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ABSTRACT

This thesis explores the influence of leadership styles on employee job satisfaction and commitment at S.N.M Co., Ltd., a prominent construction and trading company in Myanmar. The purpose of this study is to identify how transformational, transactional, and laissez-faire leadership styles affect the job satisfaction and organizational commitment of employees. Utilizing a quantitative research methodology, data were collected through a structured questionnaire distributed to 150 employees, with 120 valid responses analyzed using regression analysis. The findings reveal that transformational leadership has a significant positive impact on both job satisfaction and employee commitment. In contrast, transactional leadership showed a moderate influence on job satisfaction but was less impactful on commitment. Laissez-faire leadership was found to have negligible effects on both outcomes. Based on these results, the study suggests that enhancing transformational leadership capabilities within the company could foster higher levels of job satisfaction and strengthen employee commitment. This research contributes to the strategic management practices of S.N.M Co., Ltd. by highlighting the importance of leadership style in enhancing employee outcomes and organizational success.
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[bookmark: _Toc191251773]CHAPTER I
[bookmark: _Toc191251774]INTRODUCTION

In the modern, highly competitive business world, leadership is a prime driver of success in an organization. The various styles of leadership play a major role in the performance of not only the organization itself but also in the well-being and job satisfaction of all the employees within it. S.N.M Co., Ltd. is no exception, and this company too has its challenges in maintaining employee satisfaction and commitment, which is the prerequisite for any organization to make sustainable growth and enjoy a sustainable competitive advantage.

The transformational, transactional, and laissez-faire are the types of styles of leadership that make a difference in the way they approach their jobs, with each other, and in their organizational context. Good leadership is productive at the workplace, facilitates the development of employees, and achieves high job satisfaction and commitment. (Smith, 2020) Poor leadership produces an environment wherein people disenfranchise themselves, are demotivated, and eventually leave. (Johnson, 2019)

But job satisfaction means all the generalized sensations that employees feel on their jobs, which would include issues like pay, working conditions, and possibly. (Greenberg, 2021) also those that have to do with sharing other employees' telling opportunities for growth. Logically, a high level of job satisfaction would be related to better performance, creativity, and low absenteeism. Employee commitment, in turn, means the emotional bond of employees with the organization; it enables the identification of a person's goals with the goals of the company and inspires long-term staying within the organization. (Meyer J. &., Commitment in the Workplace: Theory, Research, and Application, 2022)

Even with these factors in play, many organizations today still have problems related to turnover and job satisfaction and commitment, such as S.N.M Co., Ltd. A deeper understanding of the various leadership styles that could affect these will go a long way toward assisting organizations in improving their performance outcomes.

This research will try to explore the relationship between different kinds of leadership styles and their consequences in terms of job satisfaction and employees' commitment within S.N.M Co., Ltd. Precisely, the research will find out which kind of leadership styles enhances employees' satisfaction and commitment more for the recommendation that may be helpful to the leader in improving the effectiveness of the leadership within the organization.

1.1 [bookmark: _Toc191251775]Rationale of the Study

In today's dynamic and competitive business environment, effective leadership remains one of the major determinants of organizational success. The leadership style is very significant in shaping workplace culture, influencing employee satisfaction, and fostering commitment. (Thompson, 2023) Organizations operating in fast-evolving markets, like S.N.M Co., Ltd in Yangon, Myanmar, therefore need to be abreast of how different leadership approaches influence employees for their growth and sustainable development.

Over the past ten years, the Myanmar business environment has been exposed to many changes, including globalization, a change in technology, and human resource diversification. With changes, the focus of companies also shifted toward leadership effectiveness to help in their journey of reaching the goal. Employee satisfaction and commitment are some of the most vital factors related to retention of talent, improvement in productivity, and sustained competitiveness. Despite this, few studies have been done on how the leadership styles influence these factors within the special cultural and economic context of Myanmar.

This paper, therefore, tries to fill this gap in the literature by examining the various kinds of leadership styles and their influence on job satisfaction and commitment within S.N.M Co., Ltd. Being one of the leading companies in the industry, it stands to be a perfect case study for the said research. Consequently, mapping the linkage between the practice of leadership with employee outcome will be valuable to managers, HR professionals, and policy thinkers by adding insight to improve organizational performance in Myanmar.

Understanding leadership styles is an important activity within a specific cultural context. (House R. J., 2004) Traditional values, hierarchies, and newly emerging modern practices have great significance in the Myanmar workforce. A study that has examined the cultural intersection of traditional cultural elements and emerging leadership strategies might thus offer some useful recommendations to engage people better and commit themselves to organizational functioning.

The importance of the study is not confined to the walls of S.N.M Co., Ltd. The findings will give other organizations in a similar context an overview of how to adapt leadership styles to the needs of their employees and, by extension, their organizational goals. This study finally contributes to the broader literature on leadership and human resource management in developing economies through actionable knowledge for organizational success.

1.2 [bookmark: _Toc191251776]Objectives of the Study
The purpose of this study is to investigate the influence of different leadership styles, such as transformational, transactional, and laissez-faire, on job satisfaction and employee commitment in S.N.M Co., Ltd. Based on this premise, this research will focus on:

1. To identify the current leadership styles currently practiced in S.N.M Co.,      Ltd in Myanmar
2. To investigate the relationship between transformational leadership on employee’s satisfaction and commitment at S.N.M Co Ltd in Myanmar
3. To investigate the relationship between transactional leadership and employee commitment at S.N.M Co Ltd in Myanmar
4. To analyze the relationship between laissez-faire leadership and employee’s commitment at S.N.M Co Ltd in Myanmar
1.3 [bookmark: _Toc191251777]Research Questions of the Study

1. What is the current leadership styles currently practiced in S.N.M Co.,      Ltd in Myanmar?
2. What is the relationship between transformational leadership on employee’s satisfaction and commitment at S.N.M Co Ltd in Myanmar?
3. What is the relationship between transactional leadership and employee commitment at S.N.M Co Ltd in Myanmar?
4. What is the relationship between laissez-faire leadership and employee’s commitment at S.N.M Co Ltd in Myanmar?

1.4 [bookmark: _Toc191251778]Scope and Limitation of the Study
The present study represents an attempt to explain and compare the impacts of three main different types of leadership: transformational, transactional, and laissez-faire, on job satisfaction and employee commitment in S.N.M Co., Ltd-a construction and trading company in Myanmar. Employees participating in this research are both from the construction and trading divisions to yield a diverse sample capturing a wide range of perspectives related to perceptions of leadership styles and their impacts on job satisfaction and commitment. Key variables to be measured will include job satisfaction, which will measure the general contentment of the respondent with the work environment, compensation, and relationships with colleagues; employee commitment reflects the emotional attachment and loyalty an employee has towards S.N.M Co., Ltd. Quantitative methods in measuring levels of job satisfaction and commitment will be combined with qualitative interviews or focus groups that provide rich insight into the experiences of employees under various kinds of leadership.

This research will be conducted within the area of operation of S.N.M Co., Ltd. in Myanmar and will ensure the applicability of results within the local context and the unique challenges faced by the company. The scope will be narrowed down to how transformational leaders manage to inspire and motivate employees to realize high levels of performance, how transactional managers manage through established structures and rewards, and what the laissez-faire approach does to employee engagement and autonomy. The research work will be done within a stipulated time frame to provide ample time for analysis and reporting of results. Ultimately, it is expected that this study will provide S.N.M Co., Ltd with useful insights to develop its leadership practice for creating a more motivated, satisfied, and committed work force.

1.5 [bookmark: _Toc191251779]Organization of the Study
The five chapters of this thesis are well-structured and logically interrelated to handle all critical aspects of the research to attain a holistic understanding of the subject matter. Each chapter has been carefully done to ensure a logical flow in the development of ideas, from conceptualization to actionable insights and recommendations.

The first chapter introduces the research context, background, and underlying rationale. It explores the importance of investigating the leadership styles in regard to employee satisfaction and organizational commitment and, thus, explains the relevance of this problem for both theoretical and practical positions. Further, the chapter defines the objectives of the study, research questions, and the scope of its significance regarding S.N.M. Co., Ltd. and organizations of a similar type. This section is designed to be catchy to the readers for properly understanding the purpose and potential contributions of the study.

Chapter two provides a critical review of the available theories, frameworks, and empirical studies on leadership styles, job satisfaction, and employee commitment. The second chapter draws widely from a variety of scholarly sources to synopsize the important concepts and identify major patterns, trends, and debates within the literature. It gives specific attention to highlighting the lacuna in the existing research and justifies the need for the present study. It also establishes the theoretical framework that underpins the study and sets a firm basis to keep the research objectives in perspective for the ensuing analysis.

The third chapter has presented the methodology adopted for this research study in order to realize its objectives and ensure that the research process is transparent and reproducible. It will elaborate on the full design of the research, even to the approaches undertaken for data collection, sampling, and analysis.This chapter intends to give reasons why particular methods were selected and discusses the ways followed to ensure reliability, validity, and ethical accuracy of the research. By doing so, it wants to make most of the facts transparent and improve the credibility of the results through explanation.

Chapter 4 was dedicated to establishing the main results of the research by explaining and interpreting all the data gathered in detail. This was done systematically, presenting and discussing the results in the perspective of the objectives stated in the study and the literature review done in Chapter 2. The current chapter helps in drawing useful links between styles of leadership and their influence on employee satisfaction and commitment. It also outlines unplanned trends that give meaning to the subject matter. Such a chapter allows integration of empirical evidence and theoretical perspectives that add to the knowledge base.

The last chapter summarizes the findings of the study and discusses their implications for S.N.M. Co., Ltd. and organizations of similar characteristics. It gives practical recommendations useful in leadership practices in improving employee satisfaction and commitment. This chapter also discusses the limitations of the study and gives directions for future research, outlining areas in which further investigation could be rewarding. By offering actionable strategies and identifying opportunities for continued exploration, this chapter makes certain that the research has both immediate relevance and enduring value.









[bookmark: _Toc191251780]CHAPTER II
[bookmark: _Toc191251781]LITERATURE REVIEW


This chapter presents the overall view of present literature about different leadership styles and their impacts on employees' job satisfaction and employees' commitments. It collates the theoretical framework, empirical works, and practice to set the ground describing how leadership style can affect the outcomes of employees, in particular, at S.N.M Co., Ltd., Yangon, Myanmar.

2.1 [bookmark: _Toc191251782]	Leadership Styles
The concept of leadership is very much researched, with various theories advocating for the impacts that leaders bring onto organizational performance. Among many, the important ones are: Transformational and Transactional, plus laissez-faire styles were proposed by Bass and Avolio (1994). It is the style of transformational leadership that may focus on the inspirations of the employees to achieve more than expectations through meaning and vision. (Burns, 1978) On the other hand, transactional leadership is based on a structured approach where leaders manage performance through rewards and penalties. (Bass B. , Leadership and Performance Beyond Expectations. , (1985). ) Generally, laissez-faire leadership has been described as minimal intervention, huge autonomy by employees to manage the job and make decisions. (Skogstad, 2007) It creates a propitious atmosphere for creativity, innovation, and ownership by team members to work independently with a view to deploying their expertise. If rightly conducted, this model instills among the workers trust, morale, and high level self-motivation to do well in one's job and be meaningfully instrumental in contributing toward the success of the organization.

House's Path-Goal Theory, 1971, further explains how leaders can adjust their behaviors to fit employee needs and situational demands with a view to increasing motivation and satisfaction. (House R. , 1971) This theory pinpointed for attention the flexibility of leadership in understanding the diverse dynamics of the contemporary workforce. In another instance, the Full Range Leadership Model integrates transformational and transactional styles that stress the roles of both in tandem to generate organizational success. (Bass B. &., Improving Organizational Effectiveness through Transformational Leadership, 1994)
2.1.1 Transformational Leadership
Transformational leadership style is indeed quite dynamic and highly inspirational; it involves the inspiration that can be instigated among other people for something great. It also concerns having some overwhelming vision relating to the future; through this very process, a group of people can ensure that their efforts are genuinely cemented and motivated. The leaders serve as models in demonstrating integrity, passion, and dedication; hence, it motivates others to share in the vision to strive for excellence. They are interested in developing firm and trustworthy relations with subordinates through open communication, respect, and sense of common cause. (Bass B. &., 2006)

One of the fundamental elements of transformational leadership is paying attention to personal and professional growth. The transformational leader inspires creative thinking in team members, embracing innovation and skill development to their fullest capacity. He makes sure there is constant support, mentorship, and constructive feedback, so that each of them can feel empowered to take on the challenge and contribute their unique strengths. This will not only help the development of the individual but improve the overall capabilities of teams on how to tackle difficult problems and be able to achieve bigger goals. (Bass B. &., 2008)

Besides, transformational leadership has a greater influence on the culture and success of any organization. Leaders of this style often fill their team members with a sense of loyalty and ownership that leads to higher engagement and productivity levels. The power of having a well-articulated and inspiring vision lets them work together in pursuit of shared goals and ambitions that often surpass expectations. (Avolio, 1995) In this way, transformational leadership may yield quick results, yet at the same time, it builds a culture of innovation, resilience, and long-term growth that will continue to be valuable in a world of rapid change.

Transformational leadership is especially important in the construction and trading industries, with dynamic environments and complicated projects requiring strong, visionary, and adaptive leadership in competition. Such kinds of leadership develop a talent in teams for inspiring them beyond expected achievement and the normal call of team duty through common vision, supporting innovation, and continuous improvement. (Gunduz, 2013) Transformational leadership in construction has immense opportunities for successful implementation since transformational leadership manages diversified teams, multiple stakeholder alignments, and people will be motivated for quality on time with given budgets. (Tabassi, 2009) In the trading sector, such leaders can navigate market uncertainties, embrace technological advancements, and empower employees to seize new opportunities. (Hughes, 2017)

Such challenges in the construction industry, like having tight deadlines, fluctuating client expectations, and regulatory compliance issues, always need to be addressed from within. (Muller, 2007) The inspirational element of transformational leadership plays a vital role in giving teams a clear vision for projects and ensuring each team member knows how their contribution will affect overall success. (Ling, 2009) By fostering a culture of collaboration and trust, they empower workers to think creatively, solve problems proactively, and adopt innovative construction practices. (Mbachu, 2008) Their ability to coach and inspire, however, leads to job satisfaction for the employees with reduced turnover and increased effectiveness, which generally results in increased safety and successfully completed projects. (Tam, 2004)

Transformational leadership inside the trading space is all about the fast-track pace of the competing market. Business leaders in trading inspire their respective teams to adapt to such change and emerging trend, and satisfaction of customers matters most. Instill a growth mindset in them for the uplift and betterment of skills through factual strategies that bring about continuous improvement in trading decisions. (Gurdjian, 2014) In general, transformational leaders in trade create a resilient culture whereby staff members are motivated to take calculated risks for the capitalization of presented opportunities, increasing long-term business growth. In both sectors, this leadership style promotes innovation, collaboration, and commitment to excellence as the way to guarantee success. (Zhang Y. W.-L.-B., 2015)

2.1.2 Transactional Leadership

Transactional leadership is formal in nature, results-oriented, with clear role definition, responsibility, and reward-oriented motivation. It holds within its very core a system of highly defined tasks and expectations, whereby the transactional leaders insist on adherence to established processes, meeting predetermined goals, and organizational stability. (Bass B. , Leadership and Performance Beyond Expectations, 1985) This style will be most effective in environments where efficiency, compliance, and consistency are important for success, such as in industries with standardized operations or regulated frameworks.

One of the most salient features of transactional leadership is based on rewards and penalties for performance. (Bass B. &., Improving Organizational Effectiveness through Transformational Leadership, 1994) The leader makes it very clear what is expected of the group in terms of performance, giving rewards when goals are met or exceeded, and taking corrective action when not. This establishes a somewhat predictable and disciplined environment in which workers know exactly what to expect from their effort. (Bass B. &., The Implications of Transactional and Transformational Leadership for Individual, Team, and Organizational Development. , 1990) By providing directed guidance and a sense of accountability, transactional leaders ensure jobs get done in a timely manner, within the budget, and to set standards. (Yukl, Leadership in Organizations, 2013)

Transactional leadership is best applied in situations where either short-term results are needed or there is a definite need to conform to rules and procedures. (Bass B. &., 2008) It will continue to maintain the rhythm and sequence in, for example, such industries as manufacturing, construction, or logistics, where exactness and safety in operation are serious issues. While it may not focus as much on long-term innovation or emotional commitment as transformational leadership does, transactional leadership works highly effectively in ensuring efficiency, maintaining control, and reaching immediate organizational goals. (Bass B. &., 2008) It is a very practical approach to ensuring the success of operations and the delivery of measurable results within structured environments. (Yukl, Leadership in Organizations , 2013)
In itself, transactional leadership works effectively, especially in such organized industries as building and trading ones where structure, discipline, and follow-up of the traditional work processed were the guarantee for success. According to this very approach, this leadership style was underlined with clear roles and accountabilities, performance related rewards, clearly stated and supported. Thanks to the so-called 'here-and-now' emphasis upon short-term aims and operational output of transactional leadership, it succeeds to bring about some stabilizing power of control inside these highly active and competitive worlds. (Bass B. &., 2008)

In fact, transactional leadership is foreespecially important in the construction industry due to the fact that projects are usually very complicated and have to do with strict deadlines, safety, and other regulative measures. (Shenhar, 2007) Leaders using this style let one clearly know what is expected of them from workers, subcontractors, and suppliers in order to assure them that every particular aspect of a project meets the previously approved plans. (Walker, 2015) In doing this, transactional leaders provide bonuses when a project gets completed on or before the expected schedule or according to the set standards of quality, thus encouraging performance among teams. (Kerzner, 2013) Additionally, corrections in case of deviations ensure problems are put in check in time to reduce risks and maintain project momentum. (Burke, 2013) This has proved very effective in reducing mistakes, increasing productivity, and assuring the successful delivery of a project. (Fewings, 2013)

Transactional leadership will fit the trading sector, concerned with achieving specific and measurable outcomes by strict performance management, where precision and fast decision-making are of essence. (Zaleznik, 1977) Leaders clarify targets for sales teams, traders, and operational staff and link rewards to key performance indicators such as profit margins, volumes of transactions, or customer acquisition rates. (Drucker, The Practice of Management, 1954) A reward connected directly with effort will have them meet expectations while not breaking the regulatory environment. (Kohn, Punished by Rewards: The Trouble with Gold Stars, Incentive Plans, A's, Praise, and Other Bribes, 1993) Transactional leadership emphasizes efficiency of processes and accountability; this lets the organization go through market ups and downs with sustaining competitive advantages. (Robbins S. &., 2012)
Overall, transactional leadership in construction and trading ensures that the teams can work within the established frameworks for consistent results with assured standards of safety, quality, and efficiency. This kind of leadership, therefore, ensures success in industries which require precision and dependability by offering clear guidance and reinforcing accountability. (Bass B. &., 2008)

2.1.3 Laissez Faire Leadership
Laissez-faire leadership is a leadership style whereby leaders tend to be indirect, giving employees a significant amount of liberty to make their own decisions and conduct their tasks themselves and be responsible for the outcome. (Cherry, 2021) Minimal direct supervision is provided by leaders in this approach, who expect their team members to utilize their skills, knowledge, and expertise to achieve results. (Bass B. &., 2008) Instead of micromanaging or tightly controlling day-to-day operations, the laissez-faire leader sets broad goals and then provides whatever tools, resources, and support are needed for their teams to execute on those goals. (Northouse, 2018) This form of leadership reciprocates by giving an environment of independence, creativity, and self-motivation to employees in their roles, innovating solutions to challenges. (Goleman, 2002)

Although laissez-faire leadership does grant immense freedom, in the processes when team members are highly competent, self-disciplined, and experienced, this kind of leadership functions wonderfully. One will intervene in such cases only under conditions of compelling guidance or problems needing a resolution. A satisfying, possibly very productive, outcome under conditions of such trust-in, and where the employees do feel very comfortable with independence. However, without clarity or frequent follow-up, this may lead to ambiguity or lack of accountability, and thus balance needs to be struck between autonomy and oversight. (Yukl, Leadership in Organizations , 2013)

In the building industry, laissez-faire leadership is appropriate when project teams, subcontractors, and specialists are experienced in their line of work and require little supervision to complete a task. Leaders who give vision and set targets first allow their team to solve any emerging challenges innovatively and freely decide on real-time solutions by themselves. (Bennis, 1985) Under such leadership, workers begin to feel more responsible and even proud of a particular job; it leads to a higher morale factor, boosting work output. (Locke E. &., 2002) The laissez-faire leader must always be approachable for consultations and advice, as workers may feel too little hands-on leadership from management could cost the team in miscommunications and missed deadlines. (Northouse, 2018)

The laissez-faire leadership would mean, within the trading sector, the application of their experience and intuition from traders and sales teams to rapidly change market conditions and customer requirements. This leadership style can achieve innovative approaches that give organizations competitive advantage, while it gives a wide latitude for the employees to experiment with strategies and take decisions on their own. In fact, successful laissez-faire leaders in this industry establish clear performance metrics and also provide tools for self-monitoring, making sure the autonomy given coincides with organizational objectives. (Manz, 1987)

While laissez-faire leadership provokes ingenuity and innovation, the approach requires balance to avoid ambiguity or lack of accountability. Strong laissez-faire leaders keep open lines of communication with strategic guidance while giving the teams their freedom. When appropriately practiced, this style unleashes individual potential, creativity, and innovation, making the workforce truly resilient and empowered. (Yukl, Leadership in Organizations , 2013)

2.2 [bookmark: _Toc191251783]    Job Satisfaction

Employee job satisfaction can be defined as the degree of being contented or gratified experienced by the employees in performing their jobs within an organization. (Locke E. , 1976) Satisfaction is a multidimensional concept arising from various elements of the job environment, like nature of the tasks performed, pay, recognition, career prospects, and balancing work and personal life. (Herzberg, 1968) The satisfied employee, who feels valued, supported, and motivated, develops positive emotional bonds to his or her job. (Meyer J. &., A Three-Component Conceptualization of Organizational Commitment, 1991) It brings a feeling of satisfaction not only at a personal level but also in terms of commitment to the organization and its goals. (Judge, 2008)

A number of factors can lead to job satisfaction. The most key among them all is the compatibility between one's skills, interests, and the nature of the job. (Hackman, 1976) The compatibility makes workers like their activities and thus enjoy the performance of the duties assigned to them. (Milkovich, 2008) Equally important are salaries, benefits, and performance-based incentives that are given in very fair and competitive compensation packages, acknowledging their contributions. (Kohn, Punished by Rewards: The Trouble with Gold Stars, Incentive Plans, A’s, Praise, and Other Bribes. , 1993) Recognition for effort and appreciation is another important factor that keeps employees motivated and productive, knowing their efforts are appreciated. Such opportunities for professional growth as training and career advancement programs will go a long way in making the employees feel valued and also vested in the success of the organization. (Noe, Employee Training and Development , 2010)

It's also an extremely supportive working environment that would influence job satisfaction: clear communication, respect from colleagues and management, and finally, the work culture of including all. Employees who can be heard and empowered to tell their ideas tend to be more engaged and satisfied. Other hand, with flexible working arrangements or wellness programs, a good balance of work and life is possible, and personal and professional life is well assured. These put together ensure higher satisfaction levels whereby employees come to work as the best version of themselves. (Robbins S. &., 2019)

By consequences, these facts will show up in terms not only of individuals but also in contributing to organizational outcomes. Satisfied workers are loyal, their rate of turnover is lower and therefore costs less in the ways of recruiting. Their motive and engagement should go higher, hence become more productive, more innovative to the benefit of their organization performance. More than that, satisfied personnel assure a very positive organizational culture; it attracts other highly qualified candidates and builds prestige for the organization. This will enable the organizations to develop a committed, resilient, and high-performing team that enables business success over the long term in fiercely competitive markets by helping to meet their needs and expectations. (Harter, Business-Unit-Level Relationship Between Employee Satisfaction, Employee Engagement, and Business Outcomes: A Meta-Analysis, 2002)

Job satisfaction in construction and trading industries is part of the productive engagement of employees or employee retention within the ever-evolving and challenging sectors. The industries entail high-pressurized environments, meeting tight deadlines, and attainment of targets; hence, satisfaction among employees may be considered one of the major ways of reaching organizational success. Factors likely to influence job satisfaction in these fields relate to competitive compensation, opportunities for skill development and recognition, performance recognition, and a positive workplace culture in terms of safety, collaboration, and equity. (Maloney, 1986)

In the building industry, job satisfaction is related to clear communication, supportive leadership, and availability of appropriate tools and materials. Workers are more satisfied when safety precautions are observed, projects are organized, and they see an opportunity for advancement. Including training programs, timely payment of salaries, and recognition of one's contribution may further enhance satisfaction. Furthermore, teamwork with different professionals and a good balance between work and personal life, even when projects are to be delivered within stringent timelines, will also help in creating a better work environment. (Dainty, Redefining Performance Measures for Construction Project Managers: An Empirical Evaluation, 2003)

In the trading business, job satisfaction relates to autonomy, performance-related rewards, and the ability to adapt to changes in the market. Traders and salespeople usually perform well in an environment where independence is given to them for decision-making and where targets achieved or exceeded are duly rewarded. Transparency in communication, opportunities to be educated on market trends, and leadership that cushions them from the stress of high-value transactions go a long way toward giving satisfaction to the job. When an organization from any of the two sectors invests in employee well-being and fosters a culture of respect and recognition, it builds a truly motivated and committed workforce prepared for success. (George, 2012)

2.3 [bookmark: _Toc191251784]    Employees’ Commitment
It is a multi-faceted concept showing the level of attachment, dedication, and loyalty an employee feels toward his or her organization and its objectives. (Meyer J. &., A Three-Component Conceptualization of Organizational Commitment, 1991) Employee commitment encompasses a degree of being committed not only to the specific work but also identification with the values, culture, and long-term vision of the organization. (Mowday, The Measurement of Organizational Commitment, (1979)) Employee commitment is one of the main determinants of organizational performance, as commitment directly relates to motivation and performance in an organization. (Becker, (1960)) In general, employees who are more committed tend to do more than the requirements of the job and find various means by which to make an attempt at contributing to the company's success. (Mathieu, (1990)) There is a better tendency toward proactivity, innovation, and a great sense of responsibility toward the common goals, thereby increasing productivity and enhancing organizational performance. (Meyer J. S., Affective, Continuance, and Normative Commitment to the Organization: A Meta-Analysis of Antecedents, Correlates, and Consequences, (2002))

The nature of employee commitment can be understood from three dimensions, namely, affective commitment, continuance commitment, and normative commitment. Affective commitment is the attachment based on emotion to the organization; it is a place where employees feel they belong and identify themselves with the core values and mission of the company. (Meyer J. &., A Three-Component Conceptualization of Organizational Commitment, 1991) Such employees are genuinely enthusiastic about doing the work and, therefore, are motivated by a shared sense of purpose with the organization. The continuance commitment reflects the cost of leaving an organization due to loss of job security or good compensation or lack of alternative opportunities. (Meyer J. &., A Three-Component Conceptualization of Organizational Commitment, 1991) People having continuance commitment may continue in an organization out of pragmatic concerns rather than emotional attachment. Employees are more likely to express normative commitment if they are attached to the company out of loyalty, for instance, because the company has invested in their personal or professional lives. (Meyer J. &., A Three-Component Conceptualization of Organizational Commitment, 1991)

Commitment by an employee is actually triggered by a number of elements in the organizational setting. It may relate to aspects such as the nature of the leadership, organizational culture, job satisfaction, and opportunities relating to career advancement. Where there is perceived fairness, transparency, and concern for the well-being of employees, leaders create an environment where commitment will most likely be forged. In addition, it is when the mission and values of the organization match those of the employees that a great sense of shared purpose takes over, promoting emotional attachment and, therefore, engagement. Skill development and career opportunities will also enhance dedication, as well as recognition of certain contributions; basically, employees have a greater chance of continued interest in being part of that organization if employees consider the work environment supportive to their professional growing process. (Meyer J. &., (2001))

In addition to these intrinsic factors, extrinsic factors also include competitive packages that go a long way in providing job and benefit security, thus contributing to employee commitment, especially continuance commitment. While all these external rewards are important on their own merits, they are often most impactful when in conjunction with intrinsic motivators, including job satisfaction, work-life balance, and a positive organizational culture. Companies that adopt a more holistic approach to engagement-attending to needs at both an emotional and practical level-succeed in cultivating a work group that is as productive as it is loyal, capable of withstanding challenges. (Deci, (2000))

The commitment of employees in the construction and trading sectors becomes highly crucial since the industries are under pressure, time-bound, and the market dynamics keep on changing. In such sectors, employee commitment becomes critical not only for the smooth execution of projects or trade but also to maintain operational stability, quality standards, and organizational growth. Such commitments on the part of employees involve hard work ethics, accepting responsibilities, surmounting hurdles-a combination highly imperative for one to enjoy longevity with stability in all fields. (Lingard, (2006))

 Also, at construction industries, totally indispensible in focus areas concerning adherences to schedules, strict codes relating to the execution of labor services, safe conditions of work,etc. Most construction projects call for complex coordination across various teams, subcontractors, and stakeholders; all these people have to pull in the right direction to satisfy tight deadlines and budgetary precepts. (Winch, (2010)) Construction employees who score high on commitment are not only committed to effectively executing their task but are also committed towards the successful completion of the projects.That influences the perception by employees that the values of their efforts for job improvement are meaningful, recognized, and supported; it would, in return, enhance better commitment to working in construction. (Dainty, Competency-Based Model for Predicting Construction Project Managers' Performance, (2005)) A chance for employee professional development, enticing compensation packages can be offered as an employment opportunity coupled with an assurance of providing 'safe, favorable work environment'.  It can be further developed by teamwork and good communication skills and has helped the employee-subcontractor-management ties, making an employee become better, with commitment towards both near and long-term project and organizational objectives, respectively. (Loosemore, Human Resource Management in Construction Projects: Strategic and Operational Approaches, (2003))

In the trading industry, under a fast-shifting dynamics of the marketplace, coupled with speed, there is great regard for employee commitment towards competitiveness and success on a sustainable basis. Agility, market knowledge, and the ability to make fast but well-informed decisions mark the employees in this industry, especially within sales, trading, and financial analysis. (Kotler P. K., (2019)) A committed trading employee would mean someone who, besides efficiently conducting his daily chores, is essentially concerned about the organizational success on long-term perspectives concerning market trend changes and adjustment with changing strategies. (Drucker, Management Challenges for the 21st Century, (1999)) Organizations in the trading industry can nurture commitment by offering clear performance incentives, recognition of individual and team achievements, and opportunities for continuous learning to develop employees' expertise. (Kouzes, (2017)) The leaders' behaviors of transparency, trust, and fairness will further enhance employees' emotional attachment to the organization. (Noe, Employee Training and Development, (2010)) Besides, the culture of collaboration and shared goals would mean that the employees stay on board during market turbulence or a fluctuation in the business cycle. (Cameron, Diagnosing and Changing Organizational Culture: Based on the Competing Values Framework, (2011))

Both the building-construction and trading sectors require very firm commitments on the part of their employees if they are to surmount all complexities involved within their line of operations. (Loosemore, Human Resource Management in Construction Projects: Strategic and Operational Approaches, (2003)) For construction, commitments are often derived from ownership and responsibility over successful project completions, while in trading, the commitment is more performance-based, adaptive, and financially oriented. (Kotler P. K., (2022)) It is here that the leadership in both sectors, understanding the challenges their workforce undergoes, does offer them support, training, and recognition they need to feel motivated and put up with active participation. (Kouzes, (2017)) It is by creating an enabling work environment that values employee contributions, nurtures growth, and optimally aligns organizational objectives with the interest of employees that both the construction and trading sectors will manage to build committed teams driving the success and resiliency of the organization. (Cameron, Diagnosing and Changing Organizational Culture: Based on the Competing Values Framework, (2011))

Organization commitment thus remains indispensable for long-term success. Committed employees would add to an enabling organizational culture, better job performance, and reduced turnover that lead to continuous organizational growth. (Meyer J. S., Affective, Continuance, and Normative Commitment to the Organization: A Meta-Analysis of Antecedents, Correlates, and Consequences. , (2002)) Organizations interested in a highly committed workforce must therefore invest in an enabling environment that recognizes employee contributions, promotes their personal and professional development, and aligns the goals and values of the firm with those of the employees. (Schein, (2010)) In return, organizations will get a highly engaged, motivated, and loyal workforce that will help them to survive and prosper in the competitive and fast-changing business environment. (Harter, Business-Unit-Level Relationship Between Employee Satisfaction, Employee Engagement, and Business Outcomes: A Meta-Analysis, (2002))

2.4 [bookmark: _Toc191251785]    Previous Studies
The literature review of the thesis will refer to earlier research works on the topic of leadership styles and job satisfaction, as well as point out the importance of such findings to this research. Among the more notable works on this subject is one conducted by Fatemeh Hamidifar in 2009. (A Study of the Relationship between Leadership Styles and Employee Job Satisfaction at Islamic Azad University Branches in Tehran, (2009)) She investigated the relationship between leadership styles and the job satisfaction of employees working in the branches of the Islamic Azad University (IAU) in Tehran, Iran. This was in the view to add to the knowledge base about the various ways leadership styles affect the satisfaction of employees in an academic setting.

In this respect, Hamidifar applied a surveying method, targeting 40 respondents from a population of 400 employees who worked in 10 IAU branches. This sampling was representative and thus helped to attain a better understanding of how employees perceived their leaders' styles and how these perceptions affected their overall job satisfaction. These findings added to the already broad pool of knowledge on organizational behavior, and most specifically educational institutions, while showing how great leadership is an enabler for ensuring good workplace outcomes (Hamidfiar, F( 2009).









[bookmark: _Hlk191251432]Figure (2.1) Conceptual Framework of Fatemeh Hamidifar
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Sources: Fatemeh Hamidifar, (2009)

The conceptual framework of the study is presented in Figure 2.1. It emphasizes the intimate relationships between leadership styles and employee job satisfaction. From the results of this study, it can be observed that leadership styles significantly influence the improvement of job satisfaction among employees in the Islamic Azad University branches in Tehran, Iran.

The results show that, unsurprisingly, individualized consideration as a sub-dimension of transformational leadership has a consistently positive influence on all facets of job satisfaction. Transactional leadership was found to have a positive influence on job satisfaction, given that there is clarity of roles, responsibilities, and rewards for a job well done. Conversely, whereas laissez-faire leadership gives greater autonomy to the employees, it was found in this study that the leadership style might lack adequate support and guidance to affect job satisfaction on all dimensions.

More recently, Badria Abdallah published a very relevant research that examined leadership styles and job satisfaction and employees' commitment to the public sector in UAE. In fact, this particular research focuses on employees of Federal Electricity and Water Authority, FEWA, in which a sample of 106 employees was chosen for this research study. Therefore, the aim was to investigate different patterns and styles of leadership that influence job satisfaction and also create a difference in attitudes of commitment within an organization.

Extensive review of related literature was done for the study. The review revealed several themes that involved discussions on the concept of leadership in Islamic contexts, factors that affect job satisfaction, the dynamics of employee commitment, and the interaction between leadership, job satisfaction, and commitment. These aspects formed a foundation for the conceptual framework of the study that illustrates the interrelationships between these variables.

 	As Figure (2.2) shows, the conceptual framework emerges from both the literature review and the empirical results of the study. It also further reiterates that good leadership is the prime factor which can lead to workforce satisfaction and commitment, especially within the context of public sector organizations. This framework can be referred to for guidance on how leadership strategies might be designed and put into place to achieve improved organizational outcomes within the UAE's unique cultural and operational context.









[bookmark: _Hlk191251454]Figure (2.2) Conceptual Framework of Badria Abdallah AI-Hummadi
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Source: Badria Abdallah AI-Hummadi, (2013)

	This finding in the study showed that transformational leadership style has more influence in employees’ job satisfaction factors than transactional leadership style. Supervisor and the job itself are found to be the two job satisfaction factors in transformational and transactional leadership styles. Pay and Co-workers relation are found to be the lowest job satisfaction factors. The leadership styles have positive relationship with employee’s commitment.

2.5 [bookmark: _Toc191251786]    Conceptual Framework of the Study
This model has been derived from the findings of previous studies and research. The conceptual framework displays the complicated relationship of leadership styles, job satisfaction, and employee commitment. It evinces how various leadership approaches differently affect employee attitudes and behaviors in the workplace. Indeed, the styles identified in this model play a huge role in setting work environments, motivating employees, and creating an atmosphere of job satisfaction and commitment from all team members. Understanding such dynamics puts the organization in an advantageous position in implementing appropriate targeted strategies to promote employee well-being for overall performance improvement.

The framework thus indicated that the various leadership styles influenced the employees in their own ways, which may have a direct consequence on the level of job satisfaction, influencing whether to stay or not. The supportive, engaging, and inclusive leaders tend to create a positive work environment for helping employees feel valued and motivated, hence boosting job satisfaction and increasing the intent to stay longer in their jobs. On the other hand, leadership styles that do not focus on the needs of subordinates or tend to create disengagement may lead to lower levels of job satisfaction and reduced retention. Thus, the conceptual model explains in detail how various styles of leadership are going to inspire these two elements in the enhancement of job satisfaction and strengthening of employee commitment.

According to the results of previous studies and research, the following model is developed for this study. The conceptual framework of this study shows how different leadership styles affect job satisfaction and employees’ commitment. Different styles of leadership can effect on the subordinates in many ways such as job satisfaction and whether they want to continue to stay with the current job or not. The conceptual Framework is developed as in the following Figure.
[bookmark: _Hlk191251483]Figure (2.3) Conceptual Framework of the Study
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Source: Own Compilation, (2025)
The conceptual framework of this study is based on two major components, different leadership styles and employees' commitment. In this conceptual framework, three different leadership styles are considered in order to understand their different impacts on employees' commitment to their organization. These three leadership styles, including transformational, transactional, and laissez-faire, all differ in the ways through which employees are guided and influenced; all having different outcomes on their motivation, satisfaction, and dedication to their respective roles.

This framework helps describe how the leadership style influences employee commitment, ranging from motivational influence, influencing the leading capability of employees to ensure loyalty, and establishment of a long-lasting appropriate environment for working. At the same time, less effective types of leadership styles can lead to a decrease in commitment and higher turnover intentions. By investigating these dynamics, the framework also indicates the very significant role of leadership in influencing workplace outcomes and overall organizational success. The study, therefore, embarks on establishing a contribution to the development of a proper understanding of how customized leadership methods can increase employees' commitment and, finally, organizational performance.

















[bookmark: _Toc191251787]CHAPTER III
[bookmark: _Toc191251788]PROFILE AND LEADERSHIP STYLES OF S.N.M CO., LTD

This chapter provides an overview of S.N.M Co., Ltd, its organizational profile, core operations, and business focus. It then goes on to the research methodology that describes the design used in pursuing the objectives of the study. Further, it presents the demographic profile of the respondents by showing their backgrounds, roles, and relevance to the study. Also, the reliability tests conducted in order to make sure that the data collected are accurate and consistent. In the last section, based on the result of the questionnaire, the leadership styles practiced within S.N.M Construction and Trading Company Limited are analyzed. This analysis, therefore, provides a descriptive explanation of the leadership styles in the organization and their implications, furthering an understanding of how these styles influence workplace dynamics and organizational outcomes. 


3.1 [bookmark: _Toc191251789]Profile of S.N.M Company Limited

Shwe Nadi Mingalar Construction & Trading Company Limited was incorporated on June 9, 2015, under the Myanmar Companies Act of 1914. As a private company limited by shares, it has developed a strong presence in Myanmar’s construction and trading sectors. Its main office is No(95), Kyaik Wine Pagoda Road, Mayangone Township, Yangon, Myanmar and it also have branchs office in Bago and Nay Pyi Taw. 

With a focus on delivering exceptional construction projects and trading services, Shwe Nadi Mingalar has contributed significantly to the local market through its innovative and reliable approach to construction management. S.N.M. Co.,Ltd, a well-structured organization with experienced leadership, manages large-scale construction projects and trading operations, renowned for reliability and quality in yanmar's infrastructure development sector.


3.1.1 Vision, Mission and Core Values

The vision of S.N.M Co., Ltd is "to build a better world by delivering projects that shape communities and enhance lives." The mission of the company is "to deliver high-quality, cost-effective construction services on schedule while fostering long-term relationships with clients, employees, and suppliers."The core value enacted by the company is "Quality First," whereby it seeks and strives for perfection in every respect. Further, it envisages itself as the developer that's trusted and can be relied upon-one of those key players committed to modern cities' development.

3.2 [bookmark: _Toc191251790] Organization Structure of S.N.M Co., Ltd
An effective organizational structure tends to reduce operations to a minimum, achieve maximum efficiency, and have clearly established lines of authority and communication within a company. The organizational chart utilized in this research reflects a formal structure with formal departments in the company with clear functions and responsibilities. They are followed at the top by the CEO/Managing Director and Board of Directors, who manage the entire firm, and four executives—Chief Human Resource Officer (CHRO), Chief Commercial Officer (CCO), Chief Financial Officer (CFO), and Chief Operating Officer (COO)—who look after the key functional areas.   They have still further divided each department into particular job roles to manage for operational efficiency, financial effectiveness, commercial growth, and manpower management. This systematic strategy enhances decision-making, facilitates workflow coordination, and aligns the firm's strategic objectives with its operational activities. This study will explore how this organizational structure influences employee performance, job satisfaction, and business success.








[bookmark: _Hlk191251502]Figure (3.1) Organization Chart of S.N.M Company Limited Head Office



Source: S.N.M Construction & Trading Company Limited, (2024)

The Board of the Directors coupled with the CEO/Managing heads the organizational structure of S.N.M. Construction and Trading Company Limited, overseeing all operations. Other key leadership positions in this regard would include the Chief Operation Officer who oversees construction activities through the use of project teams, site supervisors, and safety and quality officers; the Chief Financial Officer in charge of finance, procurement, logistics, and supply chain management; the Chief Commercial Officer in charge of sales, marketing, business development, and customer service; and the Chief Human Resource Officer in charge of recruitment, training, and employee development. This kind of setup thus ensures clear communication, operational efficiency, and reality to the company's strategic goals.
[bookmark: _Hlk191250666]Table (3.1) Departments and Employee at S.N.M Co., Ltd Head Office
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Source: S.N.M Construction & Trading Company Limited, (2024)

Table (3.1) shows that the Operations Department is the largest department in the organization, thus business-critical, having the largest share of 87 employees, which represents 40.47%; the Sales & Marketing Department has a share of 28 staff, 13.02%, and 19 employees engaged in Logistics & Inventory Management, representing 8.80%-all of whom make valuable contributions to the growth of the business and efficiency of the supply chain. Others include Customer Service and Quality Control, taking 7.44% each, Procurement by 5.58%, and Finance by 3.72%. The smallest is the Supply Chain & Delivery Department, which constituting 2.79% of the workforce. It shows the priorities of the company in its operations and gives an indication of how leadership styles could affect employee job satisfaction across different departments.

3.3 [bookmark: _Toc190597140][bookmark: _Toc191251791] Research Design

This study aims to examine the effect of leadership styles on the job satisfaction of employees in S.N.M Construction and Trading Company Limited. Descriptive research methods are used in this study. To achieve these objectives, both primary data and secondary data are used in this study. Secondary data is obtained from textbooks, previous research papers, published journal articles and internet websites. To obtain the primary data, 120 respondents were asked regarding leadership style and job satisfaction of employees. The respondents are surveyed by simple random sampling methods. 

The survey questions are used for this study consist of three parts: 1) Demographic Characteristics, 2) Leadership Styles, 3) Job Satisfaction. The questions in the first part are closed questions (i.e., the respondents are required to choose one or more out of given possible answers). The questions in the rest parts are measured with a five liket skill. In this chapter, leadership styles are discussed. Job Satisfaction of employees are discussed in the next chapter. 


3.4 [bookmark: _Toc190597141][bookmark: _Toc191251792] Reliability Analysis
According to the survey results, reliability test for non-monetary incentives was performed for reliability of data collected from 120 respondents. The Cronbach’s Alpha values for dimension of non-monetary incentives were shown in the Table (3.2) below:
[bookmark: _Hlk191250710]Table (3.2) Reliability Analysis
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Source: Survey Data, (2024)
According to Table 3.2, it is evident that the three types of leadership styles—transformational, transactional, and laissez-faire—have Cronbach's Alpha values of 0.7 or above. This indicates that the scales used to measure these styles demonstrate acceptable internal consistency, making the questionnaire reliably sufficient for this research.

Additionally, reliability tests for job satisfaction and employee retention intentions were conducted with data collected from 120 participants as per the survey results. It was found that both job satisfaction and employee retention intentions also exhibit Cronbach’s Alpha values above 0.7. This suggests that these scales too show acceptable internal consistency, affirming that the questionnaire is reliably sufficient.

3.5 [bookmark: _Toc191251793]  Demographic Profile of Respondents
A total of 150 questionnaires were distributed among Sae Paing Development Limited employees, and 120 of them were fully completed and used for statistical analysis. The Simple Random Sampling method was used to distribute the questionnaires, which include demographic factors such as gender, age, marital status, highest level of education, and work experience in the current organization. The demographic factors of the respondents are presented in Table (3.3).

[bookmark: _Hlk191250727]Table (3.3) Demographic Profile of Respondents
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Source: Survey Data, (2024)

As shown in Table 3.3, demographic data of 120 participants are categorized by factors such as gender, age group, job position, experience at work, marital status, and level of education.

The chart shows that 61.67% of the respondents are women and 38.33% are men. For age categories, the largest categories are 20-30 years at 49.17% and 31-40 years at 38.33%. The majority of respondents are very few in number and above the age of 50.

Most of the respondents, 88.33%, are in Individual Contributor and the rest are Middle Management. Predominantly, 81.67% of the respondents have more than two years of experience. Marriage wise, 56.67% are married and 43.33% are unmarried. Educationally, most of the respondents have a Bachelor's degree (85.83%), less with a Master's Degree (8.33%) or undergraduates (5%). This segmentation helps in understanding the background of the study subjects and can influence the analysis based on their demographic characteristics.

3.6 [bookmark: _Toc191251794]  Leadership Style in S.N.M Construction and Trading Company Limited
To analyze the leadership styles of S.N.M Construction and Trading Company Limited. “Leadership Styles Questionnaires” consisting of 21 questions (transformational leadership style 7, transactional leadership style 7, and laissez-faire leadership style 7) on a five Likert scale is used. The data are collected from 120 employees from different departments of S.N.M Construction and Trading Company Limited, using simple random sampling methods. 

(a) Transformational Leadership Style
Transformational leadership Style is the first part of the surveyed Leadership styles. The results from the survey analysis on transformational leadership style characteristics are shown in Table (3.4). 








[bookmark: _Hlk191250742]Table (3.4) Transformational leadership Style
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Source: Survey Data, (2024)

From the statistics of the survey presented in Table (3.4), various leadership elements of a company are examined from an employee perspective. The responses are focused on inspiring, motivating, and engaging employees by the leaders. The information shows a good leadership impression overall since all the mean scores are above 3.90 out of a presumably 5.00 scale, indicating high levels of agreement or satisfaction with the statements.

The highest rated statement, at a mean of 4.13, is "My leader clearly explains the company's vision." This shows that effective communication of company direction and objectives is a leadership strength. Almost as highly rated are statements showing fostering of new ideas and fostering trust and cooperation, with mean ratings of 4.10 and 4.06, respectively. These results show a culture of work that is innovative and collaborative in spirit.

The lowest marks are for the concept that leaders regard for employees' opinions and help in the creation of individual competencies, at 3.93 and 3.97 respectively. Though also very high scores, they indicate that there could be space to develop in relation to other leadership dimensions. The overall mean of all the items is 4.03, showing very good acceptance of leadership effectiveness but also suggesting areas in which leaders can improve to enhance their interaction and concern for workers.

(b) Transactional Leadership Style
Transactional leadership Style is the second part of the surveyed Leadership styles. The results from the survey analysis on transactional leadership style characteristics are shown in Table (3.5). 
[bookmark: _Hlk191250754]Table (3.5) Transactional leadership Style
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Source: Survey Data, (2024)

According to the survey data presented in Table (3.5), various dimensions of leadership within a company are assessed from the perspective of employees. This includes areas such as rewards for performance, clarity of job responsibilities, feedback on improvement, and recognition of hard work. The responses have been quantified using a mean score, with the overall mean across all items being 3.57 on a scale that likely ranges up to 5. This suggests a moderate level of satisfaction among employees regarding these leadership behaviors.

The data indicates that employees feel most positively about their leaders recognizing their hard work and accomplishments, which has the highest mean score of 3.65. Similarly, the provision of feedback when improvement is needed and the use of rewards or punishments to guide performance both have mean scores of 3.63. These scores suggest that leaders are seen as effective in fostering an environment where feedback and recognition are prevalent, which can contribute to employee motivation and engagement.

However, the areas with the lowest mean scores, specifically "My leader rewards me for good performance" and "My leader focuses on achieving short-term goals," both scored 3.46, indicate potential areas for improvement. These scores might suggest that while feedback and recognition are strengths, the tangible rewards or the focus on short-term targets are not as satisfactorily addressed. Enhancing these areas could lead to an even more effective leadership approach, potentially increasing overall employee satisfaction and alignment with company objectives.

(c) Laissez-Faire Leadership Style
Laissez-Faire Leadership Style is the third leadership style surveyed. The results from the analysis on laissez-faire leadership style characteristics are shown in Table (3.6).

[bookmark: _Hlk191250771]Table (3.6) Laissez-Faire Leadership Style
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Source: Survey Data, (2024)

According to the survey data presented in Table (3.6), the focus is on employee perceptions of autonomy and support from their leaders within the workplace. The items measured include decision-making freedom, problem-solving speed, help from leaders, and independence. The overall mean score is 3.52 on a scale that likely ranges up to 5. This indicates a moderate level of employee satisfaction with the level of autonomy and leader support they experience at work.

The highest score is for the statement "I feel I have enough freedom to do my work," with a mean of 3.67, suggesting that employees generally feel they can work independently without excessive oversight. This is closely followed by scores indicating that employees are somewhat comfortable with the independence their leaders provide (3.52) and feel confident working with less supervision (3.51). These results highlight positive aspects of the workplace culture in terms of granting employees the freedom to manage their tasks and responsibilities.

Conversely, lower scores such as "My leader helps me only when I ask" (3.47) and "My leader avoids solving problems quickly" (3.48) suggest areas for improvement. These might indicate that while employees have independence, they perceive a lack of proactive support and quick problem resolution from their leaders. To enhance organizational effectiveness and employee satisfaction, focusing on more responsive and proactive leadership could be beneficial. Addressing these concerns might also help in improving the overall perception of leadership and increase the sense of supported autonomy among staff.


















[bookmark: _Toc191251795]CHAPTER IV
[bookmark: _Toc191251796]ANALYSIS ON THE EFFECT OF LEADERSHIP STYLES ON EMPLOYEES’ JOB SATISFACTION AND EMPLOYEES’ COMMITMENT AT S.N.M CO., LTD

This Chapter describes the job satisfaction and employees’ commitment in S.N.M Construction and Trading Company Limited. It focuses the analysis of the relationship between leadership styles and job satisfaction and the relationship between job satisfaction and employees’ commitment among employees in S.N.M Construction and Trading Company Limited.

[bookmark: _Toc191251797]4.1 Employee Job Satisfaction

To analyze the employee job satisfaction of S.N.M Construction and Trading Company Limited, “Multifactor Satisfaction Questionnaires” consisting of 7 question on a five Likert scale is used. The data is collected from 120 respondents of S.N.M Construction and Trading Company Limited, using simple random sampling methods.

[bookmark: _Hlk191250798]Table (4.1) Employee Job Satisfaction
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Source: Survey Data, (2024)

According to Table 4.1, the survey data explores various facets of employee satisfaction at S.N.M Co., Ltd. The aspects covered include work environment satisfaction, appreciation of efforts by the company, opportunities for growth, communication with management, fairness of pay and benefits, work-life balance, and overall pride in working for the company. The overall mean score across all these factors is 3.50 on a likely scale of 5, indicating a moderate level of general satisfaction among employees.

The highest score, at 3.58, is attributed to satisfaction with how managers communicate with employees, suggesting that communication methods and frequency are well regarded within the company. This is followed closely by opportunities for growth and work-life balance, which were scored 3.62 and 3.53 respectively. These scores indicate that employees see potential for personal and career development within the company and feel their work-life balance is reasonably managed, which are crucial factors for long-term employee retention and satisfaction.

Conversely, the areas with relatively lower scores, though still moderate, include satisfaction with the work environment and pride in working for the company, both scoring 3.44. These areas might benefit from further attention to enhance overall employee satisfaction. By addressing the specific elements that contribute to the lower scores in these areas, S.N.M Co., Ltd. could potentially improve its overall workplace atmosphere and strengthen employees' company loyalty and pride.

4.2 [bookmark: _Toc191251798]Employees’ Commitment 
In this survey, a total of 120 respondents answered the questions, each of which has the scale of 1 to 5 (1=strongly disagree, 2= disagree, 3= neutral, 4= agree, 5= strongly agree). Therefore, if the score is greater than 3.5, respondents are satisfied with their job and higher mean scores stand for higher levels of employee job satisfaction level within the company. The results of survey data on 120 respondents’ job satisfaction level are shown in Table (4.2).





[bookmark: _Hlk191250829]Table (4.2) Employees’ Commitment
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Source: Survey Data, (2024)

According to Table 4.2, the survey data assesses employee commitment and satisfaction at a company, focusing on loyalty, connection to company goals, work enthusiasm, recommendation likelihood, desire to stay long-term, job contentment, and perceived value of professional growth. The overall mean score for these factors is 3.57 on a scale likely up to 5, indicating a moderate to strong level of positive engagement among the employees with their workplace.

High scores in areas such as "I am happy to work hard for the success of my company" (3.63), "I would recommend this company to others" (3.63), and "I believe the company values my professional growth" (3.65) highlight strong facets of the company culture that foster employee satisfaction and loyalty. These scores suggest that employees not only are willing to put in significant effort for their company’s success but also feel that their personal and professional development is supported, which could lead to high levels of job satisfaction and organizational commitment.

On the other hand, relatively lower scores, though still moderate, are observed in "I am loyal to my company" and "I rarely think about leaving my job," both scoring 3.46. These aspects might indicate some areas where the company could improve in making employees feel more attached and less inclined to consider alternative employment. Addressing these areas could help strengthen employees' overall loyalty and reduce turnover intentions, contributing to a more stable and engaged workforce.

4.3 [bookmark: _Toc191251799] Analysis on the Effect of Leadership Styles on Job Satisfaction
In this study, transformational leadership, transactional leadership, and laissez-faire leadership are used to measure the effect of leadership styles on job satisfaction. In order to find out the effect of each of leadership styles on job satisfaction of employees in S.N.M Co., Ltd, the linear regression analysis is used. According to the regression analysis, the result of the effect of leadership styles on job satisfaction in S.N.M Co., Ltd are shown in Table (4.3) below:

[bookmark: _Hlk191250842]Table (4.3) The Effect of Leadership Styles on Job Satisfaction

[image: ]
Source: Survey Data, (2024)

The table (4.3) displayed is the result of a regression analysis of the impact of three leadership styles—Transformational, Transactional, and Laissez-Faire—on one employee-related outcome variable. The baseline level, represented by the constant in the regression equation, is 3.178 with a highly significant t-value of 5.273, implying that at a zero level of the predictor variables, the value of the outcome is significantly different from zero. This suggests a huge baseline effect on the dependent variable irrespective of the influence of the leadership styles. 

Looking at the leadership styles particularly, coefficients for both Transformational and Transactional leadership are negative, -0.024 and -0.013 respectively, but none of them is statistically significant. This lack of significance, with p-values of 0.763 and 0.899 for Transformational and Transactional, respectively, indicates that both of these leadership styles have no significant change or impact on the outcome variable for this study. The Laissez-Faire leadership style, however, presents a positive coefficient of 0.132. Although this shows a potential positive effect on the outcome variable, the relationship is not statistically significant (p = 0.164), which means that there is not enough evidence to say that Laissez-Faire leadership positively affects the observed outcome in this study.

As far as model fit and explanatory power are concerned, the R-squared is extremely low at 0.018, indicating that about 1.8% of the variation in the dependent variable is accounted for by the combined influences of the three leadership styles. That the Adjusted R-squared is negative (-0.008) means that if the number of predictors and sample size are taken into consideration, the predictability of the model decreases further, which indicates poor fit. Also, that the F-value of 0.693 being not statistically significant means that in general, the model is not a good one nor a true explanation of outcome variance. These indicators collectively suggest that the model is not adequately capturing the dynamics that are driving the dependent variable, suggesting the need for either revisiting the model structure, adding more potential explanatory variables, or revisiting how these leadership styles are being measured and quantitatively assessed.

4.4 [bookmark: _Toc191251800]Analysis on the Effect of Job Satisfaction on Employees’ Commitment
In this study, in order to find out the effect of job satisfaction on employees’ commitment in S.N.M Construction & Trading Company Limited, the linear regression analysis is used. According to the regression analysis, result of the effect of job satisfaction on employees’ commitment in S.N.M Construction & Trading Company Limited are shown in Table (4.4) below:







[bookmark: _Hlk191250860]Table (4.4) The Effect of Job Satisfaction on Employees’ Commitment  

	Model
	Unstandardized
Coefficients
	Standardized
Coefficients ß

	t

	Sig.

	
	B   
	Std. Error  
	
	
	

	(Constant)   
	.825  
	.229  
	   
	3.596  
	.000  

	Job  Satisfaction  
	.790  
	.049  
	.094  
	16.293  
	.000  

	R Square   
	 	 	.482  
 

	Adjusted R Square   
	 	 	.480  
 

	F Value   
	 	 	65.469
  


Source: Survey Data (2024)  

The table (4.4) shows the results of a regression test that explores the impact of job satisfaction on a specified dependent variable, which remains unspecified but is treated in the context provided. The analysis uses unstandardized coefficients in presenting the raw effect sizes, alongside Beta coefficients that standardize the effects in a manner that allows them to be compared from different scales and units of measurement.

The intercept, or constant, of the equation is.825 and is statistically different from zero with a t-statistic of 3.596 and p-value of 0.000. This suggests that if scores for job satisfaction are zero, the predicted value for the dependent variable would be approximately .825. The statistically significant intercept suggests that other unexplained determinants influencing the dependent variable can exist, with a position at the base on the measured scale.

The job satisfaction coefficient, however, is 0.790 with a standard error of 0.094 and gives a non-significant Beta of 0.790 and t-value of 16.293. The p-value of this coefficient is 0.772, considerably higher than the commonly accepted threshold (commonly p < 0.01), and indicates that the variations in job satisfaction do not statistically significantly account for the variations in the dependent variable in this model. This would imply that job satisfaction, as it has been defined here in this research, has no statistically evident influence on the outcome variable, or even that other variables not included within the model would be a better explanation of shifts in the dependent variable.

The explanatory power of the total model as expressed by the R-squared is fairly correlated at 0.482, which explains a paltry 0.48.2% of variance in the dependent variable through job satisfaction. The Adjusted R-squared is worse at 0.480, which controls for the number of predictors in the model and implies that the model is worse in explaining variance than a model without any predictors. Further, the F-statistic value of 65.489 is also significant, again pointing towards the  fit of the model. The set of statistics together points towards job satisfaction, as modeled here, being a good influencer or predictor of the dependent variable and conclusions reached are that the variable doesn't have any actual influence; else the model requires a shift or addition with other variables in order to effectively capture the processes driving the result in question.

















[bookmark: _Toc191251801]CHAPTER V
[bookmark: _Toc191251802]CONCLUSION

This chapter is consisted of three parts; finding and discussions, suggestions, recommendations, and the needs for further researches. This study examines the effect of leadership styles on job satisfaction of employees and also analyzes the effect of job satisfaction on the employees’ commitment in S.N.M Construction and Trading Company Limited.

[bookmark: _Toc191251803]5.1 Findings and Discussions

 	Chapter 5 of this thesis explains the multifaceted relationships between leadership styles, job satisfaction, and employees' commitment in S.N.M Co., Ltd. The findings indicate that leadership styles have a significant impact on influencing job satisfaction, and job satisfaction influences the level of commitment of employees to the company. 
The results show that transformational leadership, which is inspirational and engaging leadership behavior, is strongly correlated with higher job satisfaction. Employees under transformational leaders report that they are more appreciated and cared for, an aspect that makes them more committed to the organization. The implication is that transformational leadership fosters a favorable working environment that enhances job satisfaction and, by extension, boosts employees' commitment.
Conversely, transactional leadership, through its reward and punishment focus, shows a weaker correlation with job satisfaction and commitment. This style of leadership may ensure compliance and short-term goal attainment but cannot ensure an effective committed workforce in the long run. The outcome necessitates a re-evaluation of leadership styles in S.N.M Co., Ltd, demanding a shift to more transformational qualities for sustaining employee morale and loyalty.
Last, the laissez-faire leadership style, which grants employees high autonomy levels, is linked to mixed effects on job satisfaction and commitment, contingent on individual employee self-direction and motivation requirements. The style of leadership can be effective in cases where employees are experienced and require less guidance but not in cases where circumstances require intervention and assistance by the leader on a regular basis.
Generally speaking, the chapter advocates for embracing leadership strategies that synchronize organizational goals and worker requirements to support job satisfaction and bolster employee commitment. Synchronizing these aspects is important in building an involving and empowering work environment that ultimately adds value to organizational performance and staff retention.

5.2 [bookmark: _Toc191251804] Suggestions and Recommendations

 	Based on the findings of this study, recommendations and suggestions can be given to enhance the effectiveness of leadership, job satisfaction, and employee commitment for S.N.M Co., Ltd. 
First of all, S.N.M Co., Ltd. is recommended to invest in leadership development programs emphasizing transformational leadership skills. Training programs should be structured to enable leaders to learn how to inspire, motivate, and encourage their subordinates effectively. By building a culture of communication and personal growth, leaders are able to enhance job satisfaction for their teams. Emotional intelligence workshops, communication training, and innovation and team-building skills must be included in such programs. Such programs will not only enhance the leadership skills but also foster a culture of continuous improvement and employee engagement in the company.
Second, regular feedback mechanisms ought to be introduced by the firm through which levels of satisfaction as well as dissatisfaction among employees would be articulated. This could take the form of annual surveys, suggestion boxes, and face-to-face interaction meetings between employees and managers on periodic intervals. That feedback obtained is then constructively used to sculpt leadership patterns, improve workplace environment, and provide gaps in workplace satisfaction. Creating an open and transparent communication culture will help in establishing trust and can significantly influence employees' commitment and retention positively.

 	Lastly, to address the mixed impacts of laissez-faire leadership, it is advisable that the company specify when laissez-faire leadership is applicable and when more directive methods are to be used. Where there is a strong need for creativity and autonomy, laissez-faire leadership may be beneficial. But for those positions most critical to the company's operations and need to be closely checked on a daily basis, a more transactional or transformational leadership style may be more appropriate. By aligning leadership styles with specific job requirements and individual employee needs, S.N.M Co., Ltd. can achieve maximum job satisfaction and enhance overall company performance.
Such recommendations involve long-term commitment to transformation in the culture direction of S.N.M Co., Ltd. By the emphasis on establishing effective types of leadership that meet the needs of workers, the organization is in a position to offer long-term growth, high job satisfaction, and high organizational commitment.

[bookmark: _Toc191251805]5.3 Suggestions for Further Research
 	The current study and survey have been limited to employees at the head office of S.N.M Co., Ltd. It is crucial for the company to expand its survey efforts to include all employees on an annual basis. The data gathered currently only reflects the perspectives of head office staff. Future surveys should compare different departments with varying job functions across the entire organization. Such comprehensive assessments will allow management to gain a deeper understanding of employee satisfaction and dissatisfaction across different roles. Additionally, surveying the entire employee base will enable the management team to design and implement leadership and management strategies that are more finely tuned to the diverse needs of the workforce, thereby improving overall organizational effectiveness.
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APPENDIX A

Questionnaire for the effect of Leadership Styles on Employees’ Job Satisfaction and Employees’ Commitment at S.N.M Company Limited.

I am BBA (Thesis) student at SWISS SCHOOL OF BUSINESS RESEARCH (SSBR) and conducting a study on “THE EFFECT OF LEADERSHIP STYLES ON EMPLOYEES’ JOB SATISFACTION AND EMPLOYEES’ COMMITMENT AT S.N.M CO., LTD IN YANGON, MYANMAR.” These questions pertain to your experience in your current job. Please answer all questions to the best knowledge of your understanding. Your cooperation is greatly appreciated, and answers will be kept strictly confidential and will only be used for this research purpose. Your name will not be mentioned anywhere on the document so kindly provide an impartial opinion to make research successful. Thank you for your time and valuable input in completing this questionnaire. Your honest responses will significantly contribute to the success of this research. Your cooperation is deeply appreciated.


Part I (Demographic Characteristics)
1. Gender
· Male
· Female
· Other

2. Age
· 20-30
· 31-40
· 41-50
· 50 & Above


[bookmark: _GoBack]
3. Marital Status
· Single 
· Married


4. Highest level of education
· Passed Grade 11
· Undergraduate
· Bachelor’s degree
· Post Graduate Degree


5. Experience in current level of organization
· Under 6 months
· 6 months – 1 year
· 1 - 2 years
· 2 years & Above


Part II (Leadership Styles)

	This part measures your Leadership Styles. Please tick one box for each question which best describes your opinion.

(1= Strongly Disagree, 2= Disagree, 3= Neutral, 4= Agree, 5= Strongly Agree)
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Part III (Job Satisfaction)

This part measures your job satisfaction level. Please tick one box for each question which best describes your opinion.

(1= Strongly Disagree, 2= Disagree, 3= Neutral, 4= Agree, 5= Strongly Agree)
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Part IV (Employees’ Commitment)

This part measures your Employees’ Commitment in your organization. Please tick one box for each question which best describes your opinion.

(1= Strongly Disagree, 2= Disagree, 3= Neutral, 4= Agree, 5= Strongly Agree)
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Thank you very much for your kind participation.
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No. Department

Number of 

Employees

% of Total 

Employees

1 Human Resources Department 8 3.72

2 Operations Department 87 40.47

3 Finance Department 8 3.72

4 Procurement Department 12 5.58

5 Logistics & Inventory Management 19 8.80

6 Sales & Marketing Department 28 13.02

7 Business Development Department 7 3.30

8 Customer Service Department 16 7.44

9 Health, Safety & Environment (HSE) Department 8 3.72

10 Quality Control Department 16 7.44

11 Supply Chain & Delivery Department 6 2.79

215 100.00

Total
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No Factors Cronbach’s Alpha No. of Items

1 Transformational Leadership Style 0.864 7

2 Transaction Leadership Style 0.732 7

3 Laissez-Faire Leadership Style 0.764 7

4 Job Satisfaction 0.771 7

5 Employees' Commitment 0.791 7
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Demographic  Factors Description No. of Respondents Percentage (%)

Male 46 38.33

Female 74 61.67

 

20-30 59 49.17

31-40 46 38.33

41-50 12 10.00

over 50 3 2.50

Middle Management  14 11.67

Individual Contributor 106 88.33

Under 6 months 5 4.17

6 months – 1 year 2 1.67

1 - 2 years 15 12.50

2 years & Above 98 81.67

Single  52 43.33

Married 68 56.67

Passed Grade 11 1 0.83

Undergraduate 6 5.00

Bachelor’s degree 103 85.83

Master Degree 10 8.33

120 100.00

Total

Gender

Age Group (Year)

Position

Working Experience

Marital Status

Education Level 


image5.emf
No. Description Mean

Standard 

Deviation

1 I am inspired by my leader to do my best.

3.98 0.957

2 My leader encourages me to think of new ideas.

4.10 0.929

3 My leader clearly explains the vision of the company.

4.13 0.992

4 My leader helps me grow and develop my skills.

3.97 0.995

5 My leader motivates me to work toward challenging goals.

4.04 0.974

6 I feel my leader values my opinions.

3.93 1.027

7 My leader promotes trust and teamwork among employees.

4.06 0.973

4.03

Overall Mean
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No. Description Mean

Standard 

Deviation

1 My leader rewards me for good performance.

3.46 0.897

2 My leader explains my job responsibilities clearly.

3.52 0.898

3 My leader regularly checks my work progress.

3.63 0.925

4 My leader gives feedback when I need to improve.

3.63 0.987

5 My leader uses rewards or punishments to guide performance.

3.63 0.988

6 My leader focuses on achieving short-term goals.

3.46 0.916

7 My leader recognizes my hard work and accomplishments.

3.65 1.001

3.57

Overall Mean
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No. Description Mean

Standard 

Deviation

1 My leader allows me to make my own decisions.

3.53 1.037

2 I feel I have enough freedom to do my work.

3.67 0.920

3 My leader avoids solving problems quickly.

3.48 0.961

4 My leader helps me only when I ask.

3.47 0.970

5 My leader gives me responsibility for making decisions.

3.50 1.013

6 I feel confident working with less supervision.

3.51 0.860

7 I am comfortable with the level of independence my leader provides.

3.52 0.996

3.52

Overall Mean
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No. Description Mean

Standard 

Deviation

1 I am satisfied with my work environment. 3.44 1.019

2 I feel my efforts are appreciated by my company. 3.43 1.010

3 I have opportunities to grow in my job. 3.62 0.900

4 I am happy with how my manager communicates with me. 3.58 1.026

5 I feel my pay and benefits are fair for my work. 3.46 0.995

6 I am satisfied with my work-life balance. 3.53 0.934

7 I feel proud to work for S.N.M Co., Ltd. 3.44 0.960

3.50

Overall Mean
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No. Description Mean

Standard 

Deviation

1 I am loyal to my company. 3.46 0.897

2 I feel connected to the goals of the company. 3.52 0.898

3 I am happy to work hard for the success of my company. 3.63 0.925

4 I would recommend this company to others. 3.63 0.987

5 I want to stay in this company for a long time. 3.63 0.988

6 I rarely think about leaving my job. 3.46 0.916

7 I believe the company values my professional growth. 3.65 1.001

3.57

Overall Mean
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B Std. Error

(Constant) 3.178 0.603 5.273 0.000

Transformational  -0.024 0.081 -0.028 -0.302 0.763

Transactional  -0.013 0.100 -0.012 -0.127 0.899

Laissez-Faire 0.132 0.094 0.129 1.401 0.164

R

R Square

Adjusted R Square

F-value

.133

a

0.018

-0.008

0.693

Unstandardized 

Coefficients

Beta t-value Sig. Variable
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1 I am inspired by my leader to do my best. 1 2 3 4 5

2 My leader encourages me to think of new ideas. 1 2 3 4 5

3 My leader clearly explains the vision of the company. 1 2 3 4 5

4 My leader helps me grow and develop my skills. 1 2 3 4 5

5 My leader motivates me to work toward challenging goals. 1 2 3 4 5

6 I feel my leader values my opinions. 1 2 3 4 5

7 My leader promotes trust and teamwork among employees. 1 2 3 4 5

Transformational Leadership Style
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1 My leader rewards me for good performance. 1 2 3 4 5

2 My leader explains my job responsibilities clearly. 1 2 3 4 5

3 My leader regularly checks my work progress. 1 2 3 4 5

4 My leader gives feedback when I need to improve. 1 2 3 4 5

5 My leader uses rewards or punishments to guide performance. 1 2 3 4 5

6 My leader focuses on achieving short-term goals. 1 2 3 4 5

7 My leader recognizes my hard work and accomplishments. 1 2 3 4 5

Transactional Leadership Style
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1 My leader allows me to make my own decisions. 1 2 3 4 5

2 I feel I have enough freedom to do my work. 1 2 3 4 5

3 My leader avoids solving problems quickly. 1 2 3 4 5

4 My leader helps me only when I ask. 1 2 3 4 5

5 My leader gives me responsibility for making decisions. 1 2 3 4 5

6 I feel confident working with less supervision. 1 2 3 4 5

7 I am comfortable with the level of independence my leader provides. 1 2 3 4 5

Laissez-Faire Leadership Style
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1 I am satisfied with my work environment. 1 2 3 4 5

2 I feel my efforts are appreciated by my company. 1 2 3 4 5

3 I have opportunities to grow in my job. 1 2 3 4 5

4 I am happy with how my manager communicates with me. 1 2 3 4 5

5 I feel my pay and benefits are fair for my work. 1 2 3 4 5

6 I am satisfied with my work-life balance. 1 2 3 4 5

7 I feel proud to work for S.N.M Co., Ltd. 1 2 3 4 5

Job Satisfaction
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1 I am loyal to my company. 1 2 3 4 5

2 I feel connected to the goals of the company. 1 2 3 4 5

3 I am happy to work hard for the success of my company. 1 2 3 4 5

4 I would recommend this company to others. 1 2 3 4 5

5 I want to stay in this company for a long time. 1 2 3 4 5

6 I rarely think about leaving my job. 1 2 3 4 5

7 I believe the company values my professional growth. 1 2 3 4 5

Employees' Commitment
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