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[bookmark: _Toc116471207]ABSTRACT
	The objective of this study was to search how the different leadership styles (transformational, transactional, and laissez-faire) affected on job satisfaction and employee performance Jhpiego in Myanmar. The study used both primary and secondary data to achieve its goals. The census sampling method is used to select all of 74 staffs Jhpiego in Myanmar. This study used a quantitative research approach. In the results of the regression, laissez-faire leadership was statistically significant on job satisfaction. According to the multiple regression matrix, the laissez-faire leadership style had strong effects on job satisfaction of Jhpiego in Myanmar, and the increase of the job satisfaction increased employee performance of Jhpiego in Myanmar. Therefore, the study suggested that Jhpiego Myanmar authorities should use the transactional and transformational leadership styles guidelines and pinpoint areas that need development, and the management of Jhpiego in Myanmar should take a number of steps to improve leadership in order to improve the job satisfaction and employee performance.
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CHAPTER 1
INTRODUCTION
The essential of an organization is an effective hiring process, training strategies, retention of employees along with effective leadership style (Chaudhuri, 2015). Leadership theories illustrate enhancing relationships between leaders and employees. The leaders have the people who trust and follow them. Leaders own the change behaviors in the organization. The people do not require leadership in any organization when there is happiness, satisfaction, and peace among the members. But when the disruptions and changes occurred inside the organization, the strong leadership was needed. The Leadership has a vision for the future, and in order to realize this vision, the leaders create the plans (Iqbal, 2021). Leadership is an individual characteristic and the capacity of a group to accept the person as a leader. The leader is one who is ready to handle all the duties in all situations and enable the group members to work as a team and establish balance among them. Leadership can be transferred according to the situation and it cannot be sustained without followers (Rathore, et al.,, 2017). This study is focused on the influences of three different leadership styles (transformational leadership, transactional leadership, and laissez-faire leadership) on the job satisfaction and performance of the employees working at Jhpiego in Myanmar.
1.1 Background of the Study
The organization has to pay attention to each employee’s basic skills as they may impact their performance result in order to attain optimal performance. If the organizations are not informed of their work’s advantages and disadvantages, their development will be delayed. Therefore, the performance of employees must be continually improved. People need to feel happy and satisfied at work. Job satisfaction is a glad or hopeful emotional situation that is the result of evaluating a position or work experience. Job satisfaction is the belief held by employees that their work is important (Sawohnmarphyu, 2023).
	The leadership of an organization affects the whole organization. The culture of an organization develops naturally under strong leadership. There is open and effective communication. Everyone is aware of the goals and mission of the organization, and everyone has offered a suggestion to improve the organization. The people work hard and feel that they are an essential part of an organization. The leaders and their followers work together to produce better goods that can successfully compete with those of the competitive firms. Different organizations have different leadership styles (Zahari & Shurbagi, 2012). 
Most of the leaders justify the requirements of the organization and work environment. Every leadership style has distinct advantages and disadvantages that can affect performance, job satisfaction, and organizational success (Nahavandi, 2002). Leadership styles are important in every organization and are key indicators of work happiness. It is essential to understand leadership styles in order to boost employee performance.  The study was undertaken to evaluate the impact of three different leadership styles (transformational, transactional, and laissez-faire) on job satisfaction and employee performance at Jhpiego.
	Jhpiego is a nonprofit organization that leads the world in developing and delivering innovative healthcare solutions to underdeveloped nations.  The headquarters is situated in Baltimore, United State of America. The mission of my organization is to transform health care for the most vulnerable people on the earth. As an affiliate of Johns Hopkins University, Jhpiego applies extensive technical expertise and decades of program experience to provide women and families with life-saving treatment.
Jhpiego in Myanmar has Implemented the Improving Midwifery for Maternal and Newborn Health Services and Strengthening Effective Education for Health Workers in Myanmar programs. Jhpiego in Myanmar has been employed there since 2013. No 2, Kokkai Yeik Thar Street, Bahan Township, Yangon is the address of the main office. The branch office is situated in the Rakhine State township of Thandwe. My organization is organized by departments: Finance, Procurement and Logistics and Administration and HR. These departments work together to support three programs. Jhpiego in Myanmar 74 employees of total.
This study aims to examine the effects of three different leadership philosophies—transformational, transactional, and laissez-faire on employee job satisfaction and performance at Jhpiego in Myanmar. The independent variables of the study are leadership styles such as transformational leadership, transactional leadership, and laissez-faire leadership and the dependent variables are job satisfaction and employee performance. 
1.2 Rationale of the Study
	The leader’s style is important to inspiring the staff and raising their level of satisfaction. It is vital to decide which leadership style is most useful for employees.  The employee is motivated to put in more effort when they are happy in their position. Leadership is essential in every sector of the world. Therefore, the positive relationship between management and employees is important for the success of any organization. Leadership styles have a useful impact on the job satisfaction and employee performance. The incapable administration and management is one of the main causes of low job satisfaction and performance. Consequently, the implementation of an acceptable leadership style and the hiring of managers with exceptional leadership characteristics can benefit the whole organization. A leader must serve as an example of truthfulness, patience, enthusiasm and problem-solving for followers.
	A leader in an organization must inspire or influence their followers in a certain way if they are to work effectively, efficiently, and productively to achieve the organization’s goals. However, the employees are difficult since they are human beings with their own ideas, feelings, and minds. Leadership style can incentivize employees, which will influence their job performance. Additionally, it is essential to analyze the staff performance using leadership methods. 
	In the increasingly competitive market of national and multinational organizations, it is essential to improve employee performance (Silva, et al., 2021). In terms of employee efficiency and productivity, the leadership style that characterizes the interaction between the leaders and their followers is really important. This study aims to research the impact of leadership styles (transformational, transactional, and laissez-faire) on job satisfaction and staff performance at Jhpiego in Myanmar.
1.3 Research Objectives of the Study
The objective of this study was to search how the different leadership styles (transformational, transactional, and laissez-faire) affected on job satisfaction and employee performance. The research objectives of the study are:
(1) To assess the effect of transformational leadership on job satisfaction at Jhpiego in Myanmar.
(2) To evaluate the effect of transactional leadership on job satisfaction at Jhpiego in Myanmar.
(3) To estimate the effect of laissez-faire leadership on job satisfaction at Jhpiego in Myanmar.
	(4)	To analyze the effect of job satisfaction on employee performance at Jhpiego in Myanmar.
1.4 Research Questions
The study sought to answer the following questions;
	(1) What are the effects of transformational leadership style on job satisfaction at Jhpiego in Myanmar?
	(2)	How do the impacts of transactional leadership style on job satisfaction at Jhpiego in Myanmar?
	(3)	What are the effects of laissez-faire leadership style on job satisfaction at Jhpiego in Myanmar?
	(4)	How do job satisfaction influence on employee performance at Jhpiego in Myanmar?
1.5 Scope and Method of the Study
This study focuses exclusively on the impact of leadership styles on the job satisfaction and employee performance of Jhpiego in Myanmar. This study analyzes three types of leadership: transformational leadership, transactional leadership, and laissez-faire leadership. This investigation uses quantitative research approaches. The study uses both primary and secondary data to achieve its goals. Jhpiego in Myanmar has 73 staff. The census sampling method is used to select all of the staff. Developing a structured questionnaire with a 5-point Likert scale. Secondary data consists of Jhpiego Myanmar records, previously published papers, previous research papers, pertinent textbooks, international publications, and internet-based theses. Regression analysis is used to investigate the association between leadership styles.
1.6 Organization of the Study
	The study contains five chapters. The first chapter provides an Introduction that includes the background of the study, the rationale of the study, the research objectives of the study, research questions, the scope and method of the study and the organization of the study. The second chapter is a Literature review discussing the theory of leadership, the types of leadership, the concepts of job satisfaction and employee performance, the previous studies of the study and the conceptual framework of the study. The third chapter describes the research methodology including the research approach, data collecting method, data analyzing method, and sampling method of the study. The fourth chapter is data analysis, which includes demographic characteristics of the respondents, reliability analysis of variables, descriptive analysis of independent variables and dependent variable, and regression analysis of variables. Finally, the fifth chapter presents a conclusion, that is findings and discussions, suggestions and recommendations, needs for further research.
























CHAPTER 2
LITERATURE REVIEW
	This chapter examines the theoretical foundations of distinct leadership styles by splitting it into six components. It begins by examining the significance of leadership in contemporary organizations. The chapter consists of theories of leadership, types of leadership styles, and previous studies of the study. The next section discusses Job satisfaction and employee performance in the organization. Furthermore, the conceptual framework for the study is developed and presented at the end of the chapter.
2.1	Theories of Leadership 
	The study of leadership has become the most popular area of study in organizational behavior worldwide, and several theories have been developed that concentrate on the tactics, characteristics, and situational approach of leadership. Due to the increasing interest in leadership, sociologists and behavioral scientists started examining the factors that predict a leader’s conduct as well as the potential effects of their actions.
2.1.1	Traits and Behavioral Theory
	As to the 1940s leadership theory known as the trait point of view, exceptional leaders are distinguished from their followers by their distinct personality qualities. The most extensive list of qualities was offered by Stogdill’s 1948 study of the literature on leadership. Nonetheless, the creation of situational and behavioral methods was prompted by Stogdill’s insight that different leadership contexts had distinct expectations placed on leaders (Anyango, 2015).
	According to behavioral theories of leadership, a leader’s actions set them apart from their followers. It is predicated on the idea that exceptional leaders are created, not born, and it emphasizes the behaviors of leaders rather than their traits or inner moods. This notion holds that people may pick up leadership skills via instruction and observation. Behavior theories look at a leader’s task orientation, people orientation, or combination of both. Research carried out in 1945 at Ohio State University of Michigan defined two primary types of leader behavior: production-centered behavior and employee-centered behavior (Hersey,et al., 1988).


2.1.2	Situational and Contingency Theory
	Contingency theory is a style of leadership where the combination of the leader’s personal traits and situational factors determines how effective the leadership is. The foundation of contingency theories is the idea that environmental situational elements affect the link between leadership style and organizational results. As a result, leadership style cannot predict outcomes unless the situational variables are understood (Cheng,&Chan., 2002).
	The situational leadership theory of Heresy and Blanchard(1969), the path-goal theory of House(1971), and the co-worker theory of Fiedler(1967) make up the three models that make up the leadership method. The situation, the followers’ talents and actions, and the leader’s favored style all influence success. A leader’s ability to adapt to changing circumstances is essential, and authority, task structure, and the connection between a leader and their followers all play a role in control. There is no one-size-fits-all leadership style (Anyango, 2015).
2.1.3	Transformational and Transactional Theory
	The idea of transformational and transactional leadership has given rise to a substantial corpus of study throughout the last 25 years. Transactional theories center on the functions of organization, group dynamics, and supervision. They provide a system of incentives and penalties for achieving certain goals as the cornerstone of leadership. Whether it is a reward or a kind of discipline, the kind of transaction is determined by the employee’s performance. Theorized by Bass (1985), as quoted by Chan (2005), transactional leaders appeal to the self-interests of their subordinates. Transactional leader use negotiation and trading to try to satisfy the demands of their subordinates at the moment. The goal of reaching the agreed-upon performance level is shared by leaders and followers. Transformational theories concentrate on the relationships that arise between followers and leaders.
	The capacity of a leader to inspire subordinates to put the organization’s needs ahead of their own is known as transformational leadership (Murphy,& Drodge., 2004). According to Bass (1985), a transformative leader appeals to the moral responsibilities and ideals of their subordinates and draws from strongly held personal principles that are unaccountable. According to Bass, there are four different kinds of transformational leadership behavior: individual concern, inspiring motivation, idealized influence (charisma), and intellectual stimulation (Anyango, 2015).
2.2	Types of Leadership	Styles
	Leadership is the skill of inspiring a group of individuals to work together to achieve a common objective. Alan Keith (2009) was defined that leadership is ultimately about enabling others to participate to the achievement of something great. DuBrin (2013) described leadership as the ability to generate support and self-assurance among personal who are necessary to achieve corporate objectives. According to DuBrin (2013), leadership is concerned with motivation, change, influence, and inspiration, whereas management is concerned with maintaining equilibrium and the status quo (DuBrin, 2013). Leadership is the collaboration of followers and leaders, and it is essential for a business to have a vision of what it can become and unite people to accomplish it.
	Thus, according to Omolayo (2007), leadership may also be described as a social influence process wherein the leader turns potential into reality by encouraging the willing engagement of subordinates in an effort to achieve organizational goals. Effective leadership has a significant impact on people’ behaviors, attitudes, and performance. As a result, organizations needed successful leaders who could adapt to a quickly changing global environment by employing suitable leadership styles. Furthermore, a competent leader should be able to adopt the most appropriate leadership style that best matches with the company culture in order to boost employee performance (Udovita, 2020). Jones and George (2011) considered that leadership as the process by which a leader impacts people by motivating, inspiring, and guiding their job activities in order to assist the company accomplish its goals (Jones, 2011).
	DuBrin (2001) defined leadership style as “ a generally constant pattern of behavior that marks a leader”. There are several forms of leadership styles in the workplace. Employee effectiveness and performance can be influenced by these types in a variety of ways. The success or failure of proper organizations, nations, and other social entities has been primarily attributed to the type of their leadership style, according to Oladipo et al (2013). As a result, some firms use multiple leadership styles inside their company depending on the departmental demands and tasks to be done (Udovita, 2020).
	DuBrin (2013) described leadership styles as the comparatively predictable pattern of action that defines a leader (DuBrin, 2013), whereas Mills (2007) noted that leaders must motivate people to contribute to the business (Mills, 2007). Memon (2014) distinguished leadership style as the manner in which a leader gives instructions, inspires followers, and carries out strategies (Memon, et al., 2014).8

	The success of an organization depends on its leadership (Bryant, 2003). Zahari & Shurbagi (2012) said that organizations and industries have different leadership styles. The majority of leaders modify their approach to leadership based on the needs and circumstances of an organization (Zahari,& Shurbagi., 2012). This study will focus on three leadership styles: transformational leadership, transactional leadership, and laissez-faire leadership styles.
2.2.1	Transformational Leadership Style
	This type of leadership inspires followers to go above and beyond expectations by praising moral principles and higher goals. It has the power to change both people and organizations (Belonio, 2012). According to Burns (1978) and Weber (2009), transformational leaders inspire and provide vision for their subordinates and facilitate change inside their organizations. The previous studies indicated that this type of leadership improves an organization’s morale, motivation, and performance. Idealized influence suggests leaders influence their subordinates by being role models, intellectually stimulating them to solve creative problems, and acting as mentors and facilitators for their subordinates. Overall, transformational leadership styles are essential for effective leadership (Asghar,& Oino., 2018).
	According to Kehndi and Banjo (2014), transformational leaders have a clear and trusting relationship with their workers in order to engage them positively for the good of the firm. A transformational leader motivates their team members by inspiring them to be passionate and committed to the organization’s values and mission. They also encourage them to go above and beyond expectations by using innovation and learning how to fulfill goals. A transformational leader encourages staff members to voice their opinions and share them with their superior (Olsen, 2011). Transformational leader brings all of this to life by meeting organizational requirements, building trust, encouraging original thought, and inspiring followers to take on difficult objectives (Iqbal,et al., 2021). The followers were inspired to take chances by transformational leadership. It enabled the subordinates to approach the problem from several perspectives, exercise creativity, and come up with a fresh solution. These are the behaviors of a transformational leader, and they play a vital role throughout organizational change, affect organizational success, and greatly improve employee job satisfaction. Through his collaborative and imaginative style, a transformational leader may inspire his followers an minimize job discontent and stress at work throughout organizational changes (Iqbal,et al., 2021).9

2.2.2	Transactional Leadership Style
	This leadership style is founded on bureaucratic power and organizational credibility. It places a premium on work standards, assignments, and task-oriented goals. It emphasizes job completion and employee compliance, and it employs organizational rewards and penalties to affect employee performance (Belonio, 2012). Transactional leaders use an exchange mechanism to inspire their team members. While some subordinates receive rewards for meeting job requirements, others receive penalties. As a result, transactional leaders concentrate on using the system of rewards and penalties to motivate staff members. The previous research has found that because of the reward and punishment components of transactional leadership, employees often tolerate it for a brief period of time (Saleem, 2015). Furthermore, the aspect of laissez-faire leadership implies that transactional leaders give their staff members authority and only step in when necessary (Asghar,& Oino., 2018).
	Transactional leadership has three dimensions, according to Bass(1997): First, contingent compensation occurs when leaders and subordinates engage in an exchange bargaining relationship that might be economic, psychological, or political in character. Second, active management by exception, in which the leader observes and monitors the performance of subordinates and takes remedial action if rules and standards are broken. Third, exception-based management, in which leaders respond when deviations from standard occur and the situation becomes critical. This leadership style is the interchange procedures between leaders and their subordinates, where leaders understand the subordinate’s wants and meet these needs and expectations based on their performance (Iqbal,et al., 2021). Hoxha and Heimerer (2019) explored how the leader motivates his people to fulfill an organization’s stated goals and objectives. Leaders and followers in a transactional leadership style create implicit and explicit exchanges in which pleasant and desired behavior is rewarded an unfavorable an undesired behavior is penalized (Hoxha, 2019).This leadership style prioritizes harmony and sustains healthy connections between leaders and followers, guaranteeing work completion, timely job completion, and leader pay (Long,& Thean., 2011).
2.2.3	Laissez-Faire Leadership Style
	This type of leadership is typified by a complete or widespread unwillingness to accept management (Belonio, 2012). A laissez-faire leader allows subordinates to do tasks in the most efficient manner for them. The leaders of the laissez-faire movement have not tried to uplift and encourage the populace. The laissez-faire leadership style defers decision-making authority to the members of the organization, in contrast to the authoritarian leadership style. Most of the group is unstructured, and the leader lacks confidence in his ability to lead (Igbaekemen, 2014).10

	This leadership approach does not prioritize either performance or people. The philosophical tenet is that human nature is unpredictable and impossible to understand, hence attempting to do so is a waste of time and effort. Therefore, based on this theory, a laissez-faire leader makes an effort to recognize every variation inside the company without offering advice or criticism. A laissez-faire leader keeps things as they are, works and lives as they see fit, and avoids causing trouble (Igbaekemen, 2014). A leader who adopts a laissez-faire leadership style exhibits a lack of control by giving his subordinates free reign, depending on them, and not becoming involved in their personal matters. This kind of leadership is effective when group members are cooperative, knowledgeable, and skilled, but it often results in members making numerous demands of their leader and showing less collaboration and work. The leader also frequently assigns decision-making authority to members who are prepared to take it. This leadership approach has unclear duties and responsibilities, little motivation, and a “buck passing” mentality (Belias,& Koustelios., 2014).
	Laissez-faire leaders tend to quiet away from taking on leadership roles; instead, they prefer to delegate authority to their subordinates, who then decide how to set and accomplish their own goals. Thus, laissez-faire leader doesn’t worry about the growth of their staff since they think that workers are capable of handling their own responsibilities. Laissez-fair executives don’t provide both good and negative criticism (Puni,Ofei,& Okoe., 2014).
2.3	Job Satisfaction
	Researchers interest in Job satisfaction is high, as is interest among employees of companies. Numerous organizational characteristics, including performance, morality, attitude, and leadership, have been linked to this subject. Numerous academics have made an effort to categorize the different components of job satisfaction and investigate the effects these components have on worker commitment and performance (Nidadhavolu, 2018). Job satisfaction is the delight obtained from doing one’s job. Supervisors confront a significant task in ensuring that their subordinates are happy in their work (Asghar, & Oino., 2018). A pleased employee is more productive and successful in the workplace (Haque,& Aston., 2016). Subordinates will be more pleased if they are handled nicely (Aziri, 2011). The attitude of individuals toward their work reveals their level of job satisfaction. Employees that are very pleased have a good and favorable attitude toward their work, whereas dissatisfied individuals have a negative attitude about their employment (Armstrong, 2006). 11

	The concept of Job satisfaction is extensively researched in the field of organizational behavior. There is a claim that job satisfaction is a crucial work attitude that is connected to every organization’s operational effectiveness.  Voon et al. (2011) examined that the effects of job satisfaction on a number of workplace outcomes, including increased quality, participation in decision-making, low morale, tardiness, high turnover, low morale, and poor job satisfaction (Voon, et al., 2011). Employee motivation results in higher performance, and high-performance results in work satisfaction for the employee job satisfaction. Employees’ essential entitlement to mental fulfillment comes before their caste, religion, race, or place of employment (Iqbal, 2010). An employee’s attitude, beliefs, and feelings about their work are reflected in their level of job satisfaction. It is crucial for every firm to think that contented workers have a positive outlook on their work, perform well, and stay dedicated to it (Long,& Thean., 2011). According to Aldhuwaihi (2013), positive emotional response that an employee feels from their wok is known as job satisfaction (Iqbal,et al., 2021).
2.4	Employee Performance
	Employee job performance may be defined as the entire expected value that an individual provides to the business as a result of discrete behavioral events that occur over a set period of time (Motowidlo,& Kell., 2012). The primary aim of any organization is to improve the employee work performance so that it could retain in this fiercely competitive market. Performance is a multifaceted concept and a crucial factor in determining the success or failure of an organization. Prasetya and Kato (2011) defined that performance is the results of an employee’s activities and skill set in a given environment (Prasetya,& Kato., 2011). 
	The employee performance is merely the consequence of patterns of activity taken to achieve a goal in accordance with specified criteria. This indicates that an employee’s behavior is defined as their directly observable activities as well as their mental actions or products, like decisions or replies, that lead to the achievement of organizational objectives (Anyango, 2015). It may also be described as how well employee carry out their responsibilities (Torlak,& Kuzey., 2019) and are often assessed in many dimensions (Pradhan,&Jena., 2016). According to Pawirosumarto et al. (2017), employee performance is often evaluated based on the employee’s knowledge, ability, competence, and behavior required to accomplish the job. Most businesses place a high value on employee job performance because it is critical to establishing long-term competitive advantage (Wen, et al., 2019).
	Employees need the right working environment to perform better. Employees who are under good working conditions are more likely to approach their jobs with the appropriate attitudes and behaviors. The workers are likely to demonstrate high levels of internal job satisfaction and organizational commitment if they think well of the organization’s image and/or think well of their work performance there (Belonio, 2012).
2.5	Previous Studies
	Hamidifar (2010) discovered that transformational leadership had a lower employee turnover rate than other types of leadership. Transformational leadership has a strong and positive correlation with employees’ growth, needs being met, their working environment, and their support for improved performance and job satisfaction (Rathore, Khaliq,& Aslam., 2017).
	Transformational leaders encourage and inspire their colleagues to think creatively and innovatively, and they give job satisfaction by assisting their followers in meeting their personal requirements. Olcer (2015) analyzed that the employee work satisfaction was positively and significantly impacted by banking managers who used transformational leadership. Javed et al., (2014) found that job satisfaction is one of the most important factors in attracting and keeping skilled employees in a business. The previous study findings indicated a noteworthy correlation between employees’ job happiness and both transformational and transactional leadership styles. However, the significance of transformational leadership over transactional leadership is greater (Iqbal,et al., 2021).
	Asghar, and Oino suggested that transformational leadership has a beneficial impact on job satisfaction (Asghar,& Oino., 2018). According to Bass and Riggio (2006), transformational leaders inspire and encourage their staff members to do difficult tasks by communicating their goals and tactics. This is known as the inspiring motivation dimension of transformational leadership (Bass,& Riggio., 2006). Transformational leaders impact their colleagues by modeling behavior, according to the idealized influence component of transformational leadership (Weber, 2009). The flexible companies have an engagine atmosphere, a collaborative management style, and a contented staff (Gong, et al., 2009). Ojokuku et at., suggested that transformative leadership enhances workers’ commitment to and perception of the company (Ojokuku, et al., 2012).
[bookmark: _Hlk151548753]	Adeyemi and Bolarinwa (2013) executed a correlational study in Ondo State, Nigeria, to assess principals’ leadership styles and teachers’ work satisfaction (Adeyemi,& Bolarinwa., 2013).  The study found a significant correlation between principals’ leadership style and teacher job satisfaction in schools, but no relationship was found between laissez-faire leadership style and job contentment. When Munir and Iqbal (2018) examined the link between principal leadership styles and teacher job satisfaction, they discovered a negative correlation between a laissez-faire leadership style and teachers’ work satisfaction (Munir,& Iqbal., 2018). In a similar manner, Obongo (2019) examined the leadership styles of Kenyan principals and their association with teachers’ work satisfaction, finding a statistically significant negative link between the two. Deshpande et al., (2018) discovered a negative relationship between work satisfaction and a laissez-faire leadership style (Dzakpasu, & Amankwah., 2022).
[bookmark: _Hlk151548717]	Employee performance is significantly impacted by a leader’s style of leadership. It also suggests that the effectiveness of the company is impacted by the leadership style. The leadership style sets the standard for organizational performance that employees must meet and provides guidance and criticism for implementation. This training gives CEOs the ability to simultaneously understand the needs of their subordinates and the requirements of their job (Udovita, 2020).
[bookmark: _Hlk151548690]	The goal of transformational leadership is to make visionaries become collective leaders by encouraging a shared vision that is realized through the cooperation of subordinates. Many leadership traits, including charm, idealized influence, inspiring motivation, intellectual stimulation, and customized concern, are involved in this process (Anyango, 2015). Yukl, G. (2007) contended that via fostering knowledge growth and the potential of staff members, transformational leadership may enhance performance. A transformative leader gives followers the freedom and assurance to carry out tasks in accordance with their mentality, accomplishing the objectives of the company (Yukl, 2007). According to Butler (1999), a transformational leader respects each person as an individual, pushes them to give their all, fosters critical thinking, and encourages subordinates to have a vision, purpose, and company objectives. According to Suharto (2005), psychological empowerment quality may be considerably enhanced by transformational leadership activities occurring more frequently. Transformational leaders have the ability to steer an organization’s vision and goal, offer inspiration and guidance, and develop innovative work practices (Anyango, 2015).
[bookmark: _Hlk151549400]	The focus of transactional leadership is on the interactions that take place between superiors and subordinates. Exception management and dependent reward are its components. Leaders that use contingent reward agree on tasks and guarantee incentives upon completion of objectives. Exception management is keeping an eye out for departures from the norm and acting appropriately to meet the objectives of the company. Yulk (2007) claimed that transactional leadership inspires and encourages subordinates by exchanging incentives for performance. Depending on the evaluation of the individual, this approach may have a favorable or bad impact on performance. Employee perceptions of transactional leadership can have a favorable or bad impact depending on whether they view it as trustworthy or untrustworthy because of non-compliance, dishonestly, or transparency (Anyango, 2015).
	A leader’s capacity to lead depends on a number of situational elements, including their preferred leadership style. A lot of empirical flexibility in leadership is supported by contingency theories of leadership (laissez-faire style) (Northouse, 2010). Several studies have put it to the test and discovered that it provides a legitimate and trustworthy explanation of how good leadership may be attained. It emphasizes how crucial it is to pay attention to the interpersonal dynamics between a leader’s approach and the needs of different teams and circumstances. According to Kumar (2015), under this style of leadership, subordinates are given the greatest amount of independence. They are allowed complete autonomy to choose their own rules, procedures, and means of decision-making. It is based on the idea that the best leadership styles are those that permit employees to exercise any type of leadership with a certain amount of autonomy (Kumar, 2015). Based on Kerns’ (2004) study on the connection between organizational leadership and values, this study investigated the effect of laissez-faire on worker performance. Kerns highlighted the power of the laissez-faire method to close the gap between employer and employee, fostering a supportive atmosphere where all parties, regardless of their positions, feel like a family (Anyango, 2015).
	The previous studies are essential for obtaining the background information and serve as an inspiration for the present investigation’s conceptual framework. Asghar and Oino (2018) examined that the connection between Leadership Styles and Job Satisfaction. They investigated that the relationship between the leadership styles such as transformational and transactional and job satisfaction in Slough, United Kingdom. The research, which had 270 employees and an 85% response rate, discovered that although transactional leadership had a little impact on  job satisfaction, transformational leadership greatly increased it (Asghar,& Oino., 2018). Figure (2.1) depicts the conceptual framework of Asghar and Oino (2018).
Figure (2.1) Conceptual Framework of Asghar and Oino(2018)Transformational Leadership style
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Source: Asghar and Oino (2018).
	This study stated that transformational leadership is more effective in the retail sector of Slough, United Kingdom, as it increases satisfaction and inspires workers.  Iqbal et al., (2021) published a study titled “The Effect of Leadership Styles (Laissez-Faire, Transactional, and Transformational Leadership) on Employees’ Job Satisfaction: A Case Study on Pakistan’s Banking Sector”. This study aimed to investigate the impact of leadership styles (Laissez-Faire, transactional, and transformational) on employee job satisfaction in the Pakistan banking sector. The research used a questionnaire with 27 items divided into five categories: Demographics, Laissez-Faire leadership, Transactional leadership, Transformational leadership, and Employees Job Satisfaction. Data was collected from various banks in Pakistan through simple random sampling (Iqbal,et al., 2021). Figure (2.2) illustrates Iqbal et al, (2021)’s conceptual framework.

Figure (2.2) Conceptual Framework of Iqbal et al. (2021)
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Source: Iqbal et al., (2021).
Iqbal et al, (2012) found that all three leadership styles positively impact employee job satisfaction, with Laissez-faire leadership style being less significant than transactional and transformational leadership, suggesting transformational leadership is frequently used to motivate and encourage employees (Iqbal,et al., 2021). Belonio (2012) conducted research on the impact of leadership style on employee satisfaction and performance among employees of Bangkok Bank.  This study aimed to determine the link between Job satisfaction and performance, as well as the relationship between leadership styles and employee work satisfaction. To conduct a survey, 400 respondents in the banking sector in Bangkok were given questionnaires (Belonio, 2012). Figure (2.3) indicates the conceptual framework of Belonio (2012).
Figure (2.3) Conceptual Framework of Belonio (2012)
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Source: Belonio (2012).
	The findings of Belonio indicated that the majority of bank workers, who are primarily women between the ages of 20 and 39, are neither content nor dissatisfied. The Belonio found that transformational leadership positively impacts work satisfaction for employees, while transactional leadership is perceived as beneficial for various aspects of job satisfaction, and Laissez-faire leadership also contributes to this effect. It has been discovered that many facets of work happiness are positively impacted by transformational, transactional, and laissez-faire leadership styles. Job satisfaction among employees has a favorable impact on job performance as well. According to Belonio’s study, when performing their jobs, managers and leaders should mix various leadership concepts in ways that provide favorable outcomes. The specifics of the work environment determine how these styles should be arranged. (Belonio, 2012)
2.6	Conceptual Framework of the Study
	The study’s conceptual framework is built using the theoretical background and earlier conceptual frameworks as a guide. The leadership styles have led to the acceptance and use of this particular style in the variety of place of work. The conceptual framework of the study is depicted in Figure (2.4).
Figure (2.4) Conceptual Framework of the study
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Source: Adapted from Previous Study (2023).
	There are three independent variables such as transformational, transactional, and laissez-faire leadership styles and two dependent variables such as Job satisfaction and Employee performance. This study investigates the impacts of leadership styles on job satisfaction and employee performance of Jhpiego Myanmar. Transformational leadership is a long-term approach to staff development that involves encouraging people to think and act creatively to improve corporate processes rather than forcing them to follow set procedures. The transactional leadership is common in today’s world. The team is rewarded with recognition, incentives, and bonuses if they meet the goal. The workers feel safe and truthful under this framework. This framework is clear, and the employees feel safe inside it. The laissez-faire leadership entails distributing authority to subordinates who are knowledgeable, industrious, and capable of focusing on duties that give better assistance.
In this study, Job satisfaction is judged by these variables: employee satisfaction with the recognition and incentives for hard work, the voting system for significant decisions, the chances for personal and professional progress, the coaching of leaders, the delegations of leaders, the proactiveness of leaders, the ability to define one’s own job, the empowerment of leaders on the job, leaders who are always eager to assist subordinates, and employee contentment. These criteria are used to evaluate employee performance: the worker’s capacity to establish appropriate priorities, the worker’s ability to do tasks effectively with little time and effort, the worker’s drive to put in more effort at work, the worker’s capacity to start improved work practices, the worker’s capacity to pick up new skills to adapt to execute tasks effectively, and the worker’s capacity to behave responsibly.













CHAPTER 3
RESEARCH METHODOLOGY
	This chapter presents the research methodology that was be used to carry out the study. The chapter considers in detail the methods that were used to collect primary or secondary data required in the study. In this chapter, the researcher discusses the research approach, data collecting method, data analyzing method, and sampling method that was used. 
3.1	Research Approach
	According to Taherdoost, (2022), The various research types are categorized according to a number of factors, such as the study’s applicability, goals, and information sought. This approach divided the study into historical, contemporary, and futuristic categories while taking data collecting time into account. The research can be categorized into qualitative and quantitative approaches based on data type, and a mixed-method study combines the advantages of both methods (Taherdoost, 2022). 
	The method known as qualitative research employs naturalistic and interpretive techniques to investigates scientific and practical concerns in society. To comprehend people’s challenges and meanings, it makes use of empirical resources such as case studies and life experiences. This exploratory method frequently concentrates on particular occurrences in a particular setting without taking generalizations or potential ramifications into account.
	In quantitative research, events are explained and described via the use of numerical data from observations. Empirical assertions and methodologies are then used to establish standards in programs or policies. It is utilized in disciplines like education, psychology, physics, biology, and the nature sciences and focuses on quantitative analysis through the use of statistics. Quantitative approaches use targeted questioning and numerical data collection for targeted uses, like statistics, to ascertain social reality.
	The goal of mixed-method techniques is to enhance comprehension of a given subject by utilizing a combination of qualitative and quantitative methodologies, tailored to the study’s objective and research question. 
	The data collected of quantitative approaches should be statistically analyzed using descriptive, explanatory, and inferential techniques to establish statistical relationships between variables. The findings should be described and interpreted to test hypotheses and theories. The different strategies of quantitative approaches are categorized into: survey research, descriptive research, experimental research, correlational research, and causal-comparative research. The advantages of quantitative research approach are: because of the huge sample sizes, the results are representative of the population, the potential for method and framework documentation to be replicated and shared, the potential for long-term replication of the study because of the uniform procedures, and efficient use of time.	Therefore, this study used a quantitative research approach as its research technique.
3.2	Data Collecting Method
	A structured self-complete research questionnaire was sent to the target audience and collected one month later in order to gather data for this study. The primary data was gathered directly from the participant of this study. The questionnaire proposed used in this study was divided into three sections. The section (A) is general information: gender, marital status, age, education background, and job position. The section (B) is leadership styles such as transformational leadership, transactional leadership, and laissez-faire leadership. The section (C) is Job satisfaction and employee performance. These questionnaires were sent to all staff of Jhpiego in Myanmar using the Viber application.  The questionnaires were distributed at Viber attaching a link to Google form which will automatically forward the response in to Google document for ease of analysis.
	In the questionnaire part, attitude data regarding job satisfaction and employee performance and leadership styles (transformational, transactional, and laissez-faire) views were collected. There was the total of 21 items of leadership styles in this study, including 7 items for transformational leadership styles, 7 items were for transactional leadership styles and 7 items for laissez-faire leadership styles, were adapted from Anyango, (2015). Job satisfaction is determined by 10 items was adapted from Asghar and Oino, (2018). Employee performance is determined by 10 items was adapted from Anyango, (2015). The questionnaire items are rated on a 5-point Likert-type response format (from 1= strongly disagree to 5= strongly agree).
3.3	Data Analyzing Method
	According to (Sart, 2006), data analysis is essentially the act of transforming raw data into useful information. In order to address the decision-making process, many strategies are used, such as modeling to identify patterns, correlations, and ultimately conclusions. The process of converting data into a machine-readable numerical format for use in specialized analysis software like SPSS is known as data preparation (Taherdoost, 2020). The main types of data analysis method can be classified into six methods: descriptive, exploratory, inferential, predictive, explanatory or causal, and mechanistic.
	Descriptive method is the simplest data analysis, while exploratory method uncovers new connections, investigates unexplored ones, and defines future research (Start, 2006). Inferential analysis uses a small sample to evaluate a broad theory, using data from observational, retrospective, and cross-sectional studies to draw conclusions about a larger population (Bhattacherjee, 2021). Predictive analysis uses past and current data to make future predictions, with basic models being more effective. Data collection and measurement variables are critical factors (MacGregor, 2013).
	Using randomized trial data sets, this explanatory analysis approach is utilized to assess the effects of modifying one variable on another (Bhattacherjee, 2021). Mechanistic analysis is a method for determining precise changes in variables using randomized trial data sets, requiring high accuracy and minimizing mistakes in engineering and physical sciences (Taherdoost, 2021).
	Regression analysis forecasts dependent variable values based on independent variables, using risk variables to quantify likelihood and degree of anticipating specific criteria (Taherdoost, 2021). The simple or multiple regression can occur. The simple technique employs a single independent variable to determine and estimate the dependent variable, whereas the many methods may use several independent variables to derive and estimate the dependent variable (Marczyk, 2010).
	According to the above, this study uses descriptive method, the simplest data analysis method among the 6 data analysis methods, and multiple regression will be used as regression analysis. After collecting the data, it was coded and put into SPSS. Data entry accuracy was verified. After checking the scale-based variables for internal consistency, the scores were aggregated to generate mean scores for each responder per scale variable measure. Data was analyzed using descriptive statistical methods. Descriptive statistics, according to Amin (2005), offer us with ways for quantitatively and visually displaying information that provides an overall view of the data collected.


3.4	Sampling Method
	A sample is chosen for research in order to derive reliable inferences from the data. Probability sampling, which employs random selection for robust statistical conclusions, and non-probability sampling, which use non-random selection for convenient data collecting, are the two main sampling techniques. Every member of the population has an equal chance of getting chosen thanks to probability sampling (McCombes, 2023).
[bookmark: _Hlk152082194]	The census method and the sampling method are the two main statistical techniques. Both are acceptable in various situations, and knowing how they vary is essential to using the right one. Since the two approaches are appropriate in various situations, understanding them is crucial for doing and interpreting statistical computations. The census method is more accurate than the sampling method because it examines every population item. It is quite dependable and appropriate for small study regions because it gathers data on all demographic items. Obtaining thorough data is very beneficial when using the census method of data collection (Ahmad, 2023). 
	This study examines how three leadership styles (transformational, transactional, and laissez-faire) affect the job satisfaction and employee performance of Jhpiego in Myanmar employees. So, the census method of the statistical methods used in this study. According to the census method, a total of 74 staffs of Jhpiego in Myanmar collected as a sample population. 










[bookmark: _Hlk153892581][bookmark: _Hlk153466041][bookmark: _Hlk154583125]CHAPTER 4
DATA ANALYSIS
	This chapter is divided into four sections. The first section is demographic characteristics of the respondents for this study. The second section is the reliability analysis of variables of the study (transformational leadership style, transactional leadership style, laissez-faire leadership style, and job satisfaction, employee performance). The third section describes the descriptive analysis of the independent variables and dependent variable. Finally, the regression analysis of variables among the employee staff in Jhpiego Myanmar.
[bookmark: _Hlk153892612]4.1	Demographic Characteristics of the Respondents	
	The variables’ frequency distribution, percentage, mean, standard deviation, minimum and maximum values were all ascertained using descriptive statistics. Table (4.1) displayed the demographic characteristics of the respondents.
	Table (4.1): Demographic Characteristics of the Respondents
	No.
	Variables
	Frequency(n)
	Percentage (%)

	(1)
	Age 
	18-25 years
	18
	24.3

	
	
	26-35 years
	35
	47.3

	
	
	36-45 years
	16
	21.6

	
	
	46-50
	3
	4.1

	
	
	Over 50 years
	2
	2.7

	(2)
	Gender
	Male
	37
	50

	
	
	Female
	37
	50

	(3)
	Marital Status
	Single
	50
	67.6

	
	
	Married
	22
	29.7

	
	
	Divorced
	2
	2.7

	(4)
	Educational Background
	Under graduate 
	25
	33.8

	
	
	Under graduate Diploma
	21
	28.4

	
	
	Bachelor Degree
	1
	1.4

	
	
	[bookmark: _GoBack]Post Graduate Diploma
	5
	6.8

	
	
	Master degree
	22
	22

	(5)
	Job Position 
	Director
	12
	16.2

	
	
	Manager
	14
	18.9

	
	
	Assistant Manager
	19
	25.7

	
	
	Sr. Officer
	5
	6.8

	
	
	Officer
	19
	25.7

	
	
	Assistant
	5
	6.8

	(5)
	Work Experiences
	1 to 5 years
	29
	39.2

	
	
	6 to 10 years
	17
	23.0

	
	
	11 to 15 years
	16
	21.6

	
	
	Above 15 years
	12
	16.2

	
	Total Respondents
	
	74
	100


Source: SPSS Data (2023)
	The demographic characteristics shown in Table (4.1) are the results verified using SPSS Software. Among the respondents, the age group between 25 and 35 years old is the most (47.3%). Gender distribution is equal in 74 respondents, male and female. In terms of marital status, single is 50 respondents and 67.6% is the highest percentage. The job positions are Director (16.2%), Manager 918.9%), Assistant Manager (25.7%), Sr. Officer (6.8%), Officer (25.7%), and other (6.8%). As for work experiences, 29 respondents of 39.2% are between 1 to 5 years among 74 respondents.
[bookmark: _Hlk153466357]4.2	Reliability Analysis of Variables
	A reliability analysis of the question items pertaining to the variable is included in this section: transformational leadership, transactional leadership, laissez-faire leadership, job satisfaction, and employee performance. The variables’ reliability analysis findings are displayed in Table (4.2).
Table (4.2): Reliability Statistics of Variables
	No.
	Variables
	Cronbach’s Alpha
	N of Items

	1
	Transformational leadership
	0.839
	7

	2
	Transactional leadership
	0.842
	7

	3
	Laissez-Faire leadership
	0.812
	7

	4
	Job Satisfaction
	0.892
	10

	5
	Employee Performance
	0.857
	10


Source: SPSS Data (2023)
	Cronbach’s Alpha can be interpreted using a range of criteria, from “questionable” to “outstanding”. (Alpha = 0.9 and above, Excellent = Alpha is 0.9 and above, Questionable = 0.6 < Alpha < 0.7, Acceptable = 0.7 < Alpha < 0.8). The scale appears to have extremely strong internal consistency and reliability, as indicated by the Cronbach’s alpha value over 0.7. The research scale’s acceptable level of internal consistency is demonstrated by the Cronbach’s alpha range in Table (4.2), which ranges from (0.812) to (0.892) for every scale dimension.


4.3	Descriptive Analysis of Independent and Dependent Variables
	This section examines the three types of leadership; transformational, transactional, and laissez-faire that may have an impact on how satisfied workers at Jhpiego Myanmar are with their jobs. Jhpiego Myanmar employees’ impressions are ascertained by the administration of a designed questionnaire using a 5-point Likert scale. The range of possible mean scores is 1 to 5. Best and Kahn (2006) stated that the following interpretation was made of the mean values of the five-point Likert scale items:
The score among 1.00 – 1.80 means Lowest,
The score among 1.81 – 2.60 means Low,
The score among 2.61 – 3.40 means Neutral, 
The score among 3.41 – 4.20 means High,
The score among 4.21 – 5.00 means Highest
4.3.1	Descriptive Analysis of Transformational Leadership style
	The mean score of the respondents’ evaluations of whether or not their direct supervisors used transformational leadership style are shown in Table (4.3). Transformational leadership is a leadership style that affects transformation in individuals and societal systems. Its optimal form produces meaningful and positive change in followers, with the ultimate objective of growing followers into leaders. The questions in this table (4.3) are generated using the leadership style of Jphiego Myanmar leaders and a 5-point Likert scale. 
Table (4.3): Descriptive Analysis of Transformational Leadership Style
	No
	Items
	Mean Value

	(1)
	The time of our leaders spent guiding and instructing.
	3.91

	(2)
	Our leaders of the organization value and support the viewpoints of their employees.
	4.16

	(3)
	Our leaders never hesitate to take the action in the workplace.
	3.91

	(4)
	Our leaders give their employees the right to work according to their wishes.
	3.88

	(5)
	Our leaders provide their employees advice on how to complete the work assignments at the organization.
	3.82

	(6)
	Our leaders always speak positively to their employees about the future of the organization.
	4.08

	(7)
	Our leaders gladly explain to the followers what is required to complete the task.
	3.92

	
	Average Mean
	3.95


Source: SPSS Data (2023)
	In Table (4.3), the highest mean score (4.16) indicates that the respondents are sure that Jhpiego in Myanmar leaders respect and support the opinions of their employees, indicating a high level of acceptance on item (2). The mean score (3.82) of item (5) represents that Jhpiego in Myanmar leaders are less supportive of giving advice to their employees to complete work tasks. The average mean score of (3.95) indicates that the transformational leadership level of Jhpiego in Myanmar is at a high level.
4.3.2	Descriptive Analysis of Transactional Leadership Style
	This section presents the respondents’ opinions on how Jhpiego in Myanmar Leaders employ transactional leadership. A structured questionnaire with a 5-point Likert scale was used to gather the perceptions of 74 employees about transactional leadership style, the results are shown in Table (4.4).
Table (4.4): Descriptive Analysis of Transactional Leadership Style
	No
	Items
	Mean

	1
	My leader gives their employees the rewards based on how well they perform at the workplace.
	3.46

	2
	My leader ensures that their employees are aware and understand the requirements for their promotions.
	3.89

	3
	My leader frequently conducts exams their employees to determine the skill level and competency of their personnel.
	3.59

	4
	My leader clearly communicates to their employees the opportunities available to them if their actions are successful.
	3.80

	5
	My leader clearly outlines the role of the individual employees in order to attain the visions, mission, and goals of the organization.
	3.84

	6
	My leader has positive thinking about their members of the team’ efforts at the workplace.
	4.09

	7
	My leader prioritizes for the completing duties of the work at all times.
	3.96

	
	Average Mean
	3.80


Source: SPSS Data (2023)
	The response to question number (6) in Table (4.4) demonstrates the highest mean score of 4.09, indicating that leaders of Jhpiego in Myanmar have a favorable assessment of the work that their team members do. The lowest mean score (3.46) answered item (1), so if we have to interpret that mean score, the leaders are less accepting of the fact that they give rewards to their employees based on their performance at work. Therefore, the average mean score is (3.80), so it can be defined as high.
4.3.3	Descriptive Analysis of Laissez-Faire Leadership Style
	The responses from the respondents about Jhpiego in Myanmar of the laissez-faire leadership style are shown in this section. the French phrase laissez-faire translates to “let alone”. Therefore, a laissez-faire leader would be someone who manages and leads followers or subordinates in a “hands-off” manner. Like other leadership philosophies, the laissez-faire approach provides advantages and promotes personal development. Table (4.5) displays the findings of the survey for the descriptive analysis of laissez-faire leadership style.



Table (4.5): Descriptive Analysis of Laissez-Faire Leadership Style
	No
	Items
	Mean

	1
	My leader allows their employees to participate when the making decisions about the work assignments.
	4.09

	2
	My leader assigned the decision-making authority to their employees if they believed they understood the task better than the leader.
	3.86

	3
	My leader confidently transfers accountability for putting the new procedures into the workplace to his employees.
	3.81

	4
	The leader assigns the work responsibilities to each employee individually.
	3.68

	5
	The leader has faith and confidence in their employees to complete the tasks. 
	3.76

	6
	The leader gives their employees the right to make their own decisions on matters related to the organization’s goals and objectives.
	4.04

	7
	The leader gives the full authority to his/her employees in carrying out the assigned tasks.
	3.73

	
	Average Mean
	3.85


Source: SPSS Data (2023)
	According to Table (4.5), the highest mean score showed 4.09 that the respondents feel that Jhpiego in Myanmar allowed employees to participate in making work assignments decisions. The second largest mean score of 4.04 indicated that respondents believe leaders provide their staff members the freedom to make independent judgments about issues pertaining to the aims and objectives of the organization. Therefore, the majority of respondents said that the leaders allow their staff members a great deal of autonomy and recognize that staff members are more knowledgeable about their jobs than leaders are. The respondents believed that the leaders had a high-level laissez-faire leadership style when they relied on their teams or younger employees, as shown by the average mean score of 3.85. The leaders at Jhpiego in Myanmar that adhere to the laissez-faire philosophy allow staff members to take initiative and develop their ability to help teams achieve their objectives. The laissez-faire leadership style ought to be applicable to regular everyday duties.
4.3.4	Descriptive Analysis of Job Satisfaction
	The employee’ job satisfaction is critical for every firm to obtain their best efforts. Table (4.6) displays the descriptive analysis of job satisfaction among Jhpiego in Myanmar staff members.
Table (4.6): Descriptive Analysis of Job Satisfaction
	No
	Items
	Mean

	1
	I am satisfied with the rewards and benefits that come from the working hard in the workplace.
	3.55

	2
	I am comfortable with the voting when the making decisions at work.
	3.81

	3
	I am satisfied with the privacy rights and the professional development in the workplace.
	3.77

	4
	I am satisfied with the leader’s teaching when I perform the work duties.
	3.73

	5
	I am very pleased with the representative leaders of the various departments within my workplace.
	3.51

	6
	I am particularly pleased with the dynamism of my leaders in their work.
	3.62

	7
	I am happy to consider my work as my own.
	3.89

	8
	I am satisfied with the leadership’ ability to do the things related to work in the workplace.
	3.91

	9
	My leaders are always ready to help us in whatever way they can help.
	3.96

	10
	I am fully satisfied with my current job.
	4.00

	
	Average Mean
	3.77


Source: SPSS Data (2023)
	Table (4.6) discovered that respondents are substantially associated with satisfaction, with an overall average mean score of 3.77, which is greater than the neutral value of 3. The highest mean score of 4.00 indicated that respondents are happy with the prospects for both professional and personal advancement. The second highest mean score of 3.96 suggested that respondents had a good attitude about leaders’ delegating. According to the average mean score of 3.77, the majority of respondents are content with working at Jhpiego in Myanmar because they have the backing of the leaders, the opportunity to share decision-making, the proactiveness of the leaders, a pleasant workplace, and an incentive and reward system based on performance. 
4.3.5	Descriptive Analysis of Employee Performance
	This section assesses and analyzes the employee performance of Jhpiego in Myanmar. To obtain primary data, 74 staff members of Jhpiego in Myanmar are polled. Table (4.7) displays the descriptive analysis of employee performance for Jhpiego in Myanmar.
Table (4.7): Descriptive Analysis of Employee Performance
	No
	Items
	Mean

	1
	I know clearly what to prioritize in my work assignments.
	4.19

	2
	I work hard to complete my work assignments in a short time.
	4.20

	3
	I can complete my tasks in a timely manner.
	4.07

	4
	I always undertake to complete my responsibilities accurately.
	4.04

	5
	I have the essential knowledge and abilities to carry out the tasks of the work.
	3.89

	6
	I set up forward a lot of effort because I have incentives to do so.
	3.62

	7
	I perform my work obligations using the neat and orderly methods.
	4.01

	8
	I have worked hard to develop my abilities so that I can do my job more successfully.
	4.39

	9
	I actively attend the work-related group discussions and the workshops.
	4.01

	10
	I always try to implement the good qualities in my work.
	4.39

	
	Average Mean
	3.67


Source: SPSS Data (2023)
	When it comes to employee performance habits, the respondents with the highest mean score of 4.39 demonstrated that they are capable of meeting deadlines and demonstrating high levels of performance. Additionally, their ability to effectively manage their time is linked to increased work satisfaction. The respondents’ belief that they are strong performance is demonstrated by their second-largest mean score of 4.20, which they achieved quickly and with much effort.
	The average mean score of 3.67 indicated that the majority of responders do well. Furthermore, the respondents are confidence in their high performance, abilities, time management for the job done, and participation in team work and workshops, and they are very satisfied with their performances, which are the fundamental based for the organization, and the workers choose to acquire the achievement for the organization.  
4.4	Regression Analysis
	In this section, the regression analysis of this study analyzed using SPSS software, and the obtained results will be identified based on Coefficients table. After doing a regression analysis, it was shown that the independent factors could account for the dependent variable. The effects of three different of leadership styles (transformational leadership, transactional leadership, and laissez-faire) on job satisfaction and the impact of job satisfaction on employee performance, the independent variables in the regression analysis.
The Model Summary table displays the various regression models. The R, R square (R2) adjusted R square (R2), and standard error of the estimate presented in this table can be used to evaluate the regression model fit to data. Examining the multiple correlation coefficients, or R, is one approach for determining how well the dependent variable was predicted. The R square value, also known as the coefficient of determination, expresses the percentage of the dependent variable’s fluctuation that the independent variables can account for. The other multiple regression table is called the Analysis of Variance, or ANOVA table. The F-ratio in the ANOVA (Analysis of Variance) tables indicates how well the regression model fit the data overall.

4.4.1	Analysis for the Effect of Leadership Styles on Job Satisfaction of Employees at Jhpiego in Myanmar

This section analyzed the effect of leadership Styles on job satisfaction of employees at Jhpiego Myanmar. According to the results of SPSS Software, the model summary table, Analysis of Variables, and the coefficients table for Leadership styles on job satisfaction at Jhpiego Myanmar is presented. The model summary of the variable regression analysis is displayed in Table (4.8).
Table (4.8): Model Summary of Leadership Styles on Job Satisfaction
	Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.754a
	.569
	.524
	.48042
	2.039

	a. Predictors: (Constant), Laissez-Faire Leadership Mean, Transactional Leadership Mean, Transformational Leadership Mean

	b. Dependent Variable: Job Satisfaction Mean


Source: SPSS Data (2023)
In a regression, the presence of an interaction effect arises when the impact of one independent variable on a dependent variable differs depending on the value(s) of one or more additional independent variables. Table 7 shows the results of a regression study based on three independent variables: transformational leadership, transactional leadership, and laissez-faire leadership. The R square (R2) of the model summary reveals that the combination of the three leadership styles may predict a (0.569) difference in job satisfaction. Table (4.9) shows the variance analysis for leadership styles on job satisfaction.



Table (4.9): Analysis of Variance for Leadership Styles on Job Satisfaction
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	8.824
	3
	2.941
	12.743
	<.000b

	
	Residual
	6.693
	29
	.231
	
	

	
	Total
	15.517
	32
	
	
	

	a. Dependent Variable: Job Satisfaction Mean

	b. Predictors: (Constant), Laissez-Faire Leadership Mean, Transactional Leadership Mean, Transformational Leadership Mean


Source: SPSS Data (2023)
	The ANOVA (Analysis of Variance) table shows the overall statistical acceptability and significance of the model. Because the F statistical significance value is (< .001b), which is less than p< 0.05, the model is significant. This figure implies that the model’s explanation for the variation is not the result of random chance. Table (4.10) shows the coefficients for regression analysis of mean variables.
	Table (4.10): Coefficients for Regression Analysis of Variables Mean
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	95.0% Confidence Interval for B

	
	B
	Std. Error
	Beta
	
	
	Lower Bound
	Upper Bound

	1
	(Constant)
	.330
	.585
	
	.564
	.577
	-.866
	1.525

	
	Transformational Leadership 
	.383
	.277
	.340
	1.384
	.177
	-.183
	.949

	
	Transactional Leadership 
	-.068
	.263
	-.061
	-.257
	.799
	-.606
	.471

	
	Laissez-Faire Leadership 
	.569
	.224
	.512
	2.534
	.017
	.110
	1.028

	a. Dependent Variable: Job Satisfaction


Source: SPSS Data (2023)
	The coefficient correlations are the unstandardized b coefficient shows how many units the dependent variable increases for every unit that the independent variable increases. Normatively, the beta coefficients asses the degree to which each independent variable influences the dependent variable, whereas the Sig (P) value indicates the statistical significance or lack thereof of the model.
	The regression model’s coefficients revealed that the aspects of laissez-faire leadership style produced varying regression outcomes. With a p-value of less than 0.05     (p<0.05), one of the leadership styles such as laissez-faire leadership at 0.177 was statistically significant. Unstandardized b coefficients of the three predictors indicate that one unit increase on laissez-faire leadership corresponds to 0.569 to increases on job satisfaction.
	Standardized beta coefficients of the predictors of leadership styles showed that the strength of the effect of laissez-faire leadership was a strong effect with a positive correlation relationship, transactional leadership was weak effects with a negative correlation relationship while transformational leadership was moderate effect with a positive correlation relationship.
	According to the multiple regression matrix, practicing the laissez-faire leadership style has more strong impact on job satisfaction for employees at Jhpiego in Myanmar.
4.4.2	Regression Analysis of Job Satisfaction on Employee Performance 
The regression analysis of job satisfaction on employee performance at Jhpiego in Myanmar is shown in this part. The results of regression analysis using SPSS will be identified based on the three tables such as the model summary, analysis of variance (ANOVA), and the coefficients of job satisfaction on employee performance of the study. The model summary of the variable regression analysis for leadership styles and employee performance is displayed in Table (4.11).
Table (4.11): Model Summary of Regression Analysis of Variables
	Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.597a
	.356
	.335
	.46047
	2.051

	a. Predictors: (Constant), Job Satisfaction Mean

	b. Dependent Variable: Employee Performance Mean


Source: SPSS Data (2023)
	In a regression, the presence of an interaction effect arises when the impact of one independent variable on a dependent variable differs depending on the value(s) of one or more additional independent variables. Table (4.11) shows the results of a regression study based on job satisfaction and employee performance. The R square (R2) of the model summary reveals that the mean of the job satisfaction may predict a (0.597) difference in employee performance. Table (4.12) shows the variance analysis for job satisfaction and employee performance.
Table (4.12): Analysis of Variance for Job Satisfaction on Employee Performance
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	3.636
	1
	3.636
	17.146
	<.000b

	
	Residual
	6.573
	31
	.212
	
	

	
	Total
	10.209
	32
	
	
	

	a. Dependent Variable: Employee Performance Mean

	b. Predictors: (Constant), Job Satisfaction Mean


Source: SPSS Data (2023)
	The ANOVA (Analysis of Variance) table shows the overall statistical acceptability and significance of the model. Because the F statistical significance value is (< .001b), which is less than p< 0.05, the model is significant. This figure implies that the model’s explanation for the variation is not the result of random chance. Table (4.13) shows the coefficients for regression analysis of Job Satisfaction on employee performance.
Table (4.13): Regression Analysis of Job Satisfaction on Employee Performance
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	95.0% Confidence Interval for B

	
	B
	Std. Error
	Beta
	
	
	Lower Bound
	Upper Bound

	1
	(Constant)
	2.227
	.455
	
	4.888
	<.000
	1.298
	3.155

	
	Job Satisfaction 
	.484
	.117
	.597
	4.141
	<.000
	.246
	.722

	a. Dependent Variable: Employee Performance 


Source: SPSS Data (2023)
	The coefficient correlations are the unstandardized b coefficient shows how many units the dependent variable increases for every unit that the independent variable increases. Normatively, the beta coefficients asses the degree to which each independent variable influences the dependent variable, whereas the Sig (P) value indicates the statistical significance or lack thereof of the model.
	The regression model’s coefficients revealed that the aspects of leadership styles produced varying regression outcomes. With a p-value of less than 0.05 (p< 0.05), the job satisfaction mean at < 0.001 were statistically significant. Unstandardized b coefficients of the three predictors indicate that one unit increase on job satisfaction corresponds to 0.484 increase on employee performance.  Standardized beta coefficients of the predictors of job satisfaction showed that the strength of the effect of employee performance was strong effects with a positive correlation relationship. According to the multiple regression matrix, the increase of the job satisfaction will increase employee performance of Jhpiego in Myanmar.

















CHAPTER 5
CONCLUSION
	This chapter is divided into three parts. The first is findings and discussions from the previous chapter. The second part is suggestions and recommendations based on the findings of the data analysis of the study. The final section is discussed the needs for further research about leadership styles, job satisfaction, employee performance.
5.1	Findings and Discussion
	The descriptive analysis, respondents’ demographic characteristics, and regression analysis data are presented in this section. In terms of respondents’ characteristics, the majority of research participants were between the ages of 26 and 35. The gender distribution is equal in the respondents. The most of marital status is single, assistant manager and officer position, and job experiences are 1 to 5 years. The majority of the respondents hold under graduate, but the second most of the respondents hold Master Degree at Jhpiego in Myanmar.
	Transformational leadership is a leadership style that affects transformation in individuals and societal systems. Its optimal form produces meaningful and positive change in followers, with the ultimate objective of growing followers into leaders. The questions are analyzed using the leadership style of Jhpiego leaders and a 5-point Likert scale. 
	According to the descriptive analysis of transformational leadership at Jhpiego in  Myanmar using SPSS, the leaders respected and supported the opinions of their employees, and the leaders were less supportive of giving advice to their employees to complete work tasks. The average mean value indicated that the transformational leadership level of Jhpiego in Myanmar is at a high level.
	The results of the descriptive analysis of transactional leadership style of Jhpiego in Myanmar demonstrated that the leaders of Jhpiego in Myanmar have a favorable assessment of the work that their team members do, the leaders were less accepting of the fact that they give rewards to their employees based on their performance at work. Therefore, the average mean value for transactional leadership style at Jhpiego in Myanmar can be defined as high.
	According to the descriptive analysis of Laissez-Faire leadership style, Jhpiego in Myanmar leaders allowed employees to participate in making work assignments decisions. The leaders provided their staff members the freedom to make independent judgments about issues pertaining to the aims and objectives of the organization. Therefore, Jhpiego in Myanmar leaders allowed their staff members a great deal of autonomy and recognized that staff members are more knowledgeable about their jobs than leaders are. Jhpiego in Myanmar leaders had a high-level laissez-faire leadership style when they relied on their teams or younger employees, as shown by the average mean value. The leaders at Jhpiego in Myanmar that adhere to the laissez-faire philosophy allow staff members to take initiative and develop their ability to help teams achieve their objectives. The laissez-faire leadership style ought to be applicable to regular everyday duties.
	The results of the descriptive analysis for job satisfaction among Jhpiego in Myanmar staff indicated that employees are substantially associated with satisfaction, with an overall average mean value, which is greater than the neutral value. The employees of Jhpiego in Myanmar were happy with the prospects for both professional and personal advancement, and the employees had a good attitude about leaders’ delegating. According to the average mean value, the employees are content with working at Jhpiego in Myanmar because they have the backing of the leaders, the opportunity to share decision-making, the proactiveness of the leaders, a pleasant workplace, and an incentive and reward system based on performance. 
	The results of descriptive analysis for employee performance demonstrated that they are capable of meeting deadlines and demonstrating high levels of performance. Additionally, their ability to effectively manage their time is linked to increased work satisfaction. The employees were strong performance which they achieved quickly and with much effort. The average mean value indicated that employees did well. Furthermore, the employees were confidence in their high performance, abilities, time management for the job done, and participation in team work and workshops, and they were very satisfied with their performances, which are the fundamental based for the organization, and the workers choose to acquire the achievement for the organization. 
	The results of a regression analysis for the study based on three independent variables: transformational leadership, transactional leadership, and laissez-faire leadership and job satisfaction at Jhpiego in Myanmar. The results of ANOVA (Analysis of Variance) showed the overall statistical acceptability and significance of the model. Because the F statistical significance value is less than p value, the model is significant.
	The results of the coefficients correlations for regression analysis of mean variables are the unstandardized b coefficient shows how many units the dependent variable increases for every unit that the independent variable increases. Normatively, the beta coefficients asses the degree to which each independent variable influences the dependent variable, whereas the Sig (P) value indicates the statistical significance or lack thereof of the model.
	The regression model’s coefficients revealed that the aspects of laissez-faire leadership style produced varying regression outcomes. With a p-value of less than (p)value, one of the leadership styles such as laissez-faire leadership was statistically significant. Unstandardized b coefficients of the three predictors indicated that one unit increase on leadership corresponds to increase on job satisfaction. Standardized beta coefficients of the predictors of leadership styles showed that the strength of the effect of transactional leadership was weak effects with a negative correlation relationship while transformational leadership and laissez-faire leadership were effect with a positive correlation relationship. According to the multiple regression matrix, the laissez-faire leadership style had more strong impact on job satisfaction for employees at Jhpiego in Myanmar. 
	According to the results of regression analysis of job satisfaction on employee performance at Jhpiego in Myanmar, the ANOVA (Analysis of Variance) showed the overall statistical acceptability and significance of the model. Because the F statistical significance value is less than (p) value, the model is significant. Standardized beta coefficients of the predictors of job satisfaction showed that the strength of the effect of employee performance was strong effects with a positive correlation relationship. According to the multiple regression matrix, the increase of the job satisfaction effect employee performance of Jhpiego in Myanmar.
5.2	Suggestions and Recommendations
	According to the analysis effects of transformational leadership, transactional leadership, and laissez-faire leadership styles on job satisfaction at Jhpiego in Myanmar, the laissez-faire leadership style is seen to be more effective because it places a greater emphasis on the employee confidence, responsibility, and independence. The study found that laissez-faire leadership styles are more effective in increasing work satisfaction at Jhpiego in Myanmar. The mean value of transactional should be raised in order to enhance work satisfaction. The leaders who want to practice transactional leadership should work on articulating performance standards, recognizing and rewarding tasks, and providing explanations for awards. The employees will feel more certain and driven to finish their tasks as a result. 
	In addition, the Jhpiego in Myanmar leaders should use a voting system for important choices, work assignment, and completion acknowledgment may be put in place to increase employee satisfaction. Whatever the business’s objective, employee devotion is essential to long-term organizational goals. All the organizations may see an improvement in job satisfaction by putting these tactics into practice.
	The laissez-faire leadership styles had bigger influence on job satisfaction than transactional leadership style and transformational leadership style at Jhpiego in Myanmar, it is recommended that the study be carried out. The good job satisfaction of employees in an organization increases performance. Therefore, the organization’s management level needed to promote transactional leadership style and transformational leadership style in order to increase job satisfaction at Jhpiego in Myanmar.
	The results of the investigation have to be provided to the authorities of Jhpiego in Myanmar so they can use them to create new leadership styles guidelines and pinpoint areas that need development. The study emphasizes the relationship between leadership styles and job satisfaction, employee performance and it suggests that management of Jhpiego in Myanmar should take a number of steps to improve transactional and transformational leadership in order to improve the employee performance.
	It is recommended that Jhpiego in Myanmar ought to take steps to provide the organization leaders with transactional leadership abilities by providing the workshops, seminars, and leadership training. By using this strategy, the corporation may be able to regular its commercial operations and instruct the public in this leadership style.
5.3	Needs for Further Research
	The research looked at how different leadership styles affects the workers’ performance and job satisfaction at Jhpiego in Myanmar. It recommended more study of a range of leadership ideas in order to determine the most successful leadership philosophies. In an era where the human capital is essential to business success, the organizations need to own up to the leadership practices they encourage. It suggests that the needs for further research on the organizations should consider other leadership styles, than transformational, transactional, and laissez-faire, how to effect on job satisfaction and employee performance more detailed.
	It is imperative for organizations to cultivate visionary leaders who can both engage people and lead the firm into the future. It is essential to look into how different leadership philosophies, such as situational and servant leadership, affect employee engagement. It is also critical to look at how various the leadership styles affect corporate citizenship endeavors, self-efficacy, and job satisfaction.
	After examining the relationship between the leadership styles, job satisfaction, and employee performance, this study concluded that effective leadership is responsible for high job satisfaction and increase employee performance. To fully comprehend the connection between job satisfaction and the traits of a leadership style, more study is required. The study emphasizes the need for more research in this area and makes recommendations for future studies on additional determinants of job satisfaction and employee performance.
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APPENDIX A
Leadership Styles (Transformational, Transactional, and Laissez-Faire) on job Satisfaction and Employee Performance at Jhpiego in Myanmar
SECTION A: GENERAL INFORMATION
1. Age
     ☐  18-25 years    ☐  26-35 years    ☐  36-45 years  ☐ 46-50 years    ☐ Over 50 years
2. Gender
     ☐    Male   ☐  Female   ☐  Prefer not to say
3. Marital Status
      ☐  Single      ☐  Married   ☐  Divorced      ☐ Widow/Widower
4. Educational Background
       ☐    Under Graduate
       ☐    Under Graduate Diploma
       ☐    Bachelor Degree
       ☐    Post Graduate Diploma
       ☐    Master Degree
       ☐    PhD
5. Job Position
        ☐   Director
        ☐   Manager
        ☐   Assistant Manager
        ☐   Sr. Officer
        ☐    Officer
        ☐    Assistant
        ☐    Other
6. Work Experiences
        ☐  1 to 5 years
        ☐  6 to 10 years
        ☐  11 to 15 years
        ☐   Above 15 years
SECTION B: Leadership Styles
Please state level of your agreement on each statement by providing the most relevant number.
1= Strongly Disagree 2 = Disagree 3 = Neutral 4 = Agree 5 = Strongly Agree
Transformational Leadership
	No
	Items
	Scale

	
	
	1
	2
	3
	4
	5

	1
	The time of our leaders spent guiding and instructing.
	
	
	
	
	

	2
	Our leaders of the organization value and support the viewpoints of their employees.
	
	
	
	
	

	3
	Our leaders never hesitate to take the action in the workplace.
	
	
	
	
	

	4
	Our leaders give their employees the right to work according to their wishes.
	
	
	
	
	

	5
	Our leaders provide their employees advice on how to complete the work assignments at the organization.
	
	
	
	
	

	6
	Our leaders always speak positively to their employees about the future of the organization.
	
	
	
	
	

	7
	Our leaders gladly explain to the followers what is required to complete the task.
	
	
	
	
	














Transactional Leadership
	No
	Items
	Scale

	
	
	1
	2
	3
	4
	5

	1
	My leader gives their employees the rewards based on how well they perform at the workplace.
	
	
	
	
	

	2
	My leader ensures that their employees are aware and understand the requirements for their promotions.
	
	
	
	
	

	3
	My leader frequently conducts exams their employees to determine the skill level and competency of their personnel.
	
	
	
	
	

	4
	My leader clearly communicates to their employees the opportunities available to them if their actions are successful.
	
	
	
	
	

	5
	My leader clearly outlines the role of the individual employees in order to attain the visions, mission, and goals of the organization.
	
	
	
	
	

	6
	My leader has positive thinking about their members of the team’ efforts at the workplace.
	
	
	
	
	

	7
	My leader prioritizes for the completing duties of the work at all times.
	
	
	
	
	
















Laissez Faire Leadership
	No
	Items
	Scale

	
	
	1
	2
	3
	4
	5

	1
	My leader allows their employees to participate when the making decisions about the work assignments.
	
	
	
	
	

	2
	My leader assigned the decision-making authority to their employees if they believed they understood the task better than the leader.
	
	
	
	
	

	3
	My leader confidently transfers accountability for putting the new procedures into the workplace to his employees.
	
	
	
	
	

	4
	The leader assigns the work responsibilities to the each employee individually.
	
	
	
	
	

	5
	The leader has faith and confidence in their employees to complete the tasks. 
	
	
	
	
	

	6
	The leader gives their employees the right to make their own decisions on matters related to the organization’s goals and objectives.
	
	
	
	
	

	7
	The leader gives the full authority to his/her employees in carrying out the assigned tasks.
	
	
	
	
	













Section C: Job Satisfaction
	No
	Items
	Scale

	
	
	1
	2
	3
	4
	5

	1
	I am satisfied with the rewards and benefits that come from the working hard in the workplace.
	
	
	
	
	

	2
	I am comfortable with the voting when the making decisions at work.
	
	
	
	
	

	3
	I am satisfied with the privacy rights and the professional development in the workplace.
	
	
	
	
	

	4
	I am satisfied with the leader’s teaching when I perform the work duties.
	
	
	
	
	

	5
	I am very pleased with the representative leaders of the various departments within my workplace.
	
	
	
	
	

	6
	I am particularly pleased with the dynamism of my leaders in their work.
	
	
	
	
	

	7
	I am happy to consider my work as my own.
	
	
	
	
	

	8
	I am satisfied with the leadership’ ability to do the things related to work in the workplace.
	
	
	
	
	

	9
	My leaders are always ready to help us in whatever way they can help.
	
	
	
	
	

	10
	I am fully satisfied with my current job.
	
	
	
	
	










Employee Performance
	No
	Items
	Scale

	
	
	1
	2
	3
	4
	5

	1
	I know clearly what to prioritize in my work assignments.
	
	
	
	
	

	2
	I work hard to complete my work assignments in a short time.
	
	
	
	
	

	3
	I can complete my tasks in a timely manner.
	
	
	
	
	

	4
	I always undertake to complete my responsibilities accurately.
	
	
	
	
	

	5
	I have the essential knowledge and abilities to carry out the tasks of the work.
	
	
	
	
	

	6
	I set up forward a lot of effort because I have incentives to do so.
	
	
	
	
	

	7
	I perform my work obligations using the neat and orderly methods.
	
	
	
	
	

	8
	I have worked hard to develop my abilities so that I can do my job more successfully.
	
	
	
	
	

	9
	I actively attend the work-related group discussions and the workshops.
	
	
	
	
	

	10
	I always try to implement the good qualities in my work.
	
	
	
	
	





















APPENDIX B
Effects of Leadership Styles on Job Satisfaction

	Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.754a
	.569
	.524
	.48042
	2.039

	a. Predictors: (Constant), Laissez-Faire Leadership Mean, Transactional Leadership Mean, Transformational Leadership Mean

	b. Dependent Variable: Job Satisfaction Mean




	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	8.824
	3
	2.941
	12.743
	<.000b

	
	Residual
	6.693
	29
	.231
	
	

	
	Total
	15.517
	32
	
	
	

	a. Dependent Variable: Job Satisfaction Mean

	b.Predictors: (Constant), Laissez-Faire Leadership Mean, Transactional Leadership Mean, Transformational Leadership Mean




	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	95.0% Confidence Interval for B

	
	B
	Std. Error
	Beta
	
	
	Lower Bound
	Upper Bound

	1
	(Constant)
	.330
	.585
	
	.564
	.577
	-.866
	1.525

	
	Transformational Leadership Mean
	.383
	.277
	.340
	1.384
	.177
	-.183
	.949

	
	Transactional Leadership Mean
	-.068
	.263
	-.061
	-.257
	.799
	-.606
	.471

	
	Laissez-Faire Leadership Mean
	.569
	.224
	.512
	2.534
	.017
	.110
	1.028

	a. Dependent Variable: Job Satisfaction Mean





	Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.597a
	.356
	.335
	.46047
	2.051

	a. Predictors: (Constant), Job Satisfaction Mean

	b. Dependent Variable: Employee Performance Mean


Effects of Job Satisfaction on Employee Performance


	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	3.636
	1
	3.636
	17.146
	<.000b

	
	Residual
	6.573
	31
	.212
	
	

	
	Total
	10.209
	32
	
	
	

	a. Dependent Variable: Employee Performance Mean

	b. Predictors: (Constant), Job Satisfaction Mean



	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	95.0% Confidence Interval for B

	
	B
	Std. Error
	Beta
	
	
	Lower Bound
	Upper Bound

	1
	(Constant)
	2.227
	.455
	
	4.888
	<.000
	1.298
	3.155

	
	Job Satisfaction Mean
	.484
	.117
	.597
	4.141
	<.000
	.246
	.722

	a. Dependent Variable: Employee Performance Mean
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