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Abstract

Background: Nowadays, existence of self-motivated and efficient human re-
source is a key issue of great importance in the telecommunication industry.
Considering that human resource in an organization is significant resources,
steps should be taken to find the strong and weak points in enhancing the
operation of increasing efficiency in the firm. Moreover, job satisfaction has
been considered one of the important factors in the provision of superior
performance and high quality services at the telecommunication industry.
Problem: Considering the telecommunication industry that is one of the
primary industries in the poor performing sector of Cameroon. An industry
is growing at high speed by adopting unfair practices. Operators are not satis-
fied with the current government regulations towards issuance of SIM’s and
the imposition of XAF 3.5 billion fine. Purpose: This study aimed to explore
the impacts of job stress (JS), work environment (WE), overall compensation
benefits and pay (OCS), leadership, and moderating role of leadership on
employees’ job satisfaction (EJS). Method: A quantitative method was em-
ployed in the sample size of 515 responses. A technique of random sampling
was used to select the respondents. Data was collected through a field survey
by using a closed-ended questionnaire. The analysis was done through SmartPLS
3.0. Results: The results have supported the hypothesized model. Indeed,
findings proved a significant relationship between JS, WE, OCS, leadership,
and EJS. Leadership significantly moderates the relationship between ]S, WE,
OCS, and EJS. In particular, job JS has adverse effects on EJS. Originali-
ty/Value: This paper helps the executives of telecommunication industry how
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to lessen the job stress and increase the level of job satisfaction. This paper
has implications for practitioners and researchers interested in examining the
moderating role of leadership on employee’s job satisfaction. As well as work
environment plays a critical role in the satisfaction of employees.

Keywords

Job Stress, Work Environment, Overall Compensation Benefits and Pay,
Leadership, Employees’ Job Satisfaction

1. Introduction

In today’s dynamic world, all sizes/kinds of organizations, operating in devel-
oped or developing countries, involved in the race of struggling to become suc-
cessful and leader in their respective industries, and to sustain growth and de-
velopment (Eikelenboom & de Jong, 2019). An environmental dynamic didn’t
only affect and generate pressure for the organizations, often all of the stake-
holders involved in generating value (Borgwardt et al., 2019), employees (Kari-
mi, 2019), and suppliers (Eiriz & Carreiras, 2018).

(Locke, 1976) defined it as “the pleasurable emotional state which employees
derive from accomplishing tasks” or receiving a reasonable incentive. It is a col-
lection of attitudes that employees develop about their jobs and their related
tasks (Lee & Moon, 2011). According to (Chung et al., 2017), job satisfaction is a
crucial construct to know about employees’ insights on how their enterprises
cure them. It has been connected to several “behavioral, mental, and physical
health, and organizational outcomes, customer satisfaction, and productivity”
(Tomazevic et al., 2014). The job situation and employees’ attitude towards the
job defines typically his/her job satisfaction. It is one of the critical factors as well
as a problem for the service-providing sector to retain and hold talented and
competitive employees (Kakada & Deshpande, 2019).

Moreover, EJS can be influenced by incentive (Chinyio et al., 2018); transfor-
mational leadership (Boamah et al., 2018); ethical leadership (Attar et al., 2017);
working conditions/environment (Ashraf, 2019) participative leadership (Chan,
2019); workloads (De Simone et al., 2016); organizational and leadership career
management (de Oliveira et al., 2019); stress (Halkos & Bousinakis, 2017); job
and organizational characteristics (Jin et al., 2018).

Psychology, management, and sociology are amongst several disciplines in-
volved in the examination of job related stress (Trivellas et al., 2013). Overall,
they largely coverage that stress mainly impacts productivity and performance of
the firms. Numerous factors of JS have been recommended in the existing lite-
rature such as workload, management style, physical environment, working re-
lationship, work itself, career development, rewards, job security, role conflict

and ambiguity, and job autonomy (Lu et al., 2012). In particular, JS usually im-

DOI: 10.4236/0jbm.2021.91003

45 Open Journal of Business and Management


https://doi.org/10.4236/ojbm.2021.91003

H.Y.Tian et al.

pacts organizational and individual issues comprising, mental, behavioral, as
well as performance, physical outcomes, organizational commitment and en-
gagement, and job satisfaction (Beheshtifar et al., 2011). Modern firms consider
JS and job satisfaction of their subordinates as two critical workplace issues (Lee
et al,, 2015). Job related stress is considered harmful when emotional and physi-
cal responses incur when there is a misfit among job requirements and the em-
ployees’ capabilities, needs, or resources. Prior scholars, investigated the correla-
tion between JS and job satisfaction (Lambert et al., 2018), and corroborate that
high level of JS linked with low level of job satisfaction (Khalatbari et al., 2013).
Understanding the link among JS and EJS becomes significant particularly for
Cameron telecom industry where employees and organizations experiencing the
adverse effects of government regulation and imposition of penalties. Most of
the studies to date have focused on the influences of work stress in the nursing
environment and in hospital context (Khamisa et al., 2017), however, this study
fills the gap of JS-EJS relationship in telecom industry.

The physical form of WE is space, noise, physical layout, materials, tools, and
co-workers association; the quality of all of such facets has significant and posi-
tive effects on the quality of work performance (Pawirosumarto et al., 2017: p.
1339). WE is a place where subordinates perform their activities, where it can
bring negative and positive impacts for the employees to accomplish their goals.
A conductive WE has a positive effect on continuity of employment, in contrast,
less conductive has a negative. (Zhang et al., 2014) stated that when employees
having good WE were less likely to report job dissatisfaction, high burnout,
and intention to leave comparative to poor WE, and conclude that improving
WE could be an effective strategy for job outcomes. According to (Agbozo et
al., 2017), a supportive and attractive WE is one of the critical factors to job
satisfaction. Authors classified the three form of WE; physical includes (office
layout, machinery, lighting, temperature, and ventilation), psychological (affect
based-emotions, affective disorder, moods; cognitions-attitude, decision making,
perception; and behaviors-motivation, absence, and effectiveness), and social
deals with relationship at job setting. Most importantly, fostering and creating
supportive WE is essential, where the working condition presents several chal-
lenges. Though a large number of scholars have focused on employees’ job out-
comes and have revealed how it becomes associated with supportive WE (Kim et
al., 2018), the evidence from developing countries specifically Cameron is li-
mited. There is no study on link between WE and EJS with large sample across
Cameron.

The compensation benefits and pay are considered the main reasons for the
satisfaction of employees, and one of the ways to sustain potential employees is
to provide them attractive and adequate compensation in accordance with their
preferences, needs, and performance (Pepra-Mensah et al., 2017). Also, (Afrizal
2012) confirmed that compensation has significant effects on EJS. Whereas some

of the scholars stated that compensation is not driver for EJS. As these are basic
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needs of employees, where their lower level can increase dissatisfaction (Stamo-
lampros et al., 2019). Thus, a debate is continuing both compensation can influ-
ence the EJS, and how it could. Hence, this study employed compensation bene-
fits and pay in the context of Cameron.

Human capital provides a competitive edge due to innovativeness; thus it is
considered one of the resources that support the mission of firm (Holland et al.,
2007). The value of human resource in firm performance is grounded on several
factors. Some of them are directly or indirectly regards to leadership style and
organizational culture. The increased competition due to scarcity of resources,
calls for more strategic methods by organizational leaders and managers to the
task satisfying their subordinates and enhancing their satisfaction, work motiva-
tion and commitment Leadership is a complex phenomenon, effected by rela-
tionships, personalities, circumstances, relationships, and other factors within
job setting (Al-Sada et al., 2017). The prior researcher pinpoints the importance
of leadership to work performance (Bortoluzzi et al., 2014), and job satisfaction
(Muzailani et al., 2019). Indeed, to the overall satisfaction employees evaluate
career opportunities, compensation and benefits, senior leadership, work-life
balance of the company (Stamolampros et al., 2019). This study adds value to the
existing literature by focusing on moderating role of participative leadership in

telecommunication industry.

Telecom Industry Performance in Cameron

Globally, in 2016, the telecommunication industry specifically mobile phone
companies, and service operators contributed 4.4% to GDP, equivalent to ap-
proximately $3.3 trillion of economic value. They were predicted that it might
increase to greater than $4.2 trillion, which is around 4.9% of GDP by 2020
(Harris, 2018). Telecom regulatory agency (TRA) reflected that out of 22 million
subscribers 16.8 million, 93.8% subscribers are in the basket of MTN and
Orange. MTN has a 57.04% market share, and 36.8% are with Orange (Yaoundé,
2019). The Cameroon government continuously provides support to MTN and
Orange as 95.0% of all the transactions carried from the platform of both pro-
viders, 3.3% revenue of the sector increased in 2017. In support, the “Cameroon
Digital 2020” program launched by the government aimed to provide connectiv-
ity throughout the country (Lancaster, 2019).

A 20-year experienced audit company on October 27" presented reports to
the public in the presence of Minette Libom Li Liking (Minister of post and tel-
ecommunication). Reports revealed that the service qualities of all operators’ are
not up to the standards, due to their non-compliance and poor quality of tech-
nical support (Audit for the Ministry of Post and Telecommunication (Minpos-
tel) in Cameroon, 2017). Orange declared that due to the increase in strictness of
government regulations for customer identification, the initial registration
process and hyper-competition market share grew up by 4.6%, which is less than

the previous year. It involves a decrease of 1.2 million subscribers due to the go-
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vernmental regulations and industry competition (Welcome to Orange Came-
roon, 2017). The XAF 3.5 billion imposed as elegant on Orange, MTN, and
Nextel for not following the standards of regulation, involved in the unwanted
practice of selling and activating sim cards without prior registration, and iden-
tification (Donkin, 2019).

As the aforementioned literature exhibited that external environments, com-
prises of government regulations, industry competitions, and customer’s nega-
tives views, affect the revenues and the market share of the operator. To cope up
with continuous changes in external factors, companies’ internal environment
will be infected, which increases job stress to save potential customers and bring
new subscribers. Henceforth, to boost up the performance of internal stakehold-
ers, companies focus on their work environment and overall compensation and
benefit. More specifically, previous studies also used the leadership style to
moderate the relationship between constructs used (Gonzilez-Navarro et al.,
2018). In addition, the leadership role of executives eventually upsets employees’
performance (Scully et al., 1995), commitment towards enterprise (Huang et al.,
2006) and job performance (Smylie et al., 1996). Therefore, we employed this
study, which aims to investigate is there any correlation of JS, WE, OCS, L, and
EJS in the telecom industry of Cameron.

2. Literature Review
2.1. Theoretical Support

Hygiene-Motivation-Theory (HMT)
Frederick Herzberg is well-known for new-concepts and idea in the social

«

sciences such as the “workplace motivation, kick in the ass (KITA) and job
enrichment”. Though, he is well-known for his HMT, which was published in
1959. His work was largely dedicated to the inspiration of individual em-
ployees/workers in the workplace. Still, it had become extremely general with
executives, as it also highlighted the significance of “management knowledge
and expertise.” The HMT is also known as the two-factor-theory. He examined
“employees’ attitudes to their works along with their stimulators that impact on
the motivation of an individual to work”. He scrutinized the number of fac-
tors/antecedents in which employees to be satisfied. Hence, He came to a close
that every person has two “sets of needs—lower level of needs as an animal to
avoid pain and deprivation and a higher level of needs as a human being to grow
psychologically”. Thus, few of the influences in the workplace environment sa-
tisfy the first tier of needs and little in the second. Then he classified and
grouped them into Hygiene factors and motivators.

In addition, He has given the concept of KITA to elucidate why executives
become unwilling to inspire workers. Herzberg displayed that “employees are
not motivated by being kicked or by being provided more money or benefits, a
comfortable work atmosphere or reducing the time spent at work”. He denoted

such components as “Hygiene factors or satisfiers”, which are based on the cir-

DOI: 10.4236/0jbm.2021.91003

48 Open Journal of Business and Management


https://doi.org/10.4236/ojbm.2021.91003

H.Y. Tian et al.

cumstance or the milieu in which an individual works. Furthermore, he eluci-
dated that those factors are organization policies and regulations, leadership and
supervision, interactive relations, compensation, benefits, and pay security and
insecurity related to the job, status and personal life, and working environment.
These influences are not for endorsing satisfaction of a job, nonetheless for aid-
ing mainly to avert dissatisfaction of the job. For example, “good hygiene does
not produce good health by itself, but the lacking of it may cause disease”. He
also says about them as dis-satisfiers or care factors, as if “it is their absence or
inadequacy, which causes dissatisfaction at work”. Therefore, few drivers are not
accurate motivators, as they essentially continuous support.

In these circumstances, inherent motivation stagnant only with the executives,
while the employees are simply being constrained to act to escape penalty or
gain compensation. Moreover, the recompenses progressively come to be re-
garded as privileges to be probable, slightly than enticements to superior satis-
faction and accomplishment. “Motivators also referred to as growth fac-
tors—relate to what a person does at work, rather than to the context in which it
is done”. They comprise career growth, accomplishment, recognition, level of
responsibility, the work itself. The author elucidates that both factors are differ-
ent as it’s pertinent to a different group of needs. They are not opposites. HMT
recommended that motivators related to job satisfaction and hygiene to job dis-
satisfaction. HMT is imitative from the results of numerous inquiries into em-
ployees’ job satisfaction and dissatisfaction; these are simulated from his “origi-
nal research in Pittsburgh”. Additionally, most of the confirmation on which he
built his theory is pretty clear cut. This is principally the case relevant to the at-
tainment and promotion prospects as “potential job satisfiers and concerning
supervision and job insecurity as factors which contribute principally to dissa-
tisfaction”.

Not only this, when an individual exerts more effort and accolades with low
rewards, but it also leads to greater levels of stress (De Jonge et al., 2000). HMT
has been recycled in several different studies in the human resource manage-
ment prose. The furthermost fresh educations are (Velmurugan & Sankar, 2017;
Filtvedt, 2016; Matei & Abrudan, 2016). Many studies deal with different factors
of two-factor theory, such as the moderating effect of support on employee
well-being (Guidetti et al., 2018), mediating effect of person-organization fit on
workplace spirituality (Afsar & Badir, 2017), moderating impact of supervisor
support and job control on organizational change (Day et al., 2017), emotional
culture (Barsade & O’Neill, 2016), green atmosphere and job satisfaction (Basol,
2016), and job satisfaction (Monga et al., 2015).

2.2. Hypothesis Development

2.2.1.]Job Stress and Job Satisfaction
(Selye, 1964) has define stress as “an individuals’ material as well an emotional

reaction to potentially threatening aspects of the environment”. On the whole,
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job stress is “a situation for an individual when the job issues force an individual
to alter, modify or revolutionize his (her) mental and emotional state in such a
manner that the individual is forced to deviate from their normal working beha-
vior” (Beehr & Newman, 1978).

In today’s era of a dynamic world, everyone is struggling to fulfill their dreams
within limited resources. Likewise, enterprises’ are facing difficulties due to scar-
city of resources, an increase in competition, and continuous changes in the in-
ternal and external environment. Though such conditions push the organization
in a well, where firms demand more work from their employees. While em-
ployees are found in a state of burnout, unsatisfied, and overloaded with their
work. (Khalatbari et al., 2013), a study of a sample of 160 employees’ found the
association between job stress, job satisfaction, and job motivation. (Singh &
Nayak, 2015) conducted a quantitative study of a sample of 599 police officers in
India. Scholars founded the negative relationship between job stress and job sa-
tisfaction. Conclude that to decrease the level of job stress and improve job sa-
tisfaction of the police officers there is a need to clarify employees’ responsibili-
ties, task objectives and providing them performance feedback.

Prior research exhibited that job stress is the dominant antecedent of job sa-
tisfaction (Makola et al., 2015; Zulfiqar et al., 2013). (Khamisa et al., 2017; Kha-
latbari et al., 2013), conducted a study of a sample of 895 nurses, found that per-
sonal stress is the dominant predictor of “burnout and health than job satisfac-
tion.” Prior research confirmed that productivity of both organizations and em-
ployees impacted by two factors, stress and satisfaction of employees (Halkos &
Bousinakis, 2017). The authors proved that increase in the level of stress leads to
a decrease in performance, increased the improvement in the satisfaction of em-
ployees leads to a rise in productivity. Nowadays, most of the organizations in
developing countries struggling to have control of both factors. If both functions
well, positive results can be expected for employees’ work and for the organiza-
tion. Hence, we suggested following hypothesis:

H1: Job stress has negative and a significant effect on employees’ job satisfac-

tion.

2.2.2. Work Environment and Job Satisfaction

Insights of a positive work environment—for instance, a place with better psy-
chological and physical environments/circumstance, in addition to prospects for
the balance of work-life—to bring out the finest in personnel and surge their
promise, loyalty with work, organization, and performance. A review study of
(Wei et al., 2018), from the beginning of 2005 to the end of 2017, aimed to know
the major concentrations behind prior studies related to the nurse’s work envi-
ronment in the United States. Scholars conclude that employees at the front line
are the basis for proving the quality and safety of care and services. Supporting
nurse consent, involvement, commitment, and interactive relations at work is

significant to attain and sustain a vigorous level of quality services, care, and
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work environment. The results of healthier work environments primes to more
satisfied front line employees and nurses who will result in superior job perfor-
mance, patient care, and quality of services.

(Langer et al.,, 2019), investigation of the centralized bureaucratic and entre-
preneurial work environment, displayed a negative relationship of work envi-
ronment on job satisfaction and noted the positive indirect effect of entrepre-
neurial work environment on job satisfaction. (Pawirosumarto et al., 2017), a
study of 642 employees of hotels and resorts in Indonesia found a positive asso-
ciation between work environment, organizational culture, leadership style, and
job satisfaction. (Gacevic et al., 2018) conducted the cross-sectional study in the
Siberian public health sector sample of study includes 73,940 respondents. The
results of the study reveal that there is a direct influence of working conditions
on job satisfaction. The authors conclude that poor management and working
conditions are the main factors behind the dissatisfaction of employees in the
health sector. In addition (Dutra et al., 2018), also confirmed the positive associ-
ation of work environment with job satisfaction. Authors reported that out of
450 surveys, 28% nurses claimed dissatisfaction because of poor working envi-
ronment. Therefore, we proposed following hypothesis.

H2: Work environment has positive and a significant effect on employees’ job

satisfaction.

2.2.3. Overall Compensation Benefits and Job Satisfaction
(Peluso et al., 2017), the study adopted the approach of “(Lyons & Ben-Ora,
2002)” he classified the total reward system into four heads 1) “Base pay it in-
cludes elements like base salary, variable pay, recognition, and stocks”; 2) “Bene-
fits, include health care, retirement, savings and time off”; 3) “Training and de-
velopment opportunities, include career development, performance manage-
ment, succession planning and training”; 4) “Work environment, which includes
intangible elements such as the organizational climate, leadership, performance
support and work/life balance”. Scholars showed a positive relationship with the
total reward system with job satisfaction, affective commitment, and innovative
work behavior. A qualitative study of (Suttikun et al., 2018), based on the con-
text of Thailand, concludes that during the job, tangible benefits and intensive
rewards towards a career apart from monetary benefits lead to job satisfaction.
Employee engagement during offering services leads to the satisfaction of the
customer, who return, thus enabling spa employees and firms to generate more
income. (Spencer et al., 2016) a study of a sample of 848 showed discrimination
among gender-based compensation benefits and pay. Scholars showed that fe-
male employees’ are working equivalent to the male, though they are not getting
and compensated alike. However, there is no difference in job satisfaction levels.
(Chinyio et al., 2018), a study of a sample of 260 respondents of Jigawa state
public sectors, stated that compensation elements “salary; pension; gratuity; and

bonuses” have a positive influence with “attraction; motivation; job satisfaction;
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and retention of the public sector”. In addition, (Gulyani & Sharma, 2018), the
study proposed that total reward systems have a strong influence on the person-
nel’s work engagement and happiness at work. Specifically, the pay is considered
one of the key factors and individually equivalents four times compared to other
compensation factors (Addis et al., 2018). Moreover, (Lim et al., 2019), also
founded the positive influence of extrinsic rewards on employees’ job satisfac-
tion and person-organization fit. Therefore, we proposed the following hypothe-
sis:

H3: Overall compensation benefits have positive and statistically significant

effects on employees’ job satisfaction.

2.2.4. Leadership and Job Satisfaction

Over the decades, researchers have paid attention to participative leadership and
its effects on job satisfaction. Leaders possessing participative characteristics
share responsibility for decision making with subordinates (Benoliel & Barth,
2017). This type of leadership behaviors aimed to indulge employees in problem
solving and decision making, to provide employees with personalized support,
and to pay particular attention to employees (Nystrom, 1990). It therefore ulti-
mately influences the employees’ job satisfaction (Chan, 2019), organizational
commitment (Miao et al., 2013), and quality of work file (Dhamija et al., 2019).
Indeed, the prior work has highlighted the significance of participative leader-
ship to employees work performance (Newman et al., 2016). Besides, scholars
have shown that positive mood and job beliefs increase the employee’s job satis-
faction (Ilies & Judge, 2004). When subordinates feel that they are performing
better task that contributes to the success of their firms, they are more energetic
to work, and experience greater level of satisfaction as result of their accom-
plishing responsibilities. Therefore, this study proposed following hypothesis.

H4. Leadership positively and significantly affects employees’ job satisfaction.

2.2.5. The Moderation Effects

Empirical studies have investigated the effects of participative leadership on
work performance and the mediating processes (Newman et al., 2016). In par-
ticular, the influences of participative leadership on job satisfaction has received
more attention, little work is directed to investigate the moderation of participa-
tive leadership. (Jin et al., 2018) conclude that job stress can be reduced with su-
pervisory support, role clarity, coworker integration, and agency formalization.
(de Oliveira et al., 2019) study based on the context of Brazilian organizations
reflected that career management and leadership career support influence the
satisfaction of a job and turnover intension. Moreover, the authors noted that
leadership support moderates the link between organizational career manage-
ment practices and job satisfaction and turnover intension. (Boamabh et al., 2018)
investigated the direct influence of leadership on workplace environments and
noted positive impacts on job satisfaction. Also, (Chan, 2019) found the positive

impact of leadership on employees’ job satisfaction and consider one of the key
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factors for promoting work engagement. A focus on emerging booming leader-
ship abilities amongst nurse leaders’ hospitals will progress the formation of
“healthy work environments” that endorse employees’ job satisfaction and the
retention of employees’ (Bawafaa et al., 2015). Also, (Attar et al., 2017), a muni-
cipality of Kenya based a study of a sample of 224, showed the positive direct re-
lationship of ethical leadership behavior with job satisfaction.

Leadership also used as a moderator in previous studies of (Zheng et al., 2019;
Hussain & Younis, 2015) between envy and counterproductive work behavior
(Gonzalez-Navarro et al.,, 2018); between intragroup conflicts and teamwork,
quality (Curseu, 2011); between strategic human resource practices and job sa-
tisfaction (Hamid & Azhar, 2015); between management control and business
excellence (Doeleman et al., 2012); between follower characteristics and follower
work engagement (Zhu et al., 2009). Thus, we suggest the following hypothesis:

HS5: Leadership moderates the relationship between [a) job stress; b) work en-
vironment; ¢) overall compensation benefits and pay] and employees’ job satis-

faction.

3. Research Methodology
3.1. Sample and Data Collections

This scholarship targets all levels of employees” working in the telecommunica-
tion industry of Cameroon, the main reasons behind the telecom industry com-
prises the prior scholar has done 1) little work. 2) Continuous poor performance
of the sector and just 0.6% contribution to the GDP of the country. 3) Observed
the stress among employees because of increasing restrictions and imposition of
penalties, and opposing results of an audit report. 4) Current government fluc-
tuations in policies and regulations related to security and steps taken towards
blocking of SIM’s again create the situation of job stress. Particularly, in Came-
roon, there are four telecommunication operator MTN (South African based
multinational mobile telecommunication company), Orange (French multina-
tional telecommunications corporation), Viettel (State-owned enterprise), and
Camtel (state-owned company) provides the internet services and digitization of
the telephone (TELCOMA, 2019). A closed-ended questionnaire administered,
which include six sections. First section reserved for respondents general infor-
mation. While the rest of the five sections include questions related to the con-
structs. Data were collected throughout the country from January 2019-June
20109. Initially, two pilot tests conducted on observation of 50 - 50 respondents as
a means of that checking questions work as intended and are understood by
those individuals who are likely to respond to them and to reduce sampling er-
ror and increase questionnaire response rates. The pilot test showed that random
sampling was best for the study as our questionnaires were easily understood by
our target respondents. After that, the collection of data started at a large scale,

540 questionnaires distributed from which 530 received back, 15 questionnaires
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removed from the analysis because of insufficient information provided. Hence
the response rate of the study was 98.15%. A sample of 540 was chosen to in-
crease the precision of the result as the number employees in the telecommuni-
cation sector of Cameroon span over 2500 employees. A technique of random
sampling adopted to select the respondents. The questionnaire includes 39 items
related to the constructs. Therefore, based on structural equation modeling and
previous scholars, the sample size should be 10x to the items used in the study.
Though, to better know the insights of respondents, we have opened the gate for
them and try to accumulate more responses. Therefore, this study involves the
sample size (N = 515).

3.2. Demographical Information

Table 1 exhibits the demographics information of respondents. A sample of 515
employees’ represents the population of the telecommunication sector in Came-
roon. 392 (76.1) of the respondent are male, followed by 123 (23.9%) are fe-
males. In addition, 246 (47.8%) of the respondents are falling in the range of 31 -
40 years, followed by 219 (42.5%) in 20 - 30 years. From an education perspec-
tive, 291 (56.5%) respondents are having a master’s degree, followed by 216
(41.9%) graduation, and remaining (1.6%) have more than the master. Further-
more, 253 (49.12%) of the respondents are having a job in the sales and market-
ing department, followed by 209 (40.6%) selected another option, apart from the
HR and Finance department. As work experience, 260 (50.5%) of the respon-
dents have 5 - 10 years’ experience, followed by 127 (24.7%) 1 - 5 years and
(24.8%) 11 - 15 years. As mentioned in the table below, 228 (44.2%) of respon-
dents have more than 60,000 rupees salary. Out of 515 respondents, 333 (64.7%)

are married, and the remaining 182 (35.3%) are single.

3.3. Measurement Scales

Work environment, assessed by seven items, taken from the study of (Qureshi et
al., 2012). This scale was adopted because it has been successfully used in pre-
vious studies (Pawirosumarto et al., 2017; Langer et al., 2019). Job satisfaction,
assessed by 4 item scale adopted from the study of (Thatcher et al., 2002), and
successfully administered in recent studies (McVeigh et al., 2019; Lim et al,,
2019). Job stress was evaluated by seven items; these items were taken from the
study of (Qureshi et al., 2012). The scale was adopted into this study because of
its more excellent reliability witnessed in previous studies (Chung et al., 2017;
Halkos & Bousinakis, 2017). The scale of leadership adapted to form the study of
(Chaiprasit & Santidhiraku, 2011), scale comprises of 11 items. The scale items
also used in recent studies (Boamah et al., 2018). While compensation benefits
and pay measured by eight items taken from the study of (Munir & Rahman,
2016). All the variants were reserved by using 5-points Likert scale ratings 1 =

strongly disagree, 5 = strongly agree.
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Table 1. Participants Characteristics. Demographic Characteristics.

Gender Frequency %
Male 392 76.1
Female 123 239
Total 515 100
Age
20-30 219 42.5
31-40 246 47.8
41-50 50 9.7
Total 515 100
Education
Graduation 216 419
Master’s Degree 291 56.5
Higher Than Master’s Degree 8 1.6
Total 515 100
Department
HR 35 6.8
Financial 8 1.6
Sales & Marketing 253 49.12
Other 209 40.6
Total 515 100

Work Experience

1 to 5 years 127 247
5 to 10 years 260 50.5
11 to 15 years 128 24.8
Total 515 100
Salary
Below 20,000 88 17.0
40,000 to 60,000 199 38.6
Above 60,000 228 44.2
Total 515 100

Marital Status

Married 333 64.7
Single 182 353
Total 515 100
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3.4. Analysis

The analysis of results and model proved by using partial least squares, tech-
niques of consistent PLS Algorithm, and bootstrapping. Structural equation
modeling used for path analysis. The measurement model was tested and veri-
fied based on the reliability and validity of variables noted in recent studies. Both
inferential and descriptive results were found and reported in the tables. The
main reason behind the SmartPLS includes the wide popularity and acceptability
of its application (Hair Jr. et al., 2012a; Kura, 2016). Furthermore, PLS is consi-
dered more comfortable, and one of the developed system (McDonald, 1996).
However, this study involves mediation and moderation effects, which are the
key aim of using this software (Ringle et al., 2015). Additionally, in recent days’
most of the scholars prefer SmartPLS in all of the discipline (Qalati et al., 2019;
Khoi & Van Tuan, 2018; Tran et al., 2019; Sadalia et al., 2019; Umrani et al.,
2018; Akter et al., 2017; Choshin & Ghaffari, 2017).

4. Results and Measurement Analysis

This study employed Harman’s single factor and full collinearity test to ensure
data free from common method bias. Harman’s singly factor test results show a
single factor explained only 24.221% of the total variance, which is far below the
50.0% (Podsakoff et al., 2003).

In addition, following the recent suggestions in the PLS-SEM literature and
particularly (Kock & Hadaya, 2018), this study employs the full collinearity ap-
proach, specifically variance inflation factor (VIF) for detecting evidence on
CMB. The results of the study shown in Table 2 stated that CMB is not a key
concern since the computed VIFs are less than three 5 (Hair Jr. et al., 2011).
Again, following previous research (Jibril et al., 2020), the current work con-
cludes that since a study that examines the presence of mediation effect, it is ex-
tremely difficult for respondents themselves to mentally manipulate. Therefore,
the concerns about CMB are minimal here; hence in this analysis, the potential
for CMB is low.

Before moving towards the analysis, this study used Kaiser-Meyer-Olkin
(KMO) recommended to measure the sampling adequacy and to ensure the sui-
tability of data. The KMO test result is 0.828, which is greater than an acceptable
threshold 0.50, and hence, consider substantial for explanatory factor analysis
(Cetinkaya & Karabulut, 2016; Chan et al., 2011). Moreover, Bartlett’s test results
reflect that the level of significance is at 0.000 and thus is consider good as it is
below the 0.05 significance level. Only one item of the study removed from the
model due to factor loading less than 0.7 recently suggested by (Hair Jr. et al.,
2017).

Measurement Model

For results analysis, we have employed partial least square structural equation

modelling (PLS-SEM). Several tests were conducted related to reliability, validi-
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ty, and path coefficients. Also to ensure the data free from multicollinearity and
other data related bias were measured (Hair Jr. et al., 2010). The analysis section
utilized a two-way approach to assess the results.

1) Assessment of measurement model and 2) Structural model (Hair Jr. et al.,
2010).

1) An assessment of the Measurement Model

As per (Henseler et al., 2009) suggestions in order to measure the model of
study scholars are required to assess the “individual item reliability, internal
consistency, content validity, convergent validity, and discriminant validity”.

Individual item reliability: Assessed through the outer loadings of items re-
lated to a particular dimension (Hair Jr. et al., 2012a). (Hair Jr. et al., 2016) rec-
ommended that it should be retained within 0.40 and 0.70. As demonstrated in
Table 2, all the values adequately satisfied and meet the standards, present study
items retained between 0.724 and 0.901.

According to (Nunnally, 1978), the value of Cronbach’s Alpha (CA) should be
greater than 0.7. The values of CA retained between 0.774 and 0.941. Therefore,
it is concluded that the study adequately meets the standard of reliability of the
measures.

Internal consistency reliability: (Bagozzi & Yi, 1988) proposed that the value
of composite reliability (CR) should be equivalent to or exceeds 0.7. Table 2 ex-
hibited the CR of the constructs, retained between 0.854 and 0.950, proposing
the adequate reliability of the measures.

Convergent validity: According to (Fornell & Larcker, 1981), rule of thumb
the value of AVE, should be equivalent to 0.5 or above. The value of AVE of the
study, retained between 0.596 and 0.740 henceforth; it is concluded that this
work qualifies the satisfactory level of convergent validity.

Discriminant validity: Two methods were used to evaluate the “discriminant
validity” of the variables. 1) It was ensured that the cross-loadings of indicators
should be higher than any other opposing constructs (Hair Jr. et al., 2012b). 2)
According to the Fornell and Larcker (1981) criterion, the square root of AVE for
each construct should exceed the inter-correlations of the construct with other
model constructs”. Therefore, as shown in Table 3, it could be concluded that all
the constructs employed in the work have adequate level of discriminant validity.

2) An assessment of the Structural Model

This article utilized PLS bootstrapping with 5000 bootstraps and 525 cases with
the motive to analyze the hypothesized model and its significance (Henseler et
al., 2009). Figure 1 demonstrates the comprehensive illustration of assessments of
the structural model alongside with statistics related to moderation of leadership.

Collinearity issue of structural model To ensure the multicollinearity issue,
editors and scholars require HTMT (Heterotrait-Monotrait) ratio, (Gold et al.,
2001) proposed that value of the constructs should not exceed 0.9. Table 4
showed that the maximum value of a construct found 0.616, henceforth this

study is free from multicollinearity issue.
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Table 2. Measurement model evaluation.

Construct Items code  Loadings CA! CR? AVE®  Inner VIF
OCS2 0.833 0.903 0.925 0.672 1.252
OCS3 0.795
Overall compensation 0Cs4 0.846
benefits & pay 0CS5 0.755
OCS6 0.841
OCS7 0.834
JS1 0.765 0.941 0.95 0.704 1.184
JS2 0.823
JS3 0.859
]S4 0.806
Job stress
]JS5 0.831
JS6 0.901
JS7 0.855
JS8 0.865
L10 0.754 0.935 0.944 0.630 1.322
L11 0.72
L2 0.788
L3 0.822
L4 0.813
Leadership
L5 0.774
L6 0.834
L7 0.823
L8 0.868
L9 0.73
WEI1 0.724 0.774 0.854 0.596 1.415
Work environment WE5 0.828
WE6 0.829
EJS1 0.847 0.883 0.919 0.740
Employee’s job EJS2 0.854
satisfaction EJS3 0.894
EJS4 0.845

Note: CA' = Cronbach’s Alpha; CR? = Composite Reliability; AVE® = Average Value Extracted.
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Table 3. Discriminant validity coefficients.

Constructs 1 2 3 4 5
EJS 0.86
JS —-0.082 0.839
L 0.437 0.022 0.794
OCS 0.395 0.06 0.29 0.820
WE 0.514 0.081 0.406 0.326 0.772
Notes: Values on the diagonal (bold) are square root of the AVE while the off-diagonals are correlations.
Table 4. Heterotrait-Monotrait ratio (HTMT).
Constructs 1 2 3 4 5
EJS
IS 0.087
L 0.469 0.115
OCS 0.422 0.125 0.31
WE 0.616 0.155 0.457 0.354
L10 L11 L2 L3 L4 L5 L6 L7 L8 L9
ISt '\'\ \ T / //
LS 45.377
JS2 N 36.82727.36696.85045-189 36.42057.49351.30280.743 20716
= ¥ 5:263
'\5.784
JS4
JS5 Leadership
Jse P ’ Job stress JS L
K~ 5780 0.236 (0.000)
w7 S -0.123 (0.008) 0.140 (0.003)
X
JS8 EJS1
46.310
WE1 ‘521 .60 57 149-¥ EJS2
’ . . 86.683
WE4  4-18.156 0.410/(0.000) <+ EJs3
56.251
‘,51 563
WES | 49815 Emplojee’s job EJsa
Work environment Z0.139 (0.002) satisfaction
WE6 0.163 (0.000)
0.241 (0.000)
0CS2
LS
0ocs3 ™\ ocs'L
¥ 42,195
0Cs4 20194
66.930
OCS5 4-33.466 .
43.406 WE*L
.2
OCS6 39.255 Overall
ocs7 compensation

benefits and pay

Figure 1. Structural equation modelling (path coefficient and p-value).
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Coefficient of determination: To evaluate the variance of the constructs,
PLS-SEM suggests evaluating the R coefficient, which also called the coefficient
of determination (Hair Jr. et al., 2011). According to (Cohen, 1998), the value of
R* 0.60, 0.33 and 0.19 respectively set as rule of thumb and these values are de-
scribed as substantial, moderate and weak. (Hair Jr. et al., 2010) proposed that
the R? coefficient is subject to the situation where a specific study is conducted.
However, as per (Falk & Miller, 1992), recommendation R* coefficients of 0.10 is
also acceptable. Meanwhile, as reflected in Table 6, the present study R* noted
0.429. The value of 0.429 indicates that 49.2% variation in EJS occurred due to
JS, WE, OCS, and leadership.

Predictive relevance of the model: Keeping in view the reflective nature of
measures, this study employed cross-validated redundancy measure Q?, for eva-
luating the model as per suggestions of (Ringle et al., 2012). It is an indicator of
the model’s out-of-sample predictive power or predictive relevance given by
(Geisser, 1974; Stone, 1974) Q* value. In the structural equation model, Q* values
larger than zero for a specific reflective endogenous latent variable indicate the
path model’s predictive relevance for a particular dependent construct. Moreo-
ver, As a relative measure of predictive relevance, ¢ values of 0.02, 0.15, and
0.35, respectively, indicate that an exogenous construct has a small, medium, or
substantial predictive relevance for a specific endogenous construct. Hence, as
reflected in Table 6, the results of the study shows that model has substantial
predictive relevance.

The Effect Sizes (£): In order to examine the R* values of all endogenous
constructs, the change in the R? value when a specified exogenous construct is
omitted from the model can be used to evaluate whether the omitted construct
has a substantive impact on the endogenous constructs. This measure is mostly
preferred by editors and reviewers. In addition, the values of 0.02, 0.15, and 0.35,
respectively, represent small, medium, and large effects (Cohen, 2013). If the
value of £ is < 0.02, it indicates that there is no effect. The results of the study
shown in Table 5 proved that there is an effect.

Testing the moderation effect. The product indicator techniques PLS-SEM
was used for identifying and assessing the power of moderating effect of trust
and charge/price on the service quality, effective treatment, and patient satisfac-
tion (Chin, 2010). This study used a product indicator method because the sug-
gested moderating construct was continuous (Rigdon et al., 1998). Furthermore,
(Cohen, 1998) rules were used for assessing the moderating effects.

Recalling H5 (a, b, and ¢), it was proposed that a leadership moderates the re-
lationship between JS, WE, OCS, and EJS. As shown, in Table 5 and Figure 1
propose that the (JS*L — B = 0.140, t-value = 2.988), (WE*L — B = 0.163, t-value
= 4.094), and (OCS*L = B = —0.139, t-value = 3.069) interaction terms was sig-
nificant. Hence, H5 (a-c) was fully supported.

Determining the strength of the moderating effects: The power of mod-

erating effects could be evaluated by matching the R* value of the main and R?
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full model (Henseler & Fassott, 2010) and the strength of moderating effects’
could be assessed by employing the formula given below (Cohen, 1998):

> R? model with moderator — R* model without moderator

Effect Size:
? (f) 1— R* model with moderator

The values of 0.02, 0.15 and 0.35, respectively represent as weak, moderate
and strong moderating effects sizes (Cohen, 1998). As per the rule of (Cohen,
1998), the power of the moderating effect of leadership was assessed and re-
ported in Table 6.

(Chin et al., 2003) stated that a small effect size does not necessarily mean that
the causal moderating effect is irrelevant. “Even a small interaction effect can be
meaningful under extreme moderating conditions, if the resulting beta changes
are meaningful, then it is important to take these conditions into account” (Chin
et al., 2003). This has recommended that the moderating role of leadership over
JS, WE, OCS, and EJS is weak.

The slope for the relationship between JS and EJS is moderated by leadership
showed that the relationship became stronger when the leadership is high. The
slope is given in Figure 2.

The results shown in Figure 3 reflect that employees’ who have participative
leadership at work are less likely to be engaged at work. In short, WE has greater
impacts on EJS. The relationship between WE and EJS is stronger when em-
ployees high participative leadership at work.

The results shown in Figure 4 reflect that employees’ who have participative

Table 5. Paths coefficients and hypothesis testing.

Hypothesis Relationship

Direct effect

H1 JS — EJS
H2 WE — EJS
H3 OCS - EJS
H4 L—>EJS

Direct effect

Hb5a JS*L — EJS
H5b WE*L — EJS
H5c OCS*L — EJS

Path

coefficient Mean SD t-value Decision f Square
-0.123 -0.121 0.048 2.64* Supported 0.022
0.410 0.409 0.047 8.633* Supported 0.203
0.241 0.244 0.042 5.729* Supported 0.081
0.236 0.236 0.045 5.076* Supported 0.074
0.140 0.133 0.047 2.988* Supported 0.026
0.163 0.169 0.041 4.094* Supported 0.04
-0.139 -0.141 0.046 3.069* Supported 0.026

Notes: Critical values. *t-value > 1.96 (p < 0.05).

Table 6. Structural model.

Model

Construct cross-validated redundancy Coefficient of determination

Goodness of fit
(SRMR)

Constructs

Employee’s job satisfaction

SSO

SSE Q? (= 1-SSE/SSO) R? Adj. R?
0.078

2060.00 1453.95 0.39 0.429 0.421

Source: Researcher.
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Figure 2.

The slope for the interactive effect of leadership on JS and EJS.

4.5

3.5

25

Employees’ job satisfaction

——— Low Leadership

---B--- High Leadership

Low Work environment

High Work environment

Figure 3.

The slope for the interactive effect of leadership on WE and EJS.
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Figure 4. The slope for the interactive effect of leadership on OCS and EJS.
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leadership at work are more likely to be engaged at work. In short overall com-
pensation benefits and pay has greater impacts on employees’ job satisfaction.
The positive relationship between overall compensation benefits and pay and
employees job satisfaction are stronger when employees have participative lea-

dership at work.

5. Discussion

The survey-based quantitative study was employed to describe the factors that
influence the job satisfaction of employees working in the telecom industry of
Cameron. The findings of the study are interesting, given the moderating role of
participative leadership. Many different factors are used and employed by in-
dustry, which could also be instigated regarding how they support EJS, e.g. orga-
nizational culture, job engagement, commitment, etc.

The JS was found to have negative impacts on EJS (p = 0.008), in line with
(Trivellas et al., 2013). The primary reason for negative effects includes ambigu-
ity in role, workload, and undefined task. No doubt, that once changes occurred,
some of the employees” worried about their job because of inability, less compe-
titiveness, skills, and an increase in pressure to offer better quality in services.
Such an increase in pressure gives birth to stress, which affects the employees’
job satisfaction.

The WE found to be an essential factor in EJS (p = 0.001). These findings of
the study consistent with (Pawirosumarto et al., 2017), who found positive in-
fluence of WE on EJS. The results reflected that better and comfortable the WE
is in a job, the higher the level of EJS. Furthermore, an internal environment
plays a vital role in is the satisfaction of the employees. For instance, when a job
is well defined, the task is distributed, guidance is available from executives em-
ployees’ performance will increase.

Notably, a significant relationship was found between OCS and EJS (p =
0.001). The prior research also proved that it’s not mandatory compensation
benefits, and pay only increases the employees’ job satisfaction. Though it influ-
ences employees’ job satisfaction. These findings revealed that employees are sa-
tisfied when they received equivalent level of benefits and pay. Moreover, to
boost the sales team and to involve the employees at work, they must be received
incentive and increase in bonuses and other benefits. These findings of the study
consistent with (Husain et al., 2019; Muzailani et al., 2019).

Indeed, the significant relationship between leadership and EJS (p = 0.001)
demonstrated that the productivity of employees, their involvement in the work,
punctuality of their timing, consistency in their work will become higher when
they have role models and assistance of their leaders. This finding of the study
consistent with (Chan, 2019). The participative leadership encourages subordi-
nate to engage with work and feel satisfied with shared responsibilities and du-
ties.

Similar participative leadership moderates the relationship between JS, WE,
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OCS, and EJS. For instance, when there is role ambiguity and less directed to-
wards a task, employees approach the leaders. Hence, Hypothesis 5(a-c): con-

structed and the results found supported.

Limitations and Contributions

This study is not free from limitations. This study used convenience random
sampling approach due to limited budget and time constraints and was limited
to singly industry. In addition, the study considered Cameron only, which re-
strained the generalizability of the existing findings across different cultures.
Thus, future studies should employ the across-cultural approach to examine the
impacts of stress and moderation effects on employee’s job satisfaction. From
broader perspectives, there may be other predictors and influence factors. Con-
sequently, the involvement of limited factors may be considered a limitation.
Moreover, the model tested in single country. The outcomes represent a snap-
shot at a particular time but the effects of leadership are volatile over time. The
industry involved only service firms, hence future research could be targeted on
other industries.

This study contributes to literature in several ways. First, in preceding exami-
nations, scholars have shown interest in the moderating effects of leadership
style. (Zhu et al., 2009) stated that leadership style has moderating effects on the
employee’s characteristics and working conditions. This study contributes to the
moderating interaction effect of participative leadership on work environment
and job satisfaction. As it was proved in hypothesis 8. Leadership positively and
significantly moderate the relationship.

Second, this education examines the mechanism of associations among com-
pensation benefits and pay to work environment and job satisfaction. Herzberg’s
theory of motivation (1959) stated how hygiene and motivational factors influ-
ence job satisfaction and also investigated by (Addis et al., 2018). While the
theory has a gap of how the work environment mediates the relationship be-
tween constructs. Hence, this study elaborates the mediating role of the work
environment.

Third, this study provides aids to telecom organizations’ executives about les-
sening the level of job stress. As it’s proved that to increase the employees’ job
satisfaction executives are required to improve the work environment, which
necessitates that there should be clarity among objectives, role, tasks, and targets.
Additionally, leaders also provide them support and assistance to increase loyal-

ty and bonding with organizations.
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