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Abstract. The study aims to examine the correlations among leadership styles, 
employee job satisfaction, positive moods, and organizational commitment in  the 
public sector in  Vietnam. A  quantitative approach was implemented using partial 
least square structural equation modelling (PLS-SEM). The questionnaire was dis-
tributed to 457 respondents working in public agencies in seven southern provinces 
of  Vietnam. The findings concluded that three leadership styles (task-oriented, re-
lation-oriented, change-oriented) directly predicted positive moods, but only task-
oriented and change-oriented leadership directly affected employee job satisfaction. 
Further associations were also confirmed, including the positive effects of  positive 
mood and job satisfaction on organizational commitment. Consequently, the indirect 
influences between the independent variables (leadership styles) were also indicated. 
Perceiving the significance of organizational commitment as well as job satisfaction 
and positive moods from the empirical results, public leaders are able to  establish 
their own appropriate strategies and policies to improve organizational performance 
in the public sector. Moreover, this article would provide a basis for further analyses 
in public administration, as this paper is one of the very first leading academic studies 
in Vietnam public sector.
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Introduction
Th e purpose of the current study is to provide a better understanding of lead-

ership behaviours in the relationship with public servants’ mood, satisfaction, and 
organizational commitment. Leadership itself plays a pivotal role no matter what 
type of organization (Wart, 2003) in fostering employee creativity, job satisfaction, 
personal development, and work-related behaviours such as organizational com-
mitment. In public administration today, due to the complex demands of stake-
holders, the public leader was considered as a primary vehicle in producing public 
value by determining the challenges and problems, developing appropriate solu-
tions, and communicating the outcomes. Th e infl uence of leadership on organiza-
tional commitment and job satisfaction was also supported by some recent studies 
(G and K, 2016).

Th e signifi cance of organizational commitment on organizational variables 
was commonly demonstrated as the impacts on organizational performance as an 
antecedent and as a mediator. Organizational commitment has been widely ex-
plored for a long time (Cook and Wall, 1980); however, there are few articles ad-
dressing this concept in developing countries, especially in the public sector. While 
most outstanding studies about the organizational commitment of public admin-
istration conducted in developed countries such as the United States and Greece 
(Markovits et al., 2007), there have been few studies conducted in the public sec-
tor of developing countries (Addae et al., 2008). Th erefore, it is advocated to con-
duct organizational commitment research in developing countries to increase the 
generalisability and accuracy. Similarly, job satisfaction has always been an attrac-
tive concern to academic researchers. Some diff erences were found in the analysis 
of employee satisfaction between the private and public sectors in the early stages 
(DeSantis and Durst, 1996). Later, they demonstrated that management philoso-
phy infl uenced job satisfaction, in  terms of as fairness, loyalty, leadership style, 
training and development (Voon et al., 2011). However, there is still a need to link 
diff erent leadership behaviours, job satisfaction, and organizational commitment 
instead of focusing on only transactional and transformational leadership in the 
public sector (Asencio, 2016).

Context of public administration in Vietnam 
Before considering each variable, it is important to understand and inter-

pret the structure of public administration in Vietnam. Vietnam is a one-party, 
unitary state with the Communist Party of Vietnam leading the whole country. 
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In 1986 a remarkable public sector reform (PSR) took place, transforming the 
entire Vietnam from a nation suff ering from food shortage to the second largest 
exporter of rice in the world. Th e public and private sectors support each other 
in diff erent aspects in order to contribute to the socio-economic development 
of a country. Fox et al. (2002) divided the role of the public sector into four main 
categories: mandating, facilitating, partnering, and endorsing to  assist busi-
ness organization performance. However, it is undeniable that the public sector 
in Vietnam attracts little interest from researchers. Th erefore, it  is desirableto 
conduct an analysis of leadership and organizational commitment in the public 
sector to obtain meaningful results for appropriate recommendations and im-
plications for leaders in the public sector to address current problems issues and 
develop potential strengths. 

Th e lack of research in the public administration is the main source of mo-
tivation to carry out this study in order to have a deeper understanding of the 
organizational commitment. Th ere is also a call for scrutinizing leadership be-
haviours and their positive impacts on public organizations (G and K, 2016). 
Hence, this article investigates whether leadership styles (task-oriented, rela-
tion-oriented, change-oriented) are related to public employees’ positive mood, 
job satisfaction and organizational commitment. Th e current study is proudly 
one of the leading studies in Vietnam addressing leadership behaviours in the 
public sector. Th e fi ndings of this article could be the principles and premises 
for other scholars to  develop and expand the research model to  provide sup-
portive recommendations for management levels and strengthen the operation 
of public agencies.

Literature review
Leadership styles
Leadership theory is a multidisciplinary field of research with many fac-

ets including traits, skills, or behaviours (Wart, 2003). Th erefore, interpretation 
of this complex concept would shed a new light on academic research and provide 
pragmatic insights for practitioners. One of the neglected challenges in examin-
ing leadership theory is the changing contexts. Aft er a decade, Wart (2013) high-
lighted the developments in a historical, cultural, economic and political context, 
which has been creating emergent pressures on leaders in public sector. In paral-
lel with these evolutions, there was an increase in the number of public journals 
and articles, which indicated the vital role of leadership in public administration 
and the growing awareness of leadership theory. Exceptionally, transactional and 
transformational leadership styles have prevailed in  many studies of  leadership 
behavior to date (Werder and Holtzhausen, 2009).

Th e diversity of leadership styles in defi nitions and implications has raised 
the interest of scholars worldwide in both private and public industries. Hansen 
and Villadsen (2010) pointed out the diff erences between the leadership styles 
of  public and private sector managers resulting from individual job contexts 
such as job complexity, role clarity, and job autonomy. Moreover, the determi-
nants of leadership style on organizational performance are also attractive to ac-
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ademic researchers. Ohemeng et al. (2018) demonstrated the signifi cant eff ects 
of leadership styles on the relationship between leaders and team members, and 
employee performance. Leadership behaviours provide a role model to increase 
the collaboration and relationship among employees in order to gain collective 
goals and foster creative ideas (Men and Stacks, 2013). Despite a variety of lead-
ership styles, Fernandez et al. (2010) defi ned a new concept of integrated lead-
ership, which was the combination of fi ve essential leadership styles including 
task-oriented leadership, relations–oriented leadership, change-oriented leader-
ship, diversity-oriented leadership, and integrity–oriented leadership. Th is inte-
grated leadership was concluded to be positively associated with organizational 
performance in public administration. Th erefore, the current study will focus 
on  three leadership styles: task-oriented leadership, relation–oriented leader-
ship, and change-oriented leadership, which were considered integral to leader-
ship success. 

Task-oriented leadership
According to Schmid (2008), task-oriented leaders are those who empha-

size planning, administration, and decision–making for organizational goals 
with a high degree of control and supervision but a low tolerance for rules and 
processes. In  general, several positive eff ects of  task-oriented leadership have 
been indicated in  a  wide range of  contexts such as  the impacts on  group ef-
fi cacy and positivism of group members in education (Tabernero et al., 2009), 
job satisfaction in health care (Havig et al., 2011), organizational commitment 
in public administration (Moldogaziev and Silvia, 2014), and employee motiva-
tion in auditing companies (Mai and Dang, 2015). Similarly, Fernandez (2008) 
also pointed out the positive correlation between task-oriented leadership and 
perceptions of  performance. However, the article disputed the positive eff ect 
on job satisfaction as some experts believed that employees perceived task-ori-
ented leaders to be directive, authoritarian, and impersonal. Furthermore, it was 
suggested to combine task-oriented and socio-emotional leadership to be more 
eff ective in  the implementation and increase the perceptions of  both leaders 
and subordinates (Casimir and Ngee Keith Ng, 2010). On the other hand, Zhao 
et al. (2016) highlighted the necessity of adopting both task-oriented and rela-
tionship-oriented leadership to  increase productivity and performance. Along 
with the substantial impacts of task-oriented leadership, some predictors have 
also been studied to  interpret and implement this leadership style. Engelbert 
and Wallgren (2016) argued about the relationship between early experience 
and task-oriented leadership style. Meanwhile, a personality trait such as con-
scientiousness was identifi ed to be related to task-oriented leadership (De Vries, 
2012) and supervisors managerial self-effi  cacy positively aff ected task-oriented 
leadership behaviours (Ju et al., 2019).

Relationship-oriented leadership
Relationship-oriented leadership was summarized as leaders who provide 

recognition, kindness, and respect for the contributions of  their subordinates 
(Ehrhart and Klein, 2001). Relationship-oriented leaders were described with 
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appreciation as they create friendly and supportive environments, encourage for 
creativity, and respect followers’ values. Owing to the distinct advantages of this 
leadership, relationship-oriented leadership is  currently and mostly preferred 
by new generation employees (Ren et al., 2018).

While task-oriented leadership styles infl uence group effi  cacy and positiv-
ism, relationship-oriented leadership increases group cohesion (Tabernero et al., 
2009). In addition, it was also concluded to have a signifi cant eff ect on the self-
oriented dimension of  Leader-Member Exchange (Rüzgar, 2018). Th e scholar 
also emphasized the importance of the diff erent eff ects of each type of leader-
ship that should be  understood not only by  leaders but also by  subordinates 
in order to be productive and benefi cial. Henkel et al. (2019) also confi rmed that 
both task-oriented and relationship-oriented leadership are benefi cial depend-
ing on the situation and purpose, and in some cases even the combination was 
recommended (Zhao et al., 2016).

Changeoriented leadership
Yukl (2002) defined change-oriented leadership behaviours as innovation 

and flexibility to adapt to change and developing strategic decisions for chang-
es and renovation, which is considered critical in a rapidly developing world. 
Numerous consequences have been discovered over the decades. The posi-
tive association between change-oriented leadership and psychological safety, 
team learning, and team performance was found in  the healthcare industry 
(Ortega et  al., 2013). Similarly, other effects of  change-oriented leadership 
on company performance (Sirén et al., 2016), job involvement, work perfor-
mance, job satisfaction (Mikkelsen and Olsen, 2018), and organisational com-
mitment (Moldogaziev and Silvia, 2014) have been found in  different cases 
and domains.

In Vietnam’s public administration, leaders believe that managing change 
is the priority factor in leadership competence . It was confi rmed in the research 
of Mai and Ta (2018) that besides the adaptability with task requirements, lead-
ers need to control changes inside and outside the organization. In comparison 
with the private sector, while most people believe that business leaders are more 
change-oriented than public managers, Andersen (2010) concluded that in fact, 
public sector leaders are more change-oriented than business leaders. In the ar-
ticle the causes for this diff erence were also fi gured out including organizational 
characteristics, career choice, and criteria for promotion to senior positions. 
Similar to  task-oriented leadership, change-oriented leadership has also been 
found to be signifi cant in other industries in Vietnam (Mai and Dang, 2015); 
however, it has not been noticed seriously in public administration.

Organizational commitment
Or ganizational commitment has been always attractive to academic re-

searchers due to its importance to the overall organization performance. Only few 
studies in the public sector investigate the eff ect of organizational commitment. 
Similar to private organizations, employee organizational commitment in public 
administration has been considered as a crucial factor in employee well-being and 
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organizational performance (Morrow, 1995). Meanwhile, Camilleri and Van Der 
Heijden (2007) pointed out that organizational commitment as an important link 
between public service motivation and individual performance. Th ere is a variety 
of defi nitions and reviews of organizational commitment in diff erent industries. 
Cook and Wall (1980) conceptualized organizational commitment as the aff ective 
reactions and attachment of individuals to the goals and values of their organiza-
tions. Later, in addition to the attitudinal and behavioural perspectives of com-
mitment, Meyer and Allen (1991) psychologically divided employee commitment 
into aff ective, continuance and normative commitment. 

With regard to public organizations, in Liou and Nyhan’s (1994) analysis 
of  two dimensions of  organizational commitment (continuance and aff ective 
commitment), they emphasized the signifi cance of aff ective employee commit-
ment over continuance commitment for public employee commitment in gen-
eral. Th e positive impacts of employee tenure and supervisory position on aff ec-
tive commitment were also clarifi ed in the article. Due to its multidimensional 
nature, employee commitment was further divided into identifi cation commit-
ment, affi  liation commitment, and exchange commitment in order to  identify 
antecedents and outcomes in public organizations (Balfour and Wechsler, 1996). 
Another diff erence between the public sector and the private sector was the bu-
reaucracy in public organizations that created the employee behaviours’ restric-
tion (Whorton and Worthley, 1981), which negatively aff ects organizational 
commitment.

In public administration Addae et al. (2008) demonstrated that the low con-
nection between an organization’s goals and public employees’ goals would lead 
to low employee commitment to the organization. Th erefore, it is essential to in-
vestigate the impacts and antecedents of organizational commitment in the public 
sector of developing countries. Several considerable antecedents of organizational 
commitment in public organizations have been discovered recently including em-
ployees’ perception of the organization, job characteristics (Camilleri and Van Der 
Heijden, 2007), motivation for public service (Vandenabeele, 2009), autonomy, 
interesting work, peer support ,  satisfaction with human resource management 
(HRM), leadership style (Steijn and Leisink, 2006), interpersonal trust and system 
trust (Nyhan, 1999).. In addition to the popular correlation between job satisfac-
tion and organizational commitment, leadership styles also leave determinant ef-
fects on organizational commitment.

Job satisfaction
It is quite popular to evaluate the signifi cance of job satisfaction for human re-

source management. Th e correlation between job satisfaction and organizational 
commitment has always been of interest to academic researchers (Vandenabeele, 
2009). Th ere are numerous defi nitions of employee job satisfaction. Locke (1969) 
long ago defi ned job satisfaction as  a  positive emotional state of  an individual 
coming from one’s achievement appraisal. Spector (1997) described job satisfac-
tion as a refl ection of feelings about various aspects of work. 

In terms of public administration, job satisfaction has also been considered 
as the most determinant factor in organizational success (Voon et al., 2011) and 
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organizational performance (Vermeeren et al., 2013). Since then, researchers have 
become more concerned about antecedents of job satisfaction in both private and 
public sectors. Some notable predictors of  job satisfaction were job characteris-
tics (Wright and Davis, 2003), public service motivation and supervisor satisfac-
tion, organizational characteristics, HRM practices (Steijn, 2004), empowerment, 
participation, working conditions, reward and recognition, teamwork, training, 
personal development (Turkyilmaz et  al., 2011). Among these antecedents, the 
relationship between leadership styles and job satisfaction is  appealing to  pub-
lic researchers. A number of scholars mentioned the impacts of leadership styles 
including transformational and transactional leadership on  job satisfaction 
in  public administration. While Voon et  al. (2011) proved the negative impact 
of  transactional leadership on  job satisfaction and the positive relationship be-
tween transformational leadership and job satisfaction, Asencio (2016) implied 
that both transactional and transformational leadership were positively associated 
with employee job satisfaction. On  the other hand, leadership styles in  general 
have a positive connection with job satisfaction.

Positive moods
Typically, mood has been identified as an emotional state that can affect 

thoughts and actions (Poon, 2001). In the past, mood met with little interest in re-
search until the eighties when Watson et al. (1988) developed and evaluated the 
constructs of positive and negative aff ect and defi ned positive moods or positive 
aff ect as enthusiastic and active feelings. Several articles also began to fi nd out the 
consequences of moods as well as antecedents of them. Regarding the determi-
nants of moods, Poon’s (2001) synthesis of scientifi c knowledge on moods divided 
antecedents of moods into external factors such as physical environment and in-
ternal factors such as personality

Regarding the eff ects of moods, Poon (2001) reviewed the works of promi-
nent scholars to  point out the signifi cant eff ects of  moods, including cognitive 
eff ects (memory, cognitive organisation, persuasion, decision making, risk-tak-
ing), behavioural eff ects (helping behaviour, confl ict resolution, evaluative be-
haviour), and motivational eff ects (self-effi  cacy, goals, job satisfaction). In detail, 
Tsai et al. (2007) indicated the indirect prediction of employee’s positive moods 
on task performance by interpersonal (helping behaviour) and motivational pro-
cesses (self-effi  cacy). Aft er that, a partial mediation of positive moods on the cor-
relation between transformational leadership and employees’ helping behaviours 
as well as employees’ task performance was also found. To a greater extent, posi-
tive moods not only mediated the association between inclusive leadership and 
employees’ learning from mistakes (Ye et al., 2018) but also had signifi cant eff ects 
on performance and creativity (Liu, 2016).

Whereas most scholars focused on the importance of positive moods, George 
and Zhou (2007) valued both negative and positive moods as they would result 
in  a  high level of  creativity and tackle concerned issues. Th ey did not encour-
age negative moods; however, it was normal for employees to experience nega-
tive moods. In this case, most researchers recommended employees deal with the 
problems and fi nd appropriate solutions rather than being pessimistic.
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Proposed research hypotheses
Th e evidence presented in this section suggests that leadership styles are impor-

tant for public administration. Consequently, the conceptual framework was estab-
lished in order to estimate the relationship between these leadership styles and their 
eff ects on employee job satisfaction, moods and organizational commitment.

H1: Th e leadership styles: task-oriented leadership (H1a), relationship-ori-
ented relationship (H1b), and change-oriented leadership (H1c) are positively as-
sociated with employee positive moods.

H2: Th e leadership styles: task-oriented leadership (H2a), relationship-ori-
ented relationship (H2b), and change-oriented leadership (H2c) are positively as-
sociated with employee job satisfaction.

H3: Th e leadership styles: task-oriented leadership (H3a), relationship-ori-
ented relationship (H3b), and change-oriented leadership (H3c) are positively as-
sociated with employee organizational commitment.

H4: Employee positive moods are positively related to job satisfaction.
H5: Employee positive moods are positively related to organizational com-

mitment.
H6: Employee job satisfaction is positively related to organizational com-

mitment.
H7: Th e leadership styles: task-oriented leadership (H7a), relationship-ori-

ented leadership (H7b), and change-oriented leadership (H7c) indirectly aff ect 
employee organizational commitment through the mediation of employee posi-
tive moods.

H8: Th e leadership styles: task-oriented leadership (H8a), relationship-ori-
ented leadership (H8b), and change-oriented leadership (H8c) indirectly aff ect 
employee organizational commitment through the mediation of employee job 
satisfaction.

H9: Th e leadership styles: task-oriented leadership (H9a), relationship-ori-
ented leadership (H9b), and change-oriented leadership (H9c) indirectly aff ect 
employee job satisfaction through the mediation of employee positive moods.

Research methodology
Questionnaire design and data collection
Questionnaire design
Inspired by the previous studies (Havig et al., 2011), the model was devel-

oped to determine the eff ects of the three main leadership styles (task-oriented, 
relationship-oriented, change-oriented) on job satisfaction, positive moods and 
organizational commitment in  public administration. To  ensure the validity 
and reliability of the variables, all constructs were adopted from previous well-
known researchers. 

Th e independent variables or  leadership styles were adopted from Yukl’s 
(1999) research. While positive moods and job satisfaction were constructed 
from Watson et al. (1988) and Papavasili et al. (2019), respectively, the depend-
ent variable, organizational commitment, was based on early articles (Cook and 
Wall, 1980). Other demographic variables such as position, gender, age, marital 



53

Mai Ngoc Khuong, Tran Phuong Mai. EFFECTIVE LEADERSHIP BEHAVIORS FOR PUBLIC SERVANTS’ POSITIVE MOOD...

status, working period, educational levels, and offi  ce location were used to esti-
mate sample characteristics.

Data collection
Th e study aims to address public administration. Th erefore, the survey was 

distributed to 457 experts, junior managers, and middle managers in diff erent sev-
en regions in southern Vietnam to obtain accurate and general results. Th e 5-Point 
Likert scale with 1=strongly disagree, 2=disagree, 3=neutral, 4=agree, 5=strongly 
agree was implemented to measure the degree of each variable.

Analysis
Smart PLS with partial least squares (PLS) technique was applied in this re-

search for data analysis. Following Anderson and Gerbing (1988), a two-step ap-
proach was prioritized to analyse data for further research. Th e method comprised 
Confi rmatory Factor Analysis (CFA) to  verify the reliability and validity using 
a wide range of  indicators such as Cronbach’s Alpha, factor loading, composite 
reliability (CR), average variance extracted (AVE), and Structural Equation Mod-
eling (SEM) to  identify the causal relationship between variables and prove the 
research hypotheses.

Results
Demographic profi les of respondents
Descriptive statistics provided detailed information about sample back-

ground is summarized in Table 1.

Table 1 
Demographic statistics

Frequency Valid Percent

Position Expert 307 67.2

Junior Manager 34 7.4

Middle Manager 116 25.4

Gender Male 234 51.2

Female 223 48.8

Marital Status Single 166 36.3

Married 291 63.7

Age 18–25 38 8.3

26–35 284 62.1

36–45 106 23.2

46–55 28 6.1

>55 1 .2
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Frequency Valid Percent

Seniority <1 year 22 4.8

2–5 years 147 32.2

6–10 years 151 33.0

11–15 years 78 17.1

>15 years 59 12.9

Th e level of education High school 3 .7

Vocational 8 1.8

College 21 4.6

University 332 72.6

Post university 93 20.4

Offi  ce location An Giang Province 35 7.7

Long An Province 47 10.3

Vinh Long Province 23 5.0

Tay Ninh Province 142 31.1

Binh Duong Province 97 21.2

Dong Nai Province 25 5.5

HCM City 88 19.3

 Sources: According to the authors’ own research (- hereinaft er, unless otherwise noted).

The majority of  respondents were experts (67.2%) and middle manag-
ers (25.4%), while the percentage of junior managers was only 7.4%. In terms 
of gender, there was an equal number of males (51.2%) and females (48.8%). 
As for marital status, up to 63.7% were married while the remaining part was 
single. Moreover, 62.1% of the respondents belonged to the age group of 26–35 
years old and of the respondents belonged to the age group of 35–45years old. 
Most of the respondents had a university degree (72.6%), or a post-university 
degree (20.4%) and had been employed between 2  and10 years (more than 
60%). As  the research was conducted in  the south of  Vietnam, the highest 
number of respondents was in Tay Ninh with 31.1%, followed by Binh Duong 
with 21.2% and HCM City with 19.3%. From the sample profile,  it could 
be concluded that public officers seemed to be committed more to  their or-
ganizations and their education level was quite high compared to private pub-
lic officers.

Refl ective measurement model
To test the reliability and validity of the constructs, composite reliability 

(CR) and average variance extracted (AVE) were utilized. Composite reliabil-
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ity was related to internal consistency and indicator reliability, with the value 
acceptable greater than 0.8 for the constructs with five to eight items (Nete-
meyer et al., 2003). 

Meanwhile, AVE was to estimate the convergent validity with a satisfac-
tory value of at least 0.5 (Fornell and David, 1981). According to Table 2, both 
reliability and validity of  the constructs were confirmed with all CR greater 
than 0.9 and AVE greater than 0.6.  Regarding outer loadings, following a com-
mon rule of thumb, standardized outer loadings should be equal to or greater 
than 0.708 (Hair et al., 2017).

Table 2 
Refl ective meassurement model

Constructs Items Factor loadings CR AVE

Task-oriented leadership (TOL) 7 0.823–0.923 0.960 0.728

Relation-oriented leadership (ROL) 6 0.763–0.863 0.921 0.752

Change-oriented leadership (COL) 7 0.758–0.905 0.949 0.636

Positive moods (PA) 6 0.797–0.924 0.948 0.714

Job satisfaction (JS) 9 0.722–0.834 0.940 0.662

Organizational commitment (ORCO) 5 0.772–0.884 0.926 0.776

Fornell-Larcker Criterion including indicator cross-loadings and inter-
relations among constructs was applied to  examine the discriminant valid-
ity, which was defined as  the extent of  distinction of  a  construct compared 
to other constructs by empirical standards (Hair et al., 2017). 

All latent constructs were higher than correlations between constructs. 
These interrelations between constructs by the square root of AVE are given 
in the bold diagonals in Table 3; as a result, the discriminant validity was guar-
anteed.

Table 3 
Discriminant Validity Coeffi  cients

  COL PA JS ORCO ROL TOL

COL 0.853

PA 0.680 0.867

JS 0.766 0.653 0.797

ORCO 0.628 0.558 0.757 0.845

ROL 0.813 0.662 0.708 0.577 0.813

TOL 0.838 0.688 0.765 0.622 0.780 0.881
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Structural Model Results
Th e fi rst step in  this stage was to  examine collinearity based on  tolerance 

values less than 0.2 or  VIF values greater than 5  (Hair et  al., 2017). Th e result 
indicated that all VIF values were below 5, which explained that there was no col-
linearity existence aff ecting the structural model. Secondly, in order to identify the 
predictive accuracy, coeffi  cient of determination (R2 value) was measured. Follow-
ing the rule of thumb, ranging from 0 to 1, the higher R2 value, the higher levels 
of prediction the predictive accuracy (Hair et al., 2011). Th e R2 value for positive 
moods, job satisfaction and organizational commitment were 0.526, 0.656, and 
0.583, respectively. Th ese numbers indicate the high accuracy of hypothesis pre-
diction. In addition to the R2 value, Stone and Geisser (1974) also proposed the 
predictive relevance Q2 value for analysis. If the Q2 value is above zero, the predic-
tive relevance for a specifi c endogenous variable is confi rmed. From the construct 
cross-validated redundancy table, the Q2 value was more than 0.38 indicating high 
predictive relevance for further analysis. 

Nonparametric bootstrapping with 1000 replicates was applied to verify the 
structural model with 95% confi dence interval. Table 4 shows that H1, H4, and 
H6  were fully supported, and H2  was partially supported. Meanwhile, H3  and 
H5 were rejected completely. From the eff ect size result (f2), public offi  cer satisfac-
tion had the greatest eff ect on organizational commitment (f2

 = 0.332). Th e other 
relationships all belonged to the small eff ects group. Th e impacts of TOL, ROL, 
and COL on PA were f2

 = 0.058, f2
 = 0.034, and f2

 = 0.025 respectively. Similarly, 
the eff ects of TOL, COL, PA on JS were f2

 = 0.073, f2
 = 0.063, and f2

 = 0.033 cor-
respondingly.

Table 4 
Path coeffi  cients

Hypothesis  Relationship Path coeffi  cients P Values Decision

H1a TOL → PA 0.319 0.000 Supported

H1b ROL → PA 0.229 0.001 Supported

H1c COL → PA 0.227 0.001 Supported

H2a TOL → JS 0.314 0.000 Supported

H2b ROL → JS 0.108 0.099 Rejected

H2c COL → JS 0.308 0.000 Supported

H3a TOL → ORCO 0.027 0.722 Rejected

H3b ROL → ORCO 0.004 0.945 Rejected

H3c COL → ORCO 0.059 0.378 Rejected

H4 PA → JS 0.155 0.004 Supported

H5 PA → ORCO 0.080 0.085 Rejected

H6 JS → ORCO 0.638 0.000 Supported
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Figure 1. PLS-SEM Results

Discussion and implication

Concluded from the table, all three leadership styles directly influence 
positive moods and job satisfaction, supporting H1 and H2 partially. Howev-
er, only relation-oriented leadership has no significant impact on job satisfac-
tion. The outcomes again considerably confirm the previous articles including 
Tabernero et al. (2009) in  identifying the positive impacts of  task-oriented, 
relation-oriented, and change-oriented leadership on  positive affect. Simi-
larly, the significant relationships between task-oriented and change-oriented 
leadership on job satisfaction support the findings from Mikkelsen and Olsen 
(2018) and Havig et  al. (2011), but the result denies the effects of  relation-
oriented leadership on  job satisfaction. Hence, the findings are the sugges-
tions for leaders to increase employee positive moods and job satisfaction via 
these leadership styles. In order to enhance employee moods, following the 
research model, public managers should prioritize task-oriented leadership 
over the other styles with the highest impact (b=0.319) while relation-ori-
ented and change-oriented leadership were lower with b=0.229 and b=0.227 
respectively.
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On the other hand, there is no direct eff ect of these leadership styles and pos-
itive aff ect on organizational commitment, rejecting H3 and H5. Th e surprising 
consequences are not in line with several recent research, which demonstrated 
the substantial infl uence of these three leadership styles on organizational com-
mitment (Moldogaziev and Silvia, 2014). Th is may be because the public sector 
is more stable and resistant to change than private organizations. Th erefore, oth-
er indicators such as employee tenure, supervisory position and organizational 
culture were pointed out to be positively associated with organizational com-
mitment in public administration apart from leadership styles (Liou and Nyhan, 
1994). Nevertheless, the notable predictor of organizational commitment is job 
satisfaction with the highest path coeffi  cient (b=0.638), accepting H6. As a re-
sult, there are indirect impacts of task-oriented and change-oriented leadership 
on organizational commitment through the mediation of job satisfaction, sup-
porting H8a and H8c. A similar pattern happens with positive moods and job 
satisfaction with the signifi cant connection between them (b=0.115), confi rm-
ing H4, which results in the indirect infl uences of three leadership styles on job 
satisfaction through the mediation of positive moods, supporting all H9. Espe-
cially, from the PLS-SEM report, task-oriented and change-oriented leadership 
have also been proved to indirectly predict organizational commitment through 
positive moods, supporting H7a and H7c.

Considered as the strongest linkage with organizational commitment, job 
satisfaction has a  determinant role in  the model to  connect the independent 
variables with mediating and dependent variables. To enhance the level of em-
ployee satisfaction, as drawn in the model, it is highly recommended to improve 
three leadership styles depending on diff erent contexts and individuals. In terms 
of  task-oriented leadership, as  leaders who follow this type of  leadership tend 
to focus on details and work completion (Henkel et al., 2019), it is advisable for 
public leaders to apply this type to junior employees to give them specifi c guides 
to increase the adaptability. On the other hand, it is possible to implement task-
oriented leadership to senior staff  with consideration in some appropriate situ-
ations; otherwise, it might be regarded as a managerial and authoritarian style 
rather than a  leadership style and lead to  unexpected negative consequences 
(Fernandez, 2008).

Regarding relation-oriented leadership, it was believed to be more preferred 
than task-oriented leadership. In  sport, more than half of  managers used rela-
tion-oriented leadership while only less than a fi ft h chose task-oriented leader-
ship (Azmsha et al., 2012). Despite the popularity of this leadership style, it should 
be  under control in  implementation. Based on  the mentioned above defi nition 
(Ehrhart and Klein, 2001), relation-oriented leaders are suggested to perform like 
subordinates’ friends to sympathize and understand their obstacles to help them 
overcome as well as to recognize and develop their strengths. Flexibility and re-
wards are also highly recommended in relation-oriented leadership to create mo-
tivation and encouragement for employees. Yet, the misuse of  relation-oriented 
leadership might cause leaders to lose their position power. Th erefore, the combi-
nation of task-oriented leadership and relation-oriented leadership had remained 
a source of controversy for several years until Hersey et al. (1979) created a model 
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called Situational Leadership Th eory indicating the leadership styles application 
depending on the situations and the people at the moment. 

Concerning change-oriented leadership from the table, the direct and indi-
rect eff ects of change-oriented leadership on positive aff ect, job satisfaction and 
organizational commitment were remarkably concluded. Th us, managers should 
notice this type of leadership if they want to progress other factors. It is advisable 
for leaders who want to generate change-oriented leadership to propose innova-
tive and fl exible strategies in each particular suitable context. Another suggestion 
for leaders is to encourage and inspire their followers to raise their creativity by fa-
cilitating the open discussion about the strengths and weaknesses of the current 
and previous situations to well prepare for future change (Ortega et al., 2013). 

Th e fi ndings of the current study have broadened the results of Havig et al. 
(2011) in clarifying the direct and indirect relationship of three leadership styles 
with not only job satisfaction but also with organizational commitment and posi-
tive moods in the public sector. Since then, management levels could determine 
the essential factors to produce better organizational productivity.

Conclusion

To sum up, the study validated the direct positive eff ect of three leadership 
styles on positive moods, task-oriented leadership and change-oriented leader-
ship on job satisfaction. Moreover, the direct relationship of positive moods and 
job satisfaction on organizational commitment resulted in the indirect infl uence 
of  three leadership styles on  job satisfaction through the mediation of positive 
moods as well as  the task-oriented and change-oriented leadership on organi-
zational commitment through the mediation of  job satisfaction and positive 
moods. Perceiving the substantial fi ndings, managers in the public sector are able 
to prioritize and apply the right leadership styles in each circumstance to increase 
employee job satisfaction, positive moods and organizational commitment.

Th e current research is one of the very fi rst articles highlighting the lead-
ership theory in public administration in Vietnam. Th anks to the valid results 
and the variety in sample data, futurer scholars could develop the model and 
broaden the scope for further scrutiny to improve the public sector performance 
in Vietnam. Nevertheless, there are some unavoidable limitations in the study. 
Firstly, the generalisation strength was restricted as  the survey was distribut-
ed only to the south of Vietnam. Next, other signifi cant leadership behaviours 
such as  result-oriented and cognitive leadership should be  identifi ed further 
regarding their eff ects in public organizations besides task-oriented, relation-
oriented and change-oriented leadership. Last but not least, the cross-sectional 
study using SmartPLS was appropriate with the sample size; however, it  was 
unable to  guarantee the timing eff ect on  the variables. Hence, future studies 
should increase the generalisation by conducting in several provinces and cities 
throughout Vietnam. Moreover, it is advisable for future scholars to apply lon-
gitudinal studies to observe and follow the employee’s behaviours to determine 
the patterns over a period of time, which is considered to be more eff ective than 
a cross-sectional study.
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