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ABSTRACT

The main objective of this study is to describe datermine the impact of Leadership Commitment opl&yee Job
Satisfaction. Specifically, this study was condadigteorder to: (1) Describe the socio-demographi@ai@acteristics of the
respondents in terms of: Age; Sex; Civil Statusardeof Employment; Status of Employment; Highedtidational

Attainment; Monthly Income/Salary; and DesignatRogition/Academic Rank; (2) Describe the leadersfummitment
being assessed by the respondents in terms ofit@sadf a Leader and Leadership Styles; (3) Deteenthe degree of
agreement about the respondents’ job satisfacti@t); Find out the relationship between the respomslesocio-

demographic characteristics and their job satisiact (5) Find out the relationship between lead@pstommitment being

assessed by the respondents and their job saiisfiict terms of: Qualities of a Leader and Lead@rsBtyles

This study tested the following null hypothesi$: T{here is no significant relationship between thspondents’
socio-demographic characteristics and their jobisfatction and (2) and (2) There is no significaatationship between
leadership commitment being assessed by the resptsdnd their job satisfaction in terms of: Questof a Leader and
Leadership Styles The researcher used the deaaiptimparative research design. Descriptive rededscused to
describe, and interpret the current status of iidinals, settings, conditions or events (Mertler12D In descriptive
research, the researcher is simply studying thenpheenon of interest as it exists naturally, no rafie is made to

manipulate the individuals, conditions or events.

The researcher conducted this study to focus oaritdésy and determining the Impact of Leadershipr@atment
on Employees’ Job Satisfaction. The respondente wemposed of 16 employees from the Office of Hanc@llor of
Batangas State University ARASOF-Nasugbu. Mositfisignt socio demographic result: refers to ages ffermanency and
the salary received by the employees, which weréntlication in determining employees job satisfectOn the other hand,

the least significant indicators are civil statysars of employment, designation and highest edunzdtattainment.

The different leadership factors such as valueslusiveness, empowering others, competence, growitiset
and compassion in which earned an overall mean&s @ith an equivalent of Totally Agree. It is imé&l that the degree

of agreement of the respondents to leadership tigglin particular to Management and Leadershiprigform.

As stressed by Anthony Solomon and Renier Steyid ) @ultural Intelligence (CQ) is 'an individuakspability
to adapt effectively to situations of cultural disiéy' and, hence, depicts the capacity to searylasske the transition
across multiple cultures as opposed to just a sirgl few cultures. CQ thus allows for the allewatiof stresses that

emerge as a result of heightened exchanges betivesa persons possessing divergent cultural idestit
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The degree of agreement of the respondents abeufdh satisfaction in which earned and over aétan of 5.28
to supervision interpreted as “Agree Very Much”08.to communication interpreted “Agree Moderategrid 4.91 to co-

workers interpreted “Agree Moderately”.

In this results or findings, it highlighted thattisupervisor is competent in doing his/her jobpadycommunication

atmosphere is evident in the organization and titeyeach other as a sign of a good working envinent.

There is no significant relationship between thspandents’ socio-demographic characteristics argirtjob
satisfaction as well as between leadership commitrheing assessed by the respondents and theisgtibfaction in

terms of: Qualities of a Leader and Leadershipestyl
On the basis of the findings and conclusion, tileviagng are the researcher's recommendations:

The study revealed a positive response from theloyegs as regard to leadership qualities. It isréffere
recommended that the Chancellor continue to be @uipe at all times, be innovative and flexible wimspires his

subordinates, identify champions that can helpattganization, and develop the skills of the empisye

In addition, the respondents reiterated that heticwres to be proactive and aggressive in makingiriettution

improves to the highest level and continue to ge@d decision-maker.

Most importantly, he should continue to provideaclgoals for the organization to allow them to grbased on

their experiences in their respective offices.

In terms of job satisfaction, the respondents agre®derately on the statements under ContingentaRisw

Therefore, the institution should find ways on howextend rewards and recognition to deserving eygss.

Lastly, in the part of the researchers, it is recoemded to consider on having a re-run on the cati@h on
leadership commitment to job satisfaction basedswncategories and not based on the totality ofrésalt to clearly

highlight the relationship of each category to #maployees’ job satisfaction.
KEYWORDS:Job Satisfaction
INTRODUCTION

People cannot live in isolation. They are incapalblsatisfying their needs and desires on their,dvecause an individual
lacks the strength, the capacity, the time andgtiential. Each requires the collaboration of ath@mrworking with others

in the achievement of one’s goals. Simply put, @dhganization is considered to be a group of peémimed to pursue

certain objectives. Organization is not an invamtio a new, modern phenomenon. And in every orgdioiz, it consists

of individuals, and the management functions teditand control the individuals. It is a socialtumihich needs to be
coordinated consciously. It consists of more tham persons, and functions on a relatively contirsubasis to achieve a
set of common goals. (Robbins, 2008 as cited bygdPat.al, 2017).

Likewise, there has always been interest in thelitioms which leads to happiness. One of the mogbitant
factors to ensure that people are happy in thedsliand that their lives become meaningful is teuen life satisfaction.
One of the ways in which a person can gain lifés&attion is to have satisfaction in the area whbey spend most of

their lives- their working life. In other wordsfdi satisfaction is possible with job satisfacti¢viigit, Dilmac,, & Deniz,
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2011 as cited by Bayir et. al 2015). Job satigbacis the positive emotional state experienced essalt of a person’s
appreciation for their profession or professionaderiences (Locke, 1983). And according to Paukc8pg1997) from the
University of South Florida, it is the “extent tdigh people like (satisfaction) or dislike (dissédction) their jobs.” This
satisfaction is multi-factored, with research fimgk suggesting influences from multiple separate oxeerlapping

elements, including working conditions, pay, cojjees, whether the job meets or exceeds work expettaand

enjoyment of work (Hassard, Teoh, & Cox, 2018). datisfaction not only occurs when an employeggeciative but is
also the joy an employee experiences when theyveecaaterial gains for the job, when they haveeadiues with whom
they enjoy working and when they feel the satisfecof completing a task, product or service (ErE®84). In brief, job

satisfaction is the sum of employees’ emotionakstand positive attitudes in relation to their kvand work environment
(Robbins, 1998), and the joy they experience ifir thherk and working life (Basaran, 2000). Some lef§ more common
theories of job satisfaction overlap with varioledries of motivation (Hassard et al., 2018). Maso0(1943) needs
hierarchy was one of the first models to exploee fictors that impact job satisfaction. Accordiogviaslow’s hierarchy of
needs theory, individuals have a series of needlsrtiust be fulfilled for self-actualization. Theedls are in a certain
hierarchical order from basic to complex needstistawith physiological needs (thirst, hunger, ségllowed by needs for
security, love, acknowledgement and ending witH-agtlialization. Another is Herzberg’'s (1959) tvemtor theory.

According to this theory, job satisfaction is gelgr shaped by internal and external factors. HEwkefactors, known as
hygiene factors, motivate the employee and mawdecpolicies of an organization, management, renatine, interpersonal
relationships and working conditions, whereas makfactors, known as motivators, are internaldiecthat affect emotions,
such as achievement, acknowledgement or respatysidind according to Vroom's expectancy theory ¢gm, 1964), the

factors that motivate an employee are his/her éafiens as a result of beliefs and displayed beingvi

When a leader transfers his/her emotions and theutghemployees in a strong way, it affects empisye
emotions, performance and job satisfaction (Golen2002). This is because leaders have an effectonbt on
employees’ emotions and thoughts but on also theitivations-values, needs-demands and desires-&tipes, which
are instrumental in their actions towards identifebjectives (Burns, 2007). Leadership is the mea# encouraging and
helping others to work effectively to all objectsvdt is the behavior of an individual when he iiecting the activities of
his group toward a shared goal. Then we call thedgn a leader. It is a relationship in which oaespn influences others
to walk together willingly on a related task ordiotain group goals. It is the ability of a leadeirnduce somebody to work
with confidence and zeal. A leader is the one wienges the potential of a group into reality. Leskig is viewed as an
important determinant and plays an important riflés a management function which is directed tonhn and social
interactions, as well as the process of persuapiéggple so that they will achieve the organizatiagosls. As the group
leader, one has to encourage the members of tlamiaegion to act while giving an encouragementdbieve the goal.

And in terms of leadership or in any organizatiarstis an important factor.
When a leader leads by his or her words, trustraatizally builds in an organization.

After all, satisfaction with your job is importatat your happiness, providing a sense of purposkjsaaven vital to
your organization’s performance. Job satisfacti@mloe seen from how the leader of an organizatiats the employees and
the leadership commitment. The effect of the lestprin an organization can be seen in an orgaoiEdtcommitment and
the trust in the leader. It is for this purposetttize researchers conceptualized the study of “tinpd Leadership

Commitment on Employees Job Satisfaction”.
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Statement of the Problem

Trust is a feeling as is loyalty. These are feditigat we have towards people or organizationssd positive feelings
have to be earned and they evolve and they talexi@ssof actions to prove that you are worthy obtr Trust is not
something that can be dictated. It's environmengadd for organizations to work or have that envirmmtal trust,
commitment to leadership is very important. It echuse leaders determine the environment. Leaéézsine how big
and how poor is the circle of safety. Without alerof safety what happens is we inherently concemselves with our
own survival biologically. We become cynical, sgffiand paranoid. That's what happens when we fdeh'trust. When
we don't trust we become cynical in everything tlsay, we become self-interested, we start doinggthito protect
ourselves which sometimes will ultimately damaged aart the culture and the organization. Leaderghiponsistently

related to trust in a leader.

Leadership facilitated the development of trustléader for many reasons: determining of the leader’
commitment on vision (e.g., self-sacrificing), thigh leader’s self-confidence will rise the subaade’s trust because they
believe that their leader can do the role of tlaeléz well and make a right decision, support amdh fine shared value so

the follower identify themselves and admire theader. (Bartram, 2007)

Job satisfaction is an emotional response to aifoltion. As such it cannot be seen, but inferdeth. satisfaction
is often determined by how well outcome meets @eers expectations. For instance, if organizatartigipants feel that
they are working much harder than others in theadegent but are receiving fewer rewards they wibhhgably have
negative attitudes toward the work, the boss anth@rco-workers. On the other hand, if they feelythre being treated
very well and are being paid equitably, they akelli to have positive attitudes toward the joba(upi et.al, 2017). Job
Satisfaction is a behavior formed by individualgéhation to their works. Job Satisfaction is apartant behavior which
can be used to assess the whole contributions plogees in the organization and the intention &véethe organization.

If the organization is able to measure the factioas affect the job satisfaction, it will be abtestrengthen the employees

morale and to provide the positive outcome forrtbeganization. (Pool, 2007)

Leaders are expected to be a leader who leads mynitment and not by compliance. A leader who lelagls
compliance would mean that you lean more towardscaacy, discipline and style of leadership. Whilkeader who leads
to commitment it means that you work to inspirea@atdand see multiple perspectives. But how imporigfeadership

commitment in the job satisfaction of the employeEARASOF Nasugbu. This problem became the ceoftthis study.

Objectives of the Study

Generally, the purpose of this study is to descaibg determine the impact of Leadership Commitro@nEmployee Job

Satisfaction.
Specifically, this study was conducted in order to:
» Describe the socio-demographic characteristichk@féspondents in terms of:
0 Age;
o Sex;

o Civil Status;
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o0 Year/s of Employment;
o Status of Employment;
o Highest Educational Attainment;
o Monthly Income/Salary; and
o Designation/Position/Academic Rank
» Describe the leadership commitment being assessttelrespondents in terms of:
0 Qualities of a Leader
0 Leadership Styles
» Determine the degree of agreement about the resptsigob satisfaction.
» Find out the relationship between the respondeatsio-demographic characteristics and their jolsfsation.

* Find out the relationship between leadership comenitt being assessed by the respondents and their jo

satisfaction in terms of:
o0 Qualities of a Leader
0 Leadership Styles
Hypotheses of the Study

This study tested the following null hypothesis:

e There is no significant relationship between thspomdents’ socio-demographic characteristics aed fbb
satisfaction.

* There is no significant relationship between leadgr commitment being assessed by the respondedtthair

job satisfaction in terms of:
0 Qualities of a Leader
0 Leadership Styles
Scope and Limitation of the Study

This study focused on describing and determinirglthpact of Leadership Commitment on Employees’ Satisfaction.

The respondents were composed of 16 employees themOffice of the Chancellor of Batangas State ¥rsity

ARASOFNasugbu. The study made use of a self-madstigpmnaire based on the Multifactor Leadership Sjlaenaire

developed by Bruce J. Avolio and Bernard M. Baeb, Satisfaction Survey developed by Paul E. SpeuidrTiny Pulse.
The questionnaire is divided into four (4) parts:Sbcio demographic characteristics of the respotsde®. Leadership
Qualities; 3. Leadership Styles and 4. Job Satisfaclt consists of Likert scaled items/questiomish an open-ended
portion on the first part. The researchers optedstoan online questionnaire instead using Googten§ at Google Docs
(https://docs.google.com/). The online questioreiair address is
https://docs.google.com/forms/d/1Kd9W2A9eOiCIOfdWKan7171VYdem5dOtfR5LeL dQo/edit?usp=drive_web.
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Thus, in the significance of the study, the responsl socio-demographic characteristics, levelgrgEament into
leadership commitment and job satisfaction weresssd to determine the impact of leadership ird job satisfaction.

METHODOLOGY
Conceptual Framework

In this study, correlating the Leadership CommittnenEmployees’ Job Satisfaction became one ofntlest crucial

purposes.

In relation to the objective of this study, the épegndent variables will be the Socio- demographaracteristics
of the respondents. SDC will include Age, Sex, C8iatus, Year/s of Employment, Status of Employmeétfighest
Educational Attainment. Monthly Income/Salary, Rgsition/Position/Academic Rank. Also in the indegeamt variables
is the Leadership Commitment which includes Quediti of a Leader and Leadership Styles
(Transformational/Transactional).

On the other hand, the dependent variable will e respondents’ evaluation based on their Job f&etisn

which includes Pay, Promotion, Supervision, Friggnefits, Contingent Rewards, Operating Conditidds;workers,

Nature of Work and Communication.

In addition, analysis of the existing relationshigtween SDC and Job’s Satisfaction as well aselaionship

between Leadership Commitment and Job’s Satisfagtiere sought.

INDEPENDENT VARIABLE DEPENDENT VARIABLE
SOCIO-DEMOGRAPHIC
CHARACTERISTICS
Age
Sex JOB SATISFACTION
Civil Status Pay
Promotion

Year's of Employvment 5 .
- upervision

Status of Employment Fringe Benefits
. . . Contingent Fewards
Highest Educational Attainment
Operating Conditions
Estimated Monthly Income/Salary Co-workers
Designation/Position/Acadenmc Fan} Nature ofwork
Commmmication

LEADERSHIP COMMITAMENT

Qualities of a Leader
Leadership Styles

Transformational Leadership
Transactional Leadership

Figure 1: The Hypothesized Relationship between thimdependent Variables and the
Dependent Variables.
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In the questionnaire, the 12 items pertaining towdgement and Leadership were measured using andipkért
Scale- one being the lowest (totally disagree) fand being the highest (verbally interpreted asltgtagree). Then the
last two items were open-ended questions.

Table 1
Scale Verbal Interpretations
4 Always Totally agree 76% to 100% agree to theestant
3 Often Agree 51% to 75% agree to the statement
2 Sometimes Disagree 26% to 50% agree to the statem
1 Nevel Totally disagree 0% to 25% agree to the statement

Leadership Styles refers to the 45 descriptiveestants based on the Multifactor Leadership Quessine
developed by Bruce J. Avolio and Bernard M. BadssTncludes the categorization of leadership styldether being
Transformational/Transactional. Leadership styleseameasured using a 5-point Likert Scale- zerngotie lowest (Not

at all) and four being the highest (verbally intetpd as Frequently if not always).

Table 2
Scale Verbal Interpretations
4 Frequently if not always

3 Fairly often
2 Sometimes
1
0

Once in a while
Not at al

Job Satisfaction refers to the 36 descriptive statds based on the Job Satisfaction Survey dewtlop®aul E.
Spector. This includes the measurement of the idtig: Pay, Promotion, Supervision, Fringe Benefintingent
Rewards, Operating Conditions, Co-workers, Natdré/ork and Communication. Job Satisfaction was mesbusing a
point Likert Scale- one being the lowest (Disagvegy Much) and six being the highest (verbally ipteted as Agree
Very Much).

Table 3
Scale Verbal Interpretations
Agree very much
Agree moderately
Agree slightly
Disagree slightly
Disagree moderately
Disagree very much

RINWA~OTO

Research Design

This study will utilize a descriptive-comparativesearch design. Descriptive research is used wiltgsand interpret the
current status of individuals, settings, conditiemsevents (Mertler, 2014). In descriptive reseatbl researcher is simply

studying the phenomenon of interest &xists naturallyno attempt is made to manipulate the individwaaditions or events.

Moreover, comparison is one of the most efficiemtiods for explicating or utilizingacit knowledge or tacit
attitudes. In descriptive-comparative study, tr@meemany situations where comparison is an adequetieod. Same type of
products, as they are used in the same circumstdndein different countries or setting, may becdésd and compared
(Pentti, 2007).
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Sample and Sampling Procedure

This study was participated by 16 employees offhtangas State University ARASOF Campus, spediieahployees
from the Office of the Chancellor. The samplinghigique used was the convenience sampling methodvebience
sampling was used to select the respondents o$ttidy which means non-parametric sampling technighierein all

respondents of the population have no equal oramnchances or opportunity of getting selected (Rwold Beck, 2008).

Table 4: Sampling Frame of the Respondents of thel8ly

Batangas State UniversiBRASOF Campus
No. of Respondents Percentage (%)
16 100%
Total: 16 100

Instrumentation

This study made use of self-administered and setlenquestionnaires based on Multifactor Leaderghipstionnaire
developed by Bruce J. Avolio and Bernard M. Baeb, Satisfaction Survey developed by Paul E. SpeuidrTiny Pulse.

The questionnaire is divided into four (4) partsShcio demographic characteristics of the respatscée.

Leadership Qualities; 3. Leadership Styles andbl.Shtisfaction. It consists of Likertscaled itegos/stions with

an open-ended portion on the first part.

There is a written version of the questionnaireyéner due to the current COVID19 situation andHealth and
safety purposes, the researchers opted to use lare gruestionnaire instead using Google Forms abglo Docs

(https://docs.google.com/). The online questioreigiaddress is
https://docs.google.com/forms/d/1Kd9W2A9eOiCIOfdw¥Kan7171VYdem5dOtfR5LeL dQo/edit?usp=drive_web

There’s only pre-testing conducted by the reseaschegarding the use of the online questionnaick ram pre-
testing was conducted to check the reliability fed fuestionnaire itself since almost all items cdroen standardized
guestionnaires available online. After checking guestionnaire’s functionality, the researcherscpedled with the data

gathering.
Data Gathering Procedure

After a series of meetings of the researchers badapproval of their professor to conduct this gtutie researchers
started locating the target respondents, as wetbastructed the questionnaire. Once they werdaddcdhe researchers
initially started to ask permission to the admirgigir/head of the targeted university as a courtedly They explained
everything about the content such as the purposbeostudy, benefits, advantages and disadvantdges. were also
assured that what they shared would be treated wtittost confidentiality and would be used exclulsivier research
purposes only. Lastly, the respondents were giveanaple time to answer the questionnaire. Thedirthe questionnaire
was being sent to the respondents one by one.€Beanchers also assisted all the respondentsheithqueries pertaining

to the content of the questionnaire. It took ted) @days to collect all the responses via Googler-or
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Statistical Analyses

To answer the objectives of this study, differdatistical techniques will be employed. Level ohfidence will be set at
0.05 (95% confidence).

* To measure the socio-demographic characteristitBeofespondents, the leadership commitment andebece

of agreement of the respondents on job satisfadtiequencies, percentages and mean were employed.

* Infinding out the relationship of the respondeststio-demographic characteristics and their jdisfsation; the
leadership commitment and the respondents’ jolsfaation, Pearson-Product-Moment Correlation (Reary

was used.
RESULTS AND DISCUSSION

This section presents and interprets the dataatedein relation to the study’s objectives. Diséoissand support of

relevant literature and studies were also incorgara
Socio-Demographic Characteristics

This shows the socio-demographic characteristidthedfespondents in terms of age, sex, civil statesr/s of employment,

status of employment, highest educational attaitnmeonthly income/salary, designation/position/acatt rank.

Table 5: Socio- Demographic Characteristics of thRespondents

| FREQUENCY (N=16) | PERCENTAGE (%)
Age
20-29 5 31.25
30-39 4 25
40-49 7 43.75
Above 50
Mean: 36 0 0
Gender
Male 8 50
Female 8 50
Civil Status
Single 5 31.25
Married 11 68.75
Widow 0 0
Years of Employment
Less than 5 years 4 25
5-10 4 25
11-15 4 25
16-20 3 18.75
21 and above 1 6.25
Status of Employment
Contractual 2 12.5
Temporary 4 25
Permanent 10 62.5
Highest Educational Attainment
College Graduate 5 31.25
With MA Units 1 6.25
MA/MS Graduate 2 12.5
With Doctoral Units 7 43.75
Doctoral Graduate 1 6.25
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Table 5: Contd.,

Estimated Monthly Salary
Less than 10,481 0 0
10,481 - 20,962 2 125
20,962 - 41,924 11 68.75
41,924 - 73,367 1 6.25
73,367 - 125,772 2 12.5
125,772 - 209,620 0 0
209,620 and above 0 0
Designation/Position/Academic Rank
Admin Aide 2 125
Admin Officer 1 6.25
Instructor 6 37.50
Assistant Professor 4 25
Associate Professor 1 6.25
Professor 2 12.5

The table deals with the socio demographic of #spondents in terms of age, sex/gender, civil statears/ of
employment, status of employment, highest educatiattainment, monthly income/salary, designatiosifion/academic
rank. As shown in the table, 43.75% is the highat& of employees in the age bracket from 40 tgetds old. The sex or
gender got its rate both in 50%, the civil statos §8.75% representing married employees, the yeaesnployment
which earned all by 25% between 1 to 15 years efdemcy, status of employment earned 62.5% for peemt
employees, highest educational attainment with &attunits 43.75%, estimated monthly salary betw2@862 - 41,924
which is equivalent to 68.75% and the academic mnposition as instructor has earned the rate/&®s6. This indicates
that the most significant socio demographic resafiérs to age, the permanency and the salary etdiy the employees
which were the indication in determining employgas satisfaction. On the other hand, the leastifségimt indicators are

civil status, years of employment, designation higthest educational attainment.
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

The summary of findings, conclusions and recommtimata based on the analysis of the results of thdysare well
presented in this chapter. The main objective @ #iudy is to describe and determine the impacteddership

Commitment on Employee Job Satisfaction.
The study specifically sought answers to the foitmw
» Describe the socio-demographic characteristichk@féspondents in terms of:
o Age;
0 Sex;
o Civil Status;
o0 Year/s of Employment;
o0 Status of Employment;
o Highest Educational Attainment;

o Monthly Income/Salary; and
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o Designation/Position/Academic Rank
» Describe the leadership commitment being assessttelrespondents in terms of;
0 Qualities of a Leader
0 Leadership Styles
» Determine the degree of agreement about the resptsidob satisfaction.
* Find out the relationship between the respondewisio-demographic characteristics and their jolsfsation.

e Find out the relationship between leadership comenitt being assessed by the respondents and their jo
satisfaction in terms of:

0 Qualities of a Leader
0 Leadership Styles
Summary of Findings

The data gathered were analyzed and the followimdjrfgs were formulated in accordance with the gjpequestions

stated above.

Based on the survey, 43.75% is the highest ratamployees in the age bracket from 40 to 49 yeatsTdie sex
or gender got its rate both in 50%, the civil stafjot 68.75% representing married employees, thesyaf employment
which earned all by 25% between 1 to 15 years efdemcy, status of employment earned 62.5% for ppemt
employees, highest educational attainment with @rattunits 43.75%, estimated monthly salary betw2@862 - 41,924

which is equivalent to 68.75% and the academic margosition as instructor has earned the rate/ ®%o.

The results of the study shows that respondente Wweth with the degrees of Outcome of LeadershitraE
Effort and Effectiveness” which earned the overakan of 3.63, interpreted as “Fairly if not Alwaysith 7 sub
statements or indicators. It is in contrast witk thwest weighted overall mean of 0.59 gained bas8Re Avoidant:
Laissez-Faire” as interpreted as “Not at All" wittsignificant indicators such as avoids gettingplwed when important

issues arise, Absent when needed, avoids makingioles and delays responding to urgent questions.

The study also presents the degree of agreemeheatspondents about their job satisfaction inctvléarned
and over all mean of 5.28 to supervision intergteas “Agree Very Much”, 5.00 to communication imieted “Agree
Moderately” and 4.91 to co- workers interpreted tég Moderately”. In this results or findings, ighlighted that the
supervisor is competent in doing his/her job, adgoemmunication atmosphere is evident in the omgitin and they like

each other as a sign of a good working environment.
Conclusions
On the basis of these findings, the following cos@ns are derived:

Most significant socio demographic result: referage, the permanency and the salary receivedebgrtiployees
which were the indication in determining employgas satisfaction. On the other hand, the leastifségmt indicators are

civil status, years of employment, designation higthest educational attainment.
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The different leadership factors such as valuedugiveness, empowering others, competence, gravitkiset
and compassion in which earned an overall mean6@ ®ith an equivalent of Totally Agree. It is infed that the degree

of agreement of the respondents to leadershiptopsgain particular to Management and Leadershimiform.

As stressed by Anthony Solomon and Renier SteyhdPCultural Intelligence (CQ) is 'an individuatapability
to adapt effectively to situations of cultural dis#y' and, hence, depicts the capacity to seatylesake the transition
across multiple cultures as opposed to just a sionglfew cultures. CQ thus allows for the allewiatiof stresses that

emerge as a result of heightened exchanges bethess persons possessing divergent cultural idestit

The degree of agreement of the respondents abeiujab satisfaction in which earned and over adlam of 5.28
to supervision interpreted as “Agree Very MuchQ®to communication interpreted “Agree Moderatedyid 4.91 to co-
workers interpreted “Agree Moderately”.

In this results or findings, it highlighted thatethsupervisor is competent in doing his/her job, cody
communication atmosphere is evident in the orgaioizaand they like each other as a sign of a goamking

environment.

There is no significant relationship between thspo:dents’ socio-demographic characteristics aed fbb

satisfaction.

There is no significant relationship between lealdigr commitment being assessed by the respondedtthair
job satisfaction in terms of: Qualities of a Leadad Leadership Styles.

RECOMMENDATIONS
On the basis of these findings and conclusionfahewing are the researcher’'s recommendations:

The study revealed a positive response from thel@mps as regard to leadership qualities. It isetioee
recommended that the Chancellor continue to be astipp at all times, be innovative and flexible wirspires his

subordinates, identify champions that can helpotiganization, and develop the skills of the empésye

In addition, the respondents reiterated that heimoss to be proactive and aggressive in makingrtbgtution
improves to the highest level and continue to lgwad decision-maker. Most importantly, he shouldtcwe to provide

clear goals for the organization to allow themttovgbased on their experiences in their respedifiees.

In terms of job satisfaction, the respondents afjm@ederately on the statements under ContingentaRisw

Therefore, the institution should find ways on hovextend rewards and recognition to deserving epags.

Lastly, in the part of the researchers, it is rec@mnded to consider on having a re- run on the lativa on
leadership commitment to job satisfaction basedsalncategories and not based on the totality ofréiselt to clearly

highlight the relationship of each category to ¢hgployees’ job satisfaction.
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