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Abstract: Job satisfaction is the positive or negative feeling employees have toward their work, which 

arises from evaluating various aspects of the job. This study aims to analyze and explain the role of 

organizational climate in mediating the effect of transformational leadership on the job satisfaction of 

Taman Prakerti Bhuana employees through an associative quantitative approach using saturated 

sampling (census) on 86 employees and Partial Least Square (PLS) analysis. The results indicate that 

transformational leadership has a positive and significant effect on job satisfaction and organizational 

climate, while organizational climate has a negative and significant effect on job satisfaction and 

negatively mediates the relationship between transformational leadership and job satisfaction. These 

findings have theoretical implications for Herzberg’s Two-Factor Theory, in which transformational 

leadership serves as a motivator factor that can increase job satisfaction, while negative perceptions of 

organizational climate reflect weaknesses in hygiene factors such as policies, communication, and 

working conditions, thereby potentially reducing satisfaction even when motivators are fulfilled. The 

practical implication for the management of Taman Prakerti Bhuana is the need for a comprehensive 

evaluation of internal policies, communication systems, and work environments to strengthen hygiene 

factors so that transformational leadership, which is already running effectively, can be supported by a 

more conducive organizational climate and sustainably enhance job satisfaction. 

Keywords: Herzberg’s Two-Factor Theory; Job Satisfaction; Mediating Effect; Organizational 

Climate; Transformational Leadership.  

 
1. Introduction 

Human re~source~s (HR) are~ an i~mportant aspe~ct of an organi~zati~on that play a role~ as 
the~ dri~vi~ng force~ of organi~zati~onal ope~rati~ons (Magdale~na, 2021). The~ role~ and functi~on 
of human re~source~s cannot be~ re~place~d i~n an organi~zati~on, maki~ng HR one~ of the~ 
i~mportant i~ndi~cators for organi~zati~ons to achi~e~ve~ goals e~ffe~cti~ve~ly and e~ffi~ci~e~ntly 
(Pre~mi~sari~ & Furwanto, 2022). The~ i~mportance~ of human re~source~s for organi~zati~ons 
re~qui~re~s HR to have~ hi~gh pe~rformance~ i~n managi~ng organi~zati~onal acti~vi~ti~e~s (Rahman, 
2020). One~ of the~ de~te~rmi~ni~ng factors that HR ne~e~ds to i~mprove~ i~s job sati~sfacti~on 
(Zulham e~t al., 2020). The~ hi~gh or low le~ve~l of job sati~sfacti~on wi~ll have~ the~ e~ffe~ct on 
e~mploye~e~ pe~rformance~ wi~thi~n the~ organi~zati~on (Mora e~t al., 2020). Thi~s me~ans that 
i~ndi~vi~duals who fe~e~l sati~sfi~e~d wi~th the~i~r work wi~ll pe~rform be~tte~r compare~d to those~ 
who do not obtai~n job sati~sfacti~on. Thi~s i~s ori~e~nte~d toward i~ncre~asi~ng i~ndi~vi~dual 
producti~vi~ty so that organi~zati~onal e~ffe~cti~ve~ne~ss and e~ffi~ci~e~ncy can be~ i~mprove~d. 

E~ve~ry i~ndi~vi~dual has a di~ffe~re~nt le~ve~l of job sati~sfacti~on, whi~ch i~s affe~cte~d by the~i~r 
characte~ri~sti~cs and ne~e~ds (Habi~bah & Si~re~gar, 2023). Thi~s me~ans that i~ndi~vi~dual job 
sati~sfacti~on i~s affe~cte~d by e~xpe~ctati~ons and de~si~re~s i~n re~lati~on to the~ output re~ce~i~ve~d 
(Putra e~t al., 2019). I~f e~xpe~ctati~ons are~ me~t, e~mploye~e~s wi~ll fe~e~l sati~sfi~e~d wi~th the~i~r work; 
othe~rwi~se~, the~i~r work wi~ll not provi~de~ a se~nse~ of sati~sfacti~on. Astuti~k & Pri~antono (2020) 

state~d that “job sati~sfacti~on i~s the~ favorable~ and unfavorable~ fe~e~li~ngs some~one~ has 
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re~gardi~ng the~i~r work.” Spe~ctor and Wi~malasari~ i~n I~drus (2022) de~fi~ne~ job sati~sfacti~on as 
follows: Job sati~sfacti~on i~s si~mply how pe~ople~ fe~e~l about the~i~r job and di~ffe~re~nt aspe~cts of 
the~i~r job. I~t i~s the~ e~xte~nt to whi~ch pe~ople~ li~ke~ (sati~sfacti~on) or di~sli~ke~ (di~ssati~sfacti~on) 
the~i~r job. I~t i~s ge~ne~rally asse~sse~d; Job Sati~sfacti~on i~s an atti~tudi~nal vari~able~. Thi~s me~ans 
job sati~sfacti~on i~s re~late~d to a pe~rson's e~moti~ons i~n pe~rformi~ng the~i~r work. Whe~n 
e~mploye~e~s e~njoy carryi~ng out the~i~r tasks, i~t can be~ assume~d the~y fe~e~l sati~sfi~e~d and 
de~monstrate~ posi~ti~ve~ atti~tude~s; conve~rse~ly, whe~n i~ndi~vi~duals fe~e~l di~ssati~sfi~e~d or unhappy 
wi~th the~i~r work, ne~gati~ve~ atti~tude~s may e~me~rge~ (Mubyl e~t al., 2023). 

Job sati~sfacti~on i~s a posi~ti~ve~ fe~e~li~ng de~monstrate~d by i~ndi~vi~duals about the~i~r work as 
a re~sult of e~valuati~ng vari~ous e~le~me~nts of the~ job (Putri~ & Hadi~, 2024). Job sati~sfacti~on 
affe~cts the~ fulfi~llme~nt of physi~cal and psychologi~cal ne~e~ds and how e~mploye~e~s thi~nk about 
the~ me~ani~ng of the~i~r work. E~mploye~e~ job sati~sfacti~on can i~ncre~ase~ or de~cre~ase~ company 
targe~ts. Ne~e~ds such as salary, promoti~on opportuni~ti~e~s, we~lfare~ and be~ne~fi~ts, worki~ng 
condi~ti~ons, re~lati~onshi~ps wi~th colle~ague~s, and organi~zati~onal poli~ci~e~s, whe~n ade~quate~ly 
fulfi~lle~d, can le~ad to posi~ti~ve~ atti~tude~s toward work such as i~nvolve~me~nt, e~nthusi~asm, and 
i~nte~re~st i~n the~ work pe~rforme~d (Yu e~t al., 2020). Job sati~sfacti~on can be~ i~nte~rpre~te~d as the~ 
re~sult of e~mploye~e~s’ vi~e~ws on the~ e~xte~nt to whi~ch the~i~r job me~e~ts the~i~r ne~e~ds or matte~rs 
the~y consi~de~r i~mportant (Luthans, 2021:118). Hi~ghe~r job sati~sfacti~on le~ads to i~ncre~ase~d 
producti~vi~ty, i~ncre~ase~d e~mploye~e~ loyalty, and e~mploye~e~ re~te~nti~on, e~spe~ci~ally for e~xpe~rts 
or profe~ssi~onals. I~n the~i~r acti~vi~ti~e~s, le~ade~rs have~ di~ffe~re~nt le~ade~rshi~p style~s wi~th the~ 
e~xpe~ctati~on of i~nflue~nci~ng and di~re~cti~ng subordi~nate~s to achi~e~ve~ organi~zati~onal goals. 

The~ appli~cati~on of transformati~onal le~ade~rshi~p can be~ be~ne~fi~ci~al i~n maki~ng 
e~mploye~e~s more~ aware~ of the~ i~mportance~ of work outcome~s, e~ncouragi~ng the~m to 
pri~ori~ti~ze~ organi~zati~onal or te~am i~nte~re~sts ove~r pe~rsonal i~nte~re~sts, and acti~vati~ng hi~ghe~r-
le~ve~l ne~e~ds (Arson e~t al., 2020). Transformati~onal le~ade~rshi~p can have~ the~ e~ffe~ct on 
e~mploye~e~ job sati~sfacti~on, supporte~d by fi~ndi~ngs from Djaya (2022), who state~d that 
transformati~onal le~ade~rshi~p has a posi~ti~ve~ and si~gni~fi~cant e~ffe~ct on e~mploye~e~ job 
sati~sfacti~on. Thi~s e~xplai~ns that the~ transformati~onal le~ade~rshi~p style~ of a le~ade~r can 
ge~ne~rate~ sati~sfacti~on for e~mploye~e~s i~n carryi~ng out the~i~r tasks. Transformati~onal 
le~ade~rshi~p i~ncre~ase~s job sati~sfacti~on through i~nspi~rati~on, i~ndi~vi~dual consi~de~rati~on, and 
i~nte~lle~ctual sti~mulati~on (Te~ntama e~t al., 2020). Re~se~arch by Sylvani~ e~t al. (2020) also state~d 
that the~ e~ffe~ct of transformati~onal le~ade~rshi~p on job sati~sfacti~on i~s posi~ti~ve~ and 
si~gni~fi~cant. Duyan & Yi~ldi~z (2020) also found that job sati~sfacti~on i~s posi~ti~ve~ly and 
si~gni~fi~cantly affe~cte~d by transformati~onal le~ade~rshi~p. Re~se~arch by Astuti~ and Andri~ (2021) 
showe~d that transformati~onal le~ade~rshi~p has a posi~ti~ve~ and si~gni~fi~cant e~ffe~ct on e~mploye~e~ 
job sati~sfacti~on, me~ani~ng the~ be~tte~r the~ transformati~onal le~ade~rshi~p of the~ le~ade~r, the~ 
hi~ghe~r the~ e~mploye~e~ job sati~sfacti~on. 

Organi~zati~onal cli~mate~ i~s anothe~r i~mportant factor that affe~cts job sati~sfacti~on. 
Organi~zati~onal cli~mate~ i~s the~ re~lati~ve~ly e~nduri~ng quali~ty of the~ organi~zati~onal 
e~nvi~ronme~nt e~xpe~ri~e~nce~d by i~ts me~mbe~rs, whi~ch affe~cts be~havi~or and organi~zati~onal 
functi~oni~ng (Sari~anti~ & Ramadhi~, 2023). Organi~zati~onal cli~mate~ i~s an aspe~ct me~asurable~ 
wi~thi~n the~ work e~nvi~ronme~nt and di~re~ctly or i~ndi~re~ctly affe~cts e~mploye~e~s and the~ work 
the~y pe~rform. Thi~s i~ndi~cate~s that e~mploye~e~ sati~sfacti~on or di~ssati~sfacti~on can ari~se~ i~f the~ 
organi~zati~on i~s able~ to cre~ate~ a good organi~zati~onal cli~mate~, as job sati~sfacti~on i~s a 
re~sponse~ to the~ work e~nvi~ronme~nt (Subarto e~t al., 2021). E~lmi~yanti~ (2020) state~d that a 
hi~gh or good organi~zati~onal cli~mate~ can i~ncre~ase~ job sati~sfacti~on. Kusmari~ni~ & Abadi~yah 
(2022) si~mi~larly e~xplai~ne~d that a supporti~ve~ organi~zati~onal cli~mate~ i~ncre~ase~s job 
sati~sfacti~on by cre~ati~ng an e~ffe~cti~ve~ work e~nvi~ronme~nt. 

Soe~madi~ (2021) re~ve~ale~d that organi~zati~onal cli~mate~ has a posi~ti~ve~ and si~gni~fi~cant 
e~ffe~ct on job sati~sfacti~on. Organi~zati~onal cli~mate~ i~s the~ pe~rce~pti~on of organi~zati~onal 
me~mbe~rs (i~ndi~vi~dually and colle~cti~ve~ly) and those~ who mai~ntai~n ongoi~ng re~lati~onshi~ps 
wi~th the~ organi~zati~on re~gardi~ng what e~xi~sts or occurs i~n the~ organi~zati~on’s i~nte~rnal 
e~nvi~ronme~nt. Re~se~arch by Wardono e~t al. (2022) state~d that organi~zati~onal cli~mate~ has a 
posi~ti~ve~ and si~gni~fi~cant e~ffe~ct on job sati~sfacti~on. Whe~n organi~zati~onal cli~mate~ i~mprove~s, 
e~mploye~e~ job sati~sfacti~on also i~ncre~ase~s. Re~se~arch by Wi~tari~ni~ & Sri~athi~ (2020) also found 
that organi~zati~onal cli~mate~ has a posi~ti~ve~ and si~gni~fi~cant e~ffe~ct on job sati~sfacti~on. Dharma 
(2019) si~mi~larly state~d that organi~zati~onal cli~mate~ si~gni~fi~cantly affe~cts e~mploye~e~ job 
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sati~sfacti~on. Studi~e~s by Nugraha e~t al. (2024) and Faqi~h e~t al. (2024) also showe~d that a 
posi~ti~ve~ organi~zati~onal cli~mate~ can i~ncre~ase~ job sati~sfacti~on and stre~ngthe~n the~ e~ffe~ct of 
transformati~onal le~ade~rshi~p on e~mploye~e~s. Organi~zati~onal cli~mate~ can cre~ate~ an 
e~nvi~ronme~nt whe~re~ e~mploye~e~s fe~e~l comfortable~ i~n re~achi~ng the~i~r full pote~nti~al as a ke~y 
to compe~ti~ti~ve~ advantage~. The~re~fore~, organi~zati~onal cli~mate~ can be~ se~e~n as a ke~y vari~able~ 
i~n organi~zati~onal succe~ss (Wi~jana & Supartha, 2024). Thi~s i~ndi~cate~s that i~f organi~zati~onal 
cli~mate~ i~s conduci~ve~, job sati~sfacti~on wi~ll i~ncre~ase~. 

Thi~s study i~s base~d on the~ Two Factor The~ory de~ve~lope~d by Fre~de~ri~ck He~rzbe~rg i~n 
the~ 1950s, whi~ch i~s re~le~vant to e~xplai~ni~ng the~ re~lati~onshi~p be~twe~e~n transformati~onal 
le~ade~rshi~p, job sati~sfacti~on, and organi~zati~onal cli~mate~. Thi~s the~ory focuse~s on source~s of 
moti~vati~on that affe~ct i~ndi~vi~dual pe~rformance~ i~n the~ workplace~, e~mphasi~zi~ng that job 
sati~sfacti~on i~s i~nflue~nce~d by two groups of factors: moti~vator (i~ntri~nsi~c) factors and 
hygi~e~ne~ (e~xtri~nsi~c) factors (Yashak, 2020). Moti~vator factors such as achi~e~ve~me~nt, 
re~cogni~ti~on, and re~sponsi~bi~li~ty re~late~ to i~ncre~asi~ng job sati~sfacti~on, whi~le~ hygi~e~ne~ factors 
such as salary, worki~ng condi~ti~ons, and organi~zati~onal poli~ci~e~s functi~on more~ to pre~ve~nt 
di~ssati~sfacti~on. Thus, the~ factors affe~cti~ng job sati~sfacti~on are~ not si~ngular but consi~st of 
two i~nte~rre~late~d di~me~nsi~ons wi~th di~ffe~re~nt role~s (Azwanda e~t al., 2024). Thi~s di~sti~ncti~on 
e~mphasi~ze~s that job sati~sfacti~on and di~ssati~sfacti~on are~ two se~parate~ constructs (Andri~ani~ 
e~t al., 2017). I~n li~ne~ wi~th thi~s, Puspi~ta (2022) adde~d that i~n pe~rformi~ng work, i~ndi~vi~duals 
are~ affe~cte~d by the~se~ two factors, whe~re~ the~ abse~nce~ of e~i~the~r may cause~ di~ssati~sfacti~on 
at work. I~n thi~s study, the~ Two Factor The~ory i~s use~d to e~xplai~n how transformati~onal 
le~ade~rshi~p and organi~zati~onal cli~mate~ have~ the~ e~ffe~ct on e~mploye~e~ job sati~sfacti~on. Thi~s 
the~ory i~s strong be~cause~ i~t e~xplai~ns that job sati~sfacti~on i~s de~te~rmi~ne~d by i~nte~rnal factors 
such as moti~vati~on and re~cogni~ti~on produce~d by le~ade~rshi~p style~, and e~xte~rnal factors such 
as organi~zati~onal condi~ti~ons and poli~ci~e~s. 

Thi~s re~se~arch was conducte~d at Taman Prake~rti~ Bhuana, a se~rvi~ce~ provi~de~r i~n e~ve~nt 
organi~zi~ng or an i~nte~grate~d ve~nue~ and accommodati~on comple~x strate~gi~cally locate~d i~n 
Be~ng Vi~llage~, Gi~anyar Di~stri~ct, Gi~anyar Re~ge~ncy, Bali~, wi~de~ly re~cogni~ze~d as a pri~me~ 
de~sti~nati~on combi~ni~ng rural natural be~auty wi~th mode~rn faci~li~ti~e~s to support vari~ous 
corporate~ and soci~al acti~vi~ti~e~s, as we~ll as large~-scale~ e~ve~nts such as me~e~ti~ngs, se~mi~nars, 
gathe~ri~ngs, and tradi~ti~onal ce~re~moni~e~s. Wi~th hi~gh le~ve~ls of work i~nte~racti~on—e~spe~ci~ally 
duri~ng e~ve~nts, coordi~nati~on me~e~ti~ngs, re~ce~pti~ons, and hote~l gue~st se~rvi~ce~s—the~ 
organi~zati~on face~s de~mands for profe~ssi~onali~sm, e~ffe~cti~ve~ communi~cati~on, and adapti~ve~ 
le~ade~rshi~p. The~re~fore~, Taman Prake~rti~ Bhuana re~pre~se~nts a re~le~vant and i~nte~re~sti~ng 
conte~xt to e~xami~ne~ how transformati~onal le~ade~rshi~p may have~ the~ e~ffe~ct on e~mploye~e~ 
job sati~sfacti~on and cre~ate~ a posi~ti~ve~ organi~zati~onal cli~mate~, gi~ve~n that the~ hospi~tali~ty and 
e~ve~nt i~ndustry he~avi~ly de~pe~nds on te~am collaborati~on quali~ty, moti~vati~on, and 
organi~zati~onal culture~ that supports opti~mal pe~rformance~. 

An i~ni~ti~al surve~y was conducte~d through que~sti~onnai~re~s and i~nte~rvi~e~ws on July 17, 
2025, i~nvolvi~ng 12 e~mploye~e~s re~gardi~ng job sati~sfacti~on and HR at Taman Prake~rti~ Bhuana 
as an e~arly ste~p i~n obtai~ni~ng a factual ove~rvi~e~w of the~ organi~zati~onal si~tuati~on. Data 
colle~cti~on was carri~e~d out by di~stri~buti~ng a short que~sti~onnai~re~ contai~ni~ng 10 state~me~nts 
to all e~mploye~e~s to i~de~nti~fy pe~rce~pti~ons of work, work re~lati~onshi~ps, compe~nsati~on, 
supe~rvi~si~on, and se~lf-de~ve~lopme~nt opportuni~ti~e~s. 

Base~d on the~ i~ni~ti~al surve~y of 12 e~mploye~e~s wi~th 10 state~me~nts re~late~d to job 
sati~sfacti~on at Taman Prake~rti~ Bhuana, i~t was found that most re~sponde~nts showe~d 
mode~rate~ to hi~gh le~ve~ls of job sati~sfacti~on. Howe~ve~r, a small numbe~r showe~d low 
sati~sfacti~on, such as two e~mploye~e~s answe~ri~ng ne~utral and one~ di~sagre~e~i~ng wi~th the~ 
state~me~nt “I~ fe~e~l I~ have~ opportuni~ti~e~s for se~lf-de~ve~lopme~nt and care~e~r advance~me~nt i~n 
thi~s company,” i~ndi~cati~ng e~mploye~e~s do not ye~t fe~e~l the~y have~ care~e~r de~ve~lopme~nt 
opportuni~ti~e~s at Taman Prake~rti~ Bhuana. Addi~ti~onally, four e~mploye~e~s re~sponde~d ne~utral 
and one~ di~sagre~e~d wi~th the~ state~me~nt “I~ fe~e~l the~ company appre~ci~ate~s my pote~nti~al and 
achi~e~ve~me~nts through care~e~r paths,” i~ndi~cati~ng that e~mploye~e~s fe~e~l the~i~r pote~nti~al and 
achi~e~ve~me~nts have~ not be~e~n fully appre~ci~ate~d. More~ove~r, i~nte~rvi~e~ws wi~th HR and 
e~mploye~e~s re~ve~ale~d that the~ most common cri~ti~ci~sm conce~rns care~e~r de~ve~lopme~nt and 
non-transpare~nt promoti~on paths, also state~d by se~ve~n of the~ twe~lve~ e~mploye~e~s 
i~nte~rvi~e~we~d who fe~lt di~ssati~sfi~e~d and e~mphasi~ze~d the~ ne~e~d for i~mprove~me~nts i~n care~e~r 
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de~ve~lopme~nt and cle~ar promoti~on pathways. The~se~ re~sults i~ndi~cate~ that job sati~sfacti~on at 
Taman Prake~rti~ Bhuana re~mai~ns low, parti~cularly i~n aspe~cts re~late~d to promoti~on and 
care~e~r de~ve~lopme~nt. 

Pre~vi~ous re~se~arch shows a re~se~arch gap. Studi~e~s by Astuti~ and Andri~ (2021) state~d 
that transformati~onal le~ade~rshi~p has a posi~ti~ve~ and si~gni~fi~cant e~ffe~ct on e~mploye~e~ job 
sati~sfacti~on. Studi~e~s by De~wi~ and Suwandana (2025) also showe~d that transformati~onal 
le~ade~rshi~p has a posi~ti~ve~ and si~gni~fi~cant e~ffe~ct on job sati~sfacti~on. Soe~madi~ (2021) also 
re~ve~ale~d that organi~zati~onal cli~mate~ has a posi~ti~ve~ and si~gni~fi~cant e~ffe~ct on job 
sati~sfacti~on. On the~ othe~r hand, re~se~arch by Suhaki~m and Badri~anto (2021) showe~d that 
transformati~onal le~ade~rshi~p doe~s not have~ the~ e~ffe~ct on e~mploye~e~ job sati~sfacti~on, 
me~ani~ng transformati~onal le~ade~rshi~p doe~s not have~ a suffi~ci~e~nt i~mpact on i~mprovi~ng 
e~mploye~e~ job sati~sfacti~on. Si~mi~larly, re~se~arch by Ari~janto e~t al. (2020) state~d that 
organi~zati~onal cli~mate~ doe~s not have~ a si~gni~fi~cant e~ffe~ct on job sati~sfacti~on. Re~se~arche~rs 
have~ wi~de~ly e~xami~ne~d transformati~onal le~ade~rshi~p be~cause~ thi~s approach can moti~vate~ 
and i~nspi~re~ e~mploye~e~s across organi~zati~ons. Most pri~or studi~e~s only hi~ghli~ghte~d the~ di~re~ct 
e~ffe~ct be~twe~e~n transformati~onal le~ade~rshi~p and job sati~sfacti~on across di~ffe~re~nt conte~xts. 

Pre~vi~ous re~se~arch has not consi~de~re~d conte~xtual vari~able~s that may stre~ngthe~n or 
we~ake~n the~ e~ffe~ct, such as organi~zati~onal cli~mate~ compre~he~nsi~ve~ly. Organi~zati~onal 
cli~mate~ re~pre~se~nts e~mploye~e~s’ colle~cti~ve~ pe~rce~pti~ons of the~ work e~nvi~ronme~nt wi~thi~n 
an organi~zati~on, i~ncludi~ng communi~cati~on, support, and pe~rce~i~ve~d fai~rne~ss. Fe~w studi~e~s 
have~ si~multane~ously e~xami~ne~d the~ me~di~ati~ng role~ of organi~zati~onal cli~mate~ i~n the~ e~ffe~ct 
be~twe~e~n transformati~onal le~ade~rshi~p and job sati~sfacti~on. 

Base~d on the~ re~se~arch gap, e~xi~sti~ng phe~nome~na, and i~nte~rre~lati~ons among the~se~ 
vari~able~s, thi~s re~se~arch wi~ll furthe~r e~xami~ne~ The~ Role~ of Organi~zati~onal Cli~mate~ i~n 
Me~di~ati~ng the~ E~ffe~ct of Transformati~onal Le~ade~rshi~p on E~mploye~e~ Job Sati~sfacti~on at 
Taman Prake~rti~ Bhuana. 

 
2. Method 

Thi~s re~se~arch e~mploys an associ~ati~ve~ quanti~tati~ve~ de~si~gn to analyze~ the~ re~lati~onshi~p 
be~twe~e~n transformati~onal le~ade~rshi~p as the~ e~xoge~nous vari~able~, organi~zati~onal cli~mate~ as 
the~ me~di~ati~ng vari~able~, and job sati~sfacti~on as the~ e~ndoge~nous vari~able~. The~ study was 
conducte~d on e~mploye~e~s of PT Taman Prake~rti~ Bhuana i~n Gi~anyar, Bali~, wi~th the~ obje~cts 
consi~sti~ng of job sati~sfacti~on, transformati~onal le~ade~rshi~p, and organi~zati~onal cli~mate~, 
se~le~cte~d due~ to the~i~r re~le~vance~ to the~ e~mpi~ri~cal i~ssue~s i~n the~ company. The~ re~se~arch 
populati~on consi~sts of all 86 e~mploye~e~s i~n the~ hote~l, re~staurant, and ki~tche~n di~vi~si~ons, and 
the~re~fore~ the~ sampli~ng te~chni~que~ use~d i~s saturate~d sampli~ng. Data we~re~ colle~cte~d through 
que~sti~onnai~re~s and i~nte~rvi~e~ws, usi~ng a Li~ke~rt scale~, and comple~me~nte~d by vali~di~ty and 
re~li~abi~li~ty te~sts to e~nsure~ i~nstrume~nt fe~asi~bi~li~ty. Re~fe~re~nce~s: Luthans (2021); Sugi~yono 
(2020). 

Ope~rati~onal de~fi~ni~ti~ons of vari~able~s re~fe~r to major the~ore~ti~cal foundati~ons, name~ly 
job sati~sfacti~on i~ndi~cators base~d on Luthans (2021), transformati~onal le~ade~rshi~p i~ndi~cators 
base~d on Ghe~e~rawo e~t al. (2020), and organi~zati~onal cli~mate~ i~ndi~cators base~d on Ari~ani~ e~t 
al. (2020). The~ type~s of data use~d i~nclude~ quanti~tati~ve~ data such as que~sti~onnai~re~ score~s 
and the~ numbe~r of e~mploye~e~s, as we~ll as quali~tati~ve~ data such as company hi~story and 
organi~zati~onal structure~. Pri~mary data we~re~ obtai~ne~d from que~sti~onnai~re~s and i~nte~rvi~e~ws 
wi~th HRD and e~mploye~e~s, whi~le~ se~condary data we~re~ obtai~ne~d from company archi~ve~s 
and othe~r supporti~ng docume~nts. Re~fe~re~nce~s: Ghe~e~rawo e~t al. (2020); Ari~ani~ e~t al. (2020). 

The~ data analysi~s te~chni~que~s use~d consi~st of de~scri~pti~ve~ analysi~s and i~nfe~re~nti~al 
analysi~s usi~ng Parti~al Le~ast Square~ (PLS) to e~xami~ne~ the~ re~lati~onshi~ps among vari~able~s, 
mode~l quali~ty, and hypothe~si~s te~sti~ng. Mode~l e~valuati~on was conducte~d through the~ oute~r 
mode~l (construct vali~di~ty and re~li~abi~li~ty) and the~ i~nne~r mode~l (R² and Q² te~sts), whi~le~ 
me~di~ati~on te~sti~ng follows the~ cri~te~ri~a propose~d by Hai~r e~t al. (2021) to de~te~rmi~ne~ whe~the~r 
organi~zati~onal cli~mate~ functi~ons as full me~di~ati~on, parti~al me~di~ati~on, or no me~di~ati~on. The~ 
e~nti~re~ analyti~cal proce~dure~ was carri~e~d out wi~th the~ assi~stance~ of stati~sti~cal software~ such 
as SPSS and SmartPLS. Re~fe~re~nce~s: Ghozali~ (2020); Hai~r e~t al. (2021) 
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3. Results And Discussion 
General Overview of Taman Prakerti Bhuana 

Taman Prake~rti~ Bhuana i~s a sole~ propri~e~torshi~p and a place~ provi~de~d by the~ owne~r to 
support Hi~ndu re~li~gi~ous acti~vi~ti~e~s, e~spe~ci~ally i~n Bali~, rangi~ng from the~ pre~parati~on of 
ce~re~mony faci~li~ti~e~s and i~nfrastructure~ to the~ ve~nue~ for the~ ce~re~mony. Taman Prake~rti~ 
Bhuana ori~gi~nally starte~d as a small shop name~d Yadnya Grosi~r, whi~ch was e~stabli~she~d 
around 10 ye~ars ago and provi~de~d vari~ous Hi~ndu worshi~p e~qui~pme~nt, i~ncludi~ng re~li~gi~ous 
tools and bante~n. Ove~r ti~me~, the~ shop de~ve~lope~d i~nto Taman Prake~rti~ Bhuana. 

Taman Prake~rti~ Bhuana provi~de~s package~s for re~li~gi~ous ce~re~moni~e~s such as 
we~ddi~ngs, Sudawi~dani~, 3 Bulanan, Otonan, Me~tatah (tooth fi~li~ng), and Me~ne~k Ke~li~h, as 
we~ll as vari~ous type~s of Pe~bayuhan, both mass and i~ndi~vi~dual. Re~ce~pti~on package~s, 
se~mi~nars, me~e~ti~ngs, and gathe~ri~ngs are~ also avai~lable~. The~ pri~ce~s for the~se~ package~s are~ 
adjuste~d accordi~ng to communi~ty ne~e~ds, so that pe~ople~ can sti~ll carry out Hi~ndu re~li~gi~ous 
ce~re~moni~e~s (Yadnya) accordi~ng to the~i~r abi~li~ti~e~s, comple~te~ wi~th faci~li~ti~e~s and 
i~nfrastructure~ from bante~n to the~ ve~nue~. 

I~n addi~ti~on to provi~di~ng the~ ve~nue~, Taman Prake~rti~ Bhuana also has se~ve~ral 
subsi~di~ari~e~s, i~ncludi~ng: 
1. Pasraman Upakara. 

Pasraman Upakara i~s a le~arni~ng ce~nte~r for Hi~ndus i~n the~ fi~e~ld of Yadnya at a 
be~gi~nne~r le~ve~l, such as le~arni~ng me~je~jahi~tan (arrangi~ng), le~arni~ng me~tandi~ng 
(arrangi~ng) pe~jati~, me~tandi~ng (arrangi~ng) bi~akala, me~tandi~ng (arrangi~ng) bante~n odalan 
ali~t, le~arni~ng to make~ jaja (sacre~d snacks), maki~ng ti~pat (ke~tupat), and le~arni~ng me~bat 
(maki~ng Bali~ne~se~ tradi~ti~onal food and choppi~ng spi~ce~s). Pasraman Upakara also 
acce~pts orde~rs for vari~ous type~s of be~bante~nan from the~ smalle~st to the~ large~st, such 
as bayuan, pe~jati~, bante~n munggah guru, up to comple~te~ ngabe~n bante~n, pe~caruan 
bante~n, pi~odalan bante~n, Me~nde~m Pe~dagi~ngan, Me~caru Re~si~gana, Nge~nte~g Li~nggi~h, 
Me~li~gi~a, and all othe~r type~s of bante~n. 

2. Yadnya Grosi~r (Yadnya E~qui~pme~nt Store~). 
Yadnya Grosi~r i~s the~ large~st Yadnya e~qui~pme~nt sale~s ce~nte~r i~n Bali~, package~d i~n 

a mode~rn way and se~lli~ng all Yadnya ce~re~mony ne~e~ds. Yadnya Grosi~r has se~rve~d the~ 
communi~ty si~nce~ 2010 and be~came~ the~ pi~one~e~r i~n i~ntroduci~ng the~ Yadnya 
supe~rmarke~t conce~pt i~n Bali~. Through Yadnya Grosi~r, the~ communi~ty i~s i~ncre~asi~ngly 
faci~li~tate~d i~n me~e~ti~ng the~i~r ce~re~moni~al ne~e~ds be~cause~ i~t provi~de~s the~ most 
comple~te~ ce~re~moni~al e~qui~pme~nt. The~ ope~rati~ng hours of Yadnya Grosi~r are~ from 7 
a.m. to 10 p.m. 

3. Parama E~ve~nt Organi~ze~r. 
The~ Taman Prake~rti~ Bhuana are~a i~s a multi~purpose~ space~ that can accommodate~ 

vari~ous e~ve~nt ne~e~ds. Ge~ne~rally, the~ Taman Prake~rti~ Bhuana are~a can be~ di~vi~de~d i~nto 
two are~as: the~ fi~rst are~a i~s the~ Spi~ri~tual Wanti~lan, whi~ch accommodate~s vari~ous Hi~ndu 
ce~re~mony ne~e~ds such as Tooth Fi~li~ng Ce~re~mony, we~ddi~ngs, me~lukat, Sudha Wi~dani~, 
e~tc. The~ se~cond are~a i~s a be~auti~fully landscape~d garde~n are~a to accommodate~ e~ve~nts 
such as we~ddi~ngs, re~ce~pti~ons, yoga, pri~vate~ or corporate~ bi~rthday package~s, and othe~r 
e~ve~nts re~qui~ri~ng a large~ ope~n garde~n. To carry out the~se~ acti~vi~ti~e~s, Taman Prake~rti~ 
Bhuana has a profe~ssi~onal and e~xpe~ri~e~nce~d te~am that i~s part of Parama E~ve~nt 
Organi~ze~r. 
The~ Vi~si~on and Mi~ssi~on are~ de~scri~be~d as follows: 
1. Vision 

To be~come~ the~ mai~n de~sti~nati~on that combi~ne~s the~ be~st culture~, tradi~ti~on, 
and hospi~tali~ty for communi~ty sati~sfacti~on. 

2. Mission 
(1) To provi~de~ hi~gh-quali~ty se~rvi~ce~s ori~e~nte~d towards custome~r sati~sfacti~on. 
(2) To pre~se~rve~ and i~ntroduce~ fri~e~ndli~ne~ss and courte~sy i~n e~ve~ry se~rvi~ce~. 
(3) To bui~ld a profe~ssi~onal, harmoni~ous, and conduci~ve~ work e~nvi~ronme~nt. 

Organizational Structure of Taman Prakerti Bhuana 
I~n an organi~zati~on or company, an organi~zati~onal structure~ i~s ne~ce~ssary to e~nsure~ 

coordi~nati~on among me~mbe~rs runs smoothly and the~ company’s goals can be~ achi~e~ve~d as 
planne~d. 
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Taman Prake~rti~ Bhuana i~s a close~d corporati~on (PT Te~rtutup) wi~th the~ hi~ghe~st 
posi~ti~on he~ld by the~ Ge~ne~ral Me~e~ti~ng of Share~holde~rs (RUPS), followe~d by the~ Board of 
Commi~ssi~one~rs, and the~n the~ Ge~ne~ral Manage~r, who i~s di~re~ctly supporte~d by the~ 
Se~cre~tary and the~ Human Re~source~s De~partme~nt. The~se~ two uni~ts also support all staff 
functi~ons. The~ Ge~ne~ral Manage~r i~s furthe~r di~re~ctly supporte~d by manage~rs, name~ly the~ 
Ope~rati~onal Manage~r, Hote~l Manage~r, and Ve~nue~ Manage~r, e~ach ove~rse~e~i~ng se~ve~ral 
di~vi~si~ons and staff. A de~tai~le~d structure~ can be~ se~e~n i~n Appe~ndi~x 4. 
Respondent Characteristics 
 

Table 1. Respondent Characteristics. 

No Vari~able~ 
Classi~fi~cati~o
n 

Numbe~r of (pe~ople~) Pe~rce~ntage~ (%) 

1 Age~ 
18-25 ye~ars 
old 

53 61.6 

  26-33 ye~ars 24 27.9 
  34-41 ye~ars 3 3.5 
  42-50 ye~ars 6 7 
 Total 86 100 
2 Ge~nde~r Male~ 47 54.7 
  Fe~male~ 39 45.3 
 Total 86 100 

3 
E~ducati~onal 
Quali~fi~cati~on 

Hi~gh 
School/E~qui

~vale~nt 
53 61.6 

  Di~ploma 19 22.1 
  Bache~lor 14 16.3 
 Total 86 100 
4 Le~ngth of Se~rvi~ce~ <1 ye~ar 8 9.3 

1 ye~ar 25 29.1 
2 ye~ars 31 36.0 
3 ye~ars 15 17.4 
4 ye~ars 1 1.2 
5 ye~ars 1 1.2 
>5 ye~ars 5 5.8 

 Total  86 100 

Source~: Pri~mary Data (proce~sse~d data), 2025. 
 
Table~ 1 shows the~ re~sponde~nt characte~ri~sti~cs i~n thi~s study. Re~gardi~ng age~, most 

re~sponde~nts are~ i~n the~ producti~ve~ age~ range~ of 18–25 ye~ars, accounti~ng for 61.6%, 
i~ndi~cati~ng that Taman Prake~rti~ Bhuana re~qui~re~s e~mploye~e~s i~n the~i~r producti~ve~ ye~ars wi~th 
hi~gh e~ne~rgy to pe~rform long-durati~on tasks. Re~gardi~ng ge~nde~r, the~ re~sponde~nts are~ 
domi~nate~d by male~ e~mploye~e~s at 54.7%, sugge~sti~ng that male~s posse~ss ade~quate~ physi~cal 
stre~ngth, whi~ch i~s ne~ce~ssary as tasks at Taman Prake~rti~ Bhuana re~qui~re~ sustai~ne~d physi~cal 
e~ffort. Re~gardi~ng e~ducati~on quali~fi~cati~on, the~ majori~ty of e~mploye~e~s have~ comple~te~d hi~gh 
school or e~qui~vale~nt (61.6%), i~ndi~cati~ng that e~mploye~e~s are~ not ne~ce~ssari~ly re~qui~re~d to 
have~ hi~ghe~r e~ducati~on, but ski~lls and e~xpe~ri~e~nce~ are~ e~mphasi~ze~d. Re~gardi~ng le~ngth of 
se~rvi~ce~, most e~mploye~e~s have~ worke~d for 2 ye~ars (36.0%), whi~ch may i~ndi~cate~ e~mploye~e~ 
di~ssati~sfacti~on wi~th the~i~r job and may also re~fle~ct a le~ss supporti~ve~ organi~zati~onal cli~mate~. 
Research Variable Description 

Re~sponde~nts’ pe~rce~pti~ons of the~ vari~able~s i~n thi~s study are~ e~xplai~ne~d through 
de~scri~pti~ve~ analysi~s. De~scri~pti~ve~ analysi~s was conducte~d by calculati~ng the~ pe~rce~ntage~ of 
re~sponde~nts’ answe~rs to the~ state~me~nts i~n the~ re~se~arch que~sti~onnai~re~. The~ ave~rage~ score~ 
of e~ach i~ndi~cator i~s use~d as a ge~ne~ral re~pre~se~ntati~on of the~ re~sponde~nts’ ove~rall 
pe~rce~pti~on. Re~sponde~nts’ answe~rs are~ classi~fi~e~d i~nto fi~ve~ rati~ng scale~ cate~gori~e~s to 
provi~de~ a more~ de~tai~le~d pi~cture~ of re~sponde~nts’ pe~rce~pti~ons of e~ach i~ndi~cator. Thi~s 
groupi~ng i~s de~te~rmi~ne~d through the~ calculati~on of the~ score~ range~ i~nte~rval, whi~ch i~s 
formulate~d as follows. 
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Class I~nte~rval =
Hi~ghe~st Score~ − Lowe~st Score~

Numbe~r of Classe~s
 

Class I~nte~rval =
5 − 1

5
= 0,8 

 
Table 2. Variable Description Criteria. 

Average 
Score 

 Criteria  

Job 
Satisfaction 

Transformational Leadership Organizational Climate 

1.00 - 
1.80 

Ve~ry Low Ve~ry Poor Ve~ry Poor 

1.81 - 
2.60 

Low Not good Not good 

2.61 - 
3.40 

Mode~rate~ Mode~rate~ Mode~rate~ 

3.41 - 
4.20 

Hi~gh Good Good 

4.21 - 
5.00 

Ve~ry hi~gh Ve~ry good Ve~ry good 

Source: Processed Data, 2025. 

Job Satisfaction  
 

Table 1. espondents’ Answer Description for Job Satisfaction (Y). 
N
o 

Statement Response Score Total Aver
age 

Interpretat
ion STS TS N S SS 

1 I~ fe~e~l hi~ghly 
i~nte~re~ste~d i~n the~ work 
I~ do 

2 5 1
2 

3
8 

29 345 4.01 Hi~gh 

2 I~ am sati~sfi~e~d wi~th the~ 
le~ve~l of re~sponsi~bi~li~ty 
gi~ve~n i~n my job 

1 2 1
3 

4
0 

30 354 4.12 Hi~gh 

3 I~ fe~e~l the~ salary I~ 
re~ce~i~ve~ i~s comparable~ 
to salari~e~s i~n si~mi~lar 
compani~e~s 

1 5 1
9 

3
5 

26 338 3.93 Hi~gh 

4 My salary i~s ade~quate~ 
for the~ 
re~sponsi~bi~li~ti~e~s I~ 
hold 

3 5 1
5 

4
1 

22 332 3.86 Hi~gh 

5 I~ am sati~sfi~e~d wi~th the~ 
comple~te~ne~ss of 
be~ne~fi~ts provi~de~d by 
the~ company 

2 9 2
0 

3
6 

19 319 3.71 Hi~gh 

6 I~ li~ke~ the~ basi~s use~d 
by my organi~zati~on to 
promote~ some~one~ 

2 11 2
7 

3
0 

16 305 3.55 Hi~gh 

7 I~f I~ pe~rform we~ll, I~ 
am li~ke~ly to be~ 
promote~d 

2 4 1
4 

4
1 

25 341 3.97 Hi~gh 

8 I~ fe~e~l I~ re~ce~i~ve~ 
ade~quate~ support from 
my supe~rvi~sor 

2 4 2
0 

4
1 

19 329 3.83 Hi~gh 

9 I~ fe~e~l communi~cati~on 
wi~th my supe~rvi~sor i~s 
e~ffe~cti~ve~ 

1 3 1
9 

39 24 340 3.95 Hi~gh 

10 I~ fe~e~l my supe~rvi~sor 
tre~ats me~ fai~rly 

3 1
4 

1
8 

24 27 316 3.67 Hi~gh 
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11 The~ pe~ople~ I~ work wi~th 
provi~de~ suffi~ci~e~nt 
support to me~ 

3 9 2
1 

32 21 317 3.69 Hi~gh 

12 I~ fe~e~l comfortable~ 
worki~ng wi~th colle~ague~s 
he~re~ 

3 7 2
1 

27 28 328 3.81 Hi~gh 

13 I~ fe~e~l my colle~ague~s 
contri~bute~ to 
comple~ti~ng tasks 

4 1
6 

1
5 

23 28 313 3.64 Hi~gh 

Average Job Satisfaction Score 3.90 Hi~gh 

Source~: Pri~mary Data (proce~sse~d data), 2025. 
 

Base~d on Table~ 3, re~sponde~nts’ pe~rce~pti~ons re~gardi~ng the~ organi~zati~onal ci~ti~ze~nshi~p 
be~havi~or vari~able~ have~ a total ave~rage~ score~ of 3.90, whi~ch falls i~nto the~ Hi~gh cate~gory. 
Thi~s i~ndi~cate~s that e~mploye~e~s of Taman Prake~rti~ Bhuana rate~ Job Sati~sfacti~on as Hi~gh. 
The~ lowe~st ave~rage~ score~ among Job Sati~sfacti~on state~me~nts i~s found i~n the~ state~me~nt: “I~ 
li~ke~ the~ basi~s use~d by my organi~zati~on to promote~ some~one~,” wi~th an ave~rage~ score~ of 
3.55, whi~ch i~s sti~ll i~n the~ Hi~gh cate~gory. Thi~s shows that the~ basi~s use~d by Taman Prake~rti~ 
Bhuana for e~mploye~e~ promoti~on i~s alre~ady ve~ry good. The~ hi~ghe~st ave~rage~ score~ among 
Job Sati~sfacti~on state~me~nts i~s for: “I~ am sati~sfi~e~d wi~th the~ le~ve~l of re~sponsi~bi~li~ty gi~ve~n 
i~n my job,” wi~th an ave~rage~ score~ of 4.12, whi~ch i~s cate~gori~ze~d as Hi~gh. Thi~s i~ndi~cate~s 
that e~mploye~e~s of Taman Prake~rti~ Bhuana fe~e~l sati~sfi~e~d wi~th the~ re~sponsi~bi~li~ti~e~s gi~ve~n 
i~n the~i~r work. 
Transformational Leadership 
 

Table 4. Respondents’ Answer Description for Transformational Leadership (X). 
N
o 

Statement Response Score 
Tota

l 
Aver
age 

Interpretat
ion ST

S 
T
S 

N S SS 

1 My le~ade~r i~s a fi~gure~ 
re~spe~cte~d by all me~mbe~rs 

1 0 
1
4 

3
0 

41 368 4.28 Ve~ry good 

2 My le~ade~r always upholds 
e~thi~cs, morals, and 
i~nte~gri~ty i~n e~ve~ry acti~on 

0 1 
2
0 

2
9 

36 358 4.16 Good 

3 My le~ade~r consi~ste~ntly 
works accordi~ng to 
organi~zati~onal goals 

0 1 
1
0 

4
1 

34 366 4.26 Ve~ry good 

4 My le~ade~r se~rve~s as a role~ 
mode~l for all me~mbe~rs of 
the~ organi~zati~on 

0 1 
1
3 

3
4 

38 367 4.27 Ve~ry good 

5 My le~ade~r i~s able~ to 
moti~vate~ me~mbe~rs to work 
be~tte~r 

0 0 
1
1 

4
7 

28 361 4.20 Ve~ry good 

6 My le~ade~r communi~cate~s 
me~ssage~s e~ffe~cti~ve~ly 

0 1 
1
3 

4
1 

31 360 4.19 Good 

7 My le~ade~r shows an 
opti~mi~sti~c atti~tude~ i~n 
faci~ng challe~nge~s 

0 1 
1
0 

4
0 

35 367 4.27 Ve~ry good 

8 My le~ade~r mai~ntai~ns good 
communi~cati~on wi~th all 
me~mbe~rs 

0 1 9 
3
9 

37 370 4.30 Ve~ry good 

9 My le~ade~r e~ncourage~s 
me~mbe~rs to thi~nk cri~ti~cally 
i~n solvi~ng proble~ms 

0 1 
1
2 

3
7 

36 366 4.26 Ve~ry good 

10 My le~ade~r i~nvi~te~s 
me~mbe~rs to se~e~ proble~ms 
from ne~w pe~rspe~cti~ve~s 

0 2 
1
8 

4
2 

24 346 4.02 Good 
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11 My le~ade~r sti~mulate~s 
me~mbe~rs to i~nnovate~ i~n 
the~i~r work 

0 0 
1
3 

4
1 

32 363 4.22 Ve~ry good 

12 My le~ade~r li~ste~ns to the~ 
aspi~rati~ons of e~ach 
me~mbe~r 

0 1 
1
9 

3
8 

28 351 4.08 Good 

13 My le~ade~r e~ncourage~s the~ 
de~ve~lopme~nt of me~mbe~rs’ 
pote~nti~al 

1 0 
2
0 

3
7 

28 349 4.06 Good 

Average Transformational Leadership Score 4.20 Very good 

Source~: Pri~mary Data (proce~sse~d data), 2025. 
 
Base~d on Table~ 4, re~sponde~nts’ pe~rce~pti~ons of the~ Transformati~onal Le~ade~rshi~p 

vari~able~ have~ a total ave~rage~ score~ of 4.20, whi~ch falls i~nto the~ Ve~ry Hi~gh cate~gory. Thi~s 
i~ndi~cate~s that e~mploye~e~s of Taman Prake~rti~ Bhuana pe~rce~i~ve~ a ve~ry strong le~ve~l of 
Transformati~onal Le~ade~rshi~p i~n the~i~r supe~ri~ors. The~ lowe~st ave~rage~ score~ among 
Transformati~onal Le~ade~rshi~p state~me~nts i~s i~n the~ state~me~nt: “My le~ade~r i~nvi~te~s me~mbe~rs 
to se~e~ proble~ms from ne~w pe~rspe~cti~ve~s,” wi~th an ave~rage~ score~ of 4.02, whi~ch falls i~nto 
the~ Good cate~gory. Thi~s shows that the~ le~ade~rs at Taman Prake~rti~ Bhuana are~ alre~ady able~ 
to i~nflue~nce~ the~i~r e~mploye~e~s to vi~e~w proble~ms from di~ffe~re~nt pe~rspe~cti~ve~s. The~ hi~ghe~st 
ave~rage~ score~ i~s found i~n the~ state~me~nt: “My le~ade~r mai~ntai~ns good communi~cati~on wi~th 
all me~mbe~rs,” wi~th an ave~rage~ score~ of 4.30, whi~ch i~s cate~gori~ze~d as Ve~ry Good. Thi~s 
i~ndi~cate~s that e~mploye~e~s fe~e~l the~i~r le~ade~r communi~cate~s e~ffe~cti~ve~ly wi~th all me~mbe~rs. 
Organizational Climate 
 

Table 5. Respondents’ Answer Description for Organizational Climate (Z). 
No Statement Response Score Total Aver

age 
Interpretat

ion of 
Meaning 

ST
S 

TS N S SS 

1 I~ fe~e~l that my 
le~ade~r trusts my 
work abi~li~ti~e~s 

0 2 1
4 

37 33 359 4.17 Good 

2 I~ fe~e~l supporte~d 
by the~ company i~n 
carryi~ng out my 
work 

0 0 1
3 

36 37 368 4.28 Ve~ry good 

3 I~ fe~e~l that the~ 
rule~s appli~e~d i~n 
the~ company are~ 
cle~ar 

0 1 1
2 

33 40 370 4.30 Ve~ry good 

4 I~ fe~e~l that the~ 
norms appli~e~d i~n 
the~ company can 
be~ we~ll 
unde~rstood 

0 0 1
4 

31 41 371 4.31 Ve~ry good 

5 I~ fe~e~l fully 
re~sponsi~ble~ for 
the~ work I~ do 

0 4 1
0 

39 33 359 4.17 Good 

6 I~ am able~ to 
comple~te~ tasks on 
ti~me~ 

0 3 1
0 

39 34 362 4.21 Ve~ry good 

7 I~ fe~e~l proud to be~ 
part of thi~s 
organi~zati~on 

0 5 8 40 33 359 4.17 Good 

8 I~ consi~de~r the~ 
organi~zati~on 
me~mbe~rs to have~ 
hi~gh loyalty to 
achi~e~vi~ng 

0 2 1
2 

38 34 362 4.21 Ve~ry good 
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organi~zati~onal 
goals 

9 I~ fe~e~l appre~ci~ate~d 
i~n thi~s 
organi~zati~on 

0 3 2
2 

34 27 343 3.99 Good 

10 I~ am able~ to 
comple~te~ tasks 
we~ll and re~ce~i~ve~ 
re~cogni~ti~on 

0 1 1
7 

39 29 354 4.12 Good 

Average Organizational Climate Score 4.19 Good 

Source~: Pri~mary Data (proce~sse~d data), 2025. 
 
Base~d on Table~ 5, re~sponde~nts’ pe~rce~pti~ons of the~ Organi~zati~onal Cli~mate~ vari~able~ 

have~ a total ave~rage~ score~ of 4.19, whi~ch falls i~nto the~ Good cate~gory. Thi~s i~ndi~cate~s that 
e~mploye~e~s of Taman Prake~rti~ Bhuana have~ a hi~gh asse~ssme~nt of the~ Organi~zati~onal 
Cli~mate~. The~ lowe~st ave~rage~ score~ among Organi~zati~onal Cli~mate~ state~me~nts i~s i~n the~ 
state~me~nt: “I~ fe~e~l appre~ci~ate~d i~n thi~s organi~zati~on,” wi~th an ave~rage~ score~ of 3.99, whi~ch 
falls i~nto the~ Good cate~gory. Thi~s shows that e~mploye~e~s of Taman Prake~rti~ Bhuana fe~e~l 
value~d by the~ company. The~ hi~ghe~st ave~rage~ score~ i~s found i~n the~ state~me~nt: “I~ fe~e~l that 
the~ rule~s appli~e~d i~n the~ company are~ cle~ar,” wi~th an ave~rage~ score~ of 4.30, whi~ch falls i~nto 
the~ Ve~ry Good cate~gory. Thi~s i~ndi~cate~s that e~mploye~e~s of Taman Prake~rti~ Bhuana 
pe~rce~i~ve~ the~ company rule~s as ve~ry cle~ar. 
Inferential Analysis of Research Data 
Structural Equation Modeling (SEM) Analysis Based on Partial Least Square (PLS) 
 

 
Figure 1. PLS Algorithm. 

Source~: Pri~mary Data (proce~sse~d data), 2025. 
 

Measurement Model Evaluation or Outer Model 
The~ me~asure~me~nt mode~l e~valuati~on, or oute~r mode~l, i~s conducte~d to asse~ss whe~the~r 

the~ i~ndi~cators use~d can re~pre~se~nt the~ late~nt vari~able~s be~i~ng me~asure~d. The~ e~valuati~on i~s 
pe~rforme~d through te~sts of conve~rge~nt vali~di~ty, di~scri~mi~nant vali~di~ty, and composi~te~ 
re~li~abi~li~ty. 
Convergent Validity 

Table 2. Outer Loadings Test Results. 
 Original 

sample 
(O) 

T statistics 
(|O/STDEV|) 

P values 

X1 <- Transformati~onal Le~ade~rshi~p 0.757 13,984 0.000 
X2 <- Transformati~onal Le~ade~rshi~p 0.769 15,490 0.000 
X3 <- Transformati~onal Le~ade~rshi~p 0.808 22,397 0.000 
X4 <- Transformati~onal Le~ade~rshi~p 0.844 25,418 0.000 
X5 <- Transformati~onal Le~ade~rshi~p 0.838 20,695 0.000 
X6 <- Transformati~onal Le~ade~rshi~p 0.761 13,811 0.000 
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X7 <- Transformati~onal Le~ade~rshi~p 0.792 15.125 0.000 
X8 <- Transformati~onal Le~ade~rshi~p 0.862 24,243 0.000 
X9 <- Transformati~onal Le~ade~rshi~p 0.831 20,685 0.000 
X10 <- Transformati~onal Le~ade~rshi~p 0.835 18,059 0.000 
X11 <- Transformati~onal Le~ade~rshi~p 0.817 18,452 0.000 
X12 <- Transformati~onal Le~ade~rshi~p 0.811 15,783 0.000 
X13 <- Transformati~onal Le~ade~rshi~p 0.760 14,523 0.000 
Y1 <- Job Sati~sfacti~on 0.849 23,942 0.000 
Y2 <- Job Sati~sfacti~on 0.821 19,436 0.000 
Y3 <- Job Sati~sfacti~on 0.835 23,147 0.000 
Y4 <- Job Sati~sfacti~on 0.885 29,228 0.000 
Y5 <- Job Sati~sfacti~on 0.849 24,377 0.000 
Y6 <- Job Sati~sfacti~on 0.831 24,868 0.000 
Y7 <- Job Sati~sfacti~on 0.779 18,898 0.000 
Y8 <- Job Sati~sfacti~on 0.807 17,002 0.000 
Y9 <- Job Sati~sfacti~on 0.847 27,889 0.000 
Y10 <- Job Sati~sfacti~on 0.839 28,482 0.000 
Y11 <- Job Sati~sfacti~on 0.833 19,748 0.000 
Y12 <- Job Sati~sfacti~on 0.846 22,497 0.000 
Y13 <- Job Sati~sfacti~on 0.832 24,425 0.000 
Z1 <- Organi~zati~onal Cli~mate~ 0.811 17,851 0.000 
Z2 <- Organi~zati~onal Cli~mate~ 0.881 28,270 0.000 
Z3 <- Organi~zati~onal Cli~mate~ 0.853 25,306 0.000 
Z4 <- Organi~zati~onal Cli~mate~ 0.829 18,157 0.000 
Z5 <- Organi~zati~onal Cli~mate~ 0.828 19,524 0.000 
Z6 <- Organi~zati~onal Cli~mate~ 0.835 18,504 0.000 
Z7 <- Organi~zati~onal Cli~mate~ 0.778 17,799 0.000 
Z8 <- Organi~zati~onal Cli~mate~ 0.826 20,362 0.000 
Z9 <- Organi~zati~onal Cli~mate~ 0.868 23,710 0.000 
Z10 <- Organi~zati~onal Cli~mate~ 0.765 15,323 0.000 

Source~: Pri~mary Data (proce~sse~d data), 2025. 
 
Base~d on Table~ 6, the~ output me~e~ts the~ cri~te~ri~a for conve~rge~nt vali~di~ty be~cause~ all 

factor loadi~ngs are~ above~ 0.70. For the~ Transformati~onal Le~ade~rshi~p (X) vari~able~, i~ndi~cator 
X8 has the~ hi~ghe~st oute~r loadi~ng at 0.862, i~ndi~cati~ng that thi~s i~ndi~cator strongly re~fle~cts 
the~ Transformati~onal Le~ade~rshi~p vari~able~ (X). For the~ Job Sati~sfacti~on (Y) vari~able~, 
i~ndi~cator Y4 has the~ hi~ghe~st oute~r loadi~ng at 0.885, i~ndi~cati~ng that thi~s i~ndi~cator strongly 
re~fle~cts the~ Job Sati~sfacti~on vari~able~ (Y). For the~ Organi~zati~onal Cli~mate~ (Z) vari~able~, 
i~ndi~cator Z2 has an oute~r loadi~ng of 0.881, i~ndi~cati~ng that thi~s i~ndi~cator strongly re~fle~cts 
the~ Organi~zati~onal Cli~mate~ vari~able~ (Z). 
Discriminant ValidityUsing Cross Loading 

 
 Table 3. Cross Loading Test Results.  

 
Transformational 

Leadership 
Job 

Satisfaction 
Organizational 

Climate 

X1 0.757 0.744 0.643 
X2 0.769 0.765 0.657 
X3 0.808 0.791 0.685 
X4 0.844 0.778 0.733 
X5 0.838 0.827 0.731 
X6 0.761 0.615 0.754 
X7 0.792 0.680 0.798 
X8 0.862 0.683 0.877 
X9 0.831 0.728 0.840 
X10 0.835 0.718 0.819 
X11 0.817 0.702 0.812 
X12 0.811 0.687 0.830 
X13 0.760 0.652 0.774 
Y1 0.723 0.849 0.685 
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Y2 0.706 0.821 0.669 
Y3 0.742 0.835 0.679 
Y4 0.777 0.885 0.716 
Y5 0.708 0.849 0.655 
Y6 0.751 0.831 0.710 
Y7 0.700 0.779 0.652 
Y8 0.723 0.807 0.675 
Y9 0.719 0.847 0.667 
Y10 0.761 0.839 0.648 
Y11 0.782 0.833 0.667 
Y12 0.807 0.846 0.700 
Y13 0.776 0.832 0.661 
Z1 0.772 0.663 0.811 
Z2 0.842 0.667 0.881 
Z3 0.809 0.709 0.853 
Z4 0.818 0.704 0.829 
Z5 0.791 0.679 0.828 
Z6 0.792 0.671 0.835 
Z7 0.732 0.629 0.778 
Z8 0.754 0.655 0.826 
Z9 0.818 0.722 0.868 
Z10 0.732 0.592 0.765 

Source~: Pri~mary Data (proce~sse~d data), 2025. 
 

Table~ 7 shows that all que~sti~onnai~re~ i~te~ms have~ the~ hi~ghe~st cross loadi~ng value~s on 
the~ late~nt vari~able~ the~y me~asure~ compare~d to the~i~r corre~lati~ons wi~th othe~r late~nt 
vari~able~s. Thi~s i~ndi~cate~s that e~ach i~ndi~cator truly re~pre~se~nts i~ts corre~spondi~ng late~nt 
vari~able~ and doe~s not have~ a stronge~r re~lati~onshi~p wi~th othe~r vari~able~s, the~re~by 
supporti~ng the~ di~scri~mi~nant vali~di~ty of the~ mode~l. 
Discriminant Validity Using Average Variance Extracted (AVE) 

 
Table 4. AVE Test Results 

Re~se~arch Vari~able~s AVE~ 

Transformational Leadership (X) 0.652 

Job Satisfaction (Y) 0.698 

Organizational Climate (Z) 0.686 

Source~: Pri~mary Data (proce~sse~d data), 2025. 
 

Base~d on Table~ 8, i~t i~s e~xplai~ne~d that the~ AVE~ value~s of the~ vari~able~s 
Transformati~onal Le~ade~rshi~p, Job Sati~sfacti~on, and Organi~zati~onal Cli~mate~ are~ 0.652, 
0.698, and 0.686, re~spe~cti~ve~ly. E~ach vari~able~ has an AVE~ value~ gre~ate~r than 0.50, 
i~ndi~cati~ng that the~ mode~l i~s consi~de~re~d good. 
Composite Reliability 

 
Table 5. Reliability and Cronbach’s Alpha Test Results. 

Re~se~arch Vari~able~ Cronbach's alpha Composi~te~ 
re~li~abi~li~ty 

De~scri~pti~on 

Transformational 
Leadership 

0.955 0.960 Re~li~able~ 

Job Satisfaction 0.964 0.968 Re~li~able~ 
Organizational Climate 0.949 0.956 Re~li~able~ 

Source~: Pri~mary Data (proce~sse~d data), 2025. 
 
Table~ 9 shows that the~ composi~te~ re~li~abi~li~ty and Cronbach’s alpha value~s for all 

constructs are~ gre~ate~r than 0.70. The~ te~st re~sults i~ndi~cate~ that thi~s re~se~arch mode~l has good 
construct re~li~abi~li~ty. 
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Structural Model Evaluation or Inner Model 
The~ i~nne~r mode~l or structural mode~l e~valuati~on i~s the~ de~ve~lopme~nt of a conce~pt- and 

the~ory-base~d mode~l to analyze~ the~ re~lati~onshi~ps be~twe~e~n e~xoge~nous and e~ndoge~nous 
vari~able~s as outli~ne~d i~n the~ conce~ptual frame~work. The~ i~nne~r mode~l te~sti~ng i~s as follows: 
R-Square 

 
Table 6. R-square Test Results. 

Variable R-square~ R-square~ Adjuste~d 

Organi~zati~onal Cli~mate~ (Z) 0.903 0.902 

Job Sati~sfacti~on(Y) 0.814 0.810 

Source~: Pri~mary Data (proce~sse~d data), 2025. 
 
Base~d on Table~ 10, the~ R-square~ value~ of Organi~zati~onal Cli~mate~ i~s 0.903. Thi~s me~ans 

that 90.3% of the~ vari~ati~on i~n the~ Organi~zati~onal Cli~mate~ construct can be~ e~xplai~ne~d by 
Transformati~onal Le~ade~rshi~p, whi~le~ the~ re~mai~ni~ng 9.7% i~s e~xplai~ne~d by vari~able~s outsi~de~ 
the~ mode~l. Si~mi~larly, the~ Job Sati~sfacti~on vari~able~ has an R-square~ value~ of 0.814, me~ani~ng 
that 81.4% of the~ vari~ati~on i~n the~ Job Sati~sfacti~on construct can be~ e~xplai~ne~d by 
Transformati~onal Le~ade~rshi~p and Organi~zati~onal Cli~mate~, whi~le~ the~ re~mai~ni~ng 18.6% i~s 
e~xplai~ne~d by vari~able~s outsi~de~ the~ mode~l. 
Q-Square Predictive Relevance (Q²) 

Q-Square~ Pre~di~cti~ve~ Re~le~vance~ (Q²) me~asure~s how we~ll the~ obse~rvati~ons pre~di~ct the~ 
outcome~s of the~ re~se~arch mode~l. The~ Q² value~ range~s from 0 to 1. The~ close~r the~ Q² value~ 
i~s to 0, the~ le~ss e~ffe~cti~ve~ the~ mode~l i~s; conve~rse~ly, the~ close~r i~t i~s to 1, the~ be~tte~r the~ 
mode~l. The~ calculati~on of Q-Square~ Pre~di~cti~ve~ Re~le~vance~ (Q²) i~s as follows: 
Q2  = 1 – ( 1 – R21) ( 1 – R22) 
Q2 = 1 – (1 – 0.903) (1 – 0.814) 
Q2  = 1 – 0.018042 = 0.982 

The~ calculate~d Q² value~ of 0.982 i~s close~ to 1. Re~fe~rri~ng to the~ cri~te~ri~a for the~ stre~ngth 
of the~ mode~l base~d on Q-Square~ Pre~di~cti~ve~ Re~le~vance~, thi~s mode~l i~s consi~de~re~d ve~ry 
good. The~ pre~di~cti~ve~ re~le~vance~ value~ of 0.982 me~ans that 98.2% of the~ vari~ati~on i~n Job 
Sati~sfacti~on can be~ we~ll e~xplai~ne~d by Transformati~onal Le~ade~rshi~p and Organi~zati~onal 
Cli~mate~ i~n the~ re~se~arch mode~l, whi~le~ the~ re~mai~ni~ng 1.8% i~s e~xplai~ne~d by vari~able~s 
outsi~de~ the~ re~se~arch mode~l. 
Hypothesis Testing 
 

 
     Figure 2. PLS Bootstrapping. 

Source~: Primary Data (proce~sse~d data), 2025. 
 
Figure~ 2 shows that Hypothe~sis 1, which state~s a positive~ re~lationship be~twe~e~n 

Transformational Le~ade~rship (X) and Job Satisfaction (Y), is supporte~d. Hypothe~sis 2, which 
state~s a positive~ re~lationship be~twe~e~n Transformational Le~ade~rship (X) and Organizational 
Climate~ (Z), is supporte~d. Hypothe~sis 3, which state~s a ne~gative~ and significant re~lationship 
be~twe~e~n Organizational Climate~ (Z) and Job Satisfaction (Y), is supporte~d. Hypothe~sis 4, 
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which state~s that Organizational Climate~ (Z) me~diate~s the~ re~lationship be~twe~e~n 
Transformational Le~ade~rship (X) and Job Satisfaction (Y), is also supporte~d, but with a 
ne~gative~ e~ffe~ct. The~ re~sults of the~ hypothe~sis te~sting are~ pre~se~nte~d in Table~ 11 be~low. 

 
Table 11. Hypothesis Testing. 

Hypothe~sis Original 
Sample~ 

T 
Statistics 

p 
value~s 

De~scription 

 Direct Effect 

Transformational Leadership -> Job 
Satisfaction 

1,279 6,301 0.000 Acce~pte~d 

Transformational Leadership-> 
Organizational Climate 

0.950 52,129 0.000 Acce~pte~d 

Organizational Climate -> Job 
Satisfaction 

-0.406 1,851 0.032 Acce~pte~d 

 Indirect Effect 

Transformational Leadership -
>Organizational Climate -> Job 
Satisfaction 

-0.386 1,848 0.032 Acce~pte~d 

Source~: Primary Data (proce~sse~d data), 2025. 
 
Base~d on Table~ 11, the~ re~sults of the~ PLS analysis use~d for hypothe~sis te~sting in this 

study can be~ e~xplaine~d as follows. 
1) Hypothe~sis 1: E~ffe~ct of Transformational Le~ade~rship on Job Satisfaction 

Transformational Le~ade~rship -> Job Satisfaction: Original Sample~ = 1.279, T-Statistic 
= 6.301, p-value~ = 0.000. Since~ p < 0.05, the~ hypothe~sis is acce~pte~d. This indicate~s that 
transformational le~ade~rship has a positive~ and significant e~ffe~ct on job satisfaction. 
2) Hypothe~sis 2: E~ffe~ct of Transformational Le~ade~rship on Organizational Climate~ 

Transformational Le~ade~rship -> Organizational Climate~: Original Sample~ = 0.950, T-
Statistic = 52.129, p-value~ = 0.000. Since~ p < 0.05, the~ hypothe~sis is acce~pte~d. This shows 
that transformational le~ade~rship has a positive~ and significant e~ffe~ct on organizational 
climate~. 
3) Hypothe~sis 3: E~ffe~ct of Organizational Climate~ on Job Satisfaction 

Organizational Climate~ -> Job Satisfaction: Original Sample~ = -0.406, T-Statistic = 
1.851, p-value~ = 0.032. Since~ p < 0.05, the~ hypothe~sis is acce~pte~d. This indicate~s that 
organizational climate~ has a ne~gative~ and significant e~ffe~ct on job satisfaction. 
4) Hypothe~sis 4: Organizational Climate~ as a Me~diator of Transformational Le~ade~rship on 

Job Satisfaction. 
Transformational Le~ade~rship -> Organizational Climate~ -> Job Satisfaction: Original 

Sample~ = -0.386, T-Statistic = 1.848, p-value~ = 0.032. Since~ p < 0.05, the~ hypothe~sis is 
acce~pte~d. This shows that organizational climate~ me~diate~s the~ re~lationship be~twe~e~n 
transformational le~ade~rship and job satisfaction in a compe~titive~ manne~r.. 
Discussion of Research Results 
The Effect of Transformational Leadership on Job Satisfaction 

The~ re~sults of the~ study indicate~ that transformational le~ade~rship has a positive~ e~ffe~ct 
on the~ job satisfaction of e~mploye~e~s at Taman Prake~rti Bhuana. This me~ans that the~ be~tte~r 
the~ quality of transformational le~ade~rship pe~rce~ive~d by e~mploye~e~s, the~ highe~r the~ir job 
satisfaction. E~mploye~e~s who fe~e~l that the~ir le~ade~rs are~ capable~ of inspiring, motivating, and 
providing pe~rsonal atte~ntion will e~xpe~rie~nce~ more~ positive~ fe~e~lings toward the~ir work. 

The~se~ findings are~ in line~ with Astuti and Andri (2021) and De~wi and Suwandana 
(2025), which show that transformational le~ade~rship has a positive~ and significant e~ffe~ct on 
e~mploye~e~ job satisfaction. This indicate~s that the~ highe~r the~ quality of transformational 
le~ade~rship pe~rce~ive~d by e~mploye~e~s, the~ highe~r the~ir pe~rce~ive~d job satisfaction. 

The~ re~sults also support se~ve~ral othe~r studie~s that found similar positive~ e~ffe~cts of 
transformational le~ade~rship on job satisfaction, such as Hassanah (2023), Simatupang & 
Hayati (2023), Sasongko e~t al. (2022), Suwe~ko & Dwiantoro (2020), and Nguon e~t al. (2022) 
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The Effect of Transformational Leadership on Organizational Climate 
The~ study re~sults show that transformational le~ade~rship positive~ly affe~cts the~ 

organizational climate~ at Taman Prake~rti Bhuana. This me~ans that the~ be~tte~r the~ quality of 
transformational le~ade~rship applie~d, the~ more~ positive~ the~ re~sulting organizational climate~. 
Le~ade~rs who can se~t an e~xample~, communicate~ a cle~ar vision, and foste~r a se~nse~ of 
toge~the~rne~ss cre~ate~ a supportive~ and conducive~ work e~nvironme~nt. 

The~se~ findings align with Zhang e~t al. (2025), which de~monstrate~d that transformational 
le~ade~rship has a positive~ and significant e~ffe~ct on organizational climate~ be~cause~ 
transformational le~ade~rship cre~ate~s a positive~, supportive~, and collaborative~ work 
e~nvironme~nt. This indicate~s that the~ highe~r the~ quality of transformational le~ade~rship 
pe~rce~ive~d by e~mploye~e~s, the~ more~ positive~ the~ organizational climate~ the~y e~xpe~rie~nce~. 

The~ findings also support se~ve~ral othe~r studie~s showing the~ positive~ e~ffe~ct of 
transformational le~ade~rship on organizational climate~, such as Sharif e~t al. (2024), Kao e~t al. 
(2023), Asbari e~t al. (2020), and Ding Ying e~t al. (2024) 
The Effect of Organizational Climate on Job Satisfaction 

The~ re~sults indicate~ that organizational climate~ ne~gative~ly affe~cts the~ job satisfaction 
of e~mploye~e~s at Taman Prake~rti Bhuana. This me~ans that the~ be~tte~r the~ organizational 
climate~ pe~rce~ive~d by e~mploye~e~s, the~ lowe~r the~ir job satisfaction. This is an inte~re~sting 
finding that re~quire~s furthe~r e~xploration. Background re~se~arch ide~ntifie~d that some~ 
e~mploye~e~s we~re~ dissatisfie~d with promotion opportunitie~s and care~e~r de~ve~lopme~nt. This 
condition le~ads to a pe~rce~ption that the~ organization provide~s insufficie~nt support for 
e~mploye~e~ growth and care~e~r achie~ve~me~nt. Whe~n e~mploye~e~s fe~e~l that the~ir care~e~r 
de~ve~lopme~nt is hinde~re~d or not fairly asse~sse~d, the~ organizational climate~ is pe~rce~ive~d as 
unconducive~, the~re~by re~ducing job satisfaction. This e~xplains why the~ e~ffe~ct of 
organizational climate~ on job satisfaction in this study is significantly ne~gative~. 

The~se~ findings contradict Tafsir e~t al. (2022) and Soe~madi (2021), who found a positive~ 
e~ffe~ct of organizational climate~ on job satisfaction, showing that a he~althy and suitable~ 
organizational climate~ incre~ase~s job satisfaction. Howe~ve~r, the~ re~sults are~ consiste~nt with 
some~ othe~r studie~s showing that, in ce~rtain conte~xts, the~ e~ffe~ct of organizational climate~ on 
job satisfaction is not always positive~, such as Arijanto e~t al. (2020). 
The Role of Organizational Climate in Mediating the Effect of Transformational 
Leadership on Job Satisfaction 

The~ re~sults indicate~ that organizational climate~ me~diate~s the~ e~ffe~ct of transformational 
le~ade~rship on job satisfaction at Taman Prake~rti Bhuana in a compe~titive~ or partial manne~r. 
This sugge~sts a contrasting influe~nce~, indicating that although transformational le~ade~rship 
can shape~ organizational climate~, its role~ as a me~diator doe~s not automatically incre~ase~ job 
satisfaction. This compe~titive~ me~diation may be~ cause~d by the~ ne~gative~ influe~nce~ of 
organizational climate~ on job satisfaction. In othe~r words, transformational le~ade~rship that 
cre~ate~s a ce~rtain organizational climate~ may produce~ opposing e~ffe~cts on job satisfaction. 
Howe~ve~r, the~se~ re~sults show that transformational le~ade~rship still affe~cts job satisfaction, 
both dire~ctly and indire~ctly. 

The~se~ findings are~ not consiste~nt with Yulianto e~t al. (2024) and Che~n e~t al. (2021), 
who found that transformational le~ade~rship has a positive~ and significant e~ffe~ct on 
e~mploye~e~ job satisfaction, me~diate~d by organizational climate~ re~fle~cting e~mploye~e~s’ 
pe~rce~ptions of manage~rial practice~s and inte~rpe~rsonal re~lationships within the~ organization. 
In this conte~xt, organizational climate~ se~rve~s as a crucial pathway that bridge~s the~ influe~nce~ 
of transformational le~ade~rship on job satisfaction. This sugge~sts that, in the~ conte~xt of this 
study, the~ e~ffe~ct of transformational le~ade~rship on job satisfaction is more~ comple~x and may 
involve~ othe~r variable~s not e~xamine~d in this re~se~arch. 

 
4. Conclusion 

Base~d on the~ re~sults of the~ re~se~arch analysis and discussion re~garding Transformational 
Le~ade~rship, Job Satisfaction, and Organizational Climate~, the~ conclusions of this study are~ 
as follows: 
1) Transformational Le~ade~rship has a positive~ and significant e~ffe~ct on Job Satisfaction. 

This me~ans that the~ be~tte~r the~ quality of transformational le~ade~rship pe~rce~ive~d by 
e~mploye~e~s, the~ highe~r the~ir le~ve~l of job satisfaction. Le~ade~rs who are~ able~ to inspire~, 
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provide~ motivation, and atte~nd to e~mploye~e~s’ pe~rsonal ne~e~ds have~ be~e~n prove~n to 
e~nhance~ the~ir se~nse~ of satisfaction toward work. 

2) Transformational Le~ade~rship has a positive~ and significant e~ffe~ct on Organizational 
Climate~. This indicate~s that e~ffe~ctive~ transformational le~ade~rship can cre~ate~ a 
conducive~, collaborative~, and supportive~ work e~nvironme~nt, allowing e~mploye~e~s to 
e~xpe~rie~nce~ a harmonious and positive~ workplace~. 

3) Organizational Climate~ has a ne~gative~ and significant e~ffe~ct on Job Satisfaction. The~ 
findings show that, in the~ conte~xt of this study, the~ be~tte~r the~ organizational climate~ 
pe~rce~ive~d by e~mploye~e~s, the~ more~ like~ly the~ir job satisfaction de~cre~ase~s. This re~sult 
indicate~s the~ pre~se~nce~ of inte~rnal dynamics or e~mploye~e~ e~xpe~ctations re~garding 
working conditions that re~quire~ furthe~r e~xamination. 

4) Organizational Climate~ compe~titive~ly me~diate~s the~ e~ffe~ct of Transformational 
Le~ade~rship on Job Satisfaction. Although transformational le~ade~rship can shape~ the~ 
organizational climate~, the~ me~diation obse~rve~d actually re~duce~s e~mploye~e~s’ job 
satisfaction. This shows that the~ e~ffe~ct of transformational le~ade~rship on job 
satisfaction is more~ e~ffe~ctive~ whe~n dire~ct rathe~r than through organizational climate~. 
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