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ABSTRACT

Globalization and economy recession are all over the world, every organization
has to be change or adapt new trends not only to survive but also to be successful. The
way manager's leads their organizaations can affect the employees' satisfaction and the
success of the organization. Therefore, effective managerial behavior is a very important
key factor for the organization to increase employees' job satisfaction.

This study presents the results of the relationships between leadership styles and
job satisfaction. The leadership styles was concerned in Task-Oriented and PeopleOriented. The study focused on job satisfaction in four areas; feedback/recognition, work
environment, compensation, and promotion.

The study examined study the differences of perceptions of the respondents, the
hypotheses on the relationship the differences of Leadership Styles and Job Satisfaction
and demographic profile through the research instrument, questionnaire, was done by
using Descriptive and Correlation research. The questionnaire was administered to 262
respondents from total of 600 employees in the Ruengwa Standard fndustry Co., Ltd.

From the results of the study, it was found that the respondents perceived the
dominant leadership style in the company as being task-oriented. Job satisfaction is made
up of four major factors: feedback/recognition, work environment, compensation, and
advancement. When the respondents were asked to give their satisfaction on these factors

in order to determine the overall employee job satisfaction, results were that most of the
respondents felt that the level of job satisfaction was rather low, as they were neutral or
disagreed with the factors contributing to satisfaction as they perceived.

After testing the hypotheses with statistical analysis methods, it was found that
task-oriented leadership style had nothing to do with job satisfaction and could not be
used to improve upon it. With people-oriented leadership, the results of the hypotheses
testing showed that this leadership style can have an effect on three major factors that
affect job satisfaction: feedback/recognition, compensation, and advancement.

Therefore, in conclusion, if the company would like to improve the overall
employee job satisfaction so that there is better perfom1ance on the part of employees, a
reduction in turnover, a decrease in job absenteeism, and a better overall atmosphere, a
major way exists in how the company chooses to implement leadership throughout the
organization. The company could select and train its managers and superiors to become
leaders who use a people-oriented leadership style.
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CHAPTER I
Introduction

1.1 Generalities of the Study

In the business world, we need to have an etfoctive leader to lead the company to
achieve its goal and objective. Effective leaders create success and lead the company to
its goal effectively. Leadership has the important role for the firms in leading, developing
and improving the performance of their people and.also assessing the success or failure of
the companies.

There are no best leadership styles. Leadership has been defined as "the process
of influencing employees to work towards the achievement of objectives".

The vastly competitive environment created by the global economy had forced
organizations to re-think their relationship with stakeholders and specifically with their
own employees. (Jakapan, 2000)

Leadership has been studied in various contexts and theories. Some may focus on
person, personality and styles. Some may focus on traits, behavior, and situation.
Organi7A1tions were more complex in today's business. There is no best Leadership
management

~'•yle.

In fact, the best Leadership style depends on each situation.

(Schermerhorn, 2002)

Leadership was explained by the internal qualities with which a J)erson was born.
Personality, physical, and mental characteristics were also examined. That research was
based on the idea that leaders were born, not made. It relies on "Born to be a leader".
Trait theories attempted to predict which individuals were successful and became leaders
and then whether they were found to be effective. It would consider that an individual
possesses certain personality traits, social traits and physical characteristics. (Parker,
2002)

In the 1950s and the 1960s, the emphasis of researches on leadership
effectiveness shifted from traits to the identification of behavior patterns displayed by
leaders. Researchers started to focus on a leader's behavior rather than an individual's
personal trait as a way of increasing the leadership effectiveness. The study tried to focus
on the fit leadership for each situation.

1.2 Global Economy

The event of September 11, 200 I led the world' s economy into chaos. The
companies needed to adjust their strategies and how to operate their businesses to survive
in the market. This situation had an effect on all the people in the world (The Economist
Journal, 2002)
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Iraq situation provided the negative effects on World Economy_ Businesses had to
adjust plans to survive in the market. Entrepreneurs were now focussing on the
productivity and improving their leadership styles (The Nation, March 2004)_

Petroleum price had an effoct on Plastic price. Plastic needs petroleum in the
production process. Petroleum price was going up due to the Iraq situation. The effect
was that the plastic price was also increased. (Bangkok Post, February 2003)

EU had launched the policy to study the effect of plastic on world environment.
EU was studying the Life Cycle Assessment of Plastic Product. The purpose was to
assess the problems and effect of Plastic Product on the environment and human beings.
The study would affect the World Plastic Product business. (Post Today, April 2004)

Due to dependency on oil in the production of plastic, resins and plastic products
in the upstream processes of the petrochemical industry that rely on oil and petroleum gas
as their fundamental raw material, supplies and prices of petroleum in the global market
were major factors influencing production costs of plastics throughout the chain of
production. As crude oil prices in the global market had continued to rise since the
beginning of the year, to USD 25-26 per barrel as of April, compared to lower than USD
20 last year- prices of plastic resins had increased accordingly: the prices of PVC and PP
rose from USO 400-500 per ton during late last year, to more than USO 600 as of April.
(GM M<·;azine, November 2003)
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1.3 Asian and Thailand Economy

Jn Thailand, during the economic crisis, many people's jobs were effected. There

was the reaction to the strain of the job that was not uncommon becaused many
organizations downsized and laid off the workers. Therefore they felt insecure in their
occupation and that increased the stress in working. (Achara, 2000)

The plastics industry of Thailand had played a vital role in the industrial and
economic development of the country, due to its linkage between many industries,
including the petrochemical industry - that produces raw materials for plastic resins,
plastics manufacturing plants and other related industries - such as packaging, food
processing, automobile parts, electrical appliances, clothing, furniture, building materials,
etc. All these industries used plastics as parts of their production. Thailand's plastics
industry creates jobs for more than 130,000 workers, directly, and ranks among
Thailand's top-ten export products in values of Baht 112.38 billion in the year 200 l.
(Thai Farmers Research Center, May 15, 2002)

The Plastic industry was quite sensitive to the global economy, due to the fact that
part of the industry depends on raw materials from petroleum such as oil or natural Jo>aSofwhich prices were relatively volatile in line with global markets, and other parts of this
industry, on the export markets and demand for plastics from other related industries.
(Asian Wall Street Journal, January 2004)
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The direction of Thailand's plastics industry largely relie on the global economic
0

situation, particularly the U.S. economy and the economies of Asian countries, which
account for a majority of 60-70 percent of the total exports of plastics products from
Thailand. In the year 2001, the total export values of plastic products of Thailand were
worth USD 860 million, declining 3. 76 percent from the year earlier due to the sliding
economies in major export destination countries such as Japan, the U.S. and Hong Kong.
(Time Magazine, November 2003)

China's WTO Membership. The climate of competition in the global market had
intensified after China became a member of the WTO, as its lower cost of production
would be a major threat to Thailand in major export markets, including the U.S., Japan
and other countries in the Asian region. However, in the opposite direction, the gr0\\1h of
manufacturing and exports of plastic products of China after joining WTO, would
increase China's demand for plastic resins for its production of plastic products, hence
more imports of plastic resins were needed form other countries. Coupled with its
obligation to cut import tariffs imposed on imported plastic resins. as per WfO's
requirement, China had to abolish restrictions on imports of plastic resins, which led to
expectations that China would import more of this product category. (The nation,
February 2004)

Having high potential in developing its plastics industry, Thailand is presently at
the forefront as a producing and exporting country in the Asian region, thanks to the
abilities of its integrated production, from the petrochemical industry, through to mould
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design and production - including pre-shaping and production of plastic prodv•;ts
catering to consumers and other downline industries. In effect, Thailand was at the top
among ASEAN countries in tenns of design and export of numerous kinds of plastic
products, in particular, melamine were for the high-end market, premium-quality plastic
sheets and films with highly-recognized reputation and trademarks in the global market.
(Bangkok Post, October 2003)

1.4 Background of the Study

The plastics industry group could be classified into 2 types: the plastic pellets
.industry and the plastic products industry. The Thai plastic pellets industry produces PE,
PP, PS, PVC and ABS as materials to supply to the plastic product industry. The latter
involves production of numerous kinds of plastic products like plastic bags and sacks,
plasticwares, film, foils and tapes, apparel accessories, plastic boxes, plastic tubes and
pipes, and plastic tiles for floors and walls. These products were supplied either directly
to consumers, or to other related industries using plastics as components for production.
Given this, the plastics industry had a broad linkage to other industrial groups, either
through backward linkage with petrochemical industry which supplies materials to plastic
pellets factories, or forward linkage with other downline industries producing consumer
goods for end-users.

Reangwa Standard Industry Co., Ltd. was established in 1963. The Company
specializes in the field of plastic. The main products were household items, kitchenwares,
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premium, promotional items, microwave items, coolers, industrial containers, insulated
jugs & pitchers, and OEM order. Ruengwa Standard Industry Co., Ltd was located at
Bangna- Trad RD. KM. 41 with 50 acres of space. The company operates with about 80
injection and blowing plastic machines and 660 workers. Our know-how and skill for the
used of high technology were· ready to serve all domestic and overseas cu~1omers with
several thousand-product designs with greater access to superior quality and designs for
worldwide market with guarantee. Ruengwa Standard Industry Co., Ltd had constantly
upgraded the quality of its products and the efficiency of its operations, offering top
quality products at competitive prices. An example of Ruengwa Standard Industry Co.,
Ltd success story was The Prime Minwaster' s Export Award, 1999.

Moreover, Ruengwa Standard Industry Co., Ltd had implemented the prestigious
"Certificate of The Ministry of Labor and Social Welfare" and "gold Card Certificate"
from the Royal Thai Customs

The Company was now facing three challenges. Firstly, petroleum price always
goes up and down. Secondly, there were insufficient raw materials for producing the
products. Third, the productivity VS turnover was due to leadership styles & job
satisfaction.

As from the world's economy, especially Iraq situation, plastic industries had to
tace with the petroleum price problems. For producing the plastic, gasoline was one of
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the most important factors. Revenues, net profits and expenses would be also
considereded at petroleum price.

Insufficient supply of raw material was the problem in the plastic business. This
problem prompted Thailand to remain dependent on imported plastic pellets. Locallymade raw materials were of limited types and grades, due partly to a shortage of local
applications to add value to pellets already available in the domestic market. Added to
this, there had not been sufficient quality upgrade made for plastic pellets, as well as in
plastic products.
The Company could not do anything about petroleum prices and also insufficient
supply of raw material. However, the company was trying to find the way to increase
their productivity. By improving productivity, finally it was increasing revenue and
profit.

The Company faced 12 % turnover last year. In the exist interview, it showed they
were not happy with their superior, leadership styles, compensation and work
environment.

They felt they were not accepted as part of the team. Superiors did not care for
their feelings. Superiors relied on Tasks only. The company, the top /middle management
level, was managed by family members. Hence, its management's authority would be
with family members.
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The researcher would really like to study the facts of their leadership styles which
effect job satisfaction. The management would like to find the suitable leadership styles
which fit their situations. The company would like to know the employee's perception
regarding their leadership styles and how to improve it The study \vas aimed to focus
only on two areas which may effect temployee job satisfaction directly and they were
Task-Oriented and People Oriented. The management aims to improve their leadership
styles in those areas.

The Company was now recruiting the new managers to fill the one who resigned.
The study would be useful information.

l.5 Research Objectives

1.

To identify the dominant leadeship style in the company.

2.

To determine the level of job satisfaction in the company.

3.

To determine the relationship between the leadership style and job
satisfaction.

1.6 Statement of the Problem

The main focus of the study was to determine the relationship of the leadership
style and employees' job satisfaction ofRuengwa Standard lndustry Co., Ltd.
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Research Que~tions

l. What was the demographic profile of respondent in terms of
~~~~~~~~~~

Age
Gender
Education
Position/Department
Length of Service in the position
Annual Income

2. What was the didminant leadership style in the company?

3. Were there any differences between the job satisfaction as well as job
dissatisfaction by respondents' demographic profiles?

4. What was

the level of the

respondents on job satisfaction with regards to

Feedback and recognition
Work Enviroment
Compensation
Advancement

5. Was there a significouldt relationship between the leaderstyle style
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5.1 task oriented

rJJ88G

'~
.

f}

'

'

5.2 people oriented
and job satisfaction in tenns of _ _ _ _ _ _ _ __
•

Feedback and recognition

•

Work Enviroment

•

Compensation

•

Advancement

1.7 Hypotheses

There were differences in the job satisfaction by respondents' demographic

Ha 1

profiles.

Ha 2

: There was a significant relationship between between the leaderstyle style

•

Task oriented

•

People oriented
and job satisfaction in terms of - - - -

•

Feedback and recognition

•

Work Enviroment

•

Compensation

•

Advancement
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Ho 1 :There were no differences in the job satisfaction by respondents' demographic

profiles.
Ho 2

:There was no si&'llificant relationship between the leaderstyle style
•

task oriented

•

people oriented
and job satisfaction in terms of _________

•

Feedback and recognition

•

Work Enviroment

•

Compensation

•

Advancement

1.8 Definition of Terms

To give the reader a perfect understanding of the content of tbe study, the
following terms were operationally defined:

Age. The length of time a person has existed.

Compensation. It refers to the financial rewards such as base salary, bonus,

incentive payments and allowance which employees received for working in an
organization.
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Demographic. It refers to the age, gender, educational, position, and length of

service.

Educal ion. The education background that the respondents hold

Feedback. It consists of reports, performance information results from operations,

and other data routed back to planners and decision-makers to enhance future decisions
or

correct

deviations

m

performance.

In

communications,

a

response

or

acknowledgement that a message had been receivedd and understood, (Holt, 1997).

Gender. The state of being either male or female.

Job dissatisfaction. The degree to which individuals feel negative about their job.

Job Salis.faction. The degree to which individuals feel positively about their job.

Leadership. The capacity and will to rally people to a common purpose

wouldingly and the character that inspires confidence and trust. Leadership was the
process of providing direction, energizing others, and obtaining their voluntary
commitment to the leader's vision. (Schermerhorn, 2002)
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Leader People (Relation)-Oriented. The extent that a leader maintains personal

relationship with an individual or a group through open communication and facilitative
and supportive behavior, (Shani, 2002).

Leadership styles. They were the perceived approaches and behaviors a manager

or superior used to influence others. It was the recurring pattern of behaviors exhibited by
a leader, (Schermerhorn, 2002).

Leader Task-Oriented. The extent that a leader organizes and defines individual

or group roles and communicates what, when, where, and how to do a task, (Shani,
2002).

Length of Service. The number of years that the respondents had been holding in

the position.

Participation. It was an opportunity that an employee had of being involved in

some activity of the job such as planning, problem solving discussion, goal detem1ining,
decision making, and the like.

Position. The job title/responsibility that the respondents had been holding with

the company.

14

Recognition. It was a private and public notice concerning job performance

received from a manager (Kossen, 1999).

Relationship. It was a total social interaction that an employee received from

doing a job either with people inside the organization- peers, co-workers, and supervisors
or with outsiders -customers, venders, and suppliers.(Schermerhorn, 2002)

Reward It was a work outcome of positive value.

1.9 Significance of the Study

The research finding would benefit the company, the management and the
employees. The research would be submitted to the management with the detailed
explanations. This study would benefit the management in understanding the relationship
between the leadership styles, job satisfaction, and existing problems concerning the
studied factors.

The finding would include information of the company employees' profile,
leadership styles, and job satisfaction as perceivedd by their employees. Definitely, the
research would provide their employees' requirements to keep them satisfied and which
would encourage them to perform the best.
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The data would be analyzed to identify the leadership factors and key causes
influencing job satisfaction. Also, the recommendations derived from the research would
contribute to develop the company's strategies and policies.

The researcher hopes this study would improve the quality of the employees'
work life and generate job satisfaction for them. Eventually, this would provide the
positive effects on their job perfonnance and organization effectiveness.

The study aims to help the presented and new managers and supervisors to
improve their leadership styles in order to create better relationship and increase
employee job satisfaction.

The researcher hopes the study would benefit the public who are interested in
leadership styles and job satisfaction issue. Leadership and Job Satisfaction were always
the topics people focused on when they would like to improve their management skills
and increase productivity. The one who would like to be the good manager/leader in the
organization may used this study to be the guideline (Case Study). The study would give
an idea on how leadership styles affect job-satisfaction and turnover.

1.10

Scope and Delimitation of the Study

The research study would be confined to the topics of effects of leadership styles
of management and job satisfaction of Ruengwa Standard Thailand Co., Ltd.
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There were an average total of 554 staff in the company. The reasercher would
studied 24 l staff from the total.

Additionally, this study required that information be provided by the management
and staff within the company. Hence, the information from the respondents may be the
right answer versus the answer that actually affects their behavior or their status.

Timing; some respondents might have hurriedly filled in the information, which
might imply some distortion of information.

The study would be limited to the analysis of the relationship of leadership styles
which focused on People - oriented I Task- Oriented and the job satisfaction on
Feedback and recognition, Participation, Compensation and Relationship. Even though
there were many factors that affect the employee job satisfaction, the researcher had
focus on the leadership styles factors only.
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CHAPTER2
REVIEW OF RE.LATED LITERATURE AND CONCEPTUAL FRAMEWORK

This chapter presents the study on the manager's leadership styles and the
employees' job satisfaction. This chapter's objective is to provide a better understanding
of the background of this research. The following contents were relevant to the study.
This study would focus on Leadership Styles and Employees' Job Satisfaction on how to
made it effective with efficiency. Finally, this chapter also includes the conceptual
framework.

2.1

Leadership

The following were some definitions of leadership and leadership styles, which
had been stated by several researchers and authors.

There were multitude of ways to finish the sentence "Leadership was ... " In fact,
as Stogdill (1974) points out in a review of leadership research, there were almost as
many different definitions of leadership as there were people who had tried to define it.
As soon as we try to define "leadership," we immediately discover that leadership had
many different meanings. (Northoused, 200 l)

Katz and Kahn stated that leadership was the influential increment over and above
the mechanical compliance with the routine directives of the organization. Leadership
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focusses on creativity, vision, and long term organizational development, whereas
management deals with routine operations. (Northoused, 200 I)

Leaders could be differentiated from managers because 'Managers were people
who did things right and leaders were people who did the right things'. (Parker, 2002)

Leadership was the process of influencing others to behave in preferred ways to
accomplwash organizational objectives, (Holt, 1993)

Leadership was a special case of interpersonal intluence that gets an individual or
group to do what the leader wants done (Schermerhorn, 1997)

In summary, leadership was one role of management as leading and influencing
followers or group members to accomplish the organization's objectives, whereas
leadership styles were the behaviors of leaders who exert or exhibit in getting work done
through the subordinate.

An early branch of research focused on the leader's personal characteristics or
traits as important for leadership success due to the belief that traits had major impacts on
outcomes. They also believed that an individual's trait was hard to change. The overall
results of many researches could be summarized as follows. Physical traits such as a
person' height, weight, physique, and appearance made no difference in determining
leadership success. Some researches had showed that the most respected leaders were
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described as honest, competent, forward-looking, inspiring, and credible, (Gardner,
1988). While some research considered that the important characteristics of successful
leadership were drive, motivation, honesty and integrity, self-confidence, intelligence,
knowledge, and flexibility, (Kirkpatrick, 1991 ). For many reasons, such as inadequate
theorizing and measurement of many traits and lack of recognition of organization
differences and situations, the studies were not successful enough to provide a general
trait theory. Nevertheless, they laid the groundwork for later behavior, that were studied
and the basis for some of the more current theories.

2.2 Leadership Traits and Skill

Between 1920 and 1950 researchers hoped to discover how individual traits were
connected to leadership effectiveness. The "natural born leader" concept seemed a logical
basic for investigation. According to the leadership trait concept., leaders naturally
possess traits that set them apart from other people. Thus height, appearance, personality,
intelligence, race, sex, and other traits were used to explain the emergence of leaders and
leadership effectiveness.

A recent summary of research in leadership traits draws the following conclusion:
l. The traits of physical eneq,,>y, intelligence greater than the average intelligence
of followers, self-confidence, and achievement motivation and the motives of
the leader were found to consistently differentiate leaders from one another.
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2. The effects of the traits on the leader's behavior and leader effectiveness were
enhanced to a i,>reat extent by the relevance of the traits to the situation in
which the leader functions. (Shani, 2000)

Leadership trait theories attempted to explain distinctive characteristics
accounting for leadership effectiveness. Researchers analyzed physical and psychological
traits, or qualities, such as high energy level, appearance, aggressiveness, sett:reliance,
persuasiveness, and dominance in an effort to identify a set of traits that all successful
leaders possessed. (Shani, 2000)

The last of the traits was to be used as a prerequisite for promoting candidates to
leadership positions. Only candidates possessing all the identified traits would be given
leadership positions. Hundreds of trait studies were conducted during the 1930s and
1940s to discover a list of qualities. However, no one had come up with a universal list of
traits that all successful leaders possess, or traits that would guarantee leadership suC{',ess.
(Lussier, 2001)

2.3 Leadership Styles

·n1e style approach was very different from the trait approach. Whereas the trait
approach emphasized the personality characteristics of the leader, the style approach
emphasizes the behavior of the leader. (Northoused, :dJQ I)
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Researchers studying the style approach determined that leadership was
composed of essentially two general kinds of behaviors; task behaviors and relationship
behaviors. Task behaviors facilitate goal accomplishment: They help group members to
achieve their objectives. Relationship behaviors help subordinates foe! comfortable with
themselves. The central purpose of the style approach was to explain how leaders
combine these two kinds of behaviors to influence subordinates in their efforts to reach
the goal. (Lussier, 2001)

2.3.I Theories Related to Leadership Styles

The Behavior Leadership Theory Paradigm. By the 1950s, most of the
leadership research had changed its paradigm, going from trait theory to focussing on
what the leader actually did on the job. Behavioral leadership theories attempted to
explained distinctive styles used by effective leaders, or to define the nature of their
work. The researcher had found task and people-oriented leadership, which had
importance in accounting for leadership effectiveness. (Lussier, 200 l)

University of Michigan Research. Rensis Likert and others at the University
undertook the study which aimed at differentiating leadership behaviors. From their
studies they concluded that there were two approaches of leadership styles: Taskoriented style which focuses on careful supervision of team members to obtain
consistent work methods and accomplishment of the job and Employee-oriented style
aims at satisfying the social and emotional needs of team members.
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The Michigan researchers concluded that groups led by employee-oriented
leaders had better work attitudes and higher productivity. A follow-up study supported
the association of positive team member attitudes with employee-oriented leadership;
however, productivity was found to be higher within groups supervised by task-oriented
leaders. (Shani, 2000)

The University of Michigan Leadership Model thus identifies two leadership
styles: job-centered and employee-centered.

Job-Ce11tered Leadership Style. The job-Centered style had scales measuring two

job-oriented behaviors of goal emphasis and work facilitation. Job-Centered behavior
refers to the extent to which the leader takes charge to get the job done. The leader
closely directs subordinates with clear roles and goals, while the manager tells them what
to do and how to do it as they work toward goal achievement. Enforcing standards \WJS an
important function.(Lussier, 2001)

Emp/oyee-Ce11tered Leadership Style. The employee-centered style had scales

measuring two employee-oriented behaviors of supportive leadership and interaction
facilitation. Employee-centered behavior refers to the extent to which the leader focused
on meeting the human needs of employees while developing relationships. The leader
was sensitive to subordinates and communicates to develop trust, support, and respect
while looking out for their welfare. (Lussier, 2001)
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Michigan research identified two types of leadership behaviors called employee
orientation and production orientation. Employee orientation describes the behavior of
leaders who approach subordinates with a strong human relations emphasis. They take an
interest in workers as human beings, value their individuality, and give special attention
to their personal needs. Employee orientation was very similar to the cluster of behaviors
identified in the Ohio State studies as consideration. (Lussier, 200 I)

Production Orientation refers to leadership behaviors that stress the technical and
production aspects of a job. From this orientation, workers were viewed as a means for
getting the work accomplished. Production orientation parallels the initiating structure
cluster found in the Ohio State studies. (Shani, 2000)

Ohio State University Leadership Model. Ralph Stogdill began a study to
determine effective leadership styles. The study showed two distinct dimensions or
leadership

types

which

they

eventually

called

initiating

structure

and

consideration.(Shani, 2000)

•

Initiating structure behavior. The initiating structure leadership style was
essentially the same as the job-centered leadership style; it focused on
getting the task done.

•

Consideration behavior. The consideration leadership style was essentially
the same as the employee-centered leadership style; it fixused on meeting
people's needs and developing relationships.
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The Ohio State University Leadership Model identifies four leadership styles; low
structure and high consideration, high structure and high consideration, low structure and
low consideration and high structure and low consideration.

Leaders with high structure and low consideration behavior used one-way
communications and decisions were made by managers, whereas leaders with high
consideration and low structure used two-way communications and tend to share
decision-making. (Northoused, 2001)

Theory X and Theory Y of McGregor, (1960). The two contrasting sets of
assumptions held by leaders about their subordinates. Managers who believed that people
were motivated mainly by money, were lazy and uncooperative, and had poor work
habits and tend to use a directive leadership style, exhibit their power and authority and is
labeled as theory X. In contrast in theory Y, leaders who believed that their peopl.e work
hard, cooperate, and had positive attitudes tend to used a participative leadership style by
consulting their subordinates and encouraging them to take part in planning and decision
making. This theory's premise was that leader perception on their subordinate influence
the leader style, (Schermerhorn, 2000)

~.."··········

Your attitudes were important, becaused your leadership style would spring from
your core attitudes about your followers. The Manager with Theory X attitude tends to
have a negative, pessimistic view of employees and displayes more coercive, autocratic
leadership styles using external means of controls, such as threats and punishments.
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Managers with Theory Y attitt~des tend to have a positive, optimistic view of employees
and display more participative leadership styles using internal motivation and rewards.
(Lussier, 200 I)

In Theory X assumptions the managers approach their jobs believing that those
who worked for them generally disliked work, lack ambition, were irresponsible, were
resistant to change, and prefer to be led rather than to lead. McGregor considered such
thinking inappropriate. He argues instead for the value of Theory Y assumptions in which
the manager believed people were willing to work, were capable of self-control, were
woulding to accept responsibility, were imaginative and creative, and were capable of
self-direction.

Managers with Theory X assumptions act in a very directive "command-andcontrol" fashion that gives people little personal say over their work. These supervisory
behaviors often create passive, dependent, and reluctant subordinates who tend to do only
what they were told to or required to do. This reinforces the original Theory X viewpoint.
fn contrast, managers with Theory Y perspectives behave in "participative" ways that
allow subordinates more job involvement, freedom, and responsibility. This creates
opportunities to satisfy esteem and self-actualization needs and causes workers to
perform as expected with initiative and high performance. This time the self-fulfilling
prophecy was a positive one. Theory Y thinking was very consistent with developments
in the new workplace and 'ts emphasis was on valuing workforce diversity. (Northoused,
'.!()() l)
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The Path-Goal Leadership Theory House & Mitchell, (1974)_ This situational
contingency approach, stated that an effective leader should clarify paths through which
followers could achieve both task and personal goals_ A good leader removes any barrier,
and provides appropriate rewards for task achievement Thus, Housed identifies four
leadership styles as, Directive leadership - to let subordinates know what was expected,
giving direction, scheduling work to be done_ Supportive leadership - focused on
subordinates' feelings and needs and thus promoting friendly work climate_
Achievement-oriented leadership - focused on setting challenging goals, earning and
maintaining enthusiasm of followers, and showing confidence in the group members_ ·
Participative leadership - focused on consulting with subordinates and seeking and taking
their suggestions into account before making decisions_

Some predications from the theory were: Directive leadership had a positive
impact when the task was ambiguous and had the opposite effect for clear tasks.
Supportive leadership increases the satisfaction of subordinates who work on unpleasant,
stressful jobs. Achievement-oriented leadership encourages subordinates to have more
confidence in their ability to meet challenging goals. Participative leadership helps
promote satisfaction on non-repetitive task But, non-authoritarian subordinates, on
repetitive tasks, would be satisfied as well with this kind of leadership style
(Schermahorn, l 996), The Path-Goal theory suggests that leaders could effect the
satisfaction, motivation and performance of group members in several ways (Vecchio,
1995)
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The Path-goal theory suggests that leaders motivated subordinates to achieve high
performance by showing them the path to reach valued goals or results. When the tasks
along the way had been performed and the goals reached, rewards follow. The leader's
role was to show a clear path and to help eliminate barriers to achievement of the goals.

The Path-goal theory includes four leadership styles: directfre leadership, which
was similar to the Ohio State concept of initiating structure; supportive leadership, which
was similar to the concept of consideration; participative leadership, Which eemphasized
consultation with subordinates before decisions were made; and achievement-oriented

leadership, where the leader was preoccupied with setting challenging goals for the work
group. Leader style and behavior interact with

factors to determine the several

contingency factors to determine the employee's job performance and satisfaction.(Shani,
2000)
From the path-goal theory's suggestions, training could be used to change
leadership behavior to fit the situational contingencies, and the leader could be taught to
diagnose the situation and learn to change the contingencies to match the leader. (Lussier,
2001)

Leadership Grid Behavior. Leadership Grid was designed to explain how
leaders help organizations to reach their purposes through two factors: concern for
production and concern for people. (Parker, 2002)
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Concerned for production refers to how a leader was concerned with achieving
organizational tasks. It involves a wide range of activities, including attention to policy
decisions, new product development, process issues, workload, and sales volume, to
name a few. (Northoused, 2001)

Concerned for people refers to how a leader attended to the people within the
organization who were trying to achieve its goals. This concern includes building
organizational commitment and trust, promoting the personal worth of employees,
providing good working conditions, maintaining a fair salary structure, and promoting
good social relations. (Northoused, 2001)

This behavior was the combination of leadership behavior that concerned both
people and task. There were a number of famous authors who had developed terms and
studies that were used for this kind of leadership behavior, for example, Luthans stated
that the leader was one with great concern for both task oriented and relations oriented.
He was a motivator, set high standards, recognized individual differences and utilized
team management. Leadership grid was one of the most popular explanations for mixed
leadership behavior. (Northoused, 2001)

Leadership Grid or 9,9 Patterns of Management was a matrix developed by
Robert R. Blake and Jane S. Mouton to identify five leadership styles by interpreting
leaders' attitudes about concern for production and concern for people. The leader wants
to achieve optimum results in the organization result mean effectiveness in its goals and
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high level of morale, through a relationship of trust and resnect. A grid serves as the basis
for understanding this theory. (Shani, 2000)

The horizontal axis represented the degree of concern for production, and the
vertical axis represented the degree of concern for people. Each axis was divided into a 9
points scale, with 1 being the lowest possible level of concern and 9 representing the
highest level of concern. (Northoused, 2001)

The grid particularly focused on five main leadership styles:

lhe 1, I style. The leader displayed a low level of concern for production (I) and a
low level of concern for people (I). This style would be practiced by a leader who
establishes minimum goals, expends little effort, and displays no control, with minimum
standard.

lhe 9,lstyle. Task - oriented, authoritarian or autocratic management. The leader
displayed a high level of concern for production 99) and a low level of concern for people
(I). This style would be practiced by a leader who establishes strict quotas, stresses
efficiency, and displays strict control.

lhe 1,9 style. Social, employee-oriented, or country club management. The leader
displayed a low level of concernc for pro("ICtion (l) but a high level of concern for
people (9). This leadership style places the needs of people first, attempts to establish
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meaningful relationships, arranges work in a comfortable manner, requires no quotas,
stresses broad goals, and tries to create a friendly atmosphere.

The 5,5 style. Middle of the road management. The leader displayed adequate

concern for production (5) and adequate concern for people (5). This style represented the
midpoint of the managerial grid. In practice, a 5 ,5 leader places some emphasis on
performance and some emphadwas on morale. Such a leader would stress easily defined
production goals and group cohesion.

The 9,9 style. The ideal style, according to Blake and Mouton. It represented the

"super-manager" who displayed a high level of concern for production (9), as well as a
high level of concern for people (9). In practice, a 9,9 leader would involve subordinates
in the setting up of objectives, work methods, and task accomplishment schemes. This
style attempted to achieve goals through the efforts of dedicated personnel who become
self-managing and self-directed. (Parker, 2002)

Situational Leadership Behavior.

This

situational

leadership behavior

particularly focused on the interaction of a leader according to the circumstances (task,
maturity of followers and other variables) at a given time and their team members or
followers. There were several well-known models of this behavior and it had been proven
to be more successful than other approaches.
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Situational Leadershir Theory (SLT) by Paul Hersey and Kenneth Blanchard.
They stated that the leadership effectiveness based on the combinations of the leader's
task and relationship behaviors were moderated by the level of job maturity of the team
members or the followers. The readiness of followers defined as their ability and
willingness to accomplish a specific task as the major factors that influence appropriate
leadership style. Followers or team members' readiness incorporates the follower's level
of achievement motivation, ability and willingness to assume responsibility for hwas or
her own behavior in accomplishing specific tasks, and education and experience relevant
to the task (Lussier, 200 I)

Hersey and Blanchard's model focused on two dimension variables of leader
behaviors which were Task Behavior and Relation Behavior.

Task Behavior - The extent to which leaders were likely to organize and define

the roles of team members and to explain what activities should be done when, where and
how those tasks were to be accomplished, to establish clear patterns of organization,
channels of communication, and procedure of getting jobs done.

Relationship Behavior - The extent to which leaders were likely to maintain the

level of personal relationships with members of their groups by opening channels of
communication, active listening, providing emotional support and facilitating behaviors.
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Leaders should use a telling style, and provide specific instrnctions and closely
supervised perfonnance, when followers were unable and unwilling or insecure. Selling
styles should be used to explain decisions and provide opportunities for clarification
whenever followers had moderate to low readiness. Using a participating style, where the
leader shares ideas and helps facilitate decision making, should occur when followers had
moderate to high readiness. Delegating style should be used to give responsibility for
decisions and impleJ11entation to followers, when followers were able, willing, and
confident. (Harvey, 1996)

The situational leadership model was used to determine which of the four
leadership styles (telling, selling, participating, and delegating) matches the situation to
maximize performance. For the most part, the situational leadership was an adaptation of
the Ohio State University Leadership Model. Thus, unlike the one-dimensional
contingency model with two styles, the situational leadership was two-dimensional-with
four leadership styles. To use the situational leadership model, we need to detennine the
maturity level of the followers and then choose the leadership style that matches specific
tasks of the maturity level.

There were four kinds of followers:
1. /,ow ·· Unable and unwilling or insecure. The followers could not or will not

do the specific task without detailed directions and close supervision, or they
were insecure and need supervision. Telling we·,ld be the suitable method for
this kind of followers
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2. Low to Moderate - unable but willing or confident. The followers had
moderate ability to complete the task but need specific direction/task and
support/relationship to get the task done properly. The employees may be
highly motivated and willing, but stiil need task direction due to lack of
ability. Selling would be the fit leadership style for this situation. Followers
need to be given specific instructions as well as their performance overseen at
all major stages through completion. Leaders should explain to them and sell
them the benefits of completing the task leader's instructions,
3. Moderate to high - able but unwilling or insecure. The followers had high
ability but might lack the confidence due to insecurity to do the job. What
they needed most was support and encouragement to motivate them to get the
task done. Participating style would be fit for this situation. Support the
employees to do the task their way by encouraging them and building up their
self-confidence. Decisions should be made together, or allow employees to
make the decision subject to your limitations and approval.
4. High - able and willing or confident. The followers were capable of doing the
task without task direction or supportive relationship. They could be left on
their own to do the job. Delegating styles would fit this situation. Allow these
employees to make their own decisions subject to your limitations, although
approval would not be necessary.
(Parker, 2002)
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Managers are not automatically leaders. Leaders demonstrate different skills and
perspectives. There was no single leadership style that was best suited for every situation.
Leaders with a flexible approach focused on managing themselves, subordinates and the

' to meet the needs of the task, the team and the individuals
situation. Leaders need
involved.

Conclusion on leadership; people could be trained in leadership. Research in this
area argues that training for individuals, groups or firms in new leadership was possible.
The training was aimed to improve and strengthen leadership skills by working with
trainers in variety of ways. Bass and Avolio ( 1990) reported that the findings demonstrate
beneficial effects from that training. However, it was important to note that there were no
any best leadership styles. It was up to the situation. (Parker, 2002)

2.4 Job Satisfaction

Most of the research on the study of satisfaction had been done by psychologists
interested in work organizations. This research dates back to the 1930s. Since that time,
the term 'job satisfaction" had been used to refer to affective attitudes or orientations on
the part of individuals toward jobs. OB researchers were interested in accurately
measuring job satisfaction and understanding its consequences for people at work.
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Job satisfaction was the subjective, personal state perceived by the individual as
being in the favor, and while there was no doubt that humanistie work might C-Ontribute to
job satisfaction. (Pavinee, 1999)

Job satisfaction was the single most sought after attribute of the employment
relationship. The most important element of job satisfaction was job security (Khaleque,
2002)

The ramification of job satisfaction was extremely influential to any organization. It
alone could be a determining factor affecting employee efficiency, productivity,
absenteeism as well as turnover. (Khaleque, 2002).

Motivation required for a person to have a high performance was satisfaction with
the job. Satisfacton was not the same as motivation. Job satisfaction was more about
attitude, an internal state. The level of job satisfaction may well affect the strength of
motivation. A person with a high level of job satisfaction holds positive attitude toward
the job. (Bordin, 1999)

It was no longer accepted by the workforce to merely earn a wage. Salary was a
significant element pertinent to job satisfaction, but it was not by itself enough to
decrease or increase job satisfaction. The relationship between an employer and an
employee must provide both with the means l y which to be fulfilled in their respective
roles. Job satisfactio'1 filled this need for both sides of the equation. If employees were
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satisfied in their roles, it was assumed that their output quantity was greater and that their
quality was higher. Job satisfaction was therefore distinct from other organizational
construct. (Henderson, 2000)

One measure of quality of work life was job satisfaction. This was the degree to
which an individual feels positively or negatively about various aspects of the job. Job
satisfaction was an important attitude that could and did influence behavior at work.
(Schermerhorn, 2002)

Researchers know that there was a strong relationship between job satisfaction and
absenteeism and turnover. Both of these findings were important since absenteeism and
turnover were costly in terms of the additional recruitment and training that were needed
to replace workers, as well as in the productivity lost while new workers were learning
how to perform up to expectations. (Schermerhorn, 2002)

Job satisfaction was what human's think, feel about their work and action
tendencies or one's attitude toward work. A person's level of job satisfaction was
influenced by experience, work itself: communication, and expectation (Parker, 2002)

Job satisfaction was a consequence of the past which refers to people's feelings
about rewards they had received when comparing with their work outcomes, and if equal,
then work effort tends to be increased (Hersey and Blandchard, 1988)
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Job satisfaction was the degree to which individuals feel positive and negative
about their job and had been an important aspect for the organization (Schermerhorn,
2002).

Employees want growth opportunities, and companies that help their staff plan for
and achieve professional advancement and fulfillment would have greater success in
building job satisfaction and keeping valued team members despite elevated
workload.(www.bizjoumals.com/houston/stories/2003/10/20/focus!O.html)

Happy employees were often the most productive and remain loyal to the firm
through strong and weak economic times. On the other hand, dissatisfied workers could
become prime targets for burnout and depart for other opportunities as soon as the[)' were
available, leaving their departments to handle the associated responsibilities. That was
why it was important to keep in mind the impact of turnover. (Parker 2002)

Paying greater attention to issues of contentment and retention was critical,
especially in the current market. Most workers continue to be asked to accomplish more
with tewer resources. Employees who work on projects that capitalize on their skills and
talents and were recognized often for their contributions were more likely to be satisfied
on the job. (www.boi.go.th, 2004)
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2.5 Theories Related to Job Satisfaction

Hawthrone study shifted the management attention away from the technical and
structural concerns of the classical approach to social and human concerns as keys to
productivity. They showed that people's feelings, attitudes, relationships with coworkers, and their workgroups were important factors for the management They also
identified the Hawnthrone effect - the tendency of people who were singled out for
special attention to perform as anticipated merely because of expectations created by the
situation (Lussier, 2001)

The Hawthorne study helped shift the attention of managers and management
researchers away from the technical and structural concerns of the classical approach
toward the social and human concerns as keys to productivity. The study showed that
people's feelings, attitudes, and relationships with coworkers should be important to
management, and they recognized the importance of the work group. (Schermerhorn,
2002)

Hawthorne effect had been identified as the tendency of people who were singled

out for special attention to perform as anticipated merely because of expectations created
by the situation. (Parker, 2002)

Herzberg's Dual-Factor Theory. Term motivators is used for job satisfaction
since they involved job content and the satisfaction that resulted from them. Motivators
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were considereded job tum ons. They were necessary for substantial improvements in
work performance and moving the employee beyond satisfaction to superior
performance.(Lussier, 2001)

The study discovered that the factors which caused satisfaction in the workplace
were not the same as those which caused dissatisfaction. Satisfiers were different
elements of work from dissatisfiers. Herzberg referred to them as motivators and hygiene
factors. Motivators were those factors that provide satisfaction such as achievment,
recognition, advancement and etc. Hygiene factors create dissatisfaction. Hygine factors
include bureaucracy, company policies and relationships with managers. Salary could be
either a motivator or a hygiene factor, or both. (Parker, 2002)

Modern two-factor theory was originally developed by Herzberg, Mausner,
Peterson, and Capwell ( 1967), in which the authors stated that job factors could be
classified according to whether the factors contribute primarily to satisfaction or to
dissatisfaction. Two aspects of the theory were unique and account for the attention they
had received. First, the two-factor theory says that satisfaction and dissatisfaction did not
exist on a continuum running from satisfaction through neutral to dissatisfaction. Two
independent continum exist, one running from satisfied to neutral, and another running
from dissatisfied to neutral. Second, the theory stresses that different job facets influence
feelings of satisfaction and dissatisfaction. (Henderson, 2000)
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The result of the study showed that factors such as achievement recognition, the
work itself, and responsibility were mentioned in connection with satisfying experiences,
while working conditions, interpersonal relations, supervwasion, and company policy
were usually mentioned in connection with dissatisfying experiences. Herzberg termed
the factors whose absence could lead to dissatisfaction "hygiene factors". They included
job security, quality of supervision, interpersonal relationships, working conditions, and
adequacy of pay and fringe benefits. If these factors were in an organization, employees
were not necessarily satisfied; however, Herzberg contended that their absence would be
associated with high levels of dissatisfaction reported by many employees.
(Schermerhorn, 2002)
Those factors that portend satisfaction he called "motivation factors" such as
achievement, advancement, responsibility, job challenge, and recognition. Herzberg
noted that highly satisfied employees tended to report the presence of these factors in
their organization (Shriberg, 1997).

A major dimension used by Herzberg to distinguish between hygiene factors and
motivators was the length of time the particular factor continues to drive behavior. The
study showed the salary had a very short motivational time span. The current salary had
little influence on his or her willingness to improve performance. (Parker, 2000)

Herzberg (l 959) expounded the dual-factor theory of job satisfaction, which stated
that there were two groups of factors which determine job satisfaction or job
dissatisfaction. The two-factor theory suggests that only job content-related facets (e.g.
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achievement, responsibility, the work itself) lead to satisfaction. On the other hand, job
context-related factors (e.g. pay, security, working conditions) lead to job dissatisfaction
but not to satisfaction. (Shani, 2000)

Maslow's Hierarchy of Needs. This theory was the most famous theory of
motivation. Abraham Maslow was a researcher who found this theory. Maslow divided
needs into five -levels. The hierarchy begins with Physical Needs as the most basic, then
progressively through safety, belonging, esteem and self-actualization needs. He said,
once the lower-level need had been satisfied, the individual then was free to progress to
the next higher-level need, and become a major determinant of behavior. (Schermerhorn,
2002)

The hierarchy of needs theory proposes that people were motivated through five
levels of needs;
I. Physiological needs: These were people's primary or basic needs: air, food,

shelter, sex, and relief or avoidance of pain.
2. Safety needs: Once the physiological needs were met, the individual was
concerneded with safety and security.
3. Belongingness needs: After establishing safety, people look for love, friendship,
acceptance, and affection. Belonging was also called social needs.
4. Esteem needs: After the social needs were met, the individual focused on ego,

status,

selt~respect,

recognition for a"-::omplishments, and a feeling of self-

confidence and prestige.
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5. Self-Actualization needs: The highest level of need was to develop one's full
potential. People seek growth, achievement, and advancement. (Lussier, 200 I)

Motivating

Employees

with

Hierarchy

of

Needs

Theory.

The

nmJOr

recommendation to leaders was to meet employees' lower-level needs so that they would
not dominate the employees' motivational process. Management should get to know and
understand people's needs and meet them as a means of increasing performance. (Shani,
2000)

ERG Theory. Alderfer modified Maslow's model by considering the five levels of

needs into three categories:

Ec~Existence, R~"Relatedness,

G=Growth. Existence needs

were roughly equivalent to Maslow's physical and safety needs. Relatedness equated to
social needs. Growth refered to self-esteem and self-actualization. (Parker, 2002)

Clayton Alderfer developed a needs-specific model of motivation that relaxes some
of Maslow's original assumptions and combines levels of needs. His ERG theory was
based on the initials of three categories of motivation needs: Exwastence, Relatedness,
and Growth. Existence needs refer to the basic survival needs that everyone needs to
maintain life. Relatedness needs draw people into interpersonal contact for socialemotional acceptance, caring and status. Growth needs involve personal development and
a sense of self-worth. (Shani, 2000)
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He believed a person could seek growth experiences when relatedness and may be
even existence needs had not been adequately met. (Schermerhorn, 2002)

This theory was different from Maslow's theory. This theory did not assume that
lower-level needs must be satisfied before higher-level needs become activated. Those
three types of needs could influence individual behavior at a given time. Alderfer also did
not assume that satisfied needs lose their motivational impact. The ERG theory thus
contains a unique frustration-regression principle, according to which an already-satisfied
lower-level need could become reactivated and influence behavior when a higher-level
need could not be satisfied. (Lussier, 2001)

Fulfillment Theory. Scahaffer (1953) had argued that "job satisfaction would vary

directly with the extent to which those needs of an individual which could be satisfied
were actually satisfied". Researchers who had adopted the fulfillment approach measure
people's satisfaction by simply asking how much of a given facet or outcome they were
receiving. Thus, these researchers view satisfaction as depending on how much of a given
outcome or group of outcomes a person received, (McGill, 1994 ).

Fulfillment theorists had concluded how facet-satisfaction measures combine to
determine overall satisfaction. The crucial issue was whether the facet-satisfaction
measures should be weighted by their importance to the person when combined. We
know that some job factors were more important than other job factors for each
individual. Therefore, the important factors need to be weighted more in determining the
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individual's total satisfaction. However, there was evidence that the individual's facet
satisfaction scores reflect this emphasis already and thus did not need to be further
weighted (Shani, 2000).

A great deal of research showed that people's satisfaction was a function both of
how much they received and of how much they feel they should and/or want to receive.

Equity Theory was primarily a motivation theory, but it had some important things
to say about th.e causes of satisfaction/dissatisfaction. Adams ( 1965) argues in his version
of equity theory that satisfaction was determined by a person's perceived input-outcome
balance in the following manner: the perceived that the equity of a person's rewards was
determined by his input-outcome balance; this perceived equity, in tum, determines
satisfaction. Satisfaction results when the perceived equity exists, and dissatisfaction
results when perceived inequity exwasts. Thus, satisfaction was determined by the
perceivedd ratio on what the person received from the job that was related to what a
person put into the job. (Schermerhorn, 2002)

The Equity theory emphasizes the importance of other people's input-outcome
balance in determining how a person would judge the equity of his own input-outcome
balance. TI1e Equity theory argues that people evaluate the fairness of their own inputoutcome balance by comparing it with their perception of the input-outcome balance of
their "comparison-other" (Schermerhorn, 2002)
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The Equity theory was motivation theory in which people were said to be motivated
to seek social equity in the rewards they received (output) for their performance (input).
The Equity theory proposes that people were moti vatied when their perceived inputs
equal outputs. (Lussier, 2001)

Rewarding People Equitably. Through the equity theory process people compare
their inputs (effort, experience, seniority, status, intelligence and etc.) and output (praise,
recognition, pay, benefits, promotion and etc.) to that of relevant others. A relevant other
could be a co-worker or group of employees from the same or different organizations, or
even from a hypothetical situation. (Lussier, 200 I)

Using the equity theory in practice could be difficult, because you did not always
know who the employees' reference group was, nor their view of inputs and outcomes. It
was every manager's responsibility to ensure that any negative consequences of the
equity comparison were avoided, or at least minimized, when rewards were allocated.
(Parker, 2002)

Expectancy Theory Victor Vroom introduced to the management literature another
process theory of work motivation that had made an important contributuion. Expectancy
theory suggests that '"people would do what they could do when they want to do it."
Vroom suggests that the motivation to work depends on the relationship between the
three expectancy factors;
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•

Expectancy- a person's belief that working hard would result in a desired
level of task performance being achieved.

•

Instrumentality- a person's belief that successful performance would be
followed by rewards and other potential outcomes.

•

Valence-the value a person assigns to the possible rewards and other
work-related outcomes.

(Schermerhorn, 2002)

The Expectancy theory posits that motivation (M), expectancy (E), instrumentality
(I), and valence (V) were related to one another in a multiplicative fashion:
M

=

E

*

I

*

V . In other words, motivation was determined by expectancy times

instrumentality times valence. This multiplier effect among the expectancy factors had
important managerial implications. The Expectancy theory helps managers better
understand and respond to different points of view in the workplace. (Shani, 2000)

The Expectancy theory proposes that people were motivated when they believed
they would or could accomplish the task, they would get the reward, and the rewards for
doing so were worth the effort.

The Expectancy theory could accurately predict a person's work effort, satisfaction
level, and perfonnance-but only if the correct values were plugged into the fonnula. It
also works best with employees who had an internal focus of control, because if tlic.
believed they control their destiny, their efforts would result in success. (LU5sier, 2001)
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Reward Systems of an organization includes anything that an employee may value
and desire and that the employer was able or willing to offer in exchange for employee
contributions.

Employers

separated

the

compensation

components

from

the

noncompensation components. All rewards that could be classified as monetary payments
and in-kind payments constitute the compensation system of an organization_ Monetary
payments could be in the form of paper money, or in the less tangible form of checks or
credit cards. They had value in used and they simplify exchange transactions. In-kind
payments were goods or services that were used in lieu of money and that provide an
equivalent value of what had been offered or received. All other rewards constitute the
noncompensation 3ystem. (Henderson, 2000)

The Compensatation System results from the allocation, conversion, and transfer of

a portion of the income of an organization to its employees for their monetary and in-kind
claims on goods and services.

Monetary claims on goods and services were wages or salaries paid to an employee
in the form of money, or a form that was quickly and easily transferable to money at the
discretion of the employee. Wage and salaries in the form of money may be further
subdivided into payments earned and acquired at the present time and payments earned
but not acquired until some future time-deferred payments.

In-kind claims were claims on goods and services made available and paid for
either totally or in some percentage by the employer. Employees often had little or no
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opportunity for immediate monetary gain from an in-kind payment. Many employers
provided in-kind payment, however, they replaced monetary payments of some amount
of the employees's income should the employees obtain similar goods and services
elsewhere. (Henderson, 2000)

The value of any in-kind payment to a specific employee depends directly on the
employee's perception of its worth. Individual perception relates to a range of
demographic characteristics as well as to the physical and emotional state of the
employee.

Noncompensation System. The other major part of the reward system consists of

noncompensation rewards. These rewards were much more difficult to classify and their
components far more complex than was the case for compensation rewards and
components. Noncompensation rewards were all the situation-related rewards not
included in the compensation package. These rewards had an almost infinite number of
components that were related to the work situation and to the physical and psychological
well-being of each worker. (Henderson, 2000)

Four reinforcement approaches used to encourage and achieve the desired
behavior were positive reinforcement, punishment, negative reinforcement, and
extinction. Becaused short-term incentives were designed and implemented to foster
positive reinforcement, only this approach would be reviewed. This procedure maintains
or increases the rate of a response by contingently presenting a stimulus following the
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response. Thus, when a stimulus such as an object or event follows or was presenteded
contingently as a consequence of a response, and the rate of that response increases or
was maintained as a result, the stimulus was called a positive reinforcer. Praise, attention,
recognition of achievement and effort, pay for performance, and special events and
activities serve as positive reinforcers. Nontechnical terms for a positive reinforcer
include incentives, rewards, or strokes. (Shani, 2000)

Negative consequences create an adverse reaction in an individual. In the work
context, this could be public or private criticism, a freeze in pay, reassignment, demotion,
or termination. The setting, timing, and degree of severity could all affect how an
individual experiences the negative consequences. A manager or one's peers usually
deliver negative consequences. These consequences were very appropriate when an
individual did something that was unsafe, illegal, against policy or corporate values, or
inappropriate for the work place or its customers. When provided in a clear, direct, and
sincere manner, negative consequences work to stop or rapidly diminish the behaviors.
(Thomas, 2003)

Posilive consequence -· Traditionally, this was known as posilive reinj()rcement

because the recipient experiences something good, pleasurable, satisfying,or fulfilling
associated with an action or outcome. The positive reinforcement may be done in public
or private, but the consequence was clearly associated with what the person did or
contributed to. The relationship between the positive consequence and th!-: action and the
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timing and importance of the consequence woJl!d influence the individual's future
actions. (Thomas, 2003)

Extinction occurs when an individual feels that he or she was entitled to something

and did not receive it. If the desired action or result was known and achieved and yet no
positive consequence was received, the response may be some degree of confusion or the
conclusion that more was needed or that the action was no longer valued. If this
continues, the individual may either develop internal criteria for judging success or
decrease the actions over time. (Thomas, 2003)

Punishment decreases the frequency of or eliminates an undesirable behavior by

making an unpleasant consequence contingent on its occurrece. (Schermerhorn, 2002)

If an individual received a positive consequence when it was not associated with an

action or result, there would be some degree of appreciation. If this continues, then the
individual would disassociate the positive consequence from the desired performance.

An organization couldnot devote resources to developing and managmg
consequences fitted to each individual in every situation. The organization needs systems
and processes that provide programs to create an environment of motivation,
engagement, and commitment. (Thomas, 2003)
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Reward Power was based on the user's ability to influence others with something
of value to them. Reward power affects performance expectations and achievement In a
management position, used positive reinforcements to influence behavior, with incentives
such as praise, recognition, special assif,>nments or desirable activities, pay raises,
bonuses, and promotions. (Lussier, 2001)

Promotion was the most common form of formal recognition. A person who
excels in his or her job was promoted by the organization to broader responsibilities and
challenges and to higher pay. People naturally seek to climb the ladder of success
because it provides great job satisfaction, higher income, and more stature. (Thomas,
2003)

Feedback was the information people needed to receive in order to know if they
were performing in a manner consistent with what was required for success. Feedback
could be as simple as monitoring tasks according to a schedule or seeing whether certain
tasks comply with quality standards. It could be as complex as analyzing financial or
operating reports that reflect a broad array of actions by many people inside and outside
the organization. Finally, feedback could come informally through comments by one's
manager or peers about actions taken or a formal report and presentation. When it was
based on information or facts, then it was feedback. Feedback was made et1ective by its
timing, reliability, and the awareness it creates about performance.

(Thoma~,

2003)
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The art of gi"ing feedback was an indispensable skill, particularly for managers
who must regularly give feedback to other people. Often this takes the form of
performance feedback given as evaluations and appraisals. (Schermerhorn, 2002)

There were ways to help ensure that feedback was useful and constructive rather
than harmful. To begin with, the sender must learn to recognize when the feedback he or
she was about to offer would really benefit the receiver and when it would mainly satisfy
some personal need. Also, a manager should make sure that any feedback was considered
from the recipient's point of view as understandable, acceptable and plausible. (Shani,
2000)

The 360-degree .feedback was based on receiving performance evaluations from

many people. Most 360-degree evaluation forms were completed by the person being
evaluated, his or her manager, peers, and subordinates when applicable. Customers,
suppliers, and other outside people were also used when applicable. (Thomas, 2003)

Recognition Management was the ongoing process of encouraging and reinforcing
the actions individuals and teams take to achieve results. The rewards may be verbal or
social, tangible or symbolic, or work-related. (Thomas, 2003)

Special recognition efforts were best viewed as providing acknowledgement and
appreciation for desired actions. Employees did not need to be rewarded after every
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action. However, they should be suffic;ently frequent that people relate the performance
actions to the rewards.
Recognition provides opportunities to generate excitement around the achievement
of desired behaviors and results and therby enhances the desired spirit of the
organization. In this way, each organization could make recognition truly meaningful and
effective-and special. (Parker, 2002)

Some managers used these programs to reinforce their stature and perceived power
within their unit; others used them to reinforce both results and desired actions in sincere,
meaningful ways. (Henderson, 2000)

2.6 Relationship of Leadership to Job Satisfaction

From the reviewing of related studies the researcher could summarize the affect of
leadership style on the employee job satisfaction as follows;

In the leadership behavior theories - Ohio and Michigan indicated that the
relationship or people-oriented style affect the follower's job satisfaction more than did
the task or production-oriented. (Shani, 2000)

Many studies showed evidence that quality of supervision affect job satisfaction
(Herberg, 1969; Drafke and Kossen, 1998). As mentioned by Fiedler (1987), Housed
( 1977), Hersey and Blanchard (I 988), there was no best leadership style, a compatible
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relationship of leadership style and situation or employee behavior could promote job
satisfaction.

The people-oriented style of leader seems to be made for more job satisfaction, but,
from Fiedler's (1987) study, he found the leader with high LPC satisfied their followers
more only in moderate favorable situation. On the other hand, the task-oriented style
could satisfy in the very high and very low favorable situation.

Likert and Vroom believed that participation enhances the employees' job
satisfaction, morale and attitude toward their managers. Most people enjoy participating
and value work environments that afford them the opportunity to do so, that is people
were motivated to give effort to work. (Vroom, 1988)

Though Herzberg identified the quality of supervision as a hygiene factor, which
could not satisfy people but as a leader, he or she had exceeding roles, to influence many
other factors such as achievement, recognition, responsibility advancement or even
personal growth.

In summary, leadership styles had some major impacts on their followers. Firstly, a
leader was the one to specify what kind of task was to be done - the level of challeng of
the task, and limitation of time. Another was how to get it done such as by individual or
. group. The level of regulation and freedom to choose their own way. Secondly, a leader
had powers in hand over followers, unavoidably, the position of power of coercion,
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reward, and legitimacy that influence the members' feelings either positively or
negatively. A leader used his or her power through the four functions of management
process of planning, leading, organizing, and controlling, especially in traditional
authority organization, in which members must depend on the leader in almost every
aspect such as providing needed resources, allocating job, decision-making, and so on.

2. 7 Relationship of Job Satisfaction to Leadership Styles

From the reviewed literature, job satisfaction was the overall outcome that an
individual received from work, which was usually used to examine people's quality of
work life. Other than the job satisfaction affects on employees, job satisfaction had
indirect impact on the organization's overall productivity and effectiveness because job
satisfaction was the last procedure in the motivation process as to what level a person
would exert his or her effort toward work. The causal factors of job satisfaction were job
characteristics and individual's characteristics although most of people generally had
motivation inside from their past experience since they were born. But as long as they
work in a certain organization, it was that organization' s role other than anything else to
motivate people within and respect the ideal concept of the "win-win" situation of both
individual and organization or firm. Like the statement stated by Peter and Waterman
( 1982) in their book that:

People ... We were dedicated to the belief that our people were our r•>ost important
asset. We would encourage all of them to contribute and to grow to the limit of their
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desire and ability. We believed people respond to recognition, freedom, to contribute,
opportunity to grow, and to fair compensation. (Schermerhorn, 2002)

2.8 Consequence of Job Satisfaction or Job Dissatisfaction

Consequence of Job Satisfactions - Job satisfaction leads to two advantages: the
first advantage provides better work life, both physical and mental aspects to an
individual, the second advantage to organization was that an individual worked in as
well. There were some studies that indicated the relationship of job satisfaction to
organizational effectiveness. Smith (1964) stated that people's work performance partly
must come after their job satisfaction. Another study on job satisfaction as atlecting the
organization effectiveness was done by Organ ( 1977). He found that job smisfaction
might be related to organizational citizenship behavior that was beyond the call of duty.
Satisfied employees were more likely to help their coworkers, made positive comments
about the company, and refrained from complaining when things at work did not go well.
On the other hand, job satisfaction had an important role to determine job ctlectiveness.
(Schermerhorn, 2002)

Consequence of Job Dissatisfactions. The negative results from being dissatisfied
seem to be elearly evidenced. The relationship between job dissatisfaction and employee
behavior could be employee's absenteeism, turnover, tardiness. early retirement. hostile
actions, and union activity. (Shani, 2000)
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2.9 Conceptual Framework

Independent Variables

Dependent Variables

Leaders/tip Styles:

Job Satisfaction:

Task Oriented

- Feedback/recognition

People Oriented

- Work Enviroment
- Compensation
- Advancement

Moderating Variables

Demograpltic Profile

The conceptual framework indicates the interrelationship of the independent
variables and dependent variables of the study. The independent variable was the
management leadership styles, which were derived from the study of the researcher on
different kinds of leadership styles that were mentioned in the previous chapters and from
the interview with some managers and directors at Ruengwa Standard. Leadership styles
were selected for this study, which focused on Task - Oriented and People - Oriented.
The dependent variable was the employee job satisfaction and also derived from the
study of well known theories of job satisfaction that focused on Feedback I Recognition,
Work Environment, Compensation and Advancement.
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CHAPTER3
RESEARCH METHODIDLOGY

This chapter would discuss what were the methods of research to be used, identify
the respondents groups, describe the sampling procedure, research instrument and
questionnaires, as well as the procedure of collecting and gathering data and what
statistical treatment of data would be used in conducting this study.

3.1

Research Design

Action Research as a research design model was used in this study. Action
research was the application of the scientific method of fact-finding and experimentation
to practical problems requiring action solutions and involving the collaboration and
cooperation of scientists, practitioners and people.

The researcher made use of the descriptive and correctional research level to
analyze in quantitative terms. The normative survey was considered to be the most
appropriate and most convenient. Some data were taken from documentary analyses and
elicited from published materials and journals from the Internet.

The descriptive method would be used for the characteristics of the demographic
profile. The research design of this study would be quantitative based on the results of
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statistical data. However, Qualitative analyses would be used to support the quantitative
analyses.

3.2 Sample

The researcher classified the respondents of Ruengwa Standard Thailand staff into
three groups namely; the top management group, which consists of VP and Din,>;;tors.
The second group was Middle Management such as Managers/Assistant Managers or
Supervisors. Third were the non-managerial level or operation staffs such as officers or
clerks. The contractor employees and newly appointed employees in the probation period
were excluded.

Total employees in the company were 554 people. Nevertheless, the respondents
we were going to study were as per the table below:

Table 3.2.1
The Sample
Population
l. Top Management Level (VP, Director)

%

Sample

7

100

7

25

100

25

3. Staff Level

522

40

209

Total

554

43

241

2. Middle Management Level (Asst Director/Manager/Asst Manager/Sup)

60

There were an average of 554 staff in total in the company. The reasercher would
study 241 staff from the total. The researcher determined the sample sizes (Wasrael,
1992).

Research Instrument and Questionnaire

3.3

The questionnaires would be used to study this research. The researcher grouped
the questionnaires into 3 parts: Personal Profile, Leadership Styles and Job Satisfaction.
•

Part I contains 7 items multiple choice of the employee's demographic profile.

•

Part JI contains IO items of the leadership styles.

o

Part JIJ contains 20 items that had been designed for obtaining the responses on
the employee's job satisfaction. The five-point Likert Scale was usedd for part JI
and Ill.

The questionaires were designed by using the concept of the following Books;
l. Donald H, Research Method, 200 l: California
2. Graziano, Research Method-A Process of Enquiry, 2000: Boston
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3.3.1 Table

: Summary of Questionnaires Design

---

--··

Part no.
---

Main -variable

Question no.

------

I

-------

Sub- Variable

------·-

1-7

- Demographic Profile

Gender, age,

l

educatio~

level, Position, Length
of Service, Annual
Income,Departmcnt

II

8-17

- Leadership Styles

Task-Oriented, PeopleOriented

-

Ill

-

---·-··-

18-22

-----------··- ------------------

JU

- Job Satisfaction

III

- Job Satisfaction

Ill

- Job Satisfaction

--

-------------------

23-27

Feedback/Recognition
... --· . -----------·--·------------ ·····--·-------

Work Environment

- - - - - - - - - - - - - - - - - - - - -------·--

28-32

Compensation

33-37

Advancement

-

----------

--

3.4

---

-·-··-

- Job Satisfaction

__ J_

-

Data Collection

The first step was the researcher asked Ruengwa Standard for the permission to
conduct the study. The researcher had consulted with a couple of managers and directors
in order to get the information and opinions, which were usedful and meaningful for the
study.

The researcher arranged the meeting with Rucngwa Standard Management
regarding the objective of this study. This was to make sure that the bias was eliminated.
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Then, the researcher distributed the questionnaire to the respondents. The researcher also
asked the supports from HR and QC Departments to introduce the researcher to the
employees via their notice board including the objective of the study. This was to ensure
that the researcher would get the collaboration from the respondents.

The HR and QC Departments helped the researcher in arranging the time for each
department in filling the questionnaire.

Since the researcher had got the completed questionnaire distribution process, the
SPSS program was usedd to analyze the information.

3.5

Data Analysis Procedures

The SPSS software would translate the symbolic data into useful information. The
researcher used the following the statistical tools to answer the questions:
•

Descriptive statistics used to translate the demographic profiles of the
respondents, namely mean and standard deviation.

•

Multiple Regression Analysis would he used to determine the correlation hetween
leadership styles and employee job satisfaction.

•

The statistical treatment used was based for the statement of the problems and the
entire research hypothesis would be tested with significance of0.05 and 0.01 level
of confidence.
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Average weighted mean on 5 point-sca)P,

wa~

used to measure the perceptions of

responses on leadership styles and job satisfaction. Average weighted means were
assigned to the categories of rating as follows:

Rating

..

---·-

··-

Descriptive Rating

LOO- l.79

Strongly Disagree

1.80-2.59

Disagree

2.60-3.39

Neutral

3.40- 4.19

Agree
.•

4.20-5.00

Strongly Agree

--
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CHAPTER IV
PRESENTATION AND ANALYSIS OF DATA

This chapter concerned the analysis of primary data from 241 questionnaires,
which were responded by the target respondents. The data analysis part could be divided
into three major sections. The first section explained the descriptive Statistics in the form
of frequency table. The second section was the inferential Statistics; the hypotheses
testing between dependent and independent variable. The last section was the discussion
of the results.

4.1 Demographic Profile

Descriptive Statistics displayed characteristics of the location, spread and shape of
an array of data. The researcher attempted to describe or define a subject, often by
creating a profile of a group of problems, people or events through the collection of data
and the tabulation of the frequencies on research variables or their interaction (Cooper
and Schindler, 200 !). In this research, the researcher would interpret the data using the
frequency distribution technique. For the purpose of analyzing the data, the analysis of
descriptive Statistics was segmented as follows:

Profile of Samples

Descriptive analysis for

leadcr~hip

styles and employee job satisfaction.

GS

Profiles of Samples
Table 4.1.1 Gender

I

.Valid
j Cumulative
Percent
r
1 Po~• ~
· · - - - - _J>_er_c_~><
23.2
23.2
56
23.2
··--·-----e----+76.8
100.0
185
76.8
100.0
100.0
241
Frequ~

Valid

Male
Female
Total

~---·~

There were 56 (or 23.2%) male respondents and 185 (or 76.8%) female
respondents within this research survey, with a total of 241 respondents.

Ta bl e 4 - l 2 A,ge
Valid

24 vrs. and below
25-32 yrs.
33-40 yrs.
41-48 yrs.
49 yrs and above
Total

Frequency
59
94
62
22
4
241
-

Percent
24.5 -·-·
39.0
25.7
9.1
1.7
100.0

--·

Valid
Percent ···24.5
39.0
25.7
9.1
1.7
100.0

Cumulative
Percent
63.5_____ ····-······-i
1i5
89.2

-

3

98.3
100.0 _ _---

Regarding the age groups within the survey, the majority of respondents (94
people, or 39.0%) were aged 25-32 years old.

The next major age group, with 62

respondents (25.7%), was the 33-40 years old group, while 59 respondents (24.5%) were
aged 24 years and below. Twenty-two respondents (9.1%) were aged 41-48 years and
only 4 people (1.7%) were aged 49 years and above.
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Table 4 .1.3 Education Attainment
Valid
Percent
Freauencv Percent
Elementary School 115
47.7
47.7
Hi!!h School
92
38.2
38.2
Vocational I
16
6.6
6.6
High Vocational
Bachelor's Degree
6.2
6.2
15
Master's Degree
1.2
3
1.2
or hi!!her
Total
241
100.0
100.0

Valid

Cumulative
Percent -47.7
·85.9
92.5
98.8
100.0

Regarding the education attainment for the respondents, the majority of the people
(115 respondents, or 47.7%) had attained elementary school as the highest level, while
the next group (92 respondents, or 38.2%) attained the high school level of education.
Sixteen people (6.6%) received vocational or high vocational diplomas, while 15 (6.2%)
respondents achieved a Bachelor's Degree, and 3 (1.2%) people received a Master's
degree or higher.

Valid

...

. th ecomnanv
Ta bl e 4 1 4 D enartment where you be Iongm
Valid
Cumulative
Frequency Percent Percent
Percent
Administration/Purchase l
.4
.4
.4
Sales
8
3.3
3.3
3.7
Technical/Service/QC/
124
51.5
55.2
51.5
Engineer
Accounting/Finance
5
2.1
2.1
57.3
Information Technology l
57.7
.4
.4
Other (Please Identify) -·· 102
42.3
42.3
!00.0
Total
241
100.0
100.0

Regarding the department that respondents belonged to in the company, the
majority of respondents (124 respondents, or 51.5%) belonged to the technical I service I
QC I engineer departments, while 8 respondents (3.3%) belonged to the sales department.
Five respondents (2.1%) worked in the accounting I finance department, while for both
the administration I purchase and information technology departments, l person (0.4%)
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worked within them. A large percentage of people, I 02 respondents (42.3%) worked in
other departments besides the aforementioned ones.

---···

Valid

Table 4. l .5 Presented Job Position
Valid
Frequency Percent Percent

VP/Director
2
(Manegerial Level)
Manager/Asswastant
14
Manager/Supervisor
(Middle Management)
Clerk/Officer
225
(Staff Level)
241
Total

Cumulative
Percent

.8

.8

.8

5.8

5.8

6.6

93.4

93.4

100.0

100.0

100.0

The majority of the respondents (241 people, or 93.4%) worked as clerks or
officers at the staff level of the organization, whereas 14 respondents (5.8%) worked in
middle management as managers, assistant managers, or supervisors, and 2 respondents
(0.8%) were at the managerial level as VP or director.

~---------~Table 4. l.6 Work E~rience
-..--··

Valid
Cum ulativ\;I
Percent Percent
Pere ent
/
1 - - - - - - - - - - · - · - - - - X_i:equen cy
.. ·····--·----- ·-···--·
37.3
Valid I -3
90
37.3
37.3
--20.3
49
20.3
57.7
··------· - - ---------14.9
72.6
36
14.9
I
100.0
27.4
27.4
l
0
rs.
and
above
66
}------+--~-·-100.0
Total
241
100.0
---·-·-------'---------- ·-··----~

~-

"'"""···------~-

1-----~1-------··------

_=3
_____j

Regarding the number of years of working experience, the majority of the
respondents (90 people, or 37.3%) had been working for 1-3 years, whereas 66
respondents (27.4%) had worked for 10 years and above. Forty nine

respondent~

(20.3%)

had 4-6 years of working experience, while the remaining 36 ( 14.9%) had wor,;ed for 7-9
years.
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,---·
Valid

Table 4 ..
1 7 Gross annual income in Baht
Valid
Percent
Frequencv Percent
100,000 and Below 195
80.9
80.9
IOQ,001-200,000
7.5
7.5
18
3.7
200,Q0!-300,000
9
3.7
5.4
300,001 -400,000
13
5.4
400,00 l-500,000
l.2
3
1.2
.8
500,00 l-600,000
2
.8
600,00 I-700,000
.4
I
.4
Total
241
100.0
100.0

.••

Cwnulative
Percent
80.9
88.4
92. l
.• '
97.5
98.8
99.6
100.0

The gross annual income of most of the respondents (195 people, or 80.9%)
amounted to Baht 100,000 and below. Eighteen respondents (7.5%) earned 100,001200,000 baht each year in gross income, while 13 respondents (l.2%) had a gross annual
income of 300,001-400,000 baht and 9 respondents (3.7%) earned 200,001-300,000 baht
annually. Three respondents (1.2%) earned 400,001-500,000 baht, while only 2
respondents (0.8%) earned 500,001-600,000 and 1 respondent (0.4%) earned 600,001700, 000 baht each year.

Table 4.1.8 Mean and standard deviation of leadership styles Leadership styles
Perception level
Std. Deviation
Mean(X)
Af_>ree
Task-Oriented
3.40
1.02
People-Oriented
Neutral
3.27
0.95

---·-··~----

When asked about the leadership style of their superiors, the majority of the
respondents' ultimate answer was that the leadership style that their superiors employed
was the task-oriented style. When asked about whether their superiors displayed the
people-oriented style, most respondents' ultimate answer was that they felt neutral about
the concept, possibly because they did not really feel that their superiors employed the
people-oriented leadership.
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T abl e 419
.. M eanan d stand ard aeviatton o f emp oyee JO
Employee job satisfaction
Std. Deviation
Mean(X)
Feedback/RecoITTlition
3.17
0.90
Work environment
2.51
1.01
_gom2ensation
3.18
0.88
Advancement
3.17
0.90

salts action.
Perception level
Neutral
Dwasa_gr~----

Neutral
Neutral

The respondents were asked questions about four factors that were known to
contribute to employee job satisfaction. When asked whether the feedback/recognition,
the compensation, and the advancement they presentedly received at work gave them job
satisfaction, the respondents' answers were ultimately that they felt rather neutral. When
asked whether their ·present work environment gave them job satisfaction, however, the
respondents' ultimate response was that

they disagreed and that their present work

environment did not contribute to much job satisfaction at all.

4.2 Inferential Statistics

Factor Analysis

In this section, the correlation between variables was examined by using the SPSS
program. The bivariate correlation was employed to find out the relationship between the
leader style and job satisfaction variables.

Inferential analysis Hypothesis I (There were differences between the job
satisfaction as well as job dissatisfaction by respondents' demographic profiles)
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Inferential analysis Hypothesis 2 (There was significant relationships between the leader
style and job satisfaction)
Ho I.I :There were no differences between the job satisfaction as well as job

dissatisfaction by respondents' age.
Ha I .I : There were differences between the job satisfaction as well as job dissatisfaction

by respondents' demographic age.

Age

Sum of
Squares
Between Groups 2.598
Within Groups
227.958

Df
3

Mean
Square
.866

237

.962

Total

240

230.556

F

.900

Sig.
.442

·-~

After the one-way ANOVA test was done with regard to ditlerent age groups, it
was found that age was not statistically significant to respondents' job satisfaction
(Accept Ho).

That is, the respondents' age did not affect how they felt about the

satisfaction they received from the job (the satisfaction that respondents felt on the job
was not statistically different among different ages)_

Ho 1.2 :There were no differences between the job satisfaction as well as job

dissatisfaction by respondents' education attainment.
Ha 1.2 : There were ditlerenccs between the job satisfaction as well as job dissatisfaction

by respondents' demographic education attainment.
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St, Gabriel's Lil:wary, Au

Sum of
Sauares
Education
Attainment

Between Groups

df

2.914

3

Mean
Sauare

1.15

.97!

1200. !48

Total

12m.062 J24o_L____ \

i .845

.330

0

Within Groups

i 237

Sig.

F

\

+-·---·I

1

---

With regard to different education attainment, after a one-way ANOVA test was
done, the results pointed out that the factor was not statistically significant to job
satisfaction (Accept Ho). Whether respondents attained elementary level education or had
a Master's degree, the satisfaction that respondents felt on the job was not statistically
different among educational attainment levels.

Ho 1.3 :There were no differences between the job satisfaction as well as job
dissatisfaction by respondents' work department.

Ha 1.3: There were differences between the job satisfaction as well as job dissatisfaction
by respondents' demographic work department.
--·-··-·

Sum of
Squares

df..

Mean
Squarc

I

II'

I

.)

i Si[_

Department
Between Groups
·--, 704 I --8·9· " 2.53 !
.844
where you belong
3
J
in the company
-· ····-··-·-·-·-----··Within Groups
977.959 237
4.126
I
- - - - - - - f-------·-·
---,·-···Total
980.490 240
__l_ _ ___L_ .

--l- ..
----1---

~--

I

- - -- _J_ _______ _

After a one-way ANOVA test, it was found that the differences in the department
that a respondent belonged to in the company were not statistically significant toward jot
satisfaction (Accept Ho). The satisfaction that respondents felt on the job was not
statistically different among different departments.
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Ho 1.4 :There were no differences between the job satisfaction as well as job

dissatisfaction by respondents' job position.
Ha 1.4 : There were differences between the job satisfaction as well as job dissatisfaction

by respondents' demographic job position.
-----

Present Job
Position

I

Sum of
Squares

df

Mean
Square

F

.140

3

.047

.538

Within Groups

20.516

237

.087

Total

20.656

240

Between Groups

Sig.

.656

After a one-way ANOVA test was done with regard to present different job
positions, the results pointed out that the factor was not statistically significant to job
satisfaction (Accept Ho). The satisfaction that respondents felt on the job was not
statistically different among different job positions.

Ho 1.5 :There were no differences between the job satisfaction as well as job

dissatisfaction by respondents' work experience.
Ha 1.5 : There were differences between the job satisfaction as well as job dissatisfaction

by respondents' demographic work experience.

Work Experience

Sum of
Squares
2.842

df
3

Mean
Square
.947

Within Groups

361.913

237

1.527

Total

364.755

240

Between Groups
-

Sig.

F
.620

.602

-·-

-L----·
I

_L

With regard to different years of working experience, after a one-way ANOVA
test was done, the results pointed out that the factor was not statistically significant to job
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satisfaction (Accept Ho). Whether respondents had been working for I year or I 0 years,
the satisfaction that respondents felt on the job was not statistically different among
people with different years of work experience.

Ho 1.6 :There were no differences between the job satisfaction as well as job

dissatisfaction by respondents' gross annual income.
Ha 1.6: There were differences between the job satisfaction as well as job dissatisfaction

by respondents' demographic gross annual income.

Gross annual
income in Baht

df

Mean
Square

F

Sig.

1.914

3

.638

.584

.626

Within Groups

259.066

237

l.093

Total

260.979

240

Between Groups

Sum of
Squares

After a one-way ANOVA test was done with regard to different gross annual
income amounts, the results pointed out that the factor was not statistically significant to
job satisfaction (Accept Ho). The satisfaction that respondents felt on the job was not
statistically different among different brackets of gross annual income.

Ho I. 7 :There were no differences between the job satisfaction as well as job

dissatisfaction by respondents' gender.
Ha I. 7 : There were differences between the job satisfaction as well as job dissatisfaction

by respondents' demographic gender.
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[ndeoendent sampIesTest f<Ged
or n er
Levene's Test
for Equality
of Variances !-test for Equality of Means

Overall Job
satisfaction

Equal
vanances
assumed
Equal
variances not
assumed

F

Sig.

t

df

Sig
(2-tailed)

.116

.734

.209

239

.835

--

Mean
Std. Error
Difference Difference
.029

.140

-.213

93.776

.832

.029

.137

Independent samples for gender were done to determine whether different genders
had a statistically significant difference in regards to job satisfaction. It was found that
gender was not statistically significant to it (Accept Ho).
. f:ac!lon
Relat10ns
. h.1ps b etween t he TaskO.
- nented leader sty_e and.10b sa!ls
.

TaskOriented

Pearson
Correlation
Sig. (2tailed)
N

Compensation

Advancement

Job
satisfaction

-.059

-.080

.074

.114

.358

.218

.253

.077

241

241

Feedback/

Work

Recognition

environment

.088
.172

241
241
241
...
** Correlation was significant at the 0.0 l level (2-tailed).
* Correlation was significant at the 0.05 level (2-tailed).

Ho 2.1 :There was no significant relationships between the task-oriented leadership style
and job satisfaction in terms of Feedback and rec06'11ition
Ha 2.1 : There was a significant relationship between the task-oriented leadership style
and job satisfaction in terms of Feedback and recognition
After running statistical analysis, it was found that there was no significant
relationship between the task-oriented leadership style and job satisfaction in tenns of
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.

feedback and recognition, that is, task-oriented leadership style had no effect m
increasing or decreasing satisfaction in feedback and recognition.

Ho 2.2 :There was no significant relationships between the task-oriented leadership style

and job satisfaction in terms of Work Enviroment
Ha 2.2 : There was a significant relationship between the task-oriented leadership style

and job satisfaction in terms of Work Enviroment

After running statistical analysis, it was found that that there was no significant
relationship between the task-oriented leadership style and job satisfaction in terms of
Work Enviroment, that is, task-oriented leadership style had no effect in increasing or
decreasing satisfaction in Work Enviroment.

Ho 2.3 :There was no significouldt relationships between the task-oriented leadership

style and job satisfaction in terms of Compensation
Ha 2.3 : There was a significouldt relationship between the task-oriented leadership style

and job satisfaction in terms of Compensation

After running statistical analysis, it was found that that there was no significant
relationship between the task-oriented leadership style and job satisfaction in terms of
Compensation, that is, task-oriented leadership style had no effect in increasing or
decreasing satisfaction in Compensation.
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Ho 2.4 :There was no s significant relationships between the task-oriented leadership

style and job satisfaction in terms of Advancement
Ha 2.4 : There was a significant relationship between the task-oriented leadership style

and job satisfaction in terms of Advancement

After running statistical analysis, it was found that that there was no significant
relationship between the task-oriented leadership style and job satisfaction in terms of
Advancement, that is, task-oriented leadership style had no effect in increasing or
decreasing satisfaction in Advancement.

Relationships between the People-Oriented leader style and job satisfaction
~·

Feedback/
Recognition

PeopleOriented

Pearson
Correlation

Work

environment

Compensation Advancement

Job
satisfaction

.127(*)
weak

.369(**)
Relatively
weak

.603(**)
moderate

.124

.204(**)
Relatively
weak

Sig. (2tailed)

.000

.055

.001

.049

.000

N

241

241

241

241

241

241
241
241
** Correlat10n was s1gmficant at tl1e 0.01 level (2-tailed).
* Correlation was significant at the 0.05 level (2-tailed).

241

241

N

~-·

Ho 2.5 :There was no significant relationships between the people-oriented leadership

style and job satisfaction in terms of feedback and recognition.
Ha 2.5 : There was a significant relationship between the people-oriented leadership style

and job satisfaction in terms of feedback and recognition.
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After running statistical analysis, it was found that that :here was a significant
relationship between the people-oriented leadership style and job satisfaction in terms of
feedback and recognition. They were positively correlated in a moderately strong way,
that is, people-oriented leadership style could increase satisfaction in feedback and
recognition by a moderate amount (perhaps when people-oriented leadership was used,
employees were able to better appreciate feedback and recognition from this type of
leader, thus increasing overall job satisfaction.

Ho 2.6 :There was no significant relationships between the people-oriented leadership
style and job satisfaction in terms of Work Enviroment
Ha 2.6: There was a significant t relationship between the people-oriented leadership
style and job satisfaction in terms of Work Enviroment

After runnmg statistical analysis, it was found that that there was was no
significant relationships between the people-oriented leadership style and job satisfaction
in terms of Work Enviroment, that is, people-oriented leadership style did not increase or
decrease satisfaction in regards to the work environment (people-oriented leadership did
not affect how good someone feels about the work environment).

Ho 2. 7 :There was no significouldt relationships between the people-oriented leadership
style and job satisfaction in terms of Compensation
Ha 2. 7 : There was a significouldt relationship between the people-oriented leadership
style and job satisfaction in terms of Compensation.
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After running statistical analysis, it was found that that there was a significant
relationship between the people-oriented leadership style and job satisfaction in terms of
Compensation. They were positively correlated in a relatively weak way, that is, peopleoriented leadership style could increase satisfaction in Compensation by a small amount
(perhaps people-oriented leadership enables someone to feel good about their
compensation), thus increasing overall job satisfaction.

Ho 2.8 :There was no significant relationships between the people-oriented leadership
style and job satisfaction in terms of Advancement

Ha 2.8: There was a significant relationship between the people-oriented leadership style
and job satisfaction in terms of Advancement

After running statistical analysis, it was found that that there was a significant
relationship between the people-oriented leadership style and job satisfaction in terms of
Compensation. They were positively correlated in a weak way, that is, people-oriented
leadership style could increase satisfaction in Compensation by a quite small amount
(perhaps a people-oriented leadership style from their superior enables employees to feel
better and be more appreciative about advancement), thus increasing overall job
satisfaction.

79

CHAPTERV
SUMMARY, CONCLUSION AND RECOMMENDATION

S. I Summary and Conclusion

The main focused of the study was to detennine the relationship of leadership
styles and employees' job satisfaction of Ruengwa Standard Industry Co., Ltd. At the
moment, the company had been faced with three major challenges: unstable petroleum
prices, insufficient raw materials for producing products, and turnover due to leadership
styles & job satisfaction. Although the company could not control petroleum prices or
improve the situation of the insut11ciency of raw materials (it was an industry-wide
problem), the company could have done something to improve employee job satisfaction
so as to decrease turnover.

Research was conducted by the used of a questionnaire with the sample group
being employees of Ruengwa Standard Industry Co., Ltd. There were three objectives to
be met during the conduction of this research, and they were the following:
To identify the dominant leadership style in the company.
To detennine the level of job satisfaction in the company.
To detennine the relationship between leadership style and job satisfaction.
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5.1.l

Demographic Profile

There were 23.2% male respondents and 76.8% female

respondent~

within this

research survey, the majority (94 people, or 39.0%) of whom were aged 25-32 years old.
With rei,'llfd to education attainment for the respondents, the majority of the people
(47.7%) had attained elementary school as the highest level, while the next group
(38.2%) attained the high school level of education, and 6.2% respondents achieved a
Bachelor's Degree,. Most respondents (51.5%) belonged to the technical I service I QC I
engineer departments, and 93.4% of the total respondents worked as clerks or officers at
the staff level of the organization with the majority (37.3%) having 1-3 years' of working
experience. The gross annual income of 80.9% of the respondents amounted to 100,000
and below.

5.1.2 Dominant Leadership Style

From the results of the questionnaire, it was found that the respondents perceived
the dominant leadership style in the company as being task-oriented.

5.1.3 Level of Job Satisfaction

Job satisfaction was made up of four major factors: feedback/recognition, work
environment, compensation, and advancement. When the respondents were .isked to give
their satisfaction on these factors in order to determine the overall employee job
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satisfaction, results were that most of the respondents felt that the level of job sati~faction
was rather low, as they were neutral or disagreed with the factors contributing to
satisfaction as they perceived.

5.1.4 Relationship Between Leadership Style and Job Satisfaction

After testing the hypotheses with statistical analysis methods, it was found that
task-oriented leadership style had nothing to do with job satisfaction and could not be
used to improve upon it, that is, the satisfaction that people gained from such things as
feedback/recognition, work environment, compensation, and advancement were not
statistically related to task-oriented leadership, and therefore any improvements in taskoriented leadership style would not affect or improve the satisfaction that employees had
with all the factors. If task-leadership was the style used by leaders, there would be no
statistically significant increase in satisfaction in the various factors at all, meaning that
nothing would inherently change from the status quo.

ln conclusion, what these hypotheses testing proved was that task-oriented
leadership did not have any effect on overall job satisfaction. If task-leadership was the
style used by leaders, there would be no statistically significant increase in satisfaction in
the various factors at all, meaning that nothing would inherently change from the status
quo. This is something to consider seriously, when thinking of ways to elevate
employees' s job satisfaction.
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With people-oriented leadership, the results of the hypotheses testing showeded
that this leadership style may have relationships on three major factors that affect job
satisfaction: feedback/recognition., compensation, and advancement. What this means
was that people-oriented leadership could ultimately increase job satisfaction, by
improving the satisfaction that people feel toward these three factors.

The company

could use this information to help increase employees' job satisfaction. With regard to
the factor of work environment, the company would need to look at how to increase the
satisfaction through other means rather than leadership style.

In conclusion, what these hypotheses testing proves 1ss that people-oriented
leadership could have an effect on the three major factors: feedback/recognition,
compensation, and advancement. In addition., since these factors made up part of the
overall job satisfaction, increasing satisfaction in these three factors would result in a
higher level of overall job satisfaction as well. This was important to consider, as the
company could used this information to help increase employees' job satisfaction. With
regard to the factor of work environment, the company would need to look at how to
increase the satisfaction through other means rather than leadership style.

5.2 Organization Development Intervention Proposal
5.2.1 Rationale

If the company would like to improve the overall employee job satisfaction so
that there was better perfonnance on the part of employees, a reduction in tWTiover, a
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decrease in job absenteeism, and a better overall atmosphere, a major way exists in how
the company chooses to implement leadership throughout the organization_

The

company could select and train its managers and superiors to become leaders who use a
people-oriented leadership style. What this would do is to improve job satisfaction in
terms of feedback/recognition, compensation, and advancement Because these areas are
part of what determines job satisfaction, getting the company to make improvements so
that the factors are better and perceived to be more satisfactory by employees would help
to increase overall job satisfaction_ When overall job satisfaction increases, the company
would be able to have better control over its turnover and various other undesirable
things.
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5.2.2 Organization Development Intervention (ODI)
Desire Results
- - - + - - - - - - - - - -------

Task - Oriented

People - Oriented

Leadership Program Training
360 Degree Training
Group Discussion
Employee of the month

Job Disatisfaction

Feedback/Rewgnition

Management By Objective Training

Job satisfactilln

Work in Progress Meeting

Happy Emplop::e

Employee of the Month

Work Environment
(~onflict

C'.on1pensation
& Promotion

Job Satisfaction

Team Building

G'ood Work Environment

Managc1ncnt Training

: : ~~:b:::- l~:~·::::.Key Perfomiancc Indicator

i

.1
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In order to have leaders with a people-oriented leadership style, the company
would need to place its existing managers and superiors into a training course that would
help them to understand what being people-oriented was like, and to break them of the
pattern of being task-oriented all the time. Training sessions may be conducted as a
"leadership program" that was mandatory for all managers to take part in., and it could be
conducted over the course of a few weeks. Having the superiors treat employees better
and leading in a people-oriented way would help to increase the level ofjob satisfaction.

In addition, the company could make it a policy to hire people who had more of a

people-oriented approach to work and life so that these employees would grow into
people-oriented leaders. When the new employees enter into the company, they could
also go through an orientation and training process where they could be more familiar
with the practice of people-oriented leadership. This would help develop the new
generation of managers to be people-oriented from the beginning.

Although job satisfaction in the aspect of the work environment could not be
improved by a change of leadership style to people-oriented, the company could still
improve overall job satisfaction through the work environment by other means. For
example, team building sessions could be used to create a more tight-knit, united feeling
among employees and to help them feel that they were on the same team as their
colleagues. This would enable them to work together better, and thus decrease some of
the tensions that may be the cause of a negative work environment.
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In addition., conflict-management training

se~~ions

could be held so that

employees are able to work through their problems and conflicts with colleagues in a
productive way_

There could be various other company functions, such as charity

programs or charity functions, in which employees could work together to develop a
sense of teamwork and unity as well_ These functions do not have to be work-related, so
that employees could be able to relate to each other in a non-stressful, non-work
environment and have fun with each other. This could improve employee relations and
moods considerably_

5.3 Suggestions for Further Research

This research had been done for Ruengwa Standard Industry Co., Ltd, a company
that is in the plastics industry, with the sample group being only employees from the
company_ Therefore, as this research study may not be applicable to other companies or
to other industries, there is scope for much further research whenever appropriate_
Suggestions for further research include:

Researching about employee job satisfaction and leadership style in other
provinces such as Chiangmai so that there would be studies relevant to other parts of
Thailand.
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Researching in service industries with regard to employee job satisfactic.n and the
leadership style, to see whether there is any difference in service-related versus goodsrelated industries.

Researching in a more indepth way on how the factors such as work environment,
feedback, compensation, and advancement could impact job satisfaction, in order to make
guidelines in what policies could help in creating a better overall corporate culture and
atmosphere (Mendelson, M. J. (2001). 204-204B: Introduction to Psychological

Statistics. Montreal: Eastman Systems.).
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Appendix A -Questionnaire

Part I: Demographic Prnfile

Please 1nark ( ...f) for your answer.
l. Gender

D

D

Male

Female

2. Age:

D

24 yrs. and below

D

2s-nyrs.

D

41-48 yrs.

D

49 yrs and above

D

33-40yrs.

3. Education Attainment:

D

Elementary School

D

High School

D

Bachelor's Degree

D

Master's Degree or higher

D

Vocational/High Vocational

4. Departtnent where you belong in the company

D

Administration/Purchase

D

Technical/Service/QC/Engineer

D

Information Technology

D
D

Marketing

D

Human Resources

D

Sales

D

Accounting/Finance

Other (Please Identify) _ _ _ _ _ _ _ _ __

5. Present Job Position

D

VP/Director (Managerial Level)

D

Manager/Assistance Manager/Supervisor (Middle Management Level)

D

Clerk/Otlicer (Staff Level)

6. Work Experience:

D

I -3 yrs.

D

4-6 yrs.

D

7-9 yrs.

D

10 yrs. And above

7. Gross annual income in Baht (including bonus, incentive, and overtime)

D

L

100,000 and Below

D

100,001-200,000

D

200,001-300,000

D

300,00 -40\l,000

o__s_o_o_,0_0_1-_6_00_,o_o_o_ _D__6_00_,_00_1_-_10_0_,o_o_o_ _D__1_()(_l,_00_1_a_nd_ab_o_ve_

CJ_4_0_0_,0_0_1-_s_o_o,_o__
oo_ _
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Part II (Leadership Styles)
The tOllowing questions concern the behaviors of your im1nediate superior.

Instruction: /)lease encircle the ap11ro11riate re.v1onse Jo indic.ate .vo11r ansn·er based 011 thefollo»•ing:
Strongly Disagree
2

Disagree

3

Neutral

4

Agree

5

Strongly Agree

(Task-oriented)
8. My supervisor was strict about observing regulations_

2

3

4

5

9. My superior always gives me an instruction and order

2

3

4

5

IO. My superior was strict about the effectiveness of my work

2

3

4

5

2

11. My superior urged me to complete my work by the time he had specified

2

12. My superior was strict on achieving the results only, not attemption

5

4

3

3

4

5

(People-Oriented)
13. My superior was friendly and easy to approach

2

3

4

5

14. _My superior had confidence and trust in n1e

2

3

4

5

3

4

5

3

4

5

4

5

15. My superior always gave me recognition when I did the good job

2

16. My superior always asks me to share the idea when problems arise
17. My superior treats me fairly and cares about 1ny feeling

2
2

3

Part III Job Satisfaction

Instruction: />/ease encircle the ll/JfJTOfJl'iate re,\ponse to indicate your m1~wer based on the fi>lhrwing:
l. Strongly Disagree

2. Disagree

3. Neutral

4. Agree

5. Strongly Agree

f'eetlhack anti Recognition
l 8. My supervisor tells me when 1ny work needs in1prove1nent

2

3

4

5

19. My supervisor tells me when I do my work well

2

3

4

5

20. I ahvays had knowledge ofn1y progression to\vard my objectives

2

3

4

5

21. 'rhe degree of respect and fair treatn1ent I received ff om my superior was high

2

3

4

5

22. My supervisor \Vould compliment n1e if I achieve my job objective

2

3

4

5
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Work Environment
23. I had chances to get to know other people while on the job

2

3

4

5

24. There were good relationships among n1y working group

2

3

4

5

25. The people I talk to and work with while \vorking are supportive

2

3

4

5

26. l have good relationships and \varmth \Vith my supervisor

2

3

4

5

27. I feel being a part of the team/company

2

3

4

5

28. I am satisfied with my con1pensation

2

3

4

5

29. The company provided good benefits for employees and their families

2

3

4

5

30. My salary was fair for 1ny responsibility and efforts

2

3

4

5

31. 1 think that this company pay is reasonable when cornpwered with others

2

3

4

5

32. I feel satisfied with my chances fOr salary increases

2

3

4

5

Compensation

Advancement
33. I am satisfied with the career advance1nent opportunity available to tne

2

3

4

5

34.There was opportunity for everyone to get pro1noted

2

3

4

5

35. I received enough knowledge and infonnation to help n1y career advancement 1

2

3

4

5

36. I ahvays look for opportunity fOr advanccn1cnt

2

3

4

5

4

5

37. Achieving work's objectives increases 1ny chances for prornotion

Please return this questionnaire v,:ith o! stating your na1ne to K.

3

2

. HR &

QC Manager

Also, please check to n1akc certain that you have ans\vered all questions.
***Thank you for your kind Cooperation***

Sources of Questionnaires
!.

Donald H, Research Method. 200 I California

2.

(Jraziano, Research IV1ethod

.A Process of Enquiry, 2000· Boston
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