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Abstract 

Enhancing teachers’ job satisfaction and organizational commitment is essential for cultivating a 

motivated and dedicated workforce, which directly impacts educational quality and student achievement. This 

study examined the role of transformational leadership style and job satisfaction in influencing the 

organizational commitment of teachers. Using a descriptive correlational research design, data were gathered 

from 100 public elementary school teachers in District IX, Biñan City, Laguna, during the school year 2024–

2025. Self-administered questionnaires were used to measure teachers’ job satisfaction, organizational 

commitment, and perceptions of their school heads’ transformational leadership behaviors. 

The findings revealed that both job satisfaction and transformational leadership style positively correlate with 

teachers’ organizational commitment. Among the two, job satisfaction showed a stronger relationship, 

suggesting that teachers who are more satisfied with their jobs tend to be more committed to their 

organizations. These results emphasize the importance of fostering a positive work environment and 

supportive leadership practices. School administrators are encouraged to implement strategies that enhance 

job satisfaction and promote effective leadership to strengthen teachers’ organizational commitment. 

 
"Keywords: Job Satisfaction; Organizational Commitment; Transformational Leadership;Teachers"  

Introduction 

Organizational commitment among teachers is extensively recognized as a foundation of educational 

success, impacting not only schoolteacher retention and performance but also pupil achievement and overall 

school effectiveness (Mwesigwa, Tusiime, & Ssekiziyivu, 2020). Teachers who show high situations of 

commitment are more likely to be engaged, motivated, and devoted to their responsibilities, thereby positively 

impacting pupil learning outcomes and the broader educational setting (Pergamino & Yuayan, 2021). Central 

to fostering similar commitment are factors like leadership style and job satisfaction, which play vital roles in 

shaping teachers' professional experiences and attitudes (Tesfaw, 2014). 

Transformational leadership, characterized by attributes similar as idealized influence, inspirational 

motivation, intellectual stimulation, and individualized consideration, has surfaced as a particularly influential 

leadership style in educational settings (Bass & Riggio, 2006). Leaders who embody transformational actions 
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inspire and motivate their followers by aligning individual goals with those of the organization, fostering an 

environment of trust, innovation, and individual growth (Menon, 2014). In schools, school heads who 

exercise transformational leadership can significantly impact teachers' job satisfaction and their commitment 

to the institution (Gao, Hamid, & Mansor, 2024). 

Empirical studies have demonstrated a positive relationship between transformational leadership and 

teachers' job satisfaction. Teachers who perceive their leaders as transformational frequently feel more 

empowered, valued, and supported in their professional roles (Tesfaw, 2014). Such leadership fosters a work 

environment that encourages autonomy, collaboration, and nonstop development — all essential factors of job 

satisfaction (Kouni, Koutsoukos, & Panta, 2018). 

Beyond job satisfaction, transformational leadership also contributes significantly to teachers' 

organizational commitment. Leaders who communicate a clear vision, make trust, and involve teachers in 

decision- making processes can cultivate a sense of purpose and belonging among faculty members (Menon, 

2014). This, in turn, enhances teachers' emotional attachment to their institutions and their willingness to 

remain dedicated and committed (Zhang, Huang, & Xu, 2022). 

Job satisfaction itself is nearly linked to organizational commitment. Satisfied teachers are more likely to 

be committed to their schools, show lesser enthusiasm in their work, and show lower levels of turnover 

intention (Pergamino & Yuayan, 2021). When teachers witness favorable working conditions, recognition, 

opportunities for career advancement, and supportive leadership, they tend to display a stronger commitment 

to their institutions (Mwesigwa et al., 2020). 

While numerous studies have explored the individual impacts of transformational leadership and job 

satisfaction on organizational commitment, there remains a need for a more intertwined understanding of how 

these two variables inclusively impact teachers' organizational commitment. This study aims to address the 

role of transformational leadership style and job satisfaction in influencing the organizational commitment of 

teachers. By exploring these connections, this exploration seeks to give empirical evidence that may guide 

academy leaders and policymakers in developing strategies that promote a committed and satisfied teaching 

workforce. Enhancing transformational leadership practices and improving job satisfaction can help produce a 

positive and productive school culture that supports both educator well- being and institutional success. 

 

Background of the Study 

The education sector plays a pivotal role in shaping the future of any nation. At the heart of this sector are 

teachers, whose contributions significantly influence students' learning experiences, academic achievement, 

and overall school performance. As the foundation of educational institutions, teachers must be motivated, 

supported, and committed to their profession in order to foster positive learning environments. In this context, 

understanding the factors that influence teachers’ organizational commitment is essential to ensuring long-

term success in the education system. 

Organizational commitment refers to the extent to which teachers identify with and are emotionally 

invested in the goals and values of their schools, their willingness to exert effort on behalf of the institution, 

and their intent to remain within the organization. High levels of organizational commitment among teachers 

are associated with improved job performance, reduced absenteeism, and lower turnover rates. Conversely, 

low organizational commitment can result in decreased motivation, dissatisfaction, and eventual attrition. 

Identifying the key drivers of organizational commitment is therefore critical for school administrators and 

policymakers seeking to strengthen educational institutions. 

Among the most influential factors linked to organizational commitment is job satisfaction. Teacher job 

satisfaction is defined as the extent to which educators feel content with various aspects of their professional 

life, including compensation, working conditions, relationships with colleagues and administrators, and 

opportunities for career development. Satisfied teachers are more likely to stay in the profession, perform 
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better in the classroom, and maintain a high level of engagement with their students. In contrast, low job 

satisfaction may lead to burnout, stress, and poor instructional quality. Understanding the specific contributors 

to teacher job satisfaction within a particular educational context such as the Division of Biñan City is crucial 

in addressing challenges and promoting teacher well-being. 

Another significant factor influencing organizational commitment is transformational leadership style. 

Transformational leaders inspire and motivate their followers by articulating a compelling vision, fostering 

trust, demonstrating high ethical standards, and encouraging innovation and personal development. In schools, 

transformational principals or administrators can positively impact teacher morale, satisfaction, and 

commitment by creating a supportive and empowering work environment. Teachers who perceive their 

leaders as transformational are more likely to feel valued, respected, and committed to their organization’s 

mission and goals. 

This study focuses on examining the role of transformational leadership style and job satisfaction in 

influencing teachers’ organizational commitment within District IX of the Division of Biñan City, Laguna. By 

exploring how these two variables affect commitment levels, the research aims to provide empirical insights 

that can guide school leadership practices and policy interventions. Understanding the relationships among 

these factors can help identify strategies for improving teacher retention, engagement, and overall 

performance. 

In an era where teacher turnover, burnout, and disengagement are growing concerns, promoting job 

satisfaction and commitment through effective leadership is more important than ever. This study endeavors 

to contribute to the ongoing efforts to build a more resilient and dedicated teaching workforce by shedding 

light on the interconnected roles of leadership style and workplace satisfaction in shaping organizational 

commitment. Ultimately, fostering a committed and satisfied teaching force can enhance the quality of 

education and support the long-term goals of the education system in Biñan City. 

 

Theoretical Framework 

This study is grounded in two major theories that explain the relationships between leadership, job 

satisfaction, and organizational commitment: Bass’s Transformational Leadership Theory and Meyer and 

Allen’s Three-Component Model of Organizational Commitment. These theories provide a solid foundation 

for examining how leadership styles and job satisfaction contribute to the level of organizational commitment 

among teachers. 

Transformational Leadership Theory, developed by Bernard Bass (1985) and later expanded with Riggio 

(2006), posits that transformational leaders have the ability to inspire and motivate followers beyond 

expectations by creating a compelling vision, fostering a supportive environment, and addressing the 

individual needs of each member. This theory identifies four core components of transformational leadership: 

idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration. In the 

context of education, school leaders who exhibit these characteristics are more likely to encourage teacher 

engagement, professional growth, and emotional connection to the institution. These conditions, in turn, foster 

a stronger commitment to the organization. Transformational leaders influence not only the performance of 

their staff but also shape the culture and morale within the school, which are critical elements in developing a 

committed workforce. 

Complementing this leadership framework is the Three-Component Model of Organizational Commitment 

proposed by Meyer and Allen (1991). This model categorizes organizational commitment into three 

dimensions: affective commitment, or the emotional attachment to the organization; continuance 

commitment, or the awareness of costs associated with leaving the organization; and normative commitment, 

or the perceived obligation to remain with the organization. Among these three, affective commitment is 

considered the most influential in terms of positive organizational outcomes such as higher performance, 
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lower turnover, and increased job satisfaction. Teachers who feel emotionally connected to their schools are 

more likely to go beyond their required duties and remain loyal to their institutions. 

These two theoretical frameworks are highly relevant to the present study. Transformational leadership is 

believed to foster a school culture that supports job satisfaction and nurtures a sense of belonging among 

teachers. In turn, satisfied teachers are more likely to develop strong organizational commitment, particularly 

in terms of affective commitment. Moreover, job satisfaction serves as both an outcome of leadership and a 

predictor of organizational commitment, forming a crucial link between leadership style and employee 

loyalty. 

In the context of this research, which is focused on public elementary school teachers in District IX of the 

Division of Biñan City, Laguna, these theories will be used to examine how transformational leadership and 

job satisfaction contribute to teachers’ organizational commitment. By applying these theoretical perspectives, 

the study aims to uncover the mechanisms through which school leadership and workplace satisfaction 

influence the retention, motivation, and long-term engagement of teachers within the educational system. 

 

 

Conceptual Framework 

 Figure 1 illustrates how the researcher approaches this investigation. It shows the variable which the 

researcher put under study in her desire to further knowledge in the field of educational management. 

 

 

 

 

 

 

  

 

 

 

 

 

 

 

 

 

 

Figure 1. Research Paradigm of the Study 

 Figure 1 is the paradigm and it signifies the variables consider are role of transformational leadership 

style and job satisfaction in influencing the organizational commitment of teachers. Teachers’ job satisfaction 

is the independent variable such as job security, work environment, job responsibilities, community 

attachment and linkages. The other independent variable is transformational leadership style such as idealized 

influence, inspirational motivation, intellectual stimulation, individualized consideration. On the other hand, 

the dependent variable is teachers’ organizational commitment such as affective, continuance, normative 

commitment. The paradigm implies that the study focuses on investigating the effect of transformational 

leadership style and job satisfaction on teachers’ organizational commitment. 

 

Statement of the Problem    
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   This study aimed to know the role of transformational leadership style and job satisfaction in 

influencing the organizational commitment of teachers. 

 Specifically, it aimed to answer the following questions: 

1. How is the profile of the respondents be described as to: 

1.1    Age 

1.2    Gender 

1.3    Civil Status 

1.4    Highest Educational Attainment 

1.5  Teaching Experiences 

2 What is the perception level of the respondents in job satisfaction in terms of:  

2.1.     Job Security 

2.2.     Work Environment 

2.3.     Job Responsibilities 

2.4.     Community attachment/linkages  

3 How do the respondents perceive the level of transformational leadership style of their school head? 

4 What is the perception level of the respondents in organizational commitment in terms of:  

4.1.     Affective 

4.2.     Continuance 

4.3.     Normative 

5    Is there a significant relationship between teachers’ job satisfaction and their organizational 

commitment? 

6    Is there a significant relationship between teachers’ perception of transformational styles and their 

organizational commitment? 

 

 

Hypothesis 

 The study attempted to test: 

There is no significant relationship between teachers’ job satisfaction and their organizational commitment. 

There is no significant relationship between teachers’ perception of transformational leadership styles and 

their organizational commitment. 

 

Significance of the study 

The researcher hopes that the findings of the study may be beneficial for the following: 

Department of Education (DepEd) Officials. They may use the study’s findings to create or revise 

policies and programs that support effective leadership practices and improve teacher satisfaction and 

retention. This may help in achieving quality education standards across schools. 

Policy Makers in the Education Sector. The study provides evidence-based insights that may inform 

legislation or guidelines related to school leadership training, teacher support systems, and workplace 

improvement. Better-informed policies may lead to stronger school systems. 

     School heads. This study may provide valuable insights and guidance for school heads seeking to create a 

positive and effective educational environment. By leveraging this knowledge, school heads may cultivate a 

culture of support, collaboration, and excellence that benefits both teachers and students. 

Teachers. This study may provide valuable insights that may inform strategies to improve the overall 

effectiveness and well-being of teachers, ultimately benefiting the entire school community. 

Students. Better teacher performance leads to improved student learning, classroom engagement, and 

academic achievement. 
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Researchers and Academicians. This study adds to the existing body of knowledge on leadership and 

education. It may serve as a reference for future studies related to educational leadership, job satisfaction, or 

organizational behavior in schools. 

 

 

Scope and Limitations of the Study 

For this study, the respondents are the public elementary teachers of District IX at Biñan City, Laguna 

because they need assistance particularly in areas that influence their retention, motivation, and long-term 

engagement within the educational system. This study is a qualitative descriptive type of research that 

describes a population, situation, or phenomenon that is being studied. Adapted questionnaire was used. 

Purposive sampling was used. The survey was conducted through a survey form so each teacher can complete 

the survey. The demographics were acquired using a demographic survey. 

The study was concerned with the collection of data about the role of transformational leadership style and 

job satisfaction in influencing the organizational commitment of teachers. The researcher secured first the 

approval letter before conducting the study. After securing the letter needed, permission from the research 

adviser will seek to administer the survey questionnaire to the public elementary teachers of District IX at 

Biñan City, Laguna. An approval letter was sent to the principal of teachers. The questionnaire will be given 

after the approval has been approved. 

 

Definition of Terms 

Affective Commitment. It refers to the emotional attachment an employee has towards the organization. 

Community attachment/linkages. It refers to the connections and collaborations between schools and the 

local community. It involves establishing and maintaining positive relationships with various stakeholders 

outside the school, such as parents, community organizations, local businesses, and government agencies. 

Continuance Commitment. It refers to the level of commitment where an employee would think that 

leaving an organization would be costly. 

Idealized Influence. It refers to how school heads serve as role models for teachers. It highlights the 

ability of leaders to earn trust and respect through ethical behavior, integrity, and dedication. When school 

leaders demonstrate strong values and set high standards, teachers are more likely to feel inspired and 

committed to their organization. 

Inspirational Motivation. It refers on how school leaders communicate a clear vision and motivate 

teachers toward shared educational goals. Through encouraging words, enthusiasm, and high expectations, 

school leaders inspire teachers to go beyond their self-interest and commit to the success of their school 

community. 

Individualized Consideration. It involves the personal support and attention school leaders give to each 

teacher. In this study, it reflects how principals or school heads recognize the unique needs and contributions 

of their teachers, provide mentorship, and support their professional growth—fostering a stronger emotional 

connection and loyalty to the school. 

Intellectual Stimulation. It refers to how school heads encourage teachers to think creatively and solve 

problems independently. In this study, intellectual stimulation is seen when leaders challenge existing 

practices, promote innovation, and support teachers in exploring new teaching methods—leading to greater 

job satisfaction and a deeper commitment to the organization. 

Job Responsibilities. It refers to the functions an employee has to perform to succeed in the position such 

as duties, moral and ethics. 

Job Satisfaction. It reflects the extent to which employees find their work fulfilling, enjoyable, and 

rewarding. 
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Job Security. it refers to the salary, rewards performance, recognition and promotion. It involves 

providing teachers with a supportive and stable work environment. 

Leadership Style. It refers to the characteristic behaviors and approaches that a leader demonstrates when 

directing, guiding, and influencing others within an organization or group. 

Normative Commitment. It refers to the level of commitment where an employee feels obligated to stay 

in the organization, where they feel, staying in the organization is the right thing to do. 

Organizational Commitment. It refers to an individual's emotional attachment, loyalty, and identification 

with their organization. In this study, it reflects the extent to which teachers are dedicated to and engaged with 

their school’s goals, values, and mission.  

Transformational Leadership Style. It is referring to a leadership style that focuses on inspiring positive 

changes and transformation within individuals and organizations.  

Work Environment. It refers to the policies, organizational structures physical and emotion.  

 

 

Research Design 

This study utilized a descriptive correlational study design to examine the relationship teachers’ job 

satisfaction and organizational commitment as moderated by transformational leadership style. (McCombes, 

2019) A descriptive type of research aims to accurately describe a population, situation, or phenomenon that 

is being studied.  The teacher’s demographics will be acquired using a demographic survey. 

Specifically, it is correlational. McCombes (2019) defines a correlational research strategy that examines 

the link between two variables without allowing the researcher to manipulate either of them. The study was 

concerned with the collection of data about the role of transformational leadership styles and job satisfaction 

in influencing the organizational commitment of teachers. 

Purposive sampling is the purposeful selection of respondents based on their ability to provide information 

on a particular topic, idea, or phenomenon. The researcher secured first the approval letter before conducting 

the study. After securing the letter needed, permission from the research adviser was sought to administer the 

conduct survey questionnaire to the teachers of District IX at Biñan City Laguna. An approval letter was sent 

to the school heads of elementary schools of District IX at Biñan City Laguna. The questionnaire was given 

after the approval has been approved. 

The survey was conducted thru a printed form in a site and setting chosen by the researcher, so each 

participating teachers survey form to complete the survey. This study was the quantitative descriptive type of 

research.  

 

 

Respondents   

 For this study, the respondents were the public elementary teachers of District IX at Biñan City, 

Laguna because they need assistance particularly in areas that influence their retention, motivation, and long-

term engagement within the educational system. Purposive sampling was used. 

Table 1 

Teachers of District IX at Biñan City, Laguna 

                           School Population 

1. Timbao Elementary School 27 

2.Southville 5 Elementary School 31 

3.Loma Elementary School 23 

4. Our Lady of Lourdes Elementary School 19 

TOTAL 100 
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Research Instruments   

 Survey questionnaires were the main instrument in gathering the data. The questionnaires were 

adapted by the researcher and the tool for profile were self-made by the researcher that were used to describe 

the respondents' profile and to gather information needed in the study.  

 The questionnaire had four parts. Part I was a demographic profile of the teachers. Part II was Job 

Satisfaction Survey Questionnaire, the Minnesota Satisfaction Questionnaire. Copyright 1967 were utilized in 

this survey. The interpretation is very satisfied, satisfied, dissatisfied and very dissatisfied. Part III was the 

Transformational Leadership Style of School Head Survey Questionnaire, the Rezazadeh & Azizi 2013 were 

utilized in this survey. The interpretation is highly practiced, practiced, less practiced and not practiced at all. 

Part IV was the Organizational Commitment Survey Questionnaire, the Meyer‚ Allen‚ & Smith‚ 1993 were 

utilized in this survey. The interpretation is highly manifested, manifested, rarely manifested and not at all.  

 

 

 

 

 

  

 

 

 

 

 

 

 

In validating the instruments, the researcher presented the research instruments to the adviser for the 

necessary inputs and corrections to improve the questionnaires. After the corrections have been employed, the 

researcher sought the assistance of the experts who validated the reliability and validity of the instruments. 

After the corrections have been employed, the researcher secured first the approval of the adviser, statistician, 

and the principals of District IX elementary schools at Biñan City Laguna for conduct the pilot testing.  

 

 

Research Procedure  

The study was concerned with the collection of data about the role of transformational leadership style and 

job satisfaction in influencing the organizational commitment of teachers. 

The researcher secured first the approval letters before conducting the study. After securing the letters 

needed, permission from the research adviser and statistician was sought to administer the survey 

questionnaire to the teachers of District IX elementary schools at Biñan City, Laguna. The questionnaire was 

given after the approval has been approved.  

 

Statistical Treatment  

The descriptive statistics such as mean and standard deviation were used to describe the respondents’ 

perception on the organizational commitment, transformational leadership style and job satisfaction. Pearson 

Product-Moment Correlation (Pearson r) were used to determine the relationship between teachers’ 

organizational commitment on school heads’ leadership style and teachers' job satisfaction. Significant 

relationship was tested at 5 % level of significance. 
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 Table 2 

Profile of the respondents according to Gender 

Gender Frequency Percentage 

Male 18 18% 

Female 82 82% 

Total 100 100% 

Table 2 presents the gender distribution of the 100 respondents, Female 82% (82 respondents) and Male 

18% (18 respondents). This is an indication of a female-preponderant teaching population in the sample. 

The statistics show a widely reported trend, the profession of teaching is mostly female, particularly in 

primary and elementary education. UNESCO (2019) states that globally, the teaching force, especially in 

early childhood and primary education, is predominantly female. In the Philippines and most nations, women 

comprise more than 70% of teachers, particularly in public schools (DepEd, 2020). 

Female teachers would possibly report a different set of motivators and stressors in job satisfaction in 

comparison to their male counterparts. For example, teamwork, considerate leadership, and work-life balance 

are possibly more important to women. 

 

Klassen & Chiu (2010) discovered that female teachers experience more emotional exhaustion but also 

higher job satisfaction when emotionally supported and empowered by their leaders. Transformational 

leadership, which focuses on inspirational motivation, individualized consideration, and emotional 

intelligence (Bass & Avolio, 1994), can thus have a more significant moderating effect on job satisfaction for 

female teachers. 

Organizations can have differential commitment by gender based on social expectations, patterns of tenure, 

or values of work. Female educators can be more affectively committed, particularly if they are treated with 

respect and involved in school culture. Based on one study, Yucel and Bektas (2012) infer that female 

teachers tend to demonstrate lower affective and normative commitment, which reflects commitment due to 

emotion and moral duty. Since transformational leadership has been found to produce affective commitment 

through establishing trust and psychological safety, especially in collaborative settings where women excel 

(Eagly & Carli, 2003). 

Overwhelming female presence necessitates that the leadership styles in schools are in touch with the 

distinctive motivational and relational dynamics of female employees. Transformational leadership, being 

inclusive and emotionally intelligent, can have a positive impact on both satisfaction and commitment of 

female teachers. 
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Table 3 

Profile of the respondents according to Age 

Age Frequency Percentage 

            25 years old and below 1 1% 

            26-30 years old 28 28% 

            31-35 years old 17 17% 

            36-40 years old 22 22% 

            41-45 years old 18 18% 

            46-50 years old 6 6% 

            51 years old and above 8 8% 

Total 100 100% 

 

 

Table 3 indicates the profile of respondents from the teachers, and most teacher respondents (67%) are 

aged 26–40 years old, indicating that respondents are primarily made up of early to mid-career teachers. This 

demographic would normally be actively seeking career development and professional improvement. In 

accordance with Ingersoll (2001), mid-career teachers are also more willing and receptive to organizational 

change and, therefore, more responsive to transformational leadership. They would also be higher in 

organizational commitment when facilitated by visionary and empathetic leaders (Bass & Riggio, 2006).  

There are only 1% 25 and below and 8% 51 and above. The figure indicates a low rate of turnover among 

new teachers or perhaps a small number of veteran teachers staying in the profession, which could be 

indicative of retirement patterns. Younger teachers tend to suffer from "reality shock" (Veenman, 1984), 

which can have a negative impact on their job satisfaction without appropriate support. In contrast, older 

teachers may feel less connected to institutional reforms unless they are valued and involved (Day & Gu, 

2009). 

Studies have demonstrated that job satisfaction tends to grow with age and experience up to a given point 

(Herzberg, 1966). This is largely due to increased stability, self-efficacy, and improved career expectations. 

Allen and Meyer's (1990) three-component model of organizational commitment infer that affective 

commitment (emotional bonding) can be stronger with older workers, while continuance commitment (cost of 

exit) can have a greater impact on middle-aged workers. The age split of teacher respondents, with the 26–40 

age group dominating, reflects the career stage where professional development and leadership involvement 

are important. Having both younger and older teachers, though in smaller proportions, offers a comprehensive 

view of how transformational leadership can differentially affect job satisfaction and commitment at different 

stages of life. Based on Ingersoll (2001), Bass & Riggio (2006), and Allen & Meyer (1990), this demographic 

information emphasizes the need for age-specific leadership interventions in maintaining teacher motivation 

and organizational commitment. 
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Table 4 

Profile of the respondents according to Civil Status 

Civil Status Frequency Percentage 

Single 35 35% 

   Married 65 65% 

       Separated 0 0% 

     Widowed 0 0% 

Total 100 100% 

 

 

 Table 4 shows civil status distribution of the teacher respondents, married 65% (65 respondents), 

single 35% (35 respondents), separated 0%, and widowed 0% with a total of 100 teacher respondents. 

Most (65%) of the teacher respondents are married. This demographic information is critical when 

considering organizational commitment and job satisfaction since marital status can have a substantial impact 

on work-life balance, motivation, and employment stability. Married employees, as found by a study 

conducted by Ng and Feldman (2010), are likely to demonstrate greater organizational commitment due to 

greater financial and family obligations, which make them appreciate job security and stable work 

environments. 

Transformational leadership—defined by support, recognition, and building relationships—can be 

especially useful for married teachers, who might want a workplace culture that matches their family-values 

orientation (Bass & Riggio, 2006). 

The 35% of teacher respondents who are single might have different workplace expectations. They tend to 

appreciate career development, recognition, and mentorship, and might be more willing to accept job mobility 

if they do not feel supported. As per Erdogan, Kraimer, & Liden (2004), unmarried professionals tend to have 

greater aspirations for personal development, and job satisfaction is heavily dependent on perceived 

organizational support and leadership style. This indicates that transformational leadership, which involves 

encouraging individual attention and mental stimulation, can significantly influence single teachers' job 

satisfaction and retention. 

Married teacher participants may show continuance and normative commitment (Meyer & Allen, 1991) to 

remain with an organization because of personal/family responsibility and sense of obligation, whereas single 

participants may show higher affective commitment if they are emotionally attached and valued in the 

workplace. 

The presence of both unmarried and married persons indicates the necessity for flexible leadership styles. 

Transformational leaders who can identify different needs—offering autonomy, emotional support, and 

professional growth—are more likely to create inclusive commitment and satisfaction among different civil 

status groups. 
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Table 5 

Profile of the respondents according to Highest Educational Attainment 

Highest Educational Attainment Frequency Percentage 

     Bachelor's Degree 30 30% 

     With Master's Degree 52 52% 

     Master's Degree 16 16% 

     With Doctorate Units 2 2% 

     Doctorate Degree 0 0% 

Total 100 100% 

 

Table 5 presents the teacher respondents' profile by highest educational attainment. Together, 68% of the 

teacher respondents (52 + 16) have a Master's degree or are studying for a Master's degree, and 2% are 

enrolled for Doctorate units. This indicates a high degree of professional growth among the teaching 

community. As per Darling-Hammond et al. (2017), teachers who possess postgraduate qualifications are 

likely to be more instructionally efficacious, professional, and dedicated to the teaching field. They are more 

likely to reflect on their practices and continue learning. This fits perfectly with the transformational 

leadership model, where intellectual stimulation is a key element that appeals to educators who cherish 

ongoing learning and development (Bass & Avolio, 1994). 

Teachers who are seeking higher education tend to want meaningful employment, leadership participation, 

and decision-making. If these are not met, it can result in job dissatisfaction. Skaalvik & Skaalvik (2010) 

agree that teachers who are more qualified might be less satisfied with their work if their qualifications are not 

used or appreciated. Transformational leadership can prevent this by delegating authority to teachers, 

fostering creativity, and providing appreciation. 

Higher-educated teachers will tend to have greater affective commitment when they perceive that their 

abilities are contributing significantly to the organization. Nevertheless, if career development opportunities 

are not available, their commitment may decrease. 

Studies by Meyer & Allen (1991) indicate that affective commitment is highest when employee capability 

and organizational support are congruent—an aspect in which transformational leadership has an important 

role to play. 

 

 

Table 6 

Profile of the respondents according to Teaching Experiences 

Teaching Experiences Frequency Percentage 

            5 years and below 26 26% 

           6-10 years 43 43% 

          11-15 years 13 13% 

         16-20 years 12 12% 

         21-25 years 4 4% 

         26-30 years  1 1% 

         31 years and above 1 1% 

Total 100 100% 

Table 6 presents the profile of teacher respondents based on teaching experiences. Almost half (46%) of 

the teacher respondents have 5 years or less of teaching experience, and 69% are within the 0–10 year range. 

This indicates a largely young or early-career teaching force in the study. As per Ingersoll & Strong (2011), 
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Table 7 
Perception level of the respondents in Job Satisfaction in terms of Security 

Indicators 
Mean          SD            VI 

1. amount of pay for the work I do. 
2. chance to be reclassified / be promoted. 
3. benefits I receive are good as most other 
organizations can offer. 
4. efforts that I made and rewarded the way it should 
be. 
5. way my job provides a secured future. 
6. way I get a full credit for the work I do. 
7. being able to take pride in a job well done. 
8. way how my pay matches with that for a similar job 
in other organizations. 
9. way how my pay matches with other colleagues in 
school. 
10. opportunities for advancement. 

3.14 
3.18 
3.17 

 
3.04 

 
3.26 
3.20 
3.27 
3.15 

 
3.16 

 
3.18 

0.603 
0.500 
0.620 

 
0.602 

 
0.562 
0.449 
0.468 
0.575 

 
0.545 

 
0.520 

Satisfied 
Satisfied 
Satisfied 
 
Satisfied 
 
Satisfied 
Satisfied 
Satisfied 
Satisfied 
 
Satisfied 
 
Satisfied 

Overall                                                                                  3.17       0.395    Satisfied 
Legend: 1.0-1.49 (Very Dissatisfied); 1.50-2.49 (Dissatisfied); 2.50-3.49 (Satisfied); 3.50-4.0  

(Very Satisfied). 

novice teachers are likely to face difficulties regarding workload, classroom management, and school culture 

adaptation. Their satisfaction with work is greatly determined by the quality of leadership and mentoring they 

experience. 

This makes transformational leadership very applicable, as it encourages inclusive and motivational 

settings that make early-career teachers feel appreciated and inspired (Bass & Riggio, 2006). 

Teachers with greater tenure tend to have stronger organizational commitment, which is spurred by a 

feeling of belonging, job security, and closer identification with the institution. 

Meyer & Allen's (1991) model predicts that affective and normative commitment will rise with years of 

service. With newer teachers, though, such commitment must be constructed through emotional involvement, 

trust, and developmental support—testaments to transformational leadership. 

High turnover tends to be within the initial five years of teaching. The high percentage of new teachers in 

your data suggests a possible threat of attrition, particularly if leadership is not seen as supportive. Poor 

leadership is a leading reason early-career teachers are leaving the profession, as indicated by Borman & 

Dowling (2008). Transformational leadership may, therefore, mediate turnover intentions by creating job 

satisfaction and purpose. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Table 7 shows teachers’ job satisfaction in terms of security revealing an overall mean of 3.17 which is 

verbally interpreted as satisfied however the lowest mean of 3.04 which is also, verbally interpreted as 

satisfied. It shows that teachers generally perceive their job security as satisfactory, leaning towards a positive 

outlook. This indicates that, on average, teachers feel relatively secure in their positions.   

The standard deviation (SD) values range from 0.449 to 0.620, which implies a moderate level of 

agreement among teacher respondents. A lower SD, closer to 0.449, suggests that teacher respondents have a 

more consistent opinion, while a higher SD, around 0.620, indicates slightly more variability in responses.  

The findings shows that while teachers generally feel secure in their jobs, there are areas where perceptions 

slightly differ. The relatively moderate standard deviation values indicate that while there is general 

agreement, some teacher respondents may feel less secure than others. Addressing specific concerns related to 

job stability and security policies could further enhance teachers’ confidence in their job security. 

Job security is the most influential factor in job satisfaction. The result is supported by Greenhalgh and 

Rosenblatt (1984) justifies the fact that perceived job insecurity results in higher stress, lower commitment, 
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and lower job satisfaction. These employees, uncertain about the stability of jobs, are more cautious, and it 

impacts their performance and relationship with others. It is observed that most employees are sure about job 

security, but there is a segment with insecurity regarding stability. This is based on Meyer and Allen's (1991) 

organizational commitment model, which posits that higher job security raises affective commitment, with 

employees being emotionally committed to their organization. 

 

Table 8 shows teachers’ job satisfaction in terms of work environment revealing an overall mean of 3.33 

which is verbally interpreted as satisfied. 

However, the lowest mean of 3.23 which is verbally interpreted as satisfied on teachers because these 

environmental factors influence their physical comfort, mental health, and overall ability to perform their 

duties efficiently. A well-maintained work environment promotes productivity and motivation, while poor 

conditions can lead to stress, fatigue, and decreased job performance. 

The standard deviation (SD) values range from 0.461 to 0.75, signifying moderate agreement among 

teacher respondents. The relatively low overall SD of 0.405 indicates that there is a strong level of 

consistency in teachers’ perceptions, suggesting that most respondents share similar views about their work 

environment.   

The data reflects a generally positive perception of the work environment among teachers. However, while 

the responses show agreement, there is still some variability in perception, meaning that certain aspects of the 

work environment may need attention to ensure a consistently positive experience for all teachers. Enhancing 

workplace conditions, fostering teamwork, and ensuring effective communication could further improve job 

satisfaction in this area. 

The result is supported by Environmental Comfort Theory (Vischer, 2007), workers work better when their 

environment supports them in the best conditions for their work. Heating, lighting, and ventilation all support 

comfort, lessening stress and enhancing concentration. In teaching, where there is constant standing, talking, 

and use of the mind, these become even more important. Teachers, in comfort, can direct more energy to 

effective lesson presentation, student interest, and classroom discipline. 
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Table 9 shows the teachers’ job satisfaction in terms of job responsibilities revealing an overall mean of 

3.28 which is verbally interpreted as satisfied. 

         The data suggests that teachers are generally satisfied with their job responsibilities, feeling that their 

tasks are manageable, meaningful, and aligned with their expectations. However, the presence of slight 

variations in perception indicates that some teachers may feel more confident and comfortable in their 

responsibilities than others. 

 The standard deviation (SD) values range from 0.463 to 0.533, with an overall SD of 0.386, 

indicating a moderate level of agreement among teacher respondents. A lower SD suggests that teachers have 

relatively consistent perceptions about their job responsibilities, while a slightly higher SD in certain 

indicators reflects some degree of variability in how different individuals experience their roles.   

The data shows that teacher respondents are generally satisfied with their job responsibilities, feeling that 

their tasks are manageable, meaningful, and aligned with their expectations. However, the presence of slight 

variations in perception indicates that some employees may feel more confident and comfortable in their 

responsibilities than others. To further improve job satisfaction in this area, organizations may consider 

strategies such as clearer task delegation, workload balancing, skill development opportunities, and ensuring 

that job roles align with employees' strengths and career growth aspirations. Addressing these aspects could 

enhance overall job satisfaction and foster a more engaged workforce. 

 The result is supported by Deci and Ryan's (1985) Self-Determination Theory states that individuals 

are happier when they are autonomous in their work and able to make professional decisions. Teachers who 

have the autonomy to design lessons, choose teaching styles, and plan classroom activities from their 

experience are more satisfied and loyal to the profession. 

 

 

 

 

 

 

 

15

Lyka S. Pasia / International Journal of Research Publications (IJRP.ORG)

www.ijrp.org



  

 

 

Table 10 shows teachers’ job satisfaction in terms of community attachments/linkages revealing an overall 

mean of 3.33 which is verbally interpreted as satisfied.  

The highest mean score 3.71 which is verbally interpreted as very satisfied suggests that teachers feel 

particularly satisfied with certain aspects of their community involvement, which could be due to 

opportunities for outreach, collaboration, or the sense of fulfillment they get from making a positive impact. 

On the other hand, the lowest mean score 3.22, though still within the satisfactory range, may indicate areas 

where teachers feel less connected or see room for improvement in terms of how their jobs facilitate 

engagement with the community. 

The data highlights that teachers generally appreciate the role their work plays in connecting them with the 

community, though experiences may vary widely. Some teachers feel deeply engaged and find value in these 

connections, while others may not experience the same level of involvement. To enhance job satisfaction in 

this area, organizations could consider creating more structured community engagement programs, fostering 

partnerships with external organizations, and ensuring that all teachers—regardless of their specific roles—

have opportunities to contribute meaningfully to the community. Strengthening these linkages can lead to 

greater job fulfillment, a sense of purpose, and increased overall satisfaction among teachers. 

The result is supported by Epstein (2001) highlight the significance of school-community collaboration to 

enhance teacher morale. When schools collaborate with local businesses, parents, and civic organizations, 

teachers receive more resources, professional development, and support for their work. 
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Table 11 
Summary Table of Perception level of the respondents in Job Satisfaction 

Indicators 
  

Mean SD           VI 

Security 3.17 0.395 Satisfied 
Work Environment 3.33 0.405 Satisfied 
Job Responsibilities 3.28 0.386 Satisfied 
Community Attachments/Linkages 3.33 0.619 Satisfied 

 

Table 11 shows the summary of teacher respondents' perceptions of job satisfaction in four key areas: Job 

Security 3.17, Work Environment 3.33, Job Responsibilities 3.28, and Community Attachments/Linkages 

3.33. These scores suggest that, overall, teachers have a positive and satisfactory experience in their 

workplace, with some areas scoring slightly higher than others. 

Among the four factors, Work Environment and Community Attachments/Linkages received the highest 

ratings 3.33 which is verbally interpreted as satisfied, indicating that teachers generally feel comfortable in 

their workspaces and appreciate opportunities to engage with the community. A healthy and supportive work 

environment contributes to overall job satisfaction, while strong community linkages give teachers a sense of 

purpose beyond their daily tasks. 

Job Responsibilities scored 3.28 which is verbally interpreted as satisfied, reflecting a good level of 

satisfaction with assigned tasks. This suggests that teachers find their roles manageable and meaningful, 

though there may be room for improvement in balancing workloads or clarifying expectations. 

Meanwhile, Job Security received the lowest score 3.17, though still within the satisfactory range. This 

indicates that while teachers feel relatively secure in their jobs, some may have concerns about stability, 

career growth, or long-term employment prospects. 

The data suggests that teachers are generally satisfied with their work, particularly in terms of their 

environment and community involvement. However, there is an opportunity for improvement in job security 

and role clarity to further enhance overall job satisfaction.  

The result is supported by Epstein (2001), school-community relationships also contribute importantly to 

enhancing teachers' job satisfaction and motivation towards work in terms of responsibility sharing and 

interdependence in terms of pupils' achievement. If teachers get engaged in the community, they feel a sense 

of purpose and work satisfaction. 
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Table 12 shows the perception level of the teacher respondents regarding the Idealized Influence 

transformational leadership style of their school head. The mean scores range from 3.38 to 3.47, with an 

overall mean of 3.43 which is verbally interpreted as practiced. This indicates that the teachers generally 

perceive their school head as consistently practicing Idealized Influence in leadership. 

Since all mean scores fall within a practiced range, it can be concluded that the school head demonstrates 

Idealized Influence effectively. This means that the school head serves as a role model, earning the trust and 

respect of the teacher respondents.  

The standard deviation values range from 0.499 to 0.573, showing a moderate level of agreement among 

teacher respondents. A lower standard deviation suggests that most teacher respondents have similar 

perceptions, while a slightly higher value indicates some variations in opinions. 
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Table 13 shows the perception level of the teacher respondents regarding the Inspirational Motivation 

transformational leadership style of their school head. The mean scores range from 3.40 to 3.51, with an 

overall mean of 3.45 interpreted as practiced. This indicates that the school head generally practices 

Inspirational Motivation, with one indicator being rated as "Highly Practiced" and the rest as "Practiced." 

 The highest mean score of 3.51, which is verbally interpreted as Highly Practiced, suggests that 

teachers strongly agree that their school head demonstrates Inspirational Motivation in that particular aspect. 

The rest of the indicators, though slightly lower, still indicate a strong perception that the school head inspires 

and motivates them effectively. 

 The standard deviation values range from 0.500 to 0.558, suggesting a moderate level of agreement 

among respondents. A lower standard deviation means there is greater consistency in the respondents' views, 

while a slightly higher value indicates some variation in perception. 

The findings shows that the school head is effective in encouraging and uplifting their staff, fostering 

enthusiasm, and communicating a compelling vision. The results reflect a leadership style that promotes 

confidence, optimism, and a shared sense of purpose among the teachers. 

 The result is supported by Kirkpatrick and Locke (1996) highlighted that leaders who have faith in 

their subordinates' capabilities enhance morale and trigger innovation. In schools, this implies that whenever 

school principals employ inspirational motivation, teachers will be willing to accept challenges, innovate 

methods of teaching, and be dedicated to their work. 
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Table 14 shows the mean scores range from 3.40 to 3.46, with an overall mean of 3.42 which is verbally 

interpreted as practiced. This indicates that the teachers generally perceive their school head as practicing 

Intellectual Stimulation in leadership.  

All indicator falls under practiced, suggesting that the school head encourages innovation and critical 

thinking among staff members. 

The standard deviation values range from 0.514 to 0.573, reflecting a moderate level of agreement among 

respondents. A lower standard deviation indicates a more consistent perception, whereas a slightly higher 

value suggests some differences in viewpoints. 

The highest mean score of 3.46, which is verbally interpreted as practiced, implies that teachers strongly 

believe their school head promotes intellectual engagement and problem-solving in that specific area. 

Meanwhile, the other indicators, although slightly lower, still demonstrate that the school head encourages 

new ideas, challenges existing assumptions, and fosters a learning environment. 

The findings shows that the school head plays an important role in stimulating critical thinking and 

creativity among teachers. By practicing Intellectual Stimulation, the leader encourages teachers to explore 

innovative solutions and continuously improve their professional practices, ultimately contributing to the 

growth and development of the school community. 
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Table 15 shows the perception level of the teacher respondents regarding the Individualized Consideration 

transformational leadership style of their school head. The mean scores range from 3.39 to 3.46, with an 

overall mean of 3.42 which is verbally interpreted as practiced. This indicates that the teachers perceive their 

school head as consistently practicing Individualized Consideration in leadership. 

 The standard deviation values range from 0.500 to 0.577, suggesting a moderate level of agreement 

among respondents. The lower standard deviation values indicate that respondents have similar perceptions, 

while the higher values show some variations in responses. 

 Since all indicators fall within the practiced category, the data suggests that the school head 

acknowledges and responds to the individual needs of their teachers. Individualized Consideration in 

leadership involves mentoring, coaching, and supporting the personal and professional growth of 

subordinates. The school head's ability to recognize and develop the potential of each individual is reflected in 

the relatively high mean scores. 

 The result is supported by Bass and Avolio (1994) define Individualized Consideration as a process 

of mentoring and leading every one of the followers according to his or her individual need. School 

administrators who exhibit this trait give individual feedback, encourage professional development, and build 

significant relationships with their employees. With a deep concern for the development of their subordinates, 

transformational leaders facilitate the development of an empathetic and caring workplace culture that 

provides space for job satisfaction and career development. 
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Table 16 
Summary Table of Perception Level of the Respondents in Transformational 
Leadership Style of their School Head 

Indicators 
  

Mean SD           VI 

Idealized Influence 3.43 0.417 Practiced 
Inspirational Motivation 3.45 0.422 Practiced 
Intellectual Stimulation 3.45 0.422 Practiced 
Individualized Consideration 3.42 0.434 Practiced 

 

Table 16 shows the mean scores for the four key dimensions of transformational leadership—Idealized 

Influence, Inspirational Motivation, Intellectual Stimulation, and Individualized Consideration—range from 

3.42 to 3.45. All indicators fall under the category of "Practiced," with overall scores being consistently high.  

The standard deviation values range from 0.417 to 0.434, indicating a relatively low level of variability in 

the responses. This suggests that most teacher respondents share similar perceptions of their school head’s 

leadership style. The lowest standard deviation of 0.417 in Idealized Influence indicates strong agreement 

among teacher respondents regarding the school head’s ability to serve as a role model and inspire trust and 

respect. 

The highest mean scores of 3.45 in both Inspirational Motivation and Intellectual Stimulation suggest that 

the school head effectively encourages and motivates their teachers while also promoting critical thinking and 

problem-solving. The slightly lower score of 3.42 in Individualized Consideration still reflects a positive 

perception, indicating that the school head provides support and recognizes the unique needs of their teachers. 

The result is supported by Bass and Avolio (1994), transformational leadership operates on four broad 

dimensions: Idealized Influence, Inspirational Motivation, Intellectual Stimulation, and Individualized 

Consideration. The school head embodies the optimal mix of transformational leadership. They are a role 

model, inspire and motivate employees, foster innovation and creativity, and provide individualized attention. 

Such leadership produces a positive and dynamic school culture, leading to professional growth and 

performance. 
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Table 17 shows the mean scores range from 3.11 to 3.36, with an overall mean of 3.31 which is verbally 

interpreted as manifested. 

The standard deviation values range from 0.542 to 0.601, suggesting a moderate level of agreement among 

the teacher respondents. A lower standard deviation, such as 0.470 in the overall score, implies a more 

consistent perception among teacher respondents, while higher values indicate some variations in individual 

responses. 

The highest mean score of 3.36 which is verbally interpreted as manifested, observed in multiple 

indicators, suggests that employees feel emotionally attached to and engaged with their organization. This 

indicates that they have a sense of belonging and identification with the organization’s goals and values. 

Meanwhile, the lowest mean score of 3.11, though still categorized as manifested, suggests that some 

respondents may feel a weaker emotional connection compared to other aspects. 

The teacher respondents generally exhibit affective commitment, meaning they have a positive emotional 

attachment to their organization. Teachers who demonstrate this type of commitment are more likely to stay 

with the organization because they genuinely want to, rather than out of obligation or necessity. This indicates 

a healthy work environment where teachers feel valued and connected to the organization’s mission and 

vision.  

The result is supported by Judge, Thoresen, Bono, and Patton (2001) discovered that there was a high 

correlation between organizational commitment and job satisfaction, and if employees are able to find 

meaning in their job, they become more emotionally committed to the organization. 
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Table 18 shows the mean scores range from 3.22 to 3.35, with an overall mean of 3.29 which is verbally 

interpreted as manifested. This indicates that the teacher respondents generally manifested continuance 

commitment, meaning they recognize the costs associated with leaving the organization. 

The standard deviation values range from 0.566 to 0.683, suggesting varying levels of agreement among 

teacher respondents. The lowest standard deviation of 0.498 in the overall score indicates a relatively 

consistent perception, while the highest value of 0.683 suggests some differences in opinion regarding a 

specific indicator. 

The highest mean score of 3.35 suggests that teachers acknowledge the factors that make it difficult for 

them to leave the organization, such as financial considerations, job stability, or the absence of better 

opportunities. On the other hand, the lowest mean score of 3.22, while still classified as manifested, may 

indicate that some teachers feel less dependent on staying with the organization due to such factors. 

The teacher respondents exhibit continuance commitment, meaning they remain with the organization 

because they perceive that leaving would come with significant costs or disadvantages. While this form of 

commitment ensures teacher retention, it is primarily driven by necessity rather than emotional attachment. 

Organizations may need to strengthen other aspects of commitment, such as affective commitment, to ensure 

that employees stay not just because they feel they have to, but because they genuinely want to be part of the 

organization. 

The result is supported by Meyer, Stanley, Herscovitch, and Topolnytsky (2002) who have determined that 

workers with high continuance commitment are unhappy in work but remain due to economic safety, no other 

job to take, or earned benefits. 
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Table 19 shows the mean scores range from 2.97 to 3.25, with an overall mean of 3.13 which is verbally 

interpreted as manifested. This indicates that the teacher respondents generally manifested normative 

commitment, meaning they feel a sense of obligation to stay with the organization. 

The standard deviation values range from 0.605 to 0.797, suggesting a moderate to high level of variation 

in responses. The highest standard deviation of 0.80 indicates that respondents have differing opinions on 

certain aspects of their normative commitment, while the lowest standard deviation of 0.61 suggests more 

consistency in other areas. 

The highest mean score of 3.25 suggests that some teacher respondents feel a strong sense of duty or moral 

responsibility to remain in the organization, possibly due to loyalty, gratitude, or a belief that staying is the 

right thing to do. On the other hand, the lowest mean score of 2.97, while still classified as manifested, 

indicates that some teachers may feel less obligated to stay out of a sense of duty. 

The teacher respondents recognize a level of normative commitment, they remain with the organization 

because they believe they should, rather than purely out of emotional attachment or necessity. While this form 

of commitment can help with employee retention, organizations may need to strengthen intrinsic motivation 

and engagement to ensure employees stay not just out of obligation but because they are truly committed to 

the organization’s mission and goals. 

The result is supported by Gellatly, Meyer, and Luchak (2006) argue that normative commitment can be 

increased positively if the employees are valued and cared for by their organization. Organizations that 

engage in ethical leadership, open communication, and caring management practices can increase normative 

commitment in a way that promotes active participation and not passive compliance. 
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Table 20 
Summary Table of Perception level of the respondents in Organizational 
Commitment 

Indicators 
  

Mean SD           VI 

Affective 
Continuance 

3.31 0.470 Manifested 
3.29 0.498 Manifested 

Normative 3.13 0.579 Manifested 
 

Table 20 shows the perception level of the teacher respondents regarding their organizational commitment 

across three dimensions: Affective, Continuance, and Normative Commitment. The mean scores range from 

3.13 to 3.31, with all indicators categorized as manifested. This suggests that teachers demonstrate a moderate 

level of commitment to their organization. 

Among the three dimensions, Affective Commitment has the highest mean score of 3.31, indicating that 

teachers generally feel emotionally attached to and engaged with their organization. This suggests that they 

identify with the organization’s values and enjoy being part of it. The standard deviation of 0.470 is the lowest 

among the three, indicating a higher level of agreement among teachers regarding this perception. 

Continuance Commitment follows closely with a mean score of 3.29. This implies that teachers recognize 

the costs associated with leaving the organization, such as financial stability or career growth opportunities. 

The slightly higher standard deviation of 0.498 suggests some variability in how strongly teachers feel tied to 

the organization based on necessity. 

Normative Commitment has the lowest mean score of 3.13, suggesting that teachers feel a moderate sense 

of moral obligation or duty to remain with the organization. With the highest standard deviation of 0.579, 

responses on this dimension show the most variation, meaning some teachers feel a stronger sense of duty 

than others. 

The results indicate that teachers manifest all three forms of organizational commitment, with affective 

commitment being the strongest. This suggests that while teachers do feel a connection to their organization, 

factors such as necessity and obligation also play a role in their decision to stay. To further strengthen 

organizational commitment, efforts could focus on enhancing teachers’ emotional engagement and aligning 

their personal values with the organization’s mission. 

The result is supported by Meyer and Herscovitch (2001) propose that highly Affective Commitment workers 

will tend to be more job satisfied, engaged, and display organizational citizenship behaviors. Becker (1960) 

argued the side bet theory, where workers invest time, effort, and resources in the firm, and it is difficult for 

them to leave without incurring personal losses. Meyer et al. (2002) proved that workers who feel they are 

supported and valued by the firm create a stronger sense of commitment to give back in terms of loyalty and 

commitment. 
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Table 21 provides the intercorrelations between job satisfaction and teachers' organizational commitment 

on three dimensions: affective, continuance, and normative commitment. The findings reveal strong positive 

intercorrelations, which imply higher job satisfaction is linked to a stronger organizational commitment. 

Among job satisfaction variables, work environment is the most powerful predictor of organizational 

commitment, and specifically affective commitment. As per Goddard et al. (2007), a positive work 

environment creates emotional ties among teachers and their schools, which enhance their attachment towards 

the firm. In their research, they established that employees working in positive work environments tend to 

have greater affective commitment since they feel emotionally supported and appreciated. This result is 

consistent with the evidence found in Table 21, where the work climate shows the highest correlation with 

affective commitment (r = 0.485, p < 0.01). 

In addition, Hargreaves (2000) contends that a good work climate, which supports professional 

development, cooperation, and respect, does not only lead to affective commitment but also to continuance 

and normative commitment. This is evidenced by the moderate but substantial correlations between work 

environment and continuance (r = 0.370) and normative (r = 0.356) commitment in the data. The positive 

work environment creates a sense of belongingness in the school, which makes teachers feel committed to 

remain (normative commitment) and also lowers the perceived costs of leaving the school (continuance 

commitment). Therefore, schools that produce supportive atmospheres are likely to experience more robust 

organizational commitment from their teachers. 

Another significant factor that impacts teachers' organizational commitment is job tasks. Teachers who 

discover their jobs to be meaningful and clearly defined are likely to create emotional and functional 

attachments to their schools. Koch and Schmitt (2011) discovered that teachers who see their work as 

meaningful and in line with their professional values have greater affective commitment. Likewise, Liu et al. 

(2013) propose that when teachers' work is cognitively stimulating and provides opportunities for professional 

growth, they are more likely to have affective commitment, perceiving their work as being at the core of their 

professional identity. The evidence in Table 21 confirms these results, with affective (r = 0.421) and 

continuance commitment (r = 0.396) being strongly correlated with job responsibilities. 

Teachers who believe their job duties are significant are not only emotionally committed to their school but 

are also likely to remain in their job since they value their work. Making sure that teachers' roles are clearly 

defined and matched with their skills and interests is critical in fostering both emotional attachment and a 

sense of need to stay at their schools. Job security is also a critical factor that has a significant impact on 

teachers' organizational commitment. 
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Schneider (2005) concludes that job security increases affective commitment, given that teachers who are 

secure in their jobs do not worry so much about the loss of employment, and they can therefore form stronger 

emotional relationships with their school. Similarly, Sargent and Hannum (2005) discovered that continuance 

commitment is affected by job security, since teachers who have a perception of their jobs being secure are 

more likely to remain because they have fewer costs tied to leaving. This is supported by the statistics in 

Table 21, with job security linking to affective commitment (r = 0.358) and continuance commitment (r = 

0.314). 

Teachers who are secure in their employment are more likely to develop emotional connections with their 

school and are less likely to exit, even in the face of adversity. Job security, by offering tenure policies, long-

term contracts, and open communication, can decrease turnover rates and promote teacher retention since 

teachers are more likely to remain in a stable, secure environment. While attachment/linkages to the 

community have less relationship with organizational commitment, they are not irrelevant to the overall sense 

of attachment held by teachers for their schools. Buchanan (2006) posits that teachers who are attached to 

their surrounding communities are more likely to cultivate a sense of ownership for the school and believe 

that what they do is part of a larger social mission. This reinforces normative commitment because teachers 

believe they are morally bound to remain with their organization. 

In Table 21, community attachment has moderate correlations with all three forms of commitment, which 

suggests that although it is not as powerful as other variables such as work environment or job 

responsibilities, it does contribute to teachers' organizational commitment. 

McNeely and Robison (2007) suggest that teachers who are connected to their community will be more 

likely to stay in their schools because they view their work as part of the common good. These results imply 

that building bridges between teachers and their local communities can improve teachers' feelings of 

commitment to continue working at their school and strengthen further their attachment to the school. The 

results of Table 21, indicating that there are strong correlations between job satisfaction and organizational 

commitment of teachers, are consistent with a vast amount of literature available on the subject. 

Work environment, job duty, job security, and community attachment all make contributions to different 

dimensions of teachers' organizational commitment, of which work environment and job duty have the 

greatest contribution. The literature supports the notion that schools can enhance teachers' organizational 

commitment by fostering a supportive work environment, clearly defining job roles, ensuring job security, 

and promoting community engagement. These factors work together to improve teacher retention, reduce 

turnover, and ultimately contribute to a stable and dedicated teaching workforce. Schools that spend money 

on refining these sectors will be more likely to have greater commitment from their teachers, resulting in 

greater organizational success and longevity. 
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Table 22 provides the correlation among the four dimensions of transformational leadership styles—

Idealized Influence, Inspirational Motivation, Intellectual Stimulation, and Individualized Consideration—and 

the three components of organizational commitment of teachers: affective, continuance, and normative 

commitment. 

The results show that the four dimensions of transformational leadership are correlated positively with 

organizational commitment's three elements, signifying that teachers' commitment to organizations is 

considerably impacted by transformational leadership. Such results correspond to earlier findings pointing out 

that transformational leadership remains a considerable predictor of organizational commitment (Bass & 

Riggio, 2006; Nguni, Sleegers, & Denessen, 2006). 

Idealized Influence exhibited modest positive relationships with affective (r = 0.425**), continuance (r = 

0.314**), and normative commitment (r = 0.325**). This indicates that as school leaders demonstrate moral 

excellence and gain the respect and confidence of their teachers, teachers will feel more emotionally attached, 

continue working in the school out of perceived value, and feel they should stay. Bass and Avolio (1994) had 

suggested that leaders that exhibit clear values and vision trigger trust and allegiance, naturally causing 

organizational commitment. Inspirational Motivation also illustrated moderate relations to affective 

commitment (r = 0.394**) and continuance commitment (r = 0.416**), and weak though significant with 

normative commitment (r = 0.298*). Those leaders who paint an attractive vision and foster hope might 

strengthen teachers' emotional commitment to their job and their staying intentions. This conclusion is 

supported by Leithwood and Jantzi (2005), who posited that motivational leadership will create higher morale 

and organizational goal identification among teachers. 

Intellectual Stimulation showed the strongest and most significant correlations with all three dimensions of 

organizational commitment, especially with continuance commitment (r = 0.472**), followed by normative (r 

= 0.427**) and affective (r = 0.413**) commitment. These results imply that when school leaders promote 

innovation, critical thinking, and problem-solving, teachers perceive themselves as more competent and 

valued, hence enhancing their commitment. According to Dumdum, Lowe, and Avolio (2002), intellectual 

stimulation is positively associated with both performance and commitment, as it empowers teachers to grow 

professionally within the organization. 

Individualized Consideration was also moderately to strongly correlated: r = 0.421** for affective, r = 

0.485** for continuance, and r = 0.331* for normative commitment. This indicates the critical role of leaders 

who listen to each teacher's individual and professional concerns. As discovered by Rafferty and Griffin 

(2004), personal attention and support are highly correlated with employee loyalty and higher organizational 
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commitment, especially in schools. 

The findings of this research confirm the emerging literature that transformational leadership has a positive 

link with organizational commitment. The most significant correlations were with continuance commitment, 

specifically in the areas of Intellectual Stimulation and Individualized Consideration, with implications that 

teachers are more inclined to remain if intellectually stimulated and personally cared for by their leaders. 

These results indicate the importance of school leaders in contributing to a committed and engaged teaching 

staff. 

 

 

Summary 

   This study aimed to determine the relationship between the role of transformational leadership style and job 

satisfaction in influencing the organizational commitment of teachers. Specifically, it aims to know the 

perception level of the respondents in job satisfaction in terms of job security, work environment, job 

responsibilities and community attachment/linkages. How do the respondents perceive the level of 

transformational leadership style of their school head. As well as, the perception level of the respondents in 

organizational commitment in terms of affective, continuance and normative. To find out whether there is a 

significant relationship between teachers’ job satisfaction and organizational commitment and to reveal 

whether there is a significant relationship between transformational leadership style and organizational 

commitment. 

   This study utilized a descriptive correlational study designed to examine the relationship between the role of 

transformational leadership style and job satisfaction in influencing the organizational commitment of 

teachers. The respondents are the 100 public elementary school teachers of District IX at Biñan City, Laguna 

because they need assistance particularly in areas that affect their professional growth, well-being, and work 

environment.  Adapted questionnaire was used. Purposive sampling is used to determine the respondents.  

 

Findings of the Study 

The salient findings of the study are summarized as follows: 

1.The teacher respondents perceived level of job satisfaction as satisfied in terms of job security, work 

environment, job responsibilities and community attachment/linkages. 

2.The teacher respondents perceived level of transformational leadership style of their school head as 

practiced in terms of idealized influence, inspirational motivation, intellectual stimulation, and individualized 

consideration. 

3.The teacher respondents perceived the manifestation of organizational commitment as manifested in terms 

of affective, continuance and normative. 

4.There a significant relationship between job satisfaction in terms of job security, work environment, job 

responsibilities and community attachment/linkages and teachers’ organizational commitment in terms of 

affective, continuance and normative. 

5.There a significant relationship between transformational leadership style in terms of idealized influence, 

inspirational motivation, intellectual stimulation and individualized consideration and organizational 

commitment in terms of affective, continuance and normative. 

 

 

Conclusion 

 Based on the abovementioned findings, the following conclusions are formulated: 

The null hypothesis, which is no significant relationship between teachers’ job satisfaction and organizational 

commitment is not sustained. 

      The null hypothesis, which is no significant relationship between teachers’ perception of transformational 

styles and their organizational commitment is not sustained. 
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Recommendations 

 Based on the above findings and conclusions, the following recommendations are given: 

1. The results of this study revealed that transformational leadership dimensions, particularly 

individualized consideration and intellectual stimulation, are significantly correlated with teachers’ 

organizational commitment. However, the findings also underscore the important role of job satisfaction as a 

contributing factor. It shows that while transformational leadership positively influences commitment, it may 

complement by efforts that directly enhance job satisfaction. Therefore, a combined approach that addresses 

both leadership behavior and workplace conditions is essential for fostering stronger and more sustained 

organizational commitment among teachers. 

2.  Since there is a significant relationship between teachers’ job satisfaction and organizational 

commitment the school administrators may strengthen transformational leadership strategies, such as 

providing more support, encouragement, and professional development opportunities for teachers to enhance 

their job satisfaction and commitment. 

3.  Given the significant influence of both transformational leadership style and job satisfaction on 

teachers’ organizational commitment, future research is recommended to examine other context-specific 

variables such as school culture, leadership support systems, or teacher workload that may further explain or 

enhance this relationship. Additionally, conducting similar studies in different educational settings or levels 

e.g., elementary, secondary, or higher education, could provide deeper insights and broader applicability of 

the findings. 
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