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ABSTRACT
Human resources is one of the important resources to promote the development of enterprises
in the aviation sector in Vietnam. Therefore, airline firms are increasingly interested in job satisfac-
tion and employee engagement. Aviation is a sector of special importance in economic develop-
ment. Before the COVID-19 pandemic, the aviation sector developed strongly. However, when the
COVID-19 pandemic broke out, the world economy suffered from enormous damage, with the first
hardest-hit sector being air transport. Vietnam's aviation sector was also not an exception from the
impact of the COVID-19 pandemic, according to a report by the Ministry of Planning and Invest-
ment, which said that in 2020 and the first 5 months of 2021, the revenue of aviation enterprises
decreased by 61% compared to that of 2019. In Vietnam Airlines Annual report 2020, Vietnam Air-
line had more than 100 aircraft temporarily suspended from operation. Tan Son Nhat Operation
Center was a unit of Vietnam Airline JSC with the role of a representative at Tan Son Nhat airport,
which was also affected by many related impacts. In a difficult period, the role of leadership in
general and authentic leadership in particular was very important in improving employee satis-
faction and engagement. This research investigated and tested affecting authentic leadership on
employee engagement at Tan Son Nhat Operation Center in the covid-19 period: the mediating
role of job satisfaction. It uses both qualitative and quantitative research. The qualitative research
was carried out through focus group discussions with 10 employees. The quantitative researchwas
conductedwith 155 employees at Tan Son Nhat Operation Center – VietnamAirlines JSC through a
survey questionnaire by the convenient samplingmethod. The research results analyzed by partial
least square – structural equation modeling (PLS – SEM) indicated that: Components of authentic
leadership (AL): self-awareness (SA), internalizedmoral perspective (IMP), balanced processing (BP),
and relational transparency (RT) have a positive impact on employee's engagement through the
mediating role of job satisfaction.
Key words: Authentic leadership, Job satisfaction, Employee engagement

INTRODUCTION
Aviation is a sector of special importance in economic
development. Before the COVID-19 pandemic, the
aviation sector developed strongly. However, when
the COVID-19 pandemic broke out, the world econ-
omy suffered from enormous damage, with the first
hardest-hit sector being air transport. According to
the report of the International Civil Aviation Orga-
nization (ICAO)1 in the situation of aviation activi-
ties in 2020, the number of international and domestic
passengers decreased by 1.38 billion and 1.32 billion
respectively, down 74 % and 50% compared to those
of 2019 and reducing revenue by 250 billion and 120
billion USD respectively.
Vietnam’s aviation sector was also not an exception
from the impact of the COVID-19 pandemic, accord-
ing to a report by theMinistry of Planning and Invest-

ment, which said that in 2020 and the first 5months of
2021, the revenue of aviation enterprises decreased by
61% compared to the previous year in 2019. The third
outbreak of COVID-19 in Vietnam caused the avia-
tion sector’s revenue to decrease by 80% compared to
the same period in 2020. Air transport was forecasted
to continue to face difficulties in 2021. If the COVID-
19 epidemic is contained, it will take until 2024 for
the aviation sector to recover to the way it was before
the epidemic. In the Vietnam Airlines Annual report
20202, Vietnam Airlines had more than 100 aircraft
temporarily suspended fromoperation. Tan SonNhat
Operation Center was a unit of Vietnam Airline JSC
with the role of a representative at Tan Son Nhat air-
port, whichwas also affected bymany related impacts.
In early 2021, Tan SonNhatOperationCenter also ap-
plied a policy of reducing human resources with the
temporary suspension of labor contracts with 30% of
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the center’s employees. In addition, the regimes and
policies had also changed such as the effective salary
reduced by 50%, the resort welfare regimes are tem-
porarily suspended. The average income of employees
in 2020 and the first quarter of 2021 decreased by 53%
compared to 2019, the rate of employees who resigned
in the first quarter of 2021 was 83% compared to that
of 2019. In a difficult period, the role of leadership
in general and AL in particular was very important in
improving employee satisfaction and engagement.
Employees are the central factor of any firm or or-
ganization that wants to survive and develop, thus
leaders have to always put the human factor on top.
It should be noted that, as long as leaders do not
motivate the employees and do not guide them to-
wards goals, leader activities such as planning, orga-
nizing, and decision making would be as efficient as
a silk cocoon. This was the art of leadership which
energizes the potential of people and achieves bril-
liant results. Therefore, the existence of leadership
is essential and inevitable for organizations to sus-
tain success (Hicks & Gullett3). People feel appre-
hensive and insecure about what is happening around
them, and as a result, they expect they can trust hon-
est and competent good leaders. People’s need for
trustworthy leadership makes the study of AL timely
and worthwhile. The requirement of active leader-
ship is more than at any other time (Cooper, Scan-
dura & Schriesheim)4. As former Medtronic leader,
George5, succinctly states: “we need leaders who
lead with purpose, values, and integrity; leaders build
long-lasting organizations, motivate their employees
to deliver superior customer service, and create last-
ing value for shareholders.” (Avolio &Gardner)6. Ex-
ecutives who did not show consistency between their
words and actions could lose the trust of their follow-
ers (Walumbwa, Avolio, Gardner, Wernsing & Peter-
son)7. Proof of this claimed that the collapse of gi-
ant companies such as Enron, WorldCom, Tyco and
Arthur Andersonwas significant because of themoral
failure of the leaders. Therefore, AL had received in-
creasing research attention (George8 Harvey, Mar-
tinko & Gardner9).
So, how did the impact of authentic leadership af-
fect employee satisfaction and engagement in avia-
tion? This study examined the impact of AL on the
employee engagement of the Vietnam aviation indus-
try in the Covid 19 pandemic. The results of the study
would helpmanagers come upwith effective solutions
to overcome this crisis.

LITERATURE REVIEW
Authentic Leadership
George defined authentic leadership as a unification
of a leader’s personality and core values, which is be-
ing honest, ethical, and practical5. AL seems easy to
define but it is a complex process and difficult to de-
scribe. Among leadership scholars, there is no sin-
gle accepted definition of AL. Instead, there are many
definitions, with each written from a different point
of view and with different emphasis. One of those
viewpoints is the inner view, which closely is focused
on the leader and what goes on inside the leader.
It combines the self-knowledge, self-regulation, and
self-concept of the leader. In Shamir & Eilam’s10

description of the introspective approach, they sug-
gested that authentic leaders exhibit genuine leader-
ship, attributed from beliefs and original, not a copy.
This perspective emphasizes a leader’s life experience
and the meaning he or she attached to those experi-
ences is important to authentic leader development.
AL is an interpersonal process. This view points out
that AL is a relationship, created between leaders and
employees11. It is the result not only of the efforts
of the leaders themselves but also of the feedback of
the employees. Authenticity emerges from the inter-
action between leaders and employees. It is a recip-
rocal process because both leaders and employees are
influenced by each other. AL could be defined from
a development perspective, as illustrated in the work
of Avolio et al 6 and Walumbwa et al7. This perspec-
tive underpins AL approaches. AL develops in peo-
ple throughout life and could be triggered by major
life events, such as a serious illness or a new career.
Walumbwa et al7 perceived AL as a model of leader-
ship behavior that is developed and grounded in the
positive psychological qualities of leaders and their
strong ethics. They argued that AL consists of four
separate but interrelated components: self-awareness,
internalized moral perspective, balanced processing,
and relational transparency12. Throughout life, au-
thentic leaders learn and develop each of these types
of behavior.

Job Satisfaction
Job satisfaction is an individual’s general attitude to-
wards his or her job and represents several aspects of
the job, including the reward system, working condi-
tions, and co-workers13. In other words, JS represents
an effective response to specific aspects of work14 and
is the result of an employee’s perception of what the
job content provider of value offers the employee. In
addition, it is a positive emotional state or the result
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of an assessment of an individual’s work experience
and would benefit one’s physical and mental health 15.
Some theorists viewed JS as the positive emotional re-
actions and attitudes that an individual has towards
their job. Others had seen it as a two-dimensional
construct consisting of internal and external satis-
faction dimensions, or “satisfied/dissatisfied” dimen-
sions. Recently, a debate has raged on whether JS is
a global concept or encompasses aspects of satisfac-
tion with different aspects of an individual’s job being
allowed to do, independent work, and identified op-
portunities for career advancement16.

The relationship between authentic leader-
ship and job satisfaction
Walumbwa, Avolio, Gardner, Wernsing, and Peter-
son7 conducted a comprehensive literature review
and interviewed groups of content experts in the field
to determine what components constituted AL and
developed a valid measure of this construct. Their re-
search identified four components: SA, IMP, BP, and
RT. Together, these four components form the basis
of a theory of AL.
Self-awareness (SA) refers to a leader’s personal in-
sights. It is not just that but is a process by which
individuals understand themselves, including their
strengths and weaknesses, and the impact they have
on others. Self-awareness involves reflecting on your
core values, identity, feelings, motivations, and goals,
and serves to capturewho you are on the deepest level.
In addition, it includes being aware of and trusting
your feelings17. When leaders know themselves and
have a clear sense of who they are and what they stand
for, they have a strong anchor for their decisions and
actions18. Other people see leaders who are more
self-aware as more authentic. Self-awareness refers to
awareness and belief in one’s characteristics, values,
motives, emotions, and perceptions. SA includes the
knowledge of the inherently conflicting aspects of a
person and the role these contradictions play in in-
fluencing one’s thoughts, feelings, actions, and behav-
iors19. SA is described as an emerging process by
which leaders understand their unique competencies,
knowledge, and experiences6 and is particularly asso-
ciated with self-reflection. Self-reflection is an impor-
tant mechanism through which leaders gain clarity
about their core values and mental models18. A pos-
itive relationship between SA and JS was confirmed
by Walumbwa et al7. The significant relationship be-
tween JS and SA was confirmed20. More specifically,
a systematic review by Cummings et al 21 on leader-
ship and results reported that leadership style affected

satisfaction22–26. According to Darvish & Rezaei 27;
Aycą28; Wong & Laschinger29 showed that SA has
a significant impact on employee JS. Hence, the hy-
pothesis is developed as follows:
H1: Self-awareness positively influences job satisfac-
tion.
Internalized moral perspective is related to the self-
regulatory process by which individuals use internal
moral standards and values to guide their behavior
rather than allowing external pressures to take con-
trol. It is a self-regulatory process because people have
control over the extent to which they allow others to
influence them. Others see leaders with an intrinsic
moral perspective as authentic because their actions
are consistent with their beliefs and morals. IMP is
the process by which authentic leaders align their val-
ues with their intentions and actions6. This process
involves making a person’s motivations, goals, and
values completely transparent to their followers, lead-
ing by example, and demonstrating consistency be-
tween advocate and current theory used 6. The key
to this concept is that the regulatory system is driven
from within, not in response to external forces or ex-
pectations. Furthermore, IMP differs from concepts
such as self-monitoring or impression management,
which may purposefully include distorted communi-
cations and thus lead to inauthentic dialogue. In-
stead, self-regulation involves establishing an agree-
ment between one’s internal standards and predicted
outcomes6 and the discipline to transform core values
into consistent actions5. Therefore, authentic lead-
ers who possess self-regulation would say what they
mean what they say, thereby they manage stress and
confront conflicts between personal values and the re-
sponsibilities of the organization. Authentic leaders
act according to their true self and exemplary stan-
dards of authenticity by maintaining consistency in
their actions30. A positive relationship between IMP
and JS was by Walumbwa et al 7. The significant rela-
tionship between JS and IMP was confirmed20. More
specifically, a systematic review by Cummings et al 21

on leadership and results reported that leadership
style affects satisfaction22–26. According toDarvish&
Rezaei27; Aycą 28; Wong & Laschinger29 showed that
IMP has a significant impact on employee JS. There-
fore, the next hypothesis is developed:
H2: Internalized moral positively influences job satis-
faction.
Balanced processing is also a self-regulating behavior.
That concerns an individual’s ability to objectively an-
alyze information and explore the opinions of oth-
ers before making decisions. It also means avoiding
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bias on certain issues and remaining unbiased. BP in-
cludes soliciting viewpoints from those who disagree
with you and fully considering their position before
taking your action. Leaders with BP are seen as au-
thentic because they are open about their perspec-
tives, but are also objective in considering the view-
points of others. While engaging in self-reflection to
gain SA, either through internal introspection or ex-
ternal assessment, authentic leaders do not distort,
exaggerate, or ignore information30, but pay equal
attention to positive and negative interpretations of
themselves and their leadership style 18. BP had been
described as central to personal integrity and per-
sonality, thus significantly influencing the decision-
making and strategic actions of leaders19. A posi-
tive relationship between PB and JS was confirmed
by Walumbwa et al7. The significant relationship be-
tween JS and PB was confirmed 20. More specifically,
a systematic review by Cummings et al 21 on leader-
ship and results reported that leadership style affects
satisfaction22–26. According to Darvish & Rezaei 27;
Aycą 28; Wong & Laschinger29 showed that BP has a
significant impact on employee JS. Hence, the next
hypothesis is developed:
H3: Balanced processing positively influences job satis-
faction.
Relational transparency refers to being open and hon-
est in expressing one’s true self to another. It is self-
regulating because individuals can control their trans-
parency with others. RT occurs when individuals ap-
propriately share their core feelings, motives, and ten-
dencies with others17. It includes individuals who
display both positive and negative aspects of them-
selves to others. RT is about communicating openly
and practically in relationships with others and in-
cludes all previous possibilities for self-disclosure and
honesty 19. In addition to being SA, balanced, and
united about one’s goals, motivations, values, iden-
tity, and emotions, authentic leaders are also trans-
parent in revealing these expressions to their follow-
ers30. Revealing one’s true self to their followers, one
built trust and camaraderie, promoting teamwork and
cooperation18. Furthermore, RT requires a willing-
ness to keep oneself open to inspection and feedback,
and is therefore also an essential component of the
learning process [23]. A positive relationship between
RT and JS was confirmed by Walumbwa et al [30].
The significant relationship between JS and RT was
confirmed20. More specifically, a systematic review
by Cummings et al 21 on leadership and results re-
ported that leadership style affected satisfaction22–26

According to Darvish & Rezaei 27; Aycą28; Wong &
Laschinger29 showed that RT has a significant impact

on employee JS. Hence, the next hypothesis is devel-
oped:
H4: Relational transparency positively influences job
satisfaction.

EmployeeEngagement and job satisfaction

The concept of employee engagement introduced by
Schaufeli & Bakker31 was widely used in recent re-
search, the author defined employee engagement as
a positive mental state, satisfied work-related, char-
acterized by: work inspiration, dedication, and pas-
sion. Inspiration is characterized by a high level of
energy and inspiration, along with perseverance at
work, a willingness to put a lot of effort into work,
and a willingness to take on challenges. Dedication is
characterized by an enthusiastic, inspirational spirit
that prides itself on meaningful work. Enthusiasm
is expressed by a high degree of concentration and
dedication to work, thinking about work even when
not working31. According to Dvir, Eden, Avolio &
Shamir32, employee engagement was also defined as
“a high degree of action, initiative, and responsibility”,
increasing their contribution to the success of the or-
ganization. According to Perrin 33, engagement was
defined as the degree to which an individual is willing
to put his or her efforts into work and capable of lead-
ing the organization to success. That engagement is
influenced by emotional and cognitive factors related
to work and experiences with work.
According to Djoemadi, Setiawan, Noermijati, &
Irawanto34 employee engagement is mainly driven
by employee satisfaction. Employee JS increases em-
ployee engagement35. Sabir & Khan36 found a sig-
nificant positive correlation between employee JS and
employee engagement. It is hypothesized as follows:
H5: Job satisfaction positively influences employee en-
gagement.
Based on the research, literature review and hypothe-
ses development, Figure 1 shows a research model.

RESEARCH DESIGN

Research process

The research process was carried out as follows: the
summary of the theoretical framework of previous re-
search to give a preliminary scale. After that qualita-
tive research was conducted through focus group dis-
cussion from which the official scale was proposed.
Then quantitative research was carried out through
a survey questionnaire of employees working at Tan
Son Nhat Operation Center - Vietnam Airlines JSC.
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Figure 1: The conceptual model

Researchmethods
The qualitative research method was conducted
through 01 focus group discussion with 10 employ-
ees working at Tan Son Nhat Operation Center in
April. Based on their responses, minor modifications
were made to ensure the generality of the observed
variables. Qualitative research results with 24 ob-
served variables used to measure research concepts
were formed. AL scale used 16 items by Walumbwa
et al 28. Job satisfaction was used 4 items of Turky-
ilmaz et al 37. Employee engagement had 4 observed
by Schaufeli & Bakker31. All variables measured were
based on a five-point Likert scale, from 1 – completely
disagree to 5 – totally agree. Quantitative researchwas
conducted through a survey of the employees work-
ing at Tan Son Nhat Operation Center - Vietnam Air-
lines JSC. The convenient sampling method was im-
plemented. The questionnaire was sent to each em-
ployee by via the google form from April to July 2021.
There were 163 respondents, including 155 valid re-
spondents used for analysis with 95.1% recorded.

Data analysis
The collected data were evaluated by Partial Least
Square – Structural Equation Modeling (PLS-SEM).
To obtain and assess the key reliability and validity in-
dices and the direct effects, Partial Least Squares (PLS)
was employed, using the SmartPLS 3 software38.

RESULTS ANDDISCUSSION
Demographic profile of respondents
The distribution of gender, age, marital status, ed-
ucation, seniority in Table 1 showed that there was

a difference. The majority gender of the survey re-
spondents was female, accounting for 52.9%. The age
group 18-22 accounted for themajority of the respon-
dents (47.1%), the proportions of other groups vary, at
38.1%, 11.6%, and 3.2% for the 23-30, 31-45, and over
45 age groups, respectively. The majority were sin-
gle (80%). Themajority of respondents had university
degrees (75.5%). In terms of seniority, the majority is
1-3 years (41.3%).

Scale reliability analysis
- Results of scale reliability and convergent validity
Composite reliability was used to measure construct
reliability. The value ranged from 0.913 to 0.929,
which was higher than the recommended criteria of
0.7 and higher39. We measured the internal consis-
tency among the items of each construct using Cron-
bach’s Alpha; the value was higher than 0.7, which is
considered suitable for reliability/internal consistency
between the items39. Convergent validity was mea-
sured using factor loading, and the average variance
was extracted. The standardized factor loading of all
items ranged from 0.809 to 0.915, above the recom-
mended criteria, 0.539. The value of the average vari-
ance extracted ranged from 0.726 to 0.766, which met
the criterion of 0.5, and higher39. The results imply
that convergent validity has been adequately met. Re-
sults of the test were shown in Table 2.
- Results of discriminant validity
The next stage after the convergence validity testing
is the discriminant validity testing. Discriminant va-
lidity was measured using the Fornell-Larcker Cri-
terion and Heterotrait-Monotrait Ratio. The results
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Table 1: Demographic profile of respondents

Measure Items Frequency Percent (%)

Gender Male 73 47.1

Female 82 52.9

Age 18-22 years 73 47.1

23-30 years 59 38.1

31-45 years 18 11.6

Over 45 years 5 3.2

Marital status Single 124 80

Married 31 20

Education Intermediate 4 2.6

College 15 9.7

University 117 75.5

M.S / Ph.D 19 12.3

Seniority Under 1 year 40 25.8

1-3 years 64 41.3

4-6 years 42 27.1

7-10 years 6 3.9

Over 10 years 3 1.9

Source: Result of data analysis

presented in Table 3 shows that all the square roots
of Average Variance Extracted values were all higher
than the correlation values of constructs compared to
all other constructs 40. The results presented in Ta-
ble 4 shows that the Heterotrait-Monotrait ratios for
all the constructs were less than the threshold value
of 0.85 41. The results imply that discriminant validity
has been adequately met.

Results of model test

We modelled and analyzed the direct effects in an
integrated framework. We employed the standard-
ized root mean squared residuals (SRMR), structural
variance inflation factor (VIF) coefficients, predictive
relevance (Q2), and explanatory power/coefficient of
determination (R2) to evaluate the model fit. The
value of SRMR was 0.069, which met the threshold
of 0.0842. All inner VIF values were between 1.476–
2.203, lower than the threshold of 3.0 39. The values of
Q2 were between 0.399–0.491, all above the required
value of zero43. As observed, the R2 values (0.685;
0.548) were all above the threshold of 0.5, which im-
plied a moderate model39. All these measures indi-
cated a goodmodel fit of the research framework. The

bootstrapping re-sampling analysis (5000 samples)44

result indicated that all five affected coefficients were
statistically significant in the proposed direction (Fig-
ure 2, Table 5), supporting H1 – H5.
The result indicated that job satisfaction has a medi-
ating role between authentic leadership and employee
engagement as presented in Table 6. Job satisfaction
has a mediating role between SA and EE at a coeffi-
cient of β = 0.254 (p= 0.000). In addition, there is
an indirect relationship between IMP and EE through
JS at a coefficient of β = 0.219 (p= 0.001). Further-
more, job satisfaction has a mediating role in the im-
pact between BP and EE at a coefficient of β = 0.175
(p= 0.001). Moreover, there is an indirect relation-
ship between RT and EE through JS at a coefficient β
= 0.167 (p= 0.008). The result indicated that job satis-
faction has amediating role between authentic leader-
ship and employee engagement. This result was con-
sistent with the study ofWirawan et al45. Alok and Is-
rael46, Bamford et al47 and Walumbwa et al 48 found
a similar effect of authentic leadership.

Discussions
This study aims to examine the impact of authentic
leadership factors on employee engagement through
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Table 2: Results of scale reliability analysis

Constructs Loading Alpha CR AVE

Self-Awareness SA. Mean(SD) = 4.26 (0.75)

SA1: Your leaders can list their three greatest weak-
nesses

0.914 0.873 0.913 0.726

SA2: Your leaders can list my three greatest strengths 0.809

SA3: Your leaders seek feedback as a way of under-
standing who they really are as a person

0.823

SA4: Your leaders accept the feelings they have about
themselves

0.858

Internalized Moral Perspective IMP. Mean(SD) = 4.01 (0.88)

IMP5: Your leaders’ actions reflect their core values 0.878 0.898 0.929 0.766

IMP6: Your leaders do not allow group pressure to
control them

0.832

IMP7: Other people know where your leaders stand
on controversial issues

0.891

IMP8: Your leaders’ morals guide what they do as a
leader

0.897

Balanced Processing BP. Mean(SD) = 3.62 (1.05)

BP9: Your leaders seek others’ opinions before mak-
ing up their minds.

0.905 0.895 0.928 0.763

BP10: Your leaders listen closely to the ideas of those
who disagree with them

0.859

BP11: Your leaders do not emphasize their point of
view at the expense of others

0.810

BP12: Your leaders listen very carefully to the ideas
of others before making decisions

0.915

Relational Transparency RT. Mean(SD) = 3.67 (1,00)

RT13: Your leaders openly share their feelings with
others

0.908 0.894 0.927 0.759

RT14: Your leaders let others know who they truly
are as a person

0.874

RT15: Your leaders rarely present a “false” front to
others

0.842

RT16: Your leaders admit their mistakes to others 0.861

Job Satisfaction JS. Mean(SD) = 4.01 (0.85)

JS17: You are content with the type of work 0.894 0.882 0.919 0.739

JS18: You enjoying the job 0.825

JS19: Your learning and growth potential 0.820

JS20: You feeling important 0.897

Employee Engagement EE. Mean(SD) = 3.99 (0.87)

EE21: You feel energized at work 0.875 0.884 0.920 0.741

EE22: You feel determined and excited about the
work

0.874

EE23: You ready to work with more intensity 0.837

EE24: You try to solve work-related problems 0.857

Source: Result of data analysis 2433
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Table 3: Results of discriminant validity (fornell-larcker criterion)

BP EE IMP JS RT SA

BP 0.873

EE 0.501 0.861

IMP 0.240 0.575 0.875

JS 0.469 0.740 0.659 0.860

RT 0.535 0.567 0.541 0.692 0.871

SA 0.119 0.435 0.536 0.648 0.523 0.852

Source: Result of data analysis

Table 4: Results of discriminant validity (heterotrait-monotrait ratio)

BP EE IMP JS RT SA

BP 1

EE 0.562

IMP 0.267 0.644

JS 0.524 0.837 0.738

RT 0.595 0.638 0.598 0.773

SA 0.132 0.490 0.599 0.734 0.585 1

Source: Result of data analysis

Table 5: Results of hypotheses testing

Hypotheses Path Estimat S.E T values P Values

H1 SA→JS 0.343 0.094 3.643 0.000

H2 IMP→JS 0.296 0.078 3.792 0.000

H3 BP→JS 0.236 0.072 3.295 0.001

H4 RT→JS 0.226 0.082 2.757 0.006

H5 JS→EE 0.740 0.055 13.381 0.000

Source: Result of data analysis

Table 6: Results of themediating role of job satisfaction

Specific Indirect Effects Estimat S.E T values P Values

SA→JS→EE 0.254 0.067 3.801 0.000

IMP→JS→EE 0.219 0.065 3.400 0.001

BP→JS→EE 0.175 0.052 3.337 0.001

RT→JS→EE 0.167 0.063 2.651 0.008

Source: Result of data analysis
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Figure 2: Results of the research modela

aSource: Result of data analysis

the mediating role of job satisfaction. The research
model had a dependent variable of JS with R2=0.685,
meaning that 68,5% of the variation in JS, which is ex-
plained by the variation of the components as follows:
SA, IMP, BP, RT. Employee engagement variable with
R2 = 0.548 means 54.8% variation of job satisfaction.
The results show that all four factors SA, IMP, BP, and
RT have an impact on job satisfaction. Self-awareness
positively influences job satisfaction. The result shows
that the relationship between SA and JS was statisti-
cally significant at a coefficient of β = 0.343 (p=0.000),
thus hypothesis H1 was supported. This result is also
consistent with the study of7,20,21,26–28. This confirms
the hypothesis that SA has a positive impact on em-
ployees’ JS.
H2: Internalized moral positively influences job satis-
faction.Table 5 indicated that the relationship between
IMP and JS was significant at a coefficient of β = 0.296
(p= 0.000 < 0.01) hypothesis H2 accepted. This result
is also similar to the study of7,20,21,26–28. This con-
firms the hypothesis that IMP has a positive influence
on employees’ JS.
H3: Balanced processing positively influences job satis-
faction. The result indicated that the relationship be-
tween BP and JS is significant at a coefficient of β =
0.236 (p= 0.001 < 0.01) and hypothesis H3 was ac-
cepted. This result is also consistent with the study
of7,20,21,26–28. This confirms the hypothesis that BP
has a positive influence on employees’ JS.

H4: Relational transparency positively influences job
satisfaction. The relationship between RT and JS was
statistically significant at a coefficient of B= 0.226
(p= 0.006 < 0.01), thus hypothesis H4 is supported.
Thus, the hypothesis that RT significantly affects JS
is accepted. This result is consistent with the study
by7,20,21,26–28. This confirms the hypothesis that RT
has a positive influence on employees’ JS.
H5: Job satisfaction positively influences employee en-
gagement. The result is similar to those of Baum-
ruk35, Djoemadi et al 34, and Sabir and Khan36. Ta-
ble 5 clearly reveal that JS significantly influence EE
(β=0,740 =0.000). This confirms the hypothesis that
JS has a positive influence on employee engagement.

CONCLUSIONS AND IMPLICATIONS
The purpose of this study investigated and tested af-
fecting AL on employees’ JS at Tan Son Nhat Opera-
tion Center – Vietnam Airlines JSC. To promote the
development of the aviation sector, firms operating in
the aviation sector in Vietnam need to improve the
quality of all resources, especially human resources.
The third outbreak of COVID-19 in Vietnam caused
the aviation sector’s revenue to decrease by 80% from
2020. Air transport is forecasted to continue to face
difficulties in 2021. If the COVID-19 epidemic is con-
tained, it will take until 2024 for the aviation sector
to recover to the way it was before the epidemic. In
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early 2021, Tan Son Nhat Operation Center also ap-
plied a policy of reducing human resources with the
temporary suspension of labor contracts with 30% of
the center’s employees. In addition, the regimes and
policies have also changed such as the effective salary
was reduced by 50%, the resort welfare regimes are
temporarily suspended. The average income of em-
ployees in 2020 and the first quarter of 2021 decreased
by 53% from2019, the rate of employees who resigned
in the first quarter of 2021 was 83% from 2019 (Statis-
tics of Vietnam Airlines). In today’s difficult period,
the role of leadership in general and AL in particu-
lar is very important in improving employee satisfac-
tion and engagement. Therefore, aviation enterprises
should increasingly focus on creating employees’ JS in
order to positively affect employee engagement. The
results of a survey of employees at Tan Son Nhat Op-
erationCenter -VietnamAirlines JSC showed that the
components of AL: SA, IMP, BP, RT had a positive ef-
fect on employees’ JS. This result was consistent with
the study by7,20,21,26–28. Besides, employee’s JS (JS)
had an impact on employee engagement (EE). This
result was consistent with the study by34–36. In ad-
dition, the result indicated that job satisfaction has a
mediating role between authentic leadership and em-
ployee engagement. This result was consistent with
the study by45–48.
Based on the research results, some suggests that im-
proving AL increases JS and employee engagement:
Job Satisfaction had mean=4.01. Enterprises in the
aviation sector in Vietnam who want to improve em-
ployees’ JS need to have a new perspective not only
focusing on income, working environment... but also
focusing on leadership in general and AL in particu-
lar, especially in difficult current Covid-19 pandemic.
Managers and leaders are considered as another fac-
tor affecting employees’ JS. They need attention, sup-
port, encouragement, and development of their com-
petence and if leaders plan and strive to comply with
the requirements of AL, it is certain that JS of employ-
ees is increasingly enhanced, and they will be more
engaged with the organization.
Employee Engagement has mean=3.99. Aviation en-
terprises that want to increase employee engagement
need to raise employees’ JS because employees are sat-
isfied at work, employees will be more engaged. Au-
thentic leadership increases employee engagement by
leveraging an employee’s job satisfaction. Enterprises
should recognize the value of AL so that they can
have an implementation plan and principles to com-
ply with the requirements of AL, especially during dif-
ficult times due to the Covid-19 pandemic.

Self-awareness had mean=4.26. Leaders’ aviation
firms need to know their strengths and weaknesses,
it is not just a process of SA but they will know their
strengths and weaknesses which its impact on their
employees. They must know who they are, what they
stand for, and that they have a strong anchor for their
decisions and actions. Leaders must look at them-
selves objectively, record thoughts that help eliminate
or erase old ideas and gain new information and ideas,
write down goals and plan priorities, perform self-
criticism every day, ask trusted employees to com-
ment on them, ask for employee work feedback to re-
flect leadership strengths and weaknesses, and impor-
tantly be always look at yourself.
Internalized Moral Perspective had mean = 4.01. Avi-
ation enterprises leaders need to use internal moral
standards and values to guide their behavior rather
than allowing external pressures to control them.
Leadersmust strictly respectmoral standards and vol-
untarily implement them according to internal mo-
tivation. Leaders must have moral knowledge and
moral beliefs that lead to their moral behavior. In
addition, leaders need to have moral motives, moral
emotions, energy, and moral habits.
Balanced Processing had a mean = 3.62. Leaders must
improve their ability to analyze objective information
and explore the opinions of others before making de-
cisions, avoiding bias. Employees are often interested
in evaluating what they get from work commensurate
with the effort they put in. Therefore, leaders need to
be fair in the results, fair in the process ofmaking pub-
lic, transparent, and clear policies, procedures, and
implementation methods. Fairness in the treatment
attitude of the leader who always cares and respects
the employees.
Relational Transparency had mean = 3.67. Leaders
should be honest and transparent in expressing them-
selves to employees. Leaders communicate and eval-
uate employees openly and transparently. Leaders
should share their feelings, motivations, and core ten-
dencies with employees appropriately. Both positive
and negative aspects of leadership for employeesmust
show clear transparency.
The study has certain limitations: Due to time and
budget constraints, the study only conducted a re-
search survey with 155 respondents at Tan Son Nhat
Operation Center – Vietnam Airlines JSC by conve-
nient sampling method. This leads to limitations in
testing the reliability of research scales.

LIST OF ABBREVIATIONS
AL: Authentic Leadership
BP: Balanced processing
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EE: Employee Engagement
ICAO: International Civil Aviation Organization
IMP: Internalized moral perspective
JS: Job Satisfaction
PLS-SEM: Partial Least Square – Structural Equation
Modeling
SA: Self-awareness
TR: Relational transparency
SRMR: Root mean squared residuals
VIF: Variance inflation factor
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TÓM TẮT
Nguồn nhân lực là một trong những nguồn lực quan trọng thúc đẩy sự phát triển của các doanh
nghiệp trong lĩnh vực hàng không ở Việt Nam. Do đó, các hãng hàng không ngày càng quan tâm
đến sự hài lòng trong công việc và sự gắn kết của nhân viên. Hàng không là một ngành có tầm
quan trọng đặc biệt trong phát triển kinh tế. Trước đại dịch COVID-19, lĩnh vực hàng không phát
triểnmạnhmẽ. Tuy nhiên, khi đại dịch COVID-19 bùng phát, nền kinh tế thế giới bị thiệt hại rất lớn,
trong đó lĩnh vực đầu tiên bị ảnh hưởng nặng nề nhất là lĩnh vực vận tải hàng không. Ngành hàng
không Việt Nam cũng không nằm ngoài tác động của đại dịch COVID-19, theo báo cáo của Bộ Kế
hoạch và Đầu tư cho biết, năm 2020 và 5 tháng đầu năm 2021, doanh thu của các doanh nghiệp
hàng không giảm 61% so với năm 2019. Tại Báo cáo thường niên của Việt Nam Airlines 2020, Việt
Nam Airline có hơn 100 tàu bay tạm ngừng khai thác, Trung tâm khai thác Tân Sơn Nhất là đơn vị
thuộc Tổng Công ty Hàng không Việt Nam với vai trò đại diện tại sân bay Tân Sơn Nhất cũng chịu
nhiều tác động liên quan. Trong một giai đoạn khó khăn, vai trò của lãnh đạo nói chung và lãnh
đạo đích thực nói riêng là rất quan trọng trong việc cải thiện sự hài lòng và gắn kết của nhân viên.
Nghiên cứu này đã điều tra và thử nghiệm tác động của sự lãnh đạo đích thực đến sự gắn bó của
nhân viên tại Trung tâm khai thác Tân Sơn Nhất trong giai đoạn COVID-19: vai trò trung gian của
sự hài lòng trong công việc. Nó sử dụng cả nghiên cứu định tính và định lượng. Nghiên cứu định
tính được thực hiện thông qua các cuộc thảo luận nhóm tập trung với 10 nhân viên. Nghiên cứu
định lượng được thực hiện với 155 nhân viên tại Trung tâm khai thác Tân Sơn Nhất – Tổng công ty
Hàng không Việt Nam thông qua bảng câu hỏi khảo sát theo phương pháp chọn mẫu thuận tiện.
Kết quả nghiên cứu được phân tích bằng mô hình phương trình cấu trúc bình phương nhỏ nhất
riêng phần (PLS - SEM) chỉ ra rằng: Các thành phần của lãnh đạo đích thực: tự nhận thức, quan
điểm đạo đức nội tại, xử lý công bằng và quan hệ minh bạch có tác động tích cực đến sự gắn kết
của nhân viên thông qua vai trò trung gian của sự hài lòng trong công việc.
Từ khoá: Lãnh đạo đích thực, Sự hài lòng trong công việc, Sự gắn kết của nhân viên

Trích dẫn bài báo này: Thụy N V, Vũ V D C. Tác động của lãnh đạo đích thực đối với sự gắn kết của 
nhân viên tại trung tâm khai thác Tân Sơn Nhất trong giai đoạn COVID-19: Vai trò trung gian của 
sự hài lòng trong công việc.  Sci. Tech. Dev. J. - Eco. Law Manag.; 6(2):2427-2439.
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