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Abstract 

This study investigates the nuanced interplay between school organizational climate 

and preschool teacher job satisfaction within the context of Selangor, Malaysia. Preschool 

education serves as a critical foundation for children's cognitive, social, and emotional 

development, making the satisfaction and well-being of preschool teacher’s paramount. 

However, the impact of the organizational climate within preschool settings on teacher job 

satisfaction remains underexplored, particularly within the Malaysian context. The study also 

investigates the relationship between school organizational climate specifically focuses on the 

nine subscales of organizational climate, namely supportive behaviour, directive behavior, 

restrictive behavior, collegial behavior, intimate behavior and disengaged behavior preschool 

and teachers’ total job satisfaction. This research adopted Person-Environment Occupational 

Performance (PEOP) model as theoretical framework and employed a quantitative 

correlational design. Utilizing the Hoy et al (1991) Organizational Climate Description 

Questionnaire (OCDQ-RE) and Spector’s (1985) Job Satisfaction Survey (JSS) as research 

instrument, the study was conducted using convenient sampling involving 79 preschool 

teachers in Selangor. These findings reveal that there is a significant positive relationship 

between supportive, directive, collegial, intimate, and disengaged behaviors in the 

organizational climate and preschool teacher job satisfaction. However, contrary to the 

hypothesis, the relationship between restrictive behavior and preschool teacher job 

satisfaction was found to be non-significant. The study's limitations include small sample 

size, questionnaire length affecting participation and the quantitative research method 

employed. It is recommended that adopted large sample size, shorten the questionnaire for 

better participation rates, and incorporate multiple methods of data collection. 

 

Keywords: Organizational Climate, Job Satisfaction, Preschool Teachers, Selangor  
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CHAPTER 1 

Introduction 

Introduction 

This study focuses on the relationship between school organizational climate and preschool 

teacher job satisfaction. In this chapter, the researcher will discuss the background of the 

study, problem statement, research objectives, research questions, research hypothesis, the 

significance of the study, as well as the definition of terms. 

 

Background of the study 

Preschool teachers' working environment significantly influences the quality of 

teaching they provide to young children in early childhood education (Redeș, Adela, et al., 

2023). The organisational climate within schools is a significant component in determining 

the quality of early childhood education (Veziroglu-Celik, 2018). According to Bloom (2010), 

teachers thrive in friendly and supportive schools with a positive environment, contributing to 

the overall quality of education (Bloom, 2010). This positive atmosphere, referred to as 

organizational climate, encompasses the overall atmosphere, values, and relationships within 

a school. 

Organizational climate significantly affects individual behaviors, attitudes, and well-

being in educational settings (Veziroglu-Celik, 2018). It explains why some organizations 

outperform others in terms of productivity, effectiveness, innovation, and success. Hoy et al. 

(1991) identified two general categories of organizational climate—supportive and 

directive—along with six dimensions, including collegial and disengaged behavior. These 

elements offer valuable insights into educators' working environments, such as preschool 

teachers. 

Previous research has shown that organizational climate substantially impacts 

employee job satisfaction across various sectors, including education (Sunarni, S., & Sultoni, 
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S., 2023). In the context of early childhood education, a favorable organizational climate can 

lead to positive outcomes for preschool teachers. It encourages collaboration among staff, 

supports professional growth opportunities, and fosters a sense of accomplishment, thereby 

increasing job satisfaction (Jiang et al., 2019). Conversely, a negative organizational climate, 

characterized by poor communication and lack of support, can lead to dissatisfaction and 

stress among teachers, potentially hindering the quality of education provided to young 

children (Jiang et al., 2019). 

Preschool teachers take a crucial part in creating a positive learning environment for 

young children, and their job satisfaction is essential for effective early childhood education 

delivery (Baluyos et al., 2019). Understanding the factors influencing teacher job satisfaction 

is vital for improving educational outcomes and fostering an effective teaching environment 

(Jiang et al., 2019). Several factors can influence job satisfaction in the teaching profession, 

such as overall job satisfaction and contentment with the working environment (Jiang et al., 

2019). The positive relationship between job satisfaction and organisational commitment has 

been the subject of numerous research (Totenhagen et al., 2016), underscoring the 

significance of organisational climate in educational settings. 

An important area of study in education is the connection between preschool teachers' 

work satisfaction and school organisational climate (Valdez et al., 2016; Wynn, 2016). A 

positive organizational climate is characterized by a productive working environment, good 

social relationships among staff, and a sense of teamwork (Mutiara and Sobandi, 2016). 

Conversely, a negative organizational climate can lead to teacher dissatisfaction, impacting 

student learning outcomes (Hassan and Wahab, 2016). The interconnectedness of school 

climate, organizational commitment, and job satisfaction underscores their significance in 

educational settings (Norliani et al., 2022). Thus, fostering a positive organizational climate is 
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essential for ensuring the well-being of preschool teachers and enhancing the quality of 

preschool education. 

 

Problem Statement 

Recent research (N. Hassan, 2017 as cited in Don et al., 2021) highlighted that teacher 

satisfaction in preschools remains moderate, due to the poor organizational climate. This less-

than-ideal school environment has resulted in a decreased sense of comfort among teachers in 

fulfilling their roles (Don et al., 2021). Existing research indicates that teacher satisfaction 

levels in preschool settings are moderate, primarily due to the poor organizational climate. 

The organizational climate encompasses factors such as leadership style, communication 

channels, support systems, and overall work environment, all of which can significantly 

influence teacher morale and job satisfaction (Coelho & Pires, 2020). For example, 

ineffective leadership, unclear lines of communication and inadequate support structures can 

leave teachers feeling undervalued, unsupported, and disengaged from their roles (Dou et al., 

2016). As a result, despite their commitment to early childhood education, many preschool 

teachers may find it difficult to find fulfilment and satisfaction in their work because of the 

poor organisational climate in which they work. 

Preschool teachers are pivotal in shaping the early learning experiences of children, 

and their job satisfaction is paramount to their effectiveness. AL-Jadidi NAA, (2022) stated 

that while there is existing research exploring various factors influencing preschool teacher 

job satisfaction, such as stress, turnover intention, workload, salary, professional development 

opportunities, and relationships with colleagues, a clear knowledge gap exists regarding the 

precise influence that organisational climate has on job satisfaction in preschool 

environments. However, there limited association between organizational climate and 

preschool teacher job satisfaction. Fang & Qi (2023) stated that although studies have 



ORGANIZATIONAL CLIMATE AND JOB SATISFACTION 4 
 

explored various factors that influence preschool teachers' job satisfaction, there is a distinct 

lack of attention to the relationship between job satisfaction and organisational climate. 

Despite its potential importance, organisational climate remains an under-explored factor in 

understanding and improving teacher satisfaction in preschools. 

Moreover, little local research on the specific aspects of organizational climate in 

preschools that significantly impact teacher job satisfaction. In the Malaysian context, there is 

a scarcity of research focusing on the specific aspects of organizational climate within 

preschools that significantly impact teacher job satisfaction (Ghavifekr & Pillai, 2016). Most 

existing studies either generalize findings from other educational levels or draw upon 

international literature, failing to capture the nuances and unique challenges present in 

Malaysian preschool environments (Ghavifekr & Pillai, 2016). While international studies 

provide valuable insights into general principles and trends, they may not fully capture the 

unique cultural, social, and institutional factors influencing organizational climate within 

Malaysian preschool settings (Rahmatullah et al., 2021). Furthermore, local research is 

essential for identifying context-specific challenges and opportunities that may exist within 

the Malaysian early childhood education landscape. 

 

Research Objective 

1. To investigate the relationship between organizational climate and preschool teacher 

job satisfaction. 

 

Research Questions 

1. Is there a significant relationship between supportive behavior and preschool teacher 

job satisfaction? 
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2. Is there a significant relationship between directive behavior and preschool teacher 

job satisfaction? 

3. Is there a significant relationship between restrictive behavior and preschool teacher 

job satisfaction? 

4. Is there a significant relationship between collegial behavior and preschool teacher 

job satisfaction? 

5. Is there a significant relationship between intimate behavior and preschool teacher 

job satisfaction? 

6. Is there a significant relationship between disengaged behavior and preschool 

teacher job satisfaction? 

 

Research Hypothesis 

1. There is a significant relationship between supportive behavior and preschool 

teacher job satisfaction. 

2. There is a significant relationship between directive behavior and preschool teacher 

job satisfaction. 

3. There is a significant relationship between restrictive behavior and preschool teacher 

job satisfaction. 

4. There is a significant relationship between collegial behavior and preschool teacher 

job satisfaction. 

5. There is a significant relationship between intimate behavior and preschool teacher 

job satisfaction. 

6. There is a significant relationship between disengaged behavior and preschool 

teacher job satisfaction. 
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Significance of study 

This study makes a valuable contribution to the field of study through increasing 

awareness and assisting others in understanding the relationship between preschool teachers' 

job satisfaction in Selangor and school organisational climate in Selangor. The findings hold 

value for early childhood education researchers, educators, and preschool principals, 

providing insights into how organizational climate impacts teachers and education quality. 

Improving the organizational climate may improve preschool educators’ well-being, which, 

in turn, may positively impact the quality of early childhood education (Lieny, Jeon. 2023). 

Moreover, the study identifies areas for improvement. Preschool principals or 

operators play a pivotal role in shaping the organizational climate within their institutions. 

Preschool teacher principals or operators can identify the area that needs to be improved that 

can help to enhance their workers' satisfaction at work. By identifying aspects of the 

organizational climate that significantly influence teacher job satisfaction, principals can 

formulate targeted strategies for enhancement. The implementation of practices aimed at 

fostering a positive school climate can lead to a more satisfied workforce, potentially 

reducing teacher turnover and improving overall school functioning (Ross, 2020). 

This research also intends to fill a key gap in the available literature. There are few 

studies looking at the connection between preschool teachers' job satisfaction and the 

organizational climate of their schools, most of this study focuses on primary and secondary 

schools (Ghavifekr & Pillai, 2016). By filling this gap, this study contributes to a more 

complete knowledge of the elements that influence job satisfaction in early childhood 

education. The findings hold the potential to inform policy decisions and shape future 

research directions, ultimately striving to enhance the overall quality of preschool 

experiences for both teachers and children. 
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In summary, by exploring the relationship between organizational climate and teacher 

job satisfaction in preschool settings, this study seeks to not only deepen understanding 

within the field but also provide actionable insights for improving the well-being of preschool 

teachers and the quality of early childhood education. 

 

Definition of Terms 

Conceptual Definition 

Organizational Climate. The conceptual definition of organisational climate was 

describing how a group of people view and understand their workplace (Schneider, 1975). It 

outlines how employees collectively view various aspects of their workplace, such as 

leadership styles, communication practices, relationships among colleagues, and 

organizational values (Madhukar & Sharma, 2017). Essentially, organizational climate 

reflects the prevailing atmosphere, mood, and social dynamics within the organization 

(Promila, Agarwal, 2015). Organizational climate serves as a kind of "perceptual lens" 

through which employees interpret their workplace experiences (Mohanta & Saha, 2022). It 

shapes their attitudes, behaviours, and interactions within the organization. The ten elements 

of an organizational climate that Bloom (2010) defined are: reward system, decision-making, 

goal consensus, task orientation, physical environment, professional growth, collegiality, 

direct support, clarity, and innovation. 

 

Job Satisfaction. Locke (1976) claimed that job satisfaction comes from an 

individual's evaluation of their job or job experiences, resulting in a positive emotional state 

characterised by preferences such as "favour or disfavour". According to Azeez et al. (2016), 

the emotional state develops from believing that a job meets an employee's material, 

interpersonal, and psychological demands. Job satisfaction involves attitudes toward various 
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job facets, including job nature, coworkers, supervision, and wages (George & Jones, 1995). 

A broad attitude derived from attitudes in three domains—specific job qualities, personal 

characteristics, and connections with others outside of the workplace—is called job 

satisfaction (Mishra and Mishra, 2013). Moreover, job satisfaction is linked to increased 

commitment to the organization, which, in turn, enhances overall organizational performance 

(Mwesigwa et al., 2020). 

 

Operational Definitions 

Organizational Climate 

 The operational definition of organizational climate, specifically as measured by the 

Organizational Climate Description Questionnaire developed by Hoy et al. (1991), involves 

quantifying the perceptions and experiences of individuals within an organization across six 

key subscales: supportive behavior, directive behavior, restrictive behavior, collegial 

behavior, intimate behavior, and disengaged behavior. Each of these subscales represents 

distinct dimensions of the organizational climate that contribute to the overall workplace 

environment. 

 Supportive behaviour as defined by Hoy and Clover (1986), encompasses the school 

principal's genuine and consistent demonstration of praise and constructive feedback, 

reflecting their underlying concern for teachers. The principal attentively considers 

suggestions from teachers and maintains an open-minded approach. Teachers' abilities are 

valued, and the principal demonstrates personal and professional concern for them (Hoy & 

Clover, 1986). This part investigates the extent to which employees feel supported and 

encouraged at work. It asks whether employees receive help and recognition from their 

supervisors and colleagues. 
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Directive behaviour refers to the principal’s behaviour, which is authoritarian and 

entails strict supervision (Hoy & Clover, 1986). the principal exercises continuous oversight 

and keeps a close watch on all teachers and school activities, paying attention even to the 

minutest details. (Hoy & Clover, 1986). This section assesses how clear and specific 

principal's instructions and guidance are. It looks at whether employees understand what is 

expected of them and whether there is much supervision. 

Restrictive behaviour also related to the principal’s behaviour. This type of behaviour 

interferes with rather than facilitates a teacher's work (Hoy & Clover, 1986). The principal 

imposes workloads on teachers that conflict with their teaching responsibilities, such as 

committee requirements, routine tasks, and paperwork (Hoy & Clover, 1986). This part 

assesses any constraints or limitations employees may feel within the organization. It asks 

about the extent to which rules, regulations, or procedures restrict their autonomy, creativity, 

and decision-making. 

Collegial behaviour fosters eachers engage in open and professional interactions 

(Hoy & Clover, 1986). They exhibit passion, acceptance, and respect towards their 

colleagues; they also take pride in their school and like working with each other (Hoy & 

Clover, 1986). This dimension focuses on the level of teamwork, cooperation, and mutual 

respect among colleagues. It asks about collaboration, sharing of ideas, and supportive 

interactions among coworkers. 

Intimate behavior reflects close-knit and strong social connections among teachers 

(Hoy & Clover, 1986). Teachers have a deep familiarity with one another, become close 

friends, engage in regular social activities together, and provide each other with a lot of social 

support (Hoy & Clover, 1986). This area explores the personal connections and relationships 

between employees. It investigates whether there is a sense of trust, friendship and belonging 

among colleagues. 
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Disengaged behavior indicates a lack of purpose and concentration in professional 

activities (Hoy & Clover, 1986). Teachers are just wasting time in useless group activities; 

they lack common goals. Furthermore, they frequently act negatively and critically toward 

their colleagues and the school (Hoy & Clover, 1986). This part evaluates whether employees 

feel disconnected, unmotivated, or unengaged in their work. It asks about feelings of apathy, 

indifference, or lack of involvement. 

 

Job Satisfaction 

 The Job Satisfaction Survey (JSS) established by Spector (1985) is used to assess 

preschool teacher work satisfaction. The survey includes scale development, interpretation, 

and scoring instructions to help measure and understand job satisfaction levels. Spector 

assesses work happiness using nine different criteria: pay, promotion, supervision, fringe 

benefits, contingent rewards, operating procedures, coworkers, nature of work, and 

communication (Spector, 1985).  

 

Conclusion 

In conclusion, the purpose of this research project is to investigate the relationship 

between school organizational climate and preschool teachers' job satisfaction in Selangor. 

This chapter presents the background of the study and problem statement of the study to 

highlight important knowledge gaps in relation to the factors influencing preschool teachers' 

job satisfaction in the organisational climate. Additionally, the research objectives, questions, 

and hypotheses were clearly defined. Moreover, the significance of this study was 

underscored, emphasizing its importance organizational climate within the early childhood 

education sector in Selangor. To enhance clarity, both conceptual and operational definitions 

of key terms throughout the research were also discussed.  



ORGANIZATIONAL CLIMATE AND JOB SATISFACTION 11 
 

CHAPTER 2 Literature Review 

Introduction 

The current study researches the relationship between school organizational climate 

and preschool job satisfaction. The researcher will discuss the literature based on previous 

research studies done by other researchers in this chapter. Other than that, the researcher will 

also discuss the theoretical framework and the conceptual framework of the current study in 

this chapter. 

 

Organizational Climate 

Organizational Climate 

The organisational climate can be defined as the organization's psychological features 

(Mavi̇ & Özdemir, 2023). According to Steinke et al. (2015), organizational climate reflects 

how staff members view the rules, practices, and guidelines that are accepted, encouraged, 

and rewarded with reference to the organization's human resources. Another case with Owens 

and Valesky (2015), which defines organizational climate as the study of people's views of 

different elements of the workplace environment. Miner (2015) provides a definition of 

organizational climate that highlights its association with distinct features of large units, its 

focus on describing organizational units rather than evaluating them, its origins in 

organizational practices, and its impact on the behavior and attitudes of members. 

According to Jain et al. (2015), organizational climate is characteristics that can 

influence the behaviors of organization members that make an organization different from 

others. What can be said about schools as organizations and school environment was similar 

to organizational climate (Mutlu & Öcal, 2021). Organisational climate refers to the policies, 
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structures, and processes that have a favourable or bad impact on personnel within an 

organisation (Schneider et al., 2017). 

According to Wang et al. (2019), organizational climate pertains to an individual's 

perception and encounter with the workplace atmosphere, and it stands out as the most 

significant environmental factor impacting individuals' work performance. According to 

Sunarni and Sultoni (2023), organizational climate refers to the work environment that might 

influence an organization's behavior. Gemnafle et al. (2018) define organizational climate as 

the investigation or study of an organization's members' impressions of various kinds of 

activities and environmental conditions surrounding the organization. 

Organizational climate in early childhood education refers to the overall atmosphere 

and working conditions within early childhood centers (Veziroglu-Celik, 2018). Early 

childhood centers vary in their definitions based on numerous characteristics, including size, 

type, age group served, and institutional affiliation. However, within organizational theories, 

it's possible to establish more conceptual definitions for these institutions. While various 

centers foster positivity, exuding an energetic and inviting atmosphere through their 

employees' attitudes, others may present contrasting experiences (Veziroglu-Celik, 2018). 

According to Bloom (2010), as cited in Veziroglu-Celik (2018), it encompasses factors such 

as collegiality, professional development, director support, clarity, reward system, decision-

making, goal consensus, task orientation, physical setting, and innovativeness. 

According to Hoy et al. (1991) study, organizational climate encompasses two basic 

kinds of behaviour and six aspects. Principals' behaviours were categorised into three types: 

supportive, directive, and restrictive. Within these aspects, supportive behaviors suggest real 

and constructive feedback, whereas directive behaviours indicate highly supervised 

supervision. In contrast, restrictive behaviour discourages and makes excessive expectations. 
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The remaining three aspects are about instructors' behaviours: collegial, intimate, and 

disengaged. Collegial behaviours contain professionalism and supportive teaching method, 

intimate behaviours reflect strong interpersonal relationships, and disengaged behaviours 

suggest a lack of shared aims among teachers. 

Organizational climate in early childhood education is a crucial aspect that 

significantly impacts the overall environment and effectiveness of early childhood centers. 

Several studies have highlighted the importance of understanding and fostering a favourable 

organizational climate in these settings. Principals play a vital role as socializers of the 

emotional climate within these centers (Zinsser et al., 2016). They contribute to shaping the 

organizational climate through their leadership behavior and interactions with staff and 

children (Barnová et al., 2022). A supportive organizational climate is essential for promoting 

positive emotional experiences among both employees and children, ultimately influencing 

the quality of care and education provided (Ghavifekr & Pillai, 2016). 

Wang et al. (2019) define organizational climate in the context of kindergartens as the 

distinct environment formed by the interaction between the director and kindergarten 

teachers. School climates encompass organizational climates, denoting both the quality of 

interpersonal dynamics within a school and the overall character of the institution (Ryan et 

al., 2017). A pleasant organisational climate in early childhood education centres can increase 

educational quality and help children develop their cognitive, social, emotional, and academic 

skills (Veziroglu-Celik, 2018). Studies have shown that the organizational environment 

significantly influences human behaviours. attitudes, and well-being, as well as 

organisational productivity, effectiveness, and creativity (Veziroglu-Celik, 2018). People who 

believe that their organizational climate is welcoming and compassionate are more more 

inclined to be satisfied with their supervisor and salary than people who share the same 
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personality requirement but believe that the organizational climate is closed, bureaucratic, 

and impersonal (Ahmad et al., 2018). 

 According to Zhu and Engels (2014), support, transparency, autonomy, diversity, job 

resources, and creativity all contribute to a positive organisational climate for teachers. A bad 

organizational climate can lead to mental fatigue due to isolation, exclusion, top-down 

leadership, and excessive workloads (Yao et al., 2015). Susan L. Roebuck (2022) stated that a 

pleasant organizational atmosphere is a valuable resource for employees, whereas a poor one 

can be difficult and exhausting. Confidence and unity between educators and learners are 

nurtured by positive school cultures, leading to decreased teacher turnover intentions 

compared to bad cultural norms (Şenol & Lesinger, 2018). Policies, procedures, and systems 

form the organisational atmosphere (Schneider et al. 2017). School climates that encourage 

student discipline and teacher satisfaction, as well as shared school goals, were discovered to 

increase teacher retention (Dahlkamp et al., 2017). According to Desrumaux et al. (2015), 

organisational features that provide teachers a voice and independence in decision-making 

increase teacher satisfaction, which benefits the academic performance of children. 

In summary, the literature review of organizational climate in early childhood 

education emphasizes the critical role of organizational culture, leadership, and emotional 

climate in shaping the overall environment of early childhood centers. Understanding and 

fostering a positive organizational climate is essential for promoting employee well-being, 

enhancing job satisfaction, and ultimately improving the quality of care and education 

provided to young children. 
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Job Satisfaction 

Job satisfaction plays a crucial role in the well-being, retention, and performance of 

preschool teachers (Dicke et al., 2020). Teachers who feel fulfilled with their work are more 

likely to be happier, which can have a good effect on their dedication to their career and 

general job performance (Ertürk, 2022). High job satisfaction also contributes to teacher 

retention, as satisfied Teachers are more likely to hold jobs for longer durations of time, 

which results in a more stable learning environment for students (Dreer, 2021).  

Conversely, low job satisfaction among preschool teachers can have detrimental 

consequences. It can lead to burnout, where teachers experience emotional exhaustion, 

reduced effectiveness in the classroom, and feelings of cynicism towards their work 

environment (Sak, 2018). Additionally, low job satisfaction may increase turnover rates 

among teachers, resulting in disruptions in the continuity of care and education for young 

children (Zhou & Nanakida, 2023). Another review highlighted the significance of improving 

job satisfaction among early childhood education workers to enhance retention rates 

(Totenhagen et al., 2016). This study emphasized the need for strategies to increase job 

satisfaction among staff members in the early childhood education sector. 

Several factors influence job satisfaction among preschool teachers. These include the 

classroom environment, administrative support, relationships with colleagues, and the overall 

work climate (Hur et al., 2015). A positive work climate, characterized by supportive 

relationships with colleagues and effective administrative support, can contribute to higher 

levels of job satisfaction among teachers (Otrębski, 2022). Adequate support from school 

administrators is crucial for preschool teachers to carry out their responsibilities effectively. 

This includes access to necessary resources, clear communication of expectations, and 

opportunities for professional development. Administrators can improve job satisfaction and 
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morale by prioritising the needs of teachers and providing them with the necessary assistance. 

This point was in line with by the study by Dicke et al. (2020) which emphasizes that 

administrative support is a strong predictor of teacher job satisfaction. 

Preschool teachers also face unique challenges and stressors that can affect their job 

satisfaction. These may include dealing with young children's diverse needs and behaviors, 

managing classroom dynamics, and balancing administrative responsibilities with teaching 

duties (Hur et al., 2015). The ability to effectively navigate these challenges and receive 

adequate support from colleagues and administrators can significantly influence a preschool 

teacher's job satisfaction (Ertürk, 2022). On the other hand, challenges such as high 

workloads, lack of resources, and limited autonomy may negatively impact job satisfaction 

(Inegbedion et al., 2020). 

Furthermore, the concept of teacher self-efficacy has been linked to job satisfaction 

among educators. Research indicates that teachers' beliefs in their abilities to perform 

effectively in their roles can influence their job satisfaction levels (). Moreover, Raziq and 

Maulabakhsh (2015) assert that job satisfaction significantly impacts employees' motivation 

and performance. Higher levels of job satisfaction typically correlate with positive results 

such as increased motivation, engagement, productivity, and job commitment (Inayat & 

Khan, 2021). 

In conclusion, job satisfaction is a critical factor in the well-being, retention, and 

performance of preschool teachers. Adequate support, positive work relationships, and 

manageable workloads are key factors that influence satisfaction levels. Prioritizing teacher 

satisfaction not only benefits educators but also enhances the quality of early childhood 

education. 
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The Association between Organizational Climate and Job Satisfaction 

The organizational climate stands as a crucial managerial factor impacting both 

employee performance and job satisfaction (Mavi̇ & Özdemir, 2023). Several scholars argued 

that people who work for organisations with more pleasant work environments tend to be 

more satisfied with their jobs (Ahmad et al., 2018). In Malaysia, Ghavifekr and Pillai (2016) 

discovered that job satisfaction among teachers and the organizational climate of schools are 

positively correlated. Other elements, such as increased wages, a pleasant organizational 

climate, and professional learning communities, have been shown to boost teachers' self-

image and well-being, as well as their motivation and teacher-child relationships in preschool 

classrooms (OECD, 2018). 

MaviŇ & Özdemir (2023) state that organisational climate influences employee 

emotions in several ways, such as feelings (Yao et al., 2015), job satisfaction (Chu, 2002), 

and leadership (Ekvall, 1996; Zhou and Li, 2018). This suggests a connection between 

emotional work and organisational climate, as noted studies (Ashforth and Humphrey, 1993; 

Brown et al., 2018). Studies show that job happiness and school atmosphere are strongly 

positively correlated (Hoy & Miskel, 2008; Mutlu and Öcal, 2021). Positive opinions of 

organizational climate among teachers are associated with job satisfaction and, as a result, 

excellent teaching. (Ghavifekr & Pillia, 2016). Organizations with employees that are more 

satisfied with their jobs have higher productivity (Robbins, 2007 as cited in Waruwu, 2015). 

The organisational climate of a school affects teacher satisfaction and, in turn, the intention to 

leave (Kang et al., 2022). 

The connection between preschool teachers' job happiness and school organisational 

climate is a topic that has been explored in various research studies. Organizational climate 

refers to the prevailing atmosphere or environment within an organization, which can be 
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characterized by factors such as supportive, directive, restrictive, collegial, intimate, and 

disengaged behaviors (Dennis & O’Connor, 2013; Dou et al., 2016).  

Research by Polat and Iskender (2018) in the Journal of Psychology and Educational 

found significant associations between work happiness and the collegial teacher behaviour 

subscale of organisational climat. The results of this study show that collegial behaviour and 

job satisfaction are positively correlated, suggesting that a supportive and collaborative 

school environment can contribute to higher levels of job satisfaction among teachers. This 

supports the idea that collegial behavior is an important aspect of organizational climate that 

can impact job satisfaction (Polat & İskender, 2018). 

Additionally, a study by Jackson (2018) highlighted the link between disengaged 

teachers' behaviour and restricting principal behaviour and job satisfaction. This research 

suggests that negative behaviors from school leaders, such as being restrictive, can lead to 

disengagement among teachers, ultimately affecting their job satisfaction. This emphasizes 

the significance of leadership behavior in shaping the organizational climate and its impact 

on teacher satisfaction (Michael J. Jackson, 2018). 

Moreover, the study by Tarun (2017) in the SPUP Graduate School Research Journal 

discussed how the subscales of organizational climate, including collegial, intimate, and 

disengaged behavior, define the degree of openness in teacher behavior. This implies that the 

quality of relationships, communication, and engagement within the school environment can 

influence teachers' job satisfaction. A positive and supportive organizational climate 

characterized by collegial and intimate interactions is likely to enhance job satisfaction 

among teachers (Tarun, 2017). 

By examining these studies, we can see that there is indeed research supporting the 

relationship between the six subscales of organizational climate and job satisfaction. The 
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findings suggest that factors such as supportive and collegial behavior, as well as the absence 

of disengaged and restrictive behaviors, play a crucial role in shaping teachers' job 

satisfaction within educational settings. 

 

Theoretical Framework 

Figure 1 

Person Environment Occupation Performance (PEOP) model 

Note: Source from LifeLongLearningwithOT.wordpress.com 

https://otflourish.com/peop-model-ot-practice/ 

The Person Environment Occupation Performance (PEOP) Model, developed by 

Baum, Christiansen, and Bass in 2015, is one of the occupation-based frameworks widely 

used in occupational therapy practice, research, and education. This model illustrates the 

relationships between human characteristics, environmental factors, and professions that 

promote performance and engagement. The PEOP Model emphasizes the importance of 

person-environment congruence by focusing on client-centered approaches, ecological 
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implications, interconnections across biological, psychological, and social domains, and 

alignment between individuals and their environments (Baum et al., 2015). 

The Person-Environment-Occupation-Performance (PEOP) Model examines both 

intrinsic and extrinsic elements that influence an individual's performance within a specific 

environment. Intrinsic factors refer to personal characteristics such as skills, abilities, values, 

and beliefs that the individual brings to the situation (Baum et al., 2015). These factors play a 

significant role in shaping how the individual interacts with their environment and engages in 

meaningful occupations. Extrinsic factors, on the other hand, encompass the external 

elements of the environment, including physical, social, and cultural aspects that impact the 

individual's performance (Baum et al., 2015). These factors can include the organizational 

climate, support systems, resources, and policies that shape the context in which the 

individual operates. 

In the context of discussing the relationship between school organizational climate 

and preschool teacher job satisfaction, we can apply the PEOP model to analyze how 

preschool teachers' job happiness is affected by the organisational climate of a school. When 

we consider the Person aspect of the PEOP model, we look at the individual characteristics of 

the preschool teachers, such as their beliefs, attitudes, and personal determinants. Research on 

preschool teachers' job satisfaction, such as the study by Hur, Jeon, and Buettner (2015), 

highlights the relationships—both direct and indirect—between the work environment, job-

related wellbeing, and teachers' child-centered attitudes. These personal factors can influence 

how teachers perceive and respond to the school's organisational climate. 

Moving on to the environment component of the PEOP model, we focus on the 

school's organisational climate. Leadership, school autonomy, communication, and teamwork 

are all part of the organisational climate. Studies like the one by Dicke et al. (2016) 
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emphasize the link between organizational climate and job satisfaction among teachers. In 

addition, another study by Dou, Devos, and Valcke (2016) emphasize the connection between 

principal leadership, teachers' work satisfaction, and the gap in school autonomy. Thus, a 

positive organizational climate characterized by supportive leadership and autonomy can 

contribute to higher job satisfaction among preschool teachers. 

Finally, in terms of Occupational Performance, which in this case refers to the job 

satisfaction of preschool teachers, the PEOP model suggests that the way a person interacts 

with their surroundings affects how successfully they are able to execute their work duties. 

Factors like workplace conditions, relationships with colleagues, and organizational 

commitment play a crucial role in shaping job satisfaction. The study conducted by Abu 

Taleb investigates the impact of workplace environment and demographic variables on job 

satisfaction among kindergarten teachers in Jordan, highlighting the importance of 

considering these factors in understanding teacher satisfaction (Taleb, 2012). 

By considering the interplay between the person (preschool teacher), environment 

(school organizational climate), and occupation (teaching in a preschool setting), we can 

better understand how these factors interact to shape preschool teachers' job satisfaction. 

Positive organizational climates that prioritize teacher support, autonomy, and positive 

relationships can contribute to higher levels of job satisfaction among preschool teachers, 

ultimately impacting their overall occupational performance and wellbeing. 
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Conceptual Framework 

Figure 2 

Conceptual Framework of the Study 

 Independent Variable (IV)        Dependent Variable (DV) 

Organizational Climate 

• Supportive Behavior  

• Directive Behavior  

• Restrictive Behavior  

• Collegial Behavior  

• Intimate Behavior 

• Disengaged Behavior  

 

 

 

 

 

Job Satisfaction 

 

 

 

 

 

In this study, the researcher will investigate the relationship between six subscales of 

the organizational climate (Supportive Behavior, Directive Behavior, Restrictive Behavior, 

Collegial Behavior, Intimate Behavior, and Disengaged Behavior) and job satisfaction. This 

assumption is supported by past literature. For instance, Polat & İskender (2018) found that 

there is a relationship between organizational climate and job satisfaction, which in line with 

Ghavifekr and Pillai (2016), Michael J. Jackson (2018) and Tarun, (2017). 

 

Conclusion 

 In this chapter, the topic of organisational climate and work satisfaction has been 

discussed, fundamental to the study's foundation. Furthermore, an extensive literature review 

of related journal articles was carried out, providing a full overview of existing research on 

this topic. The theoretical and conceptual frameworks used in this research have been 

explained. The theory's application to the current investigation was also examined. This 

chapter establishes a solid basis and understanding for the research's following phases. 
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CHAPTER III 

Methodology 

Introduction 

 In this chapter, the researcher will provide a detailed explanation of the methodology 

of this study. The researcher will discuss the research design, sampling and respondents, 

research instrument, data analysis method, and research procedures regarding this study. 

 

Research Design 

This study adopted a quantitative research design. Ahmad et al. (2019) stated that 

quantitative research is a method that utilizes natural scientific inquiry techniques to generate 

data in the form of numerical and statistical information This method requires establishing 

exact mathematical representations for observed events, which are commonly stated as 

functional connections between variables (Borgstede & Scholz, 2021). The outcome acquired 

reflects the distribution of the population. The scholars highlighted that quantitative research 

enables the examination of hypotheses, the identification of causal connections or notable 

correlations among two or more variables, and the interpretation and extrapolation of the 

phenomenon to a particular population through statistical analysis (Ahmad et al., 2019; 

Apuke, 2017; Eyisi, 2016).  

The researcher used the survey method to collect data to investigate how the two 

variables relate to one another. Two research instruments will be used to distribute 

questionnaires for the survey: the Organisational Climate Description Questionnaire (OCDQ-

RE) and the Job Satisfaction Survey (JSS). For OCDQ-RE, it consists of 42 items, 

constructed with a Likert-type scale with four points, where 1 indicates rarely occurs, 2 

indicates often occurs, 3 indicates sometimes occurs and 4 indicates very frequently occurs. 
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The JSS instrument consists of 36 items that are scored on a 6-point Likert-type scale ranging 

from strongly disagree to strongly agree. 

In this study, the correlation research design is being used to investigate the 

significant connection between school organizational climate and work satisfaction. 

According to Apuke (2017), correlational design is a quantitative method that assesses the 

degree and existence of an association between two or more variables in a population; the 

correlation coefficient indicates how strongly the variables are related. The design aims to 

create a relationship between two independent, normally distributed variables (Gogtay & 

Thatte, 2017).  The association between the variables, IV: organisational climate and DV: 

work satisfaction, will be investigated by the researcher using the Pearson Product-Moment 

Correlation Coefficient. When two variables change by one unit and one variable increase or 

decreases proportionately, the relationship is said to be linear (Mindrila & Balentyne, 2017). 

A positive correlation in a correlational study design denotes that both variables move in the 

same direction, whereas a negative correlation denotes the opposite movements (Tan, 2014). 

The purpose of this study is to investigate, among preschool teachers in Selangor, the 

relationship between organisational climate and job satisfaction using the correlation design. 

According to Schober et al. (2018), there is a greater correlation between the two variables 

when the correlation coefficient (r) is closer to ±1 

 

Sampling Method, Respondent and Population 

The set or collection of all the units to which the research findings will be applied is 

referred to as the "population" (Shukla, 2020). For this research, the target population 

consists of preschool teachers situated in Selangor. These individuals, known as respondents, 

are the participants of the study.  A sample is a small subset of participants chosen from the 

target population, which is the entire group of people whose characteristics are relevant to the 
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study's research team (Martínez-Mesa et al., 2016). Given the focus on preschool teachers in 

Selangor, the sample size will consist of 79 preschool teachers employed across various 

locations in Selangor, such as Kajang, Cheras, and Setapak. The selected preschool teachers 

are Malaysian citizens, engaged in full-time teaching positions, and primarily involved in 

educating normally developing children. These demographic specifics are important as they 

represent external factors that may influence the outcomes of the research. These 

demographic details hold significance as external factors that could impact research 

outcomes. For instance, differences in working conditions, salary, and workload between 

part-time and full-time teachers could impact their job satisfaction levels. Selecting an 

appropriate sample is vital for the effectiveness of research, as it guarantees the production of 

dependable data, optimal resource utilization, and adherence to ethical guidelines, all of 

which directly impact the validity of study results (Faber & Fonseca, 2014). Consequently, 

selecting respondents with similar demographic profiles can enhance the accuracy and 

integrity of the study's findings. 

  Convenient sampling is the sample method employed in this investigation. As a type 

of non-random or non-probability sampling, convenience sampling entails selecting 

participants from the target population who satisfy pragmatic requirements, like being readily 

available, conveniently located, or willing to take part (Golzar et al., 2022). According to 

Jager et al. (2017), this method selects participants based on their suitability and familiarity 

with the study setting. Preschool teachers were chosen as study participants to investigate the 

work satisfaction of preschool teachers and the organisational climate. The researcher first 

determines the demographic of interest, in this case Selangor preschool educators, to conduct 

convenience sampling.  After obtaining consent from preschool principals, individuals who 

fit certain requirements—such as being full-time Malaysian instructors instructing children 

with typical development—are chosen, and questionnaires are used to collect data.  
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Research Instrument 

In this study, the questionnaire was a tool for data collection. According to Kabir 

(2016), a questionnaire that comprised of a series of questions (open- or closed-ended) is the 

most widely used research instrument in the survey method to gather information from 

respondents. This study consists of 3 parts of questionnaires: the Demographics 

Questionnaire, the Organizational Climate Description Questionnaire (OCDQ-RE), and the 

Job Satisfaction Questionnaire (JSS). 

 

Demographic Questionnaire 

 The demographic questionnaire was used to obtain the respondents’ background 

information to ensure the respondents were eligible to participate in the study. It consists of 

questions that concern gender, age, ethnicity, educational level, preschool setting, years of 

teaching experience in the ECE industry, monthly income, working days per week, and 

working hours per week. 

 

The Organizational Climate Description Questionnaire (OCDQ-RE) 

This instrument was used to measure the IV of this study – Organizational Climate. 

The Organizational Climate Description Questionnaire (OCDQ-RE) scale, developed by Hoy 

et al. (1991), is utilized for assessing school organizational climate. The OCDQ-RE scale is 

employed in elementary schools across the USA, spanning from kindergarten to Grade 6 (K-

6). This scale is applicable to schools offering both kindergarten and preschool 

programs. The United States Department of Education claims that, pupils in kindergarten 

through sixth grade in the United States typically range in age from 5 to 11 years old. 

Therefore, the OCDQ-RE scale is considered suitable for preschool settings in Malaysia, 

where children typically range from 5 to 6 years old. 
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There are research and several journal articles that utilize the OCDQ-RE in the 

preschool sector. examine the relationship between classroom dynamics and organisational 

climate to study quality in early childhood education. Additionally, Hewett (2020) utilized 

the OCDQ-RE to examine collegiality and supervisor support within early care and education 

work environments. Furthermore, Saunders (2018) also employed the OCDQ-RE to 

investigate the organizational climate of preschools. 

Moreover, the OCDQ-RE questionnaire was developed to assess teachers' perceptions 

of school climate across two dimensions: principal behavior and teacher behavior. It consists 

of six subscales with are Supportive behavior, Directive behavior, Principal behavior, 

Collegial behavior, Intimate behavior, and Disengaged behavior. The instrument measures 

three key components of principal leadership: Supportive, Directive, and Restrictive. This 

tool measures the openness (or closedness) of a principal, or how principle-teacher 

interactions were conceptualised over a broad continuum from open to closed (Pacheco, 

2002). Additionally, it also measures three aspects of teacher interactions: Collegial, Intimate, 

and Disengaged Behavior. Collegial educators collaborate and respect one another as 

qualified professionals in addition to enjoying what they do and feeling proud of their 

institution (Pacheco, 2002). 

The questionnaire consists of 42 items, including three reverse-scored items (items 6, 

31, and 37). Responses are recorded on a 4-point Likert scale, where 1 indicates rarely 

occurs, 2 indicates often occurs, 3 indicates sometimes occurs and 4 indicates very frequently 

occurs. 

For the scoring method, first, score each item for each respondent with the range from 

1 to 4. Be sure to reverse score items (6, 31, 37). Second, add all the scores for each subscale. 

These 6 scores represent the climate profile of the school.  

• Supportive Principal Behavior (S) = 4+9+15+16+22+23+28+29+42 
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• Directive Principal Behavior (D) = 5+10+17+24+30+34+35+39+41 

• Restrictive Principal Behavior (R)=11+18+25+31+36 

• Collegial Teacher Behavior (C)=1+6+12+19+26+32+37+40 

• Intimate Teacher Behavior (Int)=2+7+13+20+27+33+38 

• Disengaged Teacher Behavior (Dis)=3+8+14+21 

 Each dimension was measured using a subtest of the OCDQ-RE. The reliability 

scores for the scales were notably high: Supportive (.94), Directive (.88), Restrictive (.81), 

Collegial (.87), Intimate (.83), and Disengaged (.78). The construct validity of each 

dimension regarding openness was confirmed by correlating them with the original OCDQ 

index of openness (Hoy, 1972). Within the current sample, the index of teacher openness 

demonstrated a positive correlation with the original general school openness index (r = .67, 

p < .01), as did the index of principal openness (r = .52, p < .01). Moreover, factor analysis 

supported the construct validity of organizational climate (Hoy, Tarter, & Kottkamp, 1991). 

 

Job Satisfaction Questionnaire (JSS) 

 This instrument was used to measure the DV of this study – Job Satisfaction. 

The Job Satisfaction Survey (JSS) developed by Spector (1985) is used to evaluate the levels 

of job satisfaction among local preschool educators (Spector, 1985). This questionnaire is 

designed to measure the overall satisfaction, and nine specific facets of job satisfaction 

(Spector, 1997). The target group is local full-time preschool teachers in local ECE centres in 

Selangor. This instrument consisted of a total of 36 items categorized into 9 subscales, 

covering aspects such as pay (items 1, 10, 19, 28), promotion (items 2, 11, 20, 33), 

supervision (items 3, 12, 21, 30), fringe benefits (items 4, 13, 22, 29), contingent rewards 

(items 5, 14, 23, 32), operating procedures (items 6, 15, 24, 31), co-workers (items 7, 16, 25, 

34), nature of work (items 8, 17, 27, 35), and communication (items 9, 18, 26, 36). It also 
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includes 19 reverse-scored items, numbered 2, 4, 6, 8, 10, 12, 14, 16, 18, 19, 21, 23, 24, 26, 

29, 31, 32, 34, and 36, necessitating reversed scoring during computation.  

The research needs to be done on a 6-point Likert scale from 1=disagree very much, 

2=disagree moderately, 3=disagree slightly, 4=agree slightly, 5=agree moderately, and 

6=agree very much. Scores are calculated by reversing the scores for the 19 reverse items, 

then summing all 36 items, resulting in scores ranging from 36 to 216. To determine the 

satisfaction level, the ranges are defined as dissatisfaction (36 to 108), ambivalence (108 to 

144), and satisfaction (144 to 216) (Spector, 1985). A general score reading is employed, 

where higher scores denote higher job satisfaction, and lower scores denote lower job 

satisfaction. The scale demonstrates acceptable to high reliability, with a total Cronbach's 

alpha coefficient for the JSS scale reaching 0.91 (Spector, 1985). 

 

Data Analysis Method 

 Descriptive analysis was employed by the researcher to examine the descriptive 

statistics, which comprised the respondent demographic profiles and the combined score for 

the two primary variables, job satisfaction and organisational climate. Statistical Package for 

Social Science (SPSS). The researcher will use SPSS version 29.0 to analyze the data 

collected from the 79 respondents in the current study. 

 

Descriptive Analysis 

According to (Alabi & Bukola, 2023), descriptive statistics serves as a statistical 

method for effectively summarizing and interpreting data.  In essence, it describes the 

connection between two variables within a sample and systematically arranges data (Yellapu, 

2018). The researcher analyses the demographic and descriptive data collected using a variety 

of analytical techniques, such as mean, standard deviation, tables, frequency, percentages, 
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and histograms. A dataset's mean, which is calculated by dividing the sum of all values by the 

total number of observations, represents its arithmetic average. This measure aids in 

determining the average score of variables, including those of the OCDQ-RE and JSS. 

Standard deviation (SD) measures the spread of data by indicating the extent to which 

variations in values from the mean (Mishra et al., 2019). Additionally, tables, frequencies, 

and percentages are utilized to summarize demographic information such as gender, age, 

ethnicity, monthly income, educational level, type of preschool, years of expertise in the field 

of ECE, weekly workdays, and hours worked per week. Histograms are employed to 

visualize the data values' distribution along the number line, including the overall 

organizational climate and job satisfaction scores. This help in assessing whether the data 

conforms to a normal distribution pattern (Frost, 2019). 

 

Inferential Analysis. 

In this study, the Pearson Correlation Coefficient Moment was utilized as the 

inferential analysis method to explore the relationship between preschool teachers' 

organizational climate and job satisfaction in Selangor. Inferential statistics allow researchers 

to extrapolate conclusions about a population based on findings from a sample, thus 

facilitating the examination of group differences and relationships between variables 

(Guetterman, 2019). Correlation coefficients (r) were employed to quantify the strength (r-

strength), direction (r-direction), and magnitude of association between two variables. These 

coefficients can range from -1 to +1, with -1 and +1 indicating perfect negative and perfect 

positive correlation, respectively; a correlation coefficient of 0 suggests no correlation 

between the variables (Obilor & Amadi, 2018). Cohen (2013) categorized the effect size of r= 

± 0.10 to 0.29 as small, r= ±0.30 to 0.49 as moderate, and r= ±0.50 to 1.0 as large (Pallant, 

2016). A p-value less than 0.05 denotes statistical significance, indicating acceptance of the 
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alternative hypothesis (Pallant, 2016). In this research, a two-tailed test was employed to 

interpret the statistical significance of the collected data. 

 

Research Procedure 

 The phase of data collection is anticipated to last for roughly two weeks. First, the 

researcher will create a Google Forms questionnaire and a participant consent letter. After 

that, the researcher will survey the Selangor region to collect preschool principals' contact 

information. Following this, the researcher will contact principals via WhatsApp and will 

outline the research objectives and seek agreement. Upon obtaining consent and approval 

from the principals, an online questionnaire link will be provided for distribution among 

teachers. Additionally, if agreed upon by the principals, physical questionnaires will be 

distributed at preschool centres to expedite the data collection process.  Teachers who agree 

to take part will fill out the questionnaire and sign the consent form. Throughout the two-

week data collection period, follow-up reminder messages will be sent to the principals. Until 

a sample of 79 preschool teachers is obtained, this process will be repeated.  The 

questionnaire should take ten to fifteen minutes to complete. The consent letter guarantees 

voluntary participation and the right to withdraw at any time. It is attached to the 

questionnaire link. Respondents will also receive contact details to handle any questions. If 

the kindergarten principal declines to help with distribution, the researcher will break off 

communication and look for another principal. Additionally, to find respondents who fit the 

research criteria, the researcher will look through social media sites like Facebook, 

Instagram, and Red. The link to the online survey will be delivered once everything is agreed 

upon, enabling them to fill it out and sign the consent form.  
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Figure 3: Flow Chart of Data Collection 

 

Conclusion 

In conclusion, this chapter has thoroughly covered the research design, sampling 

method, and the identification of respondents from the larger population. Furthermore, the 

researcher has elaborated on the research instruments used for data collection, as well as the 

methodology employed for data analysis, clarifying the procedure for analysing and 

interpreting the gathered data, thus laying the groundwork for the subsequent chapter. 

Additionally, a concise outline of the research procedure has been provided, systematically 

outlining how the data collection process unfolded step by step. 

Get the contact details of the 

preschool principal. 

Contact the preschool principal and 

outline the objective of the research. 

Agree Disagree 

Send the link of 

the online 

questionnaire. 

Visit the center to 

distribute the physical 

questionnaire. 

Sign consent form and complete the questionnaire. 

Follow up reminder message. 

Search for research participants 

online by sharing the questionnaire 

link through various social media 

platforms. 

Sign consent form and complete 

the questionnaire. 
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Chapter IV 

Finding and Analysis 

Introduction 

This chapter will present and discuss descriptive and inferential statistics, along with 

the analysis and summary of the research findings. The results are based on the study's 

objective, which explored the relationship between school organizational climate and 

preschool teacher job satisfaction in Selangor. The data were analyzed using IBM Statistical 

Package for Social Sciences (SPSS) version 29.0. 

 

Descriptive Statistics and Analysis 

Table 1 

Respondents’ Gender 

Gender Frequency Percent 

Male 13 16.5 

Female 66 83.5 

Total 79 100 

 

The frequency and proportion of respondents' genders are displayed in Table 1. In all, 

79 people took part in this research. With 66 (83.5%) female responses and 13 (16.5%) male 

respondents, most respondents are female. 

 

Table 2 

Respondents’ Ethnicity 
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Ethnicity Frequency Percent 

Malay 5 6.3 

Chinese 62 78.5 

Indian 10 12.7 

Other 2 2.5 

Total 79 100 

 

 The respondents' ethnicity was displayed in Table 2 above. With 62 respondents 

(78.5%), 10 Indian respondents (12.7%), and 5 Malay respondents (6.3%), most respondents 

are Chinese. Just two respondents (2.5%) belong to the Iban ethnic group. 

 

Table 3 

Respondents’ Age 

Age Frequency Percent 

18-25 years old 38 48.1 

26-30 years old 12 15.2 

31-36 years old 16 20.3 

36-40 years old 7 8.9 

40 years old and above 6 7.6 

Total 79 100 

 

 Table 3 illustrates the largest frequency of respondents, 38 of whom (48.1%) are 

between the ages of 18 and 25. From the respondents, 12 are between the ages of 26 and 30 

(15.2%), 16 are between the ages of 31 and 36 (20.3%), and 7 are between the ages of 36 and 

40 (8.9%). Out of the total responders, 6.6% are older than 40 years old. 
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Table 4 

Respondents’ Educational Background 

Educational Background Frequency Percent 

SPM / O-Level 4 5.1 

Foundation / Diploma 12 15.2 

Bachelor’s Degree 56 70.9 

Master and above 7 8.9 

Total 79 100 

 

 Table 4 displays the respondents' educational backgrounds. As their highest level of 

education, 4 respondents (5.1%) have finished the SPM or O-Level. Twelve responders, or 

15.2%, have earned a diploma or foundational education. Based on the available data, most of 

the respondents, comprising 56 individuals (70.9%), have completed their bachelor's degree. 

Additionally, 7 respondents (8.9%) have completed their master's degree or higher. 

 

Table 5 

Respondents’ Qualification 

Qualification Frequency Percent 

ECE Qualification 66 83.5 

Non-ECE Qualification 13 16.5 

Total 79 100 

 

 According to Table 5 above, 66 respondents (83.5%), are qualified in ECE, 

meaning they have completed at least a Diploma in a course related to ECE. 16.5% of the 

respondents, or 13, lack an ECE certification. 
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Table 6 

Respondents’ Type of Preschool Setting 

Type of Preschool Setting Frequency Percent 

Government School 18 22.8 

Private School 49 62.0 

International School 12 15.2 

Total 79 100 

 

 This table 6 presents data on the type of preschool settings where preschool 

teachers work, along with the frequency and percentage of each category. Among the 79 

respondents surveyed, the majority, constituting 49 respondents (62.0%) are employed in 

private schools. There are 18 respondents (22.8%) who are employed in government schools, 

followed by 12 respondents (15.2%) who are employed in international schools. 

 

Table 7 

Respondents’ Years of Teaching Experience 

Years of Teaching Experience Frequency Percent 

Less than 1 year 18 22.8 

1-5 years 33 41.8 

6-10 years 19 24.1 

11-15 years 5 6.3 

16 years and above 4 5.1 

Total 79 100 
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 The years that the respondents have taught in preschool are shown in Table 7. Of 

the 33 people, 41.8% had been preschool teachers for one to five years. Out of the 

respondents, 18 (22.8%) had less than a year of experience as a teacher, while 19 (24.1%) had 

between six and ten years of experience. Five respondents, or 6.3% of the total, reported 

having taught for eleven to fifteen years. The respondents who have taught preschool for 16 

years or more include 4 respondents, or 5.1% of the total. 

 

Table 8 

Respondents’ Teaching Position 

Teaching Position Frequency Percent 

Lead Teacher 33 41.8 

Assistant Teacher 38 48.1 

Special Education Teacher 5 6.3 

Other 3 3.8 

Total 79 100 

 

 The table above shows the different teaching positions held by respondents. Among 

the 79 respondents, 33 respondents (41.8%) hold the position of lead teachers, indicating 

those in leadership roles. Assistant Teachers comprise the largest group, with 38 respondents 

(48.1%), supporting the work of lead teachers. There are 5 respondents (6.3%) hold the 

position of special education teacher. The remaining 3.8%, 3 respondents hold other teaching 

positions. 
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Table 9 

Respondents’ Monthly Income Range 

Monthly Income Range Frequency Percent 

Below RM2000 18 22.8 

RM2001-RM3000 26 32.9 

RM3001-RM4000 26 32.9 

RM4001-RM5000 8 10.1 

Above RM5000 1 1.3 

Total 79 100 

 

 The data in the table 9 outlines the monthly income ranges of the respondents, with 

a total of 79 individuals surveyed. Among them, 18 respondents (22.8%) report a monthly 

income below RM2000. The majority fall within the RM2001-RM3000 range, constituting 

26 respondents (32.9%), as do those within the RM3001-RM4000 range. Additionally, 8 

respondents (10.1%) report earning between RM4001 and RM5000 monthly. Only 1 

respondent (1.3%) reports earning above RM5000 per month. 

 

Table 10 

Respondents’ Working Hours per Day 

Working Hours per Day Frequency Percent 

5 hours and above 7 8.9 

6 hours 15 19.0 

7 hours 16 20.3 

8 hours 24 30.4 

9 hours above 17 21.5 
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Total 79 100 

 

 The data in the table 10 provides insights into the working hours per day of the 

respondents, with a total of 79 individuals surveyed. Among them, 7 respondents (8.9%) 

reported working 5 hours and above per day. The majority, comprising 24 respondents 

(30.4%), work an 8-hour day. Additionally, 15 respondents (19.0%) reported working 6 

hours, while 16 respondents (20.3%) work 7 hours per day. Those who work 9 hours or more 

per day constitute 17 respondents (21.5%). 

 

 

Table 11 

Respondents’ Working Days per Week 

Working Days per Week Frequency Percent 

Below 5 days 4 5.1 

5 days 70 88.6 

6 days 4 5.1 

7 days 1 1.3 

Total 79 100 

 

 Table 11 show the information about the respondents' daily working hours. 70 

responders, or 88.6% of the sample, said they worked the typical five days a week. Four 

responders (5.1%) also mentioned that they worked fewer than five days a week. Six days a 

week work was indicated by 4 more respondents (5.1%). A mere 1.3% of the questioned 

population indicated they worked seven days a week, making this an uncommon occurrence. 
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Table 12 

Description Statistics of Organizational Climate Description Questionnaire (OCDQ-RE) 

 Mean SD n 

Total OCBQ 2.99 0.43 79 

Supportive Behavior 3.09 0.53 79 

Directive Behavior 3.00 0.55 79 

Restrictive Behavior 3.05 0.60 79 

Collegial Behavior 3.14 0.42 79 

Intimate Behavior 2.98 0.54 79 

Disengaged Behavior 2.68 0.73 79 

 

 The mean (M) and standard deviation (SD) of the respondents' organisational 

climate score are displayed in Table 12, which also breaks the score down into six distinct 

subscales. N=79 is the sample size. The findings indicate that the overall organisational 

environment has a mean of M=2.989 and a standard deviation of SD=0.4333. Out of the six 

subscales, collegial behavior (M=3.142, SD=0.4183) received the highest scores while 

disengaged behavior (M=2.674, SD=0.7287) obtained the lowest score. Supportive behavior 

(M=3.087, SD=0.5295) and directive behavior (M=3.001, SD=0.5471), Followed by 

restrictive behavior (M=4.361, SD=1.089) and intimate behavior (M=2.982, SD=0.5410). 
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Table 13 

Description Statistics of Job Satisfaction Survey (JSS) 

 Mean Standard Deviation Frequency 

Total JSS 157.15 32.23 79 

JSS in Pay 16.56 4.92 79 

JSS in Promotion 16.84 4.56 79 

JSS in Supervision 18.35 3.76 79 

JSS in Fringe Benefits 16.98 4.36 79 

JSS in Contingent Rewards  17.47 4.36 79 

JSS in Operating Conditions 15.96 4.95 79 

JSS in Coworkers 18.06 3.90 79 

JSS in Nature of Work 18.94 3.29 79 

JSS in Communication 17.86 4.57 79 

 

 Table 13 displays the mean (M) and standard deviation (SD) of the respondents' 

overall job satisfaction score, with a focus on nine distinct subscales. N=79 is the sample 

size. The findings indicate that M=157.15 and SD=32.23 represent the mean and standard 

deviation for overall job satisfaction. Job satisfaction in operational conditions (M=15.96, 

SD=4.95) had the lowest score among the nine subscales, while job satisfaction in nature 

works (M=18.94, SD=3.29) had the greatest scores. The study found that employees are 

satisfied with their compensation (M=16.56, SD=4.92), promotions (M=16.84, SD=4.56), 

supervision (M=18.35, SD=3.76), and fringe benefits (M=16.98, SD=4.36). Next in order of 

importance are job satisfaction with contingent rewards (M=17.47, SD=4.36), coworkers 

(M=18.06, SD=3.90), and communication (M=17.86, SD=4.57). 
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Table 14 

Frequency and Percentage of Total Job Satisfaction Survey (JSS) 

Total JSS N Percent (%) 

Dissatisfaction (36-108) 3 3.8 

Ambivalence (108-144) 28 35.4 

Satisfaction (144-216) 48 60.8 

Total 79 100.0 

 

 According to Table 14, most respondents (60.8%) are satisfied with their jobs, 

followed by those who are ambivalent about them (35.4%), and the smallest percentage of 

respondents (3.8%) are dissatisfied with their jobs. 

 

Inferential Statistics and Analysis 

In this study, inferential analysis utilizes the Pearson correlation coefficient to establish the 

association between the independent variable (organizational climate) and the dependent 

variable (job satisfaction) among a sample of 79 preschool teachers in Selangor. 

 

H1: There is a significant relationship between supportive behavior (S) and preschool 

teacher job satisfaction. 

Table 15 

Correlation between Supportive Behavior in OCDQ and Job Satisfaction 

 N r P 

Supportive Behavior in OCDQ 79   

Total_JSS 79 .577** <.001 
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 Table 15 show the correlation analysis between supportive behavior, as measured 

by the Organizational Climate Description Questionnaire (OCDQ), and job satisfaction. The 

correlation coefficient (r) between supportive behavior in the OCDQ and total job satisfaction 

is 0.577, indicating a strong positive correlation. Moreover, the correlation's p-value is less 

than 0.001, or <.001, indicating that the connection is statistically significant as perceived. As 

to Beacom (2023), a finding is considered significant if the significance level is at or below 

0.05 (p < 0.05). In conclusion, the hypothesis is confirmed. 

 

H2: There is a significant relationship between directive behavior (D) and preschool 

teacher job satisfaction. 

Table 16 

Correlation between Directive Behavior in OCDQ and Job Satisfaction 

 N r P 

Directive Behavior in OCDQ 79   

Total_JSS 79 .367** <.001 

 

 Table 16 displays the correlation analysis between directive behavior and job 

satisfaction. The correlation coefficient (r) between directive behavior in the OCDQ and total 

job satisfaction is 0.367, indicating a moderately positive correlation the correlation's p-value 

is less than 0.001, or <.001, indicating that the connection is statistically significant as 

perceived. As to Beacom (2023), a finding is considered significant if the significance level is 

at or below 0.05 (p < 0.05). In conclusion, the hypothesis is confirmed. The results thus 

confirm hypothesis 2, showing a strong correlation between job satisfaction among preschool 

teachers and directed behaviour in the organizational climate. 
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H3: There is a significant relationship between restrictive behavior (R) and preschool 

teacher job satisfaction. 

Table 17 

Correlation between Restrictive Behavior in OCDQ and Job Satisfaction 

 N r P 

Restrictive Behavior in OCDQ 79   

Total_JSS 79 .076 .504 

 

 Table 17 presents the correlation analysis between restrictive behavior and job 

satisfaction. The correlation coefficient (r) between restrictive behavior in the OCDQ and 

total job satisfaction is 0.076, indicating a weak positive correlation. In addition, the 

corresponding p-value of 0.504 indicates that there is no statistical significance in the 

observed correlation. Therefore, hypothesis 3—which states that there is meaningful 

correlation between restricted behaviour in the workplace environment and preschool 

teachers' job satisfaction—is not supported by the results from Table 17. 

 

H4: There is a significant relationship between collegial behavior (C) and preschool 

teacher job satisfaction. 

Table 18 

Correlation between Collegial Behavior in OCDQ and Job Satisfaction 

 N r P 

Collegial Behavior in OCDQ 79   

Total_JSS 79 .733** <.001 
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 Table 18 shows the correlation analysis between collegial behavior and job 

satisfaction. The correlation coefficient (r) between collegial behavior in the OCDQ and total 

job satisfaction is 0.733, indicating a strong positive correlation. Additionally, the 

correlation's p-value is less than 0.001, or <.001, indicating that the connection is statistically 

significant as perceived. As to Beacom (2023), a finding is considered significant if the 

significance level is at or below 0.05 (p < 0.05). Therefore, findings from Table 17 strongly 

support hypothesis 4, suggesting a significant and positive relationship between collegial 

behavior in the organizational climate and preschool teacher job satisfaction. 

 

H5: There is a significant relationship between intimate behavior (INT) and preschool 

teacher job satisfaction. 

Table 19 

Correlation between Intimate Behavior in OCDQ and Job Satisfaction 

 N r P 

Intimate Behavior in OCDQ 79   

Total_JSS 79 .505** <.001 

  

 Table 19 displays the correlation analysis between intimate behavior and job 

satisfaction. The correlation coefficient (r) between intimate behavior in the OCDQ and total 

job satisfaction is 0.505, indicating a moderate positive correlation. Furthermore, the 

associated p-value is less than 0.001, denoted as <.001, which indicates statistical 

significance. the correlation's p-value is less than 0.001, or <.001, indicating that the 

connection is statistically significant as perceived. As to Beacom (2023), a finding is 

considered significant if the significance level is at or below 0.05 (p < 0.05). Thus, the 

findings from Table 18 strongly support hypothesis 5, suggesting a significant and positive 
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relationship between intimate behavior in the organizational climate and preschool teacher 

job satisfaction. 

 

H6: There is a significant relationship between disengaged behavior (DIS) and preschool 

teacher job satisfaction. 

Table 20 

Correlation between Disengaged Behavior in OCDQ and Job Satisfaction 

 N r P 

Disengaged Behavior in OCDQ 79   

Total_JSS 79 .311** .005 

 

 Table 20 illustrates the correlation analysis between disengaged behavior and job 

satisfaction. The correlation coefficient (r) between disengaged behavior in the OCDQ and 

total job satisfaction is 0.311, indicating a moderate positive correlation. Furthermore, the 

associated p-value is 0.005, which denotes statistical significance. the correlation's p-value is 

less than 0.001, or <.001, indicating that the connection is statistically significant as 

perceived. As to Beacom (2023), a finding is considered significant if the significance level is 

at or below 0.05 (p < 0.05). Consequently, the results from Table 19 support hypothesis 6, 

suggesting a significant and positive relationship between disengaged behavior in the 

organizational climate and preschool teacher job satisfaction. 

 

Summary 

Table 21 

Summary of findings: The Six subscales of Organizational Climate and Job Satisfaction 

Hypothesis Assumption Result Decision 
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There is a significant relationship 

between supportive behavior and 

preschool teacher job satisfaction. 

 

r = 0.577, N = 79, p = 0.001 Accepted 

There is a significant relationship 

between directive behavior and 

preschool teacher job satisfaction. 

 

r = 0.367, N = 79, p = 0.001 Accepted 

There is a significant relationship 

between restrictive behavior and 

preschool teacher job satisfaction. 

 

r = 0.076, N = 79, p = 0.504 Rejected 

There is a significant relationship 

between collegial behavior and 

preschool teacher job satisfaction. 

 

r = 0.733, N = 79, p = 0.001 Accepted 

There is a significant relationship 

between intimate behavior and 

preschool teacher job satisfaction. 

 

r = 0.505, N = 79, p = 0.001 Accepted 

There is a significant relationship 

between disengaged behavior and 

preschool teacher job satisfaction. 

 

r = 0.311, N = 79, p = 0.005 Accepted 
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 These findings reveal that there is a significant positive relationship between 

supportive, directive, collegial, intimate, and disengaged behaviors in the organizational 

climate and preschool teacher job satisfaction. However, contrary to the hypothesis, the 

relationship between restrictive behavior and preschool teacher job satisfaction was found to 

be non-significant. This implies that while certain aspects of organizational climate positively 

impact job satisfaction among preschool teachers, others may not have a significant 

influence. 

 

Conclusion 

 In this chapter, the research findings have been showcased, presenting both 

descriptive and inferential analysis statistics in tabular format. These tables offer a clear and 

organized representation of the research results. The descriptive analysis provides an 

overview of the demographic information of the respondents, offering insights into their 

characteristics. Meanwhile, the inferential analysis delves deeper, unveiling the relationships 

between various variables studied. The following chapter will delve into the interpretation 

and discussion of the data, providing deeper insights and implications arising from the 

findings. 
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Chapter V 

Discussion and Conclusion 

Introduction 

This chapter include the discussion on both the descriptive and inferential analyses 

conducted in the previous chapter of this study. It explores the implications and limitations of 

the research findings and offers recommendations for future research. By examining these 

aspects, the chapter aims to provide a thorough understanding of the study's results and their 

significance for future research. 

 

Descriptive Analysis and Discussion 

The conceptual framework used in this study is mainly focused on the relationship between 

organizational climate and job satisfaction of the preschool teachers. In this study, the 

organizational climate was examined as in-depth, and it was classified into six different 

subscales, including supportive behavior, directive behavior, restrictive behavior, collegial 

behavior, intimate behavior, and disengaged behavior. Each of these variables was assessed 

using a survey involving 79 participants. Convenient sampling served as the primary method 

for data collection in this research. 

 

Descriptive Analysis for Demographic Information 

 From the results of the descriptive analysis, there were 79 respondents to this survey, 

who were preschool teachers from Selangor. 

 The descriptive finding result show that in the respondents’ type of preschool setting, 

the private school scored the highest (62.0%). Different types of preschools, such as 

government preschools, private preschools, and international preschools, can affect 

organizational climate, particularly in relation to teacher satisfaction. Research indicates that 
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organisational climate affects teacher job satisfaction and early childhood education efficacy 

(Don et al., 2021; Veziroğlu-Çelik & Yildiz, 2018). For example, private preschools may have 

more autonomy in decision-making and resource allocation, which could lead to a more 

positive organizational climate (Sridevi, 2019).  Similarly, international preschools may have 

more diverse student populations, which could contribute to a more inclusive and supportive 

organizational climate (Soparidah et al., 2021). On the other hand, government preschools 

may face more bureaucratic constraints and may have less control over their resources and 

decision-making processes, which could negatively impact the organizational climate 

(Sridevi, 2019). 

In conclusion, the type of preschool can influence organizational climate, particularly 

in relation to teacher satisfaction. Private preschools may have more positive organizational 

climates due to greater autonomy, while government preschools may face more challenges 

due to bureaucratic constraints. International preschools may have more diverse student 

populations, contributing to a more inclusive and supportive. 

 

Descriptive Analysis for Organizational Climate 

The results indicate that the participants' overall perception of the organisational 

environment is indicated by the total organisational climate score, which has a mean of 2.99. 

Out of the six subscales, collegial behavior (M=3.142, SD=0.4183) received the 

highest scores. This indicating that participants perceive a relatively strong sense of 

collegiality within the organizational environment. Tarun (2017) suggests a workplace culture 

characterized by collaboration, mutual support, and professional camaraderie among 

colleagues. The relatively high mean score for collegial behavior signifies a positive aspect of 

the organizational climate, reflecting a conducive environment for teamwork and 

cooperation. 



ORGANIZATIONAL CLIMATE AND JOB SATISFACTION 51 
 

Conversely, disengaged behavior (M=2.674, SD=0.7287) obtained the lowest score. 

This indicating comparatively lower levels of engagement and involvement among 

participants. This suggests a potential area of concern within the organizational climate, with 

indications of disconnection, apathy, or detachment among individuals (Jackson, 2018). The 

lower mean score for disengaged behavior highlights a possible challenge in fostering active 

participation and commitment among employees. 

Overall, the descriptive analysis underscores the importance of considering various 

dimensions of the organizational climate to gain a comprehensive understanding of 

workplace dynamics. While collegial behavior reflects positive interpersonal relationships 

and collaboration, addressing areas such as disengaged behavior may be essential for 

enhancing employee engagement and promoting a more favorable organizational climate. 

 

Descriptive Analysis for Job Satisfaction  

The overall job satisfaction score has a mean of 157.15, according to the findings, 

which is within the upper range of the entire score scale, which range from 36 to 216. This 

suggests that, on average, participants exhibit a high level of satisfaction with their job. 

60.8% of respondents said they were satisfied with their jobs, followed by 35.4% who 

said they were ambivalent about them, and 3.8% who said they were dissatisfied with their 

jobs.  Among the subscales, job satisfaction regarding the nature of work emerges with the 

highest mean score of 18.94. This indicating a high level of satisfaction among respondents 

regarding the inherent aspects of their job roles. This suggests that individuals derive 

fulfillment and contentment from the nature of their tasks, responsibilities, and professional 

duties (Davidescu et al., 2020).  

However, job satisfaction in operating conditions obtains the lowest mean score of 

15.96. This indicates relatively lower levels of satisfaction with the working conditions, 
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environment, and external factors that may influence job performance. Khamisa et al. (2015) 

suggests potential areas for improvement in aspects such as workplace facilities, resources, 

and logistical support to enhance overall job satisfaction. 

Overall, the descriptive analyses highlighted respondents' positive sentiments towards 

job satisfaction, particularly with regard to the nature of the work. However, the analyses also 

highlighted the importance of addressing issues related to working conditions in order to 

further improve employees' overall job satisfaction. 

 

Inferential Analysis and Discussion 

Inferential statistical studies were carried out to investigate the association between 

organisational climate and job satisfaction in more detail. The study employed correlation 

analyses to investigate the degree and direction of the association between organisational 

climate subscales and preschool educators' job satisfaction levels. This relationship is 

supported by the findings from the path analysis, which show that moderation of work 

motivation and organizational climate significantly influence the connection between teacher 

work happiness and servant leadership (Sunarni & Sultoni, 2023). This suggests that a 

teacher's level of job satisfaction is significantly influenced by the quality of their work 

environment. 

The results of this study indicate a strong correlation between preschool teachers' job 

satisfaction and the organisational climate. This relationship is influenced by various aspects 

of the organizational climate, such as supportive behavior, directive behavior, collegial 

behavior, intimate behavior, and disengaged behavior. This finding is consistent with other 

studies that have shown that job satisfaction is influenced by various aspects of the work 

environment, including organizational climate, culture, and leadership (Manihuruk & Kustini, 

2023). 
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The significant relationships identified between specific dimensions of organizational 

climate and job satisfaction have important implications for preschool management and 

policy. For instance, the positive association between supportive behavior and job satisfaction 

underscores the importance of fostering a culture of support and encouragement within the 

organization (Ertürk, R., 2021). Higher levels of job satisfaction and engagement are more 

likely to be experienced by teachers when they feel appreciated and supported by their 

administration and colleagues (Ertürk, R., 2021). This finding confirms findings of 

supportive principal behavior positive related to teachers’ job satisfaction (ÖZEN, Y., 2013). 

Furthermore, the strong correlation between collegial behavior and job satisfaction 

highlights the importance of fostering a collaborative and inclusive work environment (Yan & 

Watson, 2020). Teachers feel more satisfied overall when they are encouraged to collaborate 

and exchange ideas because it gives them a sense of ownership and belonging in their work. 

However, the absence of a statistically significant correlation between restrictive behaviour 

and job satisfaction suggests that factors other than perceived constraints within the work 

environment may influence teacher satisfaction levels. Other research have found no 

significant association between restricting behaviour and job satisfaction (ÖZEN, Y., 2013). It 

suggests that while the work environment's restrictions might be present, they may not be the 

primary factors influencing teacher satisfaction (ÖZEN, Y., 2013). Further research is needed 

to explore these factors and their impact on teacher well-being. 

 

Theme 1: Principal Openness 

Principal openness refers the behaviors and attitudes exhibited by school principals 

that influence the organizational climate within preschool settings (Pacheco, 2002). This 

theme can be further subdivided into supportive behavior, directive behavior & restrictive 

behavior. Teachers who perceive their principals as supportive and approachable are probably 
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have greater job satisfaction levels. Supportive principals provide encouragement, 

recognition, and resources to their teachers, fostering a positive and empowering work 

environment. Teachers are more likely to feel appreciated and respected when they receive 

support from their principals, which increases their commitment to their jobs and job 

satisfaction. The leadership style of principals can significantly impact teacher job 

satisfaction. Preschool teachers may prefer a balance between autonomy and clear direction 

from their principals. While some level of directive behavior is necessary for setting 

expectations and maintaining order, rigid control may hinder teacher autonomy and creativity, 

leading to dissatisfaction. This study in line with Ross, S. (2020) and Ertürk, R. (2021). 

The presence of restrictive practices imposed by principals, such as stringent rules, 

regulations, or limited decision-making authority, can negatively impact teacher job 

satisfaction. Teachers who feel constrained or micromanaged by their principals may 

experience reduced autonomy and job satisfaction, as they perceive limited opportunities for 

professional growth and self-expression. This study in line with ÖZEN, Y. (2013) and 

Michael J. Jackson (2018) 

 

Theme 2: Teacher Openness  

Teacher openness reflects the behaviors and interactions among colleagues within the 

preschool setting, including collegial, intimate and disengage behavior (Pacheco, 2002). A 

collegial atmosphere characterized by teamwork, collaboration, and mutual support among 

teachers contributes positively to job satisfaction (Polat & İskender, 2018). When teachers 

feel valued and respected by their colleagues, they experience a sense of belonging (Polat & 

İskender, 2018). Collaboration among teachers fosters the exchange of ideas, promotes 

professional growth, and enhances the overall quality of teaching and learning experiences, 
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leading to higher levels of job satisfaction. This research is consistent with Yan & Watson 

(2020) and Vanmol et al. (2022). 

Intimate behavior is the depth of personal connections and relationships among 

colleagues.  A warm and inclusive environment where teachers feel emotionally connected 

and supported by their peers enhances job satisfaction. Strong interpersonal relationships 

promote trust, empathy, and a sense of community, buffering against feelings of isolation or 

burnout and contributing to overall teacher well-being. This study in line with Trace (2016) 

and Yan & Watson (2020). On the other hand, restrictive behavior among colleagues, 

characterized by apathy, indifference, or lack of participation, can negatively impact teacher 

job satisfaction. When teachers perceive a lack of engagement or commitment from their 

peers, it can undermine morale and motivation. This study in line with ÖZEN, Y. (2013) and 

Michael J. Jackson (2018). 

 

Person-Environment-Occupational Performance Model 

This theory explains relationship between organisational climate and job satisfaction 

by arguing that job satisfaction is determined by the interaction between a person and their 

surroundings (Sekiguchi & Yang, 2021). According to the person-environment occupational 

model, a harmonious match between the person and the environment can lead to positive 

outcomes such as job satisfaction, commitment, and well-being (Huang et al., 2023). Each 

subscale of organizational climate identified in the study can be analyzed through the lens of 

person-environment fit theory to understand its impact on teacher job satisfaction: 

To discuss supportive behavior and job satisfaction, the theory emphasizes that 

individuals thrive in environments where they feel supported & recognized (Baum et al., 

2015). When teachers perceive a supportive climate with encouragement, assistance & 

appreciation from colleagues & administrators, they feel a sense of belonging and fulfillment, 
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leading to higher job satisfaction (Ertürk, R., 2021). To discuss directive behavior and job 

satisfaction, the importance of clarity and structure in the environment (Jiang et al., 2022). 

While too much directive behavior may lead to feelings of constraint and autonomy loss 

(Kurt & Duyar, 2023). This balance between the need for guidance and the presence of 

directive behavior contributes to higher job satisfaction (Kurt & Duyar, 2023). To discuss 

restrictive behavior and job satisfaction, individuals seek environments that allow them 

autonomy & control over their work (De Cooman & Vleugels, 2022). When organizational 

climates display restrictive behaviors (excessive rules, micromanagement, or inflexibility) 

there can be a misalignment between the needs of teachers & the characteristics of the 

environment (Ertürk, R., 2021). 

To discuss collegial behavior and job satisfaction, the theory emphasizes that 

individuals seek environments where they can collaborate effectively with peers & engage in 

meaningful interpersonal relationships (Baum et al., 2015). When teachers feel supported & 

valued by their colleagues, they experience greater job satisfaction and professional 

fulfillment (Toropova et al., 2020). To discuss intimate behavior and job satisfaction, the 

importance of personal connections & emotional support in the workplace (Armitage & 

Amar, 2021). Those who value interpersonal relationships & emotional connections obtain 

greater job satisfaction from a warm & nurturing organizational climate (Ertürk, R., 2021). 

Disengaged behavior among colleagues, characterized by apathy, indifference, or lack of 

participation, can negatively impact teacher job satisfaction (De Cooman & Vleugels, 2022). 

The negative correlation between disengaged behavior & job satisfaction indicates that when 

teachers perceive a lack of involvement, commitment & enthusiasm among colleagues and 

administrators, their own job satisfaction may be decreased (J Demil · 2021). 
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Implication 

The research study's findings have important implications for early childhood 

education policy and practice. By illustrating the connection between job satisfaction of 

preschool teachers and the organisational atmosphere of the school, this research highlights 

the importance of creating supportive and conducive work environments within preschool 

settings. Educational policymakers and practitioners can use these findings to inform the 

development and implementation of policies, programs, and interventions aimed at improving 

organizational climate and enhancing teacher job satisfaction. Strategies such as providing 

professional development opportunities, fostering collaborative leadership, promoting open 

communication, and ensuring adequate resources can contribute to creating positive 

organizational climates that support teacher well-being and ultimately improve the quality of 

preschool education. 

Another implication of this research is its relevance to teacher recruitment and 

retention efforts in the field of early childhood education. Preschools that prioritize creating 

positive organizational climates are more likely to attract and retain high-quality teachers. By 

understanding the factors that contribute to teacher job satisfaction, preschool administrators 

and policymakers can develop strategies to recruit and retain qualified educators. This is 

particularly important in addressing the challenges of teacher turnover and ensuring 

continuity and stability in preschool programs. Investing in creating supportive work 

environments can contribute. 

Additionally, this study contributes to the local literature in early childhood education 

by enhancing our understanding of organizational climate and job satisfaction among 

preschool teachers. It sets the stage for future research to validate these findings, given the 

limited studies conducted locally. However, it's important to note that the sample largely 

comprises young, inexperienced teachers in urban Selangor, which may limit generalization. 
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Therefore, further research with a more diverse teacher population is warranted to broaden 

the study's implications. 

 

Limitation 

Although the results of this study offer insightful information about the connection 

between job satisfaction and organisational climate, it is crucial to recognise the limits of this 

research. Firstly, the sample size adopted for this study was relatively small, as compared to 

the past article. For instance, the actual sample size in this study was only 79 respondents. 

Andrade (2020) asserts that a larger sample size improves consistency and population 

reflection. Faber and Fonseca (2014) stated that small sample sizes may not accurately 

represent the population, leading to biased results and overestimation of effects. the 

respondents in this study are primarily female and Chinese (78.5%), highlighting the need for 

a bigger sample size to include respondents of all ethnicities and ages. By recruiting more 

samples, we can obtain analysis results that better reflect the actual population. With a small 

sample size, the variability within the sample may be higher, making it difficult to draw 

reliable conclusions (Faber & Fonseca, 2014). The lack of precision in estimates and the 

increased influence of outliers can impact the stability and robustness of the results. Overall, 

using a sample that is too small can compromise the validity, reliability, and generalizability 

of research findings. 

Besides, the length of the questionnaire caused several individuals to decline 

participation, which is a limitation of this research study. A major element influencing data 

quality is the quantity and duration of the questionnaire items (Sharma, 2022). Specifically, in 

this study, the organizational climate section consisted of 42 items while job satisfaction 

consisted of 36 items. Due to the significant time investment required to complete the 

questionnaire, the extended questionnaire time led to impatience and frustration among the 
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respondents. This could lead to rushed, thoughtless, or incorrect responses, which could 

compromise the accuracy of the information gathered. This restriction puts doubt on the 

study's overall validity and reliability because the data gathered might not accurately 

represent the preschool instructors' experiences and opinions. Unreliable and inaccurate data 

can cause misunderstandings and affect our collective perception of the world (Brown et al., 

2018). In addition, this problem affects the time allocated for data collection. An increase in 

the length and number of questionnaires was associated with an increase in the non-response 

rate (Sharma, 2022). Therefore, respondent unwillingness can significantly lengthen and 

hinder the data collection process, which requires continuous efforts to recruit participants 

until a sufficient sample size is reached. 

Moreover, the employment of a quantitative methodology is a limitation of this study. 

Getting quantifiable, mostly numerical data is the main goal of quantitative research (Queirós 

et al., 2017). The present study's utilisation of Likert scales for data collecting constrains the 

investigation of preschool teachers' viewpoints and ideas, hence impeding their 

comprehension of their subjective beliefs. The primary benefit of this quantitative technique 

is its ability to gather large amounts of data, but it is not able to provide the deeper meanings, 

justifications, or explanations that underlie participants' responses in the given context 

(Rahman, 2016). As a result, the study falls short in terms of in-depth analysis and 

investigation of preschool teachers' perspectives. The insufficient qualitative depth impedes a 

precise comprehension of the research problem. In addition, reliance on standardized 

instruments with a single point in time limits the full grasp of causality, as they might not 

accurately capture the unique details of a particular study, which might lead to measurement 

issues (Morgado et al., 2017). 
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Recommendation 

To overcome the present study's limitations and further advance understanding in this 

area, Future studies should try to duplicate the findings in different areas and with a bigger 

sample size to offer more solid proof of the connection between work satisfaction among 

preschool teachers and organisational climate A larger sample size enhances the 

generalizability of findings & increases statistical power, allowing for more reliable 

conclusions (Andrade, 2020). 

In order to overcome the limitations of participant unwillingness due to the excessive 

length of the questionnaire in this study, it is recommended that the questionnaire be 

simplified by shortening both the length and the number of items in the questionnaire. 

Engaging subject matter experts to perform a comprehensive content review and then piloting 

the questionnaire to evaluate item validity through a reliability test to guarantee that the 

appropriate data are obtained, and the questionnaire is streamlined are two ways to 

accomplish this. Since respondents are more likely to show a greater willingness to 

participate, shorter questionnaires should result in higher response rates (Allen, 2016). 

Consequently, this expedites the procedure of gathering data and enables a more extensive 

sample size. Furthermore, the data generated by this approach will more precisely mirror the 

viewpoints and encounters of early childhood educators, leading to outcomes that can be 

broadly applied and are more indicative of the community. Consequently, this will enhance 

the study's validity and dependability. 

On the other hand, incorporate multiple methods of data collection.  Capture 

quantitative & qualitative insights. Use observations & interviews to gather a richer & more 

comprehensive understanding of the phenomenon under study (Jamshed, 2014). Observation 

is a direct means of gaining insight into behavior and interactions in an organizational setting 

(Busetto et al., 2020). By being present and observing interactions, patterns, and dynamics 
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closely, researchers can gain first-hand knowledge that may not be apparent through other 

data collection methods (Busetto et al., 2020). Through observation, researchers can capture 

contextual nuances, non-verbal cues, and subtle complexities to deepen their understanding 

of phenomena (Jamshed, 2014). Besides, interviews allow participants to express their 

perspectives and experiences. Through open-ended questioning and exploration, the 

researcher can gain insight into participants' thoughts, feelings, and interpretations of the 

phenomenon under study (Dunwoodie et al., 2022). Interviews provide a personalized 

approach that allows for the exploration of individual perspectives and the uncovering of rich, 

detailed narratives (Dunwoodie et al., 2022). Through dialogue with participants, researchers 

can gain subjective perspectives, unique insights, and contextual factors that may influence 

perceptions and behaviors. By integrating multiple data collection methods, researchers can 

triangulate findings, validate findings, and gain a deeper understanding of the research topic. 

Combining quantitative and qualitative methods, as well as observations and interviews, 

facilitates a comprehensive exploration of the phenomenon and enriches the depth and scope 

of the findings. 

 

Conclusion 

The researcher carried out a quantitative survey research to understand the 

relationship between organizational climate and preschool teacher job satisfaction in 

Selangor. Conducted in Selangor, 79 preschool teachers responded to the online 

questionnaire. Researcher had found that there is a significant relationship between 

supportive behavior, directive behavior, collegial behavior, intimate behavior, disengaged 

behavior and preschool teacher job satisfaction, However, there is no significant relationship 

between restrictive behavior and preschool teacher job satisfaction. 
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Furthermore, this research is conducted in Malaysia, so the results are based on 

Malaysia preschool teachers. Therefore, it maybe not applicable to use in western studies. 

The study will be wrapped by suggesting more research to be conducted in other areas of 

Malaysia that include the general population in order to gain better understanding into 

organizational climate and preschool teacher’s job satisfaction in Malaysia. The implications 

of these findings were presented in relation to relevant policy documents and significant 

contributions towards various ECE parties. Limitations of this study were addressed and 

suggestions to improve future research were recommended. 

  



ORGANIZATIONAL CLIMATE AND JOB SATISFACTION 63 
 

References 

Ahmad, K., Jasimuddin, S. M., & Kee, W. L. (2018). Organizational climate and job 

satisfaction: do employees’ personalities matter? Management Decision, 56(2), 421–

440. https://doi.org/10.1108/md-10-2016-0713 

Alabi, O., & Bukola, T. M. (2023). Introduction to Descriptive statistics. In IntechOpen 

eBooks. https://doi.org/10.5772/intechopen.1002475 

AL-Jadidi NAA. (2022). Job satisfaction among early childhood female teachers and its 

impact on professional commitment. Pegem Journal of Education and Instruction, 

12(3). https://doi.org/10.47750/pegegog.12.03.14 

Andrade, C. (2020). Sample Size and its Importance in Research. Indian Journal of 

Psychological Medicine, 42(1), 102–103. 

https://doi.org/10.4103/ijpsym.ijpsym_504_19 

Apuke, O. D. (2017). Quantitative research methods: A synopsis approach. Kuwait Chapter 

of Arabian Journal of Business and Management Review, 33(5471), 1-8. DOI: 

10.12816/0040336 

Armitage, L., & Amar, J. H. N. (2021). Person-Environment fit theory. In Routledge eBooks 

(pp. 14–26). https://doi.org/10.1201/9781003128830-2 

Baluyos, G. R., Rivera, H. L., & Baluyos, E. L. (2019). Teachers’ job satisfaction and work 

performance. Open Journal of Social Sciences, 07(08), 206–221. 

https://doi.org/10.4236/jss.2019.78015 

Barnová, S., Treľová, S., Barnová, S., Beňová, E., Barnová, S., & Gabrhelová, G. (2022). 

Leadership Styles, Organizational Climate, and School Climate Openness from the 

Perspective of Slovak Vocational School Teachers. Societies, 12(6), 192. 

https://doi.org/10.3390/soc12060192 



ORGANIZATIONAL CLIMATE AND JOB SATISFACTION 64 
 

Baum, C. M., Christiansen, C. H., & Bass, J. D. (2015). The Person-Environment-

Occupation- Performance (PEOP) model. In C. H. Christiansen, C. M. Baum, & J. D. 

Bass (Eds.), Occupational therapy: Performance, participation, and well-being (4th 

ed., pp. 49-56). 

Busetto, L., Wick, W., & Gumbinger, C. (2020). How to use and assess qualitative research 

methods. Neurological Research and Practice, 2(1). https://doi.org/10.1186/s42466-

020-00059-z 

Caruana, E., Roman, M., Hernández-Sánchez, J., & Solli, P. (2015). Longitudinal studies. 

PubMed, 7(11), E537-40. https://doi.org/10.3978/j.issn.2072-1439.2015.10.63 

Coelho, D., & Pires, R. T. S. (2020). Impact of organizational climate. Scientific Electronic 

Archives, 14(1), 67. https://doi.org/10.36560/14120211260 

Davidescu, A. A., Apostu, S. A., Paul, A., & Cășuneanu, I. (2020). Work Flexibility, Job 

Satisfaction, and Job Performance among Romanian Employees—Implications for 

Sustainable Human Resource Management. Sustainability, 12(15), 6086. 

https://doi.org/10.3390/su12156086 

De Cooman, R., & Vleugels, W. (2022). Person–Environment fit: theoretical perspectives, 

conceptualizations, and outcomes. Oxford Research Encyclopedia of Business and 

Management. https://doi.org/10.1093/acrefore/9780190224851.013.377 

Dennis, S. E., & O’Connor, E. (2013). Reexamining quality in early childhood education: 

exploring the relationship between the organizational climate and the classroom. 

Journal of Research in Childhood Education, 27(1), 74–92. 

https://doi.org/10.1080/02568543.2012.739589 

Dicke, T., Marsh, H. W., Parker, P. D., Guo, J., Riley, P., & Waldeyer, J. (2020). Job 

satisfaction of teachers and their principals in relation to climate and student 



ORGANIZATIONAL CLIMATE AND JOB SATISFACTION 65 
 

achievement. Journal of Educational Psychology, 112(5), 1061–1073. 

https://doi.org/10.1037/edu0000409 

Don, Y., Yaakob, M. F. M., WanHanafi, W. R., Yusof, M. R., Kasa, M. D., Fauzee, M. S. O., 

& Inkeeree, H. K. (2021). Challenges for using organizational climate tools for 

measuring teacher job satisfaction. International Journal of Evaluation and Research 

in Education, 10(2), 465. https://doi.org/10.11591/ijere.v10i2.20703 

Dou, D., Devos, G., & Valcke, M. (2016). The relationships between school autonomy gap, 

principal leadership, teachers’ job satisfaction and organizational commitment. 

Educational Management Administration & Leadership, 45(6), 959–977. 

https://doi.org/10.1177/1741143216653975 

Dreer, B. (2021). Teachers’ well-being and job satisfaction: the important role of positive 

emotions in the workplace. Educational Studies, 50(1), 61–77. 

https://doi.org/10.1080/03055698.2021.1940872 

Duan Jinyun, Wang Juanjuan, & Zhu Yuelong. (2014). Organizational Climate: A review of 

conceptualization, theory and Prospects. Xinli Kexue Jinzhan, 22(12), 1964. 

https://doi.org/10.3724/sp.j.1042.2014.01964 

Dunwoodie, K., Macaulay, L., & Newman, A. (2022). Qualitative interviewing in the field of 

work and organisational psychology: Benefits, challenges and guidelines for 

researchers and reviewers. Applied Psychology, 72(2), 863–889. 

https://doi.org/10.1111/apps.12414 

Ertürk, R. (2022). Analysis of the Relationship between School Administrators’ Supportive 

Behaviors and Teachers’ Job Satisfaction and Subjective Well-Being. International 

Journal of Contemporary Educational Research, 8(4), 184–195. 

https://doi.org/10.33200/ijcer.956667 



ORGANIZATIONAL CLIMATE AND JOB SATISFACTION 66 
 

Faber, J., & Fonseca, L. M. (2014). How sample size influences research outcomes. Dental 

Press Journal of Orthodontics, 19(4), 27–29. https://doi.org/10.1590/2176-

9451.19.4.027-029.ebo 

Fang, J., & Qi, Z. (2023). The influence of school climate on teachers’ job satisfaction: The 

mediating role of teachers’ self-efficacy. PLOS ONE, 18(10), e0287555. 

https://doi.org/10.1371/journal.pone.0287555 

Ghavifekr, S., & Pillai, N. S. (2016). The relationship between school’s organizational 

climate and teacher’s job satisfaction: Malaysian experience. Asia Pacific Education 

Review, 17(1), 87–106. https://doi.org/10.1007/s12564-015-9411-8 

Golzar, J., Tajik, O., & Noor, S. (2022). Convenience sampling. ResearchGate. 

https://doi.org/10.22034/ijels.2022.162981 

Guo, L., Yang, E., Gao, X., & Ma, D. (2023). Relationship between the principal’s restrictive 

behavior and preschool teachers’ turnover intention: A serial mediation model. 

Psychology in the Schools. https://doi.org/10.1002/pits.23094 

Hoy, W. K., & Clover, S. I. R. (1986). Elementary school climate: A revision of the OCDQ. 

Educational Administration Quarterly, 22(1), 93–110. 

https://doi.org/10.1177/0013161x86022001007 

Huang, W., Zhang, S., & Hui, L. (2023). Effects of person-job fit on occupational 

commitment among kindergarten teachers: occupational well-being as mediator and 

perceived organizational support as moderator. BMC Psychology, 11(1). 

https://doi.org/10.1186/s40359-023-01441-7 

Hur, E., Jeon, L., & Buettner, C. K. (2015). Preschool Teachers’ Child-Centered Beliefs: 

Direct and Indirect Associations with Work Climate and Job-Related Wellbeing. 

Child & Youth Care Forum, 45(3), 451–465. https://doi.org/10.1007/s10566-015-

9338-6 



ORGANIZATIONAL CLIMATE AND JOB SATISFACTION 67 
 

Hussainy, S. S. (2022). ORGANIZATIONAL CLIMATE: FROM LITERATURE REVIEW 

TO AGENDA AHEAD. International Journal of Engineering Technologies and 

Management Research, 9(1), 44–62. https://doi.org/10.29121/ijetmr.v9.i1.2022.1107 

Inayat, W., & Khan, M. J. (2021). A study of job satisfaction and its effect on the 

performance of employees working in private sector organizations, Peshawar. 

Education Research International, 2021, 1–9. https://doi.org/10.1155/2021/1751495 

Inegbedion, H., Inegbedion, E., Peter, A. J., & Harry, L. (2020). Perception of workload 

balance and employee job satisfaction in work organisations. Heliyon, 6(1), e03160. 

https://doi.org/10.1016/j.heliyon.2020.e03160 

Jain, K., Sandhu, M. S., & Goh, S. K. (2015). Organizational climate, trust and knowledge 

sharing: insights from Malaysia. Journal of Asia Business Studies, 9(1), 54–77. 

https://doi.org/10.1108/jabs-07-2013-0040 

Jamshed, S. Q. (2014). Qualitative research method-interviewing and observation. Journal of 

Basic and Clinical Pharmacy, 5(4), 87. https://doi.org/10.4103/0976-0105.141942 

Jasmin Demil. (2021). Job Satisfaction Among Educators: Recognizing Educators’ 

Motivational Needs. ScholarWorks. 

https://scholarworks.calstate.edu/downloads/rf55zf346 

Ji, D., & Yue, Y. (2020). Relationship between kindergarten organizational climate and 

teacher burnout: Work–Family Conflict as a mediator. Frontiers in Psychiatry, 11. 

https://doi.org/10.3389/fpsyt.2020.00408 

Jiang, D., Ning, L., Zhang, Y., & Liu, Q. (2022). Person-Environment fit and organizational 

performance: Polynomial regression and response surface analysis. Research Square 

(Research Square). https://doi.org/10.21203/rs.3.rs-1941683/v1 

Karalis, Douglas. (2009). The supportive and directive behaviors of principals, the intimate, 

collegial, and disengaged behaviors of teachers, teachers’ trust in the principal, job 



ORGANIZATIONAL CLIMATE AND JOB SATISFACTION 68 
 

satisfaction, and student academic progress - ProQuest. Dowling College ProQuest 

Dissertations Publishing. 

https://www.proquest.com/openview/5bc1606f8817557e5cc27a21a4d34408/1?pq-

origsite=gscholar&cbl=18750 

Khamisa, N., Oldenburg, B., Peltzer, K., & Ilić, D. (2015). Work related stress, burnout, job 

satisfaction and general health of nurses. International Journal of 

Environmental  Research and Public Health/International Journal of Environmental 

Research and Public Health, 12(1), 652–666. 

https://doi.org/10.3390/ijerph120100652 

Kurt, T., & Duyar, İ. (2023). The influence of perceived organizational support on teachers’ 

job satisfaction: the mediating roles of Climate for Initiative and Climate for 

Psychological safety. Participatory Educational Research, 10(2), 156–173. 

https://doi.org/10.17275/per.23.34.10.2 

Luqman, M., Zia-ul-Islam, S., & Jabeen, A. (2020). Effect of Organizational Climate upon 

the Job Satisfaction of Instructors Physical Education (IPES) | Semantic Scholar. Sir 

Syed Journal of Education & Social Research. https://doi.org/10.36902/sjesr-vol3-

iss2-2020(298-305 

Madhukar, V., & Sharma, S. (2017). Organisational Climate: a Conceptual perspective. 

ResearchGate. 

https://www.researchgate.net/publication/325057614_Organisational_Climate_A_Co

nceptual_Perspective 

Manihuruk, O. M. P. J. B., & Kustini, K. (2023). The Role of Job Satisfaction as a 

Moderating Variable on the Relationship between Organizational Climate and 

Organizational Commitment on Organizational Citizenship Behavior. International 

Journal of Social Science Educ[a]Tion Research Studies/International Journal of 



ORGANIZATIONAL CLIMATE AND JOB SATISFACTION 69 
 

Social Science and Education Research Studies, 03(09). 

https://doi.org/10.55677/ijssers/v03i9y2023-06 

Martínez-Mesa, J., González‐Chica, D. A., Duquia, R. P., Bonamigo, R. R., & Bastos, J. L. 

(2016). Sampling: how to select participants in my research study? Anais Brasileiros 

De Dermatologia/Anais Brasileiros De Dermatologia, 91(3), 326–330. 

https://doi.org/10.1590/abd1806-4841.20165254 

Mavi̇, D., & Özdemir, M. (2023). The mediating role of organizational climate in the 

relationship between school principals’ managerial roles and teachers’ emotional 

labors. Milli Eğitim, 52(240), 2531–2552. 

https://doi.org/10.37669/milliegitim.1167593 

Michael J. Jackson. (2018). Examining the Relationship between School Climate and Teacher 

Absenteeism, Teacher Job Satisfaction, and Teachers’ Intentions to Remain. Trevecca 

Nazarene University ProQuest Dissertations Publishing. 

https://search.proquest.com/openview/0cdc8296c312e46811023e990bbcc797/1?pq-

origsite=gscholar&cbl=18750&diss=y 

Miner, J. B. 2015. Organizational Behavior 4: From Theory to Practice. New York: Routledge 

Mohanta, R., & Saha, B. (2022). A Conceptual Delving into Organizational Climate in 

School Education. IAR Journal of Humanities and Social Science, 3(02), 11–15. 

https://doi.org/10.47310/iarjhss.2022.v03i02.002 

Mutlu, N., & Öcal, S. (2021). Investigation of factors affecting Pre-School teachers’ 

vocational alienation. Education Quarterly Reviews, Vol.4 No.2. 

https://ssrn.com/abstract=3864042 

Norliani, N., Suriansyah, A., & Aslamiah, A. (2022). The effect of school climate, 

organizational commitment and job satisfaction on teacher achievement. International 



ORGANIZATIONAL CLIMATE AND JOB SATISFACTION 70 
 

Journal of Social Science and Human Research, 05. 

https://doi.org/10.47191/ijsshr/v5-i12-09 

Otrębski, W. (2022). The Correlation between Organizational (School) Climate and Teacher 

Job Satisfaction—The Type of Educational Institution Moderating Role. International 

Journal of Environmental  Research and Public Health/International Journal of 

Environmental Research and Public Health, 19(11), 6520. 

https://doi.org/10.3390/ijerph19116520 

Oyedeji, T. (2017). School organizational climate as correlate of childhood education | IFE 

PsychologIA : An International Journal. IFE PsychologIA : An International Journal. 

https://hdl.handle.net/10520/EJC-b2257b389 

Owens, R. E., & Valesky, T. C. 2015. Organizational Behavior in Education: Leadership and 

School Reform. New York: Pearson. 

Pacheco, M. C. (2002). Teachers’ perception of school climate as a function of personality 

traits. ScholarWorks @ UTRGV. 

https://scholarworks.utrgv.edu/leg_etd/511/?utm_source=scholarworks.utrgv.edu%2F

leg_etd%2F511&utm_medium=PDF&utm_campaign=PDFCoverPages 

Polat, D. D., & İskender, M. (2018). Exploring teachers’ resilience in relation to job 

satisfaction, burnout, organizational commitment and perception of organizational 

climate. International Journal of Psychology and Educational Studies, 5(3), 1–13. 

https://doi.org/10.17220/ijpes.2018.03.001 

Prastiawan, A., Gunawan, I., Putra, A. P., Dewantoro, D. A., Cholifah, P. S., Nuraini, N. L. 

S., Rini, T. A., Pradipta, R. F., Raharjo, K. M., Prestiadi, D., & Surahman, E. (2020). 

Organizational Climate in School Organizations: A Literature Review. Advances in 

Social Science, Education and Humanities Research, Volume 508. 

https://doi.org/10.2991/assehr.k.201214.327 



ORGANIZATIONAL CLIMATE AND JOB SATISFACTION 71 
 

Promila, Agarwal. (2015). The moderating effect of strength of organisational climate on the 

organisational outcomes - ProQuest. Journal of the Indian Academy of Applied 

Psychology. 

https://www.proquest.com/openview/b47da2ecbda09d83d01a0a6de1c862d6/1.pdf?pq

-origsite=gscholar&cbl=2032058 

Puccio, G., & Schwartz, M. M. (2023). Outcomes of creativity in organizations: From 

organization to human-centered benefits. In Elsevier eBooks (pp. 37–50). 

https://doi.org/10.1016/b978-0-323-91840-4.00004-9 

Rahmatullah, B., Rawai, N. M., Samuri, S. M., & Yassin, S. M. (2021). Overview of early 

childhood care and education in Malaysia. Hungarian Educational Research Journal, 

11(4), 396–412. https://doi.org/10.1556/063.2021.00074 

Redeș, A., Rad, D., Roman, A., Mușata Bocoș, Chiș, O., Langa, C., Roman, D., Mara, D., 

Mara, E.-L., Costin, A., Editha Coșarbă, & Baciu, C. (2023). The Effect of the 

Organizational Climate on the Integrative–Qualitative Intentional Behavior in 

Romanian Preschool Education—A Top-Down Perspective. 13(4), 342–342. 

https://doi.org/10.3390/bs13040342 

Ross, S. (2020). An Examination of The Relationship Between School Climate And Job 

Satisfaction In Preschool Teachers In Davidson Country. 

https://media.proquest.com/media/hms/PFT/2/AvMQD?_s=UE9v4%2FOSmtUB69Z

ABx7h%2BV6DbOI%3D 

Sak, R. (2018). Gender differences in Turkish early childhood teachers’ job satisfaction, job 

burnout and organizational cynicism. Early Childhood Education Journal, 46(6), 

643–653. https://doi.org/10.1007/s10643-018-0895-9 

https://doi.org/10.3390/bs13040342


ORGANIZATIONAL CLIMATE AND JOB SATISFACTION 72 
 

Schneider, B. (1975). Organizational climate: Individual preferences and organizational 

realities revisited. Journal of Applied Psychology, 60(4), 459–465. 

https://doi.org/10.1037/h0076919 

Sekiguchi, T., & Yang, Y. (2021). Person–Environment fit from an organizational 

psychology perspective. Oxford Research Encyclopedia of Psychology. 

https://doi.org/10.1093/acrefore/9780190236557.013.26 

Shukla, S. (2020). CONCEPT OF POPULATION AND SAMPLE. ResearchGate. 

https://www.researchgate.net/publication/346426707_CONCEPT_OF_POPULATIO

N_AND_SAMPLE 

Soparidah, S., Madhakomala, R., & Hanafi, İ. (2021). Productive teacher job satisfaction: 

Disentangling organizational climate, facility management, and organizational 

citizenship behavior. International Journal of Evaluation and Research in Education, 

10(4), 1352. https://doi.org/10.11591/ijere.v10i4.21299 

Spector, P. E. (1985). Measurement of human service staff satisfaction: Development of the 

Job Satisfaction Survey. American Journal of Community Psychology, 13(6), 693–

713. https://doi.org/10.1007/bf00929796 

Sridevi, M. (2019). ORGANIZATIONAL CLIMATE AND JOB SATISFACTION OF 

PRIVATE SCHOOL TEACHERS. Cuk-in. 

https://www.academia.edu/42709399/ORGANIZATIONAL_CLIMATE_AND_JOB_

SATISFACTION_OF_PRIVATE_SCHOOL_TEACHERS 

Steinke, C., Dastmalchian, A. and Baniasadi, Y. (2015), “Exploring aspects of workplace 

climates in Canada: implications for the human resources of health-care”, Asia Pacific 

Journal of Human Resources, Vol. 53 No. 4, pp. 415-431 



ORGANIZATIONAL CLIMATE AND JOB SATISFACTION 73 
 

Sue, Saunders. (2018). The organisational climate of preschools and associated 

characteristics: A study of a group of preschools in England. 

doi:10.25401/CARDIFFMET.10110692.V1 

Sunarni, S., & Sultoni, S. (2023). Unveiling the Influence of Servant Leadership on Teacher 

job Satisfaction : A study on the mediating effects of work motivation, organizational 

culture, and organizational climate. Sunarni | Jurnal Kependidikan: Jurnal Hasil 

Penelitian Dan Kajian Kepustakaan Di Bidang Pendidikan, Pengajaran Dan 

Pembelajaran. https://e-

journal.undikma.ac.id/index.php/jurnalkependidikan/article/view/7817/4530 

Susan L. Roebuck. (2022). Predictive relationships between organizational climate, teacher 

stress, and teacher teacher turnover intention. Walden University. 

https://scholarworks.waldenu.edu/cgi/viewcontent.cgi?article=15742&context=dissert

ations 

Taleb, T. F. A. (2012). Job satisfaction among Jordan’s kindergarten teachers: effects of 

workplace conditions and demographic characteristics. Early Childhood Education 

Journal, 41(2), 143–152. https://doi.org/10.1007/s10643-012-0526-9 

Tarun, L. D. (2017). Organizational climate and productivity of public elementary schools. 

https://ojs.aaresearchindex.com/index.php/spupgsrj/article/view/437 

Thompson, L., & Rose, J. (2011). Does organizational climate impact upon burnout in staff 

who work with people with intellectual disabilities? A systematic review of the 

literature. Journal of Intellectual Disabilities, 15(3), 177–193. 

https://doi.org/10.1177/1744629511419616 

Toropova, A., Myrberg, E., & Johansson, S. (2020). Teacher job satisfaction: the importance 

of school working conditions and teacher characteristics. Educational Review, 73(1), 

71–97. https://doi.org/10.1080/00131911.2019.1705247 



ORGANIZATIONAL CLIMATE AND JOB SATISFACTION 74 
 

Totenhagen, C. J., Hawkins, S. A., Casper, D. M., Bosch, L. A., Hawkey, K. R., & Borden, 

L. M. (2016). Retaining Early Childhood Education Workers: A Review of the 

Empirical literature. Journal of Research in Childhood Education, 30(4), 585–599. 

https://doi.org/10.1080/02568543.2016.1214652 

Trace, N. E. L. (2016). The relationship among teacher job satisfaction, trust in the principal, 

and principal support. Dissertations, Theses, and Masters Projects. 

https://doi.org/10.21220/w47p4x 

Tsai, Y. (2011). Relationship between Organizational Culture, Leadership Behavior and Job 

Satisfaction. BMC Health Services Research, 11(1). https://doi.org/10.1186/1472-

6963-11-98 

Vanmol, S., De Vos, S., Beausaert, S., & De Wilde, J. (2022). How does newly qualified 

teachers’ collegial network foster their feedback-seeking behaviour and job 

satisfaction? Teachers and Teaching, 28(6), 703–723. 

https://doi.org/10.1080/13540602.2022.2098267 

Veziroğlu-Çelik, M., & Yildiz, T. (2018). Organizational climate in early childhood 

education. Journal of Education and Training Studies, 6(12), 88. 

https://doi.org/10.11114/jets.v6i12.3698 

Wang, M. T., & Degol, J. L. (2015). School Climate: a Review of the Construct, 

Measurement, and Impact on Student Outcomes. Educational Psychology Review, 

28(2), 315–352. https://doi.org/10.1007/s10648-015-9319-1 

Wang, P., Deng, X., Li, X., Dong, Y., & Jiao, R. (2019). Latent classes of principals’ 

transformational leadership and the organizational climate of kindergartens. Frontiers 

in Psychology, 10. https://doi.org/10.3389/fpsyg.2019.02015 

Yan, L., & Watson, S. T. (2020). Whose leadership role is more substantial for teacher 

professional collaboration, job satisfaction and organizational commitment: a lens of 



ORGANIZATIONAL CLIMATE AND JOB SATISFACTION 75 
 

distributed leadership. International Journal of Leadership in Education, 26(6), 1082–

1110. https://doi.org/10.1080/13603124.2020.1820580 

Zhou, Y., & Nanakida, A. (2023). Job satisfaction and self-efficacy of in-service early 

childhood teachers in the post-COVID-19 pandemic era. Humanities & Social 

Sciences Communications, 10(1). https://doi.org/10.1057/s41599-023-02174-z 

Zinsser, K. M., Denham, S. A., Curby, T. W., & Chazan‐Cohen, R. (2016). Early childhood 

directors as socializers of emotional climate. Learning Environments Research, 19(2), 

267–290. https://doi.org/10.1007/s10984-016-9208-7 

  



ORGANIZATIONAL CLIMATE AND JOB SATISFACTION 76 
 

Appendix 

Appendix A: Questionnaire 

INFORMED CONSENT LETTER 

Dear teachers, 

 

You are invited to participate in this research study to examine the relationship between School 

Organizational Climate and Preschool Teachers Job Satisfaction in Selangor. This study is conducted 

by Wang Wan Yin, who is pursuing Bachelor of Early Childhood Education (Honours) at Universiti 

Tunku Abdul Rahman (UTAR), Sungai Long campus. 

 

PURPOSE OF STUDY 

This study aims to investigate whether a significant relationship between organizational climate and 

job satisfaction. And, to understand the impact of organizational climate on preschool teachers. 

 

BENEFITS AND RISKS 

The information obtained in this study may help researcher to deepen their understanding of the 

relationship between school organizational climate and job satisfaction among preschool teachers. 

The study helps to identify specific areas within the organizational climate that require improvement 

to enhance the job satisfaction of preschool teachers. There is no harm or risk involved in this study.  

 

RESEARCH PROCEDURES 

This survey is only distributed to Malaysian Full Time Preschool Teacher in Selangor who are 

teaching normal developing children. This survey may take approximately 5 to 10 minutes to 

complete, and it consists of three sections, which are 

Section A: Demographic Information 

Section B: Organizational Climate Description Questionnaire (OBDQ-RE) 

Section C: Job Satisfaction Survey (JSS) 

 

CONFIDENTIALITY 

Your responses to this survey will be anonymous. All the data you have given will be kept 

confidential. The results of this study will be presented in a written-up report. In this event of 

participation, no personal identification will be disclosed. 

 

CONTACT INFORMATION 

If you have questions at any time about this survey, you may contact the researcher, Wang Wan Yin 

(wanyin3223@1utar.my/012-2206962) 

 

VOLUNTARY PARTICIPATION 

Your participation in this study is voluntary. You are required to complete all the sections in this 

survey without skipping any questions. If you decide to take part in this study, you have the right to 

withdraw at any time and without giving a reason. 

 

Sincerely appreciate your participation in this survey, 

Wang Wan Yin 

 

I have read and understood all the information provided above. I understand that myparticipation is 

voluntary and that I am free to withdraw at any time, without giving areason and giving a cost. I, 

hereby consent to participate in this research voluntarily. 

 Yes, I agree 

 No, I disagree 
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Appendix B: Original Data 

Figure 4 

SPSS output of Descriptive Statistics – Respondents’ Gender 

 

 

Figure 5 

SPSS output of Descriptive Statistics – Respondents’ Ethnicity 

 

 

Figure 6 

SPSS output of Descriptive Statistics – Respondents’ Age 
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Figure 7 

SPSS output of Descriptive Statistics – Respondents’ Educational Background 

 

 

Figure 8 

SPSS output of Descriptive Statistics – Respondents’ Qualification 

 

 

Figure 9 

SPSS output of Descriptive Statistics – Respondents’ type of preschool setting 
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Figure 10 

SPSS output of Descriptive Statistics – Respondents’ Years of Teaching Experience 

 

 

Figure 11 

SPSS output of Descriptive Statistics – Respondents’ Teaching Position 

 

 

Figure 12 

SPSS output of Descriptive Statistics – Respondents’ Monthly Income Range 
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Figure 13 

SPSS output of Descriptive Statistics – Respondents’ Working Hours per Day 

 

 

Figure 14 

SPSS output of Descriptive Statistics – Respondents’ Working Days per Week 

 

 

Figure 15 

SPSS output of Descriptive Statistics – Descriptive Statistics – Mean and Standard Deviation 

of Organizational Climate (OCDQ-RE) and its six subscales 
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Figure 16 

SPSS output of Descriptive Statistics – Descriptive Statistics – Mean and Standard Deviation 

of Job Satisfaction (JSS) and its nine subscales 

 
 

  



ORGANIZATIONAL CLIMATE AND JOB SATISFACTION 103 
 

Appendix C: Result 

Figure 17 

SPSS output of Inferential Statistics – Pearson Correlation Result for Supportive Behavior in 

Organizational Climate and Total Job Satisfaction 

 

 

Figure 18 

SPSS output of Inferential Statistics – Pearson Correlation Result for Directive Behavior in 

Organizational Climate and Total Job Satisfaction 
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Figure 19 

SPSS output of Inferential Statistics – Pearson Correlation Result for Restrictive Behavior in 

Organizational Climate and Total Job Satisfaction 

 

 

Figure 20 

SPSS output of Inferential Statistics – Pearson Correlation Result for Collegial Behavior in 

Organizational Climate and Total Job Satisfaction 
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Figure 21 

SPSS output of Inferential Statistics – Pearson Correlation Result for Intimate Behavior in 

Organizational Climate and Total Job Satisfaction 

 

 

Figure 22 

SPSS output of Inferential Statistics – Pearson Correlation Result for Disengaged Behavior 

in Organizational Climate and Total Job Satisfaction 

 

 


