
Abstract4This descriptive research aims to explain the char-

acteristics of  employees at  generation Z (Gen Z) in Vietnam

which influence on their interests and priorities towards their

job satisfaction at sport businesses in Ho Chi Minh city. The

survey research was designed based on the Job Descriptive In-

dex (JDI) measure about job satisfaction and the sample used

480 respondents who are working in Ho Chi Minh city from

January to April, 2022. The regression analysis results showed

that there are five concerns for Gen Z to decide to join and stay

in sport organizations. The leadership and salary factors take

strongly influence to job statisfaction and the least influence is

colleague factor. The findings show that the characteristis in-

fluence on job satisfaction of Gen Z which differ from previous

generations.  Human resource managers exploit the results to

develop traing courses for managers,  competitive salary sys-

tem, and working conditions to attract and retain Gen Z.

Index Terms4Generation Z, job satisfaction,  Job Descrip-

tive Index

I. INTRODUCTION

People at generation Z (Gen Zers), who are borned after
1995 and the cutoff point is 2009 [43] or 2010 [14], are the
youngest cohort contributing the generational diversification
and different expectations towards the job in the workplace.
According to the Vietnamese Statistics Office, Gen Zers are
expected to occupy over 35% of the Vietnamese working
age group in 2025 and rise their influences on the local labor
market. They were born in the era of technology and raised
in inheritage of the benefit of computer revolution and inter-
net explosion which help them with being familar with so-
cial web, digital devices, and network communication [61].
These characteristics have composed their different expecta-
tions from older generations9 towards their job. 

It is required to study the Gen Zers9 characteristics and
preferences as well as factors influence their job satisfaction
at sport businesses today. The development of sport social-
ization causes sport business increase strongly in Vietnam
[68], espcially in Ho Chi Minh city where is the largest and
modernest city in this country. This fact lead to the high de-
mand on workforce for that kind of company which is con-
sidered to be for youths where Gen Zers should be majority
because of mostly clients at Gen Z [54]. Gen Zers are both
young, healthy and tremendous human resource but they are
considered the <job hoppers= [10] who easily move job than
previous generations.  The understanding of factors impact
Gen Zers9 job satisfaction can help employers attract and re-
tain these quality workforce who are considered more effec-
tive performance and less commitment.

There are many studies have been done to research the
factors influence job satisfaction but researchers paid litlle

attention to affects of demographic variables on employees9
expectations  and  demands  towards  their  jobs.  Ref.  [4]
claimed that the age and generational differences should be
considered  to  explain  the  problems  of  human  resource
mangement  confront.  Previous  studies  of  job  satisfation
have  produced  inconsistent  and  contradictory  results  and
empirical studies about Gen Z in VietNam recently lack of
specific and theoretical basis so the conclusion was based on
subjective assumption and quite similar to older generations.

In this research, the characteristics and preferences of Gen
Zers are studied and explained based on previous works to
find out factors affecting their job satisfaction. The implica-
tions  from these  results  related  to  working  condition  and
policy company are discussed to attact and retain employees
at Gen Z for managers in Vietnam. The research question
could be: <How does JDI reflect the job satisfaction of Gen
Z in Vietnam? and <What lessons for human resource man-
agement should be considered to attract and retain employ-
ees at Gen Z?=.

II. LITERATURE REVIEW

A. Job satisfaction

Job satisfaction which has been described in various theo-
rical points but consistently is individual's pleased feeling or
state of mind towards their job. In the early days, Ref. [24]
proposed a clear definition of job satisfaction that it requires
a combination of many psychological, physical and environ-
mental factors driving to an employee satisfied with his job.
It is related to the emotional interaction between a worker
and his job and his working condition which affected his
well-being and health [38]; [17]; [72]. Job satisfaction is de-
fined as a state which an employee had a clear effective ori-
entation that can be done by his feelings, beliefs and behav-
iors towards the work in his organization [69]; [70]; [62];
[8]; [26]. Once employees perceive how well their jobs re-
spond  to  their  needs  when  they  work  hard  and  acchieve
good results, they have the positive emotional state towards
the job,  [39];  [40];  [55];  [34];  [52].  In other  studies,  re-
searchers  explained  job  satisfaction  effected positively  on
work  motivation  [42];  [67];  [25];  [3],  which  causes  their
working  harder  and  more  creative  [21];  [34];  [11];  [65].
They also have a hamonization between their life and their
work [63]; [32]; [6].

B. Leadership

Leadership involves the relationship between employees
and superiors and the leadership style of the leader to per-
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form the functions of management in the organization. For
Gen Zers who are techonologically savvy and socially con-
nection youths,  the good relationship with their  managers
are important to fell comfortable to discuss and communi-
cate [16]. They want to receive knowledge and experience
which are helpful feedback to their personal development.
For Gen Zers, the directed manager who provides worthy
recognition and appropriate support  to their  team are also
their desire model to become in the future [44].  They also
trend to appreciate their leaders who respect and motivate
their working [36]. It is said that:

H1: Leadership has positively influenced on the job

satisfaction

C. Salary and benefit

Salary and benefit is a big concern of workers [62]. They
also have positive motivation if they are paid an interesting
salary [60];[71]. Gen Zers are too young to consider finan-
cial plans like getting married and having children [51] but
they consider the salary and benefits if those commensurate
with their effort put into their work or not [44]. Gen Zers
also  prefer  a  job  with  various  benefits  and  extra  money
which provide a part from the leading salary [31].  They try
their best in working and extra time for the higher payment
and salary increasing opportunities which are worthy to their
performance [16];[58];[12]. It is said that:

H2: Salary and benefits have positively influenced on

job satisfaction

D. Nature of work

Nature of work refers to an intrisic motivation of an em-
ployee towards her job which effect to decision of choosing
the  job.  When  employees  are  assigned  jobs  that  require
skills or abilities and clear requirements, they will feel the
meaning of the work [22]. Employees realize that job results
are highly dependent on their  own efforts,  initiatives,  and
decisions so they have more responsibility for work results.
They also need to receive feedback from their  work with
clear information about the effectiveness of the work per-
formed directly or indirectly. For the job, Gen Z prefered
those which provided them flexibility and enjoyment [44],
feeling of valuable, and feeling of pride with various tasks
and skills required [16]. It is said that:

H3: Nature of work has positively influenced on the

job satisfaction

E. Opportunities of training and promotion

Training and promotion opportunities relate to employees'
perceptions of  opportunities of training, personal develop-
ment, and advancement within the organization and employ-
ees9 targets during their work [62]; [64]; [28]; [18]. Com-
pared to previous generations, Gen Z have more career op-
tions because they have more education [20] and more ca-
reer information. Therefore, Gen Zers not only find their job
for  earning  but  for  opportunities  for  developing  also  [5];
[44]. They would like to improve both technical knowledge
and soft skills from their job [59]; [48]. Employee at Gen Z
eager to be perfect, upgraded themselves and keep up with
the development of society so employees want to gain expe-
rience from working to develop, dedicate and more associ-
ated with the company [31]; [27]. The effectiveness of train-

ing and the fairness of company promotion policies are con-
sideration  for  Gen  Zers  about  their  job  satisfaction  [16];
[13]. It is said that:

H4:  Opportunities  of  training  and  promotion  have

positively influenced on the job satisfaction

F. Colleague

Colleague relation or relationship with co-worker at work
in  the  workplace  such  as  coordination,  cooperation,  and
helpfulness among staff is one of factors influence on job
satisfaction [62]; [30]; [46]. At the age of younger than 27
years old, most of Gen Zers start working in a new environ-
ment 3 workplace and eager to learn new things and connect
to new friends 3 coworkers. Although they can access the
borderless information in internet to work individual, they
appreciate teamwork which they can receive support from
co-worker  for  higher  productivity  [31].  Therefore,  they
trends to collaborate well to their colleagues to accomplish
the task better [30]. The good co-worker relationship is in-
fluenced on their job result as well as considered an expecta-
tion for Gen Zers towards their job [44]; [35]. It is said that:

H5: Colleague has positively influenced on the job sat-

isfaction

III. RESEARCH METHODOLOGY

A. Questionnaire design

The JDI was applied as the proposed hypothesis to ob-
serve the factors affecting job satisfaction of  Gen Zers in
Vietnam because it comprehends the assessment each fac-
tors affecting job satisfaction and provide researchers flexi-
ble instruments in both reasoning and practical fields [53];
[1]; [56]; [15]. Based on other related studies of Gen Zers9
job satisfaction, the mearsuments are adjusted into tweenty
one observation variables. While Opportunities of traing and
promotion (OP), Salary and Benefit (SA), Colleague (CO),
Leadership (LE), and Nature of work (WO) were five inde-
pendent variables,  dependent variable was Job satisfaction
(JS). The questionnaire was designed for the quantitative re-
search to collect answers. The five-point Likert scale, with 1
being totally disagree to 5 being totally agree was used, is
considered a common and basic tool to make questions in
social science research [29].

B. Sample taking:

Ho Chi Minh city is one of the leading economic regions
of Vietnam where concentrates both domestic and foreign
businesses so it was chosen to conduct the survey. The sur-
vey was conducted on Gen Z staffs who are working at sport
business  in  Ho  Chi  Minh  city  in  from January  to  April,
2022.  Convenience  sampling  method  was  used  to  collect
data  because  of  its  quickness  and  easy  accessibility  to  a
large  number  of  respondents.  The  survey  was  conducted
cross over 24 districts in Ho Chi Minh city. The survey col-
lected 20 samples at each districts. There were 75.6% an-
swered by respondents who was born from 1995 to 2009
and  the  majority  of  respondents  are  full-time  working
(over 90%).
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IV. RESULTS AND FINDINGS

A. Demographic statistic

There is diversification of gender participating the young
workforce  with  male  (46.2%),  female  (45.0%),  and  other
(8.7%). Gen Zers who are from 13 to 27 years old are domi-
nant in the survey (75.6%). Over 90% respondents having a
bachelor degree and higher while 8.6% employees finished
high school program. The majority of surveyors have been
with their jobs from 1 to 3 years (74.7%) and in staff posi-
tion (54.5%).

B. Reliability test

The  results  of  the  reliability  assessment  show  that  all
groups of observed variables are achieved Cronbach's Alpha
coefficent higher 0.7 and higher than the Cronbach's Alpha
if  Item deleted coefficient  of  each  observed variable.  Be-
sides, the value of Corrected Item - Total Correlation of the
observed variables is greater than 0.3. It can be said that the
measurement used is appropriate [50].

C. Exploratory Factor Analysis (EFA)

The result of EFA shows that the observation variables
can contribute to the research model because the satisfactory
factor  loading in  the Rotated Component Matrix for  each
observed  variable  was  higher  than  0.5  [23].  They  are
grouped into five independent variables which are Leader-
ship, Salary and Benefit, Opportunities of training and pro-
motion, Nature of work, and Colleague. The dependent vari-
able can be grouped into one factor of Job satisfaction. The
result of Kaiser 3 Meyer 3 Olkin measure of sampling ade-
quacy (KMO = 0.86 for independent variable and KMO =
0.716  for  dependent  variable)  is  greater  than  0.5  and
Bartlett9s test  of  Sphericity is  less than 0.05 demonstrates
that the EFA is appropriate for all variables [9]. The Extrac-
tion Sums of Squared Loadings (Cumulative %) means that
71.9% of the variation in the research data explained by five
factors.

D. Pearson correlation analysis

The result of Pearson correlation analysis shows there is a
positive correlation between each independent variable and
dependent one. Correlation coefficients of Leadership (LE)
is 0.656 means the strongest positive correlation while the
Opportunities  of  training  and  promotion  (OP)  is  0.405
means the weakest positive correlation to the Job satisfac-
tion (JS) (Nettleton, 2014). The Salary and benefit (SA), Na-
ture of work (WO), and Colleague (CO) are 0.589, 0.516,
and 0.446 respectively.

E. Multivarate regression analysis

There are five factors affect the job satisfaction of Gen Z.
The results of multivariate regression showed that all factors
were accepted because their Sig value were less than 0.05.
The VIF values are less than 5 so there is no multi-collinear-
ity in the model [2]. The Leadership variable (LE) was the
most significantly influenced (37.8%) on the Job satisfac-
tion, the second was Salary and benefit  (SA, 36.2%),  the
third was Nature of Work (WO, 23.2%), and 11.4%, 9.5%
for Opportunities of training and promotion (OP) and Col-
league (CO) in respectively. 

Therefore, all hypotheses are accepted and the standard
regression equation is writen below: 

JS = 0.378 * LE + 0.362 * SA + 0.232 * WO + 0.114 *
OP + 0.095 * CO + e

F. One-way ANOVA

The result indicates that there is a difference in satisfac-
tion among respondents of  different ages  because the Sig
value of ANOVA is less than 0.05 at between groups. The
Mean values in Descriptive statistic table show that respon-
dents whose year of birth before 1995 is 3.7982 which is
higher other groups so their level of satisfaction is higher
than the rest of the groups.

For other demographic variables (gender, education, years
of working, and position), the results show no sigficant dif-
ferences among groups of respondents.

V. DISCUSSION

Generation Z contributes to the workforce of the future
and plays a very important role in the business. In diversi-
fied human resource,  Gen Zers are hired and considered an
invaluable asset which ensure organization enough input to
enter the operations effectively and sustainably. Once they
dissatisfy towards their job and leave the organization, not
only the hiring cost but other values of human capital, orga-
nizational  knowledge,  skills  and  know-how,  relationships
and customer resources also lose. When employees have job
satisfaction, on the other hand, they will tend to stay with
the company for a long time and contribute more to the or-
ganization [7]; [45]; [41].

The research results reflect the influence of each element
of JDI and the reviewing the theoretical basis of JDI and
previous  empirical  studies  on  job  satisfaction.  There  is  a
similarity in factors but a difference in impact level for each
element influencing on job satisfaction of Gen Zers in other
countries. Comparing to the study of conducted in Autralia
(cf. McCrindle and Fell, 2019), Gen Zers there found inter-
esting in challenge jobs with promotion opportunities rather
than salary they recieved. The study of for Slovak Gen Zers
(cf. Karacsony, 2019) provided quite similar results which
showed both salary and wage and opportunities of training
and development are the most concern. Gen Zers at Indone-
sia (cf. Dwidienawati and Gandasari, 2018) also prefered a
job with competitive salary and personal development op-
portunities. In this study, level of positive impact of each job
component is identified orderly Leadership, Salary and ben-
efit, Nature of Work, Opportunities of training and promo-
tion and Colleague from high to low.

The study provides understanding of expectation of Gen
Zers towards their job in Ho Chi Minh City, Vietnam.  The
leadership variale has a significant influence on job satisfac-
tion of Gen Zers. They expect to get helpful feedback from
their direct manager (Mean = 3.45) and promotion to the po-
sition  of  their  manager  (Mean=3.42).  The  fair  evaluation
and appropriate support from the direct manager (Mean =
3.39) provides them chances to take progress and promote
their performance. Their  direct  manager,  therefore,  should
play a role as a tutor or a coacher who provides guidance
and advices rather than orders to make Gen Z comfortable to
communicate (Mean = 3.41). Salary and benefit is the sec-
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ond concern. Respondents desire that  they can earn more
from their job from benefits and extra money (Mean = 3.33)
and  salary  increasing  opportunities  (Mean  =  3.34).  They
also expect to be paid fairly and recieved benefits commen-
surate with their efforts (Mean = 3.27). Unlike the previous
generation, young Vietnamese people and newcomers at the
company  often  accepted  low  wages  to  gain  experience.
More career information allows Gen Z flexible in leaving
and jumping to different companies and positions. It can be
said that Gen Zers find opportunities not jobs, fair evalua-
tion and payment should be implemented clearly. Therefore,
companies need to satisfy employees at Gen Z the monetary
concerns to get them stay longer [66]. Third, Nature of work
or Work itself is an instrinsic motivation which can make
Gen Zers themselves satisfy with their jobs regardless out-
side effects. Gen Zers find a meaningful job which they can
exploit their ability (Mean = 3.85) and they proud of their
contributions  to  organization  and  society  (Mean  =  3.87).
This is understoodable and explained in terms of researches
of Vietnamese Gen Z characteristics of their behavior con-
sumption  [19];  [37]  and  environmental  issues  responses
[49]. It can be said that the intrinsic motivation for Gen Z in
Vietnam come from meaningful activities which contribute
to social development and environmental protection which
cause their pride in their job (Mean = 3.82). Next, although
the results show the Opportunities of training and promotion
and Colleague  are  less  important  than  other  factors,  they
positively influence on job satistion for Gen Zers. Good col-
league relationship,  worthy recognition, and promised op-
portunities for development are considered as requirements
and desires of employee towards working environment [64];
[57].  It  can  be  said  that  employees  would  like  to  take
progress in knowlege and position (opportunities of training
and promotion), receive financial motives (salary and bene-
fit),  and  feel  comfortable  when they  work  with  their  co-
worker (colleage relation). 

The lessons can be learnt for  Vietnames employers are
training courses for managers, transparent and competitive
salary sytem, open workspace, and diversified activities to
satisfy and retain Gen Zers. Vietnamese managers should be
trained  to  have understandings  of  Gen  Z and appropriate
methods  to  support  their  subordinates  in  onboarding  and
during  they  working  in  the  workplace.  Feedback  in  both
positive and negative directions should be transferred from
managers to staff in a friendly way. The better relationship
between manager and staff,  the more satisfactory for  em-
ployees towards their job and managers are in charged of
this relationship development. Next, pay range must be fair
and enough room for  different  performance and effort  of
each individual. The employee competence must be assessed
accurately and clearly to provide them satisfactory feeling in
day-by- day working. Once benefits and extra money oppor-
tunities  are  transparent  and  competitive,  Gen  Zers  satisfy
with the payment and stay longer. Besides, diversifying ac-
tivities  and providing flexible  working ways at  the  enter-
prise for  employees to exploiting their ability  are needed.
Both clear job description and challenges compose a mean-
ingful  job  for  Gen  Z.  Enriching  the  social  activities  pro-
grams should also be applied in sport companies to provide
them chances to contribute to community.

The  limitation  of  research  can  be  explained  and  con-
ducted in future researches. There are other factors which
were not mentioned in the research affect the job satisfaction
of Gen Zers in Ho Chi Minh city. The respondents of the
survey are from 22 to 27 years old and most of them evalu-
ated their first job. The reputation and size of a company
may be less important to them because they need to have ex-
periences before applying to famous and big corporations.
The operating procedures including companies regulations,
facilities, and working procedures were not considered be-
cause  Gen  Z  cannot  compare  with  previous  companies.
Therefore, the results of this research can be applied to pro-
pose useful  and meaningful  solutions for  human resource
mangement in Vietnam. For the sample of respondent, fu-
ture researches should be conducted in a larger number and
compare the different results between other regions (if any).
The post - Covid19 period is also taken account to evaluate
the changes in the labor market including job satisfaction af-
fect of Gen Z (e.g work-life balance, hydrid working, etc.)
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APPENDIX

A. Appendix 1

Questionnaire design

Variable ID Measure Source
Independent variables
Opportunities of
training and 
promotion (OP)

OP 1 You satisfy with the fair opportunities of training and promotion McCrindle and 
Fell, 2019; 
Dwidienawati and
Gandasari, 2018; 
Karacsony, 2019

OP2 You satisfy with technical knowledge improvement through training courses
OP3 You satisfy with soft skills improvement through training courses
OP4 You would like to get a higher position

Salary and 
benefit (SA)

SA1 You satisfy with the fair salary payment for your effort

SA2 You satisfy with the benefits and extra money provided
SA3 You satisfy with salary increasing opportunities based on performance

Colleague 
relation (CO)

CO1 You receive high productivities because of supporting from colleague
CO2 You feel comfortable when you work with your team
CO3 You can work better if you get along to your colleague
CO4 You cannot do job done if you conflict with your team

Leadership (LE) LE1 You feel comfortable with your direct manager
LE2 You receive helpful feedback from your direct manager to progress
LE3 You would like to get the position as your direct manager
LE4 Your direct manager provides fair evaluation and appropriate support to your team

Nature of work 
(WO)

WO1 You love your job because it makes sense to you
WO2 You love your job because you can use your knowledge and skills studied
WO3 You proud of what you are working

Dependent variable
Job satisfaction JS1 You feel excited when you go to work Collected by 

authorJS2 You think about making creative and new things when you are working
JS3 You have work-life balance and enough energy for working

Source from Smith et al. (1969) and adjusted by Author (2022) from previous empirical studies

B. Appendix 2

Profile of respondents

Demographic variable Frequency Percent
Gender Male 222 46.3

Female 216 45.0
Other 42 8.7

Year of birth Before 1995 76 15.8
From 1995 to 2009 363 75.6
After 2009 41 8.5

Education College 213 44.3
University 184 38.3
Postgraduate 41 8.5
High school 42 8.8

Years of working Less than 1 year 57 11.8
From 1 to 3 years 359 74.7
More than 3 years 64 13.3

Position Staff 262 54.5
Middle manager 97 20.2
C-level 93 19.3
Other 28 5.8
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C. Appendix 3

Cronbach9s Alpha

Items Corrected Item 3 Total
Correlation

Cronbach9s Alpha if Item
Deleted

Opportunities of training and promotion 
(OP)
Cronbach9s Alpha = 0.852

OP1 0.721 0.800
OP2 0.678 0.819
OP3 0.672 0.821
OP4 0.701 0.809

Salary and benefit (SA)
Cronbach9s Alpha = 0.833

SA1 0.688 0.775
SA2 0.687 0.777
SA3 0.707 0.756

Colleague (CO)
Cronbach9s Alpha = 0.864

CO1 0.702 0.831
CO2 0.731 0.819
CO3 0.708 0.829
CO4 0.710 0.828

Leadership (LE)
Cronbach9s Alpha = 0.851

LE1 0.662 0.823
LE2 0.684 0.814
LE3 0.712 0.802
LE4 0.708 0.804

Nature of work (WO)
Cronbach9s Alpha = 0.835

WO1 0.659 0.808
WO2 0.724 0.746
WO3 0.709 0.760

Job satisfaction (JS)
Cronbach9s Alpha = 0.814

JS1 0.661 0.748

JS2 0.680 0.729
JS3 0.653 0.756

D. Appendix 4

Exploratory Factor Analysis
KMO and Bartlett9s Test Independent Dependent
Kaiser 3 Meyer 3 Olkin Measure of Sampling Adequacy. .864 .716
Bartlett9s Test of Sphericity           Appro. Chi-Square 4109.422 494.660
                                                        df 153 3

                       Sig. .000 .000
Total Variance Explained
Extraction Sums of Squared Loading (Cumulative %) 71.921 72.888

Rotated Component Matrix of 18 observed variables for five independent factors
1 2 3 4 5

CO2 .825
CO1 .814
CO4 .808
CO3 .804
OP1 .832
OP4 .815
OP3 .802
OP2 .797
LE2 .795
LE4 .790
LE3 .787
LE1 .761
WO2 .848
WO1 .829
WO3 .828
SA2 .844
SA3 .836
SA1 .812

Rotated Component Matrix of 3 observed variables for one dependent factor
1

JS2 .863
JS1 .851
JS3 .847

E. Appendix 5

Correlations of each pair variables
JS LE SA WO CO OP

JS    Pearson Correlation 1 .656 .589 .516 .446 .405
        Sig. (2-tailed) .000 .000 .000 .000 .000
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F. Appendix 6

Regression analysis
Model Standardize Coefficents Beta Sig. VIF

LE .378 .000 1.487
OP .114 .000 1.208
CO .095 .002 1.289
SA .362 .000 1.257
WO .232 .000 1.257

G. Appendix 7

One-way ANOVA of Year of birth result
Test of Homogeneity of Variances

Levene statistic df1 df2 Sig.
Based on Mean .704 2 485 .495
Based on Median .631 2 485 .532
Based on Median and with adjusted 
df

.631 2 482.330 .532

Based on trimmed mean .747 2 485 .474
ANOVA

Sum of Squares df Mean Square F Sig.
Between Groups 6.779 2 3.389 9.924 .000
Within Groups 165.644 485 .342
Total 172.442 487

H. Appendix 8

Descriptive statistic
Minimum Maximum Mean Std. Deviation

Opportunities of training and promotion (OP)

OP1 You satisfy with the fair opportunities of training and promotion 1 5 3.30 .840
OP2 You satisfy with technical knowledge improvement through 

training courses
1 5 3.33 .816

OP3 You satisfy with soft skills improvement through training courses 1 5 3.32 .815
OP4 You would like to get a higher position 1 5 3.25 .839
Salary and Benefit (SA)
SA1 You satisfy with the fair salary payment for your effort 1 5 3.27 .806
SA2 You satisfy with the benefits and extra money provided 1 5 3.33 .866
SA3 You satisfy with salary increasing opportunities based on 

performance
1 5 3.34 .829

Colleague (CO)
CO1 You receive high productivities because of supporting from 

colleague
1 5 3.41 .863

CO2 You feel comfortable when you work with your team 1 5 3.44 .879
CO3 You can work better if you get along to your colleague 1 5 3.51 .881
CO4 You cannot do job done if you conflict with your team 1 5 3.42 .901
Leadership (LE)
LE1 You feel comfortable with your direct manager 1 5 3.41 .884
LE2 You receive helpful feedback from your direct manager to 

progress
1 5 3.45 .927

LE3 You would like to get the position as your direct manager 1 5 3.42 .889
LE4 Your direct manager provides fair evaluation and appropriate 

support to your team
1 5 3.39 .889

Nature of work (WO)
WO1 You love your job because it makes sense to you 1 5 3.82 .893
WO2 You love your job because you can use your knowledge and skills 

studied
1 5 3.85 .877

WO3 You proud of what you are working 1 5 3.87 .915
Valid N(list wise) 480
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