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Abstract 
The purpose of this study was to examine the effect of two-dimensional factor of motivators and hygiene on civil servants’ job satisfaction 
using the partial least square structural equation modeling (PLS-SEM) as a technique employed to analyze the measurement and structural 
models. Exploratory study was deployed to evaluate the relationship among variables. By using multistage stratified sampling, statistical data 
was collected from a survey of 441 public municipal civil servants who have employed in various levels (municipal government, districts and 
communes) in Vietnam. The findings provided evidence that hygiene factors (relationship with leader, salary, relationship with coworker and 
working environment) directly impact on civil servants’ job satisfaction. Meanwhile, only career development factor from motivators 
significantly influenced on public employee’s job satisfaction. Based on the empirical results, the hygiene factors of job satisfaction are more 
dominated that the motivators one. This finding suggests that municipal governments should focus policies on improving the hygiene factors 
which lead to higher job satisfaction on civil servants. Gaining a thorough understanding of the determinants of job satisfaction toward 
municipal public servants will enable policy makers to grasp the factors that results in retaining employees. Finally, the policy makers can 
use this knowledge to promote civil servants’ job satisfaction. 
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1. Introduction 
 
Job satisfaction is one of the most popular concepts in 

many fields, including organizational or sociological 
perspectives and psychological or career perspectives 
(Herzberg, 1966; Lock, 1969; Scarpello & Campbell, 1983; 
Wright & Davis, 2003). Many agree that there are links 
between the employees and the organization environment. 
Job satisfaction has been the subject of a large number of 
studies and also an important indicator of the effect of 
conditions in the workplace or worker attitudes. Olsen (1993) 
suggests job satisfaction as the positive emotional feeling 
resulting from attaining what one wants or values from a job. 
Therefore, job satisfaction is indeed of great importance in 
every single company or organization, especially those that 
involve the employment of a huge number of employees. 
The reason for this is because job satisfaction “is an 
indicator of how well a person is doing his or her job” 
(Tanjeen, 2013). Such performance of all employees 
determines the success of organizations. However, 
dissatisfied workers cause idleness, withdrawal, burnout, 
absenteeism and workplace aggression (Lawler, 1994; 
Spector 1997).  
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Job satisfaction in public sector has also received much 
attention from scholars. Some argue that the main reasons 
people work in the public sector is because it provides 
sense of satisfaction (French et al., 2010). In different angle, 
some studies suggest that workers view their employment in 
the public sector merely as an opportunity to take advantage 
of its social benefits while spending their energy elsewhere 
or to gain professional experience for later private-sector 
employment (Perthes, 1995) or low morale may be led to 
low productivity (Durst & DeSantis, 1997). Additionally, most 
empirical research of this area has been done in the 
developed countries where as there are huge differences of 
public employees in developing countries contexts, 
especially there is limited evidence about job satisfaction of 
civil servants in Vietnam.  

In Vietnam nowadays, the number of people working for 
the government accounts for a large proportion. According 
to national statistics published in 2016, Vietnam has got 2,8 
million civil servants in all areas in the whole country. The 
government has been attempting to improve its 
administrative reform to match with the global integration. 
Initially, the results have come positively to the public. 
However, it may bring the burden and stress to public 
servants as well as the whole system due to the high 
requirements to serve public better. Apart from that, 
Vietnam also adopts a unique party-state regime which is 
completely different in political, institutional and cultural 
elements. It is therefore a need to explore the key 
determinants on job satisfaction of municipal civil servants. 
The results are expected to support the generalizability of 
job satisfaction theories and produce practical policy 
implications for our country.  

 
 

2. Conceptual Framework and  
Hypotheses Development 

 

2.1. Job Satisfaction 
 
Job satisfaction is indeed one of the biggest concerns for 

organizations and companies. There is no universal 
consensus on the meaning of job satisfaction. Its meaning 
has been defined in several ways. A very early study on this 
issue, Hoppock (1935) viewed job satisfaction as the 
combination of natural, psychological and physiological 
circumstances. Some researchers considered it as a 
positive emotion about one’s job. Locke (1976) defined job 
satisfaction as the pleasure or positive emotional feelings of 
employees towards their own jobs. This means that if 
employees are satisfied with their jobs, they will highly be 
happy and be a positive person at work. This explanation is 

rather the same as the definition of Robbins and Judge 
(2009). These two authors had defined job satisfaction as “a 
positive feeling about a job resulting from an evaluation of 
its characteristics.” Similarly, Job satisfaction as “a 
pleasurable or positive emotional state resulting from the 
appraisal of one’s job or job experiences” is the definition 
given by Nelson and Quick (2009). 

In another context, Comm and Mathaisel (2000) indicated 
in their study that “job satisfaction is influenced by the level 
of pay and performance, employee benefits, training, 
recruiting, learning curve inefficiencies, reduction in the 
client base, job design, life satisfaction, autonomy, growth 
satisfaction, satisfaction with co-workers, satisfaction with 
supervisors and customer satisfaction.”  Lee-Kelley et al. 
(2007) argued that job satisfaction can help companies and 
organizations evaluate “an employee’s attitudes of overall 
acceptance, contentment, and enjoyment in their work.” In 
addition, Heathfield (2011) proposed that employees’ job 
satisfaction can determine whether an employee is happy, 
content at work or not and it can also help an employee 
fulfill their desires and needs at work. Moreover, 
Mohammed and Eleswed (2013) suggested that job 
satisfaction directly affects positive work attitude. “A 
satisfied employee is more likely to be creative, flexible, 
innovative and loyal.” 

The determinants of job satisfaction have been addressed 
by several scholars. Herzberg (1966) introduced the model 
of work motivation with two factors: intrinsic factors and 
extrinsic factors. Intrinsic factors are what bring job 
satisfaction, on the other hand, extrinsic factors bring 
dissatisfaction and reduce the level of job satisfaction. 
According to this author, the intrinsic factors are also called 
satisfiers and motivators, included creative or challenging 
work, responsibility and advancement opportunities. Deci, 
Connell, and Ryan (1989) said that intrinsic motivation, 
which is the motivation to perform an activity for it, can help 
employees experience the pleasure and satisfaction 
inherent in the activity. In more particular, Hirschfield (2000) 
explained that intrinsic job satisfaction was how employees 
feel about the jobs themselves, or the nature of the job. 
While extrinsic job satisfaction was how employees feel 
about the aspects outside of the work itself. Based on 
Gagné and Deci (2005), rewards that are interpreted as 
information about one’s competence and satisfy individuals’ 
need for autonomy, will enhance intrinsic motivation. 

Kovach (1987) indicated the relationship between work 
motivation and job satisfaction of employees. According to 
him, being provided with enough basic necessities of life 
makes employees motivated, which in turn brings them 
satisfaction from their jobs. In the perspective of customers, 
Brown (1996) illustrated that when a company or an 
organization has got joyful and satisfied employees, there is 
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high probability that they will have joyful and satisfied 
customers. The two-dimensional factor proposed by 
Herzberg (1966), suggest that intrinsic factors like rights and 
responsibilities, career development, job description and 
teamwork can make public employees a whole lot more 
satisfied at work while extrinsic factors like leadership, 
relationship with coworker, salary and working conditions 
can make the job less satisfied, in other words, can 
dissatisfy public employees if these factors do not live up to 
their expectation. The model with eight variables and 
research hypotheses is discussed below.  

 

2.2. Rights and Responsibility 
 
Every single employee has their own rights and 

responsibilities at the workplace. Baah and Amoako (2011) 
suggested that motivational factors such as, the 
responsibilities that are granted to employees will help 
employees feel worth with respect to the values they get 
from the companies or organizations. Moreover, this can 
increase their level of motivation. This level of motivation will 
increase their internal happiness. And the degree to which 
they are happy internally will bring about job satisfactions. 
Thus, rights and responsibilities have a direct influence over 
job satisfaction. Hence, we propose: 

 
H1: Rights and responsibilities positively affects civil 

servants’ job satisfaction 
 

2.3. Career Development 
 
Gilley and Eggland (1989) defined career development as 

an organized planned effort consisting of structured 
activities or processes that result in mutual career plotting 
effort between employees and the organization. Schein 
(1978) argued that to achieve both organizational 
effectiveness and individual satisfaction, there should be 
good matching of organizational and individual needs. This 
will help an organization to link and build a better career 
development programs that will meet the objectives of both 
the employees and the organizations. Chemeli (2013) said 
that employees have a tendency to have control over their 
careers, want greater job satisfaction and more career 
options. Nel et al. (2004) said that if employees are to be 
given the ability to advance in their organization, their quality 
of work life will be increased. He also concluded that if 
employees know they can advance in their organizations, 
they will experience less frustration and greater job 
satisfaction. Chemeli (2013) concluded that career 
development work in a win-win pattern. Both employees and 
the organizations will gain. The employees will have greater 

personal satisfaction and better personal development, 
while the organizations will obtain increased productivity and 
creativity. It can be assumed that: 

 
H2: Career development positively affects civil servants’ 

job satisfaction 
 

2.4. Job Description 
 
According to Barbouletos (2011) job description is a 

framework defining a position. Job descriptions can include 
specific tasks, responsibilities, specifications, broad goals, 
competencies, and knowledge desired by the company. Job 
description is one of the two components of job discrepancy. 
Based on the results of Barbouletos (2011), he concluded 
that job discrepancy has a positive effect on job satisfaction. 
According to his findings based on data, the higher the job 
discrepancy, the higher the job satisfaction. In more 
particular, the attractiveness of the job creates the job 
satisfaction for that job. This attractiveness is not only about 
an expected job, but also about the supervision employees 
receive at work, the support from leaders while at work, 
rewards, compensation, and so on. When the job 
description matches the employee’s capability, strengths, he 
or she will be more willing to accept the job, hence 
increasing the likelihood of having more satisfaction from 
the job. When employees are satisfied, they will perform 
better, and have bigger productivity. Therefore, managers, 
leaders and supervisors had better arrange jobs based on 
the individual’s characteristics so that employees can have 
suitable positions at the workplace. Based on those 
arguments, we suggest that: 

 
H3: Job description positively affects civil servants’ job 

satisfaction 
 

2.5. Teamwork 
 
Teamwork is defined as a “unit of two or more people who 

interact and coordinate their work to accomplish common 
goal” (Musriha, 2013). There is a saying that goes like “If 
you want to go fast, go alone. If you want to go far, go 
together”. Nowadays, teamwork is an important part in every 
company and organization. Without teamwork, a company 
or organization can hardly achieve any goal. Robbins and 
Judge (2009) said that when people work in a team, it 
means that they are willing to use their positive energy, 
mutual accountability and complementary skills to work 
intensely on a specific, common goal. Thompson (2011) 
defined that a work team is an interdependent group of 
people who share accountability for common outcomes for 
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their organizations. Daft (2013) said that to forming an 
effective team that can work together requires many factors 
such as clear goals, trust for each other, united commitment, 
good communication, internal and external support and so 
on. Bell (2007) proved that by enhancing these factors 
within a team, “team composition is believed to have a 
strong impact on team performance.” When a united 
effective team work well together and have a good team 
performance, it is highly likely that people will become a lot 
more satisfied with their team, their job and their 
organization. Team work plays a vital role in enhancing 
employee performance and self-motivation (Griffin, 
Patterson, & West, 2001). Saleem et al (2012) confirmed 
that the more connection between individuals is needed, the 
more influential teamwork is toward job satisfaction.  

 
H4: Teamwork positively affects civil servants’ job 

satisfaction 
 

2.6. Salary  
 
Many researchers around the world agree salary as a 

factor that has a considerable influence on job satisfaction. 
Because it is easy to understand that the higher an 
employee get paid for their job, the more attractive and 
satisfying the job is to them. On the contrary, with jobs that 
are low-paid, hardly does any employee enjoy doing that job. 
Kabir and Parvin (2011) found that salary can affect job 
satisfaction of a person. Teck-Hong et al. (2011) discovered 
that employees who receive a pay increase would be more 
satisfied with their job. Kabir et al. (2011) conducted a study 
and results showed that relations with coworkers, work 
efficiency, supervision and salary have a significantly large 
influence on the level of job satisfaction of employees. Díaz-
Serrano et al. (2005) undertook an examination about low 
and high paid workers’ job satisfaction in the European 
Union. Results from this examination showed that compared 
to high paid employees, low paid employees experienced a 
lower level of job satisfaction. Sweet et al. (2006) suggested 
that the payment has a strongly closed relationship and 
have a direct impact on job satisfaction.  

 
H5: Salary positively affects civil servants’ job satisfaction 
 

2.7, Leadership 
 
Leadership is a process in which a person has an 

influence over a group of people working together to 
achieve a common goal (Flynn, 2009). Naidu and van der 
Walt (2005) indicated that a leadership style is effective if it 
creates changes and the impetus for innovation. Jones and 

Rudd (2007) called leadership as a relationship between 
leaders and those who follow such leaders within a group. 
Judge et al. (2001) proved that the key component of 
leadership is valuing employees’ job satisfaction. Some 
studies have pointed out that the if an organization adopts 
the participative management style, together with pay 
attention to communication and rewards for employees, 
employees will be much more likely to be satisfied 
(Mckinnon et al., 2003). According to Belias and Koustelios 
(2014), many researchers have shown that there are two 
types of leadership style which are most influential to 
employees’ job satisfaction, namely transactional leadership 
and transformational leadership. Transactional leaders are 
those who act based on the organizational culture. While 
transformational leaders tend to act towards change and 
transformation to fulfill their vision. Bushra et al. (2011), from 
an investigation of 133 bank employees in Pakistan about 
the relationship between transformational leadership style 
and job satisfaction, announced that this leadership style 
has a positive influence on the job satisfaction of employees.  

 
H6: Leadership Style positively affects civil servants’ job 

satisfaction 
 

2.8. Relationship with Coworkers 
 
Herzberg (1966) defined relationship with colleagues as 

“the social and working transactions with others on the job.” 
He explained that whether a person feels satisfied or 
dissatisfied depends on whether that person perceives this 
relationship as being of a low or high quality because the 
relationship itself does not lead to job satisfaction. 
Ducharme and Martin (2000) concluded from their 
investigation on the problem relating to job satisfaction that 
work group interactions and coworkers’ support have a 
positively significant impact on job satisfaction. Lin and Lin 
(2011) said that if a company wants to achieve at the same 
time high work performance and high job satisfaction, they 
have to build an environment in which there is good 
coordination between employees. Both Hackett and Guion 
(1985) and Bass (1990) came up with the same conclusion 
in their researches that relationships with coworkers have 
an effect on job satisfaction. 

 
H7: Relationship with coworkers positively affects civil 

servants’ job satisfaction 
 

2.9. Working Environment 
 
Working environment is the place where civil servants 

come and spend their working hour to work, including all the 



Nguyen Ngo

physical wo
Phuong and
conditions of 
including bui
space, perso
(1996) propo
including tem
working hours
likely to prefe
comfort and 
Oldham (19
behaviors. Th
has an influe
more satisfied
in creating a
workplace. Th

 
H8: Workin

job sat
 

 

Figu

  
 

3. Resear
 

3.1. Opera
 
This study 

sections: the
attributes of 
measures the
satisfaction. 
were derived 
was measure

oc Duy Phuong, Mai 

rking conditi
d Tu (2017) 
a working env
ldings, office 

onal and prop
osed some i

mperature, ligh
s, and resourc
er the conditio
convenience.
88), can aff
herefore, it is
nce over job 
d, companies 

and building a
herefore, we p

ng environmen
tisfaction.  

ure 1. The propo

rch Method

ationalizatio

used a surv
e first sectio

the respond
e theoretical 
To ensure co
from those us
ed using a 5

i Ngoc Khuong, Le H

ons and co
suggested 

vironment con
layout, equip

perty security. 
items in the 
hting, ventilatio
ces because e
ons that can 
 These cond

ffect employe
s obvious tha
satisfaction. T
and organiza

a good workin
postulate: 

nt positively af

osed conceptua

dology 

on of Constr

ey instrument
on identifies 
dent, and th
constructs of

ontent validity
sed in previous
5-point Likert 

Huu Phuc, Le Nguyen

ompanies’ po
that the ph
sist of many f
ment design 
Arnold & Fe
working con

on, hygiene, 
employees are

give them ph
itions, accord

ees’ attitudes
t working con

To make empl
ation need to 
ng condition a

ffects civil ser

l framework 

ucts 

t that consists
the demog

he second s
f civil servant
y, the survey 
s studies. Eac

scale. Rights

n Thanh Dong / Jour

 

olicies. 
hysical 
factors 
noise, 
ldman 
ndition 
noise, 

e more 
hysical 
ing to 

s and 
ndition 
oyees 
invest 
at the 

rvants’ 

 

s of 2 
raphic 

section 
ts’ job 
items 

h item 
s and 

resp
and
incl
job 
item
mea
Kab
Bel
rela
from
item
sca
Ele

3

T
PLS
and
wer
gov
gov
divi
civi
then
Sec
dist
sele
obta
sam
age
thre

T
revi
A p
and
wer
the 
Nov
sele
wer
did 
valu
fina

3

T
leas
mod

rnal of Asian Finance

ponsibility sca
d Amoako (2
uding five item
description w

m scale was 
asure teamwo
bir and Parvin
ias and Kous

ationship with 
m Lin and Lin 
m from Arnold 
ale with four i
swed (2013). 

.2. Survey A
Statistica

This study e
S_SEM statist
d developed h
re chosen from
vernement, dis
vernments via 
ded all civil se
l servants in th
n was random
cond, civil se
trict-level and
ected five of 
ained a roster

mpling was e
ency. For the 
ee communal o
The questionn
iew of previou

pilot survey wa
d validity of th
re civil servant

questionnaire
vember 2017.
ected respond
re sent back, a

the screenin
ues. Twenty f
al data set with

.3. Data An

To test the re
st squares 
deling using S

e, Economics and Bu

ale with six ite
2011). While 
ms were adap

with six items f
adopted from

ork. Salary w
n (2011). A 7
stelios (2014)

coworker wi
(2011) and w
& Feldman (1

items was ad
     

Administrati
al Method

employed a
tical technic t
hypotheses. T
m public agenc
strict-level gov

a multistage 
ervants in Tay 
he municipal g

mly selected fi
rvants in low
d 95 comm

agencies. F
r of all civil ser
employed to 

latter one, tw
offices were ra
naire was ad
us related litera
as also condu
e construct. T
ts from the pu
e, the comple
. All 500 que
dents and 46
and the respon
ng with quest
five of them w
h 441 observat

nalysis  

search mode
(PLS) techni

SmartPLS (ver

usiness Vol 5 No 3 (2

ems were ado
career deve

pted from Che
from Barboule
m Saleem e

with five items 
7-item was co
) to measure
th six items 

working enviro
1996). Finally,
dapted from M

ion, Data Co

quantitative 
to test the co
The prospectiv
cies of the Tay
ernments and
stratified sam
Ninh province

government w
ive out of eigh
er levels of g

mune-level) w
or the forme
rvants and the
select respon

wo district-leve
andomly selec
dapted throug
ature and surv

ucted to impro
The responden
blic agencies.

ete survey wa
estionnares we
66 completed 
nse rate was 9
tionnaires tha
were excluded
tion.    

l, this study u
que of struc
rsion 3.0). This

2018) 133-142   13

pted from Baa
lopment scale
meli (2013) an
tos (2011). A 
t al. (2012) 
was built fro

onstructed fro
e leader. Wh
was develope
nment with a 
 job satisfactio

Mohammed an

ollection an

method, usin
onceptual mod
ve responden
y Ninh municip
 commune-lev

mpling. First, w
e into two strat

with 18 agencie
hteen agencie
governement 
were random
r one, we fir

e simple rando
ndents in ea
el agencies an
cted. 
gh a thoroug
vey instrument
ve the reliabil
nts in this stag
 After modifyin

as conducted 
ere sent to th

questionnair
93.2%. Then w

at have missin
d, resulting in 

used the part
ctural equatio
s technique w

37 

ah 
es 
nd 
5-
to 

om 
om 
ile 
ed 
7-
on 
nd 

d 

ng 
del 
nts 
pal 
vel 
we 
ta: 
es, 
es. 
(9 

mly 
rst 
om 
ch 
nd 

gh 
ts. 
ity 
ge 
ng 
in 

he 
es 
we 
ng 
 a 

tial 
on 
as 



138   Nguyen Ngoc Duy Phuong, Mai Ngoc Khuong, Le Huu Phuc, Le Nguyen Thanh Dong / Journal of Asian Finance, Economics and Business Vol 5 No 3 (2018) 133-142 

selected because of its capacity to analyze a complicated 
model (Hair et al., 2011). As recommended by Hair et al 
(2013), this study applied the two-step approach for data 
analysis. The first step analyzed the measurement model, 
and the second step assessed the structural relationships 
among the latent construct. This approach was used to 
determine the reliability and validity of the measures before 
testing the structural relationship of the model.  

 
 

4. Empirical Results 
 
Among these respondents, 56% were males and 44% 

were females. In marital status, the number of single civil 
servants is only 131 respondents (30%) and majority 
respondents married (70%). Age was divided into 4 age 
groups. the largest proportion is from 25-35 years old, at 
43%. The second largest group is from 35-45 years old, at 
35%. Next is the group of people over 45 years old. And the 
minority group belongs to those who are under 25 years old, 
at only 4%. This implies that the job is more attractive to 
middle-aged people. In terms of tenure, It is clear from the 
chart that the group that accounts for the biggest 
percentage is those who have had from 5-10 years of 
experience, at 38%. Ranking second is those of 10-15 years 
of experience, accounting for 32 percent. The difference 
between the two group is not much.  

From these two figures, it can be withdrawn that those 
who have chosen to pursue their careers as civil servants 
stays pretty loyal to the job. The group of 10-15 years of 
experience has smaller number of people may be because 
of retirement. About education background, undergraduate 
civil servants make up the largest proportion, at 79%. This 
means that the majority of people who are working as civil 
servants own a university degree. Vocational college 
accounts for 11%, Post-graduate accounts for 6% and 
Junior college accounts for 4%. It is noticeable that Post-
graduate accounts for just 6 percent. This implies that jobs 
as civil servants are not attractive enough to people who 
have pursued high education. Finally, about income, group 
that accounts for the largest percentage is group of people 
who earn under 4 million VND a month, at 43%. From this, it 
can be concluded that the salary of people working as civil 
servants is not high or attractive at all. Only 1% percent of 
respondents in this survey have an income of over 10 
million VND.  

 

4.1. Measurement Model Analysis 
 
To test the reliability and validity of the reflective 

constructs, composite reliability (CR) was measured in 

relation to internal reliability. Table 1 shows that all 
constructs had CR values above 0.7, which satisfies the 
suggestion of Hair et al (2013) to accept items with loadings 
of at least 0.7. Individual item reliability was deemed 
acceptable because all the loadings associated with each of 
the scales were greater than 0.7. Overall, 15-item was 
eliminated from the scale. The measurement scale remains 
thirty-six items for nine constructs.  

Then, convergent validity was then assessed using the 
average variance (AVE), which was above 0.5, thus 
indicating satisfactory convergent validity. In addition to the 
composite reliability (CR), the average variance extracted 
(AVE) of these constructs achieved the cut-off point, 
indicating a satisfactory degree of reliability with ranging 
from 0.572 to 0.806. This result indicates that the 
measurement model has demonstrated an adequate 
convergent validity (Chin, 1998), see Table 1. 

 
Table 1. Measurement model evaluation of first-order factors 

Constructs 
No. 

Items 
Factor 

loadings 
AVE CR

Working environment (WE) 6 0.734 – 0.792 0.576 0.890

Job description (JD) 4 0.855 – 0.921 0.806 0.943

Right and responsibility (RR) 4 0.785 – 0.907 0.748 0.922

Relationship with leader (RL) 3 0.787 – 0.843 0.657 0.884

Relationship with coworker (RC) 4 0.768 – 0.840 0.633 0.838

Salary (SA) 4 0.703 – 0.832 0.572 0.842

Teamwork (TW) 3 0.716 – 0.876 0.648 0.846

Career development (CD) 
Job satisfaction (JS) 

3 
4 

0.791 – 0.907 
0.755 – 0.891 

0.732
0.661

0.891
0.886

Note: CR = Composite Reliability, AVE = Average Variance 
Extracted. 

 
The discriminant validity was tested using the Heterotrait-

monotrait ratio. All the ratios showed good discriminant 
validity properties (Table 2). On the basis of the Fornell and 
Larcker criterion, the square root of AVE for each construct 
exceeded the inter-correlations of the construct with the 
other constructs in the model (Table 2). Both analyses 
confirmed the discriminated validity of all the constructs. 
Table 2 shows that no indicator loads were higher in an 
opposing construct (Hair et al., 2013). The result of the 
measurement model indicates that various validity and 
reliability criteria were satisfied. Therefore, the constructs 
the constructs and their measures could be adequately 
discriminated and appropriated to predict relevance for the 
structural model and associated hypotheses.  
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Table 2. Inter-correlations of the construct with the other constructs 
in the model  

 Note: Diagonals (in bold) represent square root of the AVE. 

 

4.2. Assessment of Structural Model  
 
In PLS, the predictive accuracy of the model was 

evaluated in terms of the portion of the variance explained. 
The results of such evaluation suggest that the model is 
capable of explaining 88.1% of the variance in job 
satisfaction. Apart from estimating the magnitude of R2 
value, recent research has evaluated Q2 value (the 
predictive relevance) suggested by Stone (1974) and 
Geisser (1975), as an additional model fit assessment 
technique. This technique indicates the ability of the model 
to predict the indicators of each latent variable. In regarding 
to the construct model, values of Q2 with larger than zero 
with respect to a particular reflective endogenous latent 
construct indicate that the model has a relevant prediction 
power for that specific variable (Chin, 2010). Blindfolding 
procedure in Smart PLS was employed, the values of Q2 are 
gained on a 7 omission distance. The present study 
obtained a calue of 0.299 for average cross-validated 
redundancy for all given endogenous variables. It is 
therefore the model exhibited an acceptable fit and high 
predictive relevance. 

Additionally, nonparametric bootstrapping was applied 
(Wetzels et al., 2009) with 5000 replications to test the 
structural model. The significance of the direct effects 
specified by the research model were evaluated (Table 3). 
The results indicate that the effects job satisfaction is 
influenced directly by Relationship with leader (β=0.250, 
t=4.128, p<0.000), Salary (β=0.237, t=4.099, p< 0.000), 
followed by Career development (β=0.203, t=3.909, p< 
0.000),  Relationship with coworker (β=0.185, t=3.696, p< 
0.000) and Working environment (β=0.113, t=2.287, 
p<0.022) . As a result, hypotheses H2, H5, H6, H7 and H8 
are supported, H1, H3 and H4 are not supported from the 
current study. 

Table 3. Path Coefficient and Hypothesis Testing 

Hypothesis Relationship Path Coefficient Decision 

H1 CD -> JS 0.203*** Supported 
H2 JD -> JS -0.050 Not supported
H3 RC -> JS 0.185*** Supported 
H4 RL -> JS 0.250*** Supported 
H5 RR -> JS -0.083 Not supported
H6 SA -> JS 0.237*** Supported 
H7 TW -> JS 0.028 Not supported
H8 WC -> JS 0.113** Supported 

t-values were computed through the bootstrapping procedure with 
441 cases and 5,000 samples **p<0.05, ***p<0.001 (one tail)  

 
 

5. Discussion  
 
The aim of the study was to examine key determinants on 

municipal civil servant’s job satisfaction using motivators 
and hygiene two-dimensional factors. The research results 
show that relationship with leader is the most important to 
predict job satisfaction. This completely agreed with the 
findings of Thoresen et al. (2001), and Mckinnon et al. 
(2003). It indicates that once employees feel connected to 
their leaders they will have strong satisfaction in the job, 
better job performance and much more positive work 
attitudes. In short, it is important that governmental agencies 
pay attention to their leadership so that they can increaser 
their civil servants’ job satisfaction. This benefits both the 
civil servants and the organization. 

Additionally, in line with the privies studies by Díaz-
Serrano et al. (2005), Sweet et al. (2006), Kabir et al. (2011) 
and Teck-Hong et al. (2011), the results reveal the important 
effect of salary on job satisfaction of civil servants. Salary is 
a must to mention. Because it is undeniable that employees 
spend time and their intellect to work in exchange of money. 
Needless to say, money is somehow biggest motivator. 
However, despite the fact that salary is a big factor 
influencing civil servants’ job satisfaction, it is not what 
happening in reality. Data has shown that at the moment, in 
Vietnam, salary paid to young governmental officials is too 
low for them to make ends meet. Some parents of these 
young people have to keep giving them financial support to 
so that they have money to cover living expenses. Thus, it is 
urgent for the government to make policies to improve 
salary for civil servants. This will be a big motivator for them. 
Once there is pay increase, a lot more things will be 
increased such as, job satisfaction, job performance, work 
productivity and so on.  

The results also confirm the impacts of the career 
development on municipal civil servants’ job satisfaction. 
This finding is consistent with that of Gilley and Eggland 
(1989), Nel et al. (2004) and Chemeli (2013). Excellent 

Mean SD CD JD RC RL RR SA TW WC JS

CD 3.774 1.219 0.855         

JD 3.872 1.466 0.420 0.898        

RC 3.841 1.412 0.301 0.371 0.795       

RL 3.852 1.351 0.487 0.441 0.496 0.811     

RR 4.132 1.283 0.179 0.245 0.131 0.034 0.865     

SA 3.572 1.267 0.387 0.278 0.321 0.322 0.114 0.756    

TW 3.704 1.271 0.331 0.323 0.373 0.395 0.208 0.408 0.805   

WE 4.066 1.318 0.342 0.314 0.356 0.293 0.286 0.250 0.217 0.759  

JS 3.794 1.254 0.487 0.312 0.505 0.549 0.041 0.440 0.352 0.354 0.813
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career development meet both business and employee 
needs. In today’ workplace, career development is no longer 
the responsibility of the organization but it is the partnership 
between both sides. As a matter of fact, career development 
should be viewed from two perspectives: that of the 
organization and that of the employee. From the 
organization perspective, what needs to be asked is what 
skills and knowledge it should acquire to achieve its goal. 
On the other hand, from the employee perspective, the 
question is what skill and knowledge is needed for their 
future career plan. Specialists have pointed out that from 
organization perspective, they ought to develop career 
paths which allow employees to be fully aware of their 
options and opportunities that they can get to grown in their 
organization. Moreover, they should come up with strategies 
that pave way for gathering information to make sure what 
skills and knowledge they should acquire to achieve their 
goal. From the perspective of employees, they should make 
their own career plan based on their personal short term 
and long term goals and then discuss with their leaders. The 
leaders then will consult them based on the company or 
organization’s strategies. Thanks to this, both the 
organization and the employees will benefit and have a 
good partnership in terms of career development.  

Civil servants’ job satisfaction is also determined 
collectively by relationship with coworker and working 
environment. These results are consistent with those of 
other previous studies as Ducharme and Martin (2000), Lin 
and Lin (2011) and Oldham (1988), Arnold and Feldman 
(1996), respectively. These results imply that civil servants 
work not only with leaders but most of the time, they spend 
time with coworkers. Thus, it is certain that to gain job 
satisfaction at the work play, good relationship with 
coworkers play a significantly important role. Hence, it is 
vital for civil servants to build up good and quality 
relationship with people working with them during the time 
they work there. If these relationships become good, they 
will serve civil servants well not only in terms of working, but 
also in their private life after work.  

To build good relationship with coworkers, civil servants 
should pay attention to the following things. First of all, 
especially to those who work for the government, they need 
to always be courteous. Courtesy is one of the most 
important personalities if one wants to build good 
relationship with other people. The reason for this is that if 
one is courteous, they are highly attracted to other people. 
In addition, being polite makes one reliable. People will 
connect with and make friend to someone they find reliable. 
Reliability brings people the feeling safety. Secondly, build 
good communication with other people at work. It is not 
advisable at all to come to work and then go home without 
interacting with other people. One way to communicate is to 

make friend with coworkers who have things in common 
with you. Last but not least, provide the place of work where 
civil servants come and spend their time, including all the 
physical working conditions and companies’ policies. Good 
working condition is contributing factor to employees’ job 
satisfaction. Although several factors have significant effects 
on civil servants’ job satisfaction, those from motivators as 
job description, rights and responsibilities together with 
teamwork showed no such direct effect. Those findings 
need further investigation to explore its nature. 

 
 

6. Implications and Conclusion 
  
This study provided several academic implications. First, 

based on the empirical results, the hygiene factors of job 
satisfaction are more dominated that the motivators one. 
This finding suggests that municipal governments should 
focus policies on improving the hygiene factors which lead 
to higher job satisfaction on civil servants. Therefore, future 
research may explore this two-dimensional factor on job 
satisfaction. In addition to its theoretical implications, this 
study offers recommendations for policy makers and 
managers in public sector. Gaining a thorough 
understanding of the determinants of job satisfaction 
towward municipal public serants will enable policy makers 
to grasp the factors that results in retaining employees. With 
such understanding, policy makers can improve their 
policies and strategies to ensure the successful human 
resources attraction policies in public sector. Finally, the 
policy makers can use this knowledge to promote civil 
servants’ job satisfaction.  

Before generalizing the discussed results, the limitations 
of the study should be taken into account. The present study 
centres on job satisfaction as dependent variable. 
Consequently, more research is needed to emmploy a 
longitude design and follow the behaviour of civil servants in 
public sector. Further more previous studies which used 
motivators and hygience factors, the linear relationship 
amongst the variables were investigated. The potential non-
linear relationships amongst variables can be investigated in 
future studies. Moreover, the current study was conducted 
in a border municipal in Vietnam which limits the findings 
generalisability strength to other provinces and cities. 
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