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Introduction

Along with the development of hallyu (Korean wave), many people worldwide are
interested in learning about Korea and its culture. According to King Sejong Institute (KSI),
which focuses on teaching foreigners, the Korean Language and Culture Center (KLCC) has
been providing services in 60 countries with 180 institutions as of 2019 (KSIF, 2023). In
addition, according to Overseas Koreans Foundation (OKF, 2023), which focuses on teaching
Korean diaspora children, there are 1,777 KLCCs in 113 countries as of 2018 (OKF, 2023).
These organizations have several targets for cultural identity and sustainability, including
promoting Korean language teaching and its culture to foreigners and assisting the next
generation of Koreans maintaining the culture and language of their homeland and
strengthening ethnic ties, so that Korean immigrants become exemplary members of the
country in which they are currently living (KSIF, 2023; OKF, 2023). In addition to the KSI
and OKF, there are more KLCCs across the world with similar purposes of learning Korean
and its culture. Most KLCCs across the world are non-profit organizations consisting of
churches or ministry and missionary agencies for the abovementioned purposes. Considering
the nature of service, most KLCC teachers who volunteer receive a little compensation as a
sign of gratitude. The teachers are an essential asset and source of competitiveness for
KLCCs’ human resources. As a non-profit organization, the KLCC’s sustainability and
performance depend on its human resources (Haider et al., 2017). Therefore, challenges for
the KLCCs are to maintain their teachers' strong motivation and to establish a healthy
organizational culture that satisfies them, so that they can consistently give their best although
they receive little or no compensation.

Leaders of non-profit organization driving growth and changes do not view volunteers just as
members working for free (Crutchfield & Grant, 2012). Instead, the leaders create an
organizational culture in which the volunteers consider the collaboration with a strong sense
of identity, community, and enthusiasm for the organization's vision and values. A leadership
that stimulates followers' emotions and encourages them to embrace psychological ownership
as well as the organization’s core values and mission has the effect of leading the non-profit
organization to grow together although the volunteers are not paid (Ainsworth, 2020;
Crutchfield & Grant, 2012; Yang & Chah, 2021). In addition, trust-based stewardship
dialogue and strategic interpersonal relationship management build a sense of stewardship
and bring out the value of commitment and responsibility to the members and supporters of
the non-profit organizations. As a result, intellectual stimulation, emotional inspiration,
interest, recognition, and encouragement motivate the followers to commit themselves to the
organization and assist them to understand its specific purpose and identity. Furthermore,
these factors become essential variables that can improve the followers’ performance and
satisfaction (Bunjak et al., 2022; Dimitrios et al., 2013; Fareed et al., 2021; Harrison, 2023;
Monzani et al., 2015; Ni et al., 2022).

Previous studies have shown that the characteristics of the leadership styles mentioned above
and that the organizational culture influences the commitment and JS of employees who lead
the organization to sustained success (Asrar-ul-Haq, 2018; Kim & Shin, 2018; Ding et al.,
2017; Fayzhall et al., 2020; Kim et al., 2022; Mufti et al., 2020; Park & Pierce, 2020;
Prameswari et al., 2020). Specifically, the transformational (TF) leadership and transactional
(TS) leadership styles positively influence instructors’ and employees’ JS and performance
(Abdelwahed et al., 2022; Bakker et al., 2022; Cho et al., 2019; Halim et al., 2019; Hetland et
al., 2018; Mufti et al., 2020; Purwanto et al., 2020; Irianto & Sudibjo, 2019; Javed et al.,
2014; Kim, 2017; Kishen et al., 2020; Qalati et al., 2022). The TS leadership style achieves
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the JS, success of a project, and performance by meeting the needs of followers based on the
organization's reward for individual effort and performance (Abdelwahed et al., 2022;
Greimel et al., 2023). On the other hand, the TF leadership style influences the followers to
execute their duties based on the influence of the leaders’ characteristics. The TF leaders
provide intellectual stimulation to members. The TF leaders do not only motivate the
members, but also inspire them to work through the leaders’ ideal example. In addition, the
TF leaders attempt to achieve the organization’s performance success by providing individual
attention and consideration to the followers (Cho et al., 2019; Hassan & Uzma, 2020; Khan et
al., 2020; Yeliz et al., 2018).

Differences in how both the TF and TS leadership styles motivate the employees or followers
have led many researchers to compare the two leadership styles in various situations and
cultures (Abbs & Ali, 2021; Bono et al., 2012; Deichmann & Stam, 2015; Epitropaki &
Martin, 2013; Hassan & Uzma, 2020; iscan et al., 2014; Yeliz et al., 2018). According to the
researches by Fayzhall et al. (2020) and Nazim (2016), the TF leadership style affected
teachers’ JS, but the TS leadership style had no significant effect on it (Fayzhall et al., 2020;
Nazim, 2016; iscan et al., 2014). However, the opposite results were also confirmed
(Purwanto et al., 2020; Lan et al., 2019). Evidently, the researchers reveal research gaps
between the results of the influence of TF leadership and TS leadership on the teachers’ JS. In
several cases, previous studies showed that both leaderships influenced the JS. However,
another study found that only the TF leadership or TS leadership influenced the JS. Research
gaps are also evident in the influence of the TF leadership and TS leadership on the JS
targeting Koreans. Studies of Korean childcare teachers (An & Kim, 2011), local educational
administrative officials (Hong & Kim, 2014) (Hong & Kim, 2014) and Korean soldier and
commander (K.-K. Lee & Yi, 2015) found that both leaderships had a positive effect on the
JS. However, Li et al. (2016) proved that only the TF leadership had a positive effect on the
JS. Further, Ra (2015) presented that the TF leadership of pastors ministering in Korean
Southern Baptist churches in the United States was a predictor with a more positive influence
on the JS of children’s ministry volunteers. However, Jung & Kim (2020) emphasized that the
TS leadership of the preschool principal’s JS as an affecting variable. For this reason,
researches on the TF leadership and TS leadership on the teachers’ JS must be explored with
various variables and contexts (Akhtar & Nazarudin, 2020). Research examining the
influence of TF leadership and TS leadership on the teachers’ JS at non-profit educational
organizations, like KLCC, under missionaries as their leaders are limited. Akhtar &
Nazarudin (2020) supported that researches on these leaderships on the teachers’ JS must be
explored with various variables and contexts. Furthermore, this study aims to examine the
role of shinbaram (SH) as an emotional and relational mediating factor and a Korean ethnic
variable, intervening between the influence of TF leadership and TS leadership on the JS.
This present study is a novel study identifying the role of SH in the influence of JS in the
organizational culture of non-profit educational institutions.

In this study, the SH refers to a distinctive characteristic of Korean emotions. This emotion
emerges when a team member feels excited with anything they have experienced. A collective
positive energy of each team member keeps the team together (Choi et al., 2017; Lee, 2015).
The SH comes from a unique sense of unity among members of the community or
organization. It can be explained as a social-psychological energy formed spontaneously from
the community order and the foundation of good organizational culture. Several research
findings on the JS explain that when the organizational culture is pleasant, comfortable,
mutually communicative, and trustworthy like the SH, the human resources can achieve
results with a sense of satisfaction (Akhtar & Nazarudin, 2020; Bernarto et al., 2020; Haider
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et al., 2017; Jenner, 2019; Meng & Berger, 2019; Putra et al., 2019; Kim, 2018). Although
they face a challenging problem, they will demonstrate their exceptional ability to overcome
the problem. However, the SH as a social-psychological energy cannot succeed under the
organization’s pressure. Chung Joo-Young, a former CEO of Hyundai Corporation in Korea,
achieved world-class achievements by incorporating the SH into the business management.
He used the SH in the management of organizational culture (Lee, 2015). Furthermore, the
SH is a dynamic energy creating productive and positive motivation and enthusiasm. The SH
has the abilty to make impossible dreams come true (Lee, 2015; Choi et al., 2017). Previous
researches on the SH revealed that it was a significant intervening variable in the relationship
between the Korean leadership style, leadership issues, and job performance (Choi et al.,
2017; Nam et al., 2016). Based on the results of previous studies, this study offers a novelty in
using the SH as an intervening variable in the influence of TF leadership and TS leadership on
the JS of KLCC teachers working in a non-profit organizational setting, as only few studies
have been reported so far.

Research Objectives & Research Questions

The research objectives are to determine the influence of TF leadership and TS
leadership on the KLCC teachers’ JS directly and indirectly, with the SH as the intervening
variable; the influence of TF leadership and TS leadership on the SH; and the influence of SH
on the KLCC teachers’ JS. The research questions are as follow:

(1) Does the TF leadership directly influence the KLCC teachers’ JS?

(2) Does the TS leadership directly influence the KLCC teachers’ JS?

(3) Does the TF leadership directly influence the SH?

(4) Does the TS leadership directly influence the SH?

(5) Does the SH directly influence the KLCC teachers’ JS?

(6) Does the TF leadership indirectly influence the KLCC teachers’ JS through the SH?
(7) Does the TS leadership indirectly influence the KLCC teachers’ JS through the SH?

Literature Review & Development of Hypotheses

The volunteers working in non-profit organizations need perceived organizational
support to work happily and passionately with a sense of ownership and stewardship as
intangible competitive assets to prevent turnover. The leaders who increase the performance
of their employees encourage their diversity and develop potentials of the human resources as
an intangible asset, and manage follower interactions well based on trust and organizational
culture motivation (Haider et al., 2017; Harrison, 2023). In addition, the leaders also create an
organizational culture that encourages active and positive attitudes as well as the members’
flexibility to cope with changes (Haider et al., 2017). Previous studies have revealed that the
TF leadership and TS leadership influenced the JS under the above conditions (Choi et al.,
2016; Nyukoron, 2016; Kim, 2018; Jenner, 2019; Prameswari et al., 2020). In addition,
previous studies also found that the leadership style and intrinsic and extrinsic motivation
affected the perceived organizational support, employee retention, and JS (Bernarto et
al.,2020; Shah & Asad, 2018; Asad, 2020). Therefore, this chapter reviews the literature on
the influence of TF leadership and TS leadership on JS as well as the SH.

Transformational (TF) Leadership

The leaders of transformational (TF) leadership have the ability to predict the future.
They encourage their subordinates to understand, embrace the organization’s vision,
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challenges to voluntary work, and serve as good role models in order to become ideal leaders
later on (Kim et al., 2022; Qalati et al., 2022). In addition, they also inspire their subordinates
to have a vision and prepare themselves as future leaders with a strong motivation (Morf &
Bakker, 2022). Furthermore, the TF leaders can identify the best solutions and innovations
without hesitation in facing challenges and changes in the organization (Akhtar & Nazarudin,
2020; Bass & Riggio, 2005; Yun, 2017). Therefore, they are well respected by their
subordinates since they serve as role models for them when the organization experiences
difficulties. Elements of TF leadership are as follows (Akhtar & Nazarudin, 2020; Bass &
Riggio, 2005; Khaolah, 2019; Yun, 2017):

Charisma

The TF leaders have the charisma expressing their goals and ideals clearly and
decisively, allowing their subordinates to confidently follow the organization's vision. They
encourage and promote enthusiasm, and they assist the organization’s members through
changes and growth, so that they can confidently achieve a valuable vision. This charismatic
power stems from his talent (Bass & Riggio, 2005; Oubrich et al., 2021; Yun, 2017).

Inspirational Motivation

The TF leaders can motivate and inspire their subordinates to achieve success in their
work. They adopt motivational strategies that come from inspiration to have an optimal
influence on their subordinates. Well-motivated subordinates have a high sense of mission,
commitment, loyalty, and satisfaction with the organization (Shah & Asad, 2018). In the same
way, the leaders assign challenging work to their subordinates to develop themselves through
solving problems with psychological support, emotional attention, and active communication
from their leaders. The TF leaders always place a high value on encouraging and empowering
subordinates (Cho et al., 2019; Morf & Bakker, 2022; Rao & Zaidi, 2020).

Intellectual Stimulation

The TF leaders do not hesitate to face performance challenges. If the organizational
system is determined to be ineffective, dysfunctional and unsuccessful, they will make a
prompt decision to end the old system decisively and seek a creative and innovative new
system to replace it. This type of leader supports changes with creative energy and innovative
enthusiasm. In addition, the TF leaders offer new ideas or break from the conventional
framework to provide their subordinate with an innovative perspective. The process of
undergoing challenges as intellectual stimulation can develop the subordinates’ creative
capability (Choi et al., 2016; Purwanto et al., 2020).

Individual Considerations

The transformational leaders value their subordinates’ abilities and skills, consider
them as valuable individuals, and pay attention to and trust them (Yun, 2017). The TF leaders
also try to understand the subordinates’ desires and performance to successfully develop their
abilities (Purwanto et al., 2020; Rao & Zaidi, 2020). These individual considerations affect
the subordinates’ self-confidence and self-efficacy. Therefore, they are subsequently able to
develop better work (Akhtar & Nazarudin, 2020; Purwanto et al., 2020). These individual
considerations are such a caring behavior as an advisor to the organization’s members. By
giving recognition, encouragement, trust and advice to their subordinates, the leaders are able
to increase their motivation to the highest level (Yun, 2017).
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Ideal Attitude and Behavior

The TF leaders are respected and admired as role models for their subordinates. They
become channels of moral and ethical values to their subordinates to address organizational
problems. Confident leaders who act ethically are powerful, and they give their best effort to
concentrate on self-realization. As a result, they are more likely to acquire the trust of their
subordinates as well as to be modeled as role models of ethics (Akhtar & Nazarudin, 2020;
Qalati et al., 2022; Mulla & Krishnan, 2022; Purwanto et al., 2020; Stock et al., 2022).

Transactional (TS) Leadership

The transactional (TS) leadership provides creativity and higher-level job performance
to the followers by focusing on actions, rewards, and incentives to encourage desirable
behavior on the part of the organization or leader, where exchanges or transactions occur
between the leaders and subordinates (Abdelmegeed et al., 2022; Sanda & Arthur, 2017). The
exchange can be in the form of promotions, psychological advantages, economic benefits,
flexible working hours, additional benefits, and others (Akhtar & Nazarudin, 2020; Albejaidi
et al., 2020; Burns, 1978; Yeliz et al., 2018). The TS leaders prioritize the present rather than
the future, allowing them to run the organization smoothly and efficiently by focusing on the
present time. They are familiar with traditional management functions, such as planning and
budgeting, and generally pay attention to the aspects of business performance. It is assumed
that the organizations are interested to stay stable rather than to change frequently (Abbas &
Ali, 2021; Albejaidi et al., 2020; Nazim, 2016).

Contingents

The first aspect is contingent rewards. The characteristics of leaders with ‘conditional
rewards’ or ‘contingent rewards’ are the leaders who always explain about the compensation
that will be obtained by the subordinates if the work is carried out under the classification of
targets and work standards and job assignments. The TS leaders utlize a contingent
compensation system to reward and promote the subordinates who complete specific tasks.
The leaders promise that the subordinates will get the desired reward in exchange for their
efforts. When the subordinates achieve their goals, their leaders will express their satisfaction
(Akhtar & Nazarudin, 2020; Albejaidi et al., 2020).

Active and Passive Exceptions

The second aspect is management with active and passive exceptions. The active
exception management allows immediate correction and improvement to the subordinates’
job performance during the process if they make mistakes. The transactional leaders pay
attention to shifts and errors from the standard. They also focus on dealing with errors,
complaints, and failures (Purwanto et al., 2020; Akhtar & Nazarudin, 2020). Meanwhile, the
passive exception management holds out until a situation gets critical before intervening. It
does not provide decisions and answers despite an urgent situation. The passive leaders expect
nothing goes wrong with the organization, so that he does not have to solve the problem as
soon as possible. The leaders take action to fix only after a major problem occurs (Abbas &
Ali, 2021; Cho et al., 2019; Hassan & Uzma, 2020; Nazim, 2016).

Shinbaram (SH)

The shinbaram (SH) refers to a Korean phrase describing excitement and pride of
workers full of enthusiasm, happiness, delight, and enthusiasm. It occurs at moments of joy
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and grief, or even when life is facing unpleasant emotional challenges. This concept has been
used for hundreds of years among Koreans. The lexical meaning of SH is ‘excitement that
high spirits bring’. However, this translation misrepresents the meaning of SH precisely. The
native Koreans use the word SH in a slightly different and more complicated way. According
to Kim (1994, p.102), “SH is a spiritual being that enters a person from the outside, and that
power makes him a superhuman or exciting force in a special event.” The shinbram is a very
exciting, fun, and happy emotion about something in particular. It allows people easily
becoming ecstatic in fun activities, driving away thoughts and burdens, so that they can focus
on the present activities and accomplish astonishing results together (Lee, 2022; Kim, 1994;
Lee & Huh, 2020).

People with SH have a strong self-esteem for overcoming difficulties and communicating
their feelings. The organization’s members with SH are satisfied and proud their work. The
SH occurs when the organization’s members are able to improve their skills and elevate their
interest in their work. The organization’s members with SH are extremely nice to all
coworkers (Baik, 2018; Kang, 2012). People with SH have a good focus, love to pleasing
others and themselves, and have a strong work ethic. They are more focused on their work
and have a better mood. They can communicate their excitement and feelings about their
work as much as possible and convey their desires in various ways. The SH allows each
member to have a sense of ownership in their work, passionately immerse themselves in it,
take initiatives, and be creative. The SH is a collective energy expressed within the
community (Baik, 2018; Kang, 2012; Kang & Kwun, 2013; Lee & Huh, 2020). It fosters the
community organizational order and serves as a catalyst for volunteer autonomy and goodwill
competitiveness within the business unit as well as among the non-profit organizations.

Job Satisfaction (JS)

In the non-profit organizations, the leaders are missionaries and they lack financial
support. For these reasons, it is difficult to motivate the volunteers and make them satisfied
with their job to teach Korean and its culture to children of foreigners a sense of calling and
full of passion consistently. The job satisfaction (JS) can manifest as emotional satisfaction or
dissatisfaction as a result of their work as an obligation. It explains the employees’
perceptions of how well such work has been performed (Halley et al., 2017; Mufti et al.,
2020; Putra et al., 2019). Measuring the organizational performance requires measuring the
JS. Therefore, many organizations examine the JS to understand how their workers feel about
work and predictors of work behaviour, such as motivation, absenteeism, turnover, and
performance (Mufti et al., 2020; Y. Lee & Sabharwal, 2016). Indicators of JS are the work
environment, organizational support, career development opportunities, additional benefits,
salary, and others. Inappropriate compensation or rewards lower the employees’ JS (Asbari et
al., 2020; Aung et al., 2023; Bernarto et al., 2020; Fayzhall et al., 2020; Lee, 2015; Purwanto,
et al., 2020; Putra, 2019)

The volunteers do not rely solely on monetary compensation for their services (Lee &
Sabharwal, 2016). Their services influence the community and creates social values (Liao &
Huang, 2016). The volunteers in the non-profit organizations are satisfied with their job when
their time and effort invested have a positive impact on their communities and the lives of
others (Kim & Kim, 2020). In addition, as a valuable and intangible asset in the non-profit
organizations, the volunteers are also satisfied with their job when they achieve a common
goal, mission, and vision while communicating and cooperating with other members with
their unique individual abilities and skills (Bastida et al., 2018; Liao & Huang, 2016; Wang &
Lin, 2011). Social networks in the non-profit organizations grow as a result of activities with
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a diverse range of people. The volunteers’ JS develops and increases as a result of personal
interactions (Hwang, 2016). Another motivation for volunteer activities is the importance of
collaboration with the joy of being together and growing individual abilities. Individual
talents, knowledge, and abilities grow in order to achieve individual competitiveness, while
performing duties necessary for the organization (Slatten et al., 2021). When the volunteers
work in a new environment and face challenges, they acquire leadership and problem-solving
skills. This personal growth becomes a valuable reward that affects the JS and leads to future
careers (Bastida et al., 2018; Kim & Kim, 2020).

Development of Hypotheses

The Influence of TF Leadership and TS Leadership on the KLCC Teachers’ JS

Various studies on the JS have been conducted, especially on the TF leadership and
TS leadership. Several significant studies have found a positive and significant relationship
between the two leaderships and JS in fields of education, sports, medical, credit cooperative
coordinating bodies, telecommunications business, and etc (Marselius & Andarika, 2004;
Choi et al., 2016; Nyukoron, 2016; S. K. Kim, 2018; Jenner, 2019; Prameswari et al., 2020;
Purwanto et al., 2020).

H1. The TF leadership directly and significantly influences the KLCC teachers’ JS.

H2. The TS leadership directly and significantly influences the KLCC teachers’ JS.

The Influence of TF Leadership and TS Leadership on SH

Several researchers have confirmed a positive influence between the Korean
leadership and SH (Baik, 2018; Nam et al., 2016; Kim et al., 2019; . In addition, previous
studies have also proved a positive influence on the relationship betwen the TF leadership and
TS leadership positively on the organizational culture and the members’ good performance.
These findings imply that if a desirable leadership has a good influence on the organizational
culture, it is most likely to be related to the intervention of SH (Albejaidi et al., 2020; Halley
etal., 2017; Hassan & Uzma, 2020; Meng & Berger, 2019).

H3. The TF leadership directly and significantly influences the SH.

H4. The TS leadership directly and significantly influences the SH.

The Influence of SH on JS

According to previous researches by Kim et al.(2019), Choi et al. (2017) and Nam et
al. (2016), the SH is a variable that positively influences the JS. The emotions and behavior
as a result of the SH play an invaluable role in the organizational members (Kim et al., 2019;
Choi et al., 2017; Nam et al., 2016). Therefore, they can avoid unnecessary conflicts with
their superiors and establish friendly relationships with the coworkers. Consequently, it
influences the organizational culture so positively that it can increase the employees’ JS. The
SH’s cheerful emotions create and elevate excellent manners and behaviors, and their
energetic enthusiasm has a positive effect on individual performance, innovative
implementation, and organizational commitment (Kang & Kwun, 2013).

HS5. SH directly and significantly influences the KLCC teachers’ JS.
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H6. The SH indirectly and significantly intervenes the influence of TF leadership on the
KLCC teachers’ JS.

H7. The SH indirectly and significantly intervenes the influence of TS leadership on the
KLCC teachers’ JS.

Method

Research Design and Methods

This study employed a quantitative method to measure and analyze the cause-and-
effect relationships between the variables. The following Table 1. and Figure 1. explain the
research variables used in this study:

Table 1. Research Variable

Variable Function Sub Items
Transformational Leadership (TF) Independent (X1) TF1, TF2, TF3, TF4, TE5
Transactional Leadership (TS) Independent (X2) TS1, TS2, TS3, TS4
Shinbaram (SH) Intervening (Z) SH1, SH2, SH3, SH4, SH6
Job Satisfaction (JS) Dependent (Y) JS1,1JS2,JS3,JS4,JS5

TF1

TF2

TF3

TF4

Transformational
Leadership(X1)

TF5

SH1

SH2 151

/ J52
¥

153

SH3

SH4

SH5 54

SHINBARAM(Z) Job

Satisfaction(Y)

SH6

T51

T52

TS3 /

T54 Transactional
Leadership(X2)

Figure 1. Research Model

Research Setting and Subject

This study involved 133 participants consisted of the teachers led by Korean
missionaries from KLCCs in 23 countries. They were selected using a convenient sampling
method due to the uncertain number of populations. Considering that the research subjects
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were globally spread, each subject was invited to complete an online questionnaire. Although
the convenient sampling method was a non-probability sampling method, the hypotheses and
results of this study fit as the first step for future in-depth studies. This research used
SmartPLS to analyze the data with Partial Least Squares - Structural Equation Modeling
(PLS-SEM). Wong (2013; 2019) defined effect size samples (Table 2) as the number of
arrows at a latent variable as specified in the SEM (5% significance / 80% statistical power).
The following Figure 1. shows that the research model has 5 arrows that point to the latent
variable. It means that this study required more than 70 samples. The total samples in this
study were 133 (> 70), indicating that the requirement was met.

Table 2. Recommended Sample Size

The Number of Arrows Connecting to the Latent 3 Latent 4 Latent 5 Latent 7 Latent
Variable Variables Variables Variables Variables
The size of sample (minimum) 59 < 65< 70 < 80 <

The following Table 3. and Table 4. summarize the descriptions of the research project. The
research subjects were teachers from KLCCs - non-profit organizations, spread in regions of
Asia (69.9%), Europe (6.0%), Africa (3.0%), Oceania (1.5%), North America (18.0%), and
South America (1.5%). The research was conducted from April 10, 2020 to May 15, 2020.

Table 3. Respondents’ Region and Origin Country

Region -:t’:plon dent Origin Country
Asia 93 Korea (5), Philippines (6), Thailand (12), Taiwan (1), Japan (2)
(69.9%) Indonesia (49), India (4), UAE (1), Singapore (3), China (1), Malaysia (9)
8 .
Europe (6.0%) France (2), Turkiye (3), Germany (2), Greece (1)
. 4 . .
Africa (3.0%) Tanzania (1), South Africa (3)
. 2 .
Oceania (1.5%) Australia (1), New Zealand (1)
North America 24 Canada (1), USA (23)
(18.0%) !
. 2 .
South America (1.5%) Argentina (1), Paraguay (1)

Table 4. Respondent Profile

Experience Age Gender

1-2 years 23 (17.3%) 20-30 years old 21 (15.8%) 112
Female (85%)

2-3 years 23 (17.3%) 30-40 years old 17 (12.8%)

3-5 years 29 (21.8%) 40-50 years old 52 (39.1%) 20
Male (15%)

More than 5 years 58 (43.6%) More than 50 years old 43 (32.3%)

Data Collection Techniques and Instruments

This research employed an online questionnaire to collect the data. The SEM method
was applied using SmartPLS (3.0) for data analysis. The questionnaire consisted of 20 items
with four variables, such as transformational leadership (TF; 5 items), transactional leadership
(TS; 4 items), shinbaram (SH; 6 items), and job satisfaction (JS; 5 items). The TF and SH
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items were adopted from the. The JS items were adopted from the CODE BOOK by KOSSDA
2012. Meanwhile, the TS items were developed from a contingent-focused synthesis and
active exclusion. The questionnaire was written in Korean. The questionnaire items were
measured using a 5-point Likert scale. The questionnaire and references used in this study
were both written in Korean to keep the language nuance and meanings.

Results

Results of Validity and Reliability Test

The measurement model was assessed for its convergent validity, discriminant
validity, and composite reliability. The PLS analysis examined the research hypotheses and
the results are elaborated below.

Indicator and Reliability of Internal Consistency

The outer loading value determined the reliability of construct with an effect size of
0.7 or higher. The following Table 5. shows that the outer loading of each indicator is higher
than 0.7, after removing construct JS1, JS4 and SH1, which is at 0.7 (Hulland, 1999; Wong,
2013). Meanwhile, the Cronbach’s Alpha or composite reliability value determined the
reliablity of construct with an effect size of 0.7 or higher (Bagozzi & Yi, 1988; Ghozali,
2014). The results in Table 5. show that all variables’ Cronbach’s Alpha and composite
reliability are higher than 0.7. Therefore, the requirement for reliability has been met.

Table. 5. Reliability and Validity of Constructs

Indicator Indicator Reliability Cronbach's Composite Average Variance
Outer Loadings Alpha Reliability Extracted (AVE)
JS2 0.821
JS: Job Satisfaction (Y) JS3 0.794 0.741 0.852 0.657
JS5 0.817
SH2 0.759
SH3 0.734
SH: Shinbaram (Z) SH4 0.806 0.848 0.892 0.624
SH5 0.858
SH6 0.786
TS1 0.802
TS: Transactional TS2 0.881
Leadership (X2) TS3 0.872 0.856 0.902 0.698
TS4 0.784
TF1 0.770
. TF2 0.882
b dersgi"‘(‘;g’)r mational 1.5 0.840 0.884 0.915 0.683
P TF4 0.777
TF5 0.859

Convergent and Discriminant Validity

The AVE value higher than 0.5 confirmed the convergent validity. Table 5. confirms
that all variables have met the requirement with a value greater than 0.5 (Bagozzi & Yi, 1988;
Wong, 2013). The Fornell-Larcker Criterion, which is the value of the square root, measured
the discriminant validity. The discriminant validity requirement could be met if the value is
higher than the correlation between the latent variables (Fornell & Larcker, 1981; Wong,
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2013). The following Table 6. shows that the requirement has been met. Therefore, the
research data is valid.

Table 6. Fornell-Larcker Criterion

SH

JS (Y) 74 TS Leadership (X2) TF Leadership (X1)
JS (Y) 0.811
SH (2) 0.668 0.790
TS (X2) 0.502 0.374 0.836
TF (X1) 0.504 0.446 0.800 0.827

The following Figure 2. shows the results of PLS-SEM analysis. The results prove that all
constructs have met the requirements for validity and reliability. Therefore, the hypotheses
can be examined for further analysis.

TF1
TR2
TF3

TF4

TES Transformational
Leadership(X1)

0410 0.061

SH2
SH3 Js2
SH4 53

SH5

SHINBARAM(Z) Job
Satisfaction(Y)

SH6 )55

0.046 0.248

T51

*0.802
TS2 +0.881—
0.872
+ A
Ts3 0784
i
TS4 Transactional

Leadership(X2)

Figure 2. Results of PLS-SEM Analysis

Hypothesis Testing

The PLS analysis used the bootstrapping method to perform the inner and outer model
tests in testing the hypotheses (Wong, 2013). Examining the significance of structural path in
the bootstrapping method involved the effect of exogenous variables on endogenous
variables, either directly or indirectly. In the research hypotheses, a T-statistic test was
performed to determine the effect of TF (X1), TS (X2), and SH (Z) on JS (Y). The following
Table 7. presents the R-Square value processd in SmartPLS 3.0:
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Table 7. R-Square

R-Square Adjusted R-Square
IS (Y) 0.522 0.511
SH (2) 0.200 0.187

Table 7. describes that the R-square value of JS () is 0.522, indicating that the JS could
explain the TF leadership (X1), TS leadership (X2), and SH (Z) for 52.2%. The remaining
47.8% could be explained by other variables not included in the study. In addition, the R-
Square value of SH (Z) is 0.200, indicating that the TF leadership (X1) and TS leadership
(X2) could explain the SH for 20.0%.

Furthermore, the results of hypothesis show the values of path coefficient, P-value, and T-
Statistics, which indicated the effect between the research variables displayed in Figure 3. and
Table 8. The testing was performed by using the T-test of two-tailed at a 5% significance, the
path coefficient and T-statistics value must be 1.96 or higher. The P-value is required to be
0.05 or smaller (Wong, 2013). The following Figure 3. shows that the TS leadership does not
influence the SH. On the other hand, the TF leadership influences the SH. Besides, the results
also show that the TS leadership does not influence the SH, but it does influence the JS. The
SH also influences the JS significantly.

0,600
0,500
0,400
0,300

0,200

0,100 .

0,000 — [
SHINBARAM(Z) Transactional Leadership(X2) Transformational

Leadership(X1)
M Job Satisfaction(Y)  m SHINBARAM(Z)

Figure 3. Path Coefficients
The following Table 8. summarizes the results of hypothesis testing as follows:

Table 8. Results of Hypothesis Testing

H Relationship Original sample Starfda.rd T- Statistics P-Value Decision
Sample Mean Deviation
H1  TF(X1)->JS (Y) 0.061 0.060 0.126 0.483 0.629 Not
Supported
H2 TS (X2)->JS (Y) 0.248 0.252 0.099 2.508 0.012 Supported
H3 TF (X1)-> SH (2) 0.410 0.408 0.161 2.547 0.011 Supported
HA  TS(X2)->SH (2) 0.046 0.057 0.152 0.300 0.764 Not
Supported
H5  SH(2)->JS(Y) 0.549 0.548 0.067 8.154 0.000 Supported
H6 (TYF) (X1) > SH(2) >S5 555 0.221 0.089 2,531 0.011 Supported
Wy oX2) > SHE) - o0g 0.030 0.083 0.302 0.763 Not
>JS(Y) Supported
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Discussion

Based on the results of this study, it is found that the TF leadership does not directly
influence the JS, but is directly influenced through the intervention of SH. This indicated that
the TF leadership did not influence the KLCC teachers’ JS. This finding supported the results
of previous studies by Eliyana et al.(2019), Purwanto et al. (2020), and Lan et al. (2019). In
contrast, the studies carried out by Abbas & Ali (2021), Bernarto et al. (2020), Halim et al.
(2019), Jenner (2019), Eliophotou-menon & loannou (2016), Nazim (2016), and Choi et al.
(2016) found that the TF leadership significantly influenced the JS. Furthermore, the results
of this study also demonstrated that the KLCC teachers required the intervention of SH to
influence their JS. This finding was supported by a previous study entitled “TF leadership
style and JS: The mediating role of psychological empowerment” (Aydogmus et al., 2017).
This research explained that the psychological empowerment could be accomplished through
an intervention between the TF leadership and JS. The psychological empowerment
facilitated the organizational members to feel that their work was valuable and to encourage
them to have competence and self-efficacy to achieve the JS.

The SH was similar to the psychological empowerment role between the TF leadership and
JS. If the SH could motivate the KLCC teachers as the psychological empowerment from the
TF leaders, they could experience a JS in teaching in the KLCCs. Furthermore, Table 4.
shows that 43.6% of KLCC teachers had worked for more than 5 years. This finding indicated
that the KLCC teachers had a strong calling with a strong vision, mission, and pride as the
KLCC teachers, not necessarily influenced by the TF leadership. The SH was also confirmed
to be an essential factor for the KLCC teachers to achieve the JS, as shown in Figure 3. The
SH came from the spiritual energy with dynamic power found within the Koreans. The SH
encouraged the KLCC teachers to work with enthusiasm, excitement and passion and to
immerse themselves in their work with better focus. This study shows the importance of SH
as the intervening variable in the relationship between the TF leadership and JS of the KLCC
teachers.

According to the results of hypothesis testing, there is a direct influence in the relationship
between the TS leadership on the JS, but the SH fails to intervene. The JS of KLCC teachers
was influenced by the TS leadership, characterized by the exchanges of rewards in various
forms of benefits, such as the psychological support, incentives of material, flexible working
hours, promotions, and others. This finding is similar to the results of previous studies
demonstrating the effect of TS leadership on the JS (Angka & Darma, 2016; Folakemi et al.,
2016; Lan et al., 2019; Mufti et al., 2020).

However, in this study, the SH does not intervene the relationship between the TS leadership
and JS of the KLCC teachers. This finding is supported by a research entitled "Influence of
leadership style on JS of NGO employees: The mediating role of psychological
empowerment™ (Mufti et al., 2020). The study proved that the psychological empowerment
played no role as an intervention between the relationship of TS leadership and JS of the non-
governmental organization (NGO) employees, but the TS leadership directly and significantly
influenced the JS. The study had several similarities with the present study, as the findings
also considered the characteristics of respondents who both worked for non-profit
organizations. Both research respondents were people working in a social service field. In
both groups, the TS leadership failed to influence the JS with the intervention of SH or
psychological empowerment factors. However, in both groups, the intervening variable
played a significant and positive role between the influence of TF leadership on JS.
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These findings indicated that the KLCC teachers needed the SH when they worked with the
TF leaders. In other words, if the transformation leadership was implemented in the KLCCs,
the teachers’ JS could be improved only when the SH was applied to the organizational
culture. In addition, considering that the SH was able to influence the JS directly, the non-
profit organizations with relatively weak compensation systems should definitely utilize the
SH as a catalyst to improve the teachers’ JS (Figure 2, Figure 3 & Table 8).

Conclusions

This research was conducted to determine which leaderships that could influence the
JS of KLCC teachers. The results reveal that the TF leadership does not directly influence the
KLCC teachers’ JS, but it influences the KLCC teachers’ JS through the intervention of SH.
This study also proves that the TS leadership directly influences the KLCC teachers’ JS, but it
does not influence the KLCC teachers’ JS through the intervention of SH. The TF leadership
significantly influences the SH, but the TS leadership does not. Further, the SH positively and
significantly influences the KLCC teachers’ JS. These results indicate that the TS leadership
is more effective, while the TF leadership requires the intervention from the SH to influence
the KLCC teachers’ JS. Therefore, it was evident that the KLCC leaders must include the SH
in the TS leadership in the KLCC’s organizational culture, so that the KLCC teachers could
teach Korean and its culture optimally and enthusiastically. According to Steers & Shim
(2020), the Korean leadership tended to have two sides of characteristics, both TS (or
exchange) and TF (or charismatic) leadership aspects. The Korean leaders usually combined
both leaderships (Steers & Shim, 2020). Meanwhile, the Western theory tended to see this as
a dichotomy, not a combination. This combination was mostly effective since its application
was generally cultural and appropriate or the local Korean working environment. This study
discovers that the SH, a Korean cultural element, is critical to the combination of TS and TF
leadership in the KLCC teachers’ JS.

Suggestions and Limitations

Currently, there have been few studies on the JS or organizational culture
improvement for teachers working in the Korean culture and language education services.
Further researches should be conducted by the KLCC on various topics to encourage the
development of KLCC more effectively and efficiently. In addition, differences in the
leaderships affecting the JS in profit and non-profit organizations should also be investigated.
Furthermore, it is necessary to study the various types of leaderships and the leading type of
leadership in the non-profit organizations and the effect of these leaderships on the JS. The
SH must also be examined as an ethnic Korean factor on the JS in wider contexts, so that the
role of SH could be implemented internationally. Despite various contributions from this
study, this study faced a limitation. This study had limited number of samples, because it was
conducted during the COVID-19 pandemic. Due to the COVID-19 pandemic, the KLCCs
were closed for a long time, resulting in difficulties in collecting the samples. For this reason,
further research is required for further analysis.

d""-i.ﬁr,

£ ;

Participatory Educational Research (PER) ‘@K
1.%. Ve

Acaeri

-63-



What is the Effect of Intervening SHINBARAM on Teachers' Satisfaction in...C.H.Choi, J.T.Purba, N.Sudibjo, R.Pramono

References

Abbas, M., & Ali, R. (2021). Transformational versus transactional leadership styles and
project success : A meta-analytic review. European Management Journal, 41(1), 125—
142. https://doi.org/10.1016/j.em;j.2021.10.011

Abdelwahed, N. A. A., Soomro, B. A., & Shah, N. (2022). Predicting employee performance
through transactional leadership and entrepreneur’s passion among the employees of
Pakistan. Asia Pacific Management Review, 28(1), 60-68.
https://doi.org/10.1016/j.apmrv.2022.03.001

Ainsworth, J. (2020). Feelings of ownership and volunteering: Examining psychological
ownership as a volunteering motivation for nonprofit service organisations. Journal of
Retailing and Consumer Services, 52(September 2019), 101931.
https://doi.org/10.1016/j.jretconser.2019.101931

Akhtar, R., & Nazarudin, M. N. (2020). Synthesizing literature of leadership, job satisfaction
and trust in leadership. African Journal of Hospitality, Tourism and Leisure, 9(2), 1-16.
Retrieved Open Access- Online @ http//: www.ajhtl.com%0ASynthesizing

Albejaidi, F., Mughal, Y. H., & Kundi, G. M. (2020). Decision making, leadership styles and
leadership effectiveness: An amos-sem approach. African Journal of Hospitality,
Tourism and Leisure, 9(1), 1-15.

An, S-H., & Kim, J.-S. (2011). A study on the effect of a director’s transformational
leadership and transactional leadership to caregivers’ job satisfaction and organizational
commitment. Korean Journal of Child Welfare, 9(1), 1-20.

Angka, A. T., & Darma, G. S. (2016). The impact of leadership style on employee’s
satisfaction. Jurnal Manajemen Dan Bisnis [Journal of Management and Business],
13(1), 78-91. https://doi.org/10.31843/jmbi

Ariani, D. S. (2013). Etos Kerja Sinbaram di kalangan pekerja Korea Selatan dini [Sinbaram
work ethic among South Korean workers]. (Unpublished master's thesis). University
Indonesia, Jakarta.

Asad, M. (2020). Human resource practices and employee turnover intentions: Do
organizational commitment mediates and social support moderates the relationship?
International Journal of Psychosocial Rehabilitation, 24(7).
https://doi.org/10.37200/1JPR/\V/2417/PR27527

Asbari, M., Purwanto, A., Miyv, F., Winanti, Purnamasari, D., & Firdaus, R. A. (2020). Hard
skills or soft skills: Which are more important for Indonesian teachers innovation. TEST
Engineering & Management, 83(March-April 2020), 2836-2854. Retrieved
http://www.testmagzine.biz/index.php/testmagzine/article/view/4087/3519

Asrar-ul-Hag, S. Y. H. Y. A. M. (2018). Impact of organizational culture and leadership style
on employee commitment towards change in higher education institutions of Pakistan. A
Research Journal of Commerce, Economics and Social Sciences, 12(1), 44-53. http://dx-
doi-org.sproxy.hufs.ac.kr/10.24312/paradigms120107

Aydogmus, C., Camgoz, S. M., Ergeneli, A., & Ekmekci, O. T. (2017). Perceptions of
transformational leadership and job satisfaction: The roles of personality traits and
psychological empowerment. Journal of Management and Organization, 1-27.
https://doi.org/ 10.1017/jm0.2016.59

Bagozzi, R. P., & Yi, Y. (1988). On the evaluation of structural equation models. Journal of
the Academy of Marketing Science, 16(1), 74-94.

Baik, K. (2018). A short note: a new typology of leadership. 2/5/2/S+ [Leadership
Research], 9(4), 139-153. https://doi.org/10.22243/tklg.2018.9.4.139

Participatory Educational Research (PER)

-64-



Participatory Educational Research (PER), 10 (4);49-71, 1 July 2023

Bass, B. M., & Riggio, R. E. (2005). Transformational Leadership. Psychology Press (2nd
ed.). New York: https://doi.org/10.4324/9781410617095

Bastida, R., Marimon, F., & Carreras, L. (2018). Human resource management practices and
employee job satisfaction in nonprofit organizations. Annals of Public and Cooperative
Economics, 89(2), 323-338. https://doi.org/10.1111/apce.12181

Bernarto, I., Diana Bachtiar, Niko Sudibjo, lan Nurpatria Suryawan, Agus Purwanto, &
Masduki Asbari. (2020). Effect of transformational leadership, perceived organizational
support, job satisfaction toward life satisfaction: Evidences from Indonesian Teachers.
International Journal of Advanced Science and Technology, 29(03), 5495-5503.

Bunjak, A., Bruch, H., & Cerne, M. (2022). Context is key: The joint roles of
transformational and shared leadership and management innovation in predicting
employee IT innovation adoption. International Journal of Information Management,
66(2022) 102516. https://doi.org/10.1016/j.ijinfomgt.2022.102516

Burns, J. M. (1978). Leadership. (1st ed.). New York: Harper & Row.

Cho, Y., Shin, M., Billing, T. K., & Bhagat, R. S. (2019). Transformational leadership,
transactional leadership, and affective organizational commitment: a closer look at their
relationships in two distinct national contexts. Asian Business and Management, 18(3),
187-210. https://doi.org/10.1057/s41291-019-00059-1

Choi, K.-C., Nam, Y.-J., & Shim, S.-A. (2017). O|fr2|E M1t & F/410te| ZHA 0| A
AAFE XX 22| D7) Z et AlHtE el ZE Bt HF [A Test of Mediating Effect of
Superior’s Political Perceptions and Moderating Effect of Shinbaram Between Issue

Leadership and Performance]. Z2/5/4/% 1 [Leadership Research], 8(1), 57-80.

https://doi.org/http://dx.doi.org/10.22243/tklq.2016.8.1.57

Chai, S. L., Goh, C. F., Adam, M. B. H., & Tan, O. K. (2016). Transformational leadership,
empowerment, and job satisfaction: The mediating role of employee empowerment.
Human Resources for Health, 14(1), 1-14. https://doi.org/10.1186/s12960-016-0171-2

Crutchfield, L. R., & Heather McLeod Grant., J. Gregory Dees (Foreword) (2012). Forces for
Good: The Six Practices of High-Impact Nonprofits (Revised and Updated ed.). Jossey-
Bass.

Dimitrios, N. K., Sakas, D. P., & Vlachos, D. S. (2013). Analysis of strategic leadership
simulation models in non-profit organizations. Procedia - Social and Behavioral
Sciences, 73, 276-284. https://doi.org/10.1016/j.sbspro.2013.02.053

Eliophotou-menon, M., & loannou, A. (2016). The link between transformational leadership
and teachers’ job satisfaction, commitment, motivation to learn, and trust in the leader.
Academy of Educational Leadership Journal, 20(3), 12-23.
https://www.researchgate.net/profile/Dana_Battaglia2/publication/311607467_Faculty
mentoring_in_communication_sciences_and_disorders_Case_study of a doctoral teac
hing_practicum/links/5857f55208ae64ch3d47caf2.pdf#page=17

Epitropaki, O., & Martin, R. (2013). Transformational-transactional leadership and upward
influence: The role of Relative Leader-Member Exchanges (RLMX) and Perceived
Organizational ~ Support  (POS).  Leadership  Quarterly, 24(2), 299-315.
https://doi.org/10.1016/j.leaqua.2012.11.007

Fareed, M. Z., Su, Q., & Awan, A. A. (2021). The effect of emotional intelligence,
intellectual intelligence and transformational leadership on project success; an empirical
study of public projects of Pakistan. Project Leadership and Society, 2, 100036.
https://doi.org/10.1016/j.plas.2021.100036

Fayzhall, M., Asbari, M., Purwanto, A., Sestri Goestjahjanti, F., Yuwono, T., Rasyi Radita,
F., Yulia, Y., Cahyono, Y., & Suryani, P. (2020). Transformational versus transactional

d""-i.ﬁr,
£ ;
Participatory Educational Research (PER) ‘@K
1.%. Ve
Acaeri

-65-



What is the Effect of Intervening SHINBARAM on Teachers' Satisfaction in...C.H.Choi, J.T.Purba, N.Sudibjo, R.Pramono

leadership.Transactional Leadership. Journal of Education, Psychology and Counseling,
2(1), 256-275. https://lummaspul.e-journal.id/Edupsycouns/article/view/463

Folakemi, O., Adeniji A. Anthonia, & Akintayo |I. Dayo. (2016 May). Transactional
leadership style and employee job satisfaction among Universities’ guest houses in
South-West Nigeria. 3rd International Conference on African Development Issues (CU-
ICADI 2016), 368-371. Abstract retrieved from
http://eprints.covenantuniversity.edu.ng/id/eprint/6721

Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with unobservable
variables and measurement error. Journal of Marketing Research, 18(1), 39-50.
https://doi.org/https://doi.org/10.1177/002224378101800104

Ghozali, 1. (2014). Structural Equation Modeling, Metode Alternatif dengan Partial Least
Square (PLS) (4th ed.). Semarang: Badan Penerbit Universitas Diponegoro.

Greimel, N. S., Kanbach, D. K., & Chelaru, M. (2023). Virtual teams and transformational
leadership: An integrative literature review and avenues for further research. Journal of
Innovation and Knowledge, 8(2), 100351. https://doi.org/10.1016/j.jik.2023.100351

Haider, S. H., Asad, M., & Fatima, M. (2017). Responsibility of global corporations towards
human resource to attain competitive advantage: A Review. Journal of Research in
Administrative Sciences, 6(2), 8-11. https://doi.org/10.47609/jras2017v6i2p3

Halim, N. A., Basri, R., Yusof, A., & Hassan, A. (2019). Relationship between senior
assistant of extra curricular leadership styles and job satisfaction of extra curricular
teachers in Malaysia. International Journal of Academic Research in Business and
Social Sciences, 9(11), 1481-1494. https://doi.org/10.6007/ijarbss/v9-i11/6713

Halley, A., Kambuaya, B., Ronsumbre, J., & Risamasu, F. (2017). Influence of cultural
organization and leadership on the performance of employees mediated job satisfaction
on district health department mimika Papua. Journal of Chemical Information and
Modeling, 8(1), 23-20.

Harrison, V. S. (2023). The communicative power of nonprofit actions and values: A pilot
study of dialogic stewardship. Public Relations Review, 49(1), 102280.
https://doi.org/10.1016/j.pubrev.2022.102280

Hassan, M. R., & Uzma, Z. (2020). How different perceived leadership styles have an
influence on organisational commitment on tourism SMEs? African Journal of
Hospitality, Tourism and Leisure, 9(1), 1-16.

Hetland, J., Hetland, H., Bakker, A. B., & Demerouti, E. (2018). Daily transformational
leadership and employee job crafting: The role of promotion focus. European
Management Journal, 36(6), 746—756. https://doi.org/10.1016/j.emj.2018.01.002

Hong, S.-H., & Kim, G. (2014). The influence of transactional and transformational
leadership on followers’ job satisfaction and organizational commitment: Focusing on
local educational administrative officials of Gangwon Province. Journal of the Korean
Organizational Society, 11(3), 25-54. https://doi.org/10.21484/kros.2014.11.3.25

Hulland, J. (1999). Use of Partial Least Squares (PLS) in strategic management research: a
review of four recent studies. Strategic Management Journal, 20(2), 195-204.

Hwang, C. S. (2016). A study on the factors affecting the responses after volunteering
activities among corporate volunteers. Journal of Korean Contents Society, 16(12), 492—
506. https://doi.org/http://dx.doi.org/10.5392/JKCA.2016.16.12.492

Irianto, J. S., & Sudibjo, N. (2019). Knowledge sharing behavior guru ditinjau dari
transformational leadership dan self-efficacy [Teachers’ Knowledge Sharing Behavior
From Transformational Leadership and Self-Efficacy’S Perspective]. Polyglot: Jurnal
IImiah [Polyglot: A Scientific Journal], 15(2), 255.
https://doi.org/10.19166/pji.v15i2.1720

Participatory Educational Research (PER)

-66-



Participatory Educational Research (PER), 10 (4);49-71, 1 July 2023

Iscan, O. F., Ersar1;, G., & Naktiyok, A. (2014). Effect of leadership style on perceived
organizational performance and innovation: the role of transformational leadership
beyond the impact of transactional leadership — an application among Turkish SME’s.
Procedia - Social and Behavioral Sciences, 150, 881-8809.
https://doi.org/10.1016/j.sbspro.2014.09.097

Javed, H. A., Jaffari, A. A, & Rahim, M. (2014). Leadership styles and employees’ job
satisfaction : A case from the private banking sector of Pakistan. Journal of Asian
Business Strategy, 4(3), 41-50.

Jenner, M. V. (2019). Transformational and transactional leadership behaviors influence
employee job satisfaction within a federal government organization (Unpublished
doctoral dissertation). Donald Tapia School of Business In Saint Leo University, San
Antonio, USA

Jung, J-E., & Kim, S.-H. (2020). The effects of organization culture, organization
commitment, and leadership of the principal on preschool teachers’ job satisfaction.
Early  Childhood  Education Research &  Review,  24(3), 53-79.
https://doi.org/https://doi.org/10.32349/ECERR.2020.6.24.3.53

Kang, B.-S., & Kwun, S.-K. (2013). Understanding shinbaram: emotions, behaviors, and their
antecedents and consequences. Personnel Organization Research, 21(4), 123-158.

Kang, B. S. (2015). Shinbaram: Investigation on Shinbaram Organizational Behavior (Code
Book) 2012. Data Service Institution: Korea Social Science Data Center. Data
publication year: 2015. Data number: A1-2012-0215. Seoul: KOSSDA Korea Social
Science Data Archive.

Khan, H., Rehmat, M., Butt, T. H., Farooqi, S., & Asim, J. (2020). Impact of transformational
leadership on work performance, burnout and social loafing: a mediation model. Future
Business Journal, 6(1), 1-13. https://doi.org/10.1186/s43093-020-00043-8

Khaolah, P. (2019). Fostering creativity and innovation though leadership and affective
commitment: The moderated mediation analysis. African Journal of Hospitality, Tourism
and Leisure, 8, 1-12.

Kim, B.-H., & Shin, H.-C. (2018). The relationship between transformational leadership and
adaptive performance: The mediating effects of P-E Fit. The Korean Academic
Association of Business Administration, 31(1), 103-129.
https://doi.org/10.18032/kaaba.2018.31.1.103

Kim, G., Kim, C., Lee, G. E., Yeon, J., & Lee, J. Y. (2022). What makes a “happy”’workplace
for librarians? Exploring the organizational functions of academic libraries in South
Korea. The  Journal of  Academic Librarianship, 48(6), 102594.
https://doi.org/10.1016/j.acalib.2022.102594

Kim, H. K., Baik, K., & Kim, N. (2019). How Korean leadership style cultivates employees’
creativity and voice in hierarchical organizations. SAGE Open, 9(3), 1-16.
https://doi.org/10.1177/2158244019876281

Kim, M. (2017). Effects of team diversity, transformational leadership, and perceived
organizational support on team-learning behavior. Social Behavior and Personality: An
International Journal, 45(8), 1255-1269. https://doi.org/10.2224/sbp.6325

Kim, S. K., & Lim, T. S. (2018). The Effect of the PyeongChang Organizing Committee for
the 2018 Olympic & Paralympic Games(POCOG) Employee’s transformational and
transactional leadership on organizational innovation behavior. Journal of the Korean
Society of Physical Education, 57(2), 473-493.
https://doi.org/10.23949/kjpe.2018.03.57.2.33

Kim, Y. S, & Kim, K. S. (2020). The effects of employees’ community volunteering
activities on organizational commitment and job satisfaction: mediating effects of

d""-i.ﬁr,

£ ;

Participatory Educational Research (PER) ‘@K
1.%. Ve

Acaeri

-67-



What is the Effect of Intervening SHINBARAM on Teachers' Satisfaction in...C.H.Choi, J.T.Purba, N.Sudibjo, R.Pramono

positive psychological capitals. Community Research, 28(3), 115-144. https://doi.org/
10.31324/jrs.2020.09.28.3.115

Kim Y. G, (1994). AlHEHo|gt ZS1QI7? [What is shinbaram?] Seoul Korea:

SHEX| YA AP A [Korea Community Institute], 100-112. Retrieved from

http://scholar.dkyobobook.co.kr.access.hanyang.ac.kr/searchDetail.laf?barcode=4010023
701790#

Kishen, K., Syah, T. Y. R., & Anindita, S. R. (2020). The transformational leadership effect
on job satisfaction and job performance. Journal of Multidisciplinary Academic, 4(1),
2020. Retrieved from https://kemalapublisher.com/index.php/JoMA/article/view/429

KSIF. (2023). King Sejong Institute Foundation. Retrieved from https://www.ksif.or.kr

Lan, T.-S., Chang, I.-H., Ma, T.-C., Zhang, L.-P., & Chuang, K.-C. (2019). Influences of
transformational leadership, transactional leadership, and patriarchal leadership on job
satisfaction of Cram School faculty members. Sustainability, 11(12), 1-13.
https://doi.org/10.3390/su11123465

Lee, J.-W. (2015). &/2'& & a/2#£{Creative management]. Gyeonggi-do: Book 21
Publishing Group.

Lee, J. (2022). The essence of Korean shinbaram management in the parable of Jesus’ vine
and branches in John 15. Logos Management Review, 20(3), 19-34.
https://doi.org/10.22724/LMR.2022.20.3.19

Lee, K-K., & Yi, S.-G. (2015). Moderating effects of subordinates’ active engagement
between commanders’ transformational-transactional leadership and job satisfaction.
Journal of Korean Contents Society, 15(12), 447-458.
https://doi.org/http://dx.doi.org/10.5392/JKCA.2015.15.12.447

Lee, K. (2015). Code Book Survey on Job Satisfaction of Medical Institution Employees,
2010. Seoul Korea: KOSSDA Korea Social Science Data Archive.

Lee, Y., & Sabharwal, M. (2016). Education—job match, salary, and job satisfaction across the
public, non-profit, and for-profit sectors. Public Management Review, 18(1), 40-64.

Li, Y., Choi, W.-S., Song, D.-J., & Na, S.-M. (2016). The influence of transactional and
transformational leadership on organizational commitment and job satisfaction -South
Korea companies and Chinese companies compared-. Tourism Research, 41(4), 227—
250.

Liao, K.-H., & Huang, I.-S. (2016). Impact of Vision, Strategy, and Human Resource on
Nonprofit Organization Service Performance. Procedia - Social and Behavioral
Sciences, 224(August 2015), 20-27. https://doi.org/10.1016/j.sbspro.2016.05.395

Marselius, S. T., & Andarika, R. (2004). Hubungan antara persepsi gaya kepemimpinan
transformasional dan transaksional dengan kepuasan kerja karyawan [Relationship
between Perceptions of Transformational and Transactional Leadership Styles with
Employee Job Satisfaction]. Jurnal PSYCHE [Scientific Journal of Psyche], 1(1), 35-48.
https://www.researchgate.net/publication/309008308%0AHubungan

Meng, J., & Berger, B. K. (2019). The impact of organizational culture and leadership
performance on PR professionals’ job satisfaction: Testing the joint mediating effects of
engagement  and  trust. Public ~ Relations  Review,  45(1), 64-75.
https://doi.org/10.1016/j.pubrev.2018.11.002

Monzani, L., Ripoll, P., & Peiro, J. M. (2015). Winning the hearts and minds of followers:
The interactive effects of followers’ emotional competencies and goal setting types on
trust in leadership. Revista Latinoamericana de Psicologia, 47(1), 1-15.
https://doi.org/10.1016/S0120-0534(15)30001-7

£ .m."d
£ ;
‘@E Participatory Educational Research (PER)
Qo
Acadel?*

-68-



Participatory Educational Research (PER), 10 (4);49-71, 1 July 2023

Morf, M., & Bakker, A. B. (2022). Ups and downs in transformational leadership : A weekly
diary study. European Management Journal, December.
https://doi.org/10.1016/j.emj.2022.12.007

Mufti, M., Xiaobao, P., Shah, S. J., Sarwar, A., & Zhenging, Y. (2020). Influence of
leadership style on job satisfaction of NGO employee: The mediating role of
psychological empowerment. Journal of Public Affairs, 20(e1983), 1-11.
https://doi.org/10.1002/pa.1983

Mulla, Z. R., & Krishnan, V. R. (2022). Impact of employment on newcomer’s values: Role
of supervisor’s transformational leadership. IIMB Management Review, 34(3), 228-241.
https://doi.org/10.1016/j.iimb.2022.09.001

Nam, Y.-J., Baik, G.-B., Choi, G., & Shim, S.-A. (2016). The Effects of Upward Adaption
and Exemplary Behavior of Korean-Style Leadership and Job Performance. Industrial
Innovation Research, 32(3), 143-167.

Nazim, F. (2016). Principals’ transformational and transactional leadership style and job
satisfaction of college teachers. Journal of Education and Practice, 7(34), 18-22.
Retrieved from www.iiste.org

Ni, L., Dai, Y., & Liu, W. (2022). Dynamics between fragmentation and unity: Identity and
nonprofit relationship management in the Asian American Community. Public Relations
Review, 48(2), 102157. https://doi.org/10.1016/j.pubrev.2022.102157

Nyukoron, R. (2016). Leadership, Learning organization and job satisfaction in ghanaian
telecommunications companies. European Scientific Journal, ESJ, 12(29), 29.
https://doi.org/10.19044/esj.2016.v12n29p29

OKF. (2023). Korean Language Network in the World. Retrieved from
http://study.korean.net/servlet/action.cmt.NetAction?p_menuCd=m40201

Oubrich, M., Hakmaoui, A., Benhayoun, L., & Abdulkader, B. (2021). Impacts of leadership
style, organizational design and HRM practices on knowledge hiding : The indirect roles
of organizational justice and competitive work environment. Journal of Business
Research, 137(September), 488—499. https://doi.org/10.1016/j.jbusres.2021.08.045

Park, T., & Pierce, B. (2020). Impacts of transformational leadership on turnover intention of
child welfare workers. Children and Youth Services Review, 108(September 2019),
104624. https://doi.org/10.1016/j.childyouth.2019.104624

Prameswari, M., Asbar, M., Purwanto, A., Ong, F., Kusumaningsih, S. W., Mustikasiwi, A.,
Chidir, G., Winanti, & Sopa, A. (2020). The impacts of leadership and organizational
culture on performance in indonesian public health: the mediating effects of innovative
work behavior. International Journal of Control and Automation, 13(2), 216-227.
http://sersc.org/journals/index.php/IJCA/article/view/7630

Purwanto, A., Bernarto, 1., Asbari, M., Wijayanti, L. M., & Choi, C. H. (2020). The impacts
of leadership and culture on work performance in service company and innovative work
behavior as mediating effects. Journal of Reseacrh in Business, Economics, and
Education, 2(1), 285-291. Retrieved from http://e-journal.stie-kusumanegara.ac.id

Purwanto, A., Primahendra, R., Sopa, A., Kusumaningsih, S. W., & Pramono, R. (2020).
pengaruh gaya kepemimpinan tansformational,authentic authoritarian, dan transactional
terhadap kinerja guru Madrasah Aliyah di Tangerang [The influence of transformational,
authentic, authoritarian, transactional leadership styles on the performance of Madrasah
in Tangerang. EVALUASI [EVALUATION], 4(1), 20.
https://doi.org/10.32478/evaluasi.v4il.342

Purwanto, A., Wijayanti, L. M., Choi, C. H.,, & Asbari, M. (2020). The effect of
tansformational, transactional, authentic and authoritarian leadership style toward lecture
performance of private university in Tangerang. Dinasti International Journal of Digital

d(""iw’
4 \
Participatory Educational Research (PER) @
Q

Lo
-69-



What is the Effect of Intervening SHINBARAM on Teachers' Satisfaction in...C.H.Choi, J.T.Purba, N.Sudibjo, R.Pramono

Business Management (DIJDBM), 1(2), 142-153.
https://doi.org/10.31933/dijdbm.v1i1.88

Putra, R., Ernila, Komardi, D., & Suyono. (2019). The influence of leadership, motivation,
and organizational culture on job satisfaction and teacher performance at SMKN 4
Pekanbaru. Procuratio: Jurnal llmiah Manajemen [Procuratio: Scientific Journal of
Management], 7(4), 470-483.

Putra, R., Nyoto, Suyono, & Wulandari, E. (2019). The effect of motivation, training,
organizational culture, and organizational commitment on work satisfaction and
performance of teachers at SMK Negeri Pekanbaru. Jurnal llmiah Manajemen
[Scientific Journal of Management], 7(3), 328-343.

Qalati, S. A., Zafar, Z., Fan, M., Sanchez Limén, M. L., & Khaskheli, M. B. (2022).
Employee performance under transformational leadership and organizational citizenship
behavior: A mediated model. Heliyon, 8(11). https://doi.org/
10.1016/j.heliyon.2022.e11374

Ra, A. K. (2015). 4n investigation of the relationship between children’s ministry volunteer
satisfaction and the leadership styles of pastors serving in Korean Southern Baptist
churches in the United States. (Unpublished doctoral dissertation). New Orleans Baptist
Theological Seminary, New Orleans USA

Rao, H. M., & Zaidi, U. (2020). How different perceived leadership styles have an influence
on organisational commitment on tourism SMEs? African Journal of Hospitality,
Tourism and Leisure, 9(1), 1-17.

Sanda, A., & Arthur, N. A. D. (2017). Relational impact of authentic and transactional
leadership styles on employee creativity: The role of work-related flow and climate for
innovation. African Journal of Economic and Management Studies, 8(3), 274-295.
https://doi.org/https://doi-org.sproxy.hufs.ac.kr/10.1108/ AJEMS-07-2016-0098

Shah, M., & Asad, M. (2018). Effect of motivation on employee retention: mediating role of
perceived organizational support. European Online Journal of Natural and Social
Sciences, 7(2), 511-520. http://www.european-science.com

Slatten, L. A., Bendickson, J. S., Diamond, M., & McDowell, W. C. (2021). Staffing of small
nonprofit organizations: A model for retaining employees. Journal of Innovation and
Knowledge, 6(1), 50-57. https://doi.org/10.1016/}.Jik.2020.10.003

Steers, R. M., & Shim, W. S. (2020). Korean-style leadership: a comparative perspective.
Asian Business & Management, 19, 175-178.
https://doi.org/https://doi.org/10.1057/s41291-020-00108-0

Stock, G., Banks, G. C., Voss, E. N., Tonidandel, S., & Woznyj, H. (2022). Putting leader
(follower) behavior back into transformational leadership: A theoretical and empirical
course  correction. The Leadership  Quarterly, xxx(101632), 1-17.
https://doi.org/10.1016/j.leaqua.2022.101632

Wang, Y., & Lin, J. (2011). Empirical research on influence of mission statements on the
performance of nonprofit organization. Procedia Environmental Sciences, 11(PART A),
328-333. https://doi.org/10.1016/j.proenv.2011.12.052

Wong, K., K.-K. (2013). Partial (PLS-SEM) SmartPLS. Marketing Bulletin, 24, 1-32.
http://marketing-bulletine.massey.ac.nz

Wong, K. K.-K. (2013). Partial Least Squares Structural Equation Modeling (PLS-SEM)
Techniques using SmartPLS. Marketing Bulletin, 24 (Technical Note 1), 1-32.

Wong, K. K.-K. (2019). Mastering Partial Least Squares Structural Equation Modeling
(PLS-SEM) with SMARTPLS in 38 Hours (E-Book). Bloomington: iUniverse.

Yang, H., & Chah, D. (2021). The effects of emotional leadership on employees’
organizational citizenship behavior: Multiple mediating roles of relational energy and

Participatory Educational Research (PER)

-70-



Participatory Educational Research (PER), 10 (4);49-71, 1 July 2023

resilience. Korean  Corporation = Management  Review, 28(2), 49-72
https://doi.org/10.21052/KCMR.2021.28.2.03.

Yeliz, E. S., Ozge Aydin, & Fatma Pervin Bilir. (2018). Transformational-transactional
leadership and organizational cynicism perception: Physical education and sport teachers
sample. Universal Journal of Educational Research, 6(9), 2008-2018.
https://doi.org/10.13189/ujer.2018.060920

Yun, H. J. (2017). The influence of transformational leadership on the organizational
commitment: the mediating effects of leader trust. (Unpublished master's thesis). The
Graduate School of Public Policy Hanyang University, Seoul Korea.

Participatory Educational Research (PER)

-71-



