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Abstract: A happy person will be concerned about what happens to his company and also pay attention to community issues 

connected to his affairs in the workplace, attempting to understand every change in the company so that he may set an example 

for other employees. This study examined the direct relationship between transformational leadership and job happiness and 

work engagement within the State Civil Apparatus (SCA) and the function of work engagement as a mediating variable that 

connects the two. Three hundred thirty-six government employees from the Ternate City Government served as the samples. The 

study team gave the questionnaire to the respondents directly. PLS and the structural equation model are the analytical tools 

utilized to test the hypothesis. The results showed that transformational leadership and work engagement directly affected job 

happiness. Work engagement can mediate the influence of transformational leadership on SCA job happiness. SCA is expected 

to have happy, good feelings in the work environment so that the government’s vision and mission can be realized according to 

the predetermined targets. 

Keywords:  Transformational leadership, job happiness, work engagement, SCA. 

I. INTRODUCTION  

A government leader should be a pioneer in various sectors of public life and government, always trying to correct 

deficiencies in work implementation, develop knowledge, and be a light for the people (Hatta et al., 2018). A good leader is a 

leader who is able to transform influence and example to create work happiness. Empirical facts have been found that 

transformational leadership is one of the factors in achieving good governance (Ramona et al., 2017; Hatta et al., 2018) 
 

Everyone has the capacity for happiness, the freedom to choose happiness, and a variety of ways to express it. Happiness, 

therefore, depends mainly on the person experiencing it and not on others. A person who is content will be concerned about what 

happens to his company and also pay attention to community issues connected to his affairs in the workplace, attempting to 

understand every change in the company so that he may set an example for other employees. Therefore, contented individuals 

can boost individual and group productivity. People prefer to feel happy because happiness is a subjective feeling. Wright et al. 

(2002) state that the existence of pleasant emotions and the leave of negative emotions work together to produce happiness. 
 

There are findings that happy employees have a positive impact on organizational development. Traditionally, 

organizations have focused on a model of organizational environmental health that aims to reduce costs caused by unhappy 

employees. They believe that employees can correct mistakes to improve what is right in their work environment. That is the 

great benefit that can be obtained by changing the perspective from the model of organizational environmental health compared 

to a paradigm that prioritizes employee well-being and perks (Wright et al., 2002; Pai & Krishnan, 2015). Someone who works 

in a company needs to get commensurate material returns and happiness or positive feelings that impact job satisfaction. 

Happiness at work is defined that refers to happiness in the environment itself. The existence of happiness in the workplace in 

some organizations is deemed necessary because higher levels of enjoyment inevitably increase employee performance (Joo & 

Lee, 2017). Research by Pryce-Jones & Lindsay (2014) shows that contented workers produce twice as much, are six times more 

energetic, and aim to remain in the company twice as long as disgruntled employees. Realizing happiness at work in an 

organization will undoubtedly be more straightforward if the proper leadership, in this case, a transformational style. 
 

When a leader uses the style of transformational leadership, they are more likely to be attuned to their team members’ 

needs and to be excellent role models for them (Setiawan et al., 2020; Salas-Vallina et al., 2017). Leadership or leading activities 

is an effort made by someone who inspires himself with all of his skills at motivating, inspiring, directing, and inspiring people 

to want to work with enthusiasm and belief in attaining excellence and work performance jointly (Tanjung et al., 2020; Agustini 
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et al., 2020). Personal and organizational happiness can be produced via transformational leadership (Asgarnezhad et al., 2021). 

According to several earlier studies, the presence of intervening variables would negate the impact of transformative leadership 

on workplace contentment. However, many researchers state that transformational leadership’s influence on workplace happiness 

with intervening variables still has a significant influence (Setiawan et al., 2020). Given the research gap, the researcher believes 

that job involvement can be used as a variable that mediates transformative leadership’s impact on job satisfaction as a novelty 

of the study. 
 

Bakker (2009) outlined four justifications for why involved employees perform better than disengaged ones, namely often 

experience joyful, pleasurable, and desire-inducing emotions; generally better health; express their engagement to others; take 

responsibility and initiative to improve personal abilities related to their work. 
 

Work involvement encourages positive energy and emotions that can be developed and used in an organization 

(Demerouti et al., 2001; Maslach & Leiter, 2008; Halbesleben, 2010). Demerouti et al. (2001) encourage researchers to pay more 

attention to positive emotions because positive emotions obtained from work involvement can encourage someone to be happy. 

Employees who are happy with their jobs can be more enthusiastic and joyful about what they do, act decisively as soon as they 

understand that what they are doing is ineffective, and take pride in their work. That is, it is their work that makes them satisfied.  
 

The results of many previous studies have explored the relationship between Transformational Leadership Style on 

Organizational Happiness (Chua & Ayoko (2019) through the mediating role of Job Passion (Asgarnezhad et al., 2021) or through 

empowerment (Pai & Krishnan, 2015), then Transformational Leadership and work engagement through mediation of structural 

empowerment (Amor et al., 2020), happiness at work with employee engagement (Field & Buitendach, 2011; Chinanti & Siswati, 

2018), organizational learning capacity and transformational leadership as factors that influence job satisfaction (Salas- Vallina 

et al., 2017), and transformational leadership in maximizing happiness at work (Setiawan et al., 2020) whose research is limited 

to specific industries (for example the health industry and the food and beverage business or other industries). Transformational 

leadership positively affects work engagement through the mediation of job resources and psychological empowerment (Bakker 

& Schaufeli, 2008). The results of Ibrahim’s research (2020) show that Transformational Leadership and job happiness play a 

role in influencing employee performance in Dubai government organizations. There is a positive correlation between creative 

workplace behavior and job satisfaction, and transformational leadership. A Lyubovnikova et al. (2017) study showed that 

transformational leadership could predict employee work engagement in various organizational contexts in private-sector 

companies in Pakistan and India. Empirical exploration and evidence regarding the mediating role of work engagement in 

bridging the relationship between transformation leadership and job happiness have yet to be found. To date. Although in limited 

numbers, several previous research publications have shown a positive relationship between transformational leadership, job 

happiness, and work engagement. It was also done to respond to the need for further research to prove other mediating variables 

explaining the relationship between transformational leadership and job happiness (Abdullah et al., 2016). 
 

A good leader can encourage employees to be elaborate in going about and creating a sense of happiness in the workplace. 

The realistic style of transformational leadership on the presence and involvement of employees is clear because it is the leader 

who bears the primary responsibility for providing autonomy to employees, performance feedback, cooperation with others, and 

estimating the level of social support provided to employees to perform their jobs (Blomme, 2012; Blomme et al., 2015). 

Leadership in government organizations is tasked with paying attention to the structure below it and the process of progress made 

according to the organization’s needs. Regarding bureaucracy, this leader functions as a policy manager with a hierarchy of 

authority that can affect work effectiveness and the operational sustainability of a sustainable work unit. Based on this concept, 

transformational leadership is ideal in government and can affect performance productivity through good operational control 

authority to improve employee performance in government (Dharmawan et al., 2022). 
 

Research on transformational leadership, job involvement, and job happiness has been widely conducted. However, in 

this study, we will review the condition of the SCA who work in the Ternate City Government of North Maluku Province, the 

happiest province in Indonesia. This research aims to verify the direct effect of transformational leadership on job engagement 

and happiness and examine the role of job engagement that mediates the effect of transformational leadership on job happiness 

in a fresh research design that has yet to be examined by prior scholars. 
 

II. LITERATURE REVIEW  

A) Job Happiness 

Happiness is essential because when someone wants to be happy, he is determined to improve his life. A happy person 

has a positive aura emanating from within him that will make those around him feel comfortable. In carrying out their job, 

employees, as part of the resources who work in a company, need commensurate material reciprocity and happiness or positive 

feelings that impact job satisfaction (Setiawan et al., 2020). 
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Myers & Diener (1995) explained that a person’s characteristics could measure happiness - does a person enjoy the 

practice of life? Does the individual like friends and relatives? does the person have hopes, beliefs, and actions to find free time 

in work? Subjective well-being (hedonic) and psychological well-being are the main ideas used to characterize happiness in the 

research on well-being, lifestyle quality, strength, and resources (eudemonia). Hedonic studies pertain to the meaning of self-

actualization and personal progress at the individual, societal, or organizational level. In contrast, eudemonic studies are studies 

of happy feelings and life satisfaction, such as enjoyment and avoiding pain. Employees who feel secure and at ease at work are 

more likely to be content and like their jobs. Workers who are content and at ease at work can contribute to increased productivity. 

Furthermore, they are less likely to want to leave the company (Chinanti & Siswati, 2018; Setiawan et al., 2020). Employees 

must take responsibility for their happiness at work to perform at their best, feel good about controlling and affecting their 

workplace, and provide job satisfaction (Pryce-Jones, 2010). 
 

Fisher (2010) and Dutschke et al. (2019) explain that work happiness is a complex notion that converges at the individual 

level and includes ephemeral moods and emotions, somewhat stable attitudes, and highly stable individual dispositions. Job 

happiness can be conceptualized as a framework, considering that satisfied professionals often experience positive emotions such 

as joy and happiness (Bakker et al., 2011). Research has shown a relationship between happiness and transformational leadership 

and work engagement (Demerouti et al., 2001; Pai et al., 2015; Salas-Vallina et al., 2017; Setiawan et al., 2020; Salas-Vallina & 

Alegre, 2021). 
 

B) Transformational Leadership to Job Happiness 

According to prior research findings, the happier individuals are at work, the more productive they are. Hence, the 

existence of work happiness in a business is essential (Joo & Lee, 2017). If an organization has the correct leadership with a 

transformational approach, it will undoubtedly be simpler to realize work happiness. Transformational leadership is characterized 

by a leader who pays concern to employee needs, can motivate and inspire colleagues by serving as an ideal example, and is seen 

to be one of the elements that impact workplace happiness (Setiawan et al., 2020; Salas-Vallina et al., 2017). Creating, presenting, 

and modeling a vision for the organization or work unit while motivating staff to work toward achieving that goal are all examples 

of transformational leadership, a form of leadership philosophy (Wibowo, 2017). This leadership style consists of four factors: 

the nature of idealized influence, idealized affect behavior, inspirational motivation, and intellectual stimulation (Antonakis et 

al., 2003; Rachman, 2022). 
 

According to several earlier research, transformational leadership’s impact on work satisfaction would not be as 

significant if other factors were present. However, several studies state that the influence of transformational leadership on 

happiness with intervening variables is significant (Salas-Vallina et al., 2017). When it comes to ideal impact, motivational 

speaking, mental stimulation, and individual consideration, effective leadership can significantly increase employee and 

organizational satisfaction. (Salas-Vallina et al., 2017; Setiawan et al., 2020; Asgarnezhad et al., 2021). Additionally, research 

indicates that the transformational leadership style directly affects work happiness and affective commitment (Abdullah et al., 

2016).  

H1: Job happiness is positively and significantly impacted by transformational leadership. 
 

C) Work Engagement to Job Happiness 

Employees that are engaged at work are those who have a sense of belonging, fulfillment, and excitement about their jobs. 

Workers with high levels of engagement will be deeply engaged in and passionate about their work (Yudiani, 2017; Jufrizen et 

al., 2023). Work engagement can be viewed as the antithesis of job burnout because it involves doing meaningful work and an 

emotionally motivating state of being at work. Employees who are enthusiastically immersed in their work have high energy 

levels (Bakker et al., 2008). The majority of scientists agree that participation includes both an identity and an energy component. 

Hence, a high level of morale and a sense of ownership of one’s work are engagement characteristics. (Bakker & Laiter, 2010). 
 

Passion, dedication, and absorption are traits of a work-engaged individual (Schaufeli et al., 2002; González-Roma et al., 

2006). Job participation can be characterized as a high amount of mental toughness and energy displayed while working, a 

willingness to put out the effort, and a degree of persistence when working is challenging. Work engagement is specific employee 

behavior that motivates teams and individuals to work diligently and regularly to accomplish organizational objectives 

(Sastrohadiwiryo, 2003). A person is said to be dedicated when they feel motivated, challenged, and excited and have a sense of 

personal significance. A strong sense of commitment and participation in one’s work is a crucial component of dedication; such 

involvement results in pride and zeal for one’s profession (Bakker & Schaufeli, 2008). “absorption” describes being intensely 

focused and actively engaged in one’s job. While immersed, people experience a rapid passage of time and find it challenging to 

cease working. 
 

Employee involvement and job happiness are essential for the organization’s progress. Employees involved in an 

important job in their organization will bring up positive behaviors that can improve performance and feel happy so that 



Marwan Man Soleman et al. / IRJEMS, 3(7), 220-228, 2024 

223 

organizational goals can be more easily achieved. Previous researchers postulated that this theoretical paradigm is extended by 

researchers who claim that happier employees provide better organizational results (Gavin & Mason, 2004). This theoretical 

paradigm is extended by researchers who claim that happier employees provide better organizational results (Gavin & Mason, 

2004). Previous research found a significant positive relationship between job involvement and happiness (Field & Buitendach, 

2011). The results of Chinanti and Siswati’s research (2018) show a positive and significant correlation between job happiness 

and engagement.  

H2: Work engagement has a positive and significant effect on job happiness. 
 

D) Transformational Leadership to Work Engagement 

Although little is understood about the specific impact of leadership style on workplace engagement, the efficiency of 

leadership conduct has been examined for decades (Blomme, 2012). Idealistic impact, motivating drive, stimulation of thought, 

and individual judgment are the four components of transformative leadership (Bass, 1997; Bass & Riggio, 2006). Therefore, the 

four components of transformational leadership listed above provide employees with access to resources such as support, 

feedback, and energy to develop work engagement (Blomme et al., 2015). Implementing the transformational leadership style 

increases employee job involvement (Tims et al., 2011; Vincent et al., 2012; Gozukara & Simsek, 2015). The results also found 

that higher levels of perceived transformational leadership were associated with higher job involvement (Chua & Ayoko, 2019). 

Work engagement and transformational leadership are directly related. People who work under transformational leaders are more 

likely to be enthusiastic, devoted, and absorbed in their work (Ghadi & Fernando, 2012; Amor et al., 2020).  

H3: Transformational leadership has a positive effect on job involvement. 

H4: The relationship between transformational leadership and work happiness is mediated by work engagement. 
 

According to Figure 1, the exogenous independent variable in this study is represented by transformational leadership, 

which reflects the extent to which leaders exhibit transformational leadership behaviors such as inspiring and motivating 

followers, providing intellectual stimulation, and showing individual attention. In addition, there is also Organizational Support, 

which reflects employee perceptions of the support and resources provided by the organization to improve their welfare and job 

satisfaction, and job characteristics, which includes aspects of the job itself, such as task variety, autonomy, feedback, and skill 

utilization, which affects job satisfaction and happiness. Meanwhile, Job Engagement is an Intermediate Endogenous Variable, 

which describes the enthusiasm, dedication, and involvement experienced by employees in their work. It reflects their 

psychological state characterized by high energy, engagement, and efficacy levels. While the endogenous dependent variable 

(Mediation) is job happiness, which represents the subjective well-being and satisfaction employees get from their jobs. It 

includes positive emotional experiences, satisfaction, and fulfillment in their work.  
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1. Research Concept Framework Model and Hypotheses 
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With this conceptual framework, researchers investigate how transformational leadership influences job happiness, and 

job involvement serves as an intermediary mechanism through which this relationship is mediated. Transformational leadership 

is expected to impact job engagement and increase job happiness positively. The proposed framework suggests that 

transformational leaders can positively influence employee job engagement by creating a supportive organizational climate and 

facilitating favorable job characteristics. Job involvement, in turn, is expected to increase employees’ overall happiness, leading 

to positive job outcomes. This conceptual framework provides an overview, and more specific measurements and relationships 

between the variables will be further developed and refined based on the existing literature and the current research context. 
 

III. METHODS 

The research team delivered the questionnaire directly to SCA in the Ternate City Region, North Maluku Province. Three 

hundred forty-seven respondents returned the answers to the questionnaire, and 11 questionnaires needed to be validated and 

processed. The remaining 336 are declared as valid data and can be analyzed. The results of the tabulation of data obtained were 

that 39.4% were male and 60.6% were female. Regarding age, most of the respondents were aged between 41 to 50 years (38.6%), 

followed by employees aged between 31 and 40 years (30.2%), over 50 years old (21.5%), and the rest were aged 21 to 30 years 

(9.7%). However, most respondents expressed concern about their level of education are doctoral, master, and undergraduate 

graduates, 78.4%, and high school and diploma graduates, 21.6%. 
 

Measurement of the variables responded to by respondents using a five-point Likert scale (strongly disagree = 1 to strongly 

agree = 5). The four primary components of the study’s main factors were job involvement, transformational leadership, and job 

happiness. Questionnaires are utilized to gauge respondents’ responses using direct quotations from the literature that are used 

as references and have been the subject of prior research. To assess the validity of the questionnaire, use an outer model test with 

both convergent and discriminant measurements. The initial step involved removing erroneous item values from the data so that 

reliable and correct item values could be obtained for further research. 
 

IV. RESULTS AND DISCUSSION  

The data analysis tool tests hypotheses and runs on the full version of SmartPLS 3.2.9 software. As part of the model’s 

evaluation in PLS, the measuring model (outer model), namely its reflective validity and reflecting dependability metrics, are 

assessed. Indicators not complying with the loading factor requirements are excluded from further investigation. Convergent 

validity is used to assess the value’s quality by considering factor loading > 0.6 and average variance extracted (AVE) > 0.5. 

(Chin, 1995). The reliability test is visible in Cronbach’s alpha and composite reliability values. The construct is considered 

reliable if the composite reliability and Cronbach’s alpha values are more than or equal to 0.7 (Hair et al., 2014). The results of 

the convergent validity analysis of the reflective indicators of the first stage in terms of the value of the outer loading score 

obtained several indicators having values < 0.60, namely 0.523 (TFL10), 0.549 (TFL12), 0.545 (JH08), and 0.013 (JH10). The 

indicator may be considered ineffective at measuring the relevant variable. Then, proceed with the second calculation stage by 

issuing an indicator with a loading factor value of less than 0.60, as seen in the following figure. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2. Phase II Calculation Results Using the SmartPLS Application 3.2.9 
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Considering that all the indicators used in the second stage of the calculation test passed the validity test, the reliability 

test results in Table 1 are data that meet the requirements and continue with the analysis to the next stage. The analysis results 

show that job happiness, transformational leadership, and work involvement meet the criteria of validity and reliability. Detailed 

information is shown in Table 1 below. 
 

Table 1: Validity and Reliability Test Results 
Variable Cronbach’s Alpha Composite Reliability Average Variance Extracted (AVE) 

JOB HAPPINESS .916 .933 .636 

TRANSFORMATIONAL 

LEADERSHIP 

.905 .918 .508 

WORK ENGAGEMENT .907 .921 .518 

Source: SmartPLS Calculation Result Output 3.2.9 (2023) 
 

Structural model assessment (inner model) describes latent variables used for evaluation based on substantive theory. The 

test uses the goodness of fit (GoF) model to determine how much endogenous variables contribute to exogenous variables. The 

GoF model is measured by the R2 (R-Square) endogenous variable. Furthermore, the variety of exogenous factors that may be 

accounted for in the model is assessed using Q2 (Q-Square predictive relevance) (Hair et al., 2014). The R2 for all endogenous 

constructs, on average, was used to define the GoF index (Tenenhaus et al., 2005). The GoF index, which has an interval value 

of 0 < Q2 < 1, represents the model’s overall predictive power. GoF values close to 1 indicate a reasonable estimation of the path 

model and have better predictive relevance (Akter et al., 2011; Hair et al., 2014). The following formula calculates the value of 

Q2: 

Q2 = 1 – [(1 – R12)…(1 – Rn2)]…………………………………………………………………………….………1 

The results shown in Table 2 below were acquired by evaluating the inner model using the GoF model. 

Table 2: Results of the Goodness of Fit Model Test 

Variable R2 

Work Engagement .120 

Job Happiness .184 

Q2 =  1 – [(1 - R1
2)(1 - R2

2)] 

Q2 =  1 – [(1 – .120)(1 – .184)] 

Q2 =  1 – [(.88)(.816)] 

Q2 =  1 – .718 = .282 = 28,2% 

               Source: Primary data processed 2023 

Table 2 demonstrates that all variables examined are appropriate for testing hypotheses, with a Q2 of 28.2% for employee 

performance factors, with the remaining 71.8% coming from other variables not covered in this study model. Hypothesis testing 

aims to determine whether the suggested hypothesis is confirmed with a critical point, p-value 0.05 (α = 0.05) on every direct 

and indirect influence avenue. The results of the analysis can be seen in Table 3. and Table 4. below: 

Table 3: Path Coefficients, Mean, STDEV, T-Values, P-Values 

  
Original 

Sample (O) 

Sample 

Mean (M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 
P Values 

Transformational leadership -> 

Job Happiness 
.299 .300 .072 4.182 .000 

Transformational Leadership -> 

Work Engagement 
.347 .361 .062 5.612 .000 

Work Engagement -> Job 

Happiness 
.221 .228 .060 3.672 .000 

 Source:   SmartPLS Calculation Result Output 3.2.9 (2023)  
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Table 4: Specific Indirect Effects, Mean, STDEV, T-Values, P-Values 

  
Original 

Sample (O) 

Sample 

Mean (M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 
P Values 

Transformational leadership -> 

Work Engagement -> Job 

Happiness 

.077 .082 .025 3.083 .002 

  Source: SmartPLS Calculation Result Output 3.2.9 (2022) 
 

Considering the outcomes of the data analysis discussed above, each of the hypotheses formulated previously is explained 

in the following to accept or reject the hypothesis. The study’s findings indicate that transformative leadership significantly 

affects job happiness. The analysis findings indicate the path coefficient = .299 with a t-statistic = 4.182 and a p-value of 000. It 

suggests that hypothesis one can be accepted based on the available empirical evidence. Hypothesis 2 states that work engagement 

affects job happiness. The path shows a coefficient = .221, t-statistic = 3.672, and a p-value = .000, which can be significant to 

accept the second hypothesis. The path coefficient is positive, meaning that work engagement is a good category. Good and can 

lead to increased feelings of happiness in carrying out daily tasks. Hypothesis 3 states that transformational leadership affects 

job engagement, which can also be accepted; the outcomes of the calculations can demonstrate this, showing that the path 

coefficient = .347 with a t-statistic = 5,612 and a p-value of .000, which can be said to be significant. Hypothesis 4 states that the 

relationship between transformational leadership and work happiness is mediated by work engagement because the analysis 

results show that the path coefficient = .077, t-statistic = 3.083, and a p-value of .002, which can be said to be significant. There 

is sufficient empirical evidence that work engagement can partially mediate the effect of transformational leadership on employee 

job satisfaction. Results focus on the outcome of the research performed. The statistical analysis represents the significance. 

Visual representation of the data using figures, tables, and graphs. Results must elaborate the exploration of the findings based 

on the collected information and scientific tools and the exact research findings. 
 

Transformational leadership has a significant effect on job happiness. It implies that applying the transformational 

leadership type has been going well and can increase employees’ feelings of happiness in a significantly positive way. The 

purpose of implementing transformational leadership is to maximize the process of transforming knowledge and services to SCA 

so that leaders in a government organization can provide role models for members of the organization so that individual goals 

and organizational goals can be achieved. The findings of this study demonstrate the beneficial and significant impact of 

transformative leadership on SCA work happiness in line with and strengthen the results of research (Abdullah et al., 2016; Salas-

Vallina et al., 2017; Setiawan et al., 2020; Asgarnezhad et al., 2021). It proves that if the leader applies a transformational 

leadership style, employees’ positive emotions in the form of work happiness increase. The results of this study can also confirm 

the theory developed by Demerouti et al. (2001) and Blomme (2012) that a transformational leadership style can encourage 

positive emotions in every employee because motivated people are more likely to be engaged and pleased in their work. 
 

The impact of transformational leadership on employee engagement is substantial. The application of transformational 

leadership has proven to be successful in augmenting SCA’s level of work engagement. The transformational leadership 

paradigm places a strong emphasis on the leader’s ability to inspire followers to take on greater responsibility than they might 

otherwise (Bass & Avolio, 1990). Job engagement has a significant role in mediating the influence of transformational leadership 

on SCA work happiness. It means that some SCAs admit that if employees are involved in a strategic job to achieve organizational 

goals, it will positively impact positive feelings in the form of job happiness. This study supports the opinion (Tims et al., 2011; 

Vincent et al., 2012; Gozukara & Simsek, 2015; Chua & Ayoko, 2019). The leader is the primary image for employees in 

behaving in the workplace and bringing new changes to tricky situations and requires the leadership’s opinion to understand it. 

Leaders have a positive and influential role in developing work engagement and efforts to increase job happiness. 

Transformational leaders will be able to create a supportive environment and good teamwork in the workplace and focus on 

developing individual potential (Choi et al., 2015). Therefore, work involvement can act as a variable that facilitates the 

relationship between transformational leadership and SCA satisfaction in Ternate City. 
 

V. CONCLUSION  

Transformational leadership is an essential concern of this research associated with SCA happiness. Examine the impact 

of work involvement mediation on the effect of transformational leadership on SCA work happiness. Increased transformational 

leadership has an impact on increasing happiness. Government organizations can achieve their vision and mission if they apply 

a transformational leadership style, involve employees, and must have a work spirit to foster work happiness. High levels of job 

engagement and transformational leadership play a crucial role in boosting the happiness of SCA. This research has also explored 

the influence between transformational leadership, job involvement, and happiness. The results show that job involvement can 

mediate the effect of transformational leadership on SCA work happiness. Some personnel can raise their level of performance 
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if they are actively involved in their work. The conclusion is the statement where you wrap up all your findings and ideas and 

present a strong final impression of the research. 
 

In order to build strategic HRM and organizational behavior in governmental organizations, this research helps to develop 

concepts relating to the kind of transformational leadership, work engagement, and job satisfaction of SCA. Because SCA is 

involved in strategic work to achieve the organization’s vision and mission, this study’s theoretical findings in strategic HRM 

show that transformational leadership, as a multidimensional variable, increases positive emotions in the form of job happiness 

and the spirit of SCA. Results from the study that examined how job participation, a mediator of SCA pleasure, affected 

transformational leadership had significant findings. Hence, the multidimensional variable of work involvement’s theoretical 

contribution to organizational behavior theory raises SCA’s job satisfaction. 
 

The application of transformational leadership significantly impacts SCA work engagement and satisfaction. As a result, 

organizations can better implement changes with updated work practices in line with the growth of information technology. It 

provides a practical contribution that strong transformational leadership makes human resources who work in the sector of 

government organizations have increased work happiness. The local government can successfully implement policies to achieve 

the government’s vision and goal within a specific time frame if the SCA is effectively involved in strategic work. In order to 

make the research model more inclusive in a more holistic way, more researchers should incorporate markers of awareness and 

attitude development as a mediator between job engagement and SCA job pleasure. 
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