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Abstract:  Organisational psychology focuses on psychological factors that enhance institutional perfor-

mance. National Colleges of Education, central to teacher education in Sri Lanka, face ongoing quality is-

sues. This study examined the impacts of transformational leadership and work engagement on job perfor-

mance, with job satisfaction as a mediator. In this exploratory study, data were collected from 226 teacher 

educators through a structured online questionnaire. Relationships among variables were analysed using the 

Structural Equation Modelling with Partial Least Squares. Seven hypotheses were tested, and five were sup-

ported. Accordingly, work engagement significantly impacts both job satisfaction and job performance, with 

job satisfaction partially mediating this relationship. Transformational leadership had a moderate direct effect 

on job performance but did not significantly influence job satisfaction or indirectly impact job performance. 

These findings highlight the key roles of work engagement and job satisfaction in enhancing job perfor-

mance. Future research may explore alternative leadership styles to identify more effective strategies. 

Keywords: Impact, Job Performance, Job Satisfaction, Transformational Leadership, Work Engagement  

 

INTRODUCTION: 

 

eacher education in Sri Lanka operates within a multifaceted system (Sethunga et al., 2016). Pre-service 

teacher education is provided through university faculties, departments of education, and National Colleges 

of Education (NCoEs). While universities offer degree programs such as the Bachelor of Education (B.Ed.), 

NCoEs specialise in providing National Diploma in Teaching. In-service teacher education is facilitated by 

universities, the National Institute of Education, and Teacher Training Colleges. The NCoEs serve as the 

principal institutions for preparing non-graduate pre-service teachers in the country (Asian Develpment 

Bank, 2017). As reported by the Ministry of Education (2021), the majority of teachers in the system have 

been produced by NCoEs. Accordingly, teacher educators of NCoEs are playing an increasingly influential 

role in the development of teacher education in Sri Lanka. It is essential for understanding and managing 

workplace dynamics, and improving teacher educators’ well-being towards the success of the colleges. 

 

Problem Justification  

While work engagement, transformational leadership, and job satisfaction are widely acknowledged as crit-

ical determinants of job performance (Pracoyo et al., 2022), there is a lack of empirical research focusing on 

teacher educators of NCoEs in Sri Lanka. Although the individual effects of work engagement (El-Sherbeeny 

et al., 2023) and transformational leadership (Nurfaizi, & Muafi, 2022;Santya & Dewi, 2022) on job perfor-

mance have been examined, few studies have explored these variables within an integrated framework that 

includes job satisfaction as a mediating variable (Pracoyo et al., 2022). Moreover, much of the existing re-

search have focused on school teachers (John et al., 2022) or university academics (Hussain & Nadeem, 

2023), thereby overlooking the distinctive intermediary role of teacher educators in NCoEs play within the 

education system. This highlights a pressing need to bridge this knowledge gap by exploring the interrela-

tionships among transformational leadership, work engagement, job performance and job satisfaction within 

the context of teacher educators of NCoEs in Sri Lanka. 

 

Problem Statement 

According to the National Education Commission (2022, p.9), poor teacher quality caused by deficiencies 

in pre-service teacher education is a major issue in the general education system in Sri Lanka. Despite this, 

challenges persist, and the goal of producing fully professional teachers remains unmet (Jayasena, 2014). 
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However, Supermane et al. (2018) has identified that Transformational leadership is a catalyst for improving 

teacher education and is globally recognised for enhancing performance. However, empirical research on its 

impact on NCoEs is limited (Weerakkody et al., 2024). Additionally, work engagement is a known driver of 

job performance (Nkansah et al., 2023), and job satisfaction has long been linked to productivity (Moorman 

et al., 1993). This study investigates how transformational leadership and work engagement influence job 

performance, with job satisfaction as a mediator, among teacher educators of NCoEs in Sri Lanka. It seeks 

to address the research question: Do transformational leadership and work engagement impact job perfor-

mance, with job satisfaction serving as a mediating variable, among teacher educators of the National Col-

leges of Education in Sri Lanka? To empirically examine this question, the study seeks to achieve the fol-

lowing objectives: 

1. To examine the impact of work engagement on job performance among teacher educators of the 

NCoEs in Sri Lanka    

2. To study the impact of work engagement on job satisfaction among teacher educators of the NCoEs 

in Sri Lanka 

3. To explore the impact of job satisfaction on job performance among teacher educators of the NCoEs 

in Sri Lanka 

4. To investigate the mediating role of job satisfaction between work engagement and job performance 

among teacher educators of the NCoEs in Sri Lanka 

5. To examine the impact of transformational leadership on job performance among teacher educators 

of the NCoEs in Sri Lanka 

6. To study the impact of transformational leadership on job satisfaction among teacher educators of 

the NCoEs in Sri Lanka 

7. To investigate the mediating role of job satisfaction between transformational leadership and job 

performance among teacher educators of the NCoEs in Sri Lanka 

 

LITERATURE REVIEW 

 

Work Engagement  

Schaufeli and Bakker (2004) described work engagement as a good and gratifying psychological state asso-

ciated with work, characterised by vigour, dedication, and absorption. Vigour involves high levels of energy, 

mental resilience, and persistence in the face of challenges. Dedication reflects a strong sense of significance, 

enthusiasm, pride, and inspiration toward one’s work. Absorption refers to being fully focused and deeply 

engrossed in work, where time seems to pass quickly and detachment becomes difficult. Together, these 

dimensions represent an employee's energetic, committed, and immersive approach to their job. 

 

Transformational Leadership  

According to Bass (2006), transformational leadership is a prime example of exceptional leadership perfor-

mance. It consists of four core dimensions: idealised influence, inspirational motivation, intellectual stimu-

lation, and individualised consideration, all of which play a vital role in facilitating organisational change 

and development. 

 

Job Performance 

Recognising the complexity of performance, Koopmans et al. (2014) proposed a comprehensive framework 

identifying four core dimensions: task performance, contextual performance, and counterproductive work 

behaviour, thereby illustrating that job performance involves a dynamic range of positive and negative be-

haviours that influence organisational success. 

 

Job Satisfaction 

According to Rounds et al. (1981), employees possess diverse psychological needs, and it is the responsibility 

of organisations to fulfil these needs to ensure satisfaction and alignment with work roles. They identified 

the conditions that fulfil these needs and referred to them as reinforcers. In line with this perspective, the 

Minnesota Importance Questionnaire (MIQ) was developed to assess twenty psychological needs and six 

core work-related values within the framework of the Theory of Work Adjustment, focusing particularly on 

job satisfaction. These six fundamental values include achievement, comfort, status, altruism, safety, and 

autonomy, each representing a distinct domain that contributes to an individual’s overall satisfaction and 

adjustment in the workplace. 

 

METHODOLOGY 

 

This exploratory study was conducted among teacher educators employed at NCoEs in Sri Lanka. The target 

population consisted of 548 teacher educators currently serving in these institutions. A sample of 226 partic-

ipants was selected based on Krejcie and Morgan's (1970) sample size determination table. Due to the geo-

graphical dispersion of the target population across the country and challenges related to accessibility, a non-
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probability sampling method, convenience sampling, was adopted. Data were collected using an online ques-

tionnaire, which allowed for efficient and broad participant reach. Work engagement was operationalised 

using the Utrecht Work Engagement Scale (Schaufeli & Bakker, 2004), a self-report questionnaire compris-

ing 17 items. Transformational leadership was measured using the Transformational Leadership Inventory 

(Supermane et al., 2018), which includes 22 items adapted from Bass and Avolio’s (2004) Multifactor Lead-

ership Questionnaire. Job performance was assessed using the 18-item Individual Work Performance Ques-

tionnaire (Koopmans et al., 2014). Job satisfaction was operationalised using the short form of the Minnesota 

Importance Questionnaire (Rounds et al., 1981), which measures six underlying value domains correspond-

ing to twenty distinct job-related values. All study variables were measured using Likert scale items. Data 

analysis was performed using the Structural Equation Model with Partial Least Squares (SEM-PLS), and 

mediation effects were examined through bootstrapping with 5,000 resamples. 

 

Conceptual Framework 

The conceptual framework, developed from a comprehensive review of empirical research, includes four key 

constructs: work engagement and transformational leadership as independent variables, job performance as 

the dependent variable, and job satisfaction as the mediator. Figure 1 outlines the relationships among these 

variables in the context of teacher educators of NCoEs in Sri Lanka. 

 

FIGURE 1 The Conceptual Framework 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source. Developed based on literature (2025) 

 

 

Formulating Hypotheses 

Grounded in key theories, Herzberg’s Two-Factor Theory, McClelland's Need for Achievement Theory, 

Goal-Setting Theory, the Job Demands-Resources Model (JD-R model), Work Adjustment Theory, and So-

cial Exchange Theory, this study proposes seven hypotheses. 

 

Impact of Work Engagement on Job Performance 

The relationship between work engagement and job performance among teacher educators of NCoEs in Sri 

Lanka is supported by motivational theories and prior research. The JD-R Model suggests that resources 

such as support and training boost engagement and performance. Herzberg’s theory emphasises intrinsic 

motivators like achievement and recognition, while McClelland’s Need for Achievement theory links high 

engagement with strong performance. Goal-setting theory and Social Exchange theory also highlight how 

clear goals and supportive leadership enhance engagement and effort. Empirical studies (El-Sherbeeny et al., 

2023;  Perera & Wijewardene, 2019)  confirm this positive link as; 

H1: There is a positive and significant impact of work engagement on job performance among teacher edu-

cators of NCoEs in Sri Lanka. 

 

Impact of Work Engagement on Job Satisfaction 

The positive impact of work engagement on job satisfaction among teacher educators of NCoEs in Sri Lanka 

is supported by several motivational theories and empirical studies. 

Work Engagement 

 

H1 

H2 

H3 

H6 

Transformational 

Leadership 

H4 

H5 

H7 

Job Satisfaction 

 

Job Performance 

 



TPM Vol. 32, No. 3, 2025      Open Access 

ISSN: 1972-6325 

https://www.tpmap.org/ 

 

 

 598 

  

The JD-R Model explains that engaged educators who are supported by resources like professional develop-

ment and leadership are more likely to feel fulfilled and satisfied. Herzberg’s Two-Factor theory emphasised 

that engagement arises from intrinsic motivators such as recognition and meaningful work, which in turn 

increase job satisfaction. McClelland’s Need Achievement Theory highlights that educators driven by inter-

nal goals feel more accomplished and satisfied. Goal-setting theory shows that pursuing challenging goals 

enhances both engagement and satisfaction. Social exchange theory suggests that when institutions recipro-

cate educator engagement with support and recognition, job satisfaction improves. This relationship is con-

firmed by studies (Wulandari & Hafidz, 2023; Majid et al., 2020). The second hypothesis can be formulated 

as; 

H2: There is a positive and significant impact of work engagement on job satisfaction among teacher educa-

tors of NCoEs in Sri Lanka. 

 

Impact of Job Satisfaction on Job Performance 

The relationship between job satisfaction and job performance among teacher educators of NCoEs in Sri 

Lanka is well supported by motivational theories and empirical research. 

The JD-R Model highlights that satisfied educators, supported by adequate resources and leadership, are 

more resilient and productive. Herzberg’s Two-Factor theory links intrinsic motivators such as recognition, 

growth, and responsibility to both satisfaction and high performance. McClelland’s Need for Achievement 

theory suggests that satisfied educators are motivated by a sense of accomplishment, which drives perfor-

mance. Goal-setting theory explains that satisfaction from achieving meaningful goals reinforces further per-

formance. Social Exchange theory emphasises that when educators feel valued and supported, they recipro-

cate through greater effort and commitment. These theoretical insights are supported by findings from (Naqvi 

& Siddiqui, 2023; Rodrigo et al., 2022). The third hypothesis can be formulated as;  

H3: There is a positive and significant impact of job satisfaction on job performance among teacher educa-

tors of NCoEs in Sri Lanka. 

 

Impact of Work Engagement on Job Performance Mediated by Job Satisfaction 

Work engagement is defined by vigour, dedication, and absorption positively influence job performance, but 

this relationship is often mediated by job satisfaction. According to the JD-R Model, while job resources fuel 

engagement, sustained performance arises when this engagement leads to emotional fulfilment or satisfac-

tion. Herzberg’s two-factor theory supports this by showing that intrinsic motivators driving engagement 

also enhance satisfaction, which in turn boosts performance. McClellard’s Need for Achievement theory 

suggests that engagement satisfies internal drives for success, and satisfaction reinforces this by increasing 

one’s sense of achievement. Goal-setting theory explains how engaged educators achieve meaningful goals, 

and the satisfaction gained from goal attainment strengthens ongoing performance. Empirical studies confirm 

this mediating effect (Pracoyo et al., 2022; Perangin-Angin et al., 2020), all found that job satisfaction sig-

nificantly mediates the link between engagement and performance. Therefore, job satisfaction is a crucial 

mechanism through which engagement translates into effective, consistent job performance.    

H4: There is a positive and significant impact of work engagement on job performance mediated by job 

satisfaction among teacher educators of NCoEs in Sri Lanka. 

 

Impact of Transformational Leadership on Job Performance 

Transformational leadership, which is characterised by idealised influence, inspirational motivation, intel-

lectual stimulation, and individualised consideration, positively influences job performance among teacher 

educators of NCoEs in Sri Lanka. According to Social exchange theory, when leaders foster trust, fairness, 

and support, educators reciprocate through greater commitment and enhanced performance.  

The JD-R Model further explains that transformational leaders act as crucial job resources by offering emo-

tional and professional support, helping educators manage demands and remain engaged, which ultimately 

improves performance. Herzberg’s Two-Factor theory suggests that transformational leaders stimulate high-

achieving behaviours by challenging goals, increasing their motivation, focus, and output.  

Empirical studies support this theoretical linkage. Research by Balasuriya and Perera (2021) from Sri Lanka 

confirms that transformational leadership significantly enhances employee performance, and further evi-

dence from Nurfaizi and Muafi (2022) reinforces this finding. Therefore, the fifth hypothesis can be formu-

lated as follows: 

H5: There is a positive and significant impact of transformational leadership on job performance among 

teacher educators of NCoEs in Sri Lanka. 

 

Impact of Transformational Leadership on Job Satisfaction 

Transformational leadership significantly enhances job satisfaction among teacher educators in NCoEs by 

fostering a supportive, motivating, and empowering work environment.  

Through the lens of Social Exchange theory, mutual trust and respect between leaders and educators promote 

a sense of fairness and reciprocity, boosting satisfaction. The JD-R Model emphasises how transformational 

leaders serve as key job resources by offering support, inspiration, and professional development, which is 
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crucial in resource-constrained settings. Herzberg’s Two-Factor theory explains that such leaders reduce 

dissatisfaction and increase satisfaction through recognition and achievement. McCelland’s theory and Goal-

setting theory further suggest that by setting high expectations and aligning individual goals with institutional 

visions, transformational leaders satisfy educators’ needs for achievement and personal growth, enhancing 

their job satisfaction. This claim can be supported by the evidence found in the literature (Hussain, 2023; 

Firdaus et al., 2023). The sixth hypothesis can be formulated as; 

H6:  There is a positive and significant impact of transformational leadership on job satisfaction among 

teacher educators of NCoEs in Sri Lanka. 

 

Impact of Transformational Leadership on Job Performance Mediated by Job Satisfaction 

Job satisfaction serves as a key mediator in the relationship between transformational leadership and job 

performance among teacher educators in NCoEs.  

Transformational leaders, by fostering trust, recognition, and intellectual stimulation, improve job satisfac-

tion (Social exchange theory, Herzberg’s theory, JD-R model). This satisfaction, in turn, enhances motiva-

tion, resilience, and commitment for sustained high performance. When educators feel valued and emotion-

ally connected to their work, they are more likely to go beyond their formal roles. Empirical evidence (Santya 

& Dewi, 2022; Pracoyo et al., 2022) confirms that job satisfaction fully mediates this relationship, strength-

ening the impact of transformational leadership on performance. Then the final hypothesis can be formulated 

as;  

H7: There is a positive and significant impact of work engagement on job performance mediated by job 

satisfaction among teacher educators of NCoEs in Sri Lanka. 

 

DATA ANALYSIS 

The study achieved a high response rate of 90%, since 226 out of 250 responses were returned, and no 

missing data were found in this study. The study employed a Higher-Order Model to represent the four 

constructs, modelling them as formative second-order constructs composed of their respective first-order 

dimensions. In PLS-SEM, model evaluation comprises two fundamental components: the measurement 

model and the structural model (Hair et al., 2017).  

 

Model Evaluation 

First, the research validated the measurement model to ensure that the latent constructs were consistently and 

properly assessed. This included tests of internal consistency, convergent and discriminant validity, and in-

dicator reliability. Dimensional collinearity, significance, and relevance were assessed using formative sec-

ond-order constructs and reflecting first-order dimensions.  

Once verified, the study shifted to the structural model, which investigated the expected links across con-

structs using path coefficients, R², f², Q², and mediation analysis. This two-stage model evaluation guaranteed 

both theoretical soundness and empirical rigour in evaluating the performance of the model according to Hair 

Jr. et al. (2017). 

 

FIGURE 2 Formative Hierarchical Component Modelling 
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Source: SmartPLS Output (2025) 

 

Modelling all second-order constructs as formative is theoretically appropriate and improves the parsimony, 

interpretability, and explanatory power of the PLS-SEM model. It also enables assessment of each first-order 

dimension’s contribution to the higher-order construct, providing deeper insights and modelling flexibility 

(Sarstedt et al., 2019). It is illustrated in Figure 2. 

 

Measurement Model Evaluation 

In PLS-SEM, evaluating the measurement model is the essential first step before assessing the structural 

relationships between constructs. Since the current study employs a purely reflective measurement model, 

where indicators are assumed to be caused by the underlying latent construct, its evaluation involves four 

key criteria: indicator reliability, internal consistency reliability, convergent validity, and discriminant valid-

ity (Hair Jr. et al., 2017). 

 

Validating the Measurement Model of the First-order Constructs 

The measurement model demonstrated strong reliability and validity across all constructs. Indicator reliabil-

ity was confirmed with outer loadings above 0.70 or, where slightly lower, retained due to statistical and 

theoretical justification. Internal consistency was supported by Cronbach’s Alpha and Composite Reliability, 

all exceeding the 0.70 threshold. Convergent validity was established through Average Variance Extracted 

(AVE) values above 0.50, while discriminant validity was confirmed using the Heterotrait-Monotrait 

(HTMT) ratio (all values < 0.90) and the Fornell-Larcker criterion (square root of AVE > inter-construct 

correlations). For Work Engagement, its three dimensions demonstrated strong psychometric properties. 

Similarly, the four dimensions of Transformational Leadership and the first-order constructs of Job Satisfac-

tion met all validity criteria. For Job Performance, its dimensions also showed adequate reliability and va-

lidity, with discriminant validity confirmed through HTMT ratio, Fornell-Larcker, and cross-loadings. Over-

all, these results affirm the measurement model’s conceptual integrity and statistical robustness. 

 

Validating the Measurement Model of the Second-order Constructs 

The validation of second-order formative constructs, Transformational Leadership, Work Engagement, Job 

Satisfaction, and Job Performance, was conducted using the disjoint two-stage approach suitable for hierar-

chical component models. All constructs demonstrated strong psychometric and theoretical validity through 

three key criteria: low multicollinearity (Variance Inflation Factor (VIF) < 5.0), statistically significant and 

theoretically meaningful outer weights and loadings, and high convergent validity confirmed via redundancy 

analysis (path coefficients > 0.70). The dimensions of Work Engagement showed strong contributions and a 

path coefficient of 0.846. The components of Transformational Leadership, with the weaker yet conceptually 

essential Intellectual Stimulation, also showed validity (path coefficient = 0.904). Job Satisfaction was sup-

ported by its four dimensions, including a negative but theoretically justified contribution from Altruism 

Value, with a high convergent validity score (0.920). Job Performance, though Contextual Performance 

showed a weak statistical contribution, was validated by its overall path coefficient of 0.916. Overall, all 

second-order constructs were confirmed to be both statistically sound and conceptually comprehensive, jus-

tifying their use in the structural model. 

 

Structural Model Evaluation 

Following the validation of both first and second-order constructs, the structural model was evaluated to test 

the hypothesised relationships among latent variables. This model was empirically assessed using Partial 

Least Squares Structural Equation Model (PLS-SEM) in SmartPLS 4. The structural model evaluation in-

volved the following key steps (Hair Jr. et al., 2021; Hair Jr et al., 2014): 

1. Assessment of collinearity among predictor constructs (Variance Inflation Factor (VIF) values) 

2. Examination of path coefficients and their significance via bootstrapping 

3. Calculation of Coefficient of Determination (R²) to evaluate explanatory power 

4. Analysis of Effect Sizes (f²) to determine the relative impact of predictors 

5. Assessment of Predictive Relevance (Q²) using the blindfolding procedure 

6. Evaluation of model fit indices, where applicable in the PLS-SEM context 

 

Assessment of Collinearity among Predictor Constructs 

To assess multicollinearity among first-order latent variables, bootstrapped VIF values with 5,000 resamples 

were computed, offering a robust assessment suitable for PLS-SEM, especially with smaller samples and 

non-normal data. Most constructs had VIF values well below the conservative 3.3 threshold, and all were 

below the liberal benchmark of 5.0. For instance, Absorption (1.729), Altruism Value (1.247), Achievement 
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Value (1.244), and Counterproductive Work Behaviour (1.014) showed minimal collinearity. Moderate but 

acceptable VIFs were noted for Dedication (2.556), Individualised Consideration (2.405), Idealised Influence 

(2.245), and Vigour (2.271). Inspirational Motivation had the highest upper-bound Confidence Interval (CI) 

(3.345) but remained within acceptable limits. Overall, multicollinearity was minor and did not compromise 

the model. 

For inner model paths, all VIF values remained below 3.3, confirming no multicollinearity issues: Work 

Engagement → Job Performance (1.542), and Work Engagement → Job Satisfaction (1.200), Job Satisfac-

tion → Job Performance (1.371), Transformational Leadership → Job Performance (1.203), Transforma-

tional Leadership → Job Satisfaction (1.200). Narrow confidence intervals further reinforced the stability of 

these estimates. Thus, multicollinearity was not a concern in either the measurement or structural models. 

 

Examination of Path Coefficients and Their Statistical Significance 

The structural model was assessed to test the hypothesised relationships among the latent constructs using 

bootstrapping with 5,000 resamples in SmartPLS. Key criteria for hypothesis testing included path coeffi-

cients (β), t-statistics, and p-values.  

The structural model revealed that Work Engagement significantly influenced both Job Satisfaction (β = 

0.500, t = 8.592, p < 0.001) and Job Performance (β = 0.407, t = 5.731, p < 0.001), supporting H1 and H2 

and aligning with the JD-R model. Job Satisfaction also positively affected Job Performance (β = 0.292, t = 

3.750, p < 0.001), confirming H3 and theories like Expectancy Theory. However, the path from Transfor-

mational Leadership to Job Satisfaction was not significant (β = 0.046, t = 0.622, p = 0.534), rejecting H6, 

while its direct effect on Job Performance was only marginally significant (β = 0.177, t = 1.907, p = 0.057), 

offering partial support for H5. These results, highlighted in Table 1, provide evidence for the acceptance or 

rejection of the proposed hypotheses. 

 

Table 1  Testing the statistical significance of the path coefficient 

 

  

Original 

sample 

(O)  

Sample 

mean 

(M)  

Standard 

deviation 

(STDEV)  

T statistics 

(|O/STDEV|)  

P val-

ues  

Work Engagement -> Job Perfor-

mance  
0.407  0.408  0.071  5.731  0.000  

Work Engagement -> Job Satisfac-

tion  
0.500  0.496  0.058  8.592  0.000  

Job Satisfaction -> Job Performance  0.292  0.294  0.078  3.750  0.000  

Transformational Leadership -> Job 

Performance  
0.177  0.175  0.093  1.907  0.057  

Transformational Leadership -> Job 

Satisfaction  
0.046  0.077  0.073  0.622  0.534  

 

Source: SmartPLS Output (2025) 

 

Mediation analysis 

Mediation analysis, as shown in Table 2, highlights that Job Satisfaction partially mediated the link between 

Work Engagement and Job Performance (β = 0.146, t = 3.318, p = 0.001), supporting H4, but did not mediate 

the effect of Transformational Leadership on Job Performance (β = 0.013, t = 0.596, p = 0.551), rejecting 

H7. Total effects indicated that Work Engagement had the strongest influence on Job Performance (β = 

0.552), followed by Job Satisfaction (β = 0.292). Transformational Leadership showed a modest total effect 

on Job Performance (β = 0.191) but had no significant effect on Job Satisfaction (β = 0.046). 

 

TABLE 2The mediation effect of job satisfaction 

 

 
Original 

sample 

(O)  

Sam-

ple 

mean 

(M)  

Standard 

deviation 

(STDEV)  

T statistics 

(|O/STDEV|)  

P val-

ues  

Work Engagement -> Job Satisfaction -> 

Job Performance  
0.146  0.146  0.044  3.318  0.001  

Transformational Leadership -> Job Satis-

faction -> Job Performance  
0.013  0.022  0.022  0.596  0.551  

 

Source: SmartPLS Output (2025) 
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Overall, five of the seven hypotheses were supported, highlighting the central role of Work Engagement and 

Job Satisfaction in driving performance, while the effects of Transformational Leadership appeared context-

dependent and indirect. 

 

 

 

Model Evaluation Summary 

The coefficient of determination (R²) indicates moderate to substantial explanatory power, with Job Perfor-

mance (R² = 0.490, t = 6.885, p < 0.001) and Job Satisfaction (R² = 0.270, t = 5.987, p < 0.001) explained 

primarily by Work Engagement, while other factors like workplace climate may influence satisfaction. 

 Effect size (f²) analysis showed that Work Engagement had large effects on Job Satisfaction (f² = 

0.285) and Job Performance (f² = 0.210), while Job Satisfaction had a medium effect on performance (f² = 

0.122). Transformational Leadership had negligible effects, highlighting Work Engagement as the strongest 

predictor. 

 Predictive relevance (Q²) values for Job Performance (0.293) and Job Satisfaction (0.233) confirmed 

moderate to strong predictive accuracy. PLSpredict results outperformed benchmarks, particularly for indi-

cators like Task and Contextual Performance. 

 The model demonstrated strong theoretical and predictive validity, supporting five of seven hypoth-

eses. It emphasises the central role of Work Engagement while highlighting the need for deeper exploration 

into the contextual impact of leadership. 

 

DISCUSSION OF RESULTS 

 

The structural model evaluation offers a clear understanding of the causal links among Work Engagement, 

Transformational Leadership, Job Performance, and Job Satisfaction in the context of teacher educators in 

Sri Lanka's National Colleges of Education. The findings support established theories like Herzberg’s Two-

Factor Theory, McClelland's Need for Achievement Theory, Goal-Setting Theory, the Job Demands-Re-

sources Model, Work Adjustment Theory, and Social Exchange Theory while also revealing context-specific 

factors that account for both supported and unsupported hypotheses. This research empirically validated 

hypotheses H1–H5, supporting El-Sherbeeny et al. (2023), Wulandari and Hafidz (2023), Naqvi and Siddiqui 

(2023), Pracoyo (2022), and Balasuriya and Perera (2021), respectively.  

 The findings offer strong empirical support for the pivotal role of Work Engagement in enhancing both Job 

Performance and Job Satisfaction, thereby affirming the applicability of the JD-R model within educational 

contexts. While Job Satisfaction does not universally mediate all relationships, it remains a key mechanism 

through which engagement influences performance. Transformational Leadership, although relevant, ap-

pears to exert a more conditional effect on satisfaction, potentially shaped by institutional and cultural dy-

namics unique to the teacher education system in Sri Lanka.  

 

CONCLUSIONS 

 

The structural model testing supported five of the seven proposed hypotheses. Work engagement signifi-

cantly influenced both job performance (H1) and job satisfaction (H2), and job satisfaction also had a signif-

icant positive impact on job performance (H3). Mediation analysis confirmed that job satisfaction partially 

mediates the relationship between work engagement and job performance (H4). Transformational leadership 

had a direct but moderate effect on job performance (H5), while its effects on job satisfaction (H6) and the 

mediated path through job satisfaction to job performance (H7) were not supported. Overall, the findings 

highlight the central role of work engagement and job satisfaction in driving performance, with limited im-

pact from transformational leadership.  

In conclusion, these insights underscore the need for policymakers and administrators to prioritise strategies 

that foster engagement, such as professional development and effective workload management, as they are 

most likely to boost satisfaction and performance. Additionally, leadership training programs should be tai-

lored to ensure they not only drive performance but also enhance job satisfaction. 

  

LIMITATIONS AND FUTURE RESEARCH 

This study has several limitations that should be acknowledged. Firstly, the research was conducted exclu-

sively within the context of National Colleges of Education (NCoEs) in Sri Lanka. While this focus provides 

valuable insights into a specific and important educational setting, it may limit the generalizability of the 

findings to other educational institutions, both within Sri Lanka and internationally. Differences in organisa-

tional culture, leadership styles, educational policies, and socio-economic conditions across countries and 

institutions may affect the applicability of the results. 

Leadership training programs should be customised to enhance both job performance and job satisfaction by 

incorporating diverse leadership competencies beyond transformational leadership. Future research should 
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explore and compare various leadership styles, such as transactional, servant, authentic, and democratic, to 

determine their effectiveness in improving organisational outcomes. Such comparative studies can guide the 

adoption of evidence-based leadership styles suited to specific institutional contexts. 
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