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CHAPTER ONE
INTRODUCTION

1.1 Research Background and Motivation

In 21" century, the job performance economy is concentrated by managers.
In order to enhance productivity, more and more plans are emphasized to push
up the mental well-being of employees. The managers have been more willing to
boost wages, welfare, perks or bonuses for their employees. This trend have been
observed in daily working environment (Human Resource Management), it also
has been gotten high level of satisfaction from workers. This result was proved
based on data of the report with title Employee job satisfaction and engagement,
which was published by The Society for Human Resource Management
(SHRM), showed that the increased number of satisfied employees in current
career from 81% in 2013 raise up 88% in 2016.

There is a fact that employees always well perform in their career whenever
they have good emotions or a worth reward. The several elements effected to
employee’ performance could be mentioned such as working environment,
employees in relation with employers, opportunities for enhancing performance,
welfare conditions, work pressure, organizational policies for rewarding and
punishing, etc. According above factors, reward which one mentioned as a part
of motivation has been an utmost important variable. Due to the past researches,
reward has been in relation with job performance and job satisfaction for a long
time ago (Podsakoff & Williams, 1986; Locke's, 1970; Spector, 1997). To
enhance productivity and performance of employees, the leaders usually use

motivators as an excellent encouraging facility. This identify based on the result



that the employee, who would received reward, absolutely realizes that it’s
worthy for what he/she had performed (Dewhurst et al., 2014). The competition
among employees could help them well-perform in job, thus, self-development
individual has been a normative opportunity. Therefore, to improve employees’
satisfied levels, using rewards are constant and rotation challenge for
organization. The top mission of organization is not only to get satisfaction from
customers, but also to identify the important facilities enhancing performance of
employees.

Job performance in relation to job satisfaction has been attractive several
researchers to study. Through the empirical and meta-analysis research method,
a lot of scientists discovered the precursor of job performance, particularly
related to job satisfaction (e.g Organ, 1977, 1988; Petty, Mcgee, & Cavender,
1984; laffaldano & Muchinsky, 1985; Organ & Ryan, 1995; Judge et al., 2001).
According to Bateman and Organ (1983), the theory used to explain for this
connection has been social exchange theory. Moreover, Shooshtarian et al.,
(2013) pointed out that the major variable in human resources management and
literature of organization behavior has been job performance, so on it has been
considered as essentials to the organizations’ running.

According to the study of Masa'deh et al., (2014), the organizations
nowadays have became aware of the fact that the overall performance of
organization have not controlled by the arrangement of tangible resources,
instead of this is the organization’s most prized factors — people and knowledge
resources in the organizations. At the same time, Kamali (2014) has a result that
there is an evident influence among organization’s performance with the leaders
and employees’ job performance. To mention about leadership, several studies

showed that the enhancement of leadership absolutely effect the job performance



(Mehra et al., 2010). To concur with idea, Odumeru and Ifeanyi (2013) showed
the fact the responsibilities of leaders such as team development, forecasting
business, humanize the business, vision casting, to prove the important role in
organization of leaders. Besides, according to Mushtaq and Bokhari (2011), the
main factor which has an impact on innovation and extending knowledge has
been leadership style, due to the leader’s characteristics such as integration,
allocation and suitable using knowledge. Therefore, in 20™ century, a large
number of researchers spent time researching about leadership style such as
Burns (1990); Bass (1987); Posner and Kouzes (1988); Tichy and Devanna
(1990); Lock et al., (2011).

The Vietnamese organizations and companies have always paid attentions
to the employees, aim for increasing the rate of engagement of employees. In
human resource field, job satisfaction, job performance, leadership style, each
topic also has a great deal of attention of researchers to study. Basically, most of
them were chose to study on organization in Viet Nam. Many manes could be
shown such as Dieleman et al., (2003) studied about health workers in North
Viet Nam; Chau et al., (2005), Nhuan et al., (2009) researched about job
satisfaction in hospital health workers in Northern Viet Nam; Tran et al., (2013)
studied about not only the staffs’ satisfaction, but also the staffs’ performance in
Vietnam,; or the issues about job satisfaction among police man in Ho Chi Minh
City was showed by Nguyen (2016), ... However, there is a fact that lack of
studies about the interrelationship among leadership style, reward, job
performance and job satisfaction in Vietnam in general. Besides, researches
about how moderator and mediater variables effect on the relationship of some
others variables have been a great way to study. Therefore, expanding topics

have been a great motivation for students to study.



Employees’ satisfaction and performance, leadership style and external
motivation for workers are always hard questions for top managers answering.
This study aimed to find out whether or not a connection among leadership style,
job satisfaction, job performance and reward in Vietnamese organizations and
companies. The results in this study could help supervisors and top managers in
any organizations and companies understanding of the key factors enhancing
employees’ satisfaction and over performance, after that making right business
decision. Thus, the more workers’ satisfaction and performance, the much

successful the organization.

1.2 Research Objectives
There are four main purposes of this study, which was mentioned
to draw a clear view of this study.
- To examine the connection of the four variables: job
satisfaction, job performance, leadership style and reward.
- To study the mediation effects of leadership styles while job
satisfaction in relation with job performance;
- To explore the moderation influence of job satisfaction in
relation with job performance;
- To discover the sources of contrast based on demographic
characteristics such as genders, ages, education levels and

work experience year.



1.3 Research Process

First of all, the study chose a human topic related to the employee
and showed out research background, objectives and motivations.
After that, a literature review was shown in relation to job satisfaction,
job performance, leadership style, reward, especially about the
interrelationship among four research constructs above. Thirdly,
conceptual model and hypotheses with interrelationships between each
construct were explored. Then, questionnaire and data sample were
designed, focused on the Vietnamese employees. Next, data analysis
and test had occurred. After that, the discussion about these variables
had been shown based on the results. Finally, the conclusions and
implication were showed base on the results of this thesis. The
respondents are Vietnamese employees who are working in Viet Nam.
The methodology to analyze data and hypotheses will be these
techniques:

- Descriptive Statistic Analysis

- Factor Loading and Reliability test

- Independent Sample t-test

- ANOVA (One way analysis of variance)

- Regression Analysis (Multiple regression and Hierarchical

Regression)



Research background, objectives, and motivations

v

Literature review

’

Construction of conceptual model and hypotheses development

;

Questionnaire and sample design

y

Data analysis and test

v

Data analysis and discussion of the interrelations between

y

Conclusion and implications

Figure 1.1 The research procedure

1.4 Research Structure
The content of study has divided into five chapters which are summarized
of each chapter:

- Chapter one: Introduction



This chapter introduces the research background and the motivation to
study, then bases on the research process and establishment to raise the
objectives.

- Chapter two: Literature Review

In chapter two, the literatures in relation to job satisfaction, job
performance, leadership style, reward will be mentioned. The definition of each
research constructs also be explained.

- Chapter three: Method of research

In this part, the framework model and construct measurements with
research design for this study were outlined. Besides, sampling plan,
questionnaire design, data collecting process and technique methodologies have
been discussed in this chapter.

- Chapter four: Research analysis and Findings

The rate of respondents’ characteristics was showed in the first table. After
that, It’s the table of descriptive statistics for questionnaire items. Next, the result
table of factor loading and reliability test for each items of research constructs
was presented in the middle part of chapter four. After that, the results for each
hypothesis would be presented to discuss.

- Chapter five: Conclusions and suggestions

The last chapter will summarize the main results in this study after
discusstion. Based on the results, suggestion for future researches will be

presented.



CHAPTER TWO
LITERATURE REVIEW

This chapter will be discussed about the previous study of the four
constructs and related theories. After that, hypotheses will be shown. The flow of
these categories: leadership style, reward, job satisfaction, job performance and

the interrelations among variables.

2.1 Leadership style

Nowadays, more and more debates have interesting in leadership style to
discuss and study. There are a lot of researches talked about leadership style, so
the leadership style’s definition is absolutely more than one. For instance, Jong
and Hartog (2007) defined leadership as a process effected people to get the
desired consequences. After a few years, Andersen (2017) claimed that the
leaders are people who inspire, motivate, and push up their employees to get
success in work and attain the expectant outcomes. Crawford and Lok (2004)
argued that the success or failure of an organizational leadership could be
predicted by leadership. Besides, the leader’s behavior as the people who have
responsibility to motivate and coach their workers to enhance performance by
increasing the workers’ confidence and contribution to developing high levels —
Burns (1990). In the past, all studies aimed to discover that the different styles of
leadership include: laissez-faire style, transformational style, autocratic style,
participative style and transactional style. In this study, the transformational style

was concentrated on, due to Vietnamese characteristics.



The transformational leadership was defined in a same way by a large
number of scholars such as Burns (1990); Bass (1987); Kouzes and Posner,
(1995); Tichy and Devanna, (1990). In 1990, in Burns’s study, the leadership
styles examined as people who had a huge effect on masses of people. Basically,
the results of these studies explored that transformational leadership style plays
an important role to transform the values and priorities, necessity and aspirations,
to raise up motivation, commitment, to enhance subordinates’ performance
beyond their expectation.

According to Bass and Riggio (2006), transformational leaders described as
those who helps employees could receive inspire and stimulate to reach expected
outcomes. After that, base on the process to develop their leadership capacity.
There are several studies have showed evidence of transformational leadership
can enhance employees’ performance over expectation, as well as lead to
employees’ satisfaction and commitment to the organization (Thamrin, 2012;
Kreitner & Kinicki, 2007; Ogunola et al., 2013; George & Jones, 2008; Griffin
& Moorhead, 2007; Bass, 1987; Northouse, 2007).

In fact, according to Transformational leadership theories, people usually
have been motivated by their own job that they must compete. The more
structured an organization is, the greater the success. Employees usually arrange
the first place for organization and career, and put their individual needs for
second place. It is necessary for employees work together, rather than
completing their job alone. Accordingly, managers designed tasks to challenge
their team members. Placing the community above individual egos by adjusting
the whole system is necessary. Bass Transformational Leadership Theory is one
of a list of several Transformational Leadership Theories. The additional

information of a general nature about these theories can be found in the article



Transformational Theories. According to Burns, to transform the life of workers,
leaders can modify their values, perceptions, dreams, expectations and so forth.
Qualities of the leader her or himself are shown off, after the changes. The leader
proves, communicates, and does whatever necessary to get employees see a
vision and encourage them to do good things for organization. The main
contribution of Bass in 1987 to Burns’ original theory was that to describe
psychological mechanisms and to set several way to measure the effectiveness of
Bass Transformational Leadership Theory.

According to Bass’s study (1987; 1999) and supported by Avolio et al.,
(1991), transformational leadership style includes four types, which is mentioned
below.

() Idealized Influence

According to Bass (1999), the scientist showed result that the idealized
influence leader has ability to clearly articulate a vision to the followers and
motivate them to capture the vision. It is necessary to increase the trust and
respect between manager and employees. This kind of transformational
leadership style could solve issues about ethics and values, not only for top
manager, but also for workers. Leaders with this characteristic are willing to take
risks, are consistently reliable, display high moral, clear set of values, ethical
standards which are demonstrated in every opportunity.

(I1) Inspirational Motivation:

Inspirational motivation — one type of transformational leadership style,
could raise up from the leaders inspire confidence and a sense of purpose ability,
according to Yukl (2004). Based on the result of Bass (1987), inspirational
motivation in transformational leadership style encloses team spirit and the

employees’ emotionally challenges to internalize the target results. Besides, Bass

10



also concluded that the leader could plan a clearly future mission, display
expectations of the team group and verify a commitment to reach the target goals
that have been shown out.

(111) Individualized Consideration

Individualized consideration is described as the leaders’ conduct of being a
mentor and coach. It is also the ability of a leader to motivate followers to
achieve beyond their own personal goals for the greater good of the organization.
The leader attends to each individual follower's needs and incorporates the
aspect of respect and utilizes every opportunity to celebrate individual
contribution or progress (Bass, 1987). Followers accordingly grow continually
toward the development of higher potentials.

(1V) Intellectual Stimulation

According to Bass (1987), the scientist studied intellectual stimulation and
found that it is described as the degree to which leaders’ challenges
presumptions, gets risks and welcomes ideas from followers without criticism.
Helping the followers take part in the making decision process is this type of
leader support. Besides, this kind of leaders also stimulate the employees
thinking creative to enjoy in the job. The followers, on the other hand, get to
interrogate the methods of solving problems (Avolio et al., 1999). Intellectual
stimulation is beneficial to organizations because leaders place value in learning

for both themselves and their followers (Bass, 1987).

2.2 Reward

To motivate employees creative thinking and enhance productivity, Reward

has been mentioned as an essential element, not only for monetary reward, but

11



also non-financial reward. Employees willing try their best, whenever they
believe that they can receive reward, which is worthy they provided.

In early 1960’s, a number of theories studied on an individual’s motivation
in the workplace. The Needs theory established by Maslow (1943) was one of
these. According to this theory, people have five needs and the lower level -
physiological is the first their target to reach. Basically, this theory focused on
how an individual’ attitudes influence his/her behaviors. From that point, in light
of Maslow's hypothesis, Porter (1963) investigated an examination demonstrated
how human in low-level occupations concentrated on fulfilling their lower needs,
which incorporates compensation, professional stability. The scholar additionally
demonstrated that once individuals fulfilled their lower needs, they totally would
like to move to higher necessity, on the off chance that they are likewise can
move to a higher position in vocation. As the investigation of Latham and Ernst
(2006), the two scholars proposed that if the administrators need to ensure that
the lower needs of the worker are met, they ought to give the two wages and
advantages. Probst and Brubaker (2001) showed that the divergent between
employees’ job satisfaction and job disappointment demonstrates in the sort and
the measure of rewards, which gave to the workers by managers, and the sort and
the measure of rewards expected by deserving employees.

As indicated by Byars and Rue (2005), rewards have two types, the
extrinsic reward, and the intrinsic reward. Luthans (2000) has a similar result
about that, there are two fundamental sorts of rewards, monetary and non-
financial reward. They related and both can be used decidedly to improve
execution practices of workers. Monetary reward means pay-money-for-worker,
for example, execution reward, work advancement, commission, tips, and

blessings and so forth. Nonfinancial rewards are nonmonetary/noncash and it is a

12



social acknowledgment, for example, affirmation, endorsement, and certified
thankfulness and so on. According to Neckermann and Kosfeld (2008), the
nonfinancial reward are likewise called materials grant. Frey (1997) contends
that once pay surpasses a subsistence level, inborn components are more
grounded sparks, and staff inspiration requires characteristic rewards, for
example, fulfillment at completing a great job and a feeling of accomplishing
something advantageous. There is blend finding in the literature to figure out
what kind of reward is greater efficient to increase employees’ performance. As
indicated by Perry et al., (2006), financial reward is not the most motivating
factor and the financial results have a motivating effect among employee. A few
examinations have discovered that among employee surveyed, money wasn't the
most crucial incentive, and in some cases managers have found money to have a
demotivating or negative impact on the employees. And on the other hand, Ryan
suggested that non-financial types of rewards can be very meaningful to workers
and very motivating for the performance improvement. According to him, the
creative use of non-financial rewards reinforces positive behaviors and enhances
employee retention and operation. These kinds of recognition can be economical
to provide, but priceless to get. In this study, the two kinds of reward chose to
research in Viet Nam, were non-financial and monetary - a portion of financial

reward.

2.3 Job satisfaction
As indicated by Locke (1976, p.1300), Job satisfaction was described as a
magical or a favorable passionate state coming about due to the self-evaluation

of one's activity or occupation experiences. Basic portions of job satisfaction

13



contain work, pay, advancement, recognition, benefits, working conditions,
supervision, associates, administration, as well as friends (Locke, 1976, p. 1302).
These definitions have assumed an important part in the improvement of
supposed substance speculations, of job satisfaction, that job to comprehend the
individual sections that have to be accomplished before a person might feel
completely pleased with their action (Sierpe, 1999). Locke consolidated optional
variations the hypothesis of the two components created by Herzberg, Mausner
and Snyderman (1959) and Maslow's (1970) series of the significance of human
needs. The Two Factor hypothesis advocates the directors must demand to
guarantee the ampleness of cleanliness factors to steer clear of representative
disappointment. What is more, the managers must ensure the work is animating
and therefore so the reps are urged to work and work harder and better. This
hypothesis underscores upon work advancement with a specific end goal to
move the representatives. He job must use the worker's skills and competences to
the maximum. Focusing on the motivational factors may improve work quality.
Job satisfaction is by nature multifaceted. Research shows that the different
aspects of job satisfaction can be classified into two dimensions: intrinsic and
extrinsic (Hirschfeld, 2000; Spector, 1997; Weiss et al., 1967). Intrinsic
attributes of the work itself contributes to the first, while the latter is derived
from the work environment and the compensation received. Consequently,
intrinsic satisfaction reflects the sense that one's work is intrinsically rewarding,
and others concur in recognizing it as such. As such it reflects the professional's
awareness of self-efficacy. Extrinsic satisfaction is dependent on more tangible
factors like compensation or working conditions, but nevertheless impacts a
worker's internal motivation. Numerous researchers have studied job satisfaction

of college librarians. Some included comparisons of background and
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demographic factors in their determinations of job satisfaction aspects, but the
findings have shown inconsistent results (Fitch, 1990; Horenstein, 1993;
Mirfakhrai, 1991; Voelck, 1995; Wahba, 1975). Additionally to background and
demographic factors, a number of other aspects have been studied and correlated
with job satisfaction. Some studies reported on specific job functions, like info
technology workers and catalogers (Chwe, 1978; Leysen & Boydston, 2009).
Several researches have concentrated on exploring the nationality or cultural

history of librarians (e.g., Thornton, 2000; Togia, Koustelios, & Tsigilis, 2004).

2.4 Job performance

Performance is behavioral, random, measurable and multifaceted, and can
also be a number of intermittent incidents that employees have done in standard
duration in the organization. Job performance assesses whether an individual
plays a job well.

Job performance is a standout amongst the most critical variables that a
great deal of association needs to consider to amass in. As indicated by
Appelbaum et al., (2000) demonstrated to us the job performance turned into the
most imperative ward factor it is likewise the exceptionally urgent form in
industrial organizational psychology research and practice. In light of the
meaning of the performance of the study by Otto et al., (2012), job performance
split to various huge components that requirement for encourage clarification. In
occasion bearing, the errands are partitioned among the team individuals as
would any activity division in an association. Job performance involves
something individuals do and may be thought about what the move that
individual makes (Oswald et al., 2010). In any case, Faulkner et al., (2007);

Watson and Strayer (2010) perceived that performance does not join the outcome
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of those specific activities. When all is said in done, results are regularly mixed
up to be effectively evaluated and followed to gauge work execution because of
their capacity. The outcomes are not what the moves that people make,
notwithstanding, the outcomes are affected by singular endeavors. Occasion
course focuses on singular occupation execution because of the substance of the
occasions which are typically here and now. Numerous occasion coordinators
subcontract operational divisions while putting one major director or individual
accountable for each activity to regulate this particular capacity. Subsequently,
singular execution is essentially reliant upon others that do the basics to
guarantee the smooth stream of the occasion. This individual is depended to
guarantee the achievement work that in the long haul will add to the general
achievement of a specific occasion.

Regardless of the ease of describing the job functionality as the product of
the sum and the standard of work done, for many researchers this strategy has
turned out to be sufficiently detailed and hard to employ. Job performance can be
described rather to emphasize just those behaviours and actions which are under
the control of the employee, and build to the company's aims (Rotundo &
Sackett, 2002). Borman and Motowidlo (1993) suggested two different kinds of
job performance standards exist: task and contextual performance. So-called task
performance, describes somebody's execution of the core responsibilities that
could be formally listed in her or his job description. This refers to actions which
contribute to goods’ production or services’ production (Motowidlo, Borman, &
Schmit, 1997). By contrast, “contextual functionality” refers to spontaneous
behaviors by that a worker supports and enriches the workplace environment.
Contextual functionality is conceptually the similar with organizational

citizenship behaviour and citizenship functionality (Borman & Penner, 2001).
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Even though the organizational citizenship literature along with the citizenship
operation literature developed individually, the behaviour, causes and effects and
attitudes they describe differ very little form one another (Organ, 1997). In this
study the assumptions emerge both the literature, but keep the label contextual
performance, so as to ease contrast to the research of Motowidlo and Van Scotter
(1994). Organizational effectiveness depends upon both the task and contextual
performance, and the two kinds of functionality produce value for the
organization (Borman & Motowidlo, 1997; Conway et al., 1999). Furthermore,
contextual operation deserves more attention in the context of the library for
many reasons. Since the latest trend toward downsizing increasingly requires
workers to be adaptable and display more effort, contextual operation became
increasingly more important in organizations (Borman & Motowidlo, 1997).
Contextual performance was found to be especially significant from the service
sector, like university libraries (Bettencourt, Meuter, & Gwinner, 2001).
Particularly, researchers showed the implications of contextual functionality
from the library context by describing the day-to day performance of university
libraries. Contextual performance enables a worker to sustain and bring about a

mutually beneficial relationship with the organization (Organ, 1988).

2.5 Interrelationship Among Research Constructs
2.5.1 Interrelationship Between Leadership style and Job satisfaction

A good deal of research was done on the relationship between leadership
behaviours and job satisfaction (Nguni, et al., 2006; Walumbwa, 2003) and
showed that the leadership style influences job satisfaction in associations at

different levels. Transformational leadership style focuses on the requirement to
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keep a top quality relationship with followers which leads to job satisfaction
(Avolio et al., 2004).

A research by Walumbwa (2003), showed that transformational leadership
can enhance the  performance of subordinate personnel by raising
consciousness on the significance of expected results, which makes prioritize
others towards themselves, and also transform subordinates degree of needs.
This has been verified by numerous studies that have shown that leadership
behaviours have a tendency to affect the amount of satisfaction (Darvish and
Pour, 2013).

In a research conducted in Malaysia, Von et al., (2011), found that
transformational leadership styles have direct connections with the workers job
satisfaction. Similar results have been reported in a number of other studies.
Thamrin (2012) noted that transformational leadership has a positive significant
impact on job satisfaction. Choudhary et al., (2013) analyzing the impact of
leadership styles on job satisfaction of teachers at universities in Mogadishu
Somalia discovered a substantial relationship between job satisfaction and
transformational leadership style. In a cross cultural analysis, Walumbwa et al.,
(2015), investigated the nature of the relationship between transformational
leadership and organizational commitment and job satisfaction in Kenya and the
US of America.

Results of the analysis demonstrated that transformational leadership has a
strong positive impact on job satisfaction in both civilizations. The results further
showed that transformational leadership style had a stronger relationship with
job satisfaction indicating that this kind of leadership is more acceptable for
handling government organizations. In the same way, Nguni et al., (2006)

studied the effects of transformational and transactional leadership on instructors
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job satisfaction, organizational commitment, and organizational citizenship at
universities in Tanzania and noted that teachers rated their school principals on
the transformational leadership traits of charismatic leadership, personalized
consideration, and intellectual stimulation. It's therefore important to research

about the relationship between leadership style and job satisfaction in Vietnam.

2.5.2 Interrelationship Between Leadership style and Job performance

Transformational leadership theory postulates that leaders exhibit certain
behaviours that accelerate employees degree of advanced thinking through they
improve individual worker performance, organizational innovation, and
organizational performance (Aragon-Correa, Garcia-Morales, & Cordon-Pozo,
2007; Colbert, Kristof Brown, Bradley, & Barrick, 2008; Piccolo & Colquitt,
2006). To improve the performance, transformational leaders empower
employees by offering sufficient autonomy to determine the way to perform job
tasks, encourage organizational learning, and encourage employees to use all
available resources needed to improve imagination (Gumusluoglu & llsev,
2009).

Leadership behaviour generally and transformational leadership,
particularly, has for ages been considered an essential individual factor that
affects innovation and performance in the workplace (Keegan & Den Hartog,
2004). Further, Waldman, Ramirez, House, and Puraman (2001), based on
higher echelon theory, proposed that transactional leadership will be positively
associated  with  organizational  performance. Lowe, Kroeck, and
Sivasubramaniam (1996) found support for this positive relationship through
meta evaluation research study. Aside from transactional leadership, it's strongly

called that transformational leaders are going to have significant contribution to
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improving organizational performance. They encourage employees to take the
risk, and such a risk taking yields positive impacts on performance below the
uncertain environment (Waldman et al., 2001). They inspire and motivate
employees to. Be innovative and also to achieve difficult goals, plus they insist
employees strategy job problems in each of the directions and discourage them
using traditional methods to derive solutions. Therefore it's called that
transformational leadership will probably possess strong and positive impacts on
organizational performance apart from the effects of transactional leadership on

organizational performance.

2.5.3 Interrelationship Between Job performance and Job satisfaction

The activity satisfaction—work performance relationship has been the
subject of many examinations. Judge et al., (2001), then again, deciphered their
own discoveries as recommending that fulfillment and execution are definitively
related and they noticed various potential outcomes with respect to the
satisfaction— execution relationship, for example, the proposal that fulfillment
causes execution, that execution causes fulfillment (Lawler & Porter, 1967), and
that the causal relationship is bidirectional (Schwab & Cummings, 1970).

A noteworthy assemblage of experimental and meta-analysis research
(Organ & Ryan, 1995) has investigated the forerunners of general employment
execution, particularly as to work fulfillment (Judge et al., 2001; Organ, 1988;
Petty, Mcgee, & Cavender, 1984). Social trade hypothesis has been offered as a
hypothetical clarification for this relationship (Bateman & Organ, 1983). Various
investigations show that general occupation fulfillment positively affects
relevant execution (OCB) (Organ, 1988; Organ & Ryan, 1995; Smith, Organ, &

Near, 1983). A few analysts have focused on that representatives who like their
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work frequently react by expanding their work exertion and their undertaking
execution. A few researchers think about have implied at the significance of
occupation fulfillment for work execution.

A current meta-investigation by Judge et al., (2001) found a mean revised
relationship of .30 amongst fulfillment and execution (k = 312, N = 54,471).
This relationship was substantially more grounded than the redressed connection
of .17 found in a before meta-investigation (laffaldano and Muchinsky, 1985) (k
=74, N = 12,192) and will probably invigorate a recharged enthusiasm for the

investigation of the satisfaction— execution relationship.

2.5.4 The Mediation of Job satisfaction on Leadership style and Job
performance

Mediation is depicted as the causal arrangement wherein one-factor
influences another consider which turn influences the third factor. The
interceding variable is known as the middle person since it intervenes, the
connection between the indicator and an outcome (Baron & Kenny, 1986). An
assortment of research has been directed to learn the intercession part of
components in authority ponders. Occupation fulfillment is a fundamental
viewpoint for the advanced association and a considerable measure of research
work has been done to expand work fulfillment. Voon, Ngui, and Ayob (2011)
demonstrate a more grounded connection between transformational
administration and occupation fulfillment. On the off chance that the association
needs to enhance work fulfillment among their specialists and furthermore to
build duty, analyst saw they have to take after transformational pioneers (Koh,
Steers, & Terborc, 1995). Krishnan et al., (2005) expresses transformational

administration as a key factor of high occupation fulfillment and in this manner
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expanded representative productivity. Schaubroeck and Lam (2007) were the
supposition that there's the certain connection between transformational
administration and specialist execution and it makes a positive effect on group
execution. The transformational leadership is effective in two ways, first it
constructs excitement, also, ingrains mindfulness vision that prompts more
prominent occupation fulfillment along these lines, managers operation takes a
positive incline (Kennedy & Anderson, 2002). Moreover, an investigation of
Private College in Pakistan (M. Umer Paracha, Adnan Qamar, Anam Mirza,
Inam-ul-Hassan, & Hamid Waqas, 2012) exhibited that activity fulfillment
halfway intercedes the connection between the transformational initiative and

laborer proficiency.

2.5.5 The Moderation of Reward on Job performance and Job Satisfaction
2.5.5.1 Interrelationship between Job Performance and the relationship of
Job Satisfaction and Reward

By a long shot the most general methods for examining the job satisfaction-
job performance relationship has involved the use of moderator variables.
Presumably the most consistently explored arbitrator is compensated possibility.
Many papers have estimated that activity execution should impact job
satisfaction just to the level that individuals are remunerated in light of their
proficiency. The rationale of this civil argument is expecting that compensation
Is esteemed by workers, low execution disappointing or superior ought to fulfill
to the degree that compensation is associated with execution. In spite of the fact
that this suggest for the most part was framed as far as operant molding (Orpen
et al., 1981; Cherrington, Reitz, & Scott, 1971), this need not be the cases. Locke

(1970) guessed that esteem achievement would direct the performance-
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satisfaction relationship, with the end goal that execution is fulfilling to the
degree that it prompts imperative work esteems. In this way, a solid pay-
execution possibility would influence the individuals who to esteem pay fulfilled
on the grounds that execution prompts value rewards. Locke's (1970) theory
uncovered another constraint of the compensation for-execution possibility
speculation. Pay is just a single of many employment rewards, and research
demonstrates a frail relationship amongst's pay and job satisfaction (Spector,
1997). Employees revealed that they esteem inherent toward, for example, the
nature of the work itself more than pay (Jurgensen, 1978). Besides, trial of the
reward possibility speculation have disregarded the likelihood of execution itself
could be naturally fulfilling to numerous people. Notwithstanding of these
impediments, in an audit of this writing, Podsakoff and Williams (1986)
established that the connection between work execution and general fulfillment
was something more grounded in thinks about in which rewards were connected
to where there was no execution pay possibility (mean r = .17) and execution

(mean r = .27) than in ponders.

2.5.5.2 Interrelationship between Job Satisfaction and the relationship of
Job Performance and Reward

Keeping in mind the goal to be powerful in rewarding employees, there is
an expanded change in their work execution and satisfaction; supervisors are
encouraged to pick up data about Herzberg's hypothesis, particularly with
regards to the contrasts between the two inspirations and cleanliness factors. So
as to have a workforce that is exceptionally energetic, there is a requirement for
chiefs to first ensure that specific cleanliness factors which they have control

over are in effect at present acknowledged by their employees. Probst and
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Brubaker (2001) presumed that the distinction between work fulfillment and
disappointment lies in the sum and the sort of prizes gave or given to the
representatives and the sum and kind of prizes that the worker expects he/she
merits. This thought is upheld by past specialists, Magione and Quinn (1975)
who think about both occupation fulfillment and disappointment to be the
consequence of the impression of a worker with respect to individual
assumptions about what and how much they merit for contributing towards the
association that they work for. At the end of the day, representatives expect that
their commitments and endeavors ought to be esteemed and offered significance
to similarly that they esteem their activity and work towards achieving the
errands appointed. As per Ahmad et al. (2010), workers are exceptionally prone
to feel 'fulfillment' and 'Execution’ when they realize that they can get reasonable

pay with respect to the measure of work that they did.
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CHAPTER THREE
METHODS OF RESEARCH

Chapter three aims to introduce about the framework model and the
hypotheses together with a measurement of the four research constructs.
Besides, it also introduces the method research to test the hypotheses. The
chapter describes firstly the proposed conceptual framework and hypotheses to
be tested. After that, the sampling plan, questionnaire design, data techniques

to analysis would be showed in this chapter.

3.1 The Conceptual Model

This study developed a research framework based on the literature review
in chapter two. After that, the hypotheses would be mentioned according to the

model, as shown in Figure 3.1.

H4

Job Satisfaction

Reward

Hl H3

Leadership style — | Job Performance
H2

Figure 3.1 The research framework
Hypotheses:
H1: There is a significant effect between Leadership style and Job

satisfaction.
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H2: There is a significant effect between Leadership style and Job
performance.

H3: There is a significant effect when Job satisfaction to be in relation with
Job performance.

H4: Job satisfaction mediates the relation between leadership style and Job
performance.

H5: Reward moderates when Job performance in relation with Job

satisfaction.

3.2 Instrument

There is a survey conducted to collect data for variables of the study. The
research questionnaire with 42 items is developed to obtain the responses from
employees who currently work in Viet Nam on different working place research
variables. The research questionnaire was divided into two parts. The first one
consisted of four constructs: Leadership style (12 items), Reward (Monetary: 6
items, Non-financial: 7 items), Job Satisfaction (6 items), Job performance (11
items). The second part was demographics which included gender, age, marital
status, education, working experience, tenure (See appendix). The detailed
contents of the questionnaire are shown in the Appendix. The seven-point scale
named Likert-type scales with “1” equals “strongly disagree”, “2” — “disagree”,
“3” means “somewhat disagree”, “4” = “neutral”, “5” equals “somewhat agree”,
next, “6”- “agree”, and finally, “7” means “strongly agree”. This scale was used

to measure the variable. The respondents were asked to rate for the survey.
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3.3 Construct Measurement

This study has studied four research constructs, after that the inter-
relationship among these variables also be assessed. The main identified
constructs are Leadership style, Reward, Job Satisfaction, Job Performance. Each
construct has its operational conceptions and measurement items. Appendix

tables present the questionnaire items for this study.

3.3.1 Leadership style

Leadership style was defined that is an understanding of an individual about
their right as consumer when a mobile application was marketed. Based on the
previous studies of leadership style (Bass, 1985; Bass, 1999; Yukl, 2004), this
study focused on transformational leadership style and used twelve items to
measure leadership style. Sample item include “My manager recognizes and
appreciates that I have different skills, needs and abilities”, “My manager
provides challenges for me to help me grow” and “My manager helps me to
understand my visions by using tools, such as images, stories, and models”. The

list of items for construct “Leadership Style” was mention below.
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(LS1) My manager recognizes and appreciates that | have different skills, needs
and abilities

(LS2) My leader provides coaching and feedback process, so that | know how |
am doing

(LS3) The supervisor helps me to have a clear the visions by using tools, such as
Images, stories, and models

(LS4) My manager helps me to consider the moral and ethical consequences of
decisions

(LS5) My top leader plays an important role to connect me with others in
workplace

(LS6) My manager provides challenges for me to help me grow

(LS7) My manager creates opportunities and provides support to me to develop
my strengths

(LS8) My supervisor uses rewards for recognition when | gain difficult goals

(LS9) My manager leads me in career by using plans and technical tools such as
computer

(LS10) My manager stimulates me to think about what | am doing for my
customers

(LS11) My leader encourages me to pursue my professional growth

(LS12) My manager suggests me some ideas when | have trouble

3.3.2 Reward

As mentioned above, there are two kind of construct “Reward”: Monetary
and Non-finance. To measure those Kkinds, thirteen questionnaire items were
designed from Neckermann and Kosfeld (2008). Factor “Monetary” includes six

items, while there are seven items adopted for “Non-financial” factor. The seven-
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point named Likert scale had used to measure all these questionnaire, with

number “1” means “totally disagree” and “7” - “fotally agree”. The list of

guestionnaire items for construct “Reward” was mention below.

Moneytary

(RM1) My manager used money as a reward, make me get more motivation to
reach the target

(RM2) The most attractive condition made me performing well at my job is
when | get my salary and monetary rewards regularly.

(RM3) Bonus money improves my performance

(RM4) Monetary reward motivates me doing well my job

(RM5) | could enhance my performance if there is a monetary reward for
outstanding performance

(RM6) | am satisfied with monetary reward when | reach the goal

Non-financial

(RN1) I am satisfied when | received praise when | do good job (well done,
thank you)

(RN2) I could perform better if |1 can get some praise or commendation for the
company’s outstanding performance

(RN3) The way to comment and feedback of my supervisor made me satisfied
with the job

(RN4) | am satisfied when my manager provides appropriate recognition for
my contribution

(RN5) I am satisfied when my manager provides me more training opportunity
as a reward

(RN6) | am satisfied to got certificate of commendation when | do good job
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(RN7) My manager sends souvenir to me when | reach targets

3.3.3 Job Satisfaction

To measure job satisfaction, 6 items were designed based on Boydston
(2009); Lim (2008), Spector (1985). The seven-point named Likert scale had
used to measure all these questionnaire, with number “1” means “totally
disagree” and “7” - “totally agree”. The list of questionnaire items for construct
“Job Satisfaction” was mention below. In particular, sample questionnaire items
for determine layout and functionality: “I like the people | work with in my
company”. The questionnaire items showed below.

Job Satisfaction

(JS1) I like the people I work with in my company

(JS2) The lunch break, rest breaks and leaves given in the company made me
satisfied

(JS3) The amount of benefits and rewards in company satisfied me

(JS4) The amount of reward provided in the company is fair

(JS5) The benefits that | received are as good as the other companies provied

(JS6) I love what I am doing at work

3.3.4 Job performance

To collect data about job performance, 11 items was adopted based on Chu
and Lai (2011). Then, the seven-point named Likert scale had used to measure
all these questionnaire, with number “1” means “totally disagree” and “7” -
“totally agree”. Sample survey items included “I feel satisfied with my job and

my manager” and “I feel free to involve in making decisions affecting my job”.
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Job Performance

(JP1) I always be interested in what I am doing in my job

(JP2) My career sufficiently challenged me

(JP3) My work brings to me the emotion of personal accomplishment
(JP4) | feel free to involve in making decisions affecting my job
(JP5) I always have chance to decide the way to do in my job
(JP6) The company's purpose is extremely clearly for me

(JP7) | feel satisfied with my job and my manager

(JP8) I enjoy work with my coworkers

(JP9) I know exactly what is the goals of my job

(JP10) I can get my job down

(JP11) Doing this job make me feel extremely pride

3.3.5 Demographics

The demographic characteristics had designed to investigate the dissimilar
features among every respondents, who took part in this survey. According to
others studies in the past, the individual demographic features could be measured
by the following indicators:

- Gender

- Age

- Education

- The length of working time

- Tenure
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3.4 Translation

To collect data for research, the major respondent is Vietnamese employees.
Therefore, Vietnamese language plays an important role in data collection. In
typically, the survey was designed by English, after that, the second language -
Vietnamese was used to translate all question items into Vietnamese. It is easier
for respondents to answer quickly. The last but not the least step is to translate
the questionnaire items back to English to recheck the correction. To complete
this questionnaire, the five doctoral degree scientists, who major in business
administration, human resource management and have great skills at English as
well as Vietnamese, in Vietnam, are asked to give their suggestion for all the
items from English to translate into Vietnamese, to ensure that nothing is
different between the Vietnamese version and English version. Then, the double
check by translating Vietnamese back into English one more time was used to
make sure again. After that, the incorrect words were removed. The final version
of questionnaire in Vietnamese language was completed after being carefully

discussed and modified (see Appendix).

3.5 Pilot Test

A trial test is conducted in Vietnamese version to fortify questionnaire’s
effectiveness. Pilot test is handled on the internet and 50 responses are collected
intentionally. Consequently, this trial data is analyzed in reliability test to get
internal consistence of each items and factors. An acceptable level of internal
consistency would be reflected in o value of no less than 0.70 in this study. The
results of the Cronbach’s a showed that the questionnaire of each variable had

relatively high coefficient a higher than .7.
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3.6 Sampling Plan and Data Collection

The data in this thesis was collected by sending 350 questionnaires to
Vietnamese employees who have been working in Vietnam. The sampling plan
was developed to assure that certain forms of respondents are encompassed in
this study. The employees, who are working in private company in all cities of
Vietnam, were asked for answering survey. Due to the time and convenience of
collecting data, a part of the survey questionnaires was sent to employees in the
organizations directly through the managers. It took approximately two months
(from July to August, 2017) for the survey to complete. In total, 350 survey
questionnaires were delivered directly to the employees and 331 were returned
and used. Data collection consisted of five steps. Firstly, identifing related
research variables through literature review and advice from thesis advisor. The
second step was to complete the drafting of the survey questionnaire. Next, the
third step, translating the research questionnaires into Vietnamese and then
translate back into English one more time to double check the meaning of the
items remained the same. Fourthly, running a pre-test of the Vietnamese
questionnaires to check a (alpha). 50 respondents were invited for the pre-test.
Based on the pre-test, an internal consistency reliability coefficient of each item
was computed. If the consistency reliability coefficient of each question can not
be achieved, the questionnaire was modified one more time as a result to reach
the greater consistency. The final step was delivery the Vietnamese questionnaire
indirectly and directly to Vietnamese respondents. When the data was totally

completed, it could be used for analyzing in the following step.
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3.7 Data Analysis Procedure
The program named SPSS v.20 was used to calculate data. To test the
hypotheses as developed from this study, there are six methodological
techniques adopted:
- Descriptive Statistic Analysis
- Factor analysis and Reliability test
- Independent Sample t-test
- One way analysis of variance (ANOVA)
- Multiple Regression Analysis

- The Hierarchical Regression Analysis

3.7.1 Descriptive Statistic Analysis
To measure about characteristics of all variable, the method named
Descriptive Statistic Analysis is extremely useful. It calculates the means of

each variable, besides the standard deviations also mentioned.

3.7.2 Factor analysis and Reliability Tests

(I) Factor analysis:

The purpose of factor analysis is to explore the underlying variance
structure of a set of correlation coefficients. Factor analysis not only is used to
summarize or reduce data but also exploratory or confirmatory purpose. Factory
analysis assumes that a small number of unobserved variables are responsible for
the correlation among a large number of observed variables. In other words, the
latent cannot be directly observed, but they affect observable variables.

Specifically, factor analysis assumes that the variance of each observed variable
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comes from two parts: a common part shared with other variables that cause
correlation among them, and a unique part that is different from other variables.
The common parts are called factors, and these factors represent the latent
constructs. Measurement items with factor loadings greater than 0.6 will be
selected as the member of a specific factor.

(1) Reliability test:

After running reliability test, Item-to-total Correlation and Cronbach’s a
will be shown. These results measure the correlation of each item to the sum of
the remaining items within one factor. This approach assumes that total score is
valid and thus the extent to which the item correlates with the total score is
indicative of convergent validity for the item. Items with correlation lower than

0.5, will be deleted from analysis process.

3.7.3 Independent Sample t-test

To test whether the differences between two groups in relation with one
variable, independent sample t-test is used in this cases. In this study, it was
applied to compare the differences between male and female employees in the
four constructs: Job Performance, Job Satisfaction, Monetary Reward, Non-

financial Reward.

3.7.4 One Way Analysis of Variance (ANOVA)

To test whether the differences between more than two groups in relation
with one variable, one-way Analysis of variance is used in this cases. In this
study, it was applied to compare the differences between demographic variables
(i.e. ages, gender, education, working time and tenure) of the respondents in the

four constructs: Job Performance, Job Satisfaction, Monetary Reward, Non-
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financial Reward. The analysis will be significant with t-value higher than 1.98,

also the p-value lower than 0.05.

3.7.5 Regression Analysis

(I) Multiple Regression Analysis

The multiple regression analysis is used to analyze the relationship between
a single dependent variable and several independent variables. Thus, the main
purpose of multiple regression analysis is to predict the dependent variable with
a set of independent variable. Another objective of multiple regression is to
maximize the overall predictive power of the independent variables as
represented in the variate. Multiple regression analysis can also meet an
objective comparing two or more sets of independent variables to ascertain the
predictive power of each variate. The analysis will be significant when the R-
square higher than 0.1 (R2>0.1), correlation higher than 0.3 and F-value is
higher than 4. In this study, the multiple regression analysis was conducted to
examine the mediating variable of organizational commitment between
independent variable of perceived organizational support and dependent variable
of job satisfaction.

(1) Hierarchical Regression Analysis

To test how moderating variable of Reward effect on the relationship
between the independent variable of job satisfaction and dependent variable of
job performance, the method named hierarchical regression analysis was

conducted.
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4.1 Descriptive Analysis and Factor Analysis

CHAPTER FOUR
RESEARCH ANALYSIS AND FINDINGS

4.1.1 Characteristics of Respondents

The respondents’ characteristics are displayed in Table 4-1. Five major

categories: (1) gender (2) age (3) education (4) working experience and (5)

tenure of employees were collected and measured.

Table 4.1 Characteristic of Respondents in this research (n=331)

Item Description Frequency Percentage (%)

Gender Male 139 42
Female 192 58
Less than 25 years old 149 45

Age 26 to 35 years old 88 26.6

36 to 45 years old 71 21.45

More than 45 years old 23 6.95

High school 23 6.95

Bachelor 188 56.79

Education Master 94 28.4

PhD. 13 3.93

Others 13 3.93

Less than 1 years 87 26.29

Working 2 to 4 years 122 36.85

Experience 5 to 8 years 33 9.97

More than 9 years 89 26.89

Current position Employee 229 69.18
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Supervisor 28 8.45

Low-level manager 9 2.72
Middle-level manager 44 13.30
Top manager 21 6.35

Table 4.1 shows that there are 42% of respondents are male and 58% are
female. 45% of the respondents are less than 25 years old, while 26.6% and
21.45% and 6.95% are from 26 to 35 years old, 36 to 45 years old and more than
45 years old, respectively. Fifty-six point seventy nine percent of the number
respondents got a bachelor degree, whereas 6.95% earned high school diploma,
28.4% number are masters, for PhD and others are 3.93%. About working time,
the rate of the respondents has less than 1 years (26.29% ) and 36.85% of them
were from 2 to 4 years. The percent of total number respondents have 5-8 years
of working time is 9.97%; and who has more than 9 years get 26.89%. Most of
the respondents are employees (69.18%), 8.45% of them are supervisors and
about 22.37% of the respondents are manager which contains three kinds of level

(from lower to top manager).

4.1.2 Measurement Results for Relevant Research Variables

The descriptive statistics of the questionnaire items is presented in Table 4-
2. The descriptive statistics identifies the mean value, and standard deviation of
the research questionnaire. Table 4-2 also illustrates the description of each item.
This descriptive analysis recruits 12 items for leadership style, 6 items for
monetary reward, 7 items for non-financial reward, 6 items for job satisfaction
and 11 items for job performance.

The mean value and standard deviation describe the tendency of the

38



participants for each relevant construct. It is said that what the leadership style
our questionnaire participants are going to be, what the questionnaire
participants’ attitude tend to be, etc. The overall tendency of our questionnaire

participant’s opinions are summarized in Tables 4-2.

Table 4.2 Descriptive Analysis for questionnaire items

Items Descriptions Mean Staf.‘de!fd
Deviation
Leadership Style

My manager recognizes and appreciates that | have

LS| different skills, needs and abilities 506 | 1.292

LS? My leader provides (_:oachmg and feedback process, so that 535 1283
I know how | am doing

1S3 My supervisor helps me to understand my visions by using 4.99 1,505
tools, such as images, stories, and models

LS4 My manager helps me to consider the moral and ethical 514 1.450
consequences of decisions

LS5 My top leader plays an important role to connect me with 510 1562
others in workplace

LS6 | My manager provides challenges for me to help me grow 5.31 1.360

LS7 My manager creates opportunities and provides support to 505 1554
me to develop my strengths

LS8 I\/'Iy' manager uses rewards for recognition when 1 gain 5 12 1554
difficult goals

LS9 My manager leads me in career by using plans and 4.82 1694
technical tools such as computer

LS10 My manager stimulates me to think about what | am doing 5.04 1508
for my customers

LS11 My leader encourages me to pursue my professional 5 58 1384
growth

LS12 | My manager suggests me some ideas when | have trouble 5.37 1.407

Reward Monetary

RML1 My_mar)ager used money as a reward, make me get more 5 95 1,601
motivation to reach the target

RM2 | The most attractive condition made me performing well at 5.23 1.624
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my job is when | get my salary and monetary rewards
regularly.

RM3 | Bonus money improves my performance 5.44 1.487
RM4 | Monetary reward motivates me doing well my job 5.46 1.414
RM5 I could enhance my performance if there is a monetary 553 1495
reward for outstanding performance
RM6 | | am satisfied with monetary reward when I reach the goal 5.40 1.460
Reward Non-financial
RN1 | am satisfied when | received praise when | do good job 553 1417
(well done, thank you)
| could perform better if I can get some praise or
RN2 | commendation for the company’s outstanding 5.46 1.506
performance
RN3 The way to comment _and feedback of my supervisor made 5 24 1.494
me satisfied with the job
RN4 I am s_a_tlsfled when my manager provides appropriate 5 69 1314
recognition for my contribution
RNG I am satisfied v_vhen my manager provides me more 5 64 1301
training opportunity as a reward
RN6 I am SatI'Serd to got certificate of commendation when | 543 1.474
do good job
RN7 | My manager sends souvenir to me when | reach targets 4.87 1.700
Job Satisfaction
JS1 | I love all the people | work with in my company 573 1.249
352 The lunch break, rest _breaks and leaves given in the 5 40 1.407
company made me satisfied
153 'r;f;e amount of benefits and rewards in company satisfied 537 1394
JS4 | The amount of reward provided in the company is fair 5.29 1.434
IS5 The ber]eflts that | received are as good as most other 524 1.408
companies offer
JS6 | I love what | am doing at work 5.47 1.371
Job Performance
JP1 | I always be interested in what 1 am doing in my job 5.84 1.341
JP2 | My career sufficiently challenged me 5.63 1.234
JP3 | My work brings to me the emotion of personal 5.56 1.346
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accomplishment

JP4 | | feel free to involve in making decisions affecting my job 5.39 1.304
JP5 | I always have chance to decide the way to do in my job 5.56 1.346
JP6 | The company's purpose is extremely clearly for me 5.54 1.369
JP7 | | feel satisfied with my job and my manager 5.24 1.572
JP8 | I enjoy work with my coworkers 5.49 1.304
JP9 | I know exactly what is the goals of my job 5.58 1.289
JP10 | I can get my job down 4.22 2.011
JP11 | Doing this job make me feel extremely pride 5.63 1.224

4.1.3 Factor Analysis and Reliability Tests

In order to identify the dimensionalities and reliability of the research
constructs, the measurement items’ purification procedure is conducted as
necessary. The purification process includes factor analysis, which contains
factor loading, eigenvalue of the factors extracted from the measurement items.
After factor analysis, to identify the internal consistency and reliability of the

construct measurement, the item-to-total correlation, Cronbach’s alpha are

calculated.

«  Factor loading higher than 0.6

«  Kaiser-Meyer-Olkin Measure of Sampling Adequacy (KMO) higher than

0.5;
- Eigen value higher than 1;

= Criterion for the reliability test: Item-to-total correlation equal or higher

than 0.5; Cronbach’s Alpha equal or higher than 0.7
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Table 4.3 Results of Factor Analysis and Reliability Tests on

Leadership Style

Construct

Item

Factor
Loading

Eigen-
value

Item to
total
correlation

Cronbach’
s Alpha

Leadership Style (KM0=.902)

LS8

My manager uses rewards
for recognition when | gain
difficult goals

.786

LS7

My  manager  creates
opportunities and provides
support to me to develop
my strengths

781

LS9

My manager leads me in
career by using plans and
technical tools such as
computer

732

LS10

My manager stimulates me
to think about what 1 am
doing for my customers

728

LS6

My  manager provides
challenges for me to help
me grow

.690

LS12

My manager suggests me
some ideas when | have
trouble

.668

LSS

My top leader plays an
important role to connect
me  with  others in
workplace

.605

LS11

My leader encourages me
to pursue my professional
growth

.601

4.203

137

715

.684

.663

.626

.887

LS2

My leader provides
coaching and feedback
process, so that | know
how | am doing

740

LS3

My manager helps me to
understand my visions by
using tools, such as
images, stories, and
models

730
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.548

.596
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My manager helps me to
consider the moral and
ethical consequences of
decisions

LS4

721

595

My manager recognizes
and appreciates that | have
different skills, needs and
abilities

LS1

611

.386
Deleted

Table 4.3 presents the results of factor loading for measurement of
leadership style. There are total twelve variables were selected for further
analysis and have two factor. It is shown that they have significant high loading
score with all items have factor loading greater than 0.6. LS8 “My manager uses
rewards for recognition when | gain difficult goals” has the highest factor
loading 0.786, and the lowest is LS1 with factor loading of 0.611. Table 4.3 also
shows that the item to total correlation for the construct are greater than 0.5
(except LS1 with .386 — Deleted), Cronbach’s o = 0.887, eigen value = 4.203 for
the first group include: LS8, LS7, LS10, LS6, LS12, LS5, LS11; and Cronbach’s
a = 0.736, eigen value = 2.561 for the second group include: LS2, LS3, LS4.

Based on all criteria, we can conclude that the reliability and internal consistency

on this factor are acceptable, except LS1.
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Table 4.4 Results of Factor Analysis and Reliability Tests

on Reward Monetary

Factor| Eigen-| Itemto |Cronbach

Construct Item Loading| value total 's Alpha
correlation
my performance
Monetary reward 833 127
RM4 | motivates me doing well

my job

s | could enhance my .800 681

) performance if there is a

RMb5

monetary  reward  for

O .
S outstanding performance
3 The most attractive 705 529
g condition  made  me
5 performing well at my job
c RM2 | @
S is when | get my salary
= and monetary rewards
= regularly.
2 | am satisfied with 632 448
04 RM6 | monetary reward when | Deleted
reach the goal
My manager used money 443
as a reward, make me get Del
RM1 NN
more motivation to reach eted
the target

Table 4.4 presents the results of factor loading for measurement of
Monetary Reward. There are total six variables were selected for further analysis
and have one factor. It is shown that they have significant high loading score
with five items have factor loading greater than 0.6. RM3 “Bonus money
improves my performance” has the highest factor loading 0.848, and the lowest
Is RM1 with factor loading of 0.443 - Deleted. Table 4.4 also shows that the item
to total correlation for the construct of monetary reward has four items greater

than 0.5, Cronbach’s a = 0.827, eigen value = 3.145. Based on all criteria, we
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can conclude that the reliability and internal consistency on this factor are
acceptable.

Table 4.5 presents the results of factor loading for measurement of Non-
financial reward. There are total seven variables were selected for further
analysis and divided into two factors. It is shown that they have significant high
loading score with all items have factor loading greater than 0.6. RN1 “I am
satisfied when | received praise when | do good job (well done, thank you)” has
the highest factor loading 0.831, and the lowest is RN3 with factor loading of
0.611. Table 4.5 also shows that the item to total correlation for the construct of
Non-financial reward are all greater than 0.5. Cronbach’s o = 0.802, eigen value
= 2.736 for group one (RN1, RN4, RN2, RN5), and Cronbach’s a = 0.732, eigen
value = 1.899 for group two (RN7, RN6, RN3). Based on all criteria, we can
conclude that the reliability and internal consistency on this factor are

acceptable.

Table 4.5 Results of Factor Analysis and Reliability Tests on Non-

financial Reward

Factor | Eigen-| Itemto |Cronbach’

Construct Item Loading| value| total s Alpha
correlation
| am satisfied when | 831 2.736 | .658 .802
RN1 received praise when | do
good job (well done,
thank you)
I am satisfied when my 785 548
RN4 | Manager provides

appropriate  recognition
for my contribution

| could perform better if | 127 .651
RN2 | can get some praise or
commendation for the

Job Satisfaction
(KM0=.823)
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company’s  outstanding
performance

I am satisfied when my .678 .616
manager provides me

RN5 - .
more training opportunity
as a reward
My  manager  sends .895 1.899 | .505 732

RN7 | souvenir to me when I
reach targets

| am satisfied to got .700 590
certificate of
commendation when | do
good job

The way to comment and 611 .580
RN3 feedba_ck of my
supervisor made me
satisfied with the job

RNG6

Table 4.6 presents the results of factor loading for measurement of job
satisfaction. There are total six variables were selected for further analysis and
have only one factor. It is shown that they have significant high loading score
with all items have factor loading greater than 0.6. JS6 “I like doing the things |
do at work” has the highest factor loading 0.783, and the lowest is JS1 with
factor loading of 0.681. Table 4.6 also shows that the item to total correlation for
the construct of organizational commitment are all greater than 0.5, Cronbach’s
a = 0.829, eigen value = 3.238. Based on all criteria, we can conclude that the

reliability and internal consistency on this factor are acceptable.
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Table 4.6 Results of Factor Analysis and Reliability Tests

on Job Satisfaction

Item to
Factor | Eigen- | total |Cronbach
Construct Item Loading | value |correlati | 's Alpha
on
JS6
at work
The amount of benefits | .758 .628
JS3 | and rewards in company
& satisfied me
) The lunch break, rest | .737 .601
1] i
o 152 preaks and leaves given
S in the company made
X me satisfied
15 The amount of reward | .732 596
*g JS4 | provided in the company
§7 is fair
(cn"u' The benefits that | | .712 576
a received are as good as
5 JS5 -
) most other companies
offer
| like the people I work 681 536
JS1 AN
with in my company

Table 4.7 presents the results of factor loading for measurement of job
performance. There are total eleven variables were selected for further analysis
and have only one factor. It is shown that they have significant high loading
score with all items have factor loading greater than 0.6. JP9 “The goals of my
work are clear to me” has the highest factor loading 0.766, and the lowest is JP2
with factor loading of 0.686. There are four deleted items, which have factor
loading lower than 0.6 (JP1-.591, JP10-.589, JP4-.583, JP7-.566). Table 4.7 also
shows that the item to total correlation for the construct of organizational

commitment are all greater than 0.5, Cronbach’s o = 0.851, eigen value = 3.674.
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Based on all criteria, we can conclude that the reliability and internal consistency

on this factor are acceptable.

Table 4.7 Results of Factor Analysis and Reliability Tests on Job

Performance
Factor | Eigen- Itemto | Cronbach’'s
Construct Item Loading | value total Alpha
correlation
jpg | | know exactly what 166 643
is the goals of my job 3.674 .851
The company's 758 .644
JP6 | purpose is extremely
clearly for me
My work brings to me 743 .653
1P3 the emotion of
personal
accomplishment
. | always have chance 134 .644
] JP5 | to decide the way to
°I‘I’- do in my job
i i 709 586
(z) P8 | enjoy work with my
v coworkers
@ My career sufficiently .686 585
2 JP2
< challenged me
% Doing this job make .668 525
E JP11 | me feel extremely
o pride
§ | always be interested 591 Deleted
JP1 | in what I am doing in
my job
i 589 Deleted
P10 | can get my job
down
| feel involved in the 583 Deleted
JP4 | decisions that affect
my work
| feel satisfied with 566 Deleted
JP7 | my job and my
manager
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4.2 Independent Sample t-test

The aim of this part is to identify the differences between male and female
into four constructs. The independent sample t-test used to compare means for
group male and group female employees on their perception of leadership style,
reward, job satisfaction, and job performance in this study. Based on the
conclusion of Hair et al., (2006), in the t-test, the significant results were p-
values no more than 0.05, and t- value could not be lower than 1.98.

The independent t-test results were present in Table 4.9. It showed that
male respondents have higher the mean score in Monetary reward and Non-
financial reward and job performance, while female respondents have higher the
mean score in leadership style and job satisfaction. However, t-test results
indicated that there are differences between male and female in leadership style

and monetary reward and non-financial reward.

Table 4.8 The T-test results comparing Leadership Style,

Reward, Job Satisfaction and Job Performance

Male Female
Mean Employees | Employees t-value | p-value
N=139 N=192
Leadership Style 1.52 1.60 -1.467 024
Reward Monetary 1.5 1.35 2762 .000
Reward Non-financial 1.5 1.37 2 444 .002
Job Satisfaction 1.6 1.63 -381 455
Job Performance 1.35 1.33 326 518

Note: *p<.05, **p<.01, ***p<.001
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4.3 One-way Analysis of Variance (ANOVA)

To compare the dissimilar of the dimensions’ mean score based on
respondent’s ages, education, tenure, and working experience, the One-way
ANOVA was conducted. This technique is used to studies involving two or more
groups. With the aim of gaining further understanding, one-way ANOVA was
performed so as to find the significant difference of job satisfaction, job
performance, leadership style and reward among each group. The one-way
ANOVA produces an one-way analysis of variance of a quantitative dependent

variable by a single factor as known as independent variable.

4.3.1 Age of Respondent
There is no significant difference in job satisfaction, job performance,

leadership style, monetary reward and non-financial reward among different age

levels.
Table 4.9 Results of the difference of the four constructs
among group of age levels
Less
than 26t0 35 | 36 to 45 More .
25 years | years | than45 = i D;)Effvrv%ré%es
Variable years old old years value vaplue fou
old ) (3) old (4) group
' 1)
'-eas(gf,[:h'p 5.2495 | 54132 | 4.9001 | 4.5652 | 6.309 | .000 N.A
Reward
Monetary 55287 | 5.5735 51796 | 4.8696 | 3.437 | .017 N.A
Reward Non-
financial 5.6184 | 5.3377 51288 | 5.1739 | 4.409 | .005 N.A
Job
satisfaction 5.4989 | 5.2538 55000 | 5.2536 | 1.453 | .227 N.A
Job
performance 5.6059 5.526 5.662 52236 | 1.389 | .246 N.A

Note: *p<.05, **p<.01, ***p<.001
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4.3.2 Education Respondent
There is no significant difference in job satisfaction, job performance,
leadership style, monetary reward and non-financial reward among different

educational levels.

Table 4.10 Results of the difference of the four constructs

among group of educational levels

High Difference
Variable School Baczg)elor Mger P(T;) Ot(r51§rs vallzllje vaFHJe between
1) group
Le"’}sct'sizh'p 5546 | 51547 | 51431 | 4.7203 | 5.3846 | 1.515| .197| N.A
Reward | ¢ o) | 54305 | 54103 | 4.5577 | 4.9038 | 3.950 | .004| N.A
Monetary
Reward
Non- 6.1988 5.3822 | 5.3495 | 5.0220 | 5.1868 | 4.193 .003 N.A
financial
.JOb. 5.8406 5.3918 | 5.4238 | 5.0128 | 5.3846 | 1.570 .182 N.A
satisfaction
Job 5.882 5.5995 | 5.4909 | 5.2198 | 5.5165 | 1.293 273 N.A
performance

Note: *p<.05, **p<.01, ***p<.001

4.3.3 Tenure Respondent
There is no significant difference in job satisfaction, job performance,
leadership style, monetary reward and non-financial reward among different

tenure levels.
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Table 4.11 Results of the difference of the four constructs among group of

tenure levels

Empl | Super Low- | Middle- Top Difference
. . level level F- p-
Variable | oyee | visor manager | | between
) 2 manager | manager ) value | value aroup
(3) (4)
Leadershi | 5.184 | 5.347 | ¢ anac | 49545 | 5.1558 | 747 | 556 N.A
p style 6 4
Reward | 5.567 | 4.946 | 100 | 48466 | 60714 | 8.062| 000 | NA
Monetary 8 4
Reward
Non- 5'175 5%14 4.8730 5.0519 5.7619 2.854| .024 N.A
financial
ob o 4sg | 5,160
satisfactio ’5 ’7 4 8704 5,3712 5,6349 | 1,476| .029 N.A
n
Job 5571 | 5.607
performan '4 '1 5.2063 5.5162 5.7755 .622 .647 N.A
ce

Note: *p<.05, **p<.01, ***p<.001

4.3.4 Working Time of Respondent

There is no significant difference in job satisfaction, job performance,

leadership style, monetary reward and non-financial reward among different

working time levels.
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Table 4.12 Results of the difference of the four constructs

among group of working time levels

<1 2-4 5-8 >9 E. i Difference
Variable year years years years value vaﬂue between
(1) ) ) (4) group

Leadership | 5.223
style 6
Reward 5.573

5.3294 | 5.5317 | 4.7671 | 7.119 | 0.000 N.A

54652 | 54032 | 52107 | 1.402 | .242 N.A
Monetary )
Reward 5 415
non- 9| 55820 | 5.5628 | 5.1043 | 4.035 | .008 N.A
financial
Job 1 5354 | o ooee | 54545 | 5.2453 | 2.009 | .113 N.A
satisfaction 4
Job 5.461

performance 4 5.7646 | 5.5065 | 5.4334 | 2.811 .040 N.A
Note: 1. *p<.05, **p<.01, ***p<.001;

4.4 Relationships Among Constructs

To test the hypotheses, data analyses were performed using SPSS, version
20. Descriptive statistics and bivariate correlations among the variables under
study are shown in the Table 4.13.
4.4.1 Relationships Among Leadership Style, Job Satisfaction, Reward, and

Job Performance

Table 4.13 Descriptive Statistics and Bivariate Correlations of the Variables

Variables Mean Std. Dev | LS RM RN JP JS
LS 5.171 1.045 1
RM 5.418 1.212 .282** 1
RN 5.407 1.038 A441** | 473** 1
JP 5.570 947 AT7** | 278** | .481** 1
JS 5.417 1.012 A463** | 281** | 439*%* | | 594** 1

Note: 1. *p<.05, **p<.01, ***p<.001,;
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2. LS: Leadership Style; RM: Reward Monetary; RN: Reward Non-financial; JS: Job

Satisfaction; JP: Job Performance

The highest mean was for job performance (5.570) with a standard
deviation of .947, while the lowest mean was leadership style (5.171) with 1.045
of standard deviation. The correlation coefficients showed the bivariate
relationships among the variables. The correlation coefficients showed the
bivariate relationships among the variables. Correlation showed that job
performance positively correlated with leadership style (f=0.477, p<0.01), also
positively correlated with job satisfaction (f=0.594, p<0.01) supporting H, and
Has, respectively. Moreover, job satisfaction positively correlated with leadership
style (= 0.463, p<0.01). Therefore, H; is supported, the results were illustrated
in the Table 5-1.

Table 4.14 Regression analysis between Leadership Style, Job

Satisfaction and Job Performance

. Dependent Variable — “Job Dependent Variable
Independent Variables Performance” — “Job Satisfaction”
Leadership Style ATT**ye AB3***
Job Satisfaction 594***
rZ 227 353 215
Adj-R? 225 351 212
F-value 96.668 17?3'52 89.960
P-value .000 .000 .000
Durbin-Watson 1.867 1.629 2.101
VIF 1.000 1.000 1.000

Note: 1. *p<.05, **p<.01, ***p<.001,;

To further understand the relationships, linear regressions were used. Table
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4.14 presents the results of regression analysis using Leadership Style, Job
Satisfaction as independent variable and Job Performance as dependent variable.

By using stepwise method, the regression results on the Table 4.14 indicates
that Job Performance was regressed on Leadership Style. As indicated, R-square
equals 0.227, and the adjusted R-squared is 0.225, meaning that 22.70% of the
variance in Job Performance can be predicted from Leadership Style. Note that
F= 96.668 (p-value <0.001) and is significant. This indicates that when
Leadership Style is entered by itself, it is a significant predictor of Job
Performance. The next important part of the output to check is regression
coefficient Beta (B) = 0.477 (p<0.001) and statistic is significant. The VIF is
1.000 which means we don’t need to concern about multicollinearity. Based on
above results, hypotheses H, is supported.

Similarly, the regression results on the Table 4.14 shows that Job
Performance was regressed on Job Satisfaction. As indicated, R-square equals
0.353, and the adjusted R-squared is 0.351, meaning that 35.30% of the variance
in Job Performance can be predicted from Job Satisfaction. Note that F= 179.523
(p-value <0.001) and is significant. This indicates that when Job Satisfaction is
entered by itself, it is a significant predictor of Job Performance. The next
important part of the output to check is regression coefficient Beta (f) = 0.594
(p<0.001) and statistic is significant. The VIF is 1.000 which means we don’t
need to concern about multicollinearity. Based on above results, hypotheses Hj
IS supported.

The last column in the Table 4.14 indicated that Job satisfaction was
regressed on Leadership Style. As shown, R-square equals 0.405, and the
adjusted R-squared is 0.401, meaning that 40.50% of the variance in Job
Satisfaction can be predicted from Leadership Style. Note that F= 89.960 (p-
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value <0.001) and is significant. This indicates that when Leadership Style is
entered by itself, it is a significant predictor of Job Satisfaction. The next
important part of the output to check is regression coefficient Beta (B) = 0.463
(p<0.001) and is statistically significant. The VIF is 1.000 which means we don’t
need to concern about multicollinearity. Based on above results, hypotheses H;

IS supported.

4.4.2 The Mediating Effect of Job Satisfaction

To test how Job Satisfaction mediates on the relationship of Leadership
Style and Job Performance (H,), the study adopts Baron and Kenny’s (1986)
approach. According to Baron and Kenny’s (1986), there are four steps to check
the accession of mediation: firstly, measuring whether the mediator has been in a
significant relationship with the independent variable; secondly, to check that
whether there is a significant relationship between the independent variable and
the dependent variable; next step is to make a test to examine whether the
dependent variable being in relate to the mediator, when the independent
variable be controlled; the last but not the least step is to establish that there are
any the mediating between the mediator with the independent-dependent
variables relationship, the effect of the independent variable on the dependent

variable, controlling for the mediator should be zero.
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Table 4.15 Mediation Test of Job Satisfaction Between Leadership Style

and Job Performance

Variables Model 1 Model 2 Model 3
JS JP JP Jp

LS 4637 ATT*** 256"
JS 594*xx 4757
R2 215 .353 227 405
Adj-R? 212 351 225 401

F-value 89.960 179.523 96.668 111.441
P-value .000 .000 .000 .000
D-W 2.101 1.629 1.867 1.667
Max VIF 1.000 1.000 1.000 1.273

Note: 1. *p<.05, **p<.01, ***p<.001;
2. LS: Leadership Style; JS: Job Satisfaction; JP: Job Performance

According to table 4.16, model 1 tested the relationship between Leadership
Style (independent variable) and Job Satisfaction (mediator variable). The results
show that Leadership Style is significant and positively affected to Job
Satisfaction (B=0.463, p<0.001). Next, Leadership Style and Job Satisfaction are
the independent variables and Job Performance is inputted as dependent variable
in the second model; the results performed that both of them are significant and
positively affected to job satisfaction. For Leadership Style, p=0.477, p<0.001;
for Job Satisfaction, p=0.594, p<0.001. Finally, Leadership Style and Job
Satisfaction regressed with Job Performance (f=0.256, p<0.001; p=0.475,
p<0.001) in model 3. The results in model 3 showed that R-square = 0.405 and
the adjusted R-square is 0.401, meaning that 40.10% of the variance in Job
Performance can be predicted from Leadership Style and Job Satisfaction. F-
value equals 111.441 (p-value < 0.001) is significant. We don’t need to worry
about multicollinearity because max VIF is 1.273.

According to the results above, the beta value of Leadership Style is
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reduced from 0.463 to 0.256, and both Leadership Style and Job Satisfaction are

significantly related to Job Performance. Therefore, hypotheses four (Hj) is

supported.
Job Satisfaction provides a partial mediation effect on the relationship

between Leadership Style and Job Performance.

Job
Satisfaction

. 5 94 sfesfesfe
Leadership w _( Job
Style J 7Tk 'L Performance

Figure 4.1 Mediating effect of Job Satisfaction on the relationship between

Leadership Style and Job Performance (***p<.001)
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4.4.3 The Moderating Effect of Reward

The study also applied hierarchical regression analysis to test the research
hypothesis which focused on the moderating effect of Reward the relationship
between Job Satisfaction and Job Performance (see Figure 4.5). As shown in
Model 1, the result discloses that Job Satisfaction (p=0.594, p<0.001) is
positively and significantly affected to Job Performance (see Table 4.17).
Therefore, model 1 is supported. Model 2 showed that Monetary Reward
(B=0.278, p<0.001) is positively and significantly affected to Job Performance.
Therefore, model 2 is supported. As shown in model 3 in the table 4.17, the
result showed that both independent variables (Job Satisfaction, =0.563,
p<0.001) and moderating variables (Monetary Reward, =0.120, p<0.001) are
significantly affected to dependent variable (Job Performance) respectively. In
addition, the result in Model 4 revealed the interaction effect (R?=0.369,
=0.002, p>0.5) of Job Satisfaction and Monetary Reward is not significant to
Job Performance. This meant that Monetary Reward is not a moderator in the

relationship between Job Satisfaction and Job Performance.
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Table 4.16 The Moderating Effect of Monetary Reward on the

Relationship Between Job Satisfaction and Job Performance

Model 1 Model 2 Model 3 Model 4
JP JP JP JP
Independent
Variable
JS 5947 5637 5637
Moderating
Variable
RM 278~ 12077 12177
Interaction
Variable
JS*RM .002
N 331 327 327 327
Max VIF 1.000 1.000 1.086 1.100
F-value 179.523 27.285 94.749 62.973
R2 .353 077 .369 .369
Adj. R? .351 .075 .365 .363

Note: 1. *p<.05, **p<.01, ***p<.001;
2. RM: Reward Monetary; JS: Job Satisfaction; JP: Job Performance

The table 4.18 shows the results of moderating effect of Non-financial
Reward on the relationship of Job Satisfaction and Job Performance. In Model 1,
the result discloses that Job Satisfaction (=0.594, p<0.001) is positively and
significantly affected to Job Performance (see Table 4.18). Therefore, model 1 is
supported. Model 2 showed that Non-financial Reward ($=0.481, p<0.001) is
positively and significantly affected to Job Performance. Therefore, model 2 is
supported. As shown in model 3 in the table 4.18, the result showed that both
independent variables (Job Satisfaction, f=0.474, p<0.001) and moderating

60




variables (Non-financial Reward, p=0.273, p<0.001) are significantly affected to
dependent variable (Job Performance) respectively. In addition, the result in
Model 4 revealed the interaction effect (R?=0.369, B=0.004, p>0.5) of Job
Satisfaction and Non-financial Reward is not significant to Job Performance.
This meant that Non-financial Reward is not a moderator in the relationship

between Job Satisfaction and Job Performance.

Table 4.17 The Moderating Effect of Reward Non-financial on the

Relationship Between Job Satisfaction and Job Performance

Model 1 Model 2 Model 3 Model 4
JP JP JP JP
Independent
Variable
JS 594 4747 4747
Moderating
Variable
RN 48177 2737 2737
Interaction
Variable
JS*RN .004
N 331 3317 331 331
Max VIF 1.000 1.862 1.239 1.240
F-value 179.523 99.203 115.461 76.744
R2 .353 232 413 413
Adj. R? 351 229 410 .408

Note: 1. *p<.05, **p<.01, ***p<.001;

2. RN: Non-financial Reward; JS: Job Satisfaction; JP: Job Performance
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Reward
Monetary Non-financial
Reward Reward

T 002 .004
Job I Tob
Satistaction .
J 0.594% %% 1 Performance

Note: *p<.05, **p<.01, ***p<.001
Figure 4.2 Moderating effects of Reward
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CHAPTER FIVE
CONCLUSIONS AND SUGGESTIONS

5.1 Research Conclusion

Table 5.1 The Results of the Testing Hypotheses

Hypotheses Results
H; Leadership style has significant effect on Job satisfaction Support
H, Leadership style has significant effect on Job performance Support
Hs Job satisfaction has significant effect on Job performance Support
Job satisfaction will mediate the relation between leadership style
H, Support
and Job performance
Reward will moderate the relation between Job performance and
Hs Not Support

Job satisfaction

The purposes of this study are (i) to test the effect of Leadership Style on
Job Satisfaction, (ii) to analyze the effect of Leadership Style on Job
Performance, (iii) to check the effect of Job Satisfaction on Job Performance,
(iv) to analyze whether Job Satisfaction is a mediator in the relationship between
Reward (both Monetary Reward and Non-financial Reward) and Job
Performance, (v) to test whether Reward as a moderator on the relationship
between Job Satisfaction and Job Performance.

The theoretical framework for this study was based on the Transformational
leadership theories, Maslow’s theory and the Two-factor theory. From the results
of this research, Leadership Style, Reward, Job Satisfaction were identified as
primary drivers of Job Performance. The hypotheses tested with the results have

been listed in table 5.1 above.
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According to the results, a number of conclusions have been drawn in the
study. The first conclusion is that Leadership Style has significant effect on Job
Satisfaction. This finding has been along with several previous studies’ results.
Voon et al., (2011), found that transformational leadership styles have direct
relationships with the employees’ job satisfaction. Thamrin (2012) reported that
transformational leadership has a positive significant influence on job
satisfaction. It means that when employees perceive that they receive support
and management from the top manager, they are likely to become more satisfied
with their jobs, on the other hand, they might become less satisfied.

The second conclusion showed that leadership style is positively related to
job performance, which is same idea with the results of Aragon-Correa, Garcia-
Morales, and Cordon-Pozo (2007); Colbert, Kristof Brown, Bradley, and Barrick
(2008); Piccolo and Colquitt (2006). In fact, based on transformational
leadership theory, we can see that a high level of leadership style creates a
feeling of obligation, where employees return the favor by being well
performance to their organization.

Judge et al., (2001); Strauss (1968); Lawler and Porter (1967), Schwab and
Cummings (1970); Wanous (1974) also concluded that job satisfaction was
significantly associated with job performance — as the third conclusion in this
study. It indicates that the results of these studies are congruent with the results
of previous studies. The more employees satisfied to work, the better performed
they show in their jobs.

The study proposed a hypothesis which investigate the mediation of job
satisfaction on the relationship between leadership style and job performance and
found that it is supported. The result showed that when job satisfaction entered

itself, the effect of leadership style on job performance will be significantly
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reduced. When it happened, the effects of leadership style were no longer direct
but indirect through job satisfaction. These results were consistent with the
findings of Judeh (2012). Judeh (2012) indicated that if employees satisfied to
the manager, they are likely to be more satisfied with their jobs. Furthermore,
from the analysis test, it showed that job satisfaction provided a partial mediation
effect because the impact of leadership style to job performance significantly
reduced but still higher than zero.

The results of the study also revealed that reward had no moderation effect
on the relationship between job satisfaction and job performance. Although there
are many researches have results that reward has moderation effect on the
linking of job satisfaction and job performance, such as Podsakoff and Williams
(1986); Locke (1970). However in this study, it has been found that monetary
reward and non-financial reward does not moderate the relationship between job
satisfaction and job performance, in Viet Nam, while job satisfaction and job

performance have the impact to each-others.

5.2 Research Discussions and Implications

This study aimed to investigate the impact of other variables to job
performance. The significance among leadership style, job satisfaction and job
performance which has been proven in the upper section can reveal some
meaningful things when practice human resource. Leadership style has directly
effect on job satisfaction and job performance. In the others words, if the
employees get a positive management from the managers, they would be
satisfied with their job. After that, they could enhance their performance in
career. This result have been presented in previous research, such as Kennedy

and Anderson (2002) in the study examined transformational leadership is
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effective in two ways, firstly it builds enthusiasm, secondly, instills sense of
vision that lead to higher job satisfaction, due to this, employers performance
takes a positive slope. On the others hand, the no significance among monetary
reward and non-financial reward on the relationship between job satisfaction and
job performance can reveal something when practice human resource. According
to Expectancy theory by Victor Vroom of Yale school of management in 1964,
the theory states that employee’s motivation is an outcome of how much an
individual wants a reward (Valence), the assessment that the likelihood that the
effort will lead to expected performance (Expectancy) and the belief that the
performance will lead to reward (Instrumentality). In short, Valence is the
significance associated with an individual about the expected outcome.
Therefore, may be the rewards by companies for employees in Viet Nam have
not reached to the workers’ expectancy. Or the individual rewards may be not
attractive enough for the employees. For example, foreign training for workers in
a far away and using English as the third language country, it could be hard to
motivate the workers. Maybe in another situation, employees have already been
satisfied with their company, managers, working environments, so that rewards
are non-essential variables for them to motivate and enhance performance.
Therefore, rewards cannot effect on the relationship of job satisfaction and job
performance of the Vietnamese employees.

In this study, there are two suggestion refer to Vietnamese companies to
face to this situation. Firstly, according to expectancy theory for motivation, top
managers should know what are expected rewards for their employees. In a
company, there is difference among each departments; therefore, choosing
suitable reward for suitable department is an essential solution. Secondly,

providing attractive rewards to motivate employees. The not significant effect of
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reward on job satisfaction in relation with job performance in the study context
may be explained that the employees in Vietnam are more sensitive when they
receive outcomes from the organization which is presented by supervisors.
Because of the important role of employees’ satisfaction and performance in
improving organizational performance, it’s essential for an organization to
measure which one is the expected reward to motivate employees, and
considering that which type of leadership style in their company. Furthermore,
researchers should explore the influences of other factors on the job performance
level of employees to a better understanding of this situation in the human

resource.

5.3 Research Limitations

This study has several limitations. Firstly, due to some difficulties and the
period of time that the survey was conducted, the way to choose sample for this
study is basically based on convenience, thus the results somewhat can not be
representative of the whole employees throughout Vietnam. Hence, the further
study should be done with a larger size and specific sample in order to increase
representation of all generational groups. Secondly, the study results comes out
from the general employees’ perception in private sector. It opens up for any
further study to apply this model so as to investigate the impact of leadership
style, reward, job satisfaction and job performance of employees who works in
other sector or segment of the economy. Lastly, a qualitative study might allow
the respondents to express their opinions on job satisfaction in order to further

understanding deeper into the issues.
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APPENDIX |
ENGLISH QUESTIONNAIRE

Dear Respondents,

My name is Truong Thi Thanh Ha, I’m a master student who is studying in
Business Administration at Nanhua University, Taiwan. This academic
guestionnaire is to investigate the relationship among Leadership Style, Reward,
Job Satisfaction and Job Performance.

| would be grateful if you could spend a few minutes to complete the survey
below. Your response will be beneficial in helping us to understand the issues.
No personal information will be made public. Please be assured that your answer
will be kept in strict confidence and take the time to fill out this questionnaire as
accurately as possible.

Thank you for your time.

Faithfully Yours,

Respondent Information

For our information, would you please indicate the following questions:

1. Gender: o Male o Female
2. Age: o< 25 026-35 036-45 0>45
3. Education: o High schoo o Bachelor
o Master o PhD. o Others
4. Working o<1 years 02-4 years 05-8 years 0>9 years
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experience:

5. Current

oEmployee  aSupervisor

position:

oMiddle-level manager

o Lower-level manager

o Top manager

Levels of Agreement
8 3 o
Please CIRCLE the level of agreement on each of the g g o = g o o
items below based on your opinion el 5 & = § g x>
> » o jul o =)
2l o] 5 9 § 9 8
S =% g =
= < 2
(7]
1 My manager recognizes and appreciates that | have 1 2 3 7
different skills, needs and abilities
5 My leader provides coaching and feedback process, so 1 2 | 3 7
that | know how | am doing
3 My manager helps me to understand my visions by using 1 2 3 7
tools, such as images, stories, and models
4 My manager helps me to consider the moral and ethical 1 2 3 7
consequences of decisions
5 My top leader plays an important role to connect me with 1 2 3 7
others in workplace
6 My manager provides challenges for me to help me grow 1 2 3 7
7 My manager creates opportunities and provides support to 1 2 3 7
me to develop my strengths
8 My manager uses rewards for recognition when | gain 1 2 3 7
difficult goals
9 My manager leads me in career by using plans and 1 2 3 7
technical tools such as computer
My manager stimulates me to think about what | am doing
10 for my customers 1 2 3 !
My leader encourages me to pursue my professional
11 growth 1 2 | 3 7
12 | My manager suggests me some ideas when | have trouble 1 2 | 3 7
13 My manager used money as a reward, make me get more 1 2| 3 7
motivation to reach the target
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14

The most attractive condition made me performing well at
my job is when | get my salary and monetary rewards
regularly

15

Bonus money improves my performance

16

Monetary reward motivates me doing well my job

17

I could enhance my performance if there is a monetary
reward for outstanding performance

18

I am satisfied with monetary reward when | reach the
goal

19

I am satisfied when | received praise when | do good job
(well done, thank you)

20

I could perform better if 1 can get some praise or
commendation for the company’s outstanding
performance

21

The way to comment and feedback of my supervisor
made me satisfied with the job

22

I am satisfied when my manager provides appropriate
recognition for my contribution

23

I am satisfied when my manager provides me more
training opportunity as a reward

24

I am satisfied to got certificate of commendation when |
do good job

25

My manager sends souvenir to me when I reach targets

26

I like the people | work with in my company

27

The lunch break, rest breaks and leaves given in the
company made me satisfied

28

The amount of benefits and rewards in company
satisfied me

29

The amount of reward provided in the company is fair

30

The benefits that | received are as good as most other
companies offer

31

I love what | am doing at work

32

I always be interested in what | am doing in my job

33

My career sufficiently challenged me

34

My work brings to me the emotion of personal
accomplishment
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35

| feel involved in the decisions that affect my work

36

I always have chance to decide the way to do in my job

37

The company's purpose is extremely clearly for me

38

| feel satisfied with my job and my manager

39

I enjoy work with my coworkers

40

I know exactly what is the goals of my job

41

I can get my job down

42

Doing this job make me feel extremely pride
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APPENDIX 11
VIETNAMESE QUESTIONNAIRE

Kinh gtri Quy Anh/Chi,

T61 tén 1a Truong Thi Thanh Ha, sinh vién sau dai hoc nganh Quan tri kinh
doanh. Bang khao sat dudi didy nham muc dich danh gia mdi quan hé giita cac
bién: Phong cach linh dao, Phan thudng, Mirc do hai long trong cong viée va
Hiéu suat cong viéc cua nguoi lao dong.

Rat mong Quy Anh/Chi danh mot vai phat tham gia cudc khao sat. Y kién
ctia Quy Anh/Chi rat quy bau trong viéc hoan thanh dé tai ludn van nay. Toi xin
cam doan moi thong tin Quy Anh/Chi cung cap s& khong duoc cong khai va chi
danh cho muc dich nghién ctru. Xin vui long chon y kién phu hop véi Quy
Anh/Chj trong khoang tin cdy va chinh xac nhit c6 thé.

Xin chan thanh cdm on Quy Anh/Chi da danh thoi gian quy bau, t61 vo
cung biét on su hop tac ciia Quy Anh/Chi. Chiic Quy Anh/Chi mot ngay tot lanh!
Thong tin chung:

Xin Quy Anh/Chi cho biét mot sb thong tin sau:

1.  Gidi tinh: 0 Nam o N
2. Do tudi: 0 <25 026-35 0 36-45 0 >45
3. Trinh d6 hoc van: 0 Trung hoc phé 0 Pai hoc
thong
0 Sau dai o Tién sy
hoc 0 Khac
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4. Kinh nghi¢m 0 <1 nam 0O 2-4 nam 05-8ndm 0O >9 nam
lam viéc:
5. Vitricongviegc o Nhanvien o0 Giamsat o To truong
hién tai:
o Pho/Trudéng phong 0 Quan ly cap cao
Mikc d§ Pong y
Sy .
o0 | e
. . 4 '<§ = BN «g i
Vui long khoanh tron vao lya chon phu hop véi y kién © ,§ o el = %"
. <R <
ctia Quy Anh/Chi E| 2|29 E|E|R
S S|Ew 2] 2% |3
S| S |EE|R < a
& = ~
Nguoi quan ly cda toi thira nhén va danh gid cao nhiing ky
1 nang, nhu cau va kha ning khac nhau cua t6i 112 3 14 5 6
Nguoi quan 1y coa t6i luén cung cap sy huéng dan va
2 | phan hdi danh gia dé toi biét minh dang 1am gi. 11213 4 5 |6
Nguoi quan 1y cta toi gitp t6i hiéu dugc tim nhin cia toi
3 bang cach st dung cac cong cu, chiang han nhu hinh anh, 112 3 14 |5 6
cau chuyén va mo hinh.
Nguoi quan ly cta toi giup tdi xem xét cac hau qua dao
4 | duc va dao dirc cua céc quyét dinh. 12 3 4 5 6
Ngudi quan 1y cua toi gitp t6i két ndi voi nhing dong
5 nghiép khac tai noi lam viéc. 1 2 3 14 ]d 6
Ngudi quan 1y cia téi cung cdp cho toi nhimg thach thirc
6 | dé giup toi phat trién. 1123 4 5 |6
7 N%uéri quér} ly c‘ﬁa t6i tao ra co hoi va hd tro toi phat trién 112 3 a5 6
thé manh ctia minh.
Nguoi quan 1y cia t6i sir dung phan thuong cho sy cong
8 nhan nhitng muc tiéu khé ma t6i dat duoc. 1 2 3 4 5 6
Nguoi quan 1y cua t6i hudng dan toi bang cach xay dung
9 £ R - o 112 314 |5 |6
ke hoach va cac cong cu k¥ thuat nhu may tinh.
10 Quan }}'/ cua toi ’kich‘thichq toi ‘suy nghi vé nhimg gi t6i 112 3 a5 6
dang lam cho khach hang ctia minh.
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11

Quan 1y cua t6i khuyén khich t6i theo dudi sy phat trién
chuyén nghiép trong cong viéc.

12

Nguoi quan ly cua tdi goi v cho t6i vai y twdng khi gap
rac roi.

13

Ngudi quan 1y coa t6i dd st dung tién nhu mot phan
thuong, lam cho toi c6 dong luc dé dat duge muc tiéu.

14

Yéu t6 quan trong nhat 1am cho t6i cong tac tot 1a khi
lvong va cac khoan tién thuong khac dugc tra thudng
xuyen.

15

Tién thudng cai thién hi¢u suat cta toi.

16

Tién thudng 1am dong lyc thiic day t6i 1am tot cong viée
ctiia minh.

17

T6i s€ hoan thanh cong viéc tot hon nita néu t6i dugc trao
tién thuong hoac tang luong cho hiéu sult vuot troi.

18

T6i hai long véi khoan tién thuong néng khi t6i dat duoc
muc tiéu.

19

Téi thiy hai long véi 10i khen ngoi khi t6i hoan thanh tot
cong viéc (vd: ban lam rét tbt, cam on ban).

20

Loi khen va su tuyén duong cho hiéu suat lam viéc tot 1a
du dé khuyén khich t6i thuc hién tét hon cho céac 1an sau.

21

Toi hai long voi cach ma nguoi giam sat cua toi phan hoi
cho toi.

22

Toi hai long khi nhan dugc sy cong nhan xing véi dong
g0p cua toi.

23

T6i hai long khi quan 1y cia t6i cung cap cho toi cac co
hoi dao tao nang cao nhu mot phan thudng.

24

To6i hai long véi viéc nhan dugce gidy khen khi t6i hoan
thanh tot cong viéc.

25

Nguoi quan 1y coa toi sir dung qua lwu niém lam phan
thudng khi toi dat dugc muc tiéu trong cong viéc.

26

T6i quan tam dén cong viée cua toi.

27

Co nhiéu sy thur thach trong cong viée cia toi.

28

Cong viéc cua t6i mang lai cho tdi cam giac thanh tyu ca
nhan.

29

T6i cam thdy minh dwoc tham gia vao nhiing quyét dinh
anh huong dén cong viéc cua toi.

30

T6i ¢6 sy lya chon trong viéc quyét dinh cach thirc hoan
thanh cong viéc.

31

T6i hi€u ro vé muc ti€u cua cong ty.
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32

Tbi cam thay hai long v6i cong viée va ngudi quan 1y cia
toi.

33

Tbi thay vui khi 1am viéc véi cac dong nghiép ciia toi.

34

Muc tiéu cong vi€c rat ro rang doi voi toi.

35

T6i lam cong viéc cua tdi di xuong.

36

T6i cam thay tu hao khi lam cong viéc cia minh.

37

T6i yéu quy cac dong nghiép ciia toi.

38

T6i hai long véi nghi trua, nghi ngoi va nghi phép dugc
dua ra trong cong ty.

39

To6i hai long voi nhimg loi ich tir cong viéc va phan
thudng ma t6i nhan dugc.

40

To6i cam thay t6i dang dugc tra mot khoan hop 1y cho
cong viéc toi lam.

41

T6i nhan duoc loi ich dﬁy du nhu hau hét cac cong ty khac
cung cap.

42

Toi yéu thich cong viée toi dang lam.
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