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ABSTRACT 

 

The purpose of this research is to examine the effects of leadership 

behaviors on distributor‗s job satisfaction and organizational commitment of the 

MLM companies in Ho Chi Minh City of Vietnam. The independent variables are 

leadership behaviors factors were represented by these variables namely up-line 

support, transformational leadership, leader‘s care, team spirit. The dependent 

variables were represented by job satisfaction and organizational commitment. A 

structured questionnaire was distributed to a sample of 220 distributors representing 

all of the MLM companies in Ho Chi Minh City. This study was used the multiple 

regression analysis to show the effects of leadership behaviors on job satisfaction and 

organizational commitment.  In addition, path analysis was conducted to find out the 

direct and indirect effects of the leadership behaviors on distributors‘ organizational 

commitment through their job satisfaction. The research's findings showed that 

leadership had a positive effect on Ho Chi Minh City MLM distributors' job 

satisfaction, and organizational commitment. Distributors‘ organizational 

commitment was directly affected by factors of team spirit, transformational 

leadership, up-line support, and job satisfaction and indirectly affected by factors of 

team spirit, transformational leader, and leader‘s care.  Basing on the empirical 

results, improvement and development suggestions were provided as a positive 

contribution in the direction of leadership behaviors that maintain distributors' job 

satisfaction and organizational commitment of MLM companies in Ho Chi Minh City. 
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CHAPTER I 

 

 

INTRODUCTION 

 

 

1.1 Study background 

 

According to Multilevel Marketing Association of Vietnam, Multi-level 

marketing (MLM) firms with their networks of member-distributors are one of the 

fastest growing global phenomena in the past decade. According to Amcham 

Vietnam, early 21st century, MLM started entering Vietnam market and unexpectedly 

grossed in the first two, three years. In 2010, MLM‗s profit was 2.799 billion VND, 

an increase of four times with 614 billion VND four years ago, and up from 2.500 

billion in 2009 to more than 4,000 billion in 2011.In Ho Chi Minh city, the diffusion 

of this marketing phenomenon has been equally strong covering product categories 

such as home and family care, wellness and nutrition products, cosmetics and 

personal care with major brands such as Amway, Avon, Oriflamme, Nuskin, Unicity, 

Herbalife etc.  

 

In the trend of competition and the world economic integration in 

Vietnam, MLM is considered special characteristics compared with other traditional 

commercial activities, for MLM  is a method of direct marketing for retail sales to 

end-consumers through a network of distributor who participate in MLM network. 

MLM business is perhaps one of the most controversial industries in modern 

commerce. It is therefore not surprising that MLM as a business practice was much 

frowned upon and viewed suspiciously when it was first introduced to the public. All 

MLM companies in the world promise personal freedom and financial independence 

(Feinberg and Eastlick, 1997). However, there is obloquy that the impressive growth 

of MLM distributors and admirable revenue of sales in this industry in recent years is 

not entirely true, that in fact, there are 93% to 95% of MLM participants lose money 

or gain money less than they've been promised many times (Clements, 2001). There is 
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interesting answer to the distributor that why they stay with the company while not 

everyone can be successful in this industry. Because the registration to become a 

member of a Multilevel Marketing ( Network Marketing) company is quite easy to 

create incentives for unemployed people , for those who want to change jobs ,for who 

are looking for an opportunity to get rich, to do home-based work and self-

employment,  without the need of capital, experiences and skills which attracts many 

people in Ho Chi Minh city to join. According to Coughlan (2012), the registration as 

a MLM distributor become very easy for people to make many different motivations 

to find a business opportunity MLM in an exciting way, and because there are so 

many other viable motivations than the construction of a full-time career, which is 

why there are so many MLM distributors are happy with a very small commission 

income (or even no) from their business distributorship systems. In addition, one of 

the key factors affecting job satisfaction of distributor is leadership behaviors. 

According to Samita Muadtong, large selection of leader behavior affects the internal 

environment. The role of the leader shall take responsibility for stimulating 

participation. Through human relationships, practicing of trust, intellectual vision, and 

with an atmosphere of cooperation, the leaders can connect, support and encourage 

followers. In addition to the direct impact, leadership affects organizational 

commitment through job satisfaction, acting as an intervening variable. Job 

satisfaction can be roughly defined as a positive attitude towards personal / career 

(Samita Muadtong, 2011) 

 

1.2 Problem statement 

 

According to the survey results on the employment situation of bachelor 

graduation in 2009-2010, there are over 2,948 students in VNU-HN, VNU-HCMC 

and Hue University which approximately 73.8% is employed, 26. 2% is unemployed. 

Most unemployed Bachelors said the biggest difficulty getting a job is that they do not 

know where to find a job .Moreover; the large amount of other student did not meet 

the requirements of the employer, even 18% of students who cannot find work 

because employers could not understand what these bachelors are trained for. 

Surprisingly, there are 70, 8 % out of fortunate employed student dissatisfy with their 
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job and plan to make a change on their working place in the near future. What human 

policy makers are concerned is 27% of the students do not find a job because of his 

discipline is not consistent with the market (Bao Moi, 2011). 

 

In the recently years, the state that many MLM company is opened which 

creates more choice for distributors and those who want to engage in networking 

business in general.MLM is an industry that has a lot of attrition due to the nature of 

the work environment. Many distributors work part time and is subjected to the time 

of others people who may be their downlines or customers. Distributors come and go 

all the time. Losing a distributor is worse than being able to recruit new consultants, 

making retention essential. The problem of any direct selling companies and network 

marketing or MLM companies are about always keeping their distributors stay with 

the companies.MLM also is a sensitive business because due to the nature of network 

operating under a single individual has direct contact with customers, so if the MLM 

business enterprise without having training programs such as training of legal 

knowledge, professional ethics, corporate culture and the strict penalties for violations 

or lack of urge to check which easily lead to some distributor because of running after 

profits false to say about the products, false to describe about commission policies 

which leads to deceive consumers and even their downline distributors caused 

discontent in society, affecting the image of MLM. Moreover, besides the right-doing 

company there is still the company failing to commit to implement the law of MLM 

business generally. This creates gaps for management as well as maintaining good 

image of the industry this community (mlma.org.vn). Since the pressure of the 

industry is quite high and the bad reputation of MLM also leads to the attraction of 

which new people may join to this industry or keep distributor continue their work 

through. Because it‘s easy to join and terminate their membership, after that 

distributors did not return to work or they sought themselves another job, happened 

against most of companies in HCMC. That was known as the unsolvable problem 

which made many companies faced to difficult situation in order to remain operation 

process, and it led to implications that influenced to different aspects of companies. 
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Most of distributors in HCMC have their jobs, business or education 

before they join any MLM company, so they first take MLM as a part- time job for 

develop their living standard. Most of them don‘t take MLM as a serious job because 

they want to try in the new environment as well as take a new opportunity for 

themselves. Actually, MLM is not a job but a business thus the business takes time to 

build up strongly. Most of distributors fail because they misunderstand this business 

concept. Regarding long term commitment to company, they think that they could 

turn back to their regular work, although salary may be a little less than what they got 

in MLM companies, but they don‘t need to wait to get it, it comes regularly and 

safely. That is also common thinking of most of employees who have long time work 

in traditional companies. 

 

Regarding the problem that distributors come back their traditional job and 

never return to work for companies in MLM industrial areas, MLM companies in Ho 

Chi Minh City was not an exception. Distributor job satisfaction is quite important for 

companies in Ho Chi Minh City to remain the stability of production operation.  

 

In this paper, we propose a model to understand the determinants of 

satisfaction and commitment distributors in the context of Ho Chi Minh City.  

 

1.3 Research Objective 

 

Firstly, through the subject of this thesis is intended to measure the 

leadership behavior factors that affect on distributor‘s job satisfaction in HCMC.  

 

Secondly, this research tries to identify the relationship between distributor 

job satisfaction and distributor job commitment. Besides that, identifying which are 

important factors that have most effected to distributor job satisfaction and distributor 

job commitment, and which ones are most influenced. 
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Lastly, through the result; this research will also recommend the way to 

improve the level of distributor job satisfaction and distributor job commitment, in 

order to contribute a certain solution to solve this problem. 

 

1.4 Research question and Hypothesis 

 

Question 1: 

What is relationship between distributor job satisfaction and distributor job 

commitment? 

H1: Distributor job satisfaction is positively associated with distributor job 

commitment 

 

Question 2: 

Which are important factors that influence to distributor job satisfaction?  

H2: Factors (motivation, upline support, transformational leadership, working 

environment) are hypothesized to be positively associated with distributor job 

satisfaction 

 

Question 3: 

Which are important factors (including distributor job satisfaction) that influence to 

distributor job commitment? 

H3: Distributors‘ organizational commitment is positively affected by factors of 

motivation, upline support, transformational leadership, working environment. 

H6: Distributors‘ organizational commitment is directly and indirectly affected by 

factors of motivation, upline support, transformational leadership, working 

environment. 
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1.5 Scopes and limitations  

 

This study focuses on the commitment of the current distributors who are 

doing MLM business, the people on behalf of the company, continuously contact and 

exchange of goods and services with customers as well as those who are continuing 

recruiting new people. 

 

Distributors of MLM are a lot and stretch from North to South. This thesis 

is limited and focused on the distributor in Ho Chi Minh City market, because there is 

a large concentration of population with high density, diverse residence. The result 

may be provided relatively, not wholly. Therefore, this research cannot generalize all 

of distributors who are working in this industry areas .This thesis ignores the 

distributor who signs up for only purchasing products at a discount for personal use. 

 

1.6 Structure of the Study 

 

Chapter 1: Introduction 

 

Chapter one presents the purposes and objectives of this research. The 

foundation of this chapter is encompassed of the following sections: backgrounds, 

problem statement, objectives, research question and hypotheses, scopes and 

limitations. 

 

Chapter 2: Literature Review 

 

Chapter two discloses the literature review of the independent and 

dependent variables.  

This chapter includes five main sections: distributor job satisfaction, 

distributor job commitment, the leadership behavior factors affect on distributor job 

satisfaction, conceptual framework, and operationalization. 
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Chapter 3: Research Methodology 

 

Chapter three describes how the research was conducted. It provides an 

overview of the methodology which includes various sections: research design, target 

population and sample size, survey instrument, operational definitions and 

measurements, data collection, data analysis, factor analysis. 

 

Chapter 4: Research Findings 

 

Chapter four presents the results of the study. This chapter contains four 

main sections: the demographic characteristics of distributors and descriptive statistics 

of independent and dependent variables, multiple regression analysis, simple linear 

regression, and direct and indirect effects on distributor commitment. 

 

Chapter 5: Conclusion and Recommendations 

 

Lastly, chapter six converses the findings of the study and responses 

questions of this research were raised in chapter one. Besides that, it also includes 

limitations of this research and recommendations for advance research. 
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CHAPTER II 

 

 

LITERATURE REVIEW 

 

2.1 Multilevel Marketing 

 2.1.1 Definitions 

  2.1.1.1 Multilevel Marketing 

 

Multi level marketing(MLM), as known as network marketing (NWM) or 

direct selling (DS) is a form of retail distribution channels including manufacturers 

and a set of independent distributors who together contract to distribute 

manufacturer's products directly to the market. MLM business is a model that 

combines direct marketing with individual franchising. Clients of an MLM company 

related to the company's independent contractors in which they are both buyers and 

sellers at the same time (Jing Gao,2011). That makes a huge difference of MLM 

company's customers and customers of traditional business. Multilevel marketing 

businesses often call their customer as the distributor. The new distributors are 

sponsored directly by the higher level distributors, from the top to the oldest in the 

same line, called "downline" of old distributors. MLM can best be described as a 

direct sales channel, focusing heavily on its compensation plan because the distributor 

can be compensated for in two basic ways .The distributors are compensated based on 

the sales of products or services, as well as sales volume of their downlines. Because 

of their compensation based on sales, they act as salesman for the company, adding 

that they also act as a client to the "upline" distributors. (Jon M. Taylor, 2011). 

 

2.1.1.2 Distributor 

 

―Distributor is who plays ―salesperson‖ and ―sales manager‖ role. In the 

distributor's "salesperson" role, he prospects for new customers; teaches them about 

the benefits of the MLM firm's products; helps them place orders for products they 

want to buy and processes those orders; may also deliver the products directly to the 
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customer; and follows up afterward to generate repeat sales. In the distributor's "sales 

manager" role, he recruits interested individuals (often from the ranks of his retail 

customers) to register with the MLM company as distributors; and then mentors, 

develops, and trains them so that they too can generate sales and, if interested, recruit 

and develop new distributors downline from them as well‖ ( cited from Anne T. 

Coughlan , 2012) 

 

In some companies, distributors purchase product from their upline 

distributor. A number of products will be consumed with personal purposes, the rest 

will continue for further distribution (Jing Gao, 2011). Or some other organizations, 

they require their distributors to purchase the training and promotional materials or a 

certain amount of inventory in a specific period of time. This relationship is known as 

MLM distributorship. The tilltes of salespeople may be different depending on 

company they take part in.Some company calls their salespeople as distributor; 

another may call representative or consultant (Suteera, 2007). 

 

Accoring to Jing Gao (2011), all distributors must attempt to deliver 

products and receive commission for each person depends on the performance 

including a percentage of sales volume from their personal sales and the sales volume 

of their downline distributors. So, when they assess their overall satisfaction in terms 

of distributor, they tend to use two perspectives: as regular customers and also as a 

salesman selling its company‘s products to the end user. In terms of the ordinary 

consumer, the distributor can assess the level of satisfaction products and services 

offered by the parent company to meet or exceed their expectations. In terms of 

salesperson, their satisfaction is a function of the different aspects of their interaction 

with other distributors, the company and the products / services, ect. 

 

2.2 Leadership behavior 

 

Figure 1 displays a summary collective list of almost behaviors derived 

from this vast literature on leadership along with their theoretical source. 
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Figure 1 Leadership behaviors 

(Source: Crystal J. Scott ,2012) 

 

2.2.1 Leadership 

 

Leadership is a process of social influence for achieve organizational goals 

leaders attempt to seek voluntary participation of subordinates (Omolayo, 2000), and 

by (Akanwa, 1997) it‘s a procedure of effecting the activities of an individual or a 

group of individuals in an attempt towards goal attainment in specified situations and 

a correlative idea involving both the controlling agent and the person being controlled 

(Eze, 1995). According to Bamigboye (2000), it‘s also a process by which a person 
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exerts the influence to society over other members of the group. In addition, Daft 

(2005) defined leadership as an influence relationship of leaders and followers who 

intend real changes and outcomes reflect their common purposes. Effective leadership 

is the extent to which a leader continually and gradually leads and directs his 

followers to the point of agreement be determined by the group (Omolayo, 2000). 

 

2.2.2 Leadership behavior dimension 

 

Throughout the time, some dimensions or aspects of leadership behavior 

have been developed and applied as researchers persist in exploring what contributes 

to the success and failure of the leadership. The Path-Goal theory suggests three 

classifications of leader behaviors such as directive leadership (which is task-oriented 

leadership. Leader controls their subordinates, tell them what to do, the leaders do not 

trust them so do not let them participate in decision making process), supportive 

leadership (which is people-oriented leadership. Leader concerns for subordinates‘ 

wellbeing and personal needs) and participative leadership (which is leaders involve 

their subordinates in making and implementing decisions (House et al, 2004) . 

 

However, Omolayo (2004) concluded that the efficiency of a particular 

behavior depends on the organizational circumstances. 

 

2.2.3 Important of leadership behavior 

 

McNeese-Smith (1996) in his study showed awareness of the nursing staff 

on the leadership behavior of their managers significantly associated with their job 

satisfaction. When leaders support, they create opportunities that lead to employee 

perceptions of their work meaningful, and to stimulate the sense of coherence 

(Antonovsky, 1979).Managers discovered that supportive leaders affected employee's 

job satisfaction in a positive way. Employees working under a supportive manager 

perceived a job satisfaction rate higher than employees under the directive leadership. 

A manager with directive leadership behavior only affects job satisfaction in a 

negative way. Previous findings also support the argument that where weak 
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governance, including lack of support, feedback and supervision related to job 

dissatisfaction (Taunton et al 1999. 1997, Taylor et al.) and intention to leave (Wai 

Chi Ta et al., 1998). An exploration work by (Lindgreen et al., 2009) suggests that the 

various marketing activities such as Network Marketing (NWM) have been actively 

associated with different leadership styles. In sales, the field which is closely linked to 

marketing, leadership behavior has been found to affect salesperson job satisfaction, 

role clarity, work attitude, and performance. In his study, Crystal J. Scott (2012) 

reported that the leaders cares, concerns for the individual, and are team oriented. 

They are friendly, thoughtful, and help salespeople for further career. 

 

2.3 Distributor’s job satisfaction 

2.3.1 Definition 

 

Job satisfaction in common refers to the emotions a person experiences 

about her job, and how she reacts to them (Shiu and Yu, 2010). Robbins (1996) 

hypothesized that job satisfaction expressed the attitude of a person through his work, 

if the level of job satisfaction is high; it means that he has a positive attitude. Job 

satisfaction stands for a pleasurable or positive feeling frame of mind related to the 

work or the experience of work. (Shimizuet al,  2005; Suzuki et al, 2006). Porter and 

Lawler‘s (1968) defined job satisfaction including both internal and external 

satisfaction. From that, internal satisfaction refers closely to job itself which drives 

job satisfaction. In different aspect, Shimizu et al ( 2005) stated that it is the level of 

satisfaction which achieved through the job itself, through aspects such as sense of 

achievement, growth, self-esteem, independence, and sense of control . On the other 

hand, external satisfaction, by implication related to the job itself and consists of such 

aspects as good working environment, welfare, high salary, promotion, etc. 

 

When consider of motivation factor that effect on a person satisfaction 

towards his job, researchers can‘t exclude the theory of Herzberg, namely, Two - 

Factor Theory. In terms of Herzberg‘s two-factor theory of motivation, employee 

needs can be divided into two groups; which is motivators or satisfiers, because they 

are seen to be effective in motivating the individual to superior performance and 
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effort. The other consists of dissatisfies, which mainly describe the environment and 

serve primarily to prevent job dissatisfaction, while having little effect on positive job 

attitudes. These are called hygiene factors, implying that they are preventative and 

environmental (Armstrong, 1991; Herzberg et al, 1959). During his experiments, 

Herzberg found that certain characteristics tend to be consistently related to job 

satisfaction. Intrinsic factors, such as achievement, recognition, the work itself, 

responsibility, advancement, and growth give an impressive relation to job 

satisfaction. When respondents who are questioned felt good about their work, they 

tended to summit those factors to themselves. On the other hand, when they were 

dissatisfied, they tended to cite extrinsic factors such as company policy, 

administration and supervision (Robbins, 1993). 

 

 

 

Figure 2:  Herzberg’s Two-Factor theory 

(Source:  Kennedy, E., & Daim, T. U. ,2010) 

 

From the perspective of selling of Churchill et al (1976), job satisfaction 

has been examined as ―a salesperson‘s affective state relative to several job facts, 

including the supervisor, the work itself, pay promotion opportunities and 

coworkers‖. Tella et al. (2007) afterward found that there was a connection between 

motivation, job satisfaction and commitment. Sirin (2009) determined that job 

satisfaction is also related to motivation. Employers need to generate and nurture a 
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productive and pleasurable working environment to motivate the employees. There 

are three basic items for generating that environment that is fairness, job security and 

involvement. When the employees are motivated, they will perform well in the jobs 

and this will cause job satisfaction. Alam Sageer et al (2012) then founded many 

variables influencing on job satisfaction such as safety working environment, 

relationship with supervisor (relationship with immediate supervisor, communication 

between employees and senior management, treatment to employee), and leadership 

style(friendship, respect and warmth relationship).  

 

2.3.2 Important of distributor’s job satisfaction 

 

According to Rust and Zahorik (1993), the success of the MLM company 

depends considerably on the satisfaction of the distributor and its impact on the 

retention of distributor as well as the positive word of mouth. In the context of the 

dual role of being their customers as well as employees of the company, the 

distributor's satisfaction with a significant impact on maintaining their commitment to 

the business, their recommendations to improve the company's products and services, 

and their efforts to satisfy their downlines . The key of success of multi – level 

marketing company is satisfied and positively influencing distributors. Aware of the 

importance of the satisfaction levels which could improve significantly a firm‘s sales, 

multinational MLM firms regularly measure their distributors‘ satisfaction among 

countries in their operating area. These satisfaction levels and its affecting factor have 

played a very important role in comparing satisfaction levels between these cross-

national markets. According to Spector (1997), people‘s attitude as well as various 

aspects of their jobs is affected by job satisfaction. Job satisfaction affects people's 

attitudes as well as aspects of their work. Mowday , Porter, and Steers (1979), in their 

research, they found out that the two factors affect on job satisfaction are personal and 

organizational factors, which then cause an emotional reaction affecting to 

organizational commitment. Therefore, job satisfaction may result in a better 

performance and a reduction in withdrawal and counterproductive behavior 

(Morrison, 2008). 
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Furthermore, according to Brown and Peterson (1993), job satisfaction of a 

salesperson also creates a positive influence on their commitment to organization. 

They also found that greater amounts of participation and involvement must come 

along with greater job satisfaction. Moreover, there are more elements that have been 

found to be significantly influenced by job satisfaction such as absenteeism, turnover, 

job performance, and psychological distress (Chen et al., 2006; Spector, 1997) .Lee 

(1988) also revealed that one of the best predictors of turnover is job dissatisfaction. 

Job satisfaction also affects productivity, motivation and retention; while job 

satisfaction is considered high, a person tends to appreciate the commitment to 

organizational goals (Luthans, 1985, Safius Sami Alamgir, 2011). Otherwise, they 

tend to shift and look for satisfaction at another place. Besides, Johnston and his 

colleagues (1990) developed and tested a model of the premise and consequence of 

job satisfaction, in which they found that job satisfaction positively affects 

commitment the organization and have a negative impact on possibility of leaving. 

Similar results were also obtained by Babakus et al.,(1996) on the effect of job 

satisfaction on organization commitment and the possibility of leaving. According to 

the research of Spector (2008), because employees‘ affect or emotions relate to job 

satisfaction, it influences an organization‘s well-being with consider to job 

productivity, employee turnover, absenteeism and life satisfaction (Spector 2008). 

Motivated employees will make an organization‘s success; thus it is important to find 

out what people want in their jobs and what motivates them could be a driving force 

in strengthening organizational commitment (Schein 1996). According to Lumley 

(2010), organizational commitment has focused more on better understanding the 

intensity and stability of an employee‘s commitment to the organization as a 

appreciable attempt. 

 

2.4 Distributors ‘organizational commitment: 

2.4.1 Definition 

 

In the perspective of Porter et al. (1974), Organizational commitment is 

preferred as the salesperson‘s level of collaboration and devotion to the organization  
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Netemeyer et al. (1990) claimed that, job satisfaction is examined as a 

cause of salespeople‘s organizational commitment and intention to leave the 

organization. Therefore, job satisfaction seems to be a positive relationship with 

organizational commitment (Johnston et al., 1990). 

  

However, the causal orientation in this relationship is unclear. There seems 

to be deeper theoretical support for the powerful effect of job satisfaction on 

organizational commitment (Babakus et al., 1999; Brown and Peterson, 1993). 

 

2.4.2 The important of distributor’s organizational commitment 

 

According to Anderson and Narus (1990), trust in manufacturer-distributor 

relationships relate to a firm‘s belief that another company will perform actions that 

will result in positive consequences, and that the other company will not take 

unpredictable performances that result in negative outcomes for the firm. Morgan and 

Hunt (1994) stated that a mixture of both commitment and trust yield outcomes that 

promote productivity, capacity and effectiveness. Commitment has also been revealed 

to be a determinant of critical factors related to group performance, such as more open 

exchanges of applicable ideas and feelings, greater interpretation of goals and 

obstacles, greater adaptability in responding to unforeseen situations, greater 

gratification with attempt, and greater motivation to carry out decisions (Aubert et al; 

1996). Tracey et al; (2010) also realized that trust and commitment have an impact on 

both satisfaction and word-of-mouth. Anderson and Weitz (1992) perceived 

manufacturer-distributor commitment as the approval of a long-term orientation 

towards the relationship. They suggested that mutual commitment results in ―channel 

members‖ working together to fulfill the needs of end-customers‘ more efficiency 

hence strengthening mutual profitability surpassing what either member could attain 

by operating without the control by another. Suppliers who are perceived as being 

concerned with positive customer outcomes will therefore be trusted to a greater 

extent than suppliers who seem attracted only in their own well-being (Caceres and 

Paparoidamis, 2007). 
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According to Flaherty et al.( 1999), organizational commitment by 

salespeople is significance because of the demonstrated positive relationships between 

it and various variables related to job performance such as customer-oriented selling 

turnover intentions (Johnston et al., 1990),absenteeism ( Farrell and Stamm, 1988), 

and job satisfaction (Low et al., 2001; Schwepker, 2001). 

 

2.5 The factors effect on distributor’s job satisfaction 

2.5.1 Motivation  

 

As Baron ( 1983) stated that, motivation is ―a set of processes concerned 

with the force that energizes behavior and directs it towards attaining some goal‖. 

Kreitner and Kinicki (1992) assumed that motivation illustrates the intellectual 

procedures that bring about the stimulation, direction and persistence of voluntary 

actions that are goal directed. If it is the role of managers to effectively supervise 

employees toward attaining organizational objectives, it is commanding that they 

understand these psychological processes.  

 

Increasing motivation, commitment and engagement levels are key 

organizational aspects nowadays. The social context will affect the motivation level. 

This context consists of organizational values and culture but it also includes 

leaderships and management as well as the influence of the group or team in which a 

person works.  

 

Andreas Stenling (2010), on his research, he examined coach behaviors as 

an objective situational cue affecting the perceived motivational climate in team 

sports. Actually, a coach is a leader who guides the team effectively for their 

achievement. On this research, a steam preceded each item, ―On this team...‖.The 

mastery scale measures cooperative learning (e.g.,‖...the coach encourages players to 

help each other‖) and important roles (e.g., ―…the coach believes that all of us are 

crucial to the success of the team‖). 
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Motivation theories help to understand different motivators. Motivation 

theories have been examined for decades. These theories can be implemented to the 

company‘s human resource policies to get the best out of the employees. 

  

In the MLM field, according to Fu Dai (2011) ―NMOs have significant 

economic impact worldwide (World Federal of Direct Selling Association, 2009), but 

only a small number of empirical studies of NMOs are found in the literature (e.g., 

Lin, 2007; Kuntze, 2001; Sparks and Schenk, 2006, 2001; Bhattacharya and Mehta, 

2000; Pratt, 2000; Biggart, 1989)‖.In his research, Fu Dai also mention about the 

study of the motivation to conduct MLM by Kuntze (2001. While Kuntze‘s (2001) 

finding of the motivations for network marketers (also known as distributor) to 

conduct the business are by extrinsic motivation, Fu Dai‗s (2011) finding oppositely 

pointed out that successful network marketers are motivated more intrinsically than 

extrinsically. The scale developed in his study contains four latent factors: extrinsic 

motivation; intrinsic motivation; the motivation of establishing own business with low 

cost (risk); and motivation of pursuing self-satisfaction.  

 

2.5.2 Upline support 

 

Before going directly to Upline support, this research skims through the 

supportive management for two categories somehow have fairly similar correlations. 

 

Supportive management stands for managers‘ concerns and support for 

subordinates‘ function and denotes as the degree to which they generate a favorable 

environment of support, faith, and helpfulness. In service organization settings, Singh 

(2000) argued, according to social support document (Thoits, 1995) that a supportive 

environment such as boss support would strengthen commitment, decrease turnover 

intentions, and improve  performance. Particularly, Singh (2000) discovered that with 

boss support (House, 1981; Thoits, 1995), frontline employees felt their roles to be 

less stressful and their burnout tendencies to be less likely, and thus their performance 

and perceived commitment levels were improved. If contact employees perceive that 

their manager is worried about them and gives appropriate control and authority over 
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their work, they will feel more positively towards their jobs (Babin & Boles, 1996; 

Kopelman, 1990; Michaels, 1987). Supportive management could signal that 

managers believe in their employees and have confidence in employees' capabilities 

to perform their works, and would likely affect job satisfaction defining as the 

enjoyable emotional state resulting from the appraisal of one "s job as achieving or 

facilitating the achievement of one" s work values (Locke, 1969). 

 

Moreover, one discovery revealed supervisory support showed a strong 

relationship with job satisfaction (Griffin et al., 2001).And salespeople often are in 

need of supportive interventions to assist them in overcoming these stressors, thus 

lessening the likelihood of emotional exhaustion (Sand and Miyazaki 2000). Several 

such interventions have been suggested in prior research, with particular emphasis on 

how various types of supervisor support can reduce stress levels (e.g., Lee and 

Ashforth 1993; Schwab, Jackson, and Schuler 1986). Sales managers are in a key 

position to provide this requisite support. Managers can, for instance, provide task-

relevant resources, including technical information, training, and tangible rewards. 

Managers can also provide emotional support, including empathy, encouragement, 

and recognition.  

 

In MLM, upline support is defined as ―the degree to which salespersons 

perceive that their up lines offer support, encouragement and concern onto them‖ 

preferably on a continuous basis (Burke et al., 1992). It is revealed that multi-level 

marketing organizations (MLMs) encourage their members particularly up lines, to 

help dowlines to succeed, sometimes even at the cost of their own success (Biggart, 

1989).  Although the role is of a more informal nature, the supervisor assumes the role 

of a mentor, taking the new recruit under their wing and teaching them the 

fundamentals of the business: how MLM operates; how to run the business; how to 

sell the product/service (overcoming objections, closing sales); product knowledge 

and use, and effective recruiting techniques. Furthermore, uplines normally provide 

support to their downlines in terms of moral support, motivation, training and 

development, and mentoring purposes to assist them in becoming more functional 

(Biggart, 1989; Burke et al., 1992). Apparently, an upline, whose responsibility is 
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seen as similar to a supervisor in non-sale organizations, plays a significant role in 

shaping salespersons behaviors and attitudes (Biggart, 1989; Sparks and Schenk, 

2006). Thus, when relationship between upline and downlines is good, the downlines‘ 

behavior and their attitude will also improve (Tierney, 1999). Ragins, Cotton & Miller 

(2000) found that individuals in a highly satisfying mentoring relationship reported 

more positive attitudes (job satisfaction, organization commitment and intention to 

quit) than non-mentored individuals. Among the cooperative behaviors of up lines are 

loaning inventory, sharing sales tip and leads, and jointly holding sales events or 

training workshops. In providing support, up lines practically cultivate the cooperative 

social bonds among recruits by facilitating frequent and regular contact with each 

other (Sparks & Schenk, 2006). 

 

Like supervisory support, the degree of up line support may affect 

employees‘ overall performance (Babin & Boles, 1996; Kopelman et al.,1990; 

Michaels  et al., 1987), and it can exert a strong positive relationship with job 

satisfaction (Griffin et al., 2001; Filzah et al.,2012).  

 

Figure 3:  Theory of Upline support 

 

(Source: Filzah Md Isa, Cheng Wei Hin, Jasmani Mohd Yunus ,2011) 

 

Hence, employees' relationships with their supervisors (or up line) and 

management teams could assist them to shape their attitudes toward the organization 

(Tierney, 1999), and more importantly, if salespersons receive up line‘s support for 



21 
 

their ideas and opinion, they usually tend to be less defensive and more willing to be 

involved in a change process (Weber & Weber, 2001). 

 

2.5.3 Transformational leadership 

  

Transformational leadership is a charismatic leadership which transforms 

idealization into practical actions. Silins (1994) and Hu (2001) defined transformation 

as a linking of organizational strategy and psychological aspects which can lead an 

overall organizational change. Bass (1985) argued that leaders can make their 

followers to understand the values and the importance of their work, and can lead 

them to believe the organizational goals overpass their personal interests. 

Furthermore, leaders can lead a higher level of psychological needs to followers and 

motivates their commitments to the organization in return (Jiang, 2002). 

 

Bass (1985) argued that there are three factors that address the behavioral 

components of transformational leadership: charisma/inspiration, intellectual 

stimulation, and individualized consideration. Bennis & Nause (1985) argued that 

management commonly contain of an assortment of contractual exchanges which are 

jobs, security, and money. The result of change, at best, is obedience; at worst, get a 

implacable obedience. The end result of the leadership is absolutely different: it is 

empowerment. Not only is the higher profits and salaries, but an organizational 

culture helping employees to generate a sense of meaning in their works and look 

forward to challenge themselves to experience success. Also leaders can promote 

transformation through the understanding of their demands, presenting the vision of 

the organization promulgating regulations, and delegating substantially.  

 

Therefore, transformational leadership was conceptualized the framework 

of into four dimensions: charismatic leadership, individualized consideration, 

intellectual stimulation, and visions presentations. 

 

 Charismatic leadership: This is the kind of leadership must be equipped 

with a high level of confidence, strong belief, power ambitions, willing to sacrifice for 
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organizations. A leader could use creative methods to carry out organizational 

objectives, and the leaders has to emphasized the characteristics of phylosophy, 

values, and the ultimate goal (Grundstein-Amado 1999 , Bennis & Nause, 1985; Hou, 

2001). A leader must build a typical example, and the confidence and understand the 

demand and value to to follower. Meanwhile, a leader can motivate followers by the 

actions and words, and raise their loyalty to the organization. 

 

 Individualized consideration: This kind of leader concerns with the 

individual needs, characteristics, and abilities, motivates followers with trust and 

empowerment, and builds an organizational culture which can help individual 

development (Bennis & Nause,1985; Hou, 2001; Hu, 2001). 

 

  Intellectual stimulation: This kind of leader motivates followers through 

the conceptual development of thinking, belief and values.  A leader has to encourage 

followers to treat problems with a new and overall viewpoint, and expects them to 

promote their abilities continuously in deal with problems. 

 

  Visions presentation:  My Vision presenting: The leaders are equipped 

with the capabilities to make a clear, reliable and realistic vision to 

subordinates.Hence, people who can understand the future development of the 

organization, and can incorporate with the actual movement to realize the vision 

(Bennis & Nause, 1985, Hou 2001; Hsiang, 2002) . 

 

Although there are numerous leadership styles which could have an impact 

on employees‘ job satisfaction and their organizational commitment but this research 

is mainly concerned with transformational leadership. This study chooses 

transformational leadership because of its supportive, productive and innovative 

nature.  Cumming et al. (2010) stated that leadership that is concerned only with the 

output of the workers and do not care about their feelings failed to attain best efforts 

of the staff. The study suggested that transformational leadership should be adopted to 

improve workers satisfaction, selection, work environment and to avoid employee 

turnover. Hamidifar (2009) conducted a study in Islamic Azad University in Tehran 
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and explored that among different leadership styles transformational positively 

determine the employees‘ job satisfaction. Employees are more satisfied with 

transformational leadership than any other style. In the research of the effects of 

leadership and job satisfaction on team citizenship, by Yun et al( 2007), showed the 

positive relationship between transformational leadership and job satisfaction. 

 

 

 

 

Figure 4: Theory of Transformational Leadership 

 

(Source: Seokhwa Yun, Jonathan Cox  ,Henry P. Sims, Jr. Sabrina Salam, 2007 ) 

 

Sparks and Schenk (2001) provided several reasons to select 

transformational leadership in their study of MLMs. First, transformational leadership 

can be examined in relative isolation of other leadership styles, and network 

marketers do not have normal supervisory tools that typically accompany leadership 

positions and therefore limits their choice of leadership styles (Sparks & Schenk, 

2001). Second, many network marketers connect their MLM participation to a variety 

of ―higher-order values‖ that extend beyond profit-making or financial success 

(Sparks & Schenk, 2001). Finally, MLMs represent a growing yet under researched 

organizational context in which transformational leadership may play a particularly 
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important role in explaining and predicting their performance (Sparks & Schenk, 

2001). 

 

According to Sparks and Schenk (2001), network marketer‘s 

transformational leadership behaviors positively correlate to their job satisfaction and 

organization consistency in MLMs and the positive impact of transformational 

leadership by network marketers on attempt and performance is mediated by new 

network marketers‘ beliefs that their work serves some higher purpose than simply 

making money. 

 

2.5.4 Working environment: 

 

Kohun (1992) identified the work environment as a "complete" that 

includes all of the forces, actions and other important factors are and, or potentially 

competitive with activities and efficiency of employees. The work environment is the 

sum of the relationship existing among the employees and employees and the 

environment in which the employees work. Brenner (2004) has suggested that the 

ability to share knowledge in organizations dependent on the work environment is 

designed to help organizations use the environment as if it were an asset. This enables 

organizations to improve efficiency and allow employees to benefit from the 

collective knowledge. Moreover, Brenner (2004) argues that the working environment 

is designed to fit the employee satisfaction and the free flow of exchange of ideas is a 

better means of motivating employees for function higher productivity. Work 

environment when appropriately designed will motivate employees to greater 

productivity. 

 

To achieve the objective, management of any organization must identify 

those factors both in employment situation and in the psychology of the workers that 

best motivated them and to see to the provision of such factors in order to boost 

productivity. 
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Both the employees and the organization became aware of the negative 

impacts of work stress. Therefore, a large number of studies have been conducted on 

work stress to consider the causes, symptoms and consequences of stress and 

intervention can reduce the impact of stress on individuals (Muchinsky, 2006; Beehr, 

Jex, Stacy & Murray, 2000). Work stress is known as a force that pushes a 

psychological function or physically beyond the scope of stability creates a strain on 

individuals (Levy, 2006). Employees work in a retail job potentially in stressful 

positions as they try to meet the requirements of managers, colleagues and customers 

at the same time (Knight et al., 2006). It has also been reported that people with high 

levels of aware of support coping with stress more effectively (Kaul & Lakey, 2003). 

This study investigated whether this is actually true. It is important to note that along 

with the above-mentioned negative impacts of work stress can have potentially 

damaging and harmful health. For example, studies have shown that work stress was 

associated with higher rates of hypertension and heart disease. Co-worker support can 

actually reduce blood pressure because it reduces social isolation (Karlin, Brondolo & 

Schwartz, 2003). Especially workers report low job demand, high co-worker support 

and favorable combination of autonomy and sophisticated tasks, showed lower rates 

of certain health problems compared to all other groups (Ducharme & Martin, 2000).  

Another aspect of work stress has considerable direct effect on intention to quit and 

job satisfaction. It has also been proven to be negative impacts on business 

performance. The current study concentrated particularly on co-worker support and its 

relationship with work stress to verify work stress had a similar relationship to co-

worker support, as has been found as a test of its aspects. This will give employers the 

important information on co-worker support can impact on the level of job stress and 

then affect the job satisfaction of employees. 
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2.6 Conceptual framework: 
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Figure 5: Conceptual Framework 

 

 

2.7 Operationalization 

 

CONCEPTS DEFINITIONS DEMENSIONS    HYPOTHESIS 

Job satisfaction 

- Job satisfaction 

refers to a joyful or 

positive emotional state 

regarding work or the work 

experience 

 H2: Independent 

Variables (factors)are 

hypothesized to be 

positively associated 

with distributor‘s job 

satisfaction 

 

H4 

 

H3 

H2 

 
Upline support 

Transformational 

Leadership 

Motivation 

Distributors‘ 

Organizational 
Commitment 

Distributors 

Job 

Satisfaction 

Working 

Environment 

H1 
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Distributor 

commitment 

- Commitment is 

defined as the extent to 

which a manufacturer and 

distributor display a 

willingness to invest their 

resources (time-money 

people) toward the 

accomplishment of a 

common goal. 

 H1: distributor‘s job 

satisfaction factor is 

positively associated 

with distributor 

commitment 

 

H4: Independent 

variables (factors) are 

hypothesized to be 

positively associated 

with distributor 

commitment 

Motivation 

 

- A set of processes 

concerned with the force 

that energizes behavior and 

directs it towards attaining 

some goal. 

-Intrinsic 

   

-Extrinsic 

   

 

H3: Distributor‘s job 

satisfaction is well 

explained and 

predicted by 

independent variables 

(factors) 

  H5: Distributor 

commitment  is well 

explained and 

predicted by 

independent variables 

(factors) 

  H6: Distributor 

commitment  is 

directly and indirectly 

affected by 

independent variables 

(factors) and 

dependent variable 

Upline support 

-Upline support is defined 

as ―the degree to which 

salespersons perceive that 

their up lines offer 

support,encouragement and 

concern onto them‖ 

preferably on a continuous 

basis 

+ Moral support 

+ Emotional 

support: empathy 

encouragement & 

recognition 

+ Motivation 

+ Trust 

+ Helpful 

+ Concern 

+Training & 

development 

+ Provide 

appropriate 

control and 
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authority (distributor‘s job 

satisfaction) 

Transformational 

leadership 

 +Charismatic 

leadership 

+Individualized 

consideration 

+Intellectual 

stimulation 

 +Visions 

presentations. 

 

 

 

 

  Working 

environment 

- ―an entirely‖ which 

comprises the totality of 

forces, actions and other 

influential factors that are 

currently and, or 

potentially contending with 

the employee‘s activities 

and performance. 

+ Co-worker 

support 

+Work stress 
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CHAPTER III 

 

 

RESEARCH METHODOLOGY 

 

3.1. Research Design 

 

The research questions that this paper tries to answer are: ―1) What is 

relationship between distributor job satisfaction and distributors‘ organizational 

commitment? 2) Which are important factors that influence to distributor satisfaction? 

3)  Which are important factors (including distributor satisfaction) that effect to 

distributors‘ organizational commitment? ‖. According to literature review in chapter 

II, the distributor job satisfaction depends on leadership behaviors which include four 

elements that are Upline support, Transformational leadership, leader‘s care and team 

spirit. In addition, distributors‘ organizational commitment could be affected by those 

four factors indirectly and distributor job satisfaction directly. 

 

With the main purpose of identifying the leadership behavior factors 

having influence on distributor job satisfaction and organizational commitment, then 

examining the level of importance of these factors, this study is applied by 

Quantitative approach as the primary method for data collection. Data was collected 

from sample in the target population. Survey will be selected as the method to collect 

information about distributors‘ organizational commitment through distributor job 

satisfaction in HCMC.  

 

Most of questions in the survey were used 5 point Likert scale to measure 

in which 1 is ―strongly disagreed‖ and 5 is ―strongly agreed‖ and for the question 

―Are you satisfied to your current job?‖, 1 is ―very dissatisfied‖ and 5 is ―very 

satisfied‖. After collecting data, SPSS program was used to analyze the data. The 

statistical techniques were applied including factor analysis, multiple regression 

analysis, simple analysis and path analysis. 

 



30 
 

Due to all respondents are Vietnamese, so the questionnaire is converted 

into Vietnamese to maintain high accuracy level and facilitate respondents. 

 

3.2. Target Population and Sample Size 

 

According to Gorsuch (1983) and Hatcher (1994), a minimum subject to 

item ratio of at least 5:1 in Exploration Factors Analysis (EFA), but they also have 

stringent guidelines for when this ratio is acceptable, and they both note that higher 

ratios are generally better. Based on the number of items (in dimensions) are about 33 

items, and each item needs 5 cases to ensure reliability and validity. Therefore, the 

survey will be delivered convenient to 220 distributors who are partnering with MLM 

company in HCMC in order to guarantee for the reliability and validity of research. 

 

Actually, there is no document show how many MLM companies in 

HCMC are. Thus for the ease of conduct this research use the simple random 

technique. The population of the study consisted of 5 registered MLM companies 

operating in Ho Chi Minh City which are Amway, Nuskin, Herbalife, Vision and 

Unicity to represent the unit of analysis whereas the unit of inquiry included 220 

distributors. Distributors were selected using purposive sampling technique where at 

least 35 distributors were selected from each company due to the need to target 

respondents who are knowledgeable on required information. 

 

3.3. Survey Instrument 

 

Survey was built according to the items of four independent variables and 

two dependent variables that the literature reviews and an assortment of researches in 

chapter II were brought up. In order to guarantee reliability and validity of the 

research, questions will be raised as appropriate as possible. 

 

With the intention of creating an appropriate and accurate survey foremost, 

researcher based on operationalization to formulate questionnaire efficiently. 

Subsequent, the draft of questionnaire was sent to advisor Dr. Mai Ngoc Khuong in 



31 
 

order to correct mistakes and provide comments. Following, survey was revised by 

researcher and sent to advisor one more time for approving. Finally, the final 

questionnaire was comprehended and was prepared to be delivered to distributors in 

target population. 

 

3.4 Data collection 

 

The core statistical data of this study was gathered from both two sources: 

primary and secondary data. The outstanding method to obtain primary data in this 

research is questionnaire. Firstly, the prints of the survey were sent to the respondents 

at the companies which were mentioned above in HCMC with instructions and 

accurate contents to help them give answer correctly. Lastly, the quantitative 

approach was applied to gather and analyze data for discovering the job satisfaction 

and organizational commitment of distributors of MLM companies in Ho Chi Minh 

City.  

 

The secondary data was collected from related studies and theories applied 

in literature review (chapter II) in order to ensure needed data that were collected in 

survey. This thesis also adapted questionnaire from Anna Salanova , Sanni Kirmanen 

(2010) ,Fu Dai (2012), Yun et al(2007), Samita Muadtong (2011), Eunice 

&Lily(2009) .Besides, the study also carried out the consult from more than five year 

experiment distributors at 5 companies‘ above. 

 

3.5. Data analysis 

 

After collecting the data, this thesis will explore many kind of statistical 

analysis in order to measure reliability, validity, how the relationship between 

distributor job satisfaction and distributor organizational commitment, how the factors 

that affected to distributor job satisfaction and distributors‘ organizational 

commitment. 
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Variables were coded and a SPSS package was used for data entry and 

analysis. Later on, descriptive statistics such as percentage and frequency were used 

to illustrate the common characteristics of the distributors who participated in the 

conduct of this research. Pearson‘ correlation of coefficient was applied to set up the 

relationships between the dependent variables such as: distributor job satisfaction, 

distributors‘ organizational commitment, and the independent variables such as: 

Upline support, transformational leadership, leader‘s care, team spirit. 

 

Subsequently, the validation and internal consistency of the items of 

variables in the questionnaire were determined.  In that, Cronbach‘s alpha coefficient 

is considered. Cronbach‘s alpha is used to test reliability which measures reliability 

with alpha that is a lower bound for the accurate reliability of the survey. The verbal 

explanation was relied this rule of thumb: Cronbach‘s alpha greater than 0.9 can be 

interpreted as ―excellent,‖ greater than 0.8 as ―good,‖ greater than 0.7 as ―acceptable,‖ 

greater than 0.6 as ―questionable,‖ greater than 0.5 as ―poor,‖ and less than 0.5 as 

―unacceptable.‖ While increasing the value of alpha is moderately subjected to the 

number of items in the scale, this has withdrawing returns. An alpha of 0.8 is probably 

a rational goal (George & Mallery, 2003) 

 

Then, multiple regression technique can be applied to discover the 

relationship between one dependent variable and two or more independent variables. 

This technique provides information on the research model in general and the relative 

contribution of each variable to create the model (Pallant, 2005). In this study, the 

regression technique is used to find out how the independent variables were able to 

forecast the distributor job satisfaction and the distributors‘ organizational 

commitment. In addition, it also can display exactly the factor which most affecting 

the distributor job satisfaction and distributor‘s organizational commitment. 

 

After that, to explore the relationship between two dependent variables 

that are distributor job satisfaction and distributors‘ organizational commitment, 

simple linear regression technique can also be used. This technique was applied to 
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measure how well distributor job satisfaction can predict distributors‘ organizational 

commitment. 

 

Lastly, Path analysis which is an extension of the regression model was 

also applied to test the hypotheses that the four independent variables and distributor 

job satisfaction have directly and indirectly effects to distributors‘ organizational 

commitment. The effects are reflected in the popular path coefficient standardized 

regression coefficient (beta: β).The interpretations of the path coefficients in this 

study are shown in figure 6 below. 

 

Coefficients Strength of Relationship 

0.00 No association 

0.01-0.09 Trivial relationship 

0.10-0.29 Low to moderate relationship 

0.3-0.49 Moderate to substantial 

0.50-0.69 Substantial to very strong 

0.70-0.89 Very strong relationship 

0.90 Nearly perfect relationship 

 

Figure 6: Interpreting Strength of Path Coefficients 

( Source: Adopted from De Vaus 2002) 

 

 

3.6 Factor Analysis 

 

In this study, factor analysis was applied for both dependent variables and 

independent variables in order to improve and obtain the highest reliability and 

validity for all measures .The following procedure including how to check for the 

assumptions of factor analysis, how to determine number of factors, how to interpret 

the factor loadings, and how to generate factor scores was used in this study. 
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Exploratory Factor Analysis (EFA) is employed to bring inter-correlated 

variables together under more general, underlying variables. Varimax rotation is q. In 

this analysis, following criteria need to be satisfied: 

 KMO (Kaiser – Meyer – Olkin) measure of the sampling adequacy 

with the KMO from the 0.6 to 1.0 is a good factor analysis, and Bartlett‘s test of 

Sphericity should be significant (Sig. < 0.05) for factor analysis to be considered 

appropriate. 

 Total Variance Explained needs to be more than 50%. 

 Eigen – value of each factor above 1 is accepted. Factor loading is a 

criterion to ensure significant level of EFA. Factor loading > 0.3 is considered as 

minimum, factor loading > 0.4 is considered as importance, and > 0.5 is significant. 

 

3.6.1. Factor Analysis for Dependent Variables 

 

In this part, factor analysis was applied for the group of 2 dependent 

variables including 14 items of Distributor Job Satisfaction and Distributors‘ 

Organizational Commitment. 

 

Table 1: KMO and Bartlett's Test of Dependent Variables 

 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 
                     .927 

Bartlett's Test of Sphericity Approx. Chi-

Square 
              1493.210 

  Df                          91 

  Sig.                      . 000 

 

According to KMO and Bartlett's Test the Kaiser-Meyer-Olkin Measure of 

Sampling Adequacy is .927 (George & Mallery, 2003), to be significant, value has to 

be .6 or above) and Bartlett's Test of Sphericity value is significant at .000 level. 

Therefore, this factor analysis is considered appropriate. 
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Table 2: Total Variances Explained Dependent Variables 

 

Component Initial Eigenvalues 

Rotation Sums of Squared 

Loadings 

  Total 

% of 

Variance 

Cumulative 

% Total 

% of 

Variance 

Cumulative 

% 

1 6.729 48.062 48.062 5.025 35.896 35.896 

2 1.254 8.960 57.022 2.958 21.126 57.022 

3 .927 6.620 63.642       

4 .731 5.218 68.860       

5 .720 5.145 74.005       

6 .559 3.994 77.999       

… … … …       

Note: Extraction Method: Principal Component Analysis. 

 

In order to determine how many components to extract, it is needed to 

consider the Kaiser‘s criteria. In this regard, only components that have eigenvalue of 

1 or more are considered appropriate for retaining. This can be identified by the Total 

Variance Explained in table 2. In the table 2, the first 2 components recorded 

eigenvalues above 1. These 2 components explain 57.022 percent of the total variance 

including component 1 explains 48.062 percent, and component 2 explains 8.960 

percent of the total variance. 

 

The two new variables were created after a variamax rotation. These 

factors account for 57.022 percent of the total variance. Factor 1 is Distributor Job 

Satisfaction , factor 2 is Distributor‘s Organizational Commitment. 

 

Table 3 showed Factor Loadings of each item in dependent variables and 

Reliability of those variables 
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Table 3: Factor Loadings and Reliability of Dependent Variables 

 

Factor 
Factor 

loadings 

Cronbach’s 

Alfa 

 Factor 1: Distributor Job satisfaction                                                                .910 

 

I am satisfied with the company's culture 

 

.803   

I am satisfied with the leadership skills of the team of 

my upline 
.791   

I am satisfied with the environment and working 

conditions at the company 
.766   

I am satisfied with the relationship with colleagues in 

the company 
.758   

I am satisfied with the support from my upline 
.729   

I am satisfied with the relationship between upline 

and downline 

 

.649   

 

In general, I'm satisfied with my current job 

 

 

 .599   

The reason I like this company over others because it 

gives beliefs and valuable life 

 

.582   

 

I am satisfied to work with the team and the company 
.570   

Intend to work with the company many years .560   

 .736 
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3.6.2. Factor Analysis of Independent Variables 

 

In this part, factor analysis was applied for the group of 4 independent 

variables including 33 items of Upline support, Transactional leadership, Working 

Environment, Motivation 

 

Table 4: KMO and Bartlett's Test of Independent Variables 

 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 
            .953 

Bartlett's Test of Sphericity Approx. Chi-Square     4985.753 

  Df              528 

  Sig.             .000 

 

According to KMO and Bartlett's Test the Kaiser-Meyer-Olkin Measure of 

Sampling Adequacy is .953 (According to George & Mallery, 2003), to be significant, 

value has to be .6 or above) and Bartlett's Test of Sphericity value is significant at 

.000 level. Therefore, this factor analysis is considered appropriate. 

 

Factor 2: Distributors’ Organizational 

Commitment 

 

Willing to to change my working style if this work is 

really good and beneficial for my company 

.768  

 

My life will be in trouble if I decided to leave the 

company at this time 

 

.765  

Totally feel belonging to the current company 
.700  

I am satisfied with the workload .528  
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Table 5: Total Variances Explained Independent Variables 

 

       Note : Extraction Method: Principal Component Analysis. 

 

In order to determine how many components to extract, it is needed to 

consider the Kaiser‘s criteria. In this regard, only components that have eigenvalue of 

1 or more are considered appropriate for retaining. This can be identified by the Total 

Variance Explained in table 5. In the table 5, the first 4 components recorded 

eigenvalues above 1. These 2 components explain 60.706 percent of the total variance 

including component 1 explains 49.99percent, component 2 explains 4.289 percent, 

component 3 explains 3.307 percent, component 4 explains 3.120 percent of the total 

variance. 

 

The four new variables were created after a variamax rotation. These 

factors account for 60.706 percent of the total variance. Factor 1 is Transformational 

leadership; factor 2 is Upline support; factor 3 is Team Spirit; factor 4 is Leader‗s 

Care  

 

Component Initial Eigenvalues 

Rotation Sums of Squared 

Loadings 

  Total 

% of 

Variance 

Cumulative 

% Total 

% of 

Variance 

Cumulative 

% 

1 16.497 49.990 49.990 7.220 21.879 21.879 

2 1.415 4.289 54.279 4.710 14.273 36.152 

3 1.091 3.307 57.586 4.267 12.931 49.083 

4 1.030 3.120 60.706 3.836 11.623 60.706 

5 .943 2.859 63.565       

6 .856 2.594 66.159       

7 .810 2.454 68.612       

…. …. …. ….    
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Table 3.7.2.3 showed Factor Loadings of each item in independent 

variables and Reliability of those variables 

Table 6: Factor Loadings and Reliability of Independent Variables 

 

Factors 
Factor 

loadings 

Cronbach’s 

Alfa 

    (N=220) 

Factor 1: Transformational Leadership  .934 

In my company, distributors are encouraged to dynamic 

when finding issues or opportunities happens .707   

I feel safe with company‘s working environment 
.673   

I am satisfied with the amount of time my upline spends on 

listening to my concerns and offer appropriate assistance .671   

I am satisfied with the knowledge of my upline 
.661   

The company committed to social responsibility 
.631   

I find common senses with my upline .629   

Upline respects downline .604   

I have a good relationships with colleagues 
.575   

My job is long-term ensured by company .565   

My working group never surrender our work .553   

When working, I am totally focused on work processes / 

ongoing projects 
.538   

I share my leadership responsibilities with others in the 

group 
.531   
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Factor 2: Upline Support  .855 

Upline is always on the guidance and help downline to 

finish his/her work by all ability .665  

Upline helps solving the problem of downline distributors 

in a satisfactory manner 
.636  

My upline always consider the consequences of moral and 

ethical in their actions .625  

I absolutely trust in my uplines .613  

My upline appreciates of my efforts .545  

Distributors in company solve unexpected situations and 

rapid changes very well .538  

          

 Factor 3: Team Spirits                                                                                    .820 

 

My group is always flexible in work 

 

.756   

In the working group, we are always looking for and 

finding other challenging situations 
.631   

Everyone in my group always learn from experience and 

learning from those mistakes to succeed in new situations .604   

People in my group typically engage in voluntary work / 

new projects 
.522   
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Factor 4: Leader's Care .825 

My upline cares about downline overcome his/her personal 

interests 

 

.710   

My upline give us a vision and how to achieve it 
.592   

My upline focuses on the interests of the individual and the 

team 
.570   

My upline respect my opinion .554   

 

Since the initial factors have been re-modified, so the research model 

changes as well and the hypotheses are no longer the same as the beginning. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 7: The Adjusted Model 

H4 

 

H2 H1 

Leader‘s Care 

Transformational 

Leadership 

Team Spirit 

Distributors‘ 

Organizational 
Commitment 

Distributors 

Job 

Satisfaction 

Upline Support 

H3 
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Question 1: 

What is relationship between distributor satisfaction and distributors‘ 

Organizational commitment? 

H1: Distributor job satisfaction is positively associated with distributors‘ 

organizational commitment 

 

Question 2: 

Which are important factors that influence to distributor job satisfaction? 

H2: Factors of transformational leadership, upline support, team spirit, 

leader‘s care positively affect distributor job satisfaction. 

Question 3: 

Which are important factors (including distributor job satisfaction) that 

influence to distributors‘ organizational commitment? 

H3: Distributors‘ organizational commitment is positively affected by 

factors of transformational leadership, upline support, team spirit, leader‘s care. 

H4: Distributors‘ organizational commitment is directly and indirectly 

affected by factors of transformational leadership, upline support, team spirit, leader‘s 

care.  
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CHAPTER 4 

 

 

RESEARCH FINDINGS 

 

4.1 Sample Demographics: 

 

This part concentrated to information of individual demographics of 

distributors who had done survey. Descriptive statistics run frequency procedure on 

primary data and it was displayed in table 7 below. 

 

Table 7: Distributors in HCMC (N=220) 

  

Frequency 

        

Percent 

Gender Male 125 56.8 

Female 95 43.2 

Total 220 100.0 

Marital 

Status 

 

Single 
163 74.1 

Married 57 25.9 

Total 220 100.0 

 
Seniority Under 1 year 111 50.5 

From 1 to 3 years   73 33.2 

From 4 to 6 years   30 13.6 

From 7 to 10 years    3 1.4 

Over 10 years    3 1.4 

Total 220 100.0 

Age  

Group 

From 18 to 22 90 40.9 

From 23 to 30 80 36.4 

From 31 to 45 34 15.5 

From 46 to 65 13 5.9 

Over 65 3 1.4 
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According to the result was showed in table 4.1, regarding to gender, it is 

easy to see that most of distributors who are working in MLM companies in HCM 

city are male with 125 and occupying 56.8%, whereas, there just have 95 distributors 

who are female and occupying small ratio 43.2%. (Figure 8) 

 

About marital status, the single persons take part in MLM company 

dominantly occupies 74.1 % with 163 people, whereas the person who got married 

just occupies 25.9% with 57 people (Figure 9) 

 

Regarding to seniority, there are 111 distributors who have worked under 1 

year (50.5%), and 73 distributors who have worked in MLM Company from 1 – 3 

years (33.2%). The group of distributors which has worked from 4 years to 6 years 

occupies 13.6% with 30 people. Whereas, there are only 3 distributors who have 

worked from 7 to 10 years (1.4%), and the group of distributors who have worked 

over 10 years has the same result with the previous group.  (Figure 10) 

 

About age, it has big group of distributors who are in age from 18 – 22 

with 90 distributors and dominating 40.9%. The group of age from 23-30 occupies 

36.4% with 80 distributors. The group of age from 31 – 45 has 34 distributors with 

15.5%. The last two groups just contribute a small percentage; those are 13 

distributors who belong to age from 46 – 65 with 5.9 %, and 3 distributors who are in 

age over 65 and occupying only 1.4% (Figure 11) 

Total 220 100.0 

Education  High School 12 5.5 

Vocational secondary 15 6.8 

College 47 21.4 

University 120 54.5 

Post Graduate 26 11.8 

Total 220 100.0 
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Distributors who are in grade of University dominate in term of education 

with 120 people and occupying 54.5%. Next group is college with 47 distributors with 

rate of 21.4%. The group of post graduate also occupies 11.8% with 26 distributors. 

About group of Vocational Secondary, it has 15 people with rate of 6.8%. The last 

group,High school group,  is also group that has smallest ratio is 5.5% with only 12 

people. (Figure 12) 

 

 

Figure 8: Percentage of Gender of Distributors 

 

 

43.2%

%% 
56.8% 
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Figure 9: Percentage of Marital Status of Distributors 

 

Figure 10: Percentage of Seniority of Distributors 

 

 

25.9% 

74.1% 

33.2% 

50.5%

% 

13.6% 

1.4% 

1.4% 
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Figure 11: Percentage of Age group of Distributors 

 

 

 

Figure 12: Percentage of Educational Attainment of Distributors 

 

4.2. Descriptive analysis 

 

 

40.9% 

36.4% 

15.5% 

5.9% 

1.4% 

54.5% 

21.4% 

11.8% 

5.5% 

6.8% 
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4.2.1 Univarate Descriptive Statistics of Independent Variables 

 

In order to check whether all scores were normally distributed, the 

descriptive procedure was conducted with all variables - the dependent and dependent 

variables involved in this study.  

 

In table 8, there was no missing value; all variables loaded with sample 

size of 220 cases. The minimun and maximum value of each variable are also 

included. 

 

Table 8 Univarate Descriptive Statistics of Independent Variables 

 

 N Minimum Maximum Mean Std. Deviation 

TRANSLEAD 

 
220 1 5 3.9405 0.81799 

UPLISUP 

 
220 1 5 3.8765 0.82793 

TEASPIRIT 

 
220 1 5 3.9136 0.84056 

LEADCARE 

 
220 1 5 3.8522 0.87930 

 

4.2.2. Univarate Descriptive Statistics of Dependent Variables 

 

Table 9 presents the univariate descriptive statistics of the two dependent 

variables with a sample size of 220 cases, minimum, maximum, mean, and standard 

deviation values of each variable. 
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Table 9: Univarate Descriptive Statistics of Dependent Variables 

 

 N Minimum Maximum Mean Std. Deviation 

ORGCOMIT 

 
220 1 4 3.7727 0.8677 

DIJOBSATIS  

 
220 1 5 3.9800 0.8131 

 

 

4.3. Multiple Regression Analysis 

 

In this study we use regression analysis with Pearson Correlation to test 

the strength of multiple relationships involving two dependent variables and 4 other 

independent variables 

 

Table 10: Correlation Coefficients between Independent Variables 

 

  1 2 3 4 

TRANSLEAD(1) 

 
1.000    

UPLISUP(2) 

 
.760* 1.000   

TEASPIRIT(3) 

 
.759* .713* 1.000  

LEADCARE(4) 

 
.779* .749* .680* 1.000 

Mean 3.9405 3.8765 3.9136 3.8522 

Std. Deviation 0.81799 0.82793 0.84056 0.8793 

Note: * Significant level at p < .05 
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Table 10 shows correlation coefficients between four independent 

variables those are Transformational Leadership, Upline Support, Team Spirit, and 

Leader‘s care. 

 

4.3.1. Factors affect to Distributor Job Satisfaction 

 

Table 11: Descriptive Statistics and Variables’ Correlations of the 

DIJOBSATIS Model 

 

  DIJOBSATIS        1      2        3         4 

DIJOBSATIS 

 
1.000     

TRANSLEAD(1) 

 
.884* 1.000    

UPLISUP(2) 

 

 

.759* .760* 1.000   

TEASPIRIT(3) 

 

 

.781* .759* .713* 1.000  

LEADCARE(4) 

 
.773* .779* .749* .680* 1.000 

Mean  3.9800 3.9405 3.8765 3.9136 3.8522 

Std. Deviation 0.8131 0.81799 0.82793 0.84056 0.8793 

Note: * Significant level at p < .05 

 

Table 11 shows that there were significant relationships between the 

dependent variable, DIJOBSATIS, and the independent variables: TRANSLEAD, 

UPLISUP, TEASPIRIT, and LEACARE. In these significant relationships, there was 

very strongly positive correlation between TRANSLEAD and DIJOBSATIS (r=.884, 

p<.05). This means that the better transformational leadership the distributors were 
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gotten, the higher level of job satisfaction distributors feel. Besides that, the variables 

of UPLISUP and TEASPIRIT were strongly correlated with DIJOBSATIS(r=.759, 

p<.05) and (r=.781, p<.05), respectively.  This means that the better distributors were 

supported by their Uplines and the better team spirit distributors felt, could lead to 

higher distributor job satisfaction.  In addition, there was a correlation between 

LEADCARE and DIJOBSATIS (r=.773, p<.05). This means that the better care 

distributors have gotten from their leader can affect to the level of distributor job 

satisfaction.  

 

In conclusion, the DIJOBSATIS was very strong correlated with the 

TRANSLEAD (r=.884, P<.05), strong correlated with UPLISUP (r=.759, p<.05), 

TEASPIRIT (r=.781, p<.05), LEADCARE(r=.773, p<.05). 

 

The model was statistically significant at p<.05 with F (4, 219) = 248.945 

and had an R squared value of .822, which explains more than 82 percent of the 

variance in the DIJOBSATIS.  

 

This indicates that, all of the independent variables contributed to 

explaining 82.2 percent of the variance of the DIJOBSATIS, as showed in note of 

table 12 

 

Table 12: Correlation coefficients between IVs and DIJOBSATIS 

 

Variables 

 Standardized 

Coefficients 

(Beta) 

         Sig. 
Correlations 

(Part) 

TRANSLEAD .555 .000 .884 

UPLISUP .094 .060 .759 

TEASPIRIT .201 .000 .781 

LEADCARE .133 .008 .773 
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Note: Dependent Variable: DIJOBSATIS: Distributor Job Satisfaction 

IVs: Independent Variables 

- Predictors: TRANSLEAD, UPLISUP, TEASPIRIT, LEADCARE 

- ANOVA: F (4, 219) =248.945, Sig.=.000, p <.05 

- Model summary: R
2
 = .822 

For greater clarity, a regression equation for the model of EMPJOSA was 

written using the standardized coefficients (Beta) in table 4.3.1.2: 

 

DIJOBSATIS = .555(TRANSLEAD) + .094(UPLISUP) + 

.201(TEASPRIT) + .133(LEADCARE) 

 

Where: 

 

 DIJOBSATIS: Distributor Job satisfaction (the dependent variable) 

 TRANSLEAD: Transformational leadership 

 UPLISUP :        Upline Support 

 TEASPRIT:  Team Spirit 

 LEADCARE :    Leader‘s Care 

 

4.3.2. Factors affect to Distributor’s Organizational Commitment 
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Table 13: Descriptive Statistics and Variables’ Correlations of the 

ORGCOMIT Model 

 

  ORGCOMIT 1 2 3 4 

 

ORGCOMIT  

 

1.000 
    

 

TRANSLEAD (1) 

 

.651* 

 

1.000 
   

 

UPLISUP (2) 

  

.619* .760* 1.000   

 

TEASPIRIT (3) 

  

.668* .759* .713* 1.000  

 

LEADCARE (4) 

  

.576* .779* .749* .680* 1.000 

Mean 3.7727 3.9405 3.8765 3.9136 3.8522 

Std. Deviation 0.8677 0.81799 0.82793 0.84056 0.8793 

Note: * Significant level at p < .05 

 

Table 13 shows that there were significant relationships between the 

dependent variable, ORGCOMIT, and the independent variables: TRANSLEAD, 

UPLISUP, TEASPIRIT, and LEACARE. In these significant relationships, there was 

very strongly positive correlation between TRANSLEAD and ORGCOMIT (r=.651, 

p<.05). This means that the better transformational leadership the distributors were 

gotten, the higher level of organizational commitment. Besides that, the variables of 

UPLISUP and TEASPIRIT were strongly correlated with ORGCOMIT(r=.619, 

p<.05) and (r=.668, p<.05), respectively.  This means that the better distributors were 

supported by their Uplines and the better team spirit distributors felt, could lead to 

higher organizational commitment.  In addition, there was a correlation between 
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LEADCARE and ORGCOMIT (r=.576, p<.05). This means that the better care 

distributors have gotten from their leader lead to the higher of the organizational 

commitment. 

 

In conclusion, the ORGCOMIT was very strong correlated with the 

TRANSLEAD (r=.652, P<.05), strong correlated with UPLISUP (r=.619,p<.05), 

TEASPIRIT (r=.668, p<.05), LEADCARE(r=.576, p<.05). 

 

The model was statistically significant at p=.000 with F (4, 219) = 55.365 

and had an R squared value of .712, which explains more than 71 percent of the 

variance in the ORGCOMIT.  

 

This indicates that, all of the independent variables contributed to 

explaining 71.2 percent of the variance of the ORGCOMIT, as showed in note of 

table 14 

 

Table 14: Correlation coefficients between IVs and ORGCOMIT 

 

 

  

Standardized 

Coefficients 

(Beta) Sig. 

Correlations 

(Part) 

TRANSLEAD .233 .012 .651 

UPLISUP .171 .040 .619 

TEASPIRIT .349 .000 .668 

LEADCARE .029 .724 .576 

 

Note: Dependent Variable: ORGCOMIT: Distributors‘ Organizational 

Commitment 

- Predictors: TRANSLEAD, UPLISUP, TEASPIRIT, LEADCARE 
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- ANOVA: F (4, 219) = 55.365, Sig. =.000, p < .05 

- Model summary: R
2
 = .712 

For greater clarity, a regression equation for the model of ORGCOMIT 

was written using the standardized coefficients (Beta) in table 4.3.3.2: 

 

ORGCOMIT = .233(TRANSLEAD) + .171(UPLISUP) + 

.349(TEASPIRIT) - .029(LEADCARE) 

 

Where: 

 

 ORGCOMIT :  Distributors‘ Organizational Commitment 

 TRANSLEAD: Transformational Leadership 

 UPLISUP:  Upline Support 

 TEASPIRIT:    Team Spirit 

 LEADCARE:   Leader‘s Care 

 

4.4 Simple Linear Regression 

 

Simple linear regression technique can also be used to explore the 

relationship between two dependent variables that are Distributor Job Satisfaction and 

Distributors‘ Organizational Commitment. This technique was used to measure how 

well Distributor Job Satisfaction can predict Distributors‘ Organizational 

Commitment. 
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Table 15: Correlation Coefficients between Dependent Variables 

 

                                        1                  2 

ORGCOMIT (1) 1.000  

DIJOBSATIS (2) .646 1.000 

Mean 3.7727 3.9800 

Std. Deviation 0.8677 0.8131 

Note: * Significant level at p < .05 

 

 

Table 15 shows correlation coefficients between two dependent variables 

those are Distributors‘ Organizational Commitment, and Distributor Job Satisfaction, 

and the significant level of those. 

 

Moreover, table 15 also shows that there was significant relationship 

between the two dependent variables, ORGCOMIT, and DIJOBSATIS. In this 

significant relationship, there was very strong positive correlation between 

ORGCOMIT and DIJOBSATIS (r=.646, p<.05). This means that the higher 

distributor job satisfaction, it can lead to higher distributors‘ organizational 

commitment. 

 

The model was statistically significant at p=.000 with F (1, 219) = 156.453 

and had an R squared value of .646, which explains more than 64 percent of the 

variance in the ORGCOMIT.  

This indicates that, ORGCOMIT contributed to explaining 64.6 percent of 

the variance of the ORGCOMIT, as showed in note of table 16 
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Table 16: Coefficients between DIJOBSATIS and ORGCOMIT 

 

  

Standardized 

Coefficients 

(Beta) 

Sig. Correlations 

(Part) 

DIJOBSATIS 
.646 .000 .646 

 

Note: Dependent Variable: ORGCOMIT: Organizational Commitment 

- Predictors: Distributor Job Satisfaction 

- ANOVA: F (1, 219) = 156.453, Sig.=.000, p <.05 

- Model summary: R
2
= .646 

For greater clarity, a regression equation for the model of DIJOBSATIS 

was written using the standardized coefficients (Beta) in table 4.4.2: 

ORGCOMIT = .646 (DIJOBSATIS) 

 

Where: 

 

 ORGCOMIT:    Distributors‘ Organizational Commitment (the 

dependent variable) 

 DIJOBSATIS:  Distributor Job Satisfaction (the dependent variable) 

 

 

4.5. Direct and Indirect Effects of Distributors’ Organizational Commitment 

 

Path analysis, an extension of the regression model, was also explored to 

test the hypotheses that the four independent variables and distributor job satisfaction 

have direct and indirect effects to distributors‘ organizational commitment. 
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The path analysis provides estimates of the magnitude and significance of 

the hypothesized causal connections between sets of variables. This is best explained 

by considering a path diagram. 

 

Based on the multiple regression results and the simple linear regression 

from the previous sections, Path analysis was performed with the dependent and 

independent variables, from that all variables making significant unique contributions 

to predicting the dependent variables were retained for further path analysis. 

 

Based on significance (Sig.) indicator was showed on table 12, only 

UPLISUP (Upline Support) failed to achieve statistical significance in order to have 

effect on DIJOBSATIS (Distributor Job Satisfaction) with significance (Sig.) = .060 > 

.05, the rest of independent variables have effect to DIJOBSATIS including: both 

TRANSLEAD (Transformational Leadership) and TESPIRIT (Team Spirit), with 

significance (Sig.) of .000 and LEADCARE (Leader‘s Care) with significance (Sig.) 

of .008. 

 

Also, based on significance (Sig.) indicator was showed on table 14, only 

LEADCARE (Leader‘ s Care ) failed to achieve statistical significance in order to 

have effect on ORGCOMIT (Distributor‘s Organizational Commitment) with 

significance (Sig.) = .724 > .05, however, the three independent variables including: 

TRANSLEAD(Transformational Leadership) with significance (Sig.) .012, 

TEASPIRIT (Team Spirit) with significance (Sig.) of .000 have effect to Distributors‘ 

Organizational Commitment, the last independent variable is UPLISUP(Upline 

Support) with significance of .040 also have effect to Distributor‘s Organizational 

Commitment. 

 

4.5.1. Direct effects of Distributors’ Organizational Commitment 

 

According to table 14, three independent variables have directly effects on 

the ORGCOMIT. The effect of each independent variable on the ORGCOMIT varied; 
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TRANSLEAD produced the direct effect on the ORGCOMIT with β = .233, next, 

UPLISUP with β = .171, and last, TEASPIRIT with β = .349 

 

According to table 16, DIJOBSATIS produced the strongest effect on the 

ORGCOMIT with β = .646. 

 

4.5.2. Indirect effects of Distributors’ Organizational Commitment 

 

        4.5.2.1. Indirect Effect between TRANSLEAD and ORGCOMIT 

 

TRANSLEAD                        DIJOBSATIS                         ORGCOMIT 

       .555                   x                      .646         =                         .359 

 

Where: 

 

  TRANSLEAD:   Transformational Leadership 

  DIJOBSATIS:    Distributors‘ Job Satisfaction 

 ORGCOMIT:       Distributors‘ Organizational Commitment 

 

The TRANSLEAD indirectly affected to ORGCOMIT through 

DIJOBSATIS (.359) 

 

            4.5.2.2. Indirect Effect between TEASPIRIT and ORGCOMIIT 

 

TEASPIRIT                           DIJOBSATIS                        ORGCOMIT 

         .201               x                         .646    =                              .130 

 

Where: 

 

 TEASPIRIT:         Team Spirit 

  DIJOBSATIS:       Distributors Job Satisfaction 

  ORGCOMIT:        Distributors‘ Organizational Commitment 
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The TEASPIRIT indirectly affected to ORGCOMIT through 

DIJOBSATIS (.130) 

 

              4.5.2.3. Indirect Effect between LEACARE and ORGCOMIT 

 

LEADCARE                           DIJOBSATIS                        ORGCOMIT 

         .133               x                         .646    =                              .086 

 

Where: 

 

 TEASPIRIT:         Team Spirit 

  DIJOBSATIS:       Distributors Job Satisfaction 

  ORGCOMIT:        Distributors‘ Organizational Commitment 

 

The LEADCARE indirectly affected to ORGCOMIT through 

DIJOBSATIS (.086) 

 

4.6 Path Diagram of Distributors’ Organizational Commitment 

 

Note: All coefficients in the model were significant at the .05 level. 
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Figure 13: Path Coefficients of the Structural Equation for Hypothesis Testing 

 

 

4.7 Summary of Path Analysis 

 

Table 17 summarizes the effects of the independent variables 

(Transformational Leadership, Upline Support, Team Spirit) and Distributor Job 

Satisfaction on the dependent variable (Distributors‘ Organizational Commitment) of 

this study. Regarding the total effects, the Distributor Job Satisfaction factor had the 

strongest effect on Distributors‘ Organizational Commitment with β =.646, according 

to De Vaus (2002), this can be considered as a very strong effect. Next is the 

Transformational Leadership factor with β =. 592, this also can be considered as a 

very strong effect (De Vaus, 2002). The factor of Team Spirit was ranked at third with 

Leader‘s Care 

Transformational 

Leadership 

Team Spirit 

Distributors‘ 

Organizational 
Commitment 

Distributors 

Job 

Satisfaction 

Upline Support 

.233 

.171 

.349 
.201 

.555 

0.133 

.646 
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β =.479, this means that Team Spirit had a substantial effect on the Distributors‘ 

Organizational Commitment. And lastly, the factor of Upline Support with β =.171, 

this means that Leader‘s Care provided a low to moderate effect on the main 

dependent variable. The total effect of these factors on Distributors‘ Organizational 

Commitment was 1.974 

 

Regard to the direct effects, the Distributor Job Satisfaction had the 

strongest impact of the Distributors‘ Organizational Commitment with β = .646. Next 

is the factor of Team Spirit with β =.349, the factor of the Transformational 

Leadership was ranked at third with β = .233, and lastly, the Upline Support with β = 

.171. The total of direct effects of the both independent and dependent variables on 

the main dependent variable of the study was 1.399. 

 

Regard to the indirect effects, the Transformational Leadership factor had 

the strongest indirect effect on the Distributors‘ Organizational Commitment with β = 

.359, followed by the Team Spirit with β = .130 and the Leader‘s Care factor with β 

=.086. The total indirect effect of the independent variables through the intervening 

variable (Distributor Job Satisfaction) on the Distributors‘ Organizational 

Commitment was .575. 

 

Table 17   Direct, Indirect and Total Causal Effects 

Variables 
Causal Effects 

Direct Indirect Total 

TRANSLEAD .233 .359 .592 

UPLISUP .171 --- .171 

TEASPIRIT .349 .130 .479 

LEADCARE ---- .086 .086 

DIJOBSATIS .646 ---- .646 

Total 1.399 0.575 1.974 
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CHAPTER 5 

 

 

DISCUSSION AND RECOMMENDATION 

 

5.1 Discussion of Findings 

 

This part concentrated to discuss and answer questions of this research 

which were raised in section IV of chapter I in order to understand the relationship 

between the four independent variables (Transformational Leadership, Upline 

support, Team Spirit, and Leader‘s Care) and the two dependent variables (including 

Distributor Job Satisfaction, and Distributors‘ Organizational Commitment), and the 

impacts of those factors on Distributors‘ Organizational Commitment. 

 

5.1.1. Relationship between Distributor Job Satisfaction and 

Distributors’ Organizational Commitment 

 

Question 1: 

What is relationship between distributor satisfaction and distributors‘ 

Organizational commitment? 

H1: Distributor job satisfaction is positively associated with distributors‘ 

organizational commitment 

 

In order answer this question; researcher used the first hypothesis (H1). 

Simple linear regression was explored to test the first hypothesis. And from the result 

of correlation coefficient matrix was showed in table 15, it can be seen that distributor 

job satisfaction (with r = .646, p < .05) was positively strong and significant 

relationship at the 95 percent confidence level with distributors‘ organizational 

commitment. Therefore, we can conclude that when distributors who feel that they are 

satisfied to their job, there are more likely to see that they tend to be strongly 

committed to their current job because distributor job satisfaction is positively 

associated with distributors‘ organizational commitment. 
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5.1.2. Relationship and Effect of the four factors on Distributor Job 

Satisfaction 

 

Question 2: 

Which are important factors that influence to distributor job satisfaction? 

H2: Factors of transformational leadership, upline support, team spirit, 

leader‘s care positively affect distributor job satisfaction. 

 

In order to answer the above question, this study used hypothesis (H1) to 

explore the relationship between each independent variable (in the four factors) and 

distributor job satisfaction. And the hypothesis was used to identify which factor 

influenced to distributor job satisfaction. From that, pointing out which factor had the 

most effect to distributor job satisfaction. 

 

The first multiple regression analysis was conducted to test the hypothesis. 

From the result of correlation coefficient matrix was showed in table 11, it can be 

seen that the three out of four independent variables of this research indicated 

positively strong and significant relationship at the 95 percent confidence level with 

distributor job satisfaction. Those are transformational leadership (with r = .884, p < 

.05), upline support (with r = .759, p < .05), and team spirit (with r = .781, p < .05). 

And lastly, the factor of leader‘s care also possessed a very strong and significant 

relationship at the 95 percent confidence level (with r = .773, p < .05). 

 

Therefore, we can conclude that when distributors who feel that they are 

satisfied to the factors such as: transformational leadership, upline support, team 

spirit, leader‘s care they are more likely to see that they are also satisfied to their 

current job because these four factors are positively associated with distributor job 

satisfaction.  

 

According to the result of significance and coefficient between each 

independent variable and distributor job satisfaction, as showed in table 12, we can 
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see that the three out of four independent variables of this research had direct effect 

on distributor job satisfaction. Those are transformational leadership, team spirit with 

significance (Sig.)=.000, and leader‘s care with significance (Sig.) = .008. Only the 

upline support factor with significance (Sig.) = .060, this means that upline support 

have no effect on distributor job satisfaction. Besides that, in order to identify which 

factor in the three factors have most influence to job satisfaction of distributor, this 

study based on standardized coefficient (Beta indicator). Through that, it can be seen 

that transformational leadership possessed the highest Beta with β = .555, followed by 

team spirit with β = .201, and leader‘s care with β = .133. 

 

Therefore, this study can conclude that transformational leadership factor 

is the most important factor that affected on job satisfaction of distributor who is 

working in 5 selected MLM companies in HCMC, followed by team spirit, and last is 

leader‘s care. In other word, the result of this study pointed out those distributors of 

these 5 MLM companies in HCMC estimated the transformational leadership factor is 

very important and necessary in order to satisfy with their current job. Regarding to 

upline support, although, it positively associated with distributor job satisfaction, but 

it does not have any effect on distributor job satisfaction. This means that distributors 

in MLM companies in HCMC do not care more about their upline support. Because 

of that, upline support cannot have an impact to their job satisfaction. 

 

5.1.3. Relationship and Impact of the five factors (including Distributor 

Job Satisfaction) on Distributors’ Organizational Commitment 

 

Question 3: 

Which are important factors (including distributor job satisfaction) that 

influence to distributors‘ organizational commitment? 

H3: Distributors‘ organizational commitment is positively affected by 

factors of transformational leadership, upline support, team spirit, leader‘s care. 

H4: Distributors‘ organizational commitment is directly and indirectly 

affected by factors of transformational leadership, upline support, team spirit, leader‘s 

care.  
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In order to answer the last question that is also the main question of this 

research. This study used the next twoo hypotheses (H3 and H4). The third hypothesis 

was used to explore the relationship between each independent variable (in the four 

factors) and Distributors‘ organizational commitment and to measure how well the 

independent variables contributed to explain to Distributors‘ organizational 

commitment, and how well the distributor job satisfaction factor could explain to the 

main dependent variable. Besides that, the fourth hypothesis was used to identify 

which factor (including distributor job satisfaction factor) influenced to distributors‘ 

organizational commitment in both directly and indirectly. From that, pointing out 

which factor had the most effect to distributors‘ organizational commitment. The 

second multiple regression analysis and simple linear regression analysis were 

conducted to test the third hypothesis, and also the fourth one. From the result of 

correlation coefficient matrix was showed in table 14, it can be seen that all four 

independent variables of this research indicated positively strong and significant 

relationship at the 95 percent confidence level with distributors‘ organizational 

commitment. Those are team spirit (with r = .668, p < .05), transformational 

leadership (with r = .651, p < .05), upline support (with r = .619, p < .05). And lastly, 

the factor of leader‘s care possessed a strong significant relationship at the 95 percent 

confidence level (with r = .576, p < .05).Therefore, we can conclude that when 

distributors who feel that they are satisfied to the factors such as: transformational 

leadership, team spirit, leader‘s care, upline support, there are more likely to see that 

they are also more committed to their current job because these four factors are 

positively associated with distributors‘ organizational commitment.  

 

From the result of R square in note that was showed in table 14, we can 

see that the four factors transformational leadership, upline support team spirit, and 

leader‘s care have contributed to well explain 71.2 percent to distributors‘ 

organizational commitment (model summary: R
2
= .712). Whereas, in table 16, 

distributors‘ organizational commitment was also well explained 64.6 percent by 

distributor job satisfaction factor (model summary: R
2
= .646). 

According to the result of significance and coefficient between each 

independent variable and distributors‘ organizational commitment, as showed in table 
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14, we can see that the three out of four independent variables of this research had 

direct effect on distributors‘ organizational commitment. Those are transformational 

leadership with significance (Sig.) = .012, upline support with significance (Sig.) = 

.040, and team spirit with significance (Sig.) = .000. Only the leader‘s care factor with 

significance (Sig.) = .724, this means that leader‘ care have no effect on distributors‘ 

organizational commitment. Besides that, in order to identify which factor in the three 

factors have directly most influence to distributors‘ organizational commitment, this 

study based on standardized coefficient (Beta indicator). Through that, it can be seen 

that team spirit possessed the highest Beta with β = .349, followed by 

transformational leadership with β = .233, and Upline support with β = .171. 

 

Besides that, from the result of significance and coefficient between 

distributor job satisfaction and distributors‘ organizational commitment, as showed in 

table 16, we can see that the factor of distributor job satisfaction had a strongest direct 

effect on distributors‘ organizational commitment in the five factors with the highest 

Beta β = .646, Sig = .000 

 

Regard to the indirect effects, according to table 17, the transformational 

leadership had the strongest indirect effect on the distributors‘ organizational 

commitment with β = .359, followed by the team spirit with β = .130 and the leader‘s 

care factor with β = .086. The total indirect effect of the independent variables 

through the distributor job satisfaction factor on the distributors‘ organizational 

commitment was .575. 

 

Regarding the total effects, according to table 17, the distributor job 

satisfaction also had the strongest effect on distributors‘ organizational commitment 

with β = .646. Next is the transformational leadership factor with β = .592, this also 

can be considered as a very strong effect (De Vaus, 2002). The factor of team spirit 

was ranked at third with β =.479, this means that team spirit had a moderate to 

substantial effect on the distributors‘ organizational commitment. And lastly, the 

factor of Upline support with β =.171, this means that upline support provided a low 
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to moderate effect on the main dependent variable. The total effect of these factors on 

employee engagement was 1.974. 

 

Based on the degree of effects of those factors, this study can conclude that 

distributor job satisfaction factor is the most important factor that affected to the 

commitment of distributor who is working in MLM companies in HCMC, followed 

by transformational leadership, team spirit, and last is upline support. In other word, 

the result of this study pointed out that distributor in MLM Companies in HCMC 

estimated the distributor job satisfaction factor is most important and necessary in 

order to lead them to commit to their current job, followed by transformational 

leadership, team spirit, and last is upline support. Regarding to leader‗s care, 

although, it positively associated with distributors‘ organizational commitment, but it 

was considered that have no effect on distributor job satisfaction.  

 

This means that distributors in MLM companies in HCMC do not care 

more about the leader‘s care. Because of that, leader‘s care cannot have impact to 

their commitment to the current job. 

 

5.2. Limitations and Recommendations 

 

This part was used to show the limitations of this study in research 

process, and from that, giving recommendations for the further study. Moreover, from 

the result of this study, researcher also gives some recommendations to MLM 

companies which are operating in HCMC. 

 

5.2.1. Limitations of this study 

 

With the constraints of time and capability, this research cannot get rid of 

limitations. Some of the limitations of this study were discussed in chapter one. In this 

section, the limitations regarding the results of this study are addressed. 
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First is limitation in knowledge of researcher. It related to literature review 

of definitions of motivation and working environment. Items were used to identify 

this factors was mixed all items with transformational leadership item after rotation 

matrix between four independent variables was applied.  This problem possibly come 

from translation of information in the survey, it led to misunderstanding of 

distributors. Because of that, maybe, the result of this study about the effect of upline 

support on distributor job satisfaction and distributors‘ organizational commitment is 

not exactly correct. Besides that, it has one item was considered to measure 

distributors job satisfaction, at beginning. However, after rotation matrix between two 

dependent variables was conducted, this item was transferred in order to measure 

distributors‘ organizational commitment. And it was also occurred to the distributor‘s 

organizational commitment too. At the beginning, it has two item was considered to 

measure distributors‘ organizational commitment. Unfortunately, after rotation matrix 

between two dependent variables was conducted, these items were transferred in order 

to measure distributor job satisfaction. 

 

The second limitation of this study is the research cannot refer to all 

factors which possibly have impact on distributor job satisfaction and organizational 

commitment toward MLM company. There are total just four factors are gathered 

altogether which considered relating and determining to distributor job satisfaction 

and organizational commitment.  

 

The third limitation of this research derived from data collection process. 

Because of convenience, data was collected from distributors who are available on 

company‗s inventory area for picking up their product at around 3pm. Therefore, the 

result cannot generalize as a whole for all distributors who didn‘t answer the survey. 

 

The last limitation of this research is target population. Because of 

limitation in time, thus, this research just chose the five MLM companies in HCMC; 

namely: Amway, Nuskin, Unicity, Vision and Herbalife. Therefore, the result of this 

study may not give an exactly correct view for all MLM companies in HCMC. 
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5.2.2. Recommendation for further study 

 

There are quite few empirical studies on leadership behavior, 

organizational commitment or satisfaction of the Multilevel Marketing distributors in 

Vietnam. One of the reasons is that this kind of industry has been considered not quite 

relate to academic view. Therefore, the room for topics relating to this field is large. 

Issue for research can come from many different aspects such as organizational 

behaviors or human resource management.  

 

According to my exploration, Vietnamese is on the way to recognize 

MLM as a legal form of business. In 2010, Vietnam Multi-Level Marketing 

Association was officially established. So the beginning of MLM in Vietnam is not so 

long. That is how to continue to renew the bad image of MLM in Vietnam can be a 

research topic. The leadership behaviors of distributors in MLM company in Vietnam 

is also a very important topic, because leader is the one who link everybody in MLM 

company together while they are independent to each other as the form of the 

business. Newspapers start giving out good information on MLM and many 

researchers‘ oversea starts taking MLM as a research topic recently. They are also a 

good source for researcher later on. 

 

Because of the limitation of individual ability and time, the result of this 

study maybe does not yet well reflect leadership behaviors toward MLM company . 

Additional researches still can conduct on the same topic but with larger sample size 

or larger scope. Apart from leadership behavior, some related topics are also 

interesting such as consumer behaviors or product purchase intention.etc. 
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APPENDIX A 

Questionnaire in English 

 

QUESTIONAIRE ABOUT DISTRIBUTOR SATISFACTION OF MLM 

INDUSTRY IN HOCHIMINH CITY 

Dear participants! 

My name is Le Xuan Phuong. I‘m a student of International - Vietnam National 

University of Ho Chi Minh City. Currently I am doing a survey on the satisfaction of 

the distributors of Multilevel marketing industry in Ho Chi Minh City for the research 

purpose for my dissertation. Would you please take a moment providing information 

objectively to help my research results reflect the reality of satisfaction and some 

other factors related to the your work. 

1. Which company do you currently collaborating with? 

Please include the company name: 

……………………………………………………….. 

 

2. How do you affirm about the following factors for the job and for the 

company which you are collaborating? Please let 1 to 5 in each box in the 

right column (1 = strongly disagree, 2 = disagree, 3 = neutral, 4 = disagree, 

5 = strongly agree) 

 

Number Observed Variables Scale 

1 Organizational commitment  

 
I totally feel belonging to the current company 

I am willing to to change my working style if this work is 

really good and beneficial for my company  

My life will be in trouble if I decided to leave the company at 

this time over others because it gives beliefs and valuable life  

The reason I like this company over others because it gives 

beliefs and valuable life 

I intend to work with the company many years  

I am proud to tell people that I am a member of the company 

The company is currently where my best working place  

 

 

 

 

 

 

 

2 Job satisfaction Scale 

 I am satisfied with the workload  
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I am satisfied to work with the team and the company 

In general, I'm satisfied with my current job 

I am satisfied with the leadership skills of the team of my 

upline 

I am satisfied with the relationship between upline and 

downline 

I am satisfied with the support from my upline 

I am satisfied with the company's culture 

I am satisfied with the environment and working conditions 

at the company 

I am satisfied with the relationship with colleagues in the 

company 

 

 

 

 

 

 

 

 

3 Transformational Leadership Scale 

 I find common senses with my upline 

Exchange contact with my upline is easy 

My upline respect my opinion 

My upline offers me a lot of useful information to work 

My upline provides a lot of information on the company 

My upline appreciates of my efforts 

My upline always give the training plan needed to help me 

perform my job as effectively 

My upline wishes everyone in the team could motivate each 

other 

My upline cares of downline overcome his/her personal 

interests 

My upline focuses on the interests of the individual and the 

team 

My upline always consider the consequences of moral and 

ethical in their actions 

My upline give us a vision and how to achieve it 

My upline helps everyone to think about old problems in new 

directions 

I share my leadership responsibilities with others in the group 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

4 Upline support Scale 
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I am satisfied with the amount of time my upline spends on 

listening to my concerns and offer an appropriate assistance 

I am satisfied with the knowledge of my upline 

Upline respects downline 

Upline is always on the guidance and help downline to finish 

his/her work by all ability 

Upline helps solving the problem of downline distributors in 

a satisfactory manner 

I absolutely trust in my uplines 

 

 

 

 

 

 

5 Working environtment Scale 

 I feel safe with company‘s working environment 

My job is long-term ensured by company 

I have a good relationships with colleagues 

The company committed to social responsibility 

 

 

 

 

6 Motivation Scale 

 
When working, I am totally focused on work processes / 

ongoing projects 

In my company, distributors are encouraged to dynamic when 

finding issues or opportunities happens 

My working group never surrender our work 

My colleague adapt quickly to challenging situations / crisis 

Distributors in company solve unexpected situations and 

rapid changes very well 

In the working group, we are always looking for and finding 

other challenging situations 

My group is always flexible in work 

Everyone in my group always learn from experience and 

learning from those mistakes to succeed in new situations 

People in my group typically engage in voluntary work / new 

projects 
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THE GENERAL INFORMATION 

 

 

3. Gender:                      Male                              Female 

 

4. Marital status:                     Single                              Married  

 

5. Senior  

 

 Under 1 year     Form 4 t- 6 years   Over 10 years 

             From 1-3 year     From 7-10 years 

  

6. Age range 

 

         Under 18 year-old   From 23 to 30   From 46 to 65 

         From 18 to 22   From 31 to 45    Over 65 

 

            7. Educational Attainment 

                         High school                  College     Post Graduate 

                       Vocational secondary   University 

 

            8. In order for you feel secure to work long term in this field, what do you 

desire most from employers? 

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

……………………………………… 

 

Sincerely thank you for your cooperation. Wish you have a good health! 
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APPENDIX B 

Questionnaire in Vietnamese 

 

BẢNG KHẢO SÁT MỨC ĐỘ HÀI LÒNG CỦA CÁC NHÀ PHÂN PHỐI CỦA 

NGÀNH HÀNG ĐA CẤP TẠI TP.HCM 

---oOo--- 

Kính chào quý anh chị! 

Em là Lê Xuân Phương, sinh viên trường đại học Quốc Tế - Đại học Quốc Gia 

TP.HCM. Hiện tại em đang thực hiện một khảo sát về sự hài lòng của các nhà phân 

phối của ngành hàng đa cấp tại TP.HCM với mục đích phục vụ nghiên cứu luận án tốt 

nghiệp.Kính mong quí anh/chị dành chút thời gian cung cấp thông tin một cách khách 

quan giúp việc nghiên cứu của em đạt được kết quả phản ánh đúng đắn thực tiễn về sự 

hài lòng và một số các yếu tố khác liên quan đến công việc của anh/chị. 

1.Anh/chị hiện đang cộng tác tại công ty nào? 
Xin ghi tên công 

ty:…………………………………………………………………………….. 

 

2.Anh/chị khẳng định thế nào về các yếu tố sau đây đối với công việc và đối với 

công ty của anh/chị đang cộng tác?Xin vui lòng cho điểm từ 1 đến 5 vào từng ô 

trống ở cột bên phải( 1= rất không đồng ý , 2 =không đồng ý, 3=trung lập, 4= đồng 

ý, 5=rất đồng ý) 

 

SỰ TẬN TỤY VỚI CÔNG TY ĐIỂM 

Tôi cảm nhận mình hoàn toàn thuộc về công ty hiện tại…………………………… 

Tôi sẵn sàng thay đổi cách làm việc nếu điều này thực sự tốt và có lợi cho công ty của 

tôi 

Cuộc sống của tôi sẽ gặp rắc rối nếu tôi quyết định rời khỏi công ty vào lúc này…… 

Lý do tôi thích công ty này hơn nơi khác vì nó đem lại niềm tin và giá trị cuộc sống  

Tôi dư định sẽ cộng tác với công ty nhiều năm nữa………………………………… 

Tôi tự hào nói với mọi người rằng tôi là thành viên của công ty……………………… 

Công ty hiện tại là nơi làm việc tốt nhất của tôi……………………………………… 

 

 

 

 

 

 

 

SỰ HÀI LÒNG VỚI CÔNG VIỆC ĐIỂM 

Tôi hài lòng về khối lượng công việc………………………………………………… 

Tôi hài lòng về các hoạt động với đội nhóm và công ty……………………………… 

Nhìn chung,tôi hài lòng với công việc hiện tại……………………………………….. 

Tôi hài lòng với kĩ năng lãnh đạo đội nhóm của tuyến trên…………………………… 

Tôi hài lòng về mối quan hệ giữa tuyến dưới và tyến trên ……………………………. 
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Tôi hài lòng với sự hỗ trợ từ tuyến trên……………………………………………….. 

Tôi hài lòng với văn hóa của công ty………………………………………………… 

Tôi hài lòng với môi trường và điều kiện làm việc tại công ty……………………….. 

Tôi hài lòng về mối quan hệ với các đồng nghiệp tại công ty…………………………. 

 

 

 

 

KĨ NĂNG LÃNH ĐẠO TRONG CÔNG VIỆC ĐIỂM 

Tôi tìm được điểm chung  với tuyến trên………………………………………………. 

Trao đổi, liên hệ với tuyến trên rất dễ dàng……………………………………………. 

Tuyến trên tôn trọng ý kiến của tôi…………………………………………………….. 

Tuyến trên cung cấp cho tôi rất nhiều thông tin bổ ích cho công việc………………… 

Tuyến trên cung cấp rất nhiều thông của công ty……………………………………… 

Tuyến trên đánh giá cao về sự nổ lực của tôi…………………………………………. 

Tuyến trên luôn đưa ra những kế hoạch huấn luyện cần thiết để giúp tôi thực hiện 

công việc của mình một cách hiệu quả………………………………………………… 

Tuyến trên mong muốn mọi người trong đội nhóm quan tâm và động viên nhau…… 

Tuyến trên lo cho tuyến dưới vượt qua những lợi ích cá nhân của mình…………….. 

Tuyến trên tập trung vào lợi ích của đội nhóm và từng cá nhân………………………. 

Tuyến trên của tôi luôn luôn xem xét các hậu quả về luân lý và đạo đức trong các hành động 

của họ 

Tuyến trên đưa ra tầm nhìn và làm cách nào để đạt được nó…………………………………… 

Tuyến trên giúp tất cả mọi người nghĩ về vấn đề cũ theo hướng mới………………………… 

Tôi chia sẻ trách nhiệm lãnh đạo của mình với những người khác trong nhóm ………. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

SỰ HỖ TRỢ TỪ TUYẾN TRÊN ĐIỂM 

Tôi hài lòng với số lượng thời gian tuyến trên của tôi bỏ ra để lắng nghe những mối 

quan tâm của tôi và đưa ra những lời hỗ trợ thỏa đáng……………………………… 

Tôi hài lòng với kiến thức của tuyến trên của tôi…………………………………… 

Tuyến trên tôn trọng tuyến dưới …………………………………………..................... 

Tuyến trên sẵn sang chỉ dẫn và giúp đỡ tuyến dưới  phối làm việc hết khả năng........... 

Tuyến trên giải quyết những vấn đề của tuyến dưới nhà phân phối 1 cách thỏa đáng 

Nhà phân phối tin tưởng tuyệt đối vào tuyến trên ………………………………… 

 

 

 

 

 

 

 

MÔI TRƢỜNG VÀ ĐIỀU KIỆN LÀM VIỆC ĐIỂM 

Tôi cảm thấy an toàn trong môi trường làm việc với công ty…………………………. 

Công việc của tôi được công ty bảo đảm lâu dài………………………………………. 

Tôi có mối quan hệ tốt với các đồng nghiệp………………………………………….. 
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Công ty cam kết trách nhiệm xã hội (trách nhiệm với nhà phân phối, đóng góp cho 

cộng đồng và xã hội)……………………………………………………………………. 

 

CẢM NHẬN VỀ ĐỘNG LỰC LÀM VIỆC ĐIỂM 

Khi làm việc, tôi hoàn toàn tập trung vào qui trình công việc/dự án đang thực hiện… 

Trong công ty của tôi, nhà phân phối được khuyến khích năng động khi thấy vấn đề 

hoặc cơ hội xảy ra……………………………………………………………………… 

Nhóm làm việc của tôi không bao giờ đầu hàng công việc…………………………… 

Đồng nghiệp của tôi thích ứng nhanh với những tình huống thách thức/khủng hoảng… 

Nhà phân phối trong công ty giải quyết tốt các tình huống bất ngờ và biến đổi nhanh 

chóng…………………………………………………………………………………. 

Trong nhóm làm việc, chúng tôi luôn theo dõi và tìm kiếm những tình huống thách 

thức khác………. 

Nhóm làm việc của tôi luôn uyển chuyển trong công việc………………………….. 

Mọi người trong nhóm làm việc của tôi luôn rút kinh nghiệm và học tập từ những sai 

xót để thành công trong các tình huống mới………………………………………… 

Mọi người trong nhóm làm việc của tôi thường tự nguyện tham gia vào các công 

việc/dự án mới…………………………………………………………………………. 

 

 

 

 

 

 

 

 

 

 

Phần thông tin cá nhân 

 

3.Giới tính của anh/chị  :  Nam     Nữ 

 

4.Tình trạng hôn nhân :   Độc thân  Có gia đình 

 

5.Thâm niên làm việc của anh/chị 

 Dưới 1 năm                      Từ 4 - 6 năm   Trên 10 năm 

             Từ 1 - 3 năm          Từ 7 – 10 năm  

 

            6.Độ tuổi của anh/chị 

             Dưới 18 tuổi          Từ 23 - 30 tuổi  Từ 46 – 65 tuổi 

             Từ 18 – 22 tuổi          Từ 31 – 45 tuổi   Trên 65 tuổi 

 

            7.Trình độ học vấn của anh/chị 

                        Trung học phổ thông  Cao đẳng    Sau đại học 

            Trung cấp nghề  Đại học   
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            8. Để anh /chị an tâm làm việc lâu dài trong lĩnh vực của mình, anh/chị 

mong mỏi điều gì nhất từ các nhà tuyển dụng? 

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………… 

Trân trọng cảm ơn sự hợp tác và thời gian của anh/chị .Kính chúc anh/chị sức 

khỏe! 

 

 

 

 


