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Abstract: To better enhance the competitiveness of private colleges and universities, especially in the case of fewer and fewer 
students, the soft power of human resources is particularly important. Thus, research on private colleges and universities is of 
great significance to promoting the development of higher education in Sichuan and even the entire western region. The research 
found that the job satisfaction of employees was closely positively correlated with the four aspects of transformational leadership 
(idealized influence, inspiration motivation, intellectual stimulation, and individual consideration), and the needs for 
transformational leadership were different for different educational levels, age groups, and professional titles. The study showed 
that the higher the educational level and professional title, the stronger their demand for transformational leadership, and vice 
versa; in terms of age and years of work, the older and longer the staff had, the lower their demand for transformational leadership 
and the lower their scores. They had a fixed mindset and were more inclined to a stable leadership style. On the other hand, the 
study found that the job satisfaction of administrative staff was significantly affected by leadership style, that is, they had a 
significant correlation, among which relationship satisfaction had the highest correlation, followed by satisfaction with the 
environment and welfare, and then the satisfaction with personal growth and progress. The lowest correlation was the satisfaction 
with the work itself. This is mainly because transformational leaders have a sense of responsibility, motivate and inspire 
employees, guide employees, and pay attention to the balance between work and life, which evaluates various standards relatively 
high. The research results are helpful to promote the improvement of transformational leadership in private universities, and then 
improve employee satisfaction. 
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1. Introduction 
As a component of higher education institutions, the 

academic departments can be said to be an essential 
component of them. All of the higher educational institutions 
have corresponding teaching departments, regardless of their 
name and their size. They are the main departments of higher 
education institutions to implement teaching management. 
The quality of their role directly affects the quality of teaching 
and then affects the students' evaluation of them, and will 
have a good or bad impact on the subsequent enrollment.  

To higher education institutions, academic department 
leaders are indispensable and important parts in the process 
of realizing educational goals. Specifically, academic 
department leaders in private higher educational institutions 
mainly play the role of organization, decision-making, 
executive, coordination, and propaganda, they assume the 
roles of colleagues, subordinates(of the principal), and 
superiors(of department members), which makes the status of 
them have the characteristic of multiplicity, complexity, 
responsibility, powerful and service, so they have the 
combinational identifies of responsibility, the owner of the 
power, the provider of service.  

As heads of the academic department, they have an 
important impact in motivating employees and achieving 
departmental goals, they are the bridge between the college 
and employees (especially the teachers), and play the 
important role of collecting employees’ opinions and advice 
and then submitting them to the upper institutions to help it 

has a good development while giving the explaining the 
policies of instructions to them. The leaders play the role of 
connecting and coordinating within the organization, and they 
are responsible for the key tasks to institutions in 
implementing strategies, motivating teams, solving problems, 
developing talent, and promoting innovation, and play an 
important role in achieving the organization's strategic goals 
and enhancing competitiveness. They should decompose the 
responsibilities of the department according to the 
development strategy and objectives of the organization, 
formulate and implement practical plans for the realization of 
the organization, and divide the responsibilities of the 
department, to guide and motivate employees to continue to 
achieve this goal. 

Nowadays, several problems with transformational 
leadership prevent them from performing their leadership 
roles well. These problems may include a lack of strategic 
thinking mind, poor communication skills, lack of decision-
making skills, resistance to changes and reform, lack of team 
building skills, and inadequate talent retaining and 
development thoughts. Thus, academic department leaders 
who lack transformational leadership competencies often 
make themselves sink into specific things and work, unable 
to give guidance and inspiration to employees (no matter the 
teachers or the non-teaching staff in the department). Which 
in the worst, will lead to a negative team atmosphere and 
confusion to members due to the lack of leadership. Therefore, 
to improve the overall management level of higher 
educational institutions, it is urgent and necessary to take 
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measures to comprehensively improve the transformational 
leadership competencies of academic department leaders. 

Through consulting the data, the researcher found that most 
of the existing research on leadership focused on principals, 
teachers general administrative service personnel, and the 
transformational leadership of academic department leaders, 
which is worthy of in-depth investigation and research. 

As a human resource manager in a university, the 
researcher deeply understands the important role of human 
resources, especially outstanding talents, in the sustainable 
development of the school. The researcher has also done 
research on satisfaction before and found that for private 
universities, compared with public universities, most of them 
are dissatisfied with their salaries and benefits, which is 
closely related to the shortcomings of private universities 
themselves. In addition, many young and outstanding 
personnel are also dissatisfied with the management and 
management system of private universities. In order to further 
understand this problem, the researcher combined his own 
profession and work to further explore the relationship 
between the transformational leadership of the leaders of the 
teaching department and the job satisfaction of non-teaching 
staff, in order to continuously improve the management 
(system and leaders), thereby improving the job satisfaction 
of non-teaching staff, retaining talents for private universities, 
and making them invincible in the fierce competition. The 
researcher, a staff from the human resource management 
department of a private college in Chengdu of Sichuan 
Province, finds that academic department leaders’ 
transformational leadership competencies exist problems 
mentioned before through the employee turnover reason 
investigation and annual performance appraisal staff 
evaluation of head and their observation, to better provide 
good services to teachers, and improve the leadership level of 
academic department leaders and staff job satisfaction, the 
researcher wants to carry out the research to do some 
improvement of the leadership and management system to 
change the situation of private colleges of Sichuan. 

2. Statement of the Problem 
The main objective of the research is to explore the 

transformational leadership competencies of academic 
department leaders and staff satisfaction in selected private 
higher educational institutions. 

1. What is the profile of the respondents in terms of: 
1.1 sex,  
1.2 age, 
1.3 marital status,  
1.4 years of working at present position, 
1.5 educational background, 
1.6 level of qualification, 
1.7 college affiliation 
2. What is the assessment of the respondents on the 

transformational leadership competencies of academic 
department leaders in terms of:  

2.1 idealized influence 
2.2 inspirational motivation 
2.3 intellectual stimulation 
2.4 individual consideration 
3. Is there a significant difference between the respondents 

on the assessment of academic department leaders’ 
transformational leadership when their profile is taken as a 
test factor? 

4. What is the assessment of staff satisfaction of the 

respondents in the academic department? 
4.1 satisfaction from work itself 
4.2 satisfaction from personal growth and progress 
4.3 satisfaction from relationship 
4.4 satisfaction from surroundings and benefits 
5. Is there a significant difference of the respondents on the 

assessment of job satisfaction when their profile is taken as 
test factor? 

6. Is there a significant relationship between department 
leaders’ transformational leadership and job satisfaction of 
the respondents in academic department? 

7. Based on the results of the study, what human resource 
management development program can be proposed to 
improve the transformational leadership of academic 
department leaders? 

3. Research Design  
In the research, the researcher explored the correlation 

between academic department leaders’ leadership and the 
academic department staff's (including teachers and 
administrators) satisfaction, explored the academic 
department leader's transformational leadership promotion 
method, and improved the staff satisfaction while retaining 
talents. 

The researcher used a quantitative research method, and the 
adapted questionnaire to collect research data. The research 
evaluated transformational leadership with a modified 
Multifactor Leadership Questionnaire (MLQ) scale and 
validated tool Job Satisfaction Survey (JSS).  

The researcher used the comprehensive “descriptive-
comparative-correlational” research design method to 
understand the transformational leadership status of academic 
department leaders, staff satisfaction, and the correlation 
relationship between them. 

4. RESULTS AND DISCUSSIONS 
1. Demographic Profile of the Respondents 
There were 307 respondents from the three schools, 

including 204 females, in terms of age distribution, the 
majority were under 40 years old, in terms of marital status, 
more than two-thirds of the respondents were unmarried; in 
terms of years of working in the current position, more than 
half had been working for less than 5 years, and another one-
third had been working for more than ten years; in terms of 
educational background, about more than one-third had a 
master's degree, and 10% had no degree; in terms of 
professional title level, more than one-third had middle 
qualification, in terms of school affiliation, the number of 
respondents from the three schools was the same. 

2.Assessment of Respondents on Transformational 
Leadership of Academic Department Leaders 

In terms of idealized influence, the assessment of 
respondents in the transformational leadership style of the 
academic department leadership the overall result seemed that 
the respondents homogeneously agreed on their assessment 
as indicated by the small value of standard deviation. The 
idealized influence of academic department leaders in 
selected colleges can be best described that they have a vision 
for the department following the goal and working hard as 
equally evident.   
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Table 1. Demographic Profile of the Respondents 

Variables 
Frequency Percent 

Sex 

Male 103 33.6% 

Female 204 66.4% 

Age 307 100% 

21-30 years old 78 25.4% 

31-40 years old 151 49.2% 

41-50 years old 62 20.2% 

51 years old and above 16 5.2% 

Marital status 307 100% 

Unmarried 211 68.7% 

Married 86 28.0% 

Other status 10 3.3% 

Years of working at this position 307 100% 

Less than 1 year 19 6.2% 

1-5 years 146 47.6% 

6-10 years 62 20.2% 

11-15 years 37 12.0% 

More than 16 years 43 14.0% 

Educational background 307 100% 

Bachelor’s degree 152 49.5% 

Master’s degree 109 35.5% 

Doctoral degree 14 4.6% 

No degree 32 10.4% 

Level of Qualification 307 100% 

High qualification 27 8.8% 

Middle qualification 122 39.7% 

Low qualification 80 26.1% 

No qualification 78 25.4% 

College affiliation 307 100% 

School A 116 37.8% 

School B 109 35.5% 

School C 82 26.7% 

Total 307 100% 

Table 2. Assessment Of Respondents on Transformational Leadership of Academic Department Leaders 

Variables 
Composite 

Mean Std. Deviation Interpretation Rank 

Idealized Influence 3.2271 0.615 Manifested 3 

Inspirational Motivation 3.2383 0.648 Manifested 2 

Intellectual Stimulation 3.2429 0.615 Manifested 1 

Individual Consideration 3.2043 0.644 Manifested 4 

Composite 3.23 0.630 Manifested -- 

Scale:4.00-3.51-Strongly Agree/Highly Manifested; 3.50-2.51=Agree/Manifested;2.50-1.51=Disagree/Less Manifested; 
1.50-1.00=Strongly Disagree/Not Manifested 

 
In terms of inspirational motivation, the assessment of respondents in the transformational leadership style of the 
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academic coordinators has an overall result that seemed that 
the teachers homogeneously agreed on their assessment as 
indicated by the small value of standard deviation. The 
idealized influence of the academic department leaders in 
selected colleges can be best described as a leader who is loyal 
to his/her department  

In terms of intellectual stimulation, the assessment of 
respondents in the transformational leadership style of the 
academic coordinators, the overall result seemed that the 
teachers homogeneously agreed on their assessment as 
indicated by the small value of standard deviation. The higher 
mean scores were evident by the leaders who can present to a 
group of peers and/or seniors by scores.  

In terms of individual consideration, the assessment of 
teachers in the transformational leadership style of the 
academic coordinators, the overall result seemed that the 
respondents homogeneously agreed on their assessment as 
indicated that they regard their academic leaders could 
recognize balanced work.  

3.Difference of the respondents on the assessment of 

academic department leaders’ transformational leadership 
competencies when their profile is taken as a test factor 

The assessment of non-teaching staff on the 
transformational leadership of academic department leaders 
yielded significant results across all its variables when 
grouped according to age, years of working at the position, 
educational background, and college affiliation 

The assessment of non-teaching staff on the 
transformational leadership of academic department leaders 
yielded significant results across all its variables except 
individual consideration when grouped according to sex. and 
inspirational motivation when grouped by level of 
qualification. 

It indicates that there is no significant difference in the 
assessment of respondents on the transformational leadership 
of academic department leaders when grouped by marital 
status. 

4.Assessment of staff satisfaction of the respondents in the 
academic department 

 
Table 3. Assessment of staff satisfaction of the respondents in the academic department 

Variables 
Composite 

Mean Std. Deviation 
Adjectival 

Interpretation Rank

Satisfaction from Work itself 3.1647 0.5238 Agree/Manifested 2 

Satisfaction from Personal growth and progress 3.1066 0.5575 Agree/Manifested 3 

Satisfaction from Relationship 3.2313 0.5658 Agree/Manifested 1 

Satisfaction from Surroundings and benefits 3.0289 0.5787 Agree/ Manifested 4 

Composite 3.13 0.56 Manifested -- 

Scale:4.00-3.51-Highly Satisfied/Highly Manifested; 3.50-2.51=Satisfied/Manifested;2.50-1.51=Dissatisfied/ Less 
Manifested;1.50-1.00=Highly Dissatisfied/ Not Manifested 

 
Table 3 reveals that among the variables of the staff 

satisfaction of the respondents, with a mean score of 3.23, the 
variable satisfaction from relationship ranks highest, and the 
following are satisfaction from work itself, satisfaction from 
personal growth and progress, and satisfaction from 
surroundings and benefits with mean scores of 
3.165,3.107and 3.029, which make them rank 2,3 and 4. The 
composite mean score is 3.13. 

Among the variables of the staff satisfaction of the 
respondents, satisfaction from relationships ranks highest, 
and the following are satisfaction from work itself, 
satisfaction from personal growth and progress, and 
satisfaction from surroundings. When it comes to satisfaction 
from work itself can be best described that there is enough 
challenge in the job, and the worker can make full use of their 
abilities and capacities ranking at the top equally.  

When it comes to satisfaction from personal growth and 
progress, the variable of having the chance to try their 
methods of doing the job ranks 1, and getting enough 
promotion opportunities ranks the least. 

In terms of satisfaction from relationships, the variable of 
the way my co-workers get along with each other with the 
highest mean score is ranked 1. On the other hand, the 
variable of care and concern from the leader ranks the lowest 
with a mean score. 

When it comes to satisfaction from surroundings and 
benefits,” the comfort and safety of the working environment” 

got the highest mean, while “the salary and welfare I got 
compared to the one in private colleges” got the lowest score. 

5.Difference of the respondents on the assessment of job 
satisfaction when their profile is taken as a test factor 

The assessment of non-teaching staff on job satisfaction 
yielded significantly different results across all its variables 
when grouped by years of working at the position and level 
of qualification. 

There is no significant difference among the respondents 
on the assessment of job satisfaction except for satisfaction 
from relationships when their sex was taken as a test factor. 
And no significant difference among the respondents on the 
assessment of job satisfaction except for satisfaction from 
work itself when age was taken as a test factor, satisfaction 
from work itself and from surroundings and benefits when 
college affiliation was taken as a test factor, satisfaction from 
relationship and satisfaction from surroundings and benefits 
when educational background was taken as a test factor. 

It indicates that there is no significant difference in the 
assessment of job satisfaction when grouped by marital status 
and sex except for the variable of satisfaction from the 
relationship. 

6.Relationship between academic department leaders’ 
transformational leadership and job satisfaction of the 
respondents in an academic department. 
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Table 4. Relationship Between Leaders’ Transformational Leadership and Job Satisfaction of The Respondents in Academic Department 

Academic department 
leaders’ transformational 

leadership 

Statistical 
Treatment 

Job satisfaction of non-teaching staff in an academic department 

Satisfaction 
from Work itself

Satisfaction from 
Personal growth and 

progress

Satisfaction from 
Relationship 

Satisfaction from 
Surroundings and 

Benefits

Idealized Influence 

Pearson 
Correlation 

.594** .619** .765** .639** 

Sig. (2-tailed) <.001 <.001 <.001 <.001 

Decision on Ho Reject Reject Reject Reject 

Interpretation Significant Significant Significant Significant 

Inspirational Motivation 

Pearson 
Correlation 

.571** .615** .733** .616** 

Sig. (2-tailed) <.001 <.001 <.001 <.001 

Decision on Ho Reject Reject Reject Reject 

Interpretation Significant Significant Significant Significant 

Intellectual Stimulation 

Pearson 
Correlation 

.571** .618** .745** .636** 

Sig. (2-tailed) <.001 <.001 <.001 <.001 

Decision on Ho Reject Reject Reject Reject 

Interpretation Significant Significant Significant Significant 

Individual Consideration 

Pearson 
Correlation 

.558** .591** .711** .627** 

Sig. (2-tailed) <.001 <.001 <.001 <.001 

Decision on Ho Reject Reject Reject Reject 

Interpretation Significant Significant Significant Significant 

**. Correlation is significant at the 0.01 level (2-tailed) 
 
It can be seen from Table 4 that using a Product Moment 

Correlation Coefficient or Pearson r, the relationships 
between the transformational leadership of academic 
department leaders and the job satisfaction of non-teaching 
staff in the academic department revealed significant 
correlations across all its respective variables. This implied 
that the transformational leadership of academic department 
leaders strongly influenced the job satisfaction of non-
teaching staff in the academic department or vice-versa. 
Among them, satisfaction from relationship has the highest 
correlation, followed by satisfaction from surroundings and 
benefits, and then satisfaction from personal growth and 
progress, the lowest correlation was satisfaction from work 
itself.  

5. Conclusion 
Based on the findings presented in the study, the following 

conclusions are drawn: 
1.Research shows that transformational leaders, through 

their care and support for employees, make them feel valued 
and recognized, thereby enhancing their sense of belonging 
and job satisfaction. These leaders usually guide the team 
through clear visions and goals and stimulate the intrinsic 
motivation of employees, and employees are therefore more 
actively involved in their work and feel a sense of 
professional achievement. 

2.To most of the staff, transformational leaders pay 
attention to the personal growth and career development of 
employees and provide them with training and promotion 
opportunities. However, transformational leadership is not 
appropriate for all employees in some ways, especially those 
who are older have worked longer, and are more concerned 

about stability. So, when dealing with different people, 
transformational leaders can influence them in different 
aspects, thereby improving their relevant satisfaction. 

3.In Most private colleges and universities, people are most 
satisfied with relationships, followed by young employees 
and new employees who are more satisfied with their job 
satisfaction and personal growth and progress.    

6. Recommendations 
1.It is recommended that academic department leaders in 

selected colleges enhance their transformational leadership in 
terms of idealized influence, inspirational motivation, 
intellectual stimulation, and individual consideration to 
improve non-teaching staff’s job satisfaction. 

2.Leaders need to always be aware of the complexity and 
ever-changing of the environment when their followers are 
grouped by sex, age, years of working at the position, 
educational background, organizational culture, and so on. 

3.Transformational leaders should pay more attention to 
new and young staff, because they are more susceptible to and 
more interested in transformational leadership, to the older 
employees in the academic department, the transformational 
leaders gradually implement it in aspects that they used to, 
such as personalized care, and do not force them to make 
changes, otherwise it may cause them to resist. 

4.Improve working surroundings and welfare and work-life 
balance by flexible working hours, remote work options, and 
increased welfare programs. 

5.The researcher recommends the Human resource 
management development program to improve the 
transformational leadership of academic department leaders 
as well as the job satisfaction of staff in the department by 
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providing necessary benefits to the employees by increasing 
salaries. 

6.Reward and recognition mechanisms regularly to praise 
those employees who perform well and encourage other 
employees to make continuous progress. These rewards are 
not limited to material rewards, but can also include public 
recognition, promotion opportunities, etc. This can not only 
motivate employees to work but also enhance their sense of 
self-worth and job satisfaction. 

7.Encourage a culture of innovation, allow employees to 
try and experiment at work, and set up a reward mechanism 
to stimulate creative thinking. You can create activities such 
as "Innovation Challenge" or "Brainstorming Day" to 
stimulate employees' creativity. It improves employees' sense 
of achievement and work engagement, thereby improving job 
satisfaction. 

References 
[1] Aladeen, Alloubani., et al. (2018) Leadership styles’ influence 

on the quality of nursing care. International Journal of Health 
Care Quality Assurance. 32(6), 1023-1033. DOI 10.1108/ 
IJHCQA-06-2018-0138. 

[2] Alemu, M. Kebede. (2017). The influence of leadership styles 
on employees’ job satisfaction in Ethiopian Public Universities. 
Contemporary Management Research, 13(3), 165-176. 

[3] Antonakis, J., Avolio, B.J., & Sivasubramaniam, N.(2003). 
Context and Leadership: An Examination of the Nine Factor 
Full-Range Leadership Theory Using the Multifactor 
Leadership Questionnaire.The Leadership Quarterly,14,261-
295. https://doi.org/10.1016/ S1048-9843(03)00030-4. 

[4] Asmaa M, Hassan M, Saneya M, Rizq D, Eman M. & Sief El-
Naser, D. (2018). Assessment of Work Stress and Coping 
Strategies among Primary School Teachers, Med. J. Cairo 
Univ., Vol. 86, No. 5, 2447- 2456. 

[5] Baker Justin T, Baker Edward L. (2023). Leadership Practice—
Delivering Clear and Inspiring Messages .Journal of Public 
Health Management and Practice,29,2. 

[6] Bass, B. M., & Avolio, B. J. (1994). Improving organizational 
effectiveness through transformational leadership. Thousand 
Oaks, CA: SAGE. 

[7] Bass, B. M. (1998). Transformational leadership: Industry, 
military, and educational impact. Mahwah, NJ: Erlbaum. 

[8] Belete A.K. (2018). "Turnover intention influencing factors of 
employees: An empirical work review" . Journal of 
Entrepreneurship & Organization Management, 7(3), 1–5. 

[9] Busato VV, Prins FJ, Elshout JJ, Hamaker C. (1998). The 
relation between learning styles, the big five personality traits 
and achievement motivation in higher education. Personality 
and individual differences, 26,129-140.   

[10] Chen Ting.(2022).Research on Leadership Improvement of 
middle managers in ZX Company based on 360-degree model. 
Shandong Finance and Economics University.  

[11] Choi1, J., & Jang, Y. (2018). A study on job anxiety, turnover 
intention and job satisfaction of aviation security search 
employees. International Journal of Pure and Applied 
Mathematics, 120(6), 5703-5717.  

[12] Cui Wei Lu. (2021). Research on competency model 
construction of middle managers in hospital administration. 
Shijiazhuang: Hebei Medical University. 

[13] Feng, L., Li, Y., & Qi, G. (2020). The impact of 
transformational leadership on employee job satisfaction: The 
mediating role of psychological empowerment and the 

moderating role of gender. Frontiers in Psychology, 11, 2303. 
doi:10.3389/fpsyg.2020.02303. 

[14] Joanna, W., & Jerzy, K. (2020). Conceptualizing job 
satisfaction and its determinants: A systematic literature review. 
Journal of Human Resource, 2(5), 138-167.  

[15] Jordan P.J., & Troth A.C. (2020). "Common method bias in 
applied settings: The dilemma of researching in organizations". 
Australian Journal of Management, 45(1), 3–14. 

[16] Hackman, M. Z., & Johnson, C.E. (2018). Leadership: A 
Communication Perspective (7th ed.). Long Grove; IL: 
Waveland Press.  

[17] Hair, J.F., Black, W.C., Babin, B.J., & Anderson, R.E. (2014). 
Multivariate Data Analysis (7th ed.). Harlow: Pearson 
Education Limited.  

[18] Harvanek Zachary M,Millard Hun.(2019).A Structured 
Approach to Introducing Residents to Group Therapy 
Leadership.[J].Academic psychiatry: the journal of the 
American Association of Directors of Psychiatric Residency 
Training and the Association for Academic Psychiatry,43,6.  

[19] Helal, I. (2022). The impact of performance appraisals on 
employee productivity: The case of the Lebanese Retail Sector. 
European Journal of Business and Management Research, 7(5), 
109-117.  

[20] Gao Yanzhao.(2018). How do middle-level leaders perform 
their supervisory duties well?  Leadership Science, 07. 

[21] Gilliland, Kristie, "Transformational Leadership Training for 
Leaders" (2023). Digital Commons @ ACU, Electronic Theses 
and Dissertations. Paper 695. 

[22] Gupta V, Rao E & Mukherjee R. (2018). Occupational Stress 
among Faculty Members: A Review of Literature. International 
Journal of Research and Development. Volume-4, Issue–2. 

[23] Khan, M. A., & Niazi, G. S. K. (2020). Transformational 
leadership and employee satisfaction: A study on the 
moderating role of employee engagement. Journal of Business 
Research, 113, 161-168. 

[24] Kumari K., & Yadav S. (2018). "Linear regression analysis 
study" . Journal of the Practice of Cardiovascular Sciences, 
4(1), 33–36. 

[25] Li Chaoping, Shi Kan.(2005).Structure and measurement of 
transformational leadership. Psychology Journal, 37 (6): 803-
811. 

[26] Li, Y., Wang, Q., Chen, X., & Tian, Z. (2019). Work 
environment, employee satisfaction, and intention to stay 
among pediatric nurses. Journal of Nursing Management, 27(7), 
1437-1443. doi:10.1111/jonm.12870. 

[27] Liao Jing.(2020).Leadership content structure and promotion 
strategy of grassroots female cadres in the new era Decision 
exploration (bottom),06.  

[28] Liao Jing..(2020).Research on the components and internal 
action mechanism of grassroots cadres' leadership in the new 
era. Theoretical Construction, 36,03.  

[29] Mead Walter Russell.(2018).A Higher Loyalty:Truth,Lies,and 
Leadership[J].Foreign Affairs,97,5. 

[30] Miao Jianming, Huo Guoqing,(2006).Science and Technology 
Leadership Research, Chinese Academy of Sciences. 
Leadership five-force Model Study. Leadership Science, 9, 20-
23.  

[31] Nguyen, T. T., & Nguyen, H. M. (2019). The impact of 
transformational leadership on employee satisfaction and 
organizational commitment: A study in Vietnamese higher 
education. International Journal of Educational Management, 
33(5), 1036-1054. 



 

301 

[32] Rad, A. M. M., & Yarmohammadian, M. H. (2019). 
Relationship between organizational culture and job 
satisfaction among faculty members in higher education 
systems: The mediating role of job stress. Studies in Higher 
Education, 44(1), 198-214. doi:10.1080/ 03075079. 2017. 
1373961. 

[33] Rafat ,N.(2024).Investigating Factors Affecting the Job 
Satisfaction of the Academic Staff Members of Takhar 
University. Journal of Economics, Finance and Accounting 
Studies, 6(1),13-22.https://doi.org/10.32996/jefas.2024.6.1.2. 

[34] Raj, S., Nijjer, S., Ongsakul, V., & Singh, H. (2019). 
Determinants of key facets of job satisfaction in the banking 
sector: applying SMART PLS and artificial neural networks. 
Journal for Global Business Advancement, 12(2), 298-323. 

[35] Parveen H. (2019). Relationship Between Teachers’ Stress and 
Job Satisfaction: Moderating Role of Teachers’ Emotions. 
Pakistan Journal of Psychological Research; Vol. 34, No. 2, 
353-366. 

[36] Quraishi U, Aziz F & Siddiquah A. (2018). Stress and Coping 
Strategies of University Teachers in Pakistan. Pakistan Journal 
of Education. Vol. 35, No. 2, 193-206. 

[37] Saputra, F., & Mahaputra, M. R. (2022). Effect of job 
satisfaction, employee loyalty and employee commitment on 
leadership style (human resource literature study). Dinasti 
International Journal of Management Science, 3(4), 762-772.  

[38] Serra, J. M., & Garcia-Menendez, L. (2019). Good practice and 
satisfaction among academic staff: The role of quality 
management systems. Tertiary Education and Management, 
25(1), 46-59. doi:10.1080/13583883.2018.1542885. 

[39] Smith, R., & Lee, J. (2022).Evaluating Transformational 
Leadership in Academic Department Heads: Results from a 
Comprehensive Study, Journal of Educational Leadership and 
Administration106(1), 152. 

[40] Sun Meng. (2020).High school head teacher leadership Study. 
Shijiazhuang: Hebei Normal University.  

[41] Sidenblad Anders, Jansson Jörgen, Andersson Sten-Ove. 
(,2023) Physicians and nurse’s perceptions of leadership in 
military pre-hospital emergency care. International Emergency 
Nursing,4,66. 

[42] Tang Chao, Fu Changqing. (2022).Leadership Position= 
Leadership. Hospital of China,18, 02.  

[43] Turner, K. (2022). Servant leadership to support well-being in 
higher education teaching. Journal of Further and Higher 
Education, 46(7), 947-958. 

[44] Valdez G, Cayaban A, Mathews S & Doloolat Z. (2019). 
Workplace Empowerment, Burnout, and Job Satisfaction 
among Nursing Faculty Members: Testing Kanter’s theory. 
Nurs Palliative Care Int.; 2(1):29-35. 

[45] Wolff, C., & Keith, N. (2019). Motives relate to cooperation in 
social dilemmas but have an inconsistent association with 
leadership evaluation. Scientific Reports, 9(1), 10118. 

[46] Wong, S. C. (2020). Competency definitions, development, 
and assessment: A brief review. International Journal of 
Academic Research in Progressive Education and 
Development, 9(3), 95-114.  

[47] Wu Cuihua, Li Wenyu, Zhang Yanmin, He Ruiying.(2018). 
Research on the relationship between company leader 
personality traits, leadership behavior and innovation ability 
Technology and Industry,18, 57-65.  

[48] Wu, J., Liden, R. C., Liao, C., & Wayne, S. J. (2021). Does 
manager-servant leadership lead to follower-serving behaviors? 
It depends on the follower's self-interest—Journal of Applied 
Psychology, 106(1), 152.  

[49] YANG Shouhong, YING Jia, WANG Qiqi. (2019). Research 
on the capability of middle-level cadres and promotion 
countermeasures in colleges in the new era. Journal of 
Architectural Education in Institutions of Higher Learning, 
28(6): 148-154. DOI: 10.11835/j.issn.1005-2909.2019.06.021. 

[50] Zeng Huihuang. (2022).A Construction and application of 
competency model for middle managers of municipal power 
supply Company. Quanzhou: Huaqiao University. 

 


