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Abstract 

 

Research background: In the private sector and on social media, corporate emotional interaction 

has lately become a hot topic. In the background of the public sector, however, it has scarcely 

been discussed and very little is known about its determinants and implications.  

Purpose of the article: This research investigates the role of organizational emotional engage-

ment through relational contracts, senior management receptivity, and upward communication of 

employees in the public sector in stimulating work satisfaction and job efficiency. 
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Methods: This research was based on data collected between April 1, 2020, and May 31, 2020, 

from 335 state employees from various governmental organizations in Ho Chi Minh City 

(HCMC), Vietnam. To evaluate the hypothesized model, partial least squares-structural equation 

modeling was used. 

Findings & value added: Our results illustrate that relational contracts have a powerful effect on 

emotional engagement. Positive relationships were confirmed between employee engagement and 

the voice of employees and between employee engagement and job performance. Moreover, the 

findings also support the role of senior management receptiveness in stimulating organizational 

emotional engagement.  This study addresses questions about absence of academic studies on 

organizational emotional engagement in the public sector. The results highlight the important role 

of emotional engagement in stimulating job satisfaction and job performance through relational 

contracts, senior management receptiveness, and upward employee communication. 

 

 

Introduction 

 

Employee engagement within organizations has increasingly become an 

issue of concern. A report from the human resource (HR) consultancy 

Anphabe indicated that Vietnam’s employee turnover rate reached 24% in 

2019. In recognition of the importance of job design,  researchers have 

investigated the effects of age and job characteristics on job engagement, 

satisfaction and performance (Truxillo et al., 2012). 

A relational contract is one type of psychological contracts (Rousseau, 

2000). There have been few bodies of research on the effect on employee 

engagement of relational contracts. Three outstanding studies have exam-

ined how psychological contracts relate to engagement, mainly focusing on 

relational contracts (Bal et al., 2013; Chang et al., 2013; Yeh, 2012), and 

found that relational contracts are positively connected to the participation 

of employees. The most recent study also confirms the positive effect of 

relational contracts on long-term participation (Soares & Mosquera, 2019). 

However, the separate relationship between relational contract and emo-

tional engagement has not been deeply investigated.  

Like relational contracts, employee voice (as measured through senior 

management receptiveness and upward employee communication) has re-

ceived little research attention. This gap has been pointed out by Gruman 

and Saks (2014). The voice of workers is a serious problem in HR man-

agement (Marchington, 2015). Employee voices have been recognized as 

a determinant of employee engagement in terms of raising upward feed-

back (Ruck & Welch, 2012). Employee engagement is positively associated 

with senior management receptiveness and upward employee communica-

tion, and both dimensions can be considered antecedents of engagement 

(Ruck et al., 2017). In addition, prior studies have confirmed essential as-

sociations between emotional organizational commitment and job perfor-

mance (Yongxing et al., 2017; Rich et al., 2010).  
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Specifically, a few studies have been carried on the alleged link between 

work engagement and job satisfaction. As such, this subject represents 

a novel area of investigation. A common subject in the research field has 

been the work satisfaction-job performance relationship since knowing 

more about the factors that can boost employee satisfaction and 

performance is important, especially for managers. In general, studies on 

the influence of employee engagement through receptiveness, communica-

tion, job satisfaction and job performance in the public sector are minimal 

in many countries, of which Vietnam is not an exception.   

This study aims to support previous research, fill the pointed gaps in the 

literature, and more closely examine relationships of emotional engagement 

with relational contracts, senior management receptiveness, upward 

employee communication, satisfaction with jobs, and job performance. 

Based on the results of a questionnaire collected from 335 public employ-

ees who are working at 19 governmental organizations at the district level 

in HCMC, Vietnam. We pursue with an overview of relevant previous stud-

ies to develop a conceptual framework regarding how emotional engage-

ment stimulates job performance and satisfaction through relational con-

tracts, management receptiveness, and employee commitment. This study 

used the partial least squares structural equation model method to test six 

hypotheses in the conceptual framework. 

In the remainder of this paper, we conduct literature review in line with 

hypothesis development in the second section. In third section, we present 

research methodology. Research results and discussions are presented in 

the fourth section. Finally, the last section concludes our findings, provides 

limitations, and suggests for future studies. 

 

 

Literature review: hypotheses and model development 

 

Organizational emotional engagement 

 

Increasingly, engagement has become a central concern and has drawn 

academic attention in the field of business psychology. Organizational 

emotional engagement, or work engagement, refers to employees’ emo-

tional commitment to their company. Engagement is described as the har-

nessing of the self of organization members to their job roles; people em-

ploy and express themselves physically, cognitively, and emotionally in 

engagement during role performances (Kahn, 1990).  

Furthermore, work engagement is described as a positive, fulfilling  

state of mind that is characterized by dedication, vigor, and absorption 
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while at work (Schaufeli et al., 2002). Dedication means being strongly 

embraced in one’s work and feeling a sense of importance, passion, and 

challenge. Vigor is described by high levels of energy and mental tough-

ness as working. Absorption is described as being completely focused and 

happily engaged in one’s work with time passing quickly and difficulty 

detaching oneself from it. In short, engaged employees have a lot of enthu-

siasm and energy about their jobs (Bakker & Demerouti, 2008). 

Employees are considered engaged to their organizations when they put 

all of their effort into their work and feel concern for the company where 

they are employed. Welch (2011) restated Saks (2006)’s claim that em-

ployee engagement comprises both job and organizational engagement. 

This study adapts the concept of engagement developed by Saks (2006). 

 

Relational contract 

 

A psychological contract is an obligation between an individual and an 

entity based on shared trust in the sense of business psychology (Rousseau, 

1989). Rousseau and Tijoriwala (1998) describe the belief of an individual 

in contractual responsibilities between that person and another party, such 

as an employer, is another concept. When an organization fulfills all obliga-

tions agreed upon in the contract, employees may recompense the organiza-

tion by expressing their loyalty to the company (Saks, 2006).  

Legal and psychological contracts differ in that psychological contracts 

are subjective and not explicit, as they rely only on individual perceptions. 

Based on variations in employment arrangements in psychological con-

tracts, a typology of four dimensions was developed: relational, balanced, 

transactional, and transitional by Rousseau (2000). In a recent study, Soares 

and Mosquera (2019) have shown that the transitional and transactional 

contracts have a negative effect on work engagement, meanwhile the rela-

tional and the balanced contracts have a positive effect on work engage-

ment. 

In this study, we focus only on employees’ relational contracts. Rela-

tional contracts are a type of long-term arrangement based mainly on 

a relationship of trust and loyalty. In such contracts, contingency rewards 

are not specified. According to Rousseau (2000), relational contracts in-

clude two sub-components — stability and loyalty — which are associated 

with remaining in and supporting the company. These two factors can con-

tribute significantly to employees’ career advancement opportunities in the 

long term, whether within or outside the organization.  

To date, only three studies have concentrated on the relationship be-

tween styles of psychological contracts and employee participation (Chang 
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et al., 2013; Bal et al., 2013; Yeh, 2012). Their results showed that 

relational contracts are positively linked with engagement. This study con-

tinues to explore how relational contracts and organizational engagement 

affect one another. As such, the following hypothesis is proposed: 

 

H1: Relational contracts positively impact on organizational emotional 

engagement. 

 

Senior management receptiveness and upward employee communication 

 

Senior management receptiveness can be understood as managers’ will-

ingness to consider new opinions and ideas from employees. In any 

projects when employees are not allowed to put forward their ideas, they 

may be discouraged from raising suggestions, which in turn will be likely 

to result in a decline in employee engagement (Beugré, 2010). On the other 

hand, if employees refuse to speak out, they will no longer feel connected 

to their organization. An organization’s lack of real commitment to listen-

ing could generate frustration, disillusionment, and disengagement among 

employees (Price et al., 2001).  

One of the required conditions for developing personal engagement is 

psychological safety (Kahn, 1990). The most important forerunner of en-

gagement is the ability to raise one’s voice and be listened to (Purcell & 

Hall, 2012). Engagement involves the contribution of new ideas, infor-

mation and opinions. However, employees may not be confident enough to 

contribute if they feel that their opinions are not generally respected. There-

fore, the next hypothesis is suggested: 

 

H2: Senior management receptiveness positively impact on organizational 

emotional engagement. 

 

Upward contact gives staff and managers the ability to share and ex-

press thoughts on current issues in their organization (Wilkinson et al., 

2004). In a company, first-line, middle, and senior managers are the direct 

recipients of employees’ messages. Receiving feedback from employees is 

an important factor in developing and improving an organization as well as 

solving internal and external problems (Tourish & Robson, 2006). They 

also claim that the upward contact of workers provides a more objective 

view of each person to members of an organization. Understanding em-

ployees enables managers to avoid conflicts by adjusting their behavior 

when working together. It ensures a contributive work environment, where 

everyone is respected and has the ability to raise their voice.  
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The receptiveness of senior management and upward contact of em-

ployees are two components of the speech of employees. The relation be-

tween employee engagement and communication has been stated in the 

conceptual model of a previous study (Welch, 2011). The voice of employ-

ees is significantly correlated with engagement (Rees et al., 2013). The 

literature review in Ruck et al. (2017) research involves consideration of 

a conceptual model of employee voice-engagement, which led to the con-

ceptual context for this study. Therefore, we hypothesize: 

 

H3: Upward employee communication positively impact on organizational 

emotional engagement. 

 

Job performance 

 

Job performance is defined as a means of measuring whether an em-

ployee in an organization reaches a goal based on certain standards (e.g., 

accuracy, effectiveness, speed, cost). The term refers to an employee’s 

accomplishments that — positively or negatively — contribute to the com-

pany’s progress as a whole. It has been identified as behavior related to the 

results of one’s job in terms of success and productivity. In any firm or 

organization, employee performance has significant power of de-

termination in generating profit and improving company reputation.  

In order to investigate the relationship between success and engagement, 

a number of previous studies were carried out. Higher work engagement 

leads to greater worker innovation (Hakanen et al., 2008). For example, in 

a hotel study, researchers found that customers judged the quality of ser-

vices more favorably when the hotel workers were more involved in their 

jobs (Salanova et al., 2005).  

To clarify this positive relation, related concepts that have previously 

been found to affect performance should be investigated more closely. Job 

engagement is advantageous for both workers and employers. The more 

that employees engage at work, the better their job performance is expected 

to be (Demerouti & Cropanzano 2010). We therefore hypothesize: 

 

H4: Organizational emotional engagement positively impacts on job per-

formance. 

 

Job satisfaction 

 

Job satisfaction describes a person’s positive responses to their job in 

terms of cognition, emotion, and behavior (Locke, 1976). In other words, 
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job satisfaction reflects a relationship between employees and their working 

environment throughout measuring the congruence between what they ex-

pect from their job and what they believe they receive. Job satisfaction has 

been long supposed to have essential impact on organizational productivity. 

It is believed that the benefits received by employees from their organiza-

tion have an effect on their effort, skills and creativity (Wright et al., 2003). 

Similarly, job satisfaction is described as an affective response to a job, 

resulting from the comparison of the incumbent's actual results with those 

desired, anticipated and deserved (Castaneda   & Scanlan, 2014). 

Employees in the public sector are typically more unhappy with their 

jobs than those in the private sector (Steel & Warner, 1990). One reason for 

this frustration is that, while public organizations have missions that also 

provide employees with more opportunities to fulfill altruistic or higher-

order needs, the very structure of these organizations, which is said to be 

recognized by more red tape and conflict, prevents these opportunities from 

being realized. Some obvious contradictions in public administration re-

search can highlight this inconsistency between intent and structure (Wright 

et al., 2003). In fact, while there is a substantial amount of empirical evi-

dence of differences in specific aspects of job satisfaction between the pub-

lic and private sectors, the magnitude and direction of these variations have 

shifted over time (Wright, 2001). Specifically, Vigan and Giauque (2018) 

conduct a review of public servants’ job satisfaction in Africa between 

1990 and 2014. Their findings indicate that work environment characteris-

tics are the most significant antecedents of job satisfaction among African 

public servants; meanwhile individual and work attributes have only a mi-

nor effect. 

Employees who are actively involved in their jobs tend to have positive 

feelings and cognitions from an emotional perspective because they feel 

a sense of purpose in the work they do and connect strongly with the role 

they hold within the company (Bakker & Demerouti, 2008). They invest 

resources and professional skills to complete their job as a result of their 

emotional states (Côté et al., 2020). Several studies have shown that work 

engagement is positively associated with job satisfaction (Alarcon & 

Lyons, 2011; Tejpal, 2015). Therefore, the following hypothesis is pro-

posed: 

 

H5: Organizational emotional engagement positively impacts on job satis-

faction. 

 

Job satisfaction is a substantially optimistic mediator of occupational 

job performance. Several studies have shown a positive correlation between 
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work satisfaction and job performance (Talukder et al., 2018). This rela-

tionship has been examined both work and non-work factors. If employees 

enjoy their job and are satisfied with their working conditions (e.g., pay, 

colleagues, promotion), their productivity tends to be high, leading to better 

overall company performance. In contrast, low levels of job satisfaction 

often lead to decreased effectiveness in job performance (Eagly & Chaiken, 

1993). Thus, we propose: 

 

H6: Job satisfaction positively impacts on job performance. 

 

The proposal model  

 

In this study, we examine and investigate links between factors in or-

ganizational emotional engagement and job performance among people 

working in public agencies. Although researchers in some previous studies 

have examined the relationships separately, we believe that a broader look 

at these elements can contribute to a deeper understanding of the effective-

ness of job performance. The discussion of the above six hypotheses led to 

a conceptual structure, illustrated in Figure 1, for our empirical analysis. 

 

 

Research methodology 

 

Participants 

 

The research involved 19 governmental organizations at the district level in 

HCMC drawn from a two-stage cluster sampling procedure. First, a sample 

of district people committees was established, 19 of 66 state organizations 

in HCMC selected at random, with their probability for the list identified by 

the number of state employees. In the second stage, with the valuable sup-

port from managers of human resources management department of each 

organization, we asked them to distribute 20 employees selected a random 

from each of the 19 organizations. A total of 380 questionnaires were dis-

tributed during April 1, 2020, and May 31, 2020. 

All participants were required to complete a questionnaire measuring six 

elements: job satisfaction, job performance, organizational employee en-

gagement, relational contract, senior management receptiveness, and up-

ward employee communication. On a five-point symmetrical rating scale 

ranging from 1 ('strongly disagree') to 5 ('strongly agree'), all items were 

scored. Consequently, the final sample size of 335 usable responses (re-

sponse rate 88.15%) has enough power and effect size for predicting in the 
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proposed model. This sample size is adequate to detect even small effects 

(Cohen, 1988). 

Regarding demographic distribution, 161 participants were female 

(48.06%) and 174 participants were male (51.94%), and 40.30% were be-

tween 36 and 45 years old. With regards to education, 255 had obtained 

a bachelor’s degree (76.12%), 60 held a master’s degree (17.91%), and 14 

held PhD. (4.18%). 

 

Measures 

 

Quantitative methods were applied in this study. Our methodology in-

cluded statistical techniques such as reliability assessment, convergent va-

lidity, and validity of discriminants.  

An attitude scale to give an index of job satisfaction was measured by 

five items created by Williams and Anderson (1991).  

An attitude scale to give an index of job performance was measured 

with five items developed by Brayfield and Rothe (1951).  

An attitude scale to give an index of organizational emotional engage-

ment was measured with four items selected from the scale created  by Saks 

(2006).  

With seven items selected from the 40 item Psychological Contract In-

ventory created by  (Rousseau, 2000, 2008), an attitude scale to give an 

index of relational contract was assessed. Four items measured loyalty, 

while the other three measured stability.  

An attitude scale to give an index of senior management receptiveness 

was assessed with three items from the scale developed based on the 2011 

Workplace Employment Relations Study (Wanrooy et al., 2011).  

An attitude scale to give an index of upward communication was as-

sessed with three items selected from the scale developed by Truss et al. 

(2006). Table 1 provides all items used. 

Although covariance-based structural equation modeling (CB-SEM) has 

been the most common method for analyzing complex interrelationships 

between observed and latent variables for many years, and it has various-

extremely restrictive assumptions (Hair et al., 2019), partial least squares-

structural equation modeling (PLS-SEM) has recently become the common 

portfolio of multivariate analysis methods (Hair et al., 2018). PLS-SEM 

enables scholars to predict complex models with various constructs, varia-

bles, and structural paths without enforcing distributional assumptions on 

the data. Many researchers propose that the advantage of choosing PLS-

SEM in social studies without imposing distributional assumptions is the 
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main reason (Hair et al., 2012). Therefore, we use PLS-SEM to test the 

research hypotheses due to nonnormal data. 

 

 

Results 

 

The demographic structure of the sample in terms of gender, age, and edu-

cational level in detail (numbers and percentages) was presented in Table 2. 

Table 3 displays factor loadings larger than 0.7, which indicates the reli-

ability of the measure. Reflective indicator loadings must be higher than or 

equal to 0.708, which suggests that the results explained greater than half of 

the variable’s variance and thus ensures reliability (Hair et al., 2019). Load-

ing factors between 0.4 and 0.7 should be considered for elimination in 

case their elimination increases average variance extracted (AVE) and 

composite reliability (CR) (Hair et al., 2019). To comply with the require-

ments, the item RC7 from the relational contract scale was removed, based 

on its low factor loading. The alpha of Cronbach is also used to assess reli-

ability and internal consistency based on similar thresholds. Cronbach’s 

alpha and CR confirm convergent validity and reliability. Thus, the results 

and scales show appropriate internal reliability. Table 3 also displays that 

the AVE values — which varied from 0.640 to 0.857 — are acceptable, as 

they exceed the requirement of 0.5 (Hair et al., 2019). Equally important, 

the rho_A value is higher than 0.70, further supporting the convergent and 

consistent validity.  

In addition, Table 4 shows that discriminant validity is achieved if the 

square root of the AVE exceeds the association between the suppressed 

variables of every pair (Fornell & Larcker, 1981). And Table 5 illustrates 

the Heterotrait–Monotrait ratios are less than 0.850 (Clark & Watson, 1995, 

Tabri & Elliott, 2012). Therefore, these two evaluation measures thus veri-

fy the model scale to confirm a distinguished value.  

Table 6 shows that almost values of fitness indexes satisfy the criteria. 

Particularly, SRMR (Standardized Root Mean Residual) is less than the 

threshold of 0.08; and NFI (Normed Fit Index) is approximately equal to 

the threshold of 0.9. Hence, the model is good enough for implementing 

PLS-SEM. 

PLS-SEM is more related to the prediction than to the evaluation of 

a model and can calculate equivalent statistics that are highly problematic. 

Table 7 and Figure 2 demonstrate the estimated results. As shown in Table 

7, all six hypotheses are accepted, with p-values below 0.05. The results 

illustrate that of the measured variables, organizational emotional engage-

ment most strongly influences job satisfaction, with an evaluated coeffi-
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cient of 0.761. Relational contract also has a considerable impact on organ-

izational emotional engagement, with a standard coefficient of 0.568. Or-

ganizational emotional engagement also has a substantial association with 

job performance (0.542). 

 

 

Discussion 

 

The study's first contribution is that it offers clear evidence that relational 

contracts have a positive effect on emotional participation in the public 

sector based the example of Vietnam. Previous studies have not separately 

concentrated on relational contracts. Our findings resemble those by Pohl et 

al. (2016) and Soares and Mosquera (2019), who determined that relational 

contracts contribute to employee engagement. Therefore, to enhance en-

gagement within organizations, managers should arrange work contracts 

based on loyalty to each individual.  

Second, our results support the effect of employee voice on organiza-

tional engagement seen in other research, indicating that employee partici-

pation is strongly linked to engagement (Robinson et al., 2004 ; Truss et 

al., 2006). Saks (2006) also notes the positive correlation between the voice 

of employees and organizational engagement. An organization that always 

considers and responds to the opinions of an employee or employee repre-

sentative and that practices decentralized decision-making eventually cre-

ates lasting positive feelings among employees. When employees encounter 

difficulties or criticisms, they are more likely to form a long-term connec-

tion with the organization if they receive support from it. This, in turn, en-

sures greater emotional attachment and better work efficiency in the public 

sector.  

Third, this study supports a positive relationship between engagement 

and job performance as indicated in prior studies (Bakker & Bal, 2010; 

Halbesleben & Wheeler, 2008 ; Yongxing et al., 2017). Having positive 

emotions towards an organization catalyzes employees to deliver their work 

with adequate outcomes, as they can complete their tasks, engage in work-

oriented activities, and provide constructive suggestions for overall perfor-

mance and continuously look for ways to improve their work efficiency in 

the public sector.  

Fourth, individuals who are more happy with their jobs appear to con-

tribute better to the organization’s work (Caprara et al., 2003; Saks, 2006; 

Wilcock, 2001, De Simone et al., 2016). There is substantial evidence that 

employees who are happy with job satisfaction tend to contribute more to 
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the improvement of their own job performance. Job satisfaction is a poten-

tial cause of job performance (Judge et al., 2001).  

 

 

Conclusions 

 

All conclusions are backed by data analysis. The findings of this study can 

be applied in the context of HR management. HR managers are encouraged 

to enhance job performance and satisfaction by engaging employees in 

their organizations through forming relational contracts and encouraging 

employees to raise their voices. Our findings show that, together with the 

relational contract, employee voice is the dominant factor that determines 

the level of emotional engagement with an organization; engagement is 

closely related to employee performance and satisfaction. Engaged individ-

uals are likely to express gratification and perform more efficiently and 

effectively. Through a survey of employees in certain public organizations 

in Vietnam, this research fills the gap in the literature regarding the link 

between the communication elements of organizational engagement and 

job satisfaction and their relationship with the direction of job performance.  

This research has some limitations. As we surveyed only state employ-

ees in particular public organizations in HCMC, Vietnam, the findings only 

indicate patterns among employees in a niche location. Thus, the findings 

may not be applicable to all organizations in Vietnam.  

In order to improve generalizability, future studies should deepen the 

comprehensive of the dynamic interrelationships and their contributing 

factors. Moreover, future data sets should conduct the diversity of employ-

ees in different public sectors and provide more relevant advice for each 

sector. 
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Annex 
 

 
Table 1. Measured items and sources 
 

Items Questions Sources 

Job 

performance 

I complete the assigned tasks accordingly. 

I participate in events that can have a positive impact on 

my assessment of success. 

I may make positive recommendations for my working 

group's overall functioning. 

I inspire others to strive to do their work in different and 

more productive ways. 

I keep looking for new ways to boost the quality of my job. 

 William and 

Anderson 

(1991) 

Job 

satisfaction 

For me, my work is like a hobby. 

Typically, my work is exciting enough to keep me from 

being bored. 

I feel like I'm happier than the other people at work. 

Most days I am enthusiastic about my work. 

In my job, I find real happiness. 

Brayfield and 

Rothe (1951) 

Organization 

emotional 

engagement 

Job engagement 

I really “throw” myself into my job. I am literally 

"throwing" myself into my work. 

This work absorbs everything; I'm completely into it. 

I'm incredibly active in this work. 

Organization engagement 

It's very captivating to be a part of this organization. 

Saks (2006) 

Relational 

contract 

Loyalty 

Make this organization personal sacrifices. 

Take the complaints of this organization personally. 

Protect the image of this organization. 

Commit myself to this organization in person. 

Concern for my personal welfare. 

Stability 

Secure employment. 

Rousseau (2008) 

Senior 

management 

receptiveness 

Finding the opinions of employees or employee members. 

Responding to feedback from employees or members of 

staff. 

Enabling employees or members of staff to influence final 

decisions. 

The 2011 

Workplace 

Employment 

Relations Study 

Upward 

employee 

communication 

Opportunities to uplift my opinions. 

For me, ways to pass on criticisms. 

For me, ways to express thoughts to senior leadership. 

Truss et al. 

(2006) 

 

 

 

 

 

 

 

 



Table 2. Demographics and organizational information of the respondents 

 

Characteristics Number (N = 335) Percentage 

Gender 

Male 

Female 

 

174 

161 

 

51.94% 

48.06% 

Age (years) 

18 to 25 

26 to 35 

36 to 45 

46 to 55 

Over 55 

 

8 

127 

135 

49 

16 

 

2.39 % 

37.91 % 

40.30 % 

14.63 % 

4.78 % 

Education level 

High school 

Bachelor 

Master 

Doctorate 

 

6 

256 

60 

14 

 

1.79% 

76.12% 

17.91% 

4.18% 

 

 

Table 3. Convergent and reliability validity 

 

Variables Mean SD 
Factor 

Loading 
Alpha Rho_A CR AVE 

Thresholds       ≥ 0.6 ≥ 0.7 ≥ 0.7 ≥ 0.5 

Organizational emotional engagement (OEE) 0.871 0.872 0.912 0.722 
OEE1 4.146 0.674 0.829 

    

OEE2 3.859 0.767 0.857 
    

OEE3 3.976 0.66 0.862 
    

OEE4 3.952 0.682 0.851 
    

Upward employee communication (UEC) 0.884 0.885 0.928 0.811 
UEC1 3.883 0.714 0.906 

    

UEC2 3.791 0.732 0.905 
    

UEC3 3.862 0.737 0.891 
    

Job performance (JP) 0.859 0.86 0.899 0.64 
JP1 4.143 0.607 0.757 

    

JP2 4.092 0.594 0.842 
    

JP3 3.922 0.648 0.829 
    

JP4 3.889 0.681 0.767 
    

JP5 3.988 0.614 0.802 
    

Job satisfaction (JS) 
 

0.921 0.923 0.941 0.761 
JS1 3.931 0.760 0.872 

    

JS2 3.815 0.727 0.879 
    

JS3 3.734 0.74 0.855 
    



Table 3. Continued  

 

Variables Mean SD 
Factor 

Loading 
Alpha Rho_A CR AVE 

Thresholds       ≥ 0.6 ≥ 0.7 ≥ 0.7 ≥ 0.5 

JS4 3.803 0.694 0.892 
    

JS5 3.839 0.69 0.862 
    

Senior management receptiveness (SMR) 0.917 0.918 0.947 0.857 
SMR1 3.743 0.725 0.924 

    

SMR2 3.770 0.694 0.93 
    

SMR3 3.767 0.700 0.923 
    

Relational contract (RC) 
 

0.935 0.935 0.948 0.754 
RC1 3.973 0.739 0.828     

  

RC2 3.958 0.686 0.853 
    

RC3 4.092 0.726 0.899 
    

RC4 3.931 0.745 0.891 
    

RC5 4.000 0.704 0.896 
    

RC6 3.940 0.715 0.841         

 

 

Table 4. Discriminant validity 

  
Formell and Lacker’s Criterion  

JP JS OEE RC SMR UEC 

Job performance (JP) 0.800 
     

Job satisfaction (JS) 0.662 0.872 
    

Organizational emotional 

engagement (OEE) 

0.732 0.761 0.849 
   

Relational contract (RC) 0.693 0.656 0.778 0.868 
  

Senior management 

receptiveness (SMR) 

0.583 0.613 0.654 0.657 0.926 
 

Upward employee 

communication (UEC) 

0.635 0.628 0.660 0.659 0.773 0.901 

Notes: the square root of AVE on the diagonal.  

 

 

 

 

 

 

 

 



Table 5. Discriminant validity (Heterotrait–Monotrait ratios) 

 
 JP JS OEE RC SMR UEC 

Job performance (JP) Criteria ≤ 0.85 

Job satisfaction (JS) 0.742     

Organizational emotional 

engagement (OEE) 
0.846 0.845    

Relational contract (RC) 0.773 0.705 0.862   

Senior management 

receptiveness (SMR) 
0.656 0.665 0.730 0.709  

Upward employee 

communication (UEC) 
0.728 0.694 0.750 0.724 0.858  

 

 

Table 6. Model fitness indexes 

 
Fit statistic Criteria Obtained 

SRMR ≤0.08 0.041 

NFI ≥0.9 0.886 

Note: SRMR stands for Standardized Root Mean Residual; NFI stands for Normed Fit 

Index. 

 

 

Table 7. Estimated results 

 
Hypothesis Beta P-value Result 

H1 Relational contract will positively relate to 

organizational emotional engagement 

0.568 0.000 Accepted 

H2 Senior management receptiveness will positively 

relate to organizational emotional engagement 

0.151 0.013 Accepted 

H3 Upward employee communication will positively 

relate to organizational emotional engagement 

0.169 0.015 Accepted 

H4 Organizational emotional engagement is positively 

associated with job performance 

0.542 0.000 Accepted 

H5 Organizational emotional engagement is positively 

associated with job satisfaction 

0.761 0.000 Accepted 

H6 Job satisfaction will positively relate to job 

performance 

0.249 0.000 Accepted 

 

 

 

 

 

 

 

 



Figure 1. Research model 

 

 
 

Figure 2. PLS-SEM results  

 

 
Note: p-values in brackets 




