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 Employee job satisfaction is an important factor that can determine 
organizational productivity, and organizations need to pay attention to this 
pivotal aspect. This study aimed to empirically examine the role of 
transformational leadership styles and employability on employee job 
satisfaction. The participants of this study are 49 university teachers at the 
University of X Yogyakarta. The sampling is randomly chosen using a 
simple random sampling technique. In addition, data are collected using the 
scale of job satisfaction, the scale of transformational leadership style, and 
scale of employability. The data are then analyzed using multiple linear 
regression techniques. The results showed that 1) Simultaneously, 
transformational leadership style and employability provide a very 
significant role in influencing job satisfaction with p=0.000 (p<0.01); 2) 
Partially transformational leadership style provide a significant role on job 
satisfaction with p=0.019 (p<0.05); 3) Partially there was a very significant 
role of employability on job satisfaction with p=0.000 (p<0.01). 
Transformational leadership style and employability contribute 52.5% to job 
satisfaction. Employability contributed more dominantly to job satisfaction 
(35.8%) than the transformational leadership style (16.7%). 
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1. INTRODUCTION  

Human Resources have been recognized as an intrinsic part that directly correlated to the wealth of 
an organization. Humans are, therefore, the most important assets that must be owned by an organization [1]. 
Organizations use humans as a strategic tool of competence to achieve their goals, so it is important for them 
to pay attention to their employees' job satisfaction because it plays an important role in influencing 
organizational performance [2]. Employee job satisfaction determines their performance. It also influences 
the up and downs of employee performance and subsequently determines whether or not the organization's 
goals are achieved [3].  

Job satisfaction is considered as an essential welfare index to note because it influences employee 
performance. Job satisfaction benefits are not limited to individuals but also extend to organizations and even 
to coworkers [4]. Another positive benefit of employee job satisfaction for organizations is that employees 
will be more motivated and committed to improving the quality of their performance [5]. Individuals who 
have higher job satisfaction will work more optimally and be more productive [6] so that with increasing 
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employee welfare, organizations will reduce operational costs because the impact resulting from employee 
job satisfaction is an increase in productivity in terms of quantity and quality [4].  

Low employee job satisfaction can have an impact on high turnover in organizations [7]. Some 
researchers found that low employee job satisfaction can also impact the low quality of work produced [8]. In 
addition, low job satisfaction can also lead to low organizational commitment and high turnover [9]. Another 
negative side of the low employee job satisfaction is the declining quality and quantity of employee work 
results and the low involvement of employees working towards the organization [10]. A study revealed that a 
low level of job satisfaction within an organization reflects an organizational atmosphere where it is usually 
not conducive and will lead to turnover [11].  

Job satisfaction is the result of job evaluation related to the possibility of achieving critical work 
values [12]. Job satisfaction refers to an individual's feelings or state of mind according to the nature of his 
work [2]. Job satisfaction is described as pleasant, positive feelings from the results of job evaluations based 
on individual experiences [11]. Job satisfaction is defined as work tendencies that involve positive feelings 
about work or positive perceptions during work practice and the absence of stress and anxiety during the 
work process [13]. Job satisfaction describes an assessment of an individual's positive or negative values 
regarding a job or job status [14].  

One leadership style that is believed to be able to trigger the emergence of job satisfaction among 
individuals is transformational leadership [15]. Transformational leadership style can inspire and motivate 
individuals to make psychological changes, such as work stratum, desire for turnover, and excellence in work 
[16]. This leadership style is able to reduce or minimize conflicts within the scope of small teams and 
organizations more broadly. Low conflict is a means to foster job satisfaction in employees [17]. A study 
found that organizations that adopt transformational leadership styles tend to have employees with extra 
satisfaction and full commitment. Employees who are happy with their work will complete their tasks to the 
maximum, which ultimately leads to organizational effectiveness [18]. 

Transformational leadership style is described as a style where leaders will inspire their subordinates 
with ideas and morals to improve the performance of their subordinates to reach the highest level of 
achievement [19]. It is a leadership style that develops and maintains a control system by assessing creativity 
and innovation through performance measurement and an appropriate reward system [20]. It is a kind of a 
leader who supports their subordinates by increasing awareness of the interests, expected outcomes, and 
motivating subordinates by satisfying personal development in the organization's collective vision [21]. 
Transformational leadership style is a leadership style that focuses on inspiration, encouragement, and 
leadership by providing examples that can develop the potential of subordinates [17].  

Employability is one of the factors that can increase individual job satisfaction, and employability 
will facilitate individual skills to get maximum and more satisfying results [22]. Employability increases 
confidence in solving problems. Various problems that can be solved will make individuals feel satisfied with 
the results and work [23]. It allows individuals to be more flexible in completing tasks and face challenges 
that can contribute to obtaining an adequate level of job satisfaction [24]. Individuals with employability will 
use their knowledge, skills, and personal attributes in work that enable them to get maximum results so that 
individuals tend to be more satisfied with their quality and work [25].  

Employability is described as an effort to meet the demands of work on an ongoing basis by 
utilizing competence to the fullest [26]. Employability is the ability possessed by individuals to secure and 
maintain jobs [27]. It is defined as a set of skills, knowledge, and personal attributes that make individuals 
able to maintain their work and make a positive contribution to themselves, the organization, and the 
surrounding environment [28]. It also refers to an individual's ability to demonstrate the skills, knowledge, 
attributes, and attitudes to secure a job [29-31]. Employability is the quality and competence needed by 
individuals to meet the needs of the organization so that it can help realize the goals of the organization [32].  

Based on the explanation above, the interrelationship between transformational leadership style and 
employability on job satisfaction can be described in Figure 1. 

 
 

 
 

Figure 1. The role of transformational leadership style and employability on job satisfaction 
 
 
This study aimed to empirically examine the role of transformational leadership style and 

employability in predicting job satisfaction among university teachers at the University of X Yogyakarta. 
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2. RESEARCH METHOD  

2.1. Research participant  

The subjects in this study are university teachers at the University of X Yogyakarta, totaling 49 
university teachers. Characteristics of the subject are as permanent employees, have worked for at least five 
years and have the status as a teacher or lecturer. The selection of subjects was carried out randomly using 
simple random sampling techniques. 

 
2.2. Instrument 

The data in this study are collected using scales, namely: job satisfaction scale, transformational 
leadership style scale, and employability scale. The job satisfaction scale is designed based on aspects of job 
satisfaction, according to Smith, Kendall, and Hulin [33, 34], namely: the job itself, salary, promotion, 
supervision, and coworkers. The scaling model used for the job satisfaction scale is the Likert scale model. 
Examples of job satisfaction scale items are: "When I ask a colleague to help me do a certain task, the task 
can be completed", "I am satisfied with the improvement in my progress", and "I feel comfortable working in 
this organization". 

The scale of the transformational leadership style adopts aspects of transformational leadership 
according to Bass [35, 36]. It includes charisma, inspirational motivation, intellectual stimulation, and 
individual considerations. Liker scale model is also used for this scale. Examples of items on this scale are: 
"Leaders can express organizational goals in interesting and fun ways", "Leaders pay attention to every 
employee who has difficulty in his work", and "Leaders like to involve me in problem-solving". 

The scale of employability is composed based on the dimensions of employability, according to 
Fugate, Kinicki, and Ashforth [37], namely: career identity, personal adaptability, social and human capital. 
It also uses a Likert scaling model. Examples of employability scale items are: "I share information with 
coworkers related to the job completion process", "I hope to get a job that suits my field", and "I am able to 
act flexibly in an environment that is less supportive".  

 
2.3. Validity and reliability of instruments 

The results of a trial analysis of 30 subjects on the job satisfaction scale obtained the results of the 
reliability coefficient (α) of 0.706 with a different item power index (corrected item-total correlation) that 
moves from 0.267 to 0.581. Valid and reliable items that will be used for research are seven items. 

The results of the trial analysis of 30 subjects on the scale of the transformational leadership style 
obtained the results of the reliability coefficient (α) of 0.913 with different item power index (corrected item-
total correlation) moving from 0.269 to 0.655. Valid and reliable items that will be used for research are six 
items. 

The results of the trial analysis of 30 subjects on the scale of employability obtained the results of 
the reliability coefficient (α) of 0.821 with a different power index item (corrected item-total correlation) that 
moves from 0.289 to 0.510. The valid and reliable items that will be used for research are twenty items. 

 
2.4. Data analysis 

To analyze the data, the researchers use the parametric statistical method. Data analysis was 
performed using IBM SPSS Statistics 21.0, through multiple regression test techniques, which are statistical 
analysis techniques to determine the role of transformational leadership styles and employability in 
predicting job satisfaction. 

 
 

3. RESULTS AND DISCUSSION  

3.1. Prerequisite test 

3.1.1. Normality test 

Based on the results of the normality test analysis listed in Table 1, it is known that the significance 
value of the variables of job satisfaction, transformational leadership style, and employability are 0.089, 
0.086, and 0.530 respectively which have p>0.05 meaning that each data is normally distributed. It can be 
said that each variable has a normally distributed data distribution. 
 
 

Table 1. Distribution normality tes 
Variable Score K-SZ Significance Explanation 

Job satisfaction 1.248 0.089 Normal 
Transformational leadership style 1.253 0.086 Normal 

Employability 0.809 0.530 Normal 
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3.1.2. Linearity test 

Linearity test on transformational leadership to job satisfaction results shown in Table 2 obtained F 
linearity of 24.584 with a significance level (p) of 0.000. Meanwhile, the test on employability to job 
satisfaction obtained F linearity of 50.564 with a significance level (p) of 0.000, which means linear. Thus, 
there is a clear line that connects both variables linearly. 
 
 

Table 2. Linearity tes 
Variable F Linearity Significance Rule Explanation 

Transformational leadership style 24.584 0.000 P < 0.05 Linear 
Employability 50.564 0.000 P < 0.05 Linear 

 
 

3.1.3. Multicollinearity test 

The information in Table 3 shows that the test on both variables obtained a VIF value of 1.405 
(VIF<10) with a tolerance of 0.712 (tolerance>0.1). Thus, there is no multicollinearity between the two 
variables. 
 
 

Table 3. Multicollinearity tes 
Variable Tolerance VIF Explanation 

Transformational leadership style 0.712 1.405 No Multicollinearity 
Employability 0.712 1.405 No Multicollinearity 

 
 

3.2. Regression analysis test 

It can be seen from Table 4 that the role of the transformational leadership style on job satisfaction 
is obtained partial value of 0.337 with a significance level of p of 0.019 (p<0.05), which means 
transformational leadership style play a very significant role in determining work satisfaction. The partial 
value between employability and job satisfaction is 0.514 with a significance level of p 0.000 (p<0.01), 
which means it plays a very significant role in employability. 
 
 

Table 4. Partial hypothesis test 
Variable Partial Significance Rule Explanation 

Transformational leadership style to job satisfaction 0.337 0.019 P < 0.01 There’s a role and very significant 
Employability to job satisfaction 0.514 0.000 P < 0.01 There’s a role and very significant 

 

 

Based on the results of multiple linear regression analysis in Table 5, it was found that 
transformational leadership style and employability can simultaneously contribute to university teachers' job 
satisfaction at the University of X Yogyakarta. These results indicate that the first hypothesis is accepted so 
that job satisfaction variables can be predicted based on the transformational leadership style and 
employability. Simultaneously, the two independent variables contributed 52.5% to employability, and other 
factors could influence the remaining 47.5%. Other factors that affect job satisfaction include work type, 
organizational policy, supervision, administration, salary, and quality of life [2]. The contribution of the 
transformational leadership style to job satisfaction is 16.7%, and the contribution of employability to job 
satisfaction is 35.8%. It means employability contributes more dominantly than leadership style to job 
satisfaction. 

 
 

Table 5. Simultaneous hypothesis test 
Variable R R Square Significance Rule Explanation 

Transformational leadership and 
Employability to job satisfaction 

0.725 0.525 0.000 P < 0.01 There’s a very significant role 

 
 

The analysis shows that the second hypothesis is also accepted. It means that the transformational 
leadership style plays a certain role in university teachers' job satisfaction at the University of X Yogyakarta. 
This result is in line with previous research findings, which found that transformational leadership styles are 
more able to provide job satisfaction for employees [38, 39]. The transformational leadership style directs 
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attention to the relevance of trust among team members, where it is considered capable of giving satisfaction 
to subordinates [40]. The transformational leadership style can shape the quality of the work environment 
with better results [41]. It refers to the process of interaction between leaders and subordinates with the aim 
of increasing the creativity and motivation of subordinates and hoping that it can provide employee 
satisfaction at work [42].  

Transformational leadership encourages subordinates to make changes or innovations in themselves 
and the organization. Besides, this style focuses on increasing work motivation and employee confidence to 
be willing to contribute more to the organization so that leaders tend to be more actively involved with their 
subordinates, it is felt to make subordinates feeling satisfied at work [43]. Some researchers find that 
transformational leader behavior is able to explain important parts of job satisfaction. Individuals feel more 
satisfied when they have leaders who support their ideas and are open to other subordinates. Furthermore, 
transformational leaders are considered more inspiring to their subordinates [44]. Leaders with 
transformational style tend to be more valued by their subordinates because subordinates feel more 
comfortable and satisfied with supportive methods that their leaders have. This kind of leaders is willing to 
embrace, maintain and give confidence, which is proven to be helpful for subordinates to create innovation, 
individualized consideration, and broaden interactions which ultimately develop the level of competence 
[18].  

The results of the analysis for the third hypothesis are accepted, which means that employability 
plays a role in university teachers' job satisfaction at the University of X Yogyakarta. This finding supports 
the results of previous studies which found that employability is responsible for the level of employee 
satisfaction [45]. Employability predicts a number of results that give satisfaction to their work [46, 47]. 
Individuals who have employability tend to have higher job satisfaction and achievement [24]. Employability 
has a positive role in helping individuals improve their skills in certain tasks, which allows them to respond 
by increasing job satisfaction [48, 49]. 

Employability has a positive effect on employee job satisfaction because the quality of 
employability allows individuals to proactively identify various job opportunities and choose the most 
suitable or most flexible in terms of work conditions [24]. Individuals with knowledge, skills, and experience 
are needed by organizations for the demands of their goals and make it possible to do work efficiently, so that 
individuals with employability have the opportunity to get jobs that they feel are satisfying, because 
individuals can choose conditions of work that suit themselves [50, 51]. Employability encourages 
individuals to control their careers, thus enabling individuals to fully control the things that can reduce their 
satisfaction at work [37].  

This research can provide insight and awareness to employees and organizations. This research 
shows that transformational leadership style and employability can make employees to be more comfortable 
and satisfied with their work, but also can foster a willingness for employees to contribute optimally, as well 
as provide insights to evaluate themselves about the quality of their work. Organizations can consider the 
factors of informational leadership style and employability in selecting employees. The results of this study 
can also be used as a reference for compiling training modules specifically employability training which has 
a dominant contribution to dealing with employee problems in terms of job satisfaction at the University of X 
Yogyakarta. Thus, employees will contribute more to the organization with satisfying results for personal 
employees. 
 

 

4. CONCLUSION  

The transformational leadership style and employability are simultaneously able to predict 
university teachers' job satisfaction at the University of X Yogyakarta. The contribution of transformational 
leadership style and employability to job satisfaction is 52.5%. The contribution of employability to job 
satisfaction is more dominant than the contribution of the transformational leadership style. 
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