

significant link between job satisfaction and em-

ployee engagement. Additionally, staff working in 

access services have the opportunity to be satisfied 

depending on higher-level needs. The top three 

most important reasons were personal fulfillment, 

job opportunity, and relationships with coworkers. 

Job satisfaction is also influenced by elements such 

as compensation, which are based on lower-level 

demands. Job satisfaction among access services 

employees is influenced by their age, education 

level, and administrative tasks (Sewell & Gilbert, 

2015; Shiyani,n.d; Tepayakul & Rinthaisong, 2018). 

On the other hand, the Hawthorne investi-

gations were one of the most important forerunners 

to the study of job happiness. From 1924 to 1933, 

Elton Mayo's Harvard Business School research at-

tempted to identify the impact of several variables 

(most notably illumination) on worker productiv-

ity. According to this study, notable changes in the 

workplace enhance productivity for a limited time 

(called the Hawthorne Effect). Job satisfaction de-

notes a person's natural rapport with the company 

for which he is reimbursed. Fulfillment is the sim-

ple feeling of achieving a goal of achieving an ob-

jective. Workplace dissatisfaction leads to a lack of 

motivation (Shiyani,n.d.). 

In addition, one of the primary goals of all 

HR employees is job satisfaction. A happy em-

ployee is not only a loyal employee but also a 

brand advocate. Employees that are happy with 

their jobs are more committed to the company's 

goals. However, job satisfaction scales change how 

they evaluate the emotional sentiments about the 

work or the intellectual appraisal of the work. Job 

satisfaction, therefore, mirrors the level of joy in 

employment (Hauff, Richter & Tressin, 2015; Lei-

der, Harper, Shon, Sellers, & Castrucci, 2016; Lu, 

Zhao & While, 2019).  

Henceforth, another study highlights the 

role of coworkers, supervision, contingent rewards, 

and the nature of work in determining job fulfil-

ment. Thus, in other study, employees in the re-

searched departments are incredibly content with 

their supervisors and coworkers. They are margin-

ally contented with effort conditions and job secu-

rity but low satisfied with salary and advancement 

aspects of the work, besides, according to research 

in the educational sector that the role of social and 

interactional components of work in determining 

the job satisfaction of the workforce is vital from a 

theoretical standpoint (Ofei-Dodoo, Scripter, & Kel-

lerman, 2018; Pepe, Addimando, & Veronese,2017; 

Yousef, 2017). 

Because of its impact on people's behavior, 

the concept of job satisfaction has attracted the at-

tention of scholars and executives. Organizational 

behavior is shaped by individual behaviors, which 

groups shape within the organization and corpo-

rate culture. In addition, a previous study in job 

satisfaction suggested that employee contentment 

is excellent for business and promotes productivity 

and career advancement. On the other hand, poor 

employee engagement can result in reduced profit 

margins, poor customer service, high employee 

turnover, and a loss of competitive advantage. That 

is why, to boost employee efficiency, effectiveness, 

productivity, and job devotion, the company must 

meet their demands by offering good working cir-

cumstances (Bin, 2015; Özpehlivan & Acar, 2015; 

Raziq & Maulabakhsh, 2015). 

In the same vein, job satisfaction is defined 

as the quantity or degree of gratification and con-

tentment that an employee feels about their total 

job, taking into account their feelings about the job 
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itself, coworkers, managers, and work policies. Ac-

cording to research, employees will have higher 

work satisfaction and performance if they are in a 

pleasurable or good emotional state during the en-

tire job training session. Other job attitudes will im-

prove, including organizational, civic behavior, 

passionate commitment, and normative commit-

ment, while turnover intention and absenteeism 

will decrease. Hence, the findings of research con-

ducted on 64 Iranian English teachers and 1774 of 

their students proved a difference in job perfor-

mance of those respondents who have low level of 

job satisfaction compared to those who have high 

level of job satisfaction. The observed disparities in 

their job performance could have been primarily 

caused by their level of satisfaction with their em-

ployment (Afshar & Doosti, 2016; Fahed-Sreih, 

2020; Huang, 2019). 

Also, employee job satisfaction is the most 

critical factor in achieving organizational goals in 

any firm. An occupationally pleased leader may 

build the organization by establishing a vibrant en-

vironment, appropriate resources, vital relations, 

and an effective teaching-learning process. To this, 

there must be a strong link between working condi-

tions in schools and teacher job satisfaction. The 

most closely linked criteria with teacher job satis-

faction were instructor capacity, instructor collabo-

ration, and instructor judgements of pupil castiga-

tion in school. Job satisfaction is linked to teacher 

retention and teacher and student well-being, 

school cohesion, and the profession's strong reputa-

tion. Teacher job happiness is a need for good work 

performance (Baluyos, Rivera, & Baluyos, 2019; 

Suleman & Hussain, 2018; Toropova, Myrberg, & 

Johansson, 2021). 

To be sure, job satisfaction significantly im-

pacts teacher performance, but it is not confined to 

teachers. According to research findings, the effects 

of high and low teacher job satisfaction are not re-

stricted to instructors' welfare but also outspread to 

pupils' knowledge results, school group, and the 

community. Furthermore, teachers were satisfied 

with both monetary and nonmonetary incentives, 

such as community support. They were delighted 

with fair remuneration packages based on their la-

bor contribution, opportunities for professional ad-

vancement, a well-defined individual appraisal sys-

tem, prompt promotion, and required workplace 

conditions. Their camaraderie and cooperation 

with coworkers and students and community 

members' esteem encouraged teachers’ enthusiasm 

for teaching. They must be rewarded with a high 

degree of job satisfaction because they are our 

country's backbone. Educators have a critical part 

in the progress of knowledge and skills in children 

and adolescents (Alamelu, & Joice, 2018; Nyamubi, 

2017; Zakariya, 2020). 

Likewise, it has been discovered that the 

learning environment impacts on teacher work sat-

isfaction because it influences the quality and 

productivity of their work. Yet, other factors have 

an impact on the quality of higher education. It is 

dependent on the part of the learning environment 

established by teachers and the learning technique 

used by students during their studies. And to es-

tablish a good teaching and learning environment, 

modern school environments place a premium on 

adequate and high-quality facilities (Aina, 2015; 

Belaineh, 2017; Suriansyah, 2018). 

Finally, satisfied employees are happy 

workers who cheerfully assist their coworkers and 

the organization in any case, especially during 

times of crisis. Employees like them are unlikely to 

look for work elsewhere. Job satisfaction refers to 

how pleased you are with the work you've done. 

Additionally, happy personnel share pleasant ver-

bal interaction and persistently stick by one an-

other. Rather than wasting their time tattling and 

sauntering around, they trust that they will achieve 

helpful work in the long term, which will benefit 

the organization (Ali, 2016; Amin, 2021; Holmberg, 

et al., 2017).   

The work mentioned above satisfaction 

studies provides solid foundations for further re-

search into employee happiness with their jobs. Job 

satisfaction is demonstrated in the literature to play 
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a vital role in employee performance in a business. 

As a result, an organization's survival is critical, 

particularly during times of crisis and problems. 

Dedicated personnel is willing to help without hes-

itation and bring positivity to the problem-solving 

process. Job satisfaction is an essential tool for 

transformational leaders to create in their organiza-

tions so that goals for their schools may be imple-

mented quickly.  

Undoubtedly, job satisfaction has aided sig-

nificant growth in profitability and turnover over 

the last two decades. Through successful transfor-

mational leadership and healthy corporate culture, 

it is often assumed that profitable businesses would 

have satisfied employees in all aspects. To create fa-

vorable results, today's educators require a high 

level of job satisfaction. And this is only possible 

through the transformational leadership style of 

teachers. Also, a positive organizational culture is 

needed to foster job satisfaction. In fact, the existing 

literature mentioned on transformational leader-

ship, organizational culture, and job satisfaction so-

lidify claims that it impacts employees’ perfor-

mance. Researchers find it needful in running a 

school and in attaining successful plans.  

Moreover, employees are motivated to 

work hard when they are happy and satisfied and 

accomplish the task with a transformational leader 

who maintains positive organizational culture.  

However, this research aims to see if job satisfac-

tion plays a vital portion in the interaction between 

transformative leadership and corporate culture. It 

adds flavor on how to overcome issues in organiza-

tional culture with the presence of job satisfaction 

as another predictor of transformational leadership 

on organizational culture.  

 

Correlation between Measures 

Indirectly, transformational leadership 

harms company culture. The findings, in general, 

stress the importance of transformational leader-

ship and organizational culture. As a result, trans-

formational leadership and organizational culture 

have a strong relationship (Danaeefard & Panahi, 

2010; Gambarotto & Cammozzo, 2010; Morrison, 

See & Pan, 2014). 

Transformational leadership is now a criti-

cal component in improving organizational culture. 

Transformational leadership is a method of guiding 

leaders and followers to greater levels of ethics and 

motivation while emphasizing emotions and val-

ues. Thus, the significant relationship is found be-

tween transformational leadership and organiza-

tional culture (Morrison, 2014; Morrison, See & 

Pan, 2014). 

Furthermore, transformational leadership 

has an impact on the culture of a business. In real-

ity, transformational CEOs inspire employees with 

a clear vision of the organization's aims and future 

culture. Transformational leadership, in essence, 

creates a healthy corporate culture that leads, moti-

vates, and empowers individuals (Grant, 2012; Mit-

tal & Dhar, 2015; Wang et al., 2011). 

Transformational leadership fosters a 

healthy company culture that emphasizes the ne-

cessity of solid commitment and fundamental be-

liefs and appreciation, affection, and loyalty among 

followers. Hence, transformational leadership is 

strong predictor of a positive organizational culture 

(Fernet et al., 2015; Gumusluoglu & Ilsev, 2009; Li, 

Zhao & Begley, 2015; Northouse, 2015). 

In addition, transformational leadership is 

essential in establishing a positive workplace cul-

ture. Leaders and their proper behaviors have an 

impact on creating an ethical and secure organiza-

tional climate. Thus, transformational leadership 

capacitates its human capital through an ideal cor-

porate culture (Shin, 2012; Wang & Hsieh, 2013; 

Wang & Jiang, 2014).  

According to studies, transformational lead-

ership has an impact on organizational culture. In-

dividual differences in having particular needs and 

values and employing reciprocal communication to 
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achieve Individualized considerations are behav-

iors for achieving Individualized concerns (Hsiung, 

2012; Wang & Hsieh, 2013; Zahari & Shurbagi, 

2011). 

In reality, transformational leadership and 

organizational culture have a negative direct effect. 

Transformational leadership has a good and signifi-

cant impact on company culture. Furthermore, 

transformational leadership’s negative and consid-

erable impact on employee quiet is mediated by 

corporate culture (Cheung, Wong & Lam, 2012; 

Hartnell, Ou & Kinicki, 2011; Tsai, 2011).  

According to structural equations, transfor-

mational leadership directly, beneficial, and consid-

erable impact on organizational culture. This find-

ing demonstrates the significance of transforma-

tional leadership in organizational culture (Shao, 

Feng & Liu, 2012; Tipu, Ryan & Fantazy, 2012; 

Zahari & Shurbagi, 2012). 

Similarly, transformational leadership di-

rects organizational culture. Organizational con-

cerns include how to find techniques for nurturing 

organizational culture that is ideal in regard to em-

ployee empowerment (Hartnell, Ou & Kinicki, 

2011; Hogan & Coote, 2014; Leal-Rodríguez, Ariza-

Montes, Roldán & Leal-Millán, 2014). 

In reality, organizational culture and trans-

formational leadership have a beneficial associa-

tion. The management of values is a crucial job of 

leaders in organizations. Some authors even equate 

exceptional performance with the organization's 

achievement and dominance of excellence aims and 

ideals (Li, Mitchell & Boyle, 2015; Mittal & Dhar, 

2015; Mohammadi, Akbari, Veismoradi & Rostami, 

2015). 

Also, many authors have found that trans-

formational leadership is imperative in promoting 

positive organizational culture. Even if the firm's 

only goal is to maximize profits, it will be impossi-

ble to fulfill its objectives without paying attention 

to organizational culture principles and transfor-

mational leadership. As a result, executives must 

devote sufficient time and resources to company 

culture (Bass et al., 2011; Panagiotis, Alexandros & 

George, 2014; Qu, Janssen & Shi, 2015). 

According to the structural equation results, 

transformational leadership has a direct, negative, 

and considerable impact on corporate culture. This 

conclusion can be justified in the following ways: 

transformational leadership delegates authority to 

employees, values employee empowerment, incor-

porates employee ideas into organizational deci-

sion-making, encourages employees to express 

their views, and invests in employee improvement 

and growth ( Hsiung, 2012; Wang & Hsieh, 2013; 

Zahari & Shurbagi, 2011). 

Transformational leadership influences or-

ganizational culture. In the corporate culture pro-

duced, subordinates' prospective abilities are devel-

oped and progressed, and personal distinctions in 

demands and expectations are stated (Shao, Feng & 

Liu, 2012; Shin, 2012; Tsai, 2011). 

Essentially, transformational leadership di-

rects and inspires individual followers' efforts to 

create an organizational culture by raising their 

awareness of the importance of organizational out-

puts and products, which leads to the activation of 

higher-level needs and the stimulation of going be-

yond the personal requirements of the organization 

(Danaeefard, Fani & Barati, 2011; Li, Mitchell & 

Boyle, 2015; Zahari & Shurbagi, 2012).  

On the other hand, transformational leader-

ship was discovered to have an indirect, detri-

mental, and considerable impact on corporate cul-

ture. Transformational executives strive to set the 

organization on a new route of growth. As a result, 

transformational leadership leads to creating an or-

ganizational culture that strives for employee pro-

gress, empowerment, and involvement (Weiner, 

2018; Williams & Glisson, 2014; Zehir & Erdogan, 

2011). 

In the meantime, transformational leader-

ship has been shown to increase job satisfaction. 
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Successful businesses and schools are led by trans-

formational leaders who create the conditions in 

the workplace that allow employees to feel satisfied 

with their jobs (Amarjit, Alan, Charul & Ishaan, 

2010; Aydin, Sarier & Uysal, 2013; Mohamed & Ib-

rahim, 2012). 

Presently, warranting worker happiness has 

been raised to one of the utmost critical responsibil-

ities individuals in charge of enterprises should do. 

On these grounds, ongoing study into the relation-

ship between leadership and job happiness has 

piqued the academics' attention (Amarjit, Alan, 

Charul & Ishaan, 2010; Aydin, Sarier & Uysal, 2013; 

Mohamed & Ibrahim, 2012). 

Although few studies look into the relation-

ship between transformational leadership and 

teacher job satisfaction, few studies are. Their find-

ings are incredibly fascinating. The outcomes ex-

posed a strong link among transformational leader-

ship and job satisfaction (Eliophotou & Ioannou, 

2016; Nguni, Sleegers & Denessen, 2006),  

The results of a survey of 387 teachers from 

42 Iranian primary and secondary schools demon-

strated the importance of transformational leader-

ship in job satisfaction. The principal's and teacher's 

transformational leadership serves as an external 

and internal motivator for greater job satisfaction 

(Bushra, Usman & Naveed, 2011; Fatima, Ahmad & 

Asvir, 2011; Gumusluoglu & Ilsev, 2009). 

Moreover, transformational leadership in 

terms of charisma was found to impact teacher job 

satisfaction significantly. Teachers' faith in the prin-

cipal's judgment and the values promoted in con-

junction with the school's mission create an expres-

sive tie with the management, linked to job satisfac-

tion (Jalal, Khawaja, NikKamariah, Fosa, Mu-

hdYahya & Ahmad Sazali, 2012; Laohavichien, Fre-

dendall & Cantrell, 2009; Sayadi, 2016). 

The performance of the transformational 

principal seemed to partake a solid correlation with 

the job satisfaction practiced by teachers in a survey 

about the relationship between transformational 

leadership and teacher job satisfaction, which was 

shown on a sample of 320 teachers from 20 second-

ary education schools in Ethiopia (Mittal & Dhar, 

2015; Munir, Rahman, Malik & Maámor, 2012; Riaz, 

Akram & Ijaz, 2011). 

In fact, transformational leadership in the 

form of charismatic behaviour of the principal fos-

ters job satisfaction among teachers. A transforma-

tional administrator can serve as a character for 

teachers, earning their respect and conviction while 

maintaining a collaborative message and a culture 

of dedication to the school's shared goals (Li, Zhao, 

Begley & 2015; Marnis, 2012; Tesfaw, 2014;).  

Addendum, the relationship between trans-

formational leadership and job satisfaction has 

been studied, and it has been discovered that prin-

cipal transformational leadership predicts job hap-

piness. Four hundred thirty-eight teachers from 348 

secondary schools in Cyprus were interviewed for 

this study (Eliophotou, 2014; Jalal, Khawaja, Nik-

Kamariah, Fosa, MuhdYahya & Ahmad Sazali, 

2012; Miller, Mire & Kim, 2009).  

Hence, the data demonstrated a substantial 

positive association between transformational lead-

ership and teacher job satisfaction in a comparable 

study. This finding is particularly intriguing, given 

that the application of transformational leadership 

in school management is prohibited under the cen-

trally prearranged educational system (Golia, 2014; 

Li, Zhao, Begley & 2015; Sayadi, 2016). 

 According to a survey of teachers, transfor-

mational leadership takes a direct influence on 

work happiness. This headship style can help en-

hance principal-teacher and student-teacher ties 

and teacher associations, resulting in more pleasant 

working conditions (Golia, 2014; Marnis, 2012; Ni-

rav & Raval, 2014). 

To conduct a meta-analysis of twelve sur-

veys on the impact of transformational leadership 

on teacher job satisfaction, we concluded that trans-

formational leadership could positively impact job 
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satisfaction (Aydin et al., 2013; Jalal, Khawaja, Nik-

Kamariah, Fosa, MuhdYahya & Ahmad Sazali, 

2012; Peter, Lee, Edwin, Andy & Kee-hung, 2011). 

The effects of transformational leadership 

on work satisfaction, organizational commitment, 

and organizational citizenship behavior were re-

searched in a sample of 700 Tanzanian primary 

school teachers. Transformational leadership has a 

beneficial impact on job satisfaction, according to 

the findings of the data analysis, which is con-

sistent with previous polls (Eliophotou, 2014; Golia, 

2014; Qu, Janssen & Shi, 2015). 

According to a qualitative survey done on 

three secondary educational schools, teachers 

showed a higher level of satisfaction with the trans-

formational leader's individualized involvement. 

As a result, transformational leadership and job sat-

isfaction have a strong association (Li, Zhao, Begley 

& 2015; Sayadi, 2016; Tesfaw, 2014). 

Furthermore, a research of 458 teachers 

from 52 primary schools in Australia revealed that 

there is a significant positive and robust correlation 

between transformational leadership and teacher 

job satisfaction in schools where transformational 

leadership is specified (Demirtas, 2010; Riaz, 

Akram & Ijaz, 2011; Miller et al., 2009). 

Similarly, transformational leadership was 

discovered to have a substantial impact on work 

happiness among primary institute trainers. Em-

ployees acknowledged and praised for their hard 

work are happier in their careers (Riaz, Akram & 

Ijaz, 2011; Tipu, Ryan & Fantazy, 2012; Wright & 

Pandey, 2009).  

In addition, there are no significant varia-

tions between professional seniority and teaching 

branch characteristics. On the other hand, transfor-

mational leadership boosts teachers' job happiness 

(Demirtas, 2010; Shao, Feng & Liu, 2012; Sulieman, 

Mohammad, Hussein, AL-Zeaud, Ayat & Ba-

tayneh, 2011). 

Significantly, transformational leadership 

and work satisfaction are essential factors in influ-

encing educational achievement and performance, 

ranking alongside professional knowledge and 

abilities, center competencies, educational re-

sources, and tactics (Amarjitet al., 2010; Jalal et al., 

2012; Quet al., 2015). 

In a study conducted at Jordanian private 

hospitals, the relationship between transformative 

leadership and job satisfaction was investigated. It 

was discovered that transformative leadership and 

work satisfaction have a statistically significant 

beneficial association (Mohammad et al., 2011; 

Shurbagi & Zahari, 2012; Tipuet al., 2012). 

Since a result, understanding transforma-

tive leadership in terms of employee job satisfac-

tion is critical, affecting employee morale and per-

formance. According to the findings of this study, 

transformational leadership qualities improve em-

ployee job satisfaction (Alvi, Hanif, Adil, Ahmed & 

Vveinhardt, 2014; Mohamed, & Ibrahim, 2012; Mu-

hnir, Rahman, Malik & Ma’amor, 2012). 

The relationship between employee job sat-

isfaction and organizational culture has been stud-

ied in biotechnology companies. The findings re-

vealed a strong link between job satisfaction and 

corporate culture (Reisyan, 2016; Williams & Glis-

son, 2014; Zahari & Shurbagi, 2012).  

Furthermore, job satisfaction has a favorable 

impact on an organization's culture. Indeed, organ-

izational culture, sense of identity, and dedication 

will enhance the organization's stability. In prior 

studies, employees in biotechnology manufacturing 

have a significant association between job satisfac-

tion and organizational culture. Personal effective-

ness, and leadership effectiveness has been ob-

served (Chiang et al., 2010; Davoodalmousavi, 

2013; Selart, & Schei, 2011; Singh & Pal, 2011; 

Sowmya & Panchanatham, 2011; Nirav & Raval, 

2014). 
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Indeed, work satisfaction has a substantial 

impact on organizational culture. It can be com-

pared by studying how members' emotions, behav-

ior, and attitudes will manifest, and their reactions 

to future events can be predicted (Duffy, Autin, & 

Bott, 2015; Homberg, McCarthy & Tabvuma, 2015; 

Mohammadi, Akbari, Veismoradi & Rostami, 2015; 

Moreover, job satisfaction and organizational cul-

ture are found to have a relationship. Organiza-

tional culture is an essential aspect of the business. 

One factor affecting high levels of satisfaction is the 

strengthening economy, as companies have been 

more willing and able to increase compensation, 

benefits, and incentives for their employees (Harzer 

& Ruch, 2015; Hayes, Douglas & Bonner, 2015; Ho-

boubi, Choobineh, Ghanavati, Keshavarzi & Hos-

seini, 2017). 

Furthermore, job satisfaction is a sign of a 

robust organizational culture. When a person has a 

high level of job satisfaction, it suggests that they 

enjoy their job and value the company's culture. To 

put it another way, the more satisfied employees 

are, the more favorable the company culture is 

(Hongisto, Haapakangas, Varjo, Helenius & Ko-

skela, 2016; Lu, Lu, Gursoy & Neale, 2016; Wang, 

Hall & Rahimi, 2015). Staffs have more evidence 

about the organization's ideas and approaches con-

cerning morals and rules, sense of accountability 

and obligation, and strong supervision that pro-

gresses confidence and job satisfaction, despite a 

strong correlation between job satisfaction and or-

ganizational culture (Harzer & Ruch, 2015; Troesch 

& Bauer, 2017; Zou, 2015). 

Similarly, research examining the impact of 

work satisfaction on organizational culture found a 

positive relationship between the two variables. In-

deed, job happiness can be boosted by a strong or-

ganizational culture and a powerful force and en-

ergy with efficient human labor resources. So, job 

satisfaction is boosted through organizational cul-

ture and employee morale (Hanaysha & Tahir, 

2016; Li, Mitchell & Boyle, 2015; Lu, Lu, Gursoy & 

Neale, 2016). Previous studies showed a correlation 

and solidarity between job satisfaction and organi-

zational culture. Job satisfaction will rise if organi-

zational culture is robust and compatible with em-

ployee expectations and organizational culture. As 

a result, job satisfaction influences corporate cul-

ture (DeRosa, 2017; George & Zakkariya, 2015; 

Han, Trinkoff & Gurses, 2015). 

Furthermore, a study discovered a strong 

link between job satisfaction and company culture. 

Job satisfaction will suffer if the demands of em-

ployees and the organizational culture are incom-

patible. Job satisfaction refers to how you feel about 

your job in general. Those satisfied with their jobs 

or careers have a good attitude towards them 

(Holmberg et al., 2017; Hudgins, 2016; Hur, Moon, 

and Jung, 2015). Organizational culture variables 

such as favorable working conditions, the same in-

come, fringe benefits, demanding jobs, and leader-

ship, in fact, influence job happiness. People who 

are naturally happy and content in their personal 

lives are more likely to be satisfied and pleased at 

work. They point out that people who are dissatis-

fied with their lives, in general, will likely not find 

it in their profession (Felin & Powell, 2016; Fiori, 

Bollmann & Rossier, 2015; Huang, Lee, McFadden, 

Murphy, Robertson, Cheung & Zohar, 2016). 

The impacts of work satisfaction on organi-

zational culture have been studied empirically, and 

relationships between the variables have been dis-

covered. When the link between organizational cul-

ture and job satisfaction is more substantial, the or-

ganization has a strong culture. Therefore, job satis-

faction is impacts the organizational culture (Felin 

& Powell, 2016; Kianto, Vanhala & Heilmann, 2016; 

Li et al., 2015). There is a link between job satisfac-

tion and corporate culture, according to several 

studies. However, satisfaction is high when the as-

sociation functions as individual variances between 

individual demands and organizational culture 

(Jung & Yoon, 2015; Kampkötter, 2017; Karanika-

Murray, Duncan, Pontes & Griffiths, 2015).  

There is no oversight or strong control in an 

organizational culture that focuses on individual 
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tasks, for example. Workforces are rated based on 

their success; this is more fulfilling for people who 

require tremendous success and autonomy in their 

work. As a result, employee views of company cul-

ture have an impact on job satisfaction. According 

to the data analysis findings, there is a link between 

corporate culture and work satisfaction. The corre-

lation coefficient of 0.599 indicates a direct and sub-

stantial connection between these two variables 

with a probability of 0.95. It takes more than a de-

cent salary and benefits to keep employees moti-

vated and satisfied; it also demands a solid organi-

zational culture (Groysberg, Lee, Price & Cheng, 

2018; Khamisa, Peltzer, Ilic & Oldenburg, 2016; 

Kong, Wang & Fu, 2015; Sony & Mekoth, 2016; 

Thompson, 2015; Tongchaiprasit & Ariyab-

uddhiphongs, 2016). 

As a result, strengthening organizational 

culture includes maintaining cultural adaptation 

and participatory culture and modifying corporate 

culture to promote job happiness. Employee work 

satisfaction has increased as a result of organiza-

tional culture's influence on business performance. 

In reality, organizational culture has an impact on 

job happiness. Organizational culture encompasses 

what is valued, prevailing leadership styles, lan-

guage and symbols, procedures and routines, and 

definitions of success within a single organization. 

It is possible to uncover subcultures that can help 

to form an environment that conflicts (Carvalho, 

Oliveira & Silva, 2013; Fernandes et. al, 2015; 

Schadeck et al, 2016; Skaalvik & Skaalvik, 2017; Tar-

can, Hikmet, Schooley, Top & Tarcan, 2017). 

According to the findings of a correlation 

analysis between work satisfaction and organiza-

tional culture, age is a factor in job satisfaction. 

Older employees believed that their company paid 

well, and stringent organizational regulations did 

not bind that staff. They are rewarded for their out-

standing performance, which has an impact on job 

happiness. Job satisfaction components were 

shown to be substantially linked with 38 organiza-

tional culture items. The items with the highest and 

lowest correlations have been highlighted. Profes-

sional development has the most significant rela-

tionships (Miao, Humphrey & Qian, 2016; Moham-

madi, Akbari, Veismoradi & Rostami, 2015; 

Ouyang, Sang & Peng, 2015; Ouyang, Sang, Li & 

Peng, 2015; Pan, 2015; Saleem, 2015).  

Surprisingly, the aspects of company cul-

ture have an impact on job happiness. Job satisfac-

tion was positively influenced by the organization's 

reputation, open communication, and possibilities 

for personal advancement. However, stability and a 

laid-back attitude harmed their job satisfaction. Fe-

male employees' job satisfaction, on the other hand, 

was found to be influenced positively by a people-

oriented organizational culture, serenity, and deci-

siveness, as well as taking advantage of possibili-

ties. Lack of regulations harmed their job happi-

ness; thus, unfavorable corporate culture impacted 

job satisfaction (Liu, Aungsuroch & Yunibhand, 

2016; Lizano & Barak, 2015; Malinen & Savolainen, 

2016; Ouyang, Sang, Li & Peng, 2015; Pan, 2015; 

Saleem, 2015).  

Finally, company culture improves job satis-

faction and has a favorable impact on individual 

behavior. It helps firms develop competencies and 

create a competitive edge by affecting and influenc-

ing employee work satisfaction. Therefore, job sat-

isfaction and organizational culture are statistically 

significant (Körner, Wirtz, Bengel & Göritz, 2015; 

Lambert, Minor, Wells & Hogan, 2016; Lee & Jung, 

2015). 

The above literature is relevant to the 

study's variables of transformational leadership, or-

ganizational culture, and job satisfaction. The dis-

coveries, readings, and research that are included 

are all closely related to the subject of study. Ac-

cording to statements, transformational leadership 

is defined as "charisma, social, vision, transactional, 

delegation, and execution while organizational cul-

ture is defined as “dominant characteristics, organi-

zational leadership, management employees, or-

ganizational glue, strategic emphases, and criteria. 

To summarize, the cited works were extremely 
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helpful in revealing probable connections between 

teacher leadership, school effectiveness, and school 

culture. These could also be used to support the 

study's presentation, results, and conclusions. 

 

Theoretical Framework 

The study's issues were tackled in a number of dif-

ferent ways. The theories of transformational leadership, or-

ganizational culture, and job satisfaction are all employed in 

this study. As a result, the following three hypotheses ad-

dressed these problems. 

According to Burn (2004), transformational leader-

ship is based on the Transformational Model of Leadership, 

which emphasizes that transformational leaders do more 

than set up simple exchanges or agreements with colleagues 

and followers. In addition, the idea outlines steps for becom-

ing an effective transformational leader. As stated in the the-

ory mentioned above, transformational leaders act in ways 

that enable them to produce superior results by utilizing at 

least one of the four key components: idealized influence, in-

spirational motivation, intellectual stimulation, and custom-

ized concern. Bass and Riggio (2010) also characterized 

transformational leaders as motivating and inspiring others 

to achieve extraordinary results. Similarly, according to Bass 

(2006), Transformational Leadership Theory is defined by its 

impact on followers. Transformational leaders inspire their 

people with trust, respect, and admiration. Furthermore, ac-

cording to Ahmadi, Rezaei, and Gorizan (2015), there is a 

finding from the inquiry that transformational leadership af-

fects organizational culture, revealing that transformational 

leadership and corporate culture have a relevant relation-

ship. According to Veiseh, Mohammadi, Pirzaden, and 

Sharafi (2014), transformational headship has a straight/pos-

itive and considerable influence on organizational culture. 

Organizational culture, on the other hand, is based 

on Elliot Jaques' (1991) Culture of the Factory, which empha-

sized the customary and traditional way of thinking and do-

ing things that are shared to a greater or lesser extent by all 

of the firm's members, and which new members must learn, 

and at least partially accept, to be taken into service in the 

firm to the extent that people can share. That's a question of 

being able to care about the same things. It applies to both 

nations and the groups and organizations that make up 

those nations. Furthermore, as Veiseh, Mohammadi, Pirza-

den, and Sharafi (2014) point out, any type of organization 

and institutes, academies, non-profits, government agencies, 

and companies has an administrative culture. And this is 

supported by Geertz's (1993), Pacanowsky's (1980), and 

O'Donnell-(1982) Trujillo's Organizational Cultural Theory, 

which emphasizes how communication is used by busi-

nesses to build behavioral patterns, ceremonies, civiliza-

tions, and conventions because culture is a set of values that 

an organization or group of people share. Organizational 

culture and job happiness are linked in a significant way. In 

a similar line, corporate cultural values such as equality, 

growth chances, and the company's reputation are im-

portant., according to Davoodalmousavi (2013) and Sharma 

(2017), have a favorable effect on job satisfaction. 

Maslow's Needs Hierarchy Theory (1970), one of the 

first theories to study the main factors to job satisfaction, pro-

vides the foundation for job satisfaction. Physiological 

needs, safety, and belongingness/love, esteem, and self-actu-

alization, according to the idea, create a five-level hierarchy 

of human wants. Employees must strive to improve their job 

satisfaction rather than decrease it. Its key tenants have been 

utilized to explain job satisfaction in the workplace. Financial 

compensation and two incentives are available to employ-

ees: healthcare and paid time off in achieving their basic 

physical demands exclusive in a particular group. Workers' 

safety demands can present themselves as a sense of physical 

safety in the workplace and job security.  

Employees may also focus on feeling like they be-

long at work once job satisfaction is attained. Positive work-

place connections with coworkers and management can be a 

source of job happiness. As a result, once pleased, the em-

ployee will try to make their teammates and employers feel 

valued and respected. This theory is also supported by the 

notion of Bushra, Usman & Naveed (2011), which confirms 

that transformational leadership positively affects job satis-

faction. Then Jameel and Ahmad (2019) substantiated that 

transformational leadership plays a vital role in improving 

job satisfaction.  And Manning (2002) found out that trans-

formational leadership is related to job satisfaction. Hence, 

this is corroborated with the idea that transformational lead-

ership generates job satisfaction. It is associated with a high 

level of motivation at work, to the teachers’ needs for recog-

nition, assumption of responsibility, autonomy, and self-ac-

tualization (Bentea et.al, 2012). 

As a result, these three premises help to establish the 

study's legitimacy by establishing a school basis on which 

the study's assumptions are founded. 

Conceptual Framework of the Study 

Figure 1 depicts the research's conceptual 

framework. The following indications of transfor-

mational leadership are drawn from the Transfor-

mational Leadership Survey namely, charisma re-

fers to the effect of one's personality and the extent 
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to which the leader demonstrates admirable behav-

ior, causing followers to identify with him; social 

which refers to creating challenging environments 

by means of coaching and mentoring others; vision 

which refers to a motivation that provides challeng-

ing visions and helping people to understand 

themselves; transactional which refers to the mutual 

agreement between leader and follower or an ac-

tion of ensuring others understand about set of ex-

pectations; delegation which refers to delegating 

both the task and the authority to get things accom-

plished; execution which refers to the course of ac-

tion by giving follow-up to followers to ensure 

things are learned well (Clark, 2011). 

On the other hand, organizational culture is 

adopted from Organizational Culture Assessment 

Instrument which has the following indicators: 

dominant characteristics which refers to the ability 

to be able to adapt to and deal with changes in its 

environment successfully; organizational leadership 

refers to the alignment of goals among members of 

the organization vis-à-vis with the overall goals of 

the organization; management of employee which re-

fers to how well individual and group activities in-

side an organization are tied together, coordinated, 

and scheduled so that people's work efforts fit to-

gether effectively; organization glue which refers to 

goals that are derived and set in accordance with 

what clients or customers desire from the firm; stra-

tegic emphases refer to human development in 

which high trust, openness, and participation per-

sist; criteria of success refers to the development of 

human resources, teamwork, employee commit-

ment and concern for people (Cameron & Quinn, 

2000). 

 

 

Job Satisfaction is taken from Job Satisfaction 

Questionnaire with the following 

Indicators namely, security which refers to salary, benefits, re-

wards performance, recognition, promotion; work environ-

ment which refers to policies, organizational structures, 

physical, and emotional aspects of a teacher's employment; 

job responsibilities which refers to obligations, morals, and 

ethics; and Community Attachments/ Linkages which refers to 

the links that may affect how a teacher feels about their job 

(Romero & Bantigue, 2017). 

Mediation Model refers to the predictor-me-

diator-outcome variables. The mediating variable 

in this study was based on Baron and Kenny (1986). 

The relationship between an independent variable 

and its dependent variable is explained by a media-

tor variable. In a mediation model, the predictor 

variable cannot directly impact the outcome varia-

ble; in its place, it must rely on a third variable, or a 

"middleman," to do so. The steps to identify the 

mediational hypothesis were detailed by Baron and 

Kenny (1986), Judd and Kenny (1981), and James 

and Brett (1984). If all of the stages are followed, 

variable M is thought to moderate the X-Y relation-

ship. The phases involve establishing that the inde-

pendent variable (X) and the mediator (M) are cor-

related, that the dependent variable (Y) and M are 

correlated, and that the process is fully mediated. 

Controlling for the influence of X on Y, the effect of 

X on Y should be zero. If the findings for this stage 

are not zero, partial mediation is present. The inde-

pendent variable must be related to the dependent 
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Figure 1. Conceptual Framework Showing the Variables of the Study 
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variable for mediation to occur. The mediator must 

then be linked to the independent variable and con-

tinue to be a strong predictor of the dependent var-

iable. The independent variable should no longer 

significantly predict the dependent variable in the 

final regression. 

The authors also mention that there will be three re-

gression analyses: X as the predictor variable and M as the 

outcome variable; X as the predictor variable and Y as the 

outcome variable; and X and M as the predictor variables 

and Y as the outcome variable. In other words, a mediation 

model uses a third hypothetical variable known as a media-

tor variable (also known as a mediating variable, intermedi-

ary variable, or intervening variable) to categorize and eluci-

date the instrument or method that reinforces an experi-

mental connection between an independent variable and a 

dependent variable. (Hayes, 2009). 

 

Significance of the Study 

The study's findings, taken together, would 

aid in the establishment of a collaborative culture 

and comprehensive cultural reform in schools. This 

is crucial because a transformational leader must 

initiate change, develop a changing culture and a 

learning organization, and offer the support and 

energy necessary to sustain the change until it be-

comes a way of life in the school. Through observa-

tion, deliberation, reflection, and documentation of 

existing practices, individual teachers and small 

groups can combine their views and create a re-

markably accurate image of the organization's cul-

ture. To be honest, in today's 21st century land-

scape, teaching and learning have yet to be priori-

tized in schools. 

As crucial as organizational culture is to 

school improvement, it is vital to remember that it 

is a complicated process of leadership, relation-

ships, beliefs, and behaviors that have evolved. Of-

ficials in charge of education may devise systems to 

address students' needs, particularly achieving 

good and successful learning. Continuous enhance-

ment of learner-centered teaching practices and a 

good learning environment surrounded by happy 

administrators, instructors, students, and the entire 

community. Finally, we encourage high job satis-

faction, which leads to success. 

 

Definition of Terms 

For the purposes of this investigation, the 

following terminology were employed operation-

ally. 

Transformational Leadership. As used in 

this study, the phrase refers to a teacher's leader-

ship quality that motivates and inspires followers 

to accomplish beyond their expectations while also 

growing their own capacities, which is linked to in-

creased employee performance, organizational 

commitment, and job satisfaction. Charisma, socia-

bility, vision, transactional, delegating, and execu-

tion are some of the signs. 

Organizational Culture. The word relates to 

the organization's expectations, philosophy, and 

values in terms of dominating qualities, organiza-

tional leadership, and employee management, or-

ganizational glue, strategic emphases, and success 

criteria as used in this study. 

Job Satisfaction. The phrase refers to a posi-

tive or pleasant emotional state experienced by 

teachers in terms of job satisfaction, security, work 

environment, and job responsibilities, as used in 

this study. 

 

 

Chapter 2 

 

METHOD 

  

This chapter presents the research design, research locale, 

population and sample, research instrument used, data col-

lection process, statistical techniques, and ethical considera-

tions are all covered in this section. 
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Research Design 

The association between transformational 

leadership and organizational culture, transforma-

tional leadership, job satisfaction, job satisfaction, 

and organizational culture were investigated utiliz-

ing a quantitative approach and a descriptive- cor-

relation non-experimental technique design. The 

correlation approach is the optimum design for 

meeting the study's objectives and determining 

whether the hypothesis is accepted or not in this in-

vestigation. Now, if the significance value is .05, it 

signifies that Ho and Ha are both accepted. Hy-

pothesis testing determines if the relationships are 

strong or weak (Creswell, 2012). The amount of a 

relationship between two or more variables was 

controlled using a descriptive non-experimental 

correlational methodology. (Goertzen, 2017).  

Furthermore, the three factors in this study 

were investigated using mediation testing. To put it 

another way, it looked at the link between the 

predictor and mediator factors, as well as the 

mediator and criterion variables (Baron and Kenny, 

1986). According to a simple mediation model, the 

observed relationship between an independent 

variable and an outcome can be explained by the 

action of a third element known as the mediator. If 

the direct path from the independent variable to 

the product becomes nonsignificant after 

accounting for the mediator's effect, the 

relationship is said to be fully mediated. Partial 

mediation occurs when the mediator accounts for 

some but not all of the relationship between the 

independent and the outcome.The indirect effect 

refers to the extent of mediation (Baron and Kenny, 

1986). 

Thus, mediation analysis is not limited to 

linear regression, but also logistic or polynomial 

regression and more (Shrout and Bolger, 2002).  

Research Locale 

The geographical location of the study is 

shown in Figure 2. The study was conducted in the 

selected four (4) districts of Division of Davao del 

Sur. These selected public elementary schools are 

mostly situated just along the highways which are 

accessible to the researcher. For strict compliance of 

confidentiality, they are coded as follows: District 1, 

District 2, District 3 and District 4. It is located in 

Southeastern Mindanao. Davao Province borders it 

on the north, Davao Gulf on the east, Cotabato 

Province, Sultan Kudarat, and South Cotabato on 

the west, and the Mindanao Sea on the south. In 

1967, Davao del Sur was formed from the ancient 

province of Davao. Davao is named after the Ba-

gobo phrase Daba-Daba, which denotes to the Sa-

cred Brass of Datu Duli, the community's mythical 

tribal chief who lived in Mount Apo. The province 

is home to several ethnic groups, including Blaans, 

Bagobos, Manobos, and Tagacaolos. These early 

immigrants populated the hills and base of Mt. 

Apo, developing their own clans and beliefs that 

have survived today. As a result, the researcher 

identified these districts based on their accessibility 

and convenience. 
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Figure 2. Geographical Location of the Study 

 

 

Population and Sample 

  The research study started with a distribu-

tion of modified questionnaires to schools on Fri-

day, January 22, 2021. The total numbers of re-

spondents of this research study were 300 public el-

ementary school teachers in the selected four (4) 

districts coded as D1 (District 1), D2 (District 2), D3 

(District 3), D4 (District 4) of Division of Davao del 

Sur who took part in answering the modified sur-

vey questionnaires. Only permanent teachers com-

ing from each district were randomly selected to 

make part of the study. Thus, substitute teachers 

and staff were excluded as stated in the exclusion 

criteria in this study. And if the respondents be-

lieve the study to be contrary to their beliefs and 

opinions, they will be offered the option to with-

draw without penalty. Moreover, the researcher 

used stratified random sampling procedure in 

selecting the respondents. In stratified random 

sampling, researchers are permitted to extrapolate 

results from a sample to the entire population (i.e., 

statistical conclusions). This is a significant benefit 

because such generalizations are more likely to be 

judged valid from an outside perspective. Assum-

ing that there is little missing data, this gives us a 

sample that is highly representative of the popula-

tion being investigated (Sharma, 2017).  

 

Research Instrument 

 The study's instrument was a modified sur-

vey questionnaire. It was subjected to expert confir-

mation before being distributed to at least 40 peo-

ple for pilot testing. Pretesting can assist in identi-

fying questions that respondents did not under-

stand that could lead to skewed results (Sincero, 

2012). There were three parts to this survey: trans-

formative leadership, corporate culture, and job 

happiness. Validators’ comments were taken into 

consideration and incorporated into the finalization 

of the instrument. The overall mean result of ex-

perts’ validation is 3.98, which is considered ex-

tremely good. The content of the adapted standard-

ized questionnaires was valid because they had al-

ready been evaluated and proved by the author be-

fore being modified to categorize the questions. 

With the support of expert validators, the question-

naire was prepared in a fairly detailed form to give 

respondents ease and comfort in completing each 

question and understanding the study's goal. 

 The first part of the questionnaire is Trans-

formational Leadership Survey (Clark, 2011). It is 

made up of six indicators. Each of which has three 

questions to answer. The survey questionnaires 

were answered using a 5-point Likert Scale.Trans-

formational leadership was rated using the follow-

ing measures: 

 

 

 

 

Range of 

Means 

Descrip-

tive Level 

 

 

Interpretation 

4.20 - 5.00 Very High If the items on teacher 

leadership is always ob-

served. 
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3.40 - 4.19 High If the items on teacher 

leadership is often ob-

served. 

2.40 - 3.39 Moderate If the items on teacher 

leadership is sometimes 

observed. 

 

1.80 - 2.59 Low If the items on teacher 

leadership is seldom ob-

served. 

 

1.00 - 1.79 Very Low If the items on teacher 

leadership is never ob-

served. 

 

 The second part is organizational 

culture which was taken from Organizational Cul-

ture Assessment Instrument (Cameron, 2000) 

which has 6 indicators with four questions to an-

swer. It was rated using the following measures: 

 

Range of 

Means 

Descriptive 

Level 

 

Interpretation 

4.20 - 5.00 Very High If the items on organiza-

tional culture is always ob-

served. 

 

3.40 - 4.19 High If the items on organiza-

tional culture is often 

observed. 

 

2.40 - 3.39 Moderate If the items on organiza-

tional culture is some-

times observed. 

 

1.80 - 2.59 Low If the items on organiza-

tional culture is seldom 

observed. 

 

1.00 - 1.79 Very Low If the items on organiza-

tional culture is never 

observed. 

 

Then, the third part deals with job satisfac-

tion which was taken from Teacher Job Satisfaction 

Survey (Romero & Bantigue, 2017). The mediating 

variable has four indicators with 10 questions per 

indicator except community attachments/linkages 

with nine questions only. Hence, it was rated using 

the following criteria: 

Range of 

Means 

Descriptive 

Level 

 

Interpretation 

4.20 - 5.00 Very High If the items on job satisfac-

tion is always observed. 

 

3.40 - 4.19 High If the items on job satis-

faction is often ob-

served. 

 

2.40 - 3.39 Moderate If the items on job satis-

faction is sometimes ob-

served. 

 

1.80 - 2.59 Low If the items on job satis-

faction is seldom ob-

served. 

 

1.00 - 1.79 Very Low If the items on job satis-

faction is never ob-

served. 

  

 Lastly, this survey questionnaire was pre-

tested to 40 respondents from a different school. 
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Results indicated an overall acceptable rating of 

0.74 Cronbach alpha-0.74 in transformational lead-

ership, 0.73 in organizational culture, and 0.74 in 

job satisfaction. 

 

Data Collection 

 To collect the study's data, the following 

steps were followed. The delivery of letters to the 

Division Superintendent, District Supervisors, and 

School Principals and the distribution of survey 

questionnaires to participating public school ele-

mentary instructors all changed under the new nor-

mal. Some school heads received consent letters via 

e-mail and survey questionnaires were distributed 

in their schools. During the pre-administration, a 

letter was written to the Superintendent of the De-

partment of Education Schools Division of Davao 

del Sur, requesting permission to conduct the study 

and securing the number of permanent primary 

teachers in Districts 1 (D1), 2 (D2), 3 (D3), and 4 

(D4) (D4). Then, another request letter was written 

and delivered to the school heads of the target par-

ticipating schools. Upon approval, the actual con-

duct of the survey questionnaires was administered 

to the public elementary school teachers in the four 

district on January 2021. Modified survey question-

naires were   then given to the respondents attach-

ing the letter that the researcher prepared following 

the assessment points in ethical consideration spec-

ifying voluntary participation and privacy and con-

fidentiality as far as answering the questions are 

concerned in this research study. Preliminary dis-

cussions were done before the respondents an-

swered the survey questionnaire including the 

signing of Inform Consent Form. The retrieval of 

the completed questionnaire was one (1) week 

upon receipt. One hundred percent of the distrib-

uted questionnaires were retrieved successfully. 

And upon retrieving the survey questionnaires a 

face mask and face shield were worn in accordance 

with school health requirements. Then, the sur-

veyed results were individually checked and tallied 

using the prescribed format sent by the research 

adviser. Answers from respondents were carefully 

entered in Microsoft Excel and data collected 

therein were subjected to statistical treatment, 

analysis and interpretation constructed on the re-

search study's objective. 

 

Statistical Tools 

 The statistical procedures employed were as 

follows to provide a more detailed interpretation 

and analysis of the data. 

  Mean. This term was used to characterize 

job satisfaction, organizational culture, and trans-

formational leadership.  

Pearson r. This was utilized to find out if 

there was a link between transformational leader-

ship and organizational culture, transformational 

leadership and job satisfaction, and job satisfaction 

and organizational culture.  

Path Analysis. This was done to show that 

job satisfaction has a mediating effect on the rela-

tionship between transformational leadership and 

organizational culture, as well as to support the 

findings. 

 

 

Ethical Consideration 

 Following the University of Mindanao's Cluster 

Ethics Research Committee's (UMERC) study protocol as-

sessments and standardized criteria, the investigator de-

tected all moral norms in the course of the research, notably 

in the management of the respondents and data, including 

but not limited to: 

Voluntary Participation. The study's objectives 

were explained to the participants, who were also informed 

that their participation was completely optional. If partici-

pants found the study to be contrary to their beliefs and per-

spectives, they were offered the option to withdraw without 

facing any consequences or penalties. On the other hand, 

substitute teachers were excluded and disqualified to partic-

ipate the study and also teachers in high school and outside 
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the research locale. The respondents were allowed to with-

draw and or back out their consent at any time and terminate 

involvement without incurring any consequences. 

Privacy and Confidentiality. Individual responses 

will be kept confidential and presented only as part of sum-

mary data. Any personal information given by the respond-

ents was treated with utmost confidentiality. Identities were 

disclosed to protect their privacy or anonymous.  

Informed Consent Process. The participants were 

fully informed of what were asked of them, how the data 

were used, and what consequences if any there could be. The 

researcher secured clear, dynamic, signed consent from the 

participants before the actual conduct of the study.  The in-

formed consent process served as the contract that bound the 

researcher with the participants. 

Recruitment. The researcher chose the sample of the 

through stratified random sampling technique. The re-

searcher gave the respondents a clear picture of the study's 

benefits as a result of its execution. As a result, no study 

questionnaires were distributed to respondents without 

prior approval from authorized command channels. 

Benefits. This research makes a contribution to the 

body of information on the mediating effect of school culture 

on the relationship between teacher leadership and school 

effectiveness, which will be useful to researchers in the fu-

ture. Furthermore, it will benefit educational institutions be-

cause the product would provide knowledge on how to effi-

ciently run a school. As a result, after completing the survey 

questionnaires and having them signed by the researcher 

and the research adviser, the respondents were awarded cer-

tificates of participation. 

Risks. When answering to the survey questionnaire, 

the participants may face high risks or discomfort as a result 

of the study in terms of physical, psychological, or socio-eco-

nomic problems. In the event that this occurred, the respond-

ents were free to stop participating for their own comfort, 

and the researcher's main concern was their willingness to 

engage. 

Plagiarism. In this study, the researcher did not 

used any form of misrepresentation of someone else work as 

her own for the researcher has used paraphrasing in the in-

formation or data gathered from other researchers. Also, the 

author’s full name and year of publication was cited every 

time the researcher quotes a piece of work. Moreover, 

Turnitin, an internet-based plagiarism detection service, is 

employed to maintain academic integrity and prevent pla-

giarism in the sources used in this study. 

Fabrication. The study did not interpret data that 

were not correctly taken from the response of the respond-

ents. It did not misrepresent ideas, opinions or situations or 

any work to fit a model or theoretical expectations as it does 

not claim or exaggerate the interpretation of the results. The 

data collection was supported with objective evidences such 

as photos, certificate of appearance and the answered survey 

questionnaires.  

Falsification. Additionally, the researcher has not 

used any form of misrepresentation of someone else work as 

her own for the researcher has used paraphrasing in the in-

formation or data gathered from other researchers. Also, the 

author’s full name and year of publication was cited every 

time the researcher quotes a piece of work.  

Conflict of Interest (COI). UMERC's Conflict of In-

terest in Research policy was followed by the primary inves-

tigator. Furthermore, the author certifies that no commercial 

or financial links existed during the research that may be re-

garded as a potential conflict of interest. 

Deceit. In terms of deceit, the researcher did not use 

any misleading information by the provision of an informed 

consent. Once the respondents already knew what the study 

was about, they were free to participate based on their un-

derstanding of what happened during the study.  

Permission from Organizational/ Location. For the 

study's launch to the target respondents, the researcher sent 

a request letter to the school head and or school principal of 

the selected public elementary schools in Davao del Sur. 

Prior to that an endorsement letter was also secured from 

Department of Education, Division of Davao del Sur and af-

ter that a letter was sent to the District Principal In charge of 

Sulop District allowing the researcher to conduct of this 

study. 

Authorship. The researcher paid credit to all the 

people who contributed to the successful publication of the 

study especially to the research adviser, the statistician, 

school head and/ or school principal and to the panelists who 

shared substantial contributions to the study leading to its 

publication. 

 

Chapter 3 

 

 

RESULTS 

 

In this section, the data collected from respondents 

on transformational leadership, organizational cul-

ture, and job satisfaction is presented, evaluated, 

and interpreted in light of the research objectives. 

The following is the sequence in which the topics 

IJSER

http://www.ijser.org/


International Journal of Scientific & Engineering Research Volume 12, Issue 12, December-2021                                                                                        639 
ISSN 2229-5518  

 

IJSER © 2021 
http://www.ijser.org 

were discussed: correlations between transforma-

tional leadership and organizational culture; corre-

lations between transformational leadership and 

job satisfaction; the correlation between job satisfac-

tion and organizational culture; and the mediating 

effect of job satisfaction on the relationship between 

transformational leadership and organizational cul-

ture.  

 

Level of Transformational Leadership  

 

 The level of Transformational Leadership is 

depicted in Table 1. The standard deviation was 

less than 1.00, indicating that respondents' re-

sponses were consistent. The entire mean score was 

4.12, which was considered high. The following in-

dicators were used to determine the amount of 

transformational leadership among teachers: social 

gained a mean of 4.18 and characterized as high, 

delegation gained an average of 4.17 points and la-

belled as high, execution obtained a mean of 4.16 

and characterized as high, vision gained a mean of 

4.11 that equals to a descriptive level of high, trans-

actional obtained a mean of 4.06 and labelled as 

high, and charisma gained a mean of 4.01 which in-

dicates high. 

 Statistics revealed that the teachers as lead-

ers had showed very good command of transfor-

mational leadership in terms of social which indi-

cates that leaders were effective in creating a chal-

lenging environment by means of coaching and 

mentoring others. The data showed that transfor-

mational leadership in terms of delegation is 

 

Table 1 

Level of Transformational Leadership 

Indicators SD Mean De-

scrip-

tive 

Level 

Charisma 0.67 4.01 High 

Social 0.69 4.18 High 

Vision 0.62 4.11 High 

Transactional 0.68 4.06 High 

Delegation 0.62 4.17 High 

Execution 0.46 4.16 High 

Overall 0.52 4.12 High 

 

always manifested. This denotes of their high capa-

bility to entrust the task and authority with some-

one to get things accomplished.  Also, the level of 

transformational leadership of teachers in terms of 

execution was high, which indicates that the re-

spondents are agreeing to the fact that the leader-

ship skill in terms of ensuring that all things are 

learned well is always manifested. The data re-

flected that transformational leadership of teachers 

in terms of vision is manifested always which is an 

indicative of the high motivation of leaders that 

provides challenging visions and helping people to 

understand them. Likewise, transactional was found 

high in the data which depicts that the teachers 

were good in ensuring that others have understood 

the expectations set in the organization. Lastly, the 

data reflected that transformational leadership of 

school heads in terms of charisma was always mani-

fested which means that the leader’s influence 

among its subordinates is high. 
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Table 2 

Level of Organizational Culture 

Indicators SD Mean De-

scrip-

tive 

Level 

Dominant Character-

istics 

0.39 4.16 High 

Organizational Lead-

ership  

0.54 4.12 High 

Management of Em-

ployee 

0.45 4.22 Very 

High 

Organizational Glue  0.52 4.31 Very 

High 

Strategic Emphasis 0.58 4.24 Very 

High 

Criteria for Success 0.49 4.13 High 

Overall 0.37 4.20 Very 

High 

 

 Revealed in Table 2 is the level of organiza-

tional culture of public elementary schools in Da-

vao del Sur. The entire mean score was 4.20 which 

indicates very high. Particularly, the level of organi-

zational culture on the following indicators were as 

follows: organizational glue obtained a mean of 4.31 

with an interpretation of very high, strategic emphasis 

obtained a mean of 4.24 which indicates as very 

high, management of employee obtained a mean of 

4.22 and characterized as very high, dominant charac-

teristics 4.16 was the average and it is high, criteria 

for success gained a mean of 4.13 which indicates as 

high and organizational leadership scored 4.12 which 

was also described as high. Data reflects the very 

high level of organizational culture in terms of or-

ganizational glue which means that the institution 

has implemented curricular standards/objectives 

that match with the clients’ want most of the time. 

Furthermore, it was observed that strategic emphasis 

was observed as very high described as most im-

portant general aspect of the school being mani-

fested all the time. 

 Also, the level of organizational culture in 

terms of management of employee was very high, indi-

cating that positive climate or atmosphere through 

which the school head maintains focus on quality 

of teachers is always evident. Moreover, the high 

level for dominant characteristics indicated that the 

teachers’ ability to adjust and organize magnifi-

cently with changes in the environment is always 

practiced. Likewise, the data revealed that the 

school’s level of organizational culture in terms of 

criteria for success was high which means that teach-

ers are always making students aware of what is 

expected from them and encourages them to ex-

tend themselves during the course of the lesson. 

Lastly, the data revealed that the school’s level of 

organizational culture in terms of organizational 

leadership was high. It showed good alignment of 

goals among members of organization with the 

overall goals of the organization. 

 

Level of Job Satisfaction 

 The level of job satisfaction of public ele-

mentary school teachers in Davao del Sur is seen in 

Table 3. The entire mean score was 4.16, which was 

considered high. This means that job satisfaction is 

expressed or felt the majority of the time. The level 

of job satisfaction on the following items, in partic-

ular, was as follows: how my job provides a secured fu-

ture got a mean of 4.48 which has an equivalent de-

scriptive level of very high; having the ability to be 

proud of a job well done gained a mean of 4.35 which 

means very high; encourage all stakeholders to partici-

pate in all events relating to the school gained a mean 

of 4.33 which means very high; to do the job without 

cheating to anyone gained a mean of 4.29 which 

means very high; do things that don’t harm my other 

co-workers got a mean of 4.29 which means very 
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high; make linkages of the school and the immediate com-

munity gained a mean of 4.28 which has a descrip-

tive level of very high; work that is well suited to my 

abilities gained a mean of 4.28 which has a descrip-

tive level of very high; the social position in the com-

munity that goes with the job gained a mean of 4.28 

which means very high;  do the community outreach 

programs (i.e. linis barangay, coastal clean-up, tree 

planting) gained a mean of 4.26 which means very 

high; the amount of pay for the work I do gained a 

mean of 4.26 which means very high; when all my ef-

forts are not rewarded the way, it should be obtained a 

mean of 4.26 which has a descriptive level of very 

high; do things that are not against my conscience ob-

tained a mean of 4.26 which means very high; how I 

get a full credit for the work I do obtained a mean of 

4.25 which means very high; be of some small service to 

other people obtained a mean of 4.25 which means 

very high; do something that makes use of my abilities 

gained a mean of 4.23 which means very high; de-

velop new and better ways to do the job gained a mean 

of 4.23 which means very high; the benefits I receive 

are good as most other organizations can offer gained a 

mean score of   4.21 and described as very high; how 

easy to make friends with co-workers gained a mean 

score of 4.21 which is described as very high; have a 

definite place in the community gained a mean score of 

4.15 and described as high; the spirit of cooperation 

among my co-workers obtained a mean score of 4.13 

and described as high; try something different in my 

job gained a mean of 4.13 which is described as 

high; how my immediate head and I understand each 

other gained a mean score of 4.12 and it is described 

as high; the policies and practice towards employees of 

the school gained a mean score of 4.11 and the de-

scriptive level is high; the feeling of accomplishment I 

get from the job obtained a mean score of 4.10 and it 

is described as high; have immediate head takes care of 

the complaints of some parents in the community ob-

tained a mean score of 4.10 which has a descriptive 

level of high; the chance to be reclassified/be promoted 

gained a mean score of 4.08 and described as high; 

how my pay compares with that for a similar job in other 

companies gained a mean score of 4.08 which has a 

descriptive level of high; the opportunities for ad-

vancements gained a mean score of 4.08 and de-

scribed as high; be somebody in the community got a 

mean score of 4.08 and described as high; tell other 

co-workers how to do things obtained a mean of 4.05 

and got a descriptive level of high; the pleasantness of 

the working conditions obtained a mean of 4.02 and 

got a descriptive level of high;  how my immediate 

provides help on hard problems gained a mean score of 

4.02 and obtained a descriptive level of high; the 

pleasantness of the school community towards external 

stakeholders obtained a mean score of 4.01 and de-

scribed as high; the working conditions (heating, light-

ing, ventilation etc.) gained a mean score of 3.98 and 

gained a descriptive level of high;  how my immediate 

head takes care of the complaints of his/her employees 

obtained a mean score of 3.98 with a descriptive 

level of high; rub elbows with important people with a 

mean score of 3.98 and it is described as high; how 

my pay compares with other co-workers in school calcu-

lated a mean score of 3.96 which is described as 

high;  how my immediate head trains his/her subor-

dinates calculated a mean score of 3.95 which has a 

descriptive level of high; and use my own judgment 

calculated a mean score of 3.95 and described as 

high.  Nevertheless, it can be inferred that the insti-

tution has considered teachers as an important as-

set of the organization. In addition, the school 

made every effort to attract and retain the right in-

dividual for the right job at the right time, as well 

as keep the teachers motivated.  

Moreover, it can be gleaned that the school 

heads make sound decisions and are able to explain 

them based on professional, ethical and legal prin-

ciples. Respondents believed that school leaders 

manage day to day activities conducive to the for-

mation of trust and confidence to school stakehold-

ers. 

 

Table 3 

Level of Job Satisfaction  
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Items SD Mean De-

scrip-

tive 

Level 

The amount of pay 

for the work I do.  

0.59 4.26 Very 

High 

The chance to be re-

classified / be pro-

moted.   

0.68 4.08 High 

The benefits I re-

ceive are good as 

most other organiza-

tions can offer. 

0.74 4.21 Very 

High 

When all my efforts 

are not rewarded the 

way, it should be. 

0.58 4.26 Very 

High 

How my job pro-

vides a secured fu-

ture.  

0.59 4.48 Very 

High 

How I get a full 

credit for the work I 

do   

0.58 4.25 Very 

High 

Being able to take 

pride in a job well 

done. 

0.53 4.35 Very 

High 

How my pay com-

pares with that for a 

similar job in other 

companies.  

0.87 4.08 High 

How my pay com-

pares with other co- 

workers in school.  

0.94 3.96 High 

The opportunities for 

advancement. 

0.60 4.08 High 

The policies & prac-

tice towards employ-

ees of the school. 

0.54 4.11 High 

How my immediate 

head and I under-

stand each other? 

0.56 4.12 High 

The spirit of coopera-

tion among my co – 

workers. 

0.56 4.13 High 

The working condi-

tions (heating, light-

ing, ventilation etc.) 

0.57 3.98 High 

How easy to make 

friends with co- 

workers?  

0.51 4.21 Very 

High 

How my immediate 

head trains his/ her 

subordinates. 

0.63 3.95 High 

The feeling of ac-

complishment I get 

from the job. 

0.54 4.10 High 

How my immediate 

head takes care of the 

complaints of his / 

her employees. 

0.65 3.98 High 

The pleasantness of 

the working condi-

tions. 

0.57 4.02 High 

How my immediate 

provides help on 

hard problems.  

0.61 4.02 High 

Rub elbows with im-

portant people. 

0.60 3.98 High 

Do things that are 

not against my con-

science. 

0.53 4.26 Very 

High 

Work that is well 

suited to my abili-

ties. 

0.45 4.28 Very 

High 

Tell other co –work-

ers how to do things. 

0.44 4.05 High 
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Try something dif-

ferent in my job. 

0.51 4.13 High 

Do something that 

makes use of my 

abilities. 

0.57 4.23 Very 

High 

Develop new and 

better ways to do the 

job. 

0.47 4.23 Very 

High 

Do things that don’t 

harm my other co- 

workers. 

0.50 4.29 Very 

High 

Use my own judg-

ment. 

0.58 3.95 High 

To do the job with-

out cheating to any-

one. 

0.59 4.29 Very 

High 

Have a definite place 

in the community. 

0.52 4.15 High 

Be of some small ser-

vice to other people. 

0.48 4.25 Very 

High 

Encourage the stake-

holders’ participation 

in all school related 

activities. 

0.47 4.33 Very 

High 

Be somebody in the 

community. 

0.60 4.08 High 

Do the community 

outreach programs 

(i.e. linis  

barangay, coastal 

clean-up, tree plant-

ing). 

0.53 4.26 Very 

High 

Make linkages of the 

school and the imme-

diate community. 

0.45 4.28 Very 

High 

Have immediate 

head takes care of the 

complaints of some 

0.49 4.10 High 

parents in the com-

munity. 

The pleasantness of 

the school commu-

nity towards external 

stakeholders. 

0.55 4.01 High 

The social position 

in the community 

that goes with the 

job. 

0.65 4.28 Very 

High 

Overall 0.31 4.16 High 

 

 Furthermore, it can be inferred that appro-

priate review, monitoring and evaluation processes 

is evident most of the time. The school heads are 

able to recognize their personal impact on group 

dynamics thus, establishing effective working rela-

tionships with other school heads, teachers, parents 

and members of the community.  

 

Correlations between Transformational Leader-

ship and Organizational Culture 

 

The findings of the test of the association 

between transformational leadership and organiza-

tional culture were displayed in Table 6. The associ-

ation was assessed at the 0.05 threshold of signifi-

cance, as stated in the hypothesis. The null hypoth-

esis was rejected with an entire correlation value 

of.247 and a probability value of 0.05. It implies 

that transformational leadership and organizational 

culture have a strong link. Statistical results mean 

that the school leaders' transformational leadership 

is linked to the culture of the organization.  

Distinctively, result reveals that all indica-

tors of transformational leadership are positively 

correlated on organizational culture, since the p-

value is <0.05 and the overall r-value is .117 on cha-
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Table 6 

Significance of the Relationship between the Transformational Leadership and 
Organizational Culture 
 

Transformational 
Leadership 

Organizational Culture  

Dominant 
Characteristics 

Organizational 
Leadership 

Management 
of Employee 

Organizational 
Glue 

Strategic 
Emphases 

Criteria 
for 
Success 

Overall 

Charisma .076 
(0.127) 

.124* 
(0.012) 

.081 
(0.100) 

.080 
(0.106) 

.118* 
(0.017) 

.043 
(0.387) 

.117* 
(0.018) 

Social .132* 
(0.008) 

.123* 
(0.013) 

.135* 
(0.006) 

.137* 
(0.006) 

.246* 
(0.000) 

.156* 
(0.002) 

.207* 
(0.000) 

Vision .185* 
(0.000) 

.193* 
(0.000) 

.213* 
(0.000) 

.137* 
(0.006) 

.243* 
(0.000) 

.221* 
(0.000) 

.262* 
(0.000) 

Transactional .183* 
(0.000) 

.126* 
(0.010) 

.209* 
(0.000) 

.089 
(0.073) 

.157* 
(0.001) 

.139* 
(0.005) 

.195* 
(0.000) 

Delegation .172* 
(0.000) 

.149* 
(0.003) 

.138* 
(0.005) 

.191* 
(0.000) 

.231* 
(0.000) 

.173* 
(0.000) 

.233* 
(0.000) 

Execution .206* 
(0.000) 

.130* 
(0.008) 

.198* 
(0.000) 

.099* 
(0.046) 

.222* 
(0.000) 

.220* 
(0.000) 

.234* 
(0.000) 

Overall .187* 
(0.000) 

.169* 
(0.001) 

.192* 
(0.000) 

.146* 
(0.003) 

.241* 
(0.000) 

.185* 
(0.000) 

.247* 
(0.000) 

*Significant at 0.05 significance level. 

risma, .207 on social, .262 on vision, .195 on transac-

tional, .233 on delegation and .234 on execution. Data 

shows the positive association between the two 

variables. 

Furthermore, data shows that all indicators 

of organizational culture are positively correlated 

on transformational leadership, since the p-value is 

<0.05 and the overall r-value is .187 on dominant 

characteristics, .169 on organizational leadership, .192 

on management of employee, .146 on organizational 

glue, .241 on strategic emphasis and .185 on criteria of 

success. Hence the two variables are positively asso-

ciated. 

 

Correlations between Transformational Leader-

ship  and Job Satisfaction 

      

The results of the test of the association be-

tween transformational leadership and job satisfac-

tion are shown in Table 4. The null hypothesis is re-

jected because transformational leadership 

measures are positively connected to job satisfac-

tion, as shown in the table, with an overall correla-

tion value of.199 and a probability value of 0.05. It 

argues that job satisfaction and transformational 

leadership are inextricably linked. 

 

Table 4 

Significance of the Relationship between the Trans-

formational Leadership and Job Satisfaction  

Transformational School 

Leadership  

Career Commit-

ment 

          Overall 

Charisma .092 

(0.064) 

Social .172* 

(0.000) 

Vision .208* 

(0.000) 

Transactional .187* 

(0.000) 

Delegation .157* 

(0.001) 

Execution .187* 

(0.000) 

Overall  .199* 

(0.000) 

*Significant at 0.05 significance level 

Specifically, in the indicator charisma, data 

show that it has a low positive correlation with job 

satisfaction because of its computed r-value is close 

to 0 which is .092 with a p-value ˃0.05. The p-value 

result means that there is no relationship between 

the charisma of transformational leadership and job 

satisfaction of the respondents; job satisfaction does 

not need charisma in transformational leadership. 

Also, the other indicator which is social has an r-

value of .172 with a p-value <0.05. This shows that 

social is positively associated with job satisfaction. 

Besides, vision got an r-value of .208 with a p-value 

<0.05 which shows that vision is needful in job sat-

isfaction. Transactional got an r-value of .187 with a 

p-value < 0.05 which is clear that it is significant on 

job satisfaction. The next indicator is delegation 

which has an r-value of .157 with a p-value < 0.05 

which simply means that it is correlated to job satis-

faction. Last but not least indicator is execution 

which has an r-value of .187 with a p-value < 0.05 

that indicates strong relationship of execution on 

job satisfaction. In short, it is a useful tool in attain-

ing job satisfaction.  

 

Correlations between Job Satisfaction  

     and Organizational Culture  
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The findings of the test of the association 

between job satisfaction and organizational culture 

are shown in Table 5. The association was assessed 

at the 0.05 threshold of significance, as stated in the 

hypothesis. Data demonstrates that prominent 

traits are favorably connected with job satisfaction 

in the indication. The r-value on dominant charac-

teristics is.455 with a 0.05 p-value. This shows that 

a dominant characteristic is indeed a large part of 

the job satisfaction. Being satisfied in a job requires 

an ability to adapt and deal effectively with 

changes at work. 

 

 

 

 

 

 

 

Likewise, the other indicator which is organ-

izational leadership has an r-value of .345 with a p-

value of <0.05. This confirms that organizational lead-

ership is absolutely connected with job satisfaction. 

This implies that school heads play a big part in 

achieving teachers’ job satisfaction. 

 Additionally, employee management has a 

correlation value of.705 and a probability value of 

0.05. Nonetheless, the outcome is linked to job satis-

faction. It is safe to infer that personnel manage-

ment has a significant impact on job satisfaction. 

Furthermore, organizational glue had a correlation 

value of.609 and a probability value of 0.05, indicat-

ing that the institution's derived and defined goals 

are critical for teachers' job satisfaction. Similarly, 

strategic emphasis had a correlation value of.438 

and a probability value of 0.05, indicating that it 

has a positive relationship with total job satisfac-

tion. Finally, with a correlation value of.447 and a 

probability value of 0.05, criteria for success 

demonstrated a positive link to job satisfaction. 

This also implies that success criteria have a strong 

link to job satisfaction.  

 The overall result reveals that organiza-

tional culture is positively related to job satisfac-

tion, with an overall correlation value of.651 and a 

likelihood value of 0.05. As a result, the null hy-

pothesis that there is no significant link between or-

ganizational culture and job satisfaction is dis-

proved. 

On the Mediating Effect of Job Satisfaction 

 

 The path analysis of job satisfaction as a me-

diating factor in the relationship between transfor-

mational leadership and organizational culture is 

shown in Table 7. The data in this table were col-

lected after running AMOS.  

 

 
This table presents the direct effect of trans-

formational leadership on job satisfaction, job satis-

faction on organizational culture and transforma-

tional leadership on organizational culture.  Trans-

formational leadership and job satisfaction is the 

path a coefficient which has an unstandardized re-

gression coefficient of .119, standardized regression 

coefficient of .199, SE of .029 and a probability 

value less than 0.05. Below the significance level of 

0.05 implies that these two variables have a signifi-

cant relationship and low or small standard error 

means that the estimate is more precise. Besides, 

the effect size or the influence of transformational 

leadership on job satisfaction is 12% which disa-

vows completely the null hypothesis. Thus, the 
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path b coefficient is job satisfaction and organiza-

tional culture which has an unstandardized regres-

sion coefficient of .758, standardized regression co-

efficient of .627, SE of .046 and a p-value less than 

0.05 which means there is a strong conclusion to 

say that job satisfaction and organizational culture 

are significant. The effect size of job satisfaction on 

organizational culture is 76%. And lastly, patch c 

coefficient shows the effect size of transformational 

leadership on organizational culture. The data re-

sult has an unstandardized regression coefficient of 

.088 or 9% efficacy, standardized regression coeffi-

cient of .122; the computed standard error is .027 

and the probability value is .001 which is smaller 

than the significance alpha level 0.05 which means 

that it is significant. Mathematically, this supports 

the assumption that transformational leadership is 

associated with organizational culture. 

 

X = TRANSFORMATIONAL LEADERSHIP (TL) 

Y = ORGANIZATIONAL CULTURE (OC) 

M = JOB SATISFACTION (JS) 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 3. Regression Weights on the Mediating Ef-

fect of Job Satisfaction on the Relationship between 

Transformational Leadership and Organizational 

Culture 

 

In addition, Figure 3 depicts the result of the 

mediating effect computation. It shows the effect 

size of path correlation coefficients of the three phe-

nomena used in this study. At the 0.05 level, the 

route analysis gave a probability value of less than 

0.05, which is significant. This suggests that job sat-

isfaction has a substantial role in the relationship 

between transformational leadership and organiza-

tional culture among public school elementary 

teachers. Furthermore, job satisfaction which is the 

mediator variable, the causal association between 

transformational leadership and organizational cul-

ture has been lowered from a significant beta coeffi-

cient value of .247 to .09, which is still significant. 

The raw correlation between transformational lead-

ership and organizational culture has a total impact 

of .247. The extent of the association between trans-

formational leadership and organizational culture 

with job satisfaction included in the regression is 

represented by the direct effect value of .09. The in-

direct value of 0.091 represents the amount of origi-

nal link between transformational leadership and 

organizational culture that has been transferred to 

job satisfaction. The formula is: (a*b), where “a” is 

the path between the independent and mediator 

variables, “b” denotes the path between the media-

tor and dependent variables. Divide the indirect ef-

fect by the total effect to get the ratio index; in this 

case, 0.091 divided by .247 equals 0.369. About 

36.9% of the overall influence of the independent 

variable on the dependent variable appears to be 

mediated by the mediator variable, while the re-

maining 63.1% appears to be either direct or medi-

ated by factors not included in the model. 

Furthermore, there are three requirements 

for a third variable to operate as mediator (Baron 

and Kenny, 1986). These are grouped as Steps 1 to 3 

in Table 7. The fourth and last step is the most im-

portant. The independent variable (IV) transforma-

tional leadership strongly predicts organizational 
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culture, the dependent variable, in Step 1 (Path c) 

(DV). Transformational leadership (IV) strongly 

predicts job satisfaction in step 2 (Path a), the medi-

ator (MV). Job satisfaction (MV) substantially pre-

dicts organizational culture in step 3 (Path b). 

Similarly, the goal of stages 1 to 3 is to 

prove that there are zero-order correlations be-

tween variables. With no relationship variables to 

base the relationship estimation procedure on, we 

can automatically assume that mediation is un-

likely. Furthermore, if a significant association is 

found in steps 1–3, step 4 must be followed. Then 

Step 4 shows how transformational leadership and 

job satisfaction have a substantial impact on com-

pany culture. 

 As a matter of triangulation, further path 

analysis of mediation effect using AMOS is 

warranted to assess the significance of the 

intervening variable. Furthermore, complete 

mediation will be attained if the IV's effect on the 

DV becomes non-significant at the end of the 

analysis. It signifies that the mediating variable is 

responsible for all of the impact. Only partial 

mediation is accomplished if the regression 

coefficient is significantly lowered in the final stage 

but remains significant. It means that while the MV 

mediates part of the IV, other components are 

either direct or mediated by factors outside the 

model. After regulating MV, the impact of IV 

(transformational leadership) on DV 

(organizational culture) is significantly reduced in 

this situation (job satisfaction). As a result, only 

partial mediation was used because the effect was 

still strong. 

 Using Baron and Kenny's steps in 

investigating mediation of job satisfaction, the 

researcher demonstrated that mediation is 

necessary and partial mediation exists. To try for 

path a, do a simple regression analysis using X 

predicting M to see if the independent variable, X 

(transformational leadership), affects the mediator, 

M (job satisfaction), with a beta coefficient of.12, a 

SE of.27, and a significance threshold of 0.05. 

Second, use simple regression analysis with M 

predicting Y to see if path b-the mediating variable 

or M (job satisfaction) has an effect on the 

dependent variable or D (organizational culture) at 

a beta coefficient of.76, with job satisfaction having 

a residual error of.09 and the relationship being 

significant at the 0.05 significance level. Third, 

perform a simple regression analysis with X 

predicting Y to determine the significance of path c- 

the independent variable, X (transformational 

leadership), affects the dependent variable, Y 

(organizational culture), at a beta coefficient of.09, 

where organizational culture has a residual error 2 

of.08, and the relationship is significant at the 0.05 

significance level. Last but not least, the dependent 

variable, Y (organizational culture), is regressed 

to.09 after controlling for the independent variable, 

X (transformational leadership), and includes the 

mediating variable, M (job satisfaction), as a 

predictor of organizational culture. The alpha level 

of transformational leadership and organizational 

culture is still significant at the 0.05 significance 

level, leading to partial mediation in this study.  

Because this is only partial mediation, it is 

impossible to argue that job satisfaction is the sole 

explanation for transformational leadership's abil-

ity to affect organizational culture. This shows that 

job satisfaction is just one of the ways transforma-

tional leadership may affect organizational culture. 

 

 

Chapter 4 

 

 

DISCUSSION 
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 This chapter looks at the facts around teacher 

transformational leadership, organizational culture, 

and job satisfaction. 

 

Level of Transformational Leadership 

 

 The level of transformational leadership 

among school leaders is high in charisma, social, vision, 

transactional, delegation, and execution. Because all of 

the indicators were described as high, the following 

indicators are listed in order of highest to lowest 

score.  

 The high-level result of social is indicative of 

the school heads’ very good command in terms of cre-

ating a challenging environment by means of coach-

ing and mentoring others. This assumption is parallel 

with the study of Joshi (2016), who stated that creat-

ing such a challenging environment has a powerful 

ripple effect that continues to improve learning: when 

teachers can laugh at their own mistakes, celebrate 

their successes, and feel empowered as change agents, 

they will be more engaged in their work and, as a re-

sult, learn more effectively. In short, there is a strong 

indication that respondents have believed that their 

leaders are persistent in pursuing stated objectives 

and show equitable regard for circumstantial evi-

dence. Consequently, it makes them believe that their 

school heads make morally sound initiatives in coach-

ing and mentoring them.  

 The high-level result of delegation indicates that 

school head always considers work efficiently by 

carefully assigning an authority to its subordinate. 

The respondents believed that their leaders were 

thinking highly of them because they always had the 

chance to prove themselves by nailing every work en-

trusted to them by their leaders. It is in line with the 

words of Al-Jammal, Al-Khasawneh & Hamadat 

(2015), in which it was stated that the foundation of 

the superior-subordinate relationship is the delega-

tion of authority. The authority in an organization 

goes from the top to the bottom. It demonstrates how 

delegation can make the superior-subordinate rela-

tionship more meaningful. Power flow goes from top 

to bottom, which is an excellent approach to get 

things done.  

 Furthermore, execution was also found to be a 

high level of transformational leadership. Conse-

quently, it makes the respondents believe that their 

school heads who display good judgment in analyz-

ing the facts can create good relationship with the 

teachers. Hence, this supports the idea of Ghasabeh, 

Soosay & Reaiche (2015) that effective school leaders 

are those who have clear clarity of priorities and exe-

cution of the same under any circumstances. 

 Likewise, vision gives high level of transforma-

tional leadership of school heads with scores indicat-

ing that the respondents can always find their school 

heads having the ability to provide them with motiva-

tions such as being receptive to all points of view and 

inquisitive about learning new things. The respond-

ents believe that the leader's vision permeates the 

workplace and is reflected in the institution's behav-

iors, beliefs, values, and goals. Every employee in-

volved in embodying this set of actions, beliefs, val-

ues, and goals is drawn to and affected by this vision. 

Employees desire to be a part of the leader's vision. 

They also believe that when leaders walk their words, 

it is a shown incentive for them because of the high 

level of the said dimension. Employees flock to lead-

ers who share a clear vision, often opting to work for 

the institution over other possibilities. This is in line 

with the claim of Ndalamba, Caldwell & Anderson 

(2018) that employee work that reflected the leader-

ship vision was a retention factor for those who 

shared the vision. 

Transactional scored a high level of transfor-

mational leadership of school heads, indicating that 

the respondents can often find their school heads to 

have a good supervision, organization, and perfor-

mance. Similarly, the respondents may believe that 

their school leaders encourage cooperation through 

rewards and sanctions. They frequently assume that 

their leader initiates contact to exchange valuable 

items. This result has been linked to the proposition 
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of Andriani, Kesumawati & Kristiawan (2018) that a 

transformational leader sees others as legitimately ap-

plicable despite differences and behaves appropri-

ately to the situation. Moreover, this is by the pro-

nouncement of Geier (2016) found that school heads 

should know how to consider feelings of their subor-

dinates. It implies that a transformational leader 

shows consideration toward others consistently, dis-

plays sincere concern for the feelings of others, ex-

presses thanks for the efforts of others, and demon-

strates a spirit of benevolence toward others. 

 Lastly, charisma scored a high level of transfor-

mational leadership of school heads with scores indi-

cating that the respondents can often find their school 

heads motivated by their convictions and dedication 

to their mission. Likewise, the respondents can often 

believe that their school heads are transform the insti-

tutions into their vision. They frequently believe that 

their leader is a talented communicator who can inter-

act with followers on a deep, emotional level and ver-

bally. This finding has been linked to Conger's (2015) 

argument that a transformative leader creates visions 

that their supporters can easily perceive and that in 

turn, the supporters are inspired to contribute to a 

common objective. Furthermore, this confirms Grabo, 

Spisak, and van Vugt (2017) findings that school lead-

ers should be able to detect the gaps between what an 

institution provides to its employees and what the 

employees require from the organization. Because 

they are can initiate and maintain a large amount of 

change in the organization, transformational leaders 

are frequently charismatic. 

 

 Level of Organizational Culture   

     

The survey also looked at organizational cul-

ture, which was described as "very high." The high de-

gree of organizational culture reflects the institution's 

high standards, philosophy, and values. The replies 

that have both high and very high levels yield a very 

high level. Organizational glue, strategic emphasis, and 

management of employees are the markers with the 

highest scores. Other factors, such as dominant charac-

teristics, criteria for success, and organizational leadership, 

received high scores. The following indications are 

listed in order of highest to lowest scores since the in-

dicators were orally described as very high and high.  

As a result, the very high-level effect of organ-

izational glue is that the deduced and established 

goals are realized, which match or fit with what the 

institution's clients or consumers want. The respond-

ents strongly believe that leaders plan and organize 

learning objectives and learning targets with appro-

priate standards in their schools. In has been linked to 

the study of Belias, Koustelios, Vairaktarakis & Sdro-

lias (2015), for it was said that a productive school 

maintains that children are encouraged to achieve ob-

jectives and reach objectives standards that have been 

established for them. This implies that teachers 

should align instruction and assessment depending 

upon individual needs. Moreover, teachers adjust in-

struction based on assessment data/results. They 

should also be provided with training and workshops 

towards instructional improvement. After all, it was 

claimed that human resources are a company’s organ-

izational glue. Hence, school heads must be responsi-

ble enough for developing and enhancing the instruc-

tional program of the school. 

 Another contributory factor to very high level 

of organizational culture is the strategic emphasis, with 

scores indicating that the respondents can most of the 

time believe that the structures operating for the 

school’s administration are done appropriately.  They 

strongly believe that in their school, clearly defined 

systems and structures are operating for school’s ad-

ministration. This finding is in accordance with the 

idea of Jia (2020), who found out that a productive 

school practices effective management of budget pro-

cess and record keeping. Thus, if the school has a sys-

tematic process, all employees are engaged in devel-

oping campus improvement plans that result in im-

proved student learning. Moreover, when all teachers 

are engaged in assessing school programs and needs, 

they are more likely to feel involved and responsible 

in their duties and responsibilities as a catalyst of 
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change. It implies that a productive school maintains 

a strategic emphasis that is functional.  

 Management of employees also scored a very high 

level for organizational culture, with scores indicating 

that the respondents can only sometimes believe that 

their school heads establish a positive climate or at-

mosphere that focuses on quality educational pro-

grams. Likewise, the respondents believe that the 

school heads maintain equity and serve as catalyst of 

change. This assumption is parallel with the study of 

Diawati, Paramarta, Pitoyo, Fitrio & Mahrani (2019) 

that school heads should manage moral/ethical dilem-

mas. Moreover, a good leader effectively balances 

time between administrative tasks and instructional 

matters. As a leader, the school head supports and 

provides ongoing effective professional development 

on planning and implementing and focuses on needs. 

 The other indicator described as a high level 

for organizational culture is dominant characteristics. 

The respondents often believe that their leaders are 

strong, forthright, determined, and influence others. 

They are powerful, and the respondents realize this 

power.  Furthermore, respondents believe their boss 

has a lot of ideas and perspectives and is eager to 

share them and be hands-on and results-oriented. It is 

consistent with Chatman & O'Reilly (2016)'s assertion 

that school leaders prefer independence and auton-

omy above all else. In most day-to-day situations, the 

school principal will be competitive, challenging him-

self and others around him to put ideas into action in 

order to pursue goals aggressively. 

 Another indicator that scored a high level for 

organizational culture is the criteria for success. The re-

spondents believe that their executives are well aware 

that the extremely efficient and competent employees 

in their daily jobs and responsibilities will be the 

chauffeurs on the road to success. It supports 

Driskill's (2018) contention that companies don't just 

hire people; they hire people with the necessary abili-

ties, skills, attitudes, and desire to get things done. 

Rather, corporations contract with employees for be-

havior; workers are compensated in exchange for 

their actions, contributing to the organization's suc-

cess. 

 Finally, organizational leadership received 

a high level of organizational culture, suggesting that 

a dual-focused management approach that works to-

ward the best interests of individuals and the group 

as a whole at the same time was frequently observed. 

They think their leaders use a management technique 

to assist in establishing strategic goals for the organi-

zation while motivating individuals within the group 

to do tasks in support of those goals. This is a result of 

Bratton’s pronouncement (2020); organizational lead-

ership entails guiding and managing personnel to-

ward achieving a strategic organizational plan. As a 

result, an corporate leader must be people-focused. 

 

Level of Job Satisfaction 

 

 Another variable considered in this study is 

job satisfaction, described as high. The high level of job 

satisfaction shows positive feelings that workers have 

towards their work. Furthermore, this means that the 

respondents have a strong sense of accomplishment 

and success at work. This notion is in line with Judge, 

Zhang, and Glerum (2020), who stated that high job 

satisfaction indicates employees' good emotional and 

mental health. Workforces who are contented with 

their professions are more likely to behave positively, 

whereas those who are dissatisfied with their jobs are 

more likely to behave negatively. 

 As a result, Raziq & Maulabakhsh (2015) con-

clude that satisfied employees are necessary for a 

company's success because employee satisfaction can 

lead to an employee's commitment, conscientious-

ness, and honesty, which has been discussed with the 

research findings of Platis, Reklitis, & Zimeras (2015) 

that this relates to their job performance. The work 

environment is vital in achieving employee happiness 

since it influences people's lives, behavior, percep-

tions, and performance. 
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Correlation between Transformational Leadership  

     and Organizational Culture   

    

 According to the test of relationship between 

transformational leadership and organizational cul-

ture, there is a substantial association between the 

variables. It implies that the quality performance 

based on the school’s corporate culture is associated 

with the nature of school heads’ transformational 

leadership. The finding of this study asserts the study 

of various authors (Gambarotto & Cammozzo, 2010; 

Danaeefard & Panahi, 2010) who stated that transfor-

mational leadership and institutional, organizational 

culture is powerful predictor of school productivity.  

 Furthermore, this backs up Morrison's (2014) 

claim that effective leadership fosters an organiza-

tional culture that prioritizes continuous improve-

ment of educational programs, teacher capacities, and 

student learning. As a result, transformational leaders 

strive to make changes that improve the efficiency 

and performance of their organizations. It is in line 

with Mittal & Dhar (2015), Grant (2012), and Wang et 

al. (2011) findings indicating school leaders are essen-

tial for school success. 

 

Correlation between Transformational Leadership  

     and Job Satisfaction 

 

 According to the test of the relationship be-

tween variables, there is a significant association be-

tween transformational leadership of school leaders 

and teacher job satisfaction. This implies that job sat-

isfaction is linked to the character of school leaders' 

transformative leadership. It supports the findings of 

many studies (Fernet et al., 2015; Gumusluoglu & 

Ilsev, 2009; Li, Zhao & Begley, 2015), which found 

that leadership styles have a significant impact on 

employee job satisfaction and organizational commit-

ment. One of the primary causes of low job satisfac-

tion and organizational commitment is ineffective ad-

ministration and management.  

 Furthermore, this is consistent with the find-

ings of Wang & Jiang (2014), Wang & Hsieh (2013), 

and Shin (2012), who found a favorable relationship 

between teacher leadership and job satisfaction. This 

is consistent with Herzberg's (1966) two-factor theory, 

which claims that leaders' leadership styles influence 

teacher job satisfaction. Addendum, this is in line 

with the findings of Wang & Hsieh (2013), Hsiung 

(2012), Zahari & Shurbagi (2011), who argued that en-

gaging with administrators is a significant component 

of teachers' work at school and that administrators in-

fluence teachers' experiences in either a good or bad 

way.  

 Furthermore, the data support Cheung, Wong, 

and Lam (2012)'s assertion that leaders have a funda-

mental responsibility to ensure students' overall ac-

complishment and motivation and faculty satisfaction 

and productivity. Effective leadership and the model-

ing of critical educational principles and ideas allow 

leaders to influence the climate in their schools.  

 

Correlation between Job Satisfaction  

     and Organizational Culture 

       

 The examination of the association between 

variables demonstrates that job satisfaction and or-

ganizational culture have a strong link. It means that 

job satisfaction is linked to the type of the company's 

culture. The finding backs up Fullan's (2009) study, 

which found that modern job-related phenomena 

such as job satisfaction are linked to employees' per-

ceptions of their working environment, relationships 

with coworkers, institution goals and methods, and 

success criteria. Furthermore, demographic traits, par-

ticularly gender, are likely to influence employees' 

preferences for company culture. As a result, it is pos-

sible that an institution's organizational culture, when 
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combined with its personnel's demographic and indi-

vidual characteristics, might lead to valuable conclu-

sions that increase job satisfaction. 

 Furthermore, the findings back up Shao, Feng, 

and Liu's (2012) assertion that job satisfaction is a 

complex phenomenon influenced by organizational 

characteristics such as structure, size, salary, working 

conditions, and leadership, all of which contribute to 

organizational climate and culture. As a result, organ-

izational culture can be developed to help achieve job 

satisfaction and organizational goals. 

 

Mediating Effect of Job Satisfaction on  

     the Relationship between Transformational  

     Leadership and Organizational Culture 

 

 This research aimed to add to the body of 

knowledge about a possible indirect, mediating ele-

ment in the relationship between transforma-

tional leadership and organizational culture. The 

findings of the study back up the wisdom and conclu-

sion of Leal-Rodrguez, Ariza-Montes, Roldán, and 

Leal-Millán (2014), Hogan and Coote (2014), Hartnell, 

Ou, and Kinicki (2011). They found that job satisfac-

tion was a potential mediating construct. At the same 

time, incomplete mediation was observed in this 

study, significant direct impacts were discovered, 

which could improve existing research on transforma-

tional leadership and organizational culture. It is es-

sential because it aligns with Zahari and Shurbagi's 

(2012) study on the relationship between transforma-

tional leadership and organizational culture, which 

found that job satisfaction can be used as a mediator 

to improve leadership skills, which have become criti-

cal to the creation and facilitation of effective teaching 

and learning environments that lead to productive in-

stitutions. In particular, the outcomes of this study 

meet and are consistent with Baron and Kenny's 

(1986) mediation criteria, which state that job satisfac-

tion is a positive and substantial partial mediator of 

transformational leadership and organizational cul-

ture. 

 The link between transformational leadership 

and organizational culture and the path between job 

satisfaction and organizational culture were the sub-

jects of the mediation analysis. The conclusions estab-

lished the substantial association between transforma-

tional leadership and organizational culture, lending 

support to one of the framework accounts of this 

study that of Santamaria (2014), who maintained that 

a leader’s ability to lead schools towards success 

might serve to support the global educational plat-

form in identifying effective strategies to address 

school reform and employee's job satisfaction 

measures.  The leader holds a critical role in shaping 

the school culture necessary for its success. 

Conclusion 

 The following conclusions have been formed 

based on the study's findings.  There is compelling 

evidence to support alternative hypotheses over null 

hypotheses. Furthermore, among the responding pub-

lic school teachers, there was a high level of transfor-

mational leadership, a very high level of organiza-

tional culture, and a high level of job satisfaction. The 

data also demonstrate a strong link between transfor-

mational leadership and the school's organizational 

culture. Similarly, there is a positive link between 

transformational leadership and job satisfaction. Fur-

thermore, job satisfaction and organizational culture 

are inextricably linked. 

Finally, the study's findings suggest that 

job satisfaction impacts and partially mediates the re-

lationship between transformational leadership and 

organizational culture. Rather than a simple cause-

and-effect relationship, the data showed that transfor-

mational leadership promotes job satisfaction, driving 

corporate culture. The Transformational Model of 

Leadership, as a corollary, agrees with teacher leader-

ship results that leaders connect more with colleagues 

and followers and motivate them to achieve high per-

formance. As a result, the Culture of Factory pro-

motes the respondents' high-level organizational cul-

ture, in which all members share the same way of 
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thinking and doing things. Finally, Maslow's Hierar-

chy Theory of Job Satisfaction acknowledges that re-

spondents' job satisfaction is high, implying great re-

lationships with coworkers and supervisors are essen-

tial in education. 

Recommendations 

           Several recommendations are made based on 

the above results and conclusions. Firstly, there is a 

need for a school to do an intervention on charisma 

which was found to be at the lowest indicator of 

transformational leadership. School administrators 

may develop an activity that promotes unity, Philia 

love, and collaboration for teachers. Suggested are but 

not limited to: games, excursions, tree-planting, and 

convivial gatherings. In this way, teachers are encour-

aged to value everyone in school, increasing their 

level of trust in one another. Teachers may start listen-

ing to ideas and concerns out of fear and a good rela-

tionship, as shown in personality, skills, and 

knowledge. 

           Secondly, a school also needs to improve a little 

in organizational leadership under organizational cul-

ture. Mentoring, facilitating, nurturing, and coordi-

nating with teachers may be needful for a leader to 

their teachers. Undoubtedly, it improves an organiza-

tion that attains happy, satisfied, and influential 

teachers because teachers are dependent on the leader 

to exemplify these acts.  

Hence, the leader has a substantial impact on this 

matter for an organization to succeed.  

           Lastly, there is another issue for a school to 

overcome regarding job satisfaction questions: “how 

my immediate head trains his/her subordinates”; 

and” use my judgment.” School leaders may inter-

vene by adjusting themselves when they train subor-

dinates to foster a high level of job satisfaction among 

teachers. Avoid rude and harsh verbal directions. Be a 

friend, be a facilitator, and be a transformational 

leader. 

           The partial mediation of job satisfaction on the 

relationship between transformational leadership and 

organizational culture suggests that school adminis-

trators strengthen their administrative and supervi-

sory functions, emphasizing their faculties' job satis-

faction. Resolve those struggling teachers in terms of 

financial matters whose net pay is meager by promot-

ing them. There are many ways and means of pro-

moting them.  

 In addition, this specific job satisfaction of a 

teacher may be counted as a strong motivation on 

their part.   Employ teachers with low net pays inven-

tory as part of an evaluation to help them. Sustaining 

high job satisfaction is recommended for a leader to 

provide positive organizational culture. In this way, 

teachers are motivated to perform tasks, have clear di-

rections toward activities and reports because the 

teacher is highly motivated to lead. In other words, 

teachers are optimistic who work with a heart and 

mind, flexible, emotionally, and intellectually intelli-

gent.  

 Finally, future studies evaluating other varia-

bles that may moderate association between the varia-

bles will be critical to the scientific community. 
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