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Abstract: -Employee engagement has been closely linked to work attitudes (e.g., job satisfaction, 
intentions to quit, withdrawal), employees' innovation, organizational success and financial performance 
(e.g., profits, shareholder return) and, therefore, getting much attention from academia and practitioner 
communities. Additionally, to have a full insight in employees, organizations have to take care of 
psychological side of employees, which manifests in psychological empowerment. This study investigates 
the mediating role of psychological empowerment in the relationship between transformational leadership 
and employee engagement in the context of Vietnam. Data were collected through a survey conducted in 
Vietnam using 254 respondents who are employees and managers. A researcher-administered 
questionnaire survey method was used for data collection. The findings reveal that Psychological 
Empowerment is significantly related with Transformational leadership and Employee Engagement; there 
is a direct effect of Psychological Empowerment and Employee Engagement; and Transformational 
leadership not only has a direct impact on Employee Engagement, but also has indirect effect through 
Psychological Empowerment as a mediating variable. These findings have several implications also for 
human resource practices in organizations. It is expected that this study provides valuable information to 
consider in business practice for the development of interventions aimed at mitigating turnover behavior 
and maximizing organizational performances through an engaged workforce. 
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1. Introduction 
In the trend of globalization across the countries, 
organizations have been experiencing 
tremendous challenges to maintain a competitive 
advantage on the global front. Today more than 
ever, the human workforce, and more 
specifically the ability to attract and retain the 
knowledge power has become one of the most 
important factors of organizational success [1, 
2]. This holds important implications for 
organizations that strive to be the best in their 

markets and to maintain a competitive 
advantage. They need to outsmart their 
competition in terms of attracting and retaining 
their pool of knowledge talent. Accordingly, 
organizations need to have managers and leaders 
who can develop enthusiasm and commitment 
among staffs by using behavioral and 
personality characteristics such as charisma, the 
ability of high influence and extended vision 
which will lead to utilize the total amount of 
talent and effort behalf of achieving 
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organizational goals. Behavioral science 
researchers have been seeking for appropriate 
managerial ways to increase the level of 
employee’s commitment and enthusiasm toward 
working [3]. Such leaders are called 
transformational leaders. Transformational 
leaders have the ability to encourage employees 
toward gaining valuable organizational goals 
include higher productivity, presenting better 
services and solving social problems. 
Transformational leadership theory is a 
prominent representative of novel theories that 
have occupied center stage in leadership 
research in the last three decades [4]. Follower 
engagement, performance and development are 
targeted outcome of such leadership [5]. 
Accumulating evidence showed that 
transformational leadership is positively 
associated with work attitudes and behavior at 
both individual and organization. It is clearly 
that there is an importance for paying attention 
to understanding the mechanisms and processes 
through which transformational leadership 
influences on work-related attitudes such as 
employee engagement. Employee engagement is 
considerable as a strategic approach for driving 
improvement and encouraging organizational 
change, which concluded that employee 
engagement and satisfaction were related to 
meaningful business outcomes at magnitude that 
is important to many organizations and that 
these correlations generalize across 
companies.Psychological empowerment is a 
concept originating from industrial-
organizational psychology. It is well recognized 
that empowerment is the opportunity an 
individual has for autonomy, choice, 
responsibility, and participation in decision 
making in organizations. Psychological 
empowerment refers to an “intrinsic task 
motivation reflecting a sense of self-control in 
relation to one’s work and an active engagement 
with one’s work role. It was indicated that 
psychological empowerment has an important 
role in positive work outcomes [6–8]. A 
considerable volume of literature on the 
relationship between transformational leadership 

and employee engagement has been conducted. 
however, there is hardly any trace of the 
mediating role of psychological empowerment 
in the relationship between transformational 
leadership and employee engagement, especially 
in Vietnam's context. Due to a gap in the 
academic literature on the topic, the objective of 
this study is to empirically explore the mediating 
role of psychological empowerment in the 
relationship between transformational leadership 
and employee engagement among employees in 
the Vietnamese organization. 

A comprehensive literature study is conducted on 
the constructs of transformational leadership, 
employee engagement. The aim is to do a 
comprehensive literature review in order to develop a 
conceptual model that reflects the role of 
psychological empowerment in the relationship 
between transformational leadership and employee 
engagement, which, in turn, will provide valuable 
information on the practices that organizations should 
focus on to engage and retain their employees. This 
study also tests this conceptual model and attendant 
hypotheses. The remainder of this paper is organized 
as follow. Section 2 is devoted to literature review 
and hypothesis development. The research 
methodology is presented in Section 3. Section 4 
presents results. Finally, Section 5 gives conclusions 
and discussions. 

2. Literature Review and 

Hypothesis Development 

2.1. Transformational Leadership 

(TRANS) 

Transformational leadership is defined as a 
leadership approach that causes change in 
individuals and organizations. Transformational 
leadership creates valuable and positive change 
in the followers with the end goal of developing 
followers into leaders [9]. Transactional 
leadership motivates followers by appealing to 
their self-interests and exchanging benefits. 
Transformational leadership behaviors are 
described in term of specific categories of 
behaviors. The taxonomy was identified 
primarily by factor analysis of behavior 
description questionnaire or called Multifactor 
leadership questionnaire (MLQ). The original 
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formulation of theory [9] consisted of four types 
of behaviors and then one more transformational 
behavior was included in the other revised 
theories. In regards to transformational 
leadership, the five items - Idealized attributes, 
Idealized behaviors, Inspirational motivation, 
Intellectual stimulation, and Individualized 
consideration - are used in this study. Idealized 
attributes (TRANS1) are the characteristics of 
mutual respect between the leader and the 
followers. Idealized influence refers to leaders 
behaving as role models for their followers. The 
leaders are admired, respected, and trusted. 
Idealized behaviours (TRANS2): the reflective 
of the leader’s observable actions, deeds, and 
conduct perceived by the follower. Idealized 
behaviours reference a leader who is highly 
trusted, has high moral and ethical principles, as 
well as exemplifies a strong sense of purpose. 
Inspirational Motivation (TRANS3): the degree 
to which the leader articulates a vision that is 
appealing and inspiring to followers. Leaders 
with inspirational motivation challenge 
followers with high standards, communicate 
optimism about future goals, and provide 
meaning for the task at hand. Followers need to 
have a strong sense of purpose if they are to be 
motivated to act. Intellectual Stimulation 
(TRANS4): the degree to which the leader 
challenges assumptions, takes risks and solicits 
followers' ideas. Leaders with this style 
stimulate and encourage creativity in their 
followers. They nurture and develop people who 
think independently. For such a leader, learning 
is a value and unexpected situations are seen as 
opportunities to learn. The followers ask 
questions, think deeply about things and figure 
out better ways to execute their tasks.  

Individualized Consideration (TRANS5): the 
degree to which the leader attends to each follower's 
needs, acts as a mentor or coach to the follower and 
listens to the follower's concerns and needs. The 
leader gives empathy and support, keeps 
communication open and places challenges before 
the followers. This also encompasses the need for 
respect and celebrates the individual contribution that 
each follower can make to the team. The followers 

have a will and aspirations for self-development and 
have intrinsic motivation for their tasks.  

2.2. Psychological Empowerment (PSY) 

The importance to consider Psychological 
process is that participative practice and 
employee involvement program do not reduce 
the feeling powerlessness or leave people the 
feeling that their work is meaningful and 
worthwhile [10] for example, let co-worker 
determine how to do trivial tasks or unmeaning 
tasks is not likely to increase co-worker’s feeling 
of self-worth or self-fulfillment. It is not 
empowered if delegating responsibility for 
meaningful tasks to co-workers who are lack of 
skills or knowledge required to perform 
successfully and is worried failure.  

Theory of psychological empowerment is 
attempted to explain when and why efforts to 
empowered people are likely to be successful. 
According to [11], theories of psychological 
empowerment have been proposed by various scholar 
[10]. In this study, the following items [12] are 
adopted. 

Self-efficacy (PSY1): the necessary ability and 
expertise to perform the job successfully; a sense of 
confidence in well accomplishment of the tasks 

Self-determination (PSY2): the individual’s 
feeling for optionality and being Initiative to regulate 
the activities, independence and continuity in the 
processes. 

Self-regulation (PSY3) involves controlling one's 
behavior, emotions, and thoughts in the pursuit of 
long-term goals. 

Personal acceptance of the consequence (PSY4): 
the extent of an individual’s authority and influence 
on the strategic, administrative, or operational 
consequences of job activities. 

Sense of meaningfulness (PSY5): the extent of 
occupational or job objectives value, the person is 
judged on personal ideals or standards. 

2.3. Employee Engagement (EE) 

Employee engagement has been defined in many 
ways. In the academic literature, a number of 
definitions of employee engagement have been 
provided. In this study, authors adopted the 
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definition proposed by Schaufeli et al. [13], 
therefore, it is a concept that indicates the 
interaction, connection between individuals with 
each other or individuals with the organization. 
Many people believe that Employee 
Engagement is the level of employee satisfaction 
with the company. However, the engagement of 
employees with the company should be 
understood exactly as their passion, effort with 
work and organizational commitment. Four 
items of employee engagement were adopted in 
this study as follows: 

Company (EE1): Employees feel personal 
attachment, affiliation, passion toward the company 
as a whole. 

Job (EE2): Employees value and feel personal 
involvement with their work and the tasks associated 
with their specific jobs. 

Supervisor/Leader (EE3): Employees feel 
personal attachment, commitment, and affiliation 
with their direct supervisors and higher level leaders. 

Colleagues/co-workers (EE4): Employees value 
relationships and feel emotional attachment to the 
other members of their team or to colleagues that 
they work with directly. 

2.4. The Relationship of 

Transformational Leadership and 

Employee Engagement  

Transformational leadership is expected to raise 
followers to higher levels of potential while 
satisfying their higher - order needs and induce 
them to transcend their own self-interest for the 
sake of organization. Therefore, it is likely 
expected to increase employee dedication. 
Similarity, an employee who receives support, 
inspiration and quality coaching, advising from 
the supervisor, is likely to experience work as 
more challenging, involving and satisfying, and 
consequently, follower to become highly 
engaged with the jobs [14]. In addition, Avery, 
McKay, and Wilson [15] found that satisfaction 
with co-workers at working environment, it is 
significantly related to work’s engagement of 
employees, while employees' feelings of 
involvement, cohesiveness, commitment, 

potency, and performance are enhanced by the 
transformational leadership style [14]. The study 
of Bakker et al., [14] showed that supervisor 
support, innovativeness, information, 
appreciation, and organizational climate can all 
be considered important job resources which 
particularly influences on work engagement. 
Saks [16] also showed findings that perceived 
organizational support predicts both job 
engagement and organization engagement, while 
transformational leader is likely played key 
influence on organization support to the 
follower, so transformational leadership is 
probably indirect enhancing job engagement of 
follower. Clearly, there are empirical evidences 
relationship between transformational leadership 
& follower engagement. Furthermore, there are 
some empirical studies was found the 
relationship as follow: Transformational 
leadership is positively associated with 
organizational commitment and work 
engagement. [4, 13]; Daily transformational 
leadership positively related to employees' daily 
engagement [14]; Empirical research from 
Hoper et al., [17] resulted significant positive 
relations between transformational leadership 
and work engagement; etc. Therefore, the 
following hypothesis is proposed: 

H1: Transformational leadership has 

significant effect on Employee engagement. 

2.5. The Relationship of 

Transformational Leadership and 

Psychological Empowerment 
The behaviours, which generating from 
transformational leadership, transform their 
followers helping them to reach their full 
potential and generate the highest levels of 
performance. Through such means, 
transformational leadership is likely to generate 
a working environment help the followers feel 
empowered confident & meaningful for seeking 
innovative approaches to perform successfully 
their job. A principal aspect of transformational 
leadership is its emphasis on follower 
development [4, 18]. In addition, the theory has 
also consistently emphasized followers' 
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development toward autonomy and 
empowerment over automatic followership [19]. 
Furthermore, Bass and Avolio [5] stated that 
transformational leaders enhance follower’s 
capacity to think on their own & develop new 
ideas; Avolio and Gibbons [20] posited that a 
major goal of transformational leaders is to 
develop follower self-management and self-
development; Shamir (1991) similarly stressed 
the transformational effects of charismatic 
leaders on follower independence; Avolio and 
Gibbons [20] specified increased follower self-
efficacy as a developmental effect of 
transformational leadership. Through such 
behaviours of transformational leadership, it is 
conceivable that influenced followers likely feel 
that they are intrinsically motivated by the 
leaders. Moreover, several studies [21, 22] 
emphasized that a leader can increase intrinsic 
motivation by increasing the perception of the 
followers that task objectives are consistent with 
their authentic interests and values and this 
perception is absolutely possible influenced by 
transformation behaviours. Indeed, there is 
empirical study found that the relationship 
between transformational leadership and 
psychological empowerment as mediating role 
of leadership outcomes [18, 23]. Based on the 
description above, the proposed hypothesis is as 
follows: 

H2: Transformational leadership has 

significant effect on Psychological 

empowerment. 

2.6. The Relationship of Employees 

Engagement and Transformational 

Leadership with the Intervention of 

Psychological Empowerment 
According to earlier studies, work engagement is 
a positive, affective-motivational work-related 
state that is characterized by vigour, dedication, 
and absorption, while psychological 
empowerment emphasizes on instructs 
motivation and also define as a motivational 
concept composed of four dimensions: meaning, 
choice, competence and impact. Meaning 
corresponds to the value employees be assigned 

to their job according to their beliefs and 
standards. Impact refers to the degree that 
individual’s work makes a difference in 
achieving the task goals and an individual 
believes he or she can influence organizational 
outcomes. 

Although previous research has limitations, it was 
revealed that psychological empowerment is a 
significant predictor of work engagement. Autonomy, 
one of the core dimensions of empowerment, has 
been identified in recent meta-analyses and reviews 
to be a robust predictor of work engagement [24–26]. 
Self-efficacy, a construct similar to the competence 
dimension of empowerment, and meaningfulness has 
also been found to be associated with engagement 
[27]. Similarity, psychological empowerment is 
found that its direct influence on engagement in 
mediating role for influence of empowering 
leadership on engagement [28]. In an empirical 
research, Bakker et al. [14] found that daily 
transformational leadership related positively to 
employees' daily engagement through mediating role 
of Self-efficacy & optimism; Quiñones et al. [29] 
stated that job resources may increase the perception 
of being empowered at work, which then represents 
an important factor to enhance work engagement. 
Psychological empowerment is thus a pathway to 
promote wellbeing in organizations. Finally, [30, 31] 
explored the links between psychological 
empowerment, work engagement, and innovation. It 
was found that psychological empowerment fostered 
work engagement, which then led to higher levels of 
innovation [29]. Hence, the proposed hypothesis is as 
follows: 

H3a: Psychological empowerment has 

significant effect on on Employee 

engagement. 

H3b: Transformational leadership has 

significant indirect effect on Employee 

engagement through the mediator 

Psychological empowerment. 

Based on literature review and discussion above, 
the conceptual framework of this study is 
formulated by three main domains: 
Transformational leadership, Employee 
engagement and mediating role of Psychological 
empowerment in the relationship between 
Transformational leadership and Employee 
engagement. The proposed research framework 
is shown in Figure 1.

WSEAS TRANSACTIONS on SYSTEMS and CONTROL 
DOI: 10.37394/23203.2020.15.65

Quang Hung Do, 
Anh Tung Tran, Tuan Tran The

E-ISSN: 2224-2856 659 Volume 15, 2020



Transformational 

Leadership 
Employee Engagement

Psychological 

empowerment

H1

H2 H3

 
Figure 1. The research framework 

3. Research Methodology 
3.1. Research Instrument 

The research questionnaire constructed for the 
purpose of this study was made up of the two 
sections. Section 1, including general and 
background information, covers the control 
variables of the survey by 
acquiring background data of 
the respondents and their organizations. Section 
1 also outlines the purpose and objectives of the 
research and pertinent information relating to the 
rights and expectations of the respondents. 
Section 2 measured respondent's level of 
agreement (in a 5 point-scale) for 14 items. For 
the purpose of this study, only 14 items were 
utilised. The Transformational Leadership 
(TRANS) included five items, Psychological 
Empowerment (PSY) was a five-item instrument 
and Employee engagement (EE) was measured 
by four items. The scale was based on a 5-point 
Likert scale (1=strongly disagree, 2=disagree, 
3=not sure, 4=agree, 5=strongly agree). Higher 
scores indicated higher levels. 

3.2. Data Collection 

The research was conducted with quantitative 
descriptive approach and the type of research 
empirical study supported by survey. The 
participants were recruited at random from 
various Vietnamese organizations. The nature of 
this research is explanatory research 
(explanatory research) is a study that aims to 

describe and explain the nature of an ongoing 
situation at the time of the study conducted and 
examined the causes of the symptoms. Primary 
data were collected through two primary tools: 
online and offline. For online tool, data 
collection was done through 
a questionnaire made available on the Google 
Forms platform. This enabled minimization of 
the costs on the part of the researcher and the 
company, and ease of reference and time 
convenience on the part of the management 
sample to which the survey was administered. A 
foreword of support for this study was sent out 
by the HR manager to endorse the research and 
encourage responses. The other method for data 
gathering is personal interview survey. An 
alternative for this method is that the participants 
were asked to complete a paper questionnaire. 
We stated the purpose of the questionnaire and 
assured the participants that their answers would 
remain confidential. Participants will be 
provided with a verbal overview about research 
objectives and information to ensure all the 
details of the project have been understood. All 
participants were informed of their right to 
withdraw from the study if they felt 
uncomfortable. The participants were told that 
they had the right to refuse to answer any 
particular question and no participants would be 
named in the publications, and every effort 
would be made to disguise their identity. At the 
end of questionnaire, the participants had the 
option to leave their e-mail address if they were 
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interested in receiving a summary of the results. 
These steps fully guaranteed the rationality and 
integrity of data and meanwhile protected 
participants’ privacy and rights. 

Data collection was conducted between April 
2019 to May 2019. A total of 351 questionnaires 
were issued to potential respondents in 18 companies. 
All participants were asked to complete two self-
reported scales with good reliability and validity: 
Transformational Leadership (TRANS), 
Psychological Empowerment and Employee 
engagement (EE). Of the 301 survey questionnaires 
that were returned, only 254 were usable. The 
remaining seven were excluded from the data due to 
having been returned without being completed at all. 

3.3. Validity and Reliability Tests  

The data collected from the surveys were coded 
and entered into the SPSS statistical software for 
statistical calculation and analyses. The data 
collected was first checked for completeness and 
proper data entry prior to other analyses. The 
Cronbach’s Alpha was used to measure the 
reliability of the instruments. The Cronbach’s 
Alpha was utilized to measure the reliability of 
the instruments. the closer the reliability 
coefficient gets to 1.0, the reliability is better. In 
general, reliability coefficient less than 0.60 are 
considered as poor, those in the range of 0.70 are 
acceptable and those above 0.80 are considered 
as good [32]. Then, the item-total correlation test 
was used to select items with an item-total 
correlation coefficient of .30 or higher. The 
items with low item-total correlations were 
removed. 

To create a model that best fits the data, the 
confirmatory factor analysis (CFA), one of the 
techniques of structural equation modelling (SEM), 
were used. There are two types of factor 
analysis: exploratory and confirmatory. Exploratory 
factor analysis (EFA) is used to explore the 
underlying factor structure of a set of variables 
(possible relationships between variables), 
whereas CFA is based on prior knowledge or a 
conceptual foundation to confirm or reject 
hypothesized relationships [33]. Firstly, the EFA was 
used to explore the factorial structure and then the 
CFA was applied to confirm that. Given the 
complexity of structural equation modelling, it is 
necessary to identify whether the proposed model is 
good. Several CFA fit indices, including CMIN/df, 
CFI, GFI, TLI, RMR and RMSEA were adopted in 
this study. 

3.4. Path Analysis 

Path analysis is an extension of the multiple 
regression model that is used to evaluate causal 
models by examining the relationships between 
a dependent variable and two or more 
independent variables. A path analysis can be 
conducted as a hierarchical (sequential) multiple 
regression analysis. In a regression model, each 
Independent variable has direct on the dependent 
variable. In a path analysis model, in addition to 
direct effect there is also indirect effect of an 
independent variable, via a mediating variable, 
on the dependent variable. 

4. Results 
Reliability and Validity Test

Table 1. Reliability Test 

Variables Items 
EFA loading 

value 

Cronbach alpha 

value 
KMO 

TRANS TRANS 2 .857 0.875 Kaiser-Meyer-
Olkin = .835. 
Sig = .000 
 

TRANS 3 .853 
TRANS 4 .788 
TRANS 5 .720 
TRANS 1 .671 

PSY PSY 3 .811 0.840 
PSY 1 .751 
PSY 2 .734 
PSY 4 .692 
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PSY 5 .657 
EE EE 3 .853 0.773 

EE 2 .754 
EE 1 .738 
EE 4 .724 

According to Table 1, with the obtained Cronbach 
alpha value greater than 0.6, it can be concluded that 

all variables measurement has an acceptable level of 
internal consistency.

Table 2. Model fit indicators 

Indicators Criteria Value by model 

χ2/df < 3 2.522 
GFI > 0.8 0.977 
CFI > 0.9 0.988 
TLI > 0.9 0.923 

RMSEA ≤ 0.08 0.035 
 

Table 2 shows that the model are satisfactory. 
Specifically, GFI, CFI and TLI values are all above 
0.9. The root mean square error of approximation 
(RMSEA) has a value of 0.035. This index is 
considered to be good if it is less than 0.08. The 

goodness of fit result showed that the model fits the 
data quite well. 

Path analysis

Table 3. Path analysis result 

Hypotheses 

Coefficient (β)  

Sig. 

 

Result Direct Indirect 

H1: TRANS  EE .096 - .039 Supported 

H2: TRANS  PSY .433 - .000 Supported 

H3a: PSY  EE .192 - .000 Supported 

H3b: TRANS PSY EE - .143 .000 Supported 

 

The result of multiple regression analysis showed 
that the Psychological Empowerment is significantly 
related with the two factors: Transformational 
leadership and Employee Engagement. Also from 
Table 3, it can be shown that there is a direct effect of 
Psychological Empowerment and Employee 
Engagement. Moreover, Transformational leadership 
not only has a direct impact on Employee 
Engagement, but also has indirect effect through 
Psychological Empowerment as a mediating variable. 
More specifically, the research results indicated that 
the direct impact of Psychological Empowerment is 
stronger than the direct impact of Transformational 
leadership on Employee engagement (β = 0.192 and 
β =0.096 respectively). Transformational leadership 
also has the indirect effects on Employee 
Engagement (β = 0.143) via Psychological 
Empowerment. Thus, Psychological Empowerment 
plays the mediating role on the relationship between 
Transformational leadership and Psychological 
Empowerment. 

5. Conclusions and Discussions 
In today's increasingly dynamic work 
environment, employees always expect certain 
autonomy in their work place. Therefore, 
accordingly to the research results, it is indicated 
that Psychological empowerment has played a 
significant role as an intermediate variable 
between Transformational leadership and 
Employee Engagement components.  

In an economy where external factors can change 
at any time, one of the measures to ensure a 
company's sustainable competitiveness and increase 
its success rate is to focus on its employees. Business 
leaders are often advised not to become 
micromanagement, i.e. not to interfere deeply with 
the day-to-day operations of their employees and to 
demonstrate this by putting trust in their employees, 
or empowering to help them make their own 
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decisions. In addition to the essential soft skills of 
talented leaders, a good way for good leaders to 
empower their employees is also essential. 

As a role of transformational leadership, leaders 
should always move towards of putting people at the 
centre of all activities. Trusting and empowering 
employees leading to leaders will have plenty of time 
to focus on long-term plans and strategies for the 
company. The empowered person will face many 
challenges but also feel his ability which is trusted by 
the leader that creates conditions for employees to 
practice independence, self-determination of work 
within the rights. Therefore, transformational 
leadership increases the sense of responsibility of the 
team and also encourages employees to be creative 
and inspiring at work, so that the responsibility in the 
work will be improved. At the same time, 
empowerment also increases the level of engagement 
of employee. 

The most important factor when giving 
employees the right to self-determination is to have a 
rigorous way to associate their responsibilities with 
the overall results and goals of the business. The 
mission of the business in this situation is to establish 
a long-term development strategy, while providing a 
specific working and development context for the 
employees. Strategies affecting the overall goals of 
the organization must be highly practical, need to be 
measured and continually responded to minimize 
unnecessary risks. Staff and teams working at this 
time should be aware of their rights and 
responsibilities. The freedom and autonomy they gain 
must adhere to the picture the company is aiming for. 
All activities that benefit the common goal that the 
organization is pursuing will be fully supported to 
develop. On the contrary, excessive freedom that 
damages the growth flywheel will have to be 
removed immediately. 

Limitation of this study is using cross-section 
design and convenience sampling. In addition, 
companies in remote areas of Vietnam were not 
including in the target samples because of 
unreachability; consequently, research findings may 
not be generalized for the entire Vietnamese 
organizations. For future research, generalizability of 
results and practical implications should be examined 
in other areas in Vietnam and in different types of 
organizations. 
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