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Abstract 

The purpose of this study is to examine and explain the effect of: transactional leadership style and work 

environment on computer self efficacy, job satisfaction, behavior and performance of computer operators. The 

data collection was done using a survey. The sample of this study was computer operators in private owned 

universities in Makassar, Indonesia with 233 questionnaires were distributed with 80.68% response rate. The 

data were analyzed using Generalized Structured Component Analysis (GSCA). The result reveals that: 

transactional leadership style has a significant effect on computer self efficacy and job satisfaction, but has no 

significant effect on behavior and performance of computer operators; work environment has a significant effect 

on computer self efficacy, but has no significant effect on job satisfaction, behavior and performance of 

computer operators; computer self efficacy has significant effect on job satisfaction, behavior and performance 

of computer operators; job satisfaction has significant effect on behavior and performance of computer operators; 

and behavior has a significant effect on performance of computer operators. 

Keywords: transactional leadership style, work environment, computer self efficacy, job satisfaction, behavior, 

and performance 

 

1. Introduction 

The use of information and communication technologies in organizations has become a vital part of the 

organization. A survey in Indonesia indicates that in 2013 more than 75% of the business sector in urban and 

rural areas using computers. In fact, the entire foreign and joint venture company have been using computers to 

support the business. This condition indicates a high use of computers in the business sector. The larger the scale 

of the business, the greater the level of computer usage. The survey results also show a growing number of 

workers of the company, the greater the proportion of companies that use computers.  Likewise, if the use of the 

computer viewed by the turnover of the company, the greater the turnover of the company, the higher the 

proportion of companies that have been using computers. Based on the facts found in Indonesia, it could be 

explained that the level of use of information technology are high, but the index is still low and even decline in 

2012, it is necessary to study on the factors that influence the use of information technology in Indonesia. 

Moreover, the empirical studies also shows that there is a positive and a negative correlation for the use of 

information technology in the company, so it can be concluded that there are other factors that influence the use 

of information technology, so that in one place and conditions there is a positive impact, but in other place and 

conditions might give negative impact to the same variable. 

Alzahrani and Goodwin (2012) demonstrated empirically that the use of technology in government is 

influenced by the characteristics of the e-government, consideration of trust, privacy, and the culture and context 

of the country. Lai et al., (2009) also stated that the factors influencing the use of technology is the expectation 

of the performance, effort expectancy, social influence, disturbance concern, and facilitating condition, where 

the disturbance concern has a negative effect on the behavior of technology use. 

This study also showed the presence of other conditions that facilitate the use of technology such as 

computers, so the use of such technology could give a positive or negative impact on the same variables. Wang 

and Yang (2005) even prove empirically that personality factors also play a role in the use of technology. Other 

factors that also affect the use of technology is organizational commitment, work environment, work attitude, 

and management (Peansupap and Walker, 2005). Meanwhile, Ooi et al., (2011) also proves that self-efficacy, 

facilitating condition, and the primary influences affecting the use of technology. In addition to the positive 

effect on employee performance, self-efficacy also affect the behavior of the use of technology and job 

satisfaction. This is supported by research result of Ooi et al., (2011), Lai et al., (2005), and Venkatesh et al., 

(2000). Their results showed that of subjective norms, self-efficacy, and perceived behavior has positive 

influence on the behavior of users of information technology. Leadership styles of each individual can vary 

according to the character possessed. To be able to carry out the vision and mission of an organization, it 

requires an effective leadership style. Leadership style owned by a leader include several aspects, such as 
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dwelling, freedom, justice, participation, love, and responsibility (Terry in Martin et al., 2006). Effective 

leadership style can significantly affect various aspects, such as job satisfaction (Lee, 2008) and behavior of 

technology operator (Ahmad and Raza, 2011). The above statement of Lee (2008) and Ahmad and Raza (2011) 

represents that, the style of leadership will give significant influence on the performance of the computer 

operator. However, in research finding of Sribenjachot (2007), it was found different effects of transformational 

and transactional leadership styles on performance. 

 Other factors that affect the performance of computer operators are working environment. The work 

environment is a condition in which a person works which include equipment and facilities, working conditions 

(non-physical environment) as well as the physical environment that can affect workers in carrying out their 

duties and responsibilities. The size of the working environment includes coloring, cleanliness, lighting, 

ventilation, music, security, and noise. The existence of a supportive environment can affect the level of efforts 

or spirit to work, so as to increase job satisfaction and behavior of information technology operator, which 

affects the the employee performance (Al-Anzi, 2009; Leblebici, 2012).  

Computer Self-efficacy relates to job satisfaction where if someone has a computer self-efficacy for 

computational capabilities. High computer self-efficacy tends to succeed in their task thus increasing the 

satisfaction of doing something. Computer self-efficacy can be assessed from the three sources of information, 

namely the magnitude, strength, and generalizability. Computer self-efficacy can affect job satisfaction, behavior, 

and performance significantly. Computer self-efficacy may also be influenced by several factors such as 

leadership style. However, there is a bias towards the role of computer self-efficacy as variables that mediate the 

relationship between leadership and performance, the relationship between the leadership and creativity of 

employees (Prussia et al., 1998; Ghafoor et al., 2011). Research of Sam et al., (2005) and Fagan et al., (2004) 

found that the use of computers significantly influence of computer self-efficacy. This means that the use of 

computer has positive and significant effect on  developing the computer skills (Computer Self-Efficacy), let al 

especially skills required by a computer operator, which is complex to master a variety of computer expertise. 

Fagan et al., (2004) adds another factor that can affect the expertise in the use of computers such as experience, 

facilitation of adequate support from the organization. While Shu et al., (2011) and Hung et al., (2004) 

demonstrate empirically that personality traits also play a role in the use of technology such as computers. This is 

evidenced also by Hong et al., (2012) and Sam et al., (2005). The results showed that subjective norms, 

computer self-efficacy, and perceived behavior has positive influence on the behavior of computer operator. The 

use of technology has positive and negative effects. However, these effect cannot always be found in the same 

condition. This is reflected in the empirical studies that the use of technology has a positive correlation with 

labor productivity, but other empirical studies show that the use of technology will have a negative impact on 

labor productivity. Based on research of Franklin et al., (in UNCTAD, 2011), different impact caused by the use 

of technology in their respective service company located in Europe. The use of these technologies can improve 

employee productivity, but in some companies in the three countries in Europe showed a negative correlation 

between the use of ICT on labor productivity. According to research of Dauda and Akingbade (2011), it was 

found that using the latest technology, employee skills are not good enough to take advantage of these 

technologies. Technological change also does not significantly improve the performance and working conditions 

of employees. 

Job satisfaction is the degree of positive or negative aspects of one's feelings about the job duties, 

working order, as well as the relationships among workers (Schermerhorn et al., 2005). The size of job 

satisfaction is determined by several aspects, such as payment, the work itself, colleagues, promotion, and work 

supervision. Job satisfaction is influenced by several factors such as self-efficacy and leadership style. In 

addition, job satisfaction is able to influence the behavior of information technology users (Moynihan et al., 

2000). However, according to research by Ang and Poh (1997) that employees working with computers do not 

have a significant relationship with job satisfaction. Based on the variables mentioned, empirical studies still 

need to be performed to identify, analyze, and explain the patterns of relationships between variables such as 

relationship between transactional leadership style and environment working with computer self efficacy, job 

satisfaction, behavior, and performance of computer operator. The selection of these factors is based on previous 

research as well as theory on individuals behavior such as the Unified Theory of Acceptance and Use of 

Technology (UTAUT) supported by the Information System Success Model updated by DeLone and McLean 

(2003). Selecting the UTAUT model as the main model underlying this research is based on the fact that the 

UTAUT model is the latest model developed to observe the behavior of individuals and the development of the 

previous theory model. UTAUT Model itself is a combination of eight models and theories that have been 

developed previously, namely the theory of reasoned action (TRA), the technology acceptance model (TAM), 

the motivational models, the theory of planned behavior (TPB), the combination of TAM and TPB, the models 

of PC utilization, the innovation diffusion theory, and social cognitive theory (Reddick, 2010; Weerakkody et al., 

2009). 

This research needs to be done because of some previous studies done before still discovered research 
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gaps and needs further research. Different influences, self-efficacy on performance by Lunenburg (2011) 

Appelbaum and Hare (1996), Chowdhury and Lanis (1999), and the influence of the work environment on the 

behavior of information technology users by Ooi et al., (2011), Joling and Kraan (2008). The results of their 

study showed inconsistency. Through adoption of UTAUT models, in this study it could analyze perceptions on 

influence of transactional leadership style and working environment on computer self efficacy and behavior of 

computer operator. Meanwhile, the use of models DeLone and McLean based on the fact that there is an 

interaction between information technology operator satisfaction on the use of technologies and their impact on 

performance, both individual performance and organizational performance. DeLone and McLean Model is a 

model widely used in the successful model of information systems which has concentrated on the successful of 

information system with multidimensional and interdependent (DeLone and McLean, 2003; Peter et al., 2008; 

and Contini, 2009). Among the studies that have been done before, either with the model of UTAUT or model of 

DeLone and McLean, there is a research gap that still need to be explored regarding the linkages among 

variables, so this study needs to emphasize the relations among variables. 

The higher education institution is organization that cover the highest education in Indonesia. As an 

institution with the highest educational level, universities are required to become a pioneer or drive all areas of 

development. Development of a variety of research include information technology, health, science, and social. 

The development of information technology is very intensively conducted in universities considering a very 

central role. The importance of information technology is to encourage the universities to have quality resources. 

Higher Education Directorate General (DG) view that ICT can play a very important role in the development of 

the higher education sector in Indonesia. Realizing this, since the popularization of ICT in Indonesia, Directorate 

General of Higher Education has carefully utilizing and developing information systems and system 

management applications for higher education. 

Operators are key to successful implementation of the information system. Operators are the starting 

point for all computerized systems. In other words, the operator has full responsibility for the use of computer 

activities, including the implementation of activities schedule, data entry, monitor, and control the computer 

system. However, computer operator as in implementing the use of information technology in the education 

sector in Makassar still face a gap between private universities with each other. Each college has a computer 

operator unbalanced. This makes academic activities be slightly delayed. Pikas (2006) explains that the use of 

information technology does not change the structure of science, but only facilitate new forms of remote 

collaboration and increase productivity, for example in terms of an increase in the number of publications, time 

efficiency in information retrieval, easy to communicate with a number of colleagues, and easy obtain and / or 

deliver feedback. 

This research needs to be done because of various studies that have been done before discovered the 

existence of research gaps and needs further research. Different influences, self-efficacy on performance 

indicated by Lunenburg (2011), Appelbaum and Hare (1996), Chowdhury and Lanis (1999) and the influence of 

work environment on behavior of users of information technology indicated by Ooi et al., (2011), Joling and 

Kraan (2008). These results prove the existence of considerable differences in contrast, where the style of 

leadership led to two results that positively impact on job satisfaction, but the other results stated that the effect 

of leadership style is not significant. This gap then cause inconsistencies in the research variables that lead to 

various contradictions between inventors and researchers in empirical studies. Research result of Lunenburg 

(2011), Appelbaum and Hare (1996) showed that self-efficacy has positive and significant influence on 

employee performance, while Lanis Chowdhury (1999) found that self-efficacy had no significant effect on the 

performance of the individual. Study result of Ooi et al., (2011) shows that faciliting condition has positive effect 

on the use of information technology, but not so with research resulted by Joling and Kraan (2008) which stated 

that the working environment have negative and significant effect on the users of technology. 

Research gap above shows that there are inconsistencies on the discovery or empirical studies on the 

effect of the work environment on the use of information technology. Environment is one element that is 

consciously used as research variable, but the difference in the study results make the existence of the theory was 

rejected because it was not in line with the actual situation. The difference in the research results of previous 

studies encourage researchers to analyze these variables in a study and would like to perform empirical studies 

designed to determine the effect among variables that put transactional leadership style and working 

environment as exogenous variables that may affect the four endogenous variables namely: computer self 

efficacy, job satisfaction, behavior, and performance of computer operator to develop and test theories and 

develop models of UTAUT and DeLone and McLean to reinforce linkages and gaps formed between the 

variables in the models. In addition, this study combines the variables that have previously been studied 

separately and will connect all the variables with the object of research in computer operators of private 

universities in Makassar, Indonesia. 

The above description of research problems is very important issues to be investigated for the 

development of transactional leadership style and work environment, especially relating to computer self 
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efficacy, job satisfaction, behavior and performance of computer operator. The purpose of this study is to explain 

relationship between transactional leadership style and work environment with computer self efficacy, job 

satisfaction, behavior and performance of computer operator at private universities in Makassar, Indonesia.  

This research is very important for knowledge development in the field of transactional leadership 

style and work environment as well as very important role as part of efforts to improve the computer self 

efficacy, job satisfaction, behavior and performance of computer operator. 

 

2. Literature Review, Hypothesis, and Research Model 

2.1 Transactional Leadership Style 

Transactional leadership is a leadership style that emphasizes core transaction between leaders and subordinates. 

Transactional leadership allows leaders to motivate and influence subordinates by means of exchanging rewards 

with specific performance. This means that in a subordinate transaction promised to be given a reward if 

subordinates are able to complete their duties in accordance with the agreement that was made jointly, the 

transaction is also intended to motivate subordinates or employees to express their personal interests related to 

the desire to make the organization more productive (Lussier and Achua, 2012: 333 Robbins, 2003; Liu, 2007). 

 

2.2 Work Environment 

The work environment can be seen as the physical, social, psychological, and technology found in the workplace 

that has an important role on the performance and productivity of the organization Amusa et al. (2010). Shaping 

the work environment working conditions, so as to give effect, positive or negative, on the psychology and 

employee benefits (Jain and Kaur, 2014). 

According to Jain and Kaur (2014), the work environment can be divided into three general 

components, namely the physical, mental and social. The physical environment can be either ventilation and 

temperature in the working space, noise, interiors and infrastructure, and hospitality. Mental environment include 

the level of fatigue, boredom and monotony at work. The social environment refers to the values of the culture in 

the working environment, where every employee recognizes and stick with it. 

Based on the above opinion, it is understood that the working environment includes several elements 

that have an influence on the performance and productivity of the organization. Based on the understanding of 

the environment, researchers defined as a work environment and dynamic elements that are around someone's 

work concerning the physical environment where work and psychic elements of a work or non-physical 

environment. 

 

2.3 Computer Self Efficacy 

Computer Self-Efficacy is an assessment of the capabilities and expertise of someone's computer skill to perform 

tasks related to information technology. Computer Self-Efficacy assessments are not static or stable, but the 

assessment is based on the specific situation, which can change with the acquisition of existing information, such 

as changes in working conditions, changes in the task even change the feedback received (Compeau and Higgins, 

1995 ; Mason and Orhu, 2008). This theory is a cognitive theory that allows one to measure the ability of their 

own relevant expertise and confidence in the use of computers in information technology (Balka and Smith, 

2000). Adamson and Shine (2003) defines computer self-efficacy as individual beliefs about the ability to 

perform specific tasks, provide the degree of the work done, and persistence in the face of challenging situations. 

Individuals with higher level of computer self-efficacy is able to accomplish better computing tasks given 

without the support and assistance of others, rather than someone with lower level of computer self-efficacy 

(Adamson and Shine, 2003). 

 

2.4 Job Satisfaction 

Job satisfaction is a positive emotional expression that is the result of an evaluation of a person's work 

experience. Job dissatisfaction occurs when someone’s expectations on the job are not met (Mathis and Jackson, 

2007). Job satisfaction is the degree of positive or negative feelings about a person duties (Hunt, 2004). 

Furthermore, job satisfaction is the degree of positive or negative aspects of one's feelings about the job duties, 

working arrangements and relationships among workers (Schermerhorn et al., 2005). Thus, job satisfaction is the 

degree to which people liked his work, where job satisfaction is an effective response of employees to work. 

 

2.5 Behavior of Computer Operator 

The study of human behavior theory tries to provide knowledge based on understanding and action (Bloom in 

Greene, 2008: 4). A description of the behavior can be observed from several approaches. Team of Educational 

Science Development FIP-UPI (2007) describes five main approaches to define the behavior such as behaviorist 

approach, cognitive approach, humanistic approach, psychoanalytic approach, and neurobiological approaches. 

Behaviorist approach explains that the behavior occurs because of a series of stimulus to response relationship. 
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Behaviorist approach is often referred to as the theory of SR (stimulus-response theory). Psychoanalytic 

approach assumes that individual behavior is controlled by a part of the unconscious, with the theory that 

personality consists of three elements, namely the Id, Ego, and Super Ego. Cognitive approach explains that the 

behavior is an internal process (inside). This approach assumes that the behavior of an input-output process of 

acceptance and processing information, to generate output. Humanistic approach emphasis more on human 

dignity in individuals which different to animals and other creatures. This approach explains that individual 

behavior is due to the need of encouraging to manifest itself. Neurobiology approach is an approach relate to 

individual’s behavior with events in the brain and nervous system. This approach assumes that a person's 

behavior depends on the condition of the brain and nerves system. 

 

2.6 Performance of Computer Operator 

In a professional company, the performance is defined based on the viewpoint of the value creation associated 

with chain of input, process and output (Kaiser and Ringlstetter, 2011). Input factors include matters related to 

the knowledge and resources provided; process includes solutions provided; and output factors are final concept 

or implementation. Thus, performance would compare input and output, which in turn will reflect the efficiency 

of the process that connects the input and output. According to the model of Delone and McLean (1992), the 

impact of individual performance (Individual Impact) has a meaning as an indication that the information has 

provided users with better understand the context of the decision, has increased productivity of the decision-

making, has resulted a change in user activity, or have changed the perception of the decisions maker regarding 

the importance or usefulness of information system. This model also assumes that the individual impact is 

influenced by the use of the system and user satisfaction over information systems. It can be explained that the 

performance of the individual in information systems is an assessment of individual performance as measured 

from the characteristics and performance resulted, giving input and output in accordance with a specific purpose, 

in order to give a good effect for the user as well as the use of the information system. 

 

2.7 Transactional Leadership Style and Computer Self Efficacy 

Transactional leadership style is the way a leader to express their influence on subordinates, where there is a 

transactions process or bargaining process between leaders and subordinates (Javed and  Chaudhry, 2012). 

Leadership is positively related to the systems of self-efficacy (SSE) and as a mediator, SSE also positively 

support the success of the information system (IS) (Jeewon et al., 2011). 

 

2.8 Transactional Leadership Style and Job Satisfaction 

Transactional leadership style identifies specific types of behavior that emphasizes on leadership skills in the 

transaction process to motivate employee performance (Chaudhry and Javed Chaudhry, 2012). Transactional 

leadership style consists of three indicators, namely contingent reward, active management by exception, and 

passive management by exception. The appropriate leadership style of a leader can have a significant influence 

on employee job satisfaction. According Hasibuan (2006), one of the factors that influence job satisfaction is the 

attitude of the leader in his leadership. In addition, social factors that connect social interaction both among 

employees and with leader also has an influence on employee job satisfaction. This is consistent with studies that 

have been conducted by Lok and Crawford (1999) and Lee (2008). However, some study of transactional 

leadership style had showed the positif but not significant effect on job satisfaction (Ali et al., 2013; Chaudhry 

and Javed, 2012). 

 

2.9 Transactional Leadership Style and Behavior of Computer Operator 

Leadership style that will be implemented in a system must consider internal and external factors of leaders and 

employees. Leadership styles depending on the concentration of the leaders in considering their relationships and 

tasks to be completed (Stremba, 2009). Both dimensions, task orientation and relationship orientation, interact 

and shift in combination with five levels of favorability conditions, namely environmental hazards, group, 

individuals, leaders, and the consequences of decisions. Decision-making by leaders with leadership style will 

have an impact on the behavior of the users of information technology. This is consistent with empirical studies 

conducted by Shu, et al. (2011), and Ahmad and Raza (2011), which states that the leadership style significantly 

influence the behavior of the user / computer operator. 

 

2.10 Transactional Leadership Style and Performance of Computer Operator 

Leadership styles depends on the concentration of the leaders in considering their relationships and tasks to be 

completed (Stremba, 2009). Effective leadership style can affect the performance of an employee. When an 

employee has a leader with the appropriate leadership style, in the context of maintaining good relations to 

employees, then this will have an impact on performance, and also needs a leader who can provide work 

motivation in exchange for appropriate compensation (Mathis and Jackson, 2009; and Javed Chaudhry, 2012). 
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This leadership style has positive influence on the performance, which is reinforced by the research result of 

Chaudhry and Javed (2012), Timothy, et al. (2011), Dunegan, et al. (1992). Though, one research finding shows 

that transactional leadership style has positive but not significant effect on performance (Ali, et al., 2013). 

 

2.11 Work Environment and Computer Self Efficacy 

The work environment can be seen as the physical, social, psychological, and technology found in the workplace 

that has an important role on the performance and productivity of the organization (Amusa et al., 2010). 

Conducive working environment will significantly affect the computer self-efficacy or the competence and 

ability of a person to achieve the vision, mission, and purpose. Conducive and effective work environment 

assessed from optimal work performed by employees with healthy, safe, and comfortable. This will give a great 

influence on the development of employees' personal, both in terms of competence and attitude. Research 

conducted by Shu, et al. (2011) showed that work environment has a positive effect on computer self-efficacy. 

 

2.12 Work Environment and Job Satisfaction 

Working environment with good and effective atmosphere may support the growth of employee motivation and 

influence the achievement of the vision and mission of the company. Good and effective working atmosphere 

can be created by having good organization in which specific activities, people, and management purposes can 

be grouped. Having a good organization and a clear tasks division would create  a healthy working environment 

that can foster employee motivation. This will positively impact job satisfaction, where job satisfaction is the 

degree to which people love their work, and their affective responses of employees to work. Work environment 

significantly influence job satisfaction as indicated by research conducted by Dawal et al. (2008) and Parvin and 

Kabir (2011). While the results of research conducted by Kyzlinková, Dokulilová, and Kroupa (2007) showed 

that in some countries, work environment has negative but significant effect on job satisfaction. 

 

2.13 Work Environment and Behavior of Computer Operator 

Good treatment to employee will have an impact on the behavior of information technology users of. In addition 

to reward or appreciation, good working environment can support the employees in obtaining an efficient work 

system design. Provision of facilities and employees' needs will have a positive impact on the behavioral aspects 

of computer users. This is consistent with research conducted by Peansupap and Walker (2005), Ooi et al. (2011). 

Meanwhile, according Joling and kraan (2008), in some countries, work environment has negative and 

significant effect on computer users. 

 

2.14 Work Environment and Performance of Computer Operator 

One type of work environment is non-physical work environment. According to Moekijat (1995), non-physical 

work environment includes non-financial rewards from leaders and co-workers, such as praise, recognition of 

achievements which will encourage employees to be more active in carrying out the work. In addition, the fair 

treatment without any pressure or discrimination is necessary for employees. Thus, a pleasant working 

atmosphere will exist. This will automatically affect the performance of the company, which has been resulted 

from research conducted by Al-Anzi (2009), Leblebici (2012). While the results of research conducted by 

Kyzlinková, Dokulilová, and Kroupa (2007) showed that the presence of teamwork in the workplace has 

negative effect on the performance. This is due to the diversity or discrimination against a person's actions based 

on the physical, age, gender, and ethnicity. 

 

2.15 Computer Self Efficacy and Job Satisfaction 

Computer self-efficacy is a person's beliefs regarding the ability to use computer. When an employee 

expectations regarding the roles and capabilities in the facing corporate challenges are met, then there is job 

satisfaction felt by an employee. According to Wexley and Yukl (1977), job satisfaction is one's feelings toward 

his work, either pleasant or unpleasant in work, and expectations about the upcoming experience. According to 

research by Ang and Soh (1997) that there is no relationship between the use of computer expertise with 

satisfaction in performance. 

 

2.16 Computer Self Efficacy and Behavior of Computer Operator 

Computer self-efficacy (a sense of competence in the use of computers) is an employee or individual belief that 

they have the capability or capacity to use the computer properly (Balka and Smith, 2000). The use of computers 

in computer self-efficacy theory is not only able to operate, but also can run almost all applications in both 

software and hardware and computer programs required by the organization, it is then played by the computer 

operator (Blokdijk, 2008: 92). Research conducted by Shu, et al. (2011), Hung, et al. (2004) and Kay (1993) 

states that computer self-efficacy has positive influence on the behavior of computer users including computer 

operators. 
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2.17 Computer Self Efficacy and Performance of Computer Operator 

Computer self-efficacy is an assessment of the capabilities and computer expertise of someone's to perform tasks 

related to information technology and in the value based on certain situations, which can change the acquisition 

of existing information, such as changes in working conditions, even a change in the duty and change in 

feedback received (Compeau and Higgins, 1995; Mason and Orhu, 2008: 323). Performance required 

information input which is relatively stable so that the process of formating computer self-efficacy in individuals 

can be realized. In other words, computer self-efficacy has a significant effect on employee performance, as 

expressed by Fagan et al., (2004) and Sam et al., (2005). 

 

2.18 Job Satisfaction and Behavior of Computer Operator 

Job satisfaction is an attitude variable, which is associated with employee’s feelings on the job. Therefore, it 

refers to attitude components, job satisfaction is an affective component. Attitude or affection was formed as the 

result of an evaluation of the experience aspects of his work. The emergence of affection in the context of job 

satisfaction as a reflection work experience, it may have an impact on the behavior of the computer operator. 

With the good side of job satisfaction, the behavior of users increase. This has been proven by research 

conducted by Peijen et al., (2007) and Ghobakhloo, Zulkifli, and Aziz (2010). The results showed that job 

satisfaction significantly influence user behavior. 

 

2.19 Job Satisfaction and Performance of Computer Operator 

Job satisfaction has a considerable influence on the productivity of each individual directly or indirectly. 

Research on worker satisfaction needs to be done by the company, because satisfied workers are more loyal, 

have little possibility to play truant, and more productive. In addition, loyal workers also have little chance to 

leave work, so the company will save the cost of replacing the employee. Job satisfaction will positively affect a 

person's performance. According to Mathis and Jackson (2009), performance is what is done or not done by the 

employees. When an employee has a job satisfaction, then this will have an impact on performance. It is linear 

and consistent with research conducted by Nielsen ND Kristensen (2004), Moynihan et al., (2000). 

 

2.20 Behavior of Computer Operator and Performance of Computer Operator 

The existence of computer users behavior by a good employee will have an impact on performance. According 

to a study conducted by Lazer and Wikstrom (1977), cited by Rivai and Sagala (2009), one of the performance 

measurement can be viewed from several aspects. One aspect that is important is the attitude. Attitudes or 

behavior of a good use of an employee will have an impact on the performance. Some research finding by Kay 

(1993), Hung et al., (2004), and Shu et al., (2011), described that generally there is significant influence of 

behavior of the computer operator to performance of computer operator. 

In this study hypotheses are developed as the following: 

H1 : Transactional leadership style has positive and significant effect on computer self efficacy 

H2 : Transactional leadership style has positive and significant effect on job satisfaction 

H3 : Transactional leadership style has positive and significant effect on behavior of computer operator 

H4 : Transactional leadership style has positive and significant effect on performance of computer 

operator 

H5 : Work environment has positive and significant effect on computer self efficacy 

H6 : Work environment has positive and significant effect on job satisfaction 

H7 : Work environment has positive and significant effect on behavior of computer operator 

H8 : Work environment has positive and significant effect on performance of computer operator 

H9 : Computer self efficacy has positive and significant effect on job satisfaction 

H10 : Computer self efficacy has positive and significant effect on behavior of computer operator 

H11 : Computer self efficacy has positive and significant effect on performance of computer operator 

H12 : Job satisfaction has positive and significant effect on behavior of computer operator 

H13 : Job satisfaction has positive and significant effect on performance of computer operator 

H14 : behavior of computer operator has positive and significant effect on performance of computer 

operator 

 

2.11  Conceptualization Model 

Based on theoretical and empirical studies that have been described previously, the conceptual framework of the 

relationship between transactional leadership style, work environment, computer self efficacy, job satisfaction, 

behavior and performance of computer operator can be visualized in Figure 1. Conceptualization model shows 

the relationships between variables. Transactional leadership style and work environment are considered as 

independent variables, whereas computer self efficacy, job satisfaction, behavior and performance of computer 

operator are the dependent variables. The following framework shows a model describing the relationships 
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between all variables. 

 
Figure 1.  Research Framework 

 

3. 3. Method 

3.1 Purpose of the Research Study 

The aim of this research is to analyze and explain the influence of transactional leadership style on computer self 

efficacy, job satisfaction, behavior and performance of computer operator; the influence of work environment on 

computer self efficacy, job satisfaction, behavior and performance of computer operator; the influence of 

computer self efficacy on job satisfaction, behavior and performance of computer operator; the influence of job 

satisfaction on behavior and performance of computer operator; the influence of behavior on performance of 

computer operator at private universities in Makassar, Indonesia. 

 

3.2 Instrument and Sampling Unit 

A structured questionnaire was used for primary data collection. The targeted population is computer operator at 

private universities in Makassar, Indonesia. The data was collected using a survey which was carried out entirely 

in on stage. The questionnaires were distributed to 233 computer operators at 86 private universities in Makassar, 

Indonesia. The instrument of this research is questionnaire with closed-ended statements, where the statements 

are made in such a way that respondent’s answer is limited to several options. For the survey, the questionnaire 

was designed using 5 points of Likert Scale where respondent is asked to choose where his or her position lies on 

a scale with a range from 5 for strongly agree to 1 for strongly disagree. The questionnaires were distributed by 

direct visits to the private universities premises which is also important to explain the purpose of the study. 

In this research, transactional leadership style can be defined as the way of leaders in motivating, 

influencing, directing, and controlling the computer operator and measured by four indicators that are contingent 

reward, active management by exception, passive management by exception, and leissez faire (Bass, 1990; 

Wood, 1998; Chaudhry  and Javed, 2012;  Ali et al., 2013). Work environment is defined as a dynamic aspect 

and place around the employees in relation to physical environment where employees perform their work and 

non physical environment, which are measured by six indicators such as room outlet, air circulation, cleanings, 

facilities provision, work safety, and work atmosphere (Pines, 1982). Computer self efficacy is defined as 

operators’ confidence in using computer to perform their jobs in work environment, and can be measured by 

nine indicators that are work difficulty, data saving, software saving, file management, computer faulty 

management, understanding steps in data processing, program knowledge, analysis skill, and finishing duties 

(Murphy et al., 1989). Job satisfaction is defined as the level of contentment employees feel about their work, 

responsibilities, which measured by total compensation, the work, interaction and work relationship with 

coworkers, promotion opportunities, and relationship with supervisor (Luthan, 2006; Mathis and Jackson, 2007). 

Behavior of computer operator is defined as an action or activity performed by computer operator in providing 

information to support decision making and controlling in organization, and can be measured by seven indicators 

such as frequency of computer utilization, habit of computer utilization, compatibility of computer utilization, 

extension of computer utilization, spread of computer utilization, writing report, and understanding of computer 

utilization (DeLone and McLean, 2003; Petter et al., 2008). Performance of computer operator is defined as the 

results achieved by the computer operator in controlling the computer used in carrying out its duties, and can be 
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measured by seven indicators such as learning, remembering, decision making effectiveness, ability to use 

computer program, ability to use integrated data, accuracy of the completion of the work, and convey 

information in large numbers (Petter et al., 2008 adapted from Sedera et al.). 

 

3.3 Response Rate 

All questionnaires were distributed to compute operator at private universities in Makassar, Indonesia. The 

computer operators chosen as respondents since they have the knowledge, ability, and accuracy of response to 

the statements in the questionnaire. The respondents were requested to answer all the questions to the best of 

their knowledge. Out of 233 questionnaires, there were only 188 returned. Thus, the response rate is 80.69%, in 

addition, of 188 returned questionnaires, only 167 were useable and 21 were unusable because of uncomplete 

answer. After collecting data, the data was then coded and analyzed with GSCA software. 

 

3.4 Data Analysis 

The data was analyzed using Generalized Structured Component Analysis (GSCA). GSCA is a component-based 

SEM method which can be used for calculating scores and which is allowed for small samples (Hwang and 

Takane, 2004; Hwang et al., 2010). This method is chosen for the following considerations: (1) the model in a 

conceptual framework consists of hierarchical causal relations, that transactional leadership style influence 

computer self efficacy, job satisfaction, behavior and performance of computer operator; (2) work environment 

influence computer self efficacy, job satisfaction, behavior and performance of computer operator; (3) computer 

self efficacy influence job satisfaction, behavior and performance of computer operator; (4) job satisfaction 

influence behavior and performance of computer operator; (5) behavior influence performance of computer 

operator; (6) in verifying the undimensionality of various latent variable indicators both reflexive and formative, 

it is appropriate to use GSCA; (7) using GSCA does not need assumptions and can be performed on a series of 

latent variables simultaneously, hence  a powerful and efficient method of analysis; (8) Based on Monte Carlo 

simulation that SEM model with GSCA have very good performance to small size sample, especially to 

50≤N≤200 or all sample size N≥50. 

 

4. Result and Discussion 

4.1 Testing for Linearity 

Testing for linearity is very important to be done before analyzing the data. Linearity test is used to know 

whether there is relationship between exogenous and endogenous variables. When the relationship between 

exogenous and endogenous variables are linear, then further test will be performed. The result shows that all 

variables are linear to others and are significant at .00<0.05. This shows that all of items indicate good 

assumption of linearity. 

 

4.2 Fitness Test of the Model 

The fitness of the model test structurally is measured by using FIT and AFIT that equivalent with R-square total 

on path analysis or on PLS. FIT value shows total variance from all variables that can be explained by structural 

model. The FIT value ranges from zero to one. The higher the FIT value (closer to one), the higher the total 

variance can be explained by the model. AFIT value equivalent with R-square adjusted on regression analysis 

and it can be used for model comparison. If AFIT value in one model is higher than others, it shows that the 

model is the best to use. 

Table 1: Model Fit 

Model Fit 

FIT 0,668 

AFIT 0,664 

GFI 0,939 

SRMR 0,208 

NPAR 98 

Structural model evaluation was performed after the model relationship was built in accordance with 

the data observation and goodness-of-fit models overall. Table 1 shows evident from the values of FIT, AFIT, 

GFI (unweighted least squares) and SRMR (standardized root mean square residual). The result of the test for 

relation among variables is evident from the values of path coefficient and critical point (CR), which is 

significant at α = .05, as shown in Table 2. The goodness of fit of the structural model and overall model shows 

that the model specified in this research can explain 66.4% of the variance of the corrected data (adjusted FIT). 

Also, the value of GFI = .939 and SRMR = .208 shows that the model has sufficient fit since recommended GFI 

is ≥ .90 and SRMR is considered to be better when it is closer to zero (Solimun, 2010; Heungsun Hwang et al., 

2010). 
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4.3 Hypothesis Testing 

4.3.1 The Effect of Transactional Leadership Style on Computer Self Efficacy 

H1 claim that transactional leadership style has significant positive effects on computer self efficacy. The 

regression weight is significant. Table 2 shows that transactional leadership style is positively related to 

computer self efficacy (b: 0.539; CR: 9.24). Research findings reinforce the theory stating that transactional 

leadership style may increase the computer self efficacy (Lussier and Achua, 2012; Robbins, 2003; Liu, 2007). 

4.3.2 The Effect of Transactional Leadership Style on Job Satisfaction 

H2 claim that transactional leadership style has significant positive effects on job satisfaction. Table 2 shows that 

transactional leadership style is positively related to job satisfaction (b: 0.269, CR: 0.422). Research finding 

reinforce the theory stating that transactional leadership style may increase the job satisfaction of computer 

operator. The more transactional leadership style is on place, the more satisfied the computer operator. This 

finding support the assumption mentioned that having transactional leadership style may increase the job 

satisfaction of computer operator Crawford (1999) and Lee (2008).  

4.3.3 The Effect of Transactional Leadership Style on Computer Operator Behavior 

H3 claims that transactional leadership style has a non significant effect on computer operator behavior. The 

regression weight between that transactional leadership style and computer operator behavior is very small and 

not significant (b: 0.015; CR: 0.38), out of support H3. It is emphasized that the path coefficient of transactional 

leadership style on computer operator behavior not only has an unexpected positive sign, but that the coefficient 

is very small. This finding shows that the implementation of transactional leadership style does not affect the 

behavior of computer operator. This finding did not supports research result of Shu, et al. (2011) and Ahmad and 

Raza (2011), that transactional leadership style has a positive and significant effect on computer operator 

behavior. 

Tabel 2: Path Coefficient 

Hipotesis Path Coefficients Interpretation 

 Estimate SE CR 

H1 TLS → CSE 0,539 0,058 9,24
*
 supported 

H2 TLS → JS 0,269 0,064 4,22
*
 supported 

H3 TLS → BCO 0,015 0,038 0,38 not supported 

H4 TLS → PCO 0,117 0,076 1,54 not supported 

H5 WE � CSE 0,458 0,056 8,15
*
 supported 

H6 WE � JS  0,066 0,059  1,12 not supported 

H7 WE � BCO 0,028 0,050 0,57 not supported 

H8 WE � PCO 0,071 0,050 1,4 notsupported 

H9 CSE � JS 0,655 0,079 8,3
*
 supported 

H10 CSE � BCO 0,488 0,104 4,67
*
 supported 

H11 CSE � PCO 0,250 0,092 2,73
*
 supported 

H12 JS � BCO 0,461 0,091 5,08
*
 supported 

H13 JS � PCO 0,225 0,113 1,98 supported 

H14 BCO � PCO 0,321  0,090 3,56
*
 supported 

* = significant at .05 level 

CR* > 1,96 

TLS = Transactional Leadership Style 

CSE = Computer Self Efficacy 

JS = Job Satisfaction 

BCO = Behavior of Computer Operator 

PCO = Performance of Computer Operator 

WE = Work Environment 

4.3.4 The Effect of Transactional Leadership Style on Computer Operator Performance 

H4 claims that a transactional leadership style has a positive but not significant effect on computer operator 

performance. Table 2 shows that transactional leadership style is related but not significant to computer operator 

performance (b: 0.117; CR: 1.54), out of support H4. Research finding did not support research result of 

Chaudhry and Javed (2012), Timothy, et al. (2011), Dunegan, et al. (1992). Nevertheless, this finding supports 

Ali, et al., (2013) that transactional leadership style has a positive but not significant effect on computer operator 

programmer. This indicates that performance of computer operator may vary depending on level of computer 

operator ability where top management are unaware of the complexity of computer operator works. 

4.3.5 The Effect of Work Environment on Computer Self Efficacy 

H5 claims that work environment in a firm has significant positive effect on computer self efficacy. Table 2 

indicates that work environment is positively related to computer self efficacy (b: 0.458; CR: 8.15), in support of 
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H5. Research finding reinforces the theory stating that work environment may affect the capability of operator in 

using computer Shu, et al. (2011). The finding shows that good work environment which consist of facilities and 

good working atmosphere, influence the computer self efficacy which lead to good performance of operators 

optimally, healthy, and comfortably. 

4.3.6 Effect of Work Environment on Job Satisfaction 

H6 claims that work environment has a significant positive effect on job satisfaction. Table 2 shows that work 

environment is related but not significant to job satisfaction of computer operator (b: 0.066; CR: 1.12), out of 

support H6. Research finding did not support the theory stating work environment may increase job satisfaction 

(Dawal et al., 2008; Parvin and Kabir, 2011). This indicates that having good and effective work environment 

cannot increase employees’ motivation in reaching the vision and mission of the organization. Nevertheless, 

other research findings in some countries show that work environment has negative and significant effect on job 

satisfaction (Kyzlinková, Dokulilová, and Kroupa, 2007). 

4.3.7 The Effect of Work Environment on Computer Operator Behavior 

H7 claims that work environment has a significant positive effect on computer operator behavior. However, this 

research result in Table 2 shows that work environment is positively related but not significant to computer 

operator behavior (b: 0.028; CR: 0.57), out of support H7. Research finding enfeeble the theory mentioning work 

environment may increase computer operator behavior (Al-Anzi, 2009 and Leblebici, 2012). This finding did not 

support the assumption mentioned that work environment has significant positive effect on computer operator 

behavior but may enrich the research result of Kyzlinková, Dokulilová, and Kroupa (2007) which show that 

teamwork in work environment has positive but not significant effect on performance. This may be caused by 

diversity or actions in differentiating operators based on physic, age, gender, and ethnic. The diversity may 

disrupt the performance of operators. Work environment in private universities in Makassar is related to rules 

applied in each university. Professional computer operators are very concerned with every possibility disrupting 

their performance, hence behavior of computer operator may not influenced by work environment. 

4.3.8 The Effect of Work Environment on Computer Operator Performance 

H8 claims that work environment has a non significant effect on computer operator performance. Table 2 shows 

that work environment is positively related but not significant to computer operator performance (b: o,071; CR: 

1,4), out of support H8. Research finding indicates that performance of computer operator is so complex that 

work environment may not affect the performance. Research finding did not support the theory mentioning that 

work environment would influence the performance of computer operator (Al-Anzi, 2009; Leblebici, 2012; 

Kyzlinková, Dokulilová, and Kroupa, 2007). 

4.3.9 The Effect of Computer Self Efficacy on Job Satisfaction 

H9 claims that computer self efficacy has a significant positive effect on job satisfaction. Table 2 shows that 

computer self efficacy is related significantly to job satisfaction of computer operator (b: 0.655; CR: 8,3), in 

support H9. Research finding support the theory stating computer self efficacy may increase job satisfaction and 

affirms the assumption mentioned that the higher computer self efficacy, the more satisfied computer operator 

(Chen, 2011; Caprara et al., 2006; Klassen and Chiu, 2010). The findings emphasize that computer self efficacy 

is a capability in using computer. When employee’s expectation regarding role and capabilities in facing certain 

company’s challenge can be fulfilled, employee would obtain job satisfaction. 

4.3.10 The Effect of Computer Self-Efficacy on Computer Operator Behavior 

H10 claims that computer self efficacy has a significant positive effect on computer operator behavior. Table 2 

shows that computer self efficacy is related significantly to computer operator behavior (b: 0.488; CR: 4,67), in 

support H10. Research finding support the theory stating computer self efficacy may increase the behavior of 

computer operator and affirms the assumption mentioned that the more capable computer operator, the better 

behavior of computer operator (Shu, et al., 2011; Hung, et al., 2004; and Kay, 1993). 

4.3.11 The Effect of Computer Self Efficacy on Computer Operator Performance 

H11 claims that computer self efficacy has a significant positive effect on computer operator performance. Table 

2 shows that computer self efficacy is related significantly to computer operator performance (b: 0.250; CR: 

2,73), in support H11. Research finding support the theory stating computer self efficacy may increase the 

performance of computer operator. This finding affirms the assumption mentioned that the assuredness of 

operator in using computer may affect the performance of computer operator (Fagan, et al., 2004; and Sam, et al., 

2005). 

4.3.12 The Effect of Job Satisfaction on Computer Operator Behavior 

H12 claims that job satisfaction has a significant positive effect on computer operator behavior. Table 2 shows 

that job satisfaction is related significantly to computer operator behavior (b: 0.461; CR: 5,08), in support H12. 

Research finding support the theory stating job satisfaction may affect the behavior of computer operator. This 

finding affirms the assumption mentioned that when employee are satisfied and happy with their job, then that 

will affect their behavior (Peijen et al., 2007; and Ghobakhloo, Zulkifli, and Aziz, 2010). 
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4.3.13 The Effect of Job Satisfaction on Computer Operator Performance 

H13 claims that job satisfaction has a significant positive effect on computer operator performance. Table 2 shows 

that job satisfaction is related significantly to computer operator performance (b: 0.225; CR: 1,98), in support 

H13. Research finding support the theory stating job satisfaction may affect the performance of computer 

operator. This finding affirms the assumption mentioned that when employee are satisfied and happy with their 

job, then that will affect their performance (Kristensen ND Nielsen, 2004; Moynihan et al., 2000). 

4.3.14 The Effect of Computer Operator Behavior on Computer Operator Performance 

H14 claims that computer operator behavior has a significant positive effect on computer operator performance. 

Table 2 shows that computer operator behavior is related significantly to computer operator performance (b: 

0.321; CR: 3,56), in support H14. Research finding support the theory stating computer operator behavior may 

affect the performance of computer operator. This finding affirms the assumption mentioned that how the 

computer operator act will influence the performance of computer operator (Kay, 1993; Hung, et al., 2004; and 

Shu, et al., 2011. 

 

5. Theoretical and Managerial Implications 

The theoretical contribution of this research is to develop the knowledge of transactional leadership style and 

work environment especially in relation to computer self efficacy, job satisfaction, behavior and performance of 

computer operator. The contribution of this research is also to develop a conceptual and theoretical 

understanding on transactional leadership style and work environment in the effort to improve computer self 

efficacy, job satisfaction, behavior and performance of computer operator, especially for private university and 

or higher education institution. The result of this research brings additional evidence on how transactional 

leadership style and work environment may influence the computer self efficacy, job satisfaction, behavior and 

performance of computer operator. 

The practical implication of this study is to provide insight and knowledge to private university and or 

higher education institution in Makassar City – Indonesia and generally in other cities in developing countries, in 

implementing the concept of transactional leadership style and work environment in relation to increasing job 

satisfaction, behavior and performance of computer operator.  

 

6. Conclusion, Limitation and Future Research 

This research is experimental research on performance of computer operator influenced by transactional 

leadership style and work environment. We analyzed the role of transactional leadership style and work 

environment as important variables for the successful of behavior and performance of computer operator in 

private university and or higher education institution in Makassar City – Indonesia. The regression results 

indicate that there is positive effect of transactional leadership style on computer self efficacy and job 

satisfaction of computer operator; a positive but not significant effect of transactional leadership style on 

behavior and performance of computer operator; a positive effect of work environment on computer self efficacy; 

positive but not significant effect work environment on job satisfaction, behavior, and performance of computer 

operator; positive and significant effect of computer self efficacy on job satisfaction, behavior, and performance 

of computer operator; positive and significant effect of job satisfaction on behavior and performance of computer 

operator; positive and significant effect of behavior on performance of computer operator. 

Given the wide scope of the discussion, this study has limitations in presenting the relationship of a 

cross sectional analysis. Therefore, further research with longitudinal design is needed to re-examine whether the 

relationship between the variables analyzed in the study had changed. Furthermore, the accuracy for the model 

is .668. This means that 66.8% of the variance in the variable of the transactional leadership style, work 

environment, computer self efficacy, job satisfaction, behavior, and performance of computer operator can be 

explained by the model, and the remaining 33.2% is explained by other variables. Therefore, further studies in 

the future can develop a research methodology by taking qualitative approach in which deep interview may take 

place in order to enrich the relevant answers of respondents. Some more analysis may be taken to explain the 

insignificant results. 

 

References 

Adair, John. 2011. John Adair's 100 Greatest Ideas for Effective Leadership, Capstone Publishing Ltd (A Wiley 

Company). West Sussex, UK. 

Adamson, I., &  Shine, J. (2003). Extending the New Technology Acceptance Model to Measure the End User 

Information Systems Satisfaction in a Mandatory Environment: A Bank’s Treasury. Technolgy 

Analysis & Strategic Management. Vol. 15 No. 4: pp 441-455. 

Ahmad, Saeed & Muhammad Aqeel Raza. 2011. Impact of Leadership Style of Educational Administrators on 

Use of Educational Technology. Academic Research International, Copyright © 2011 SAVAP 

International, Volume 1, Issue 3, November 2011, pp. 107-114. 



European Journal of Business and Management                                                                                                                               www.iiste.org 

ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) 

Vol.7, No.14, 2015 

 

109 

Al-Anzi, Nowier Mohammed. 2009. Workplace Environment and Its Impact on Employee Performance, Journal 

of Managerial Psychology, Vol 11 No. 3, pp. 33-47. 

Ali, A. Y. S., Sidow, M. A. & Guleid, H. S. 2013. Leadership Styles and Job Satisfaction: empirical evidence 

from Mogadishu universities. European Journal of Management Sciences and Economics, 1(1), 1-10. 

Alzahrani. M.E, & Goodwin.R.D. 2012.Towards a UTAUT-based Model for the Study of Egovernment Citizen 

Acceptance in Saudi Arabia, World Academy of Science, Engineering and Technology, 64, 2012, pp. 

8-14. 

Amusa, O. I., Iyoro, A. O., Olabisi, A. F. 2013. Work Environment And Job Performance Of Librarians In The 

Public Universities In South-West Nigeria. International Journal Of Library And Information Science, 

vol. 5, no. 11, December, pp. 457-461. 

 Ang, J. & P.H. Poh. 1997. Userinformation satisfaction,  jobsatisfactionand computer background: 

Anexploratory study. Information & Management, 32 (1997) 255-266. 

Appelbaum, Steven H. & Alan Hare. 1996. Self-efficacy as a Mediator of Goal Setting and Performance: Some 

Human Resource Applications. Journal of Managerial Psychology, © MCB University Press, 0268-

3946. Vol. 11 No. 3, 1996, pp. 33-47. 

Bakotic, D. & Timislav Babic. 2013. Relationship between Working Conditions and Job Satisfaction: The Case 

of Croatian Shipbuilding Company. International Journal of Business and Social Science, Vol. 4 No. 2; 

February 2013. 

Balka, Ellen & Richard Smith(Eds). 2000. Women, Work and Computerization: Charting a Course to the Future. 

Massachusetts. Kluwer Academic Publisher. 

Bass, B.M. 1990, Bass and Stogdill’s Hand Book of Leadership. Free Press, New York. 

Bastable, Susan Bacom. 2004. Essentials of Patient Education,  Jones & Bartlett Publishers. MA, USA. 

Berkhout, Frans & Julia Hertin. 2001. Impacts of Information and Communication Technologies on 

Environmental Sustainability: Speculations and Evidence. Report to the OECD. SPRU-Science and 

Technology Policy Research University of Sussex, Falmer, Brighton, United Kingdom, 25 May 2001, 

pp. 1-58. 

Blokdjik, Gerard. 2008. Help Desk 100 Success Secrets: Helpdesk Need to Know Topics Covering Help Desk 

Jobs, Help Desk Software, Computer Help Desk, Help Desk Support, Helpdesk Jobs, IT Help Desk 

and Much More. Raleigh: Lulu Online Published. 

Bloom, Nicholas, Luis Garicano, Raffaella Sadun & John Van Reenen. 2010. The Distinct Effects of 

Information Technology and Communication Technology on Firm Organization, Working Paper, 11-

023. Harvard Business School, pp. 1-24. 

Burstein, Frada & C. W. Holsapple. 2008. Handbook on Decision Support Systems, Volume 1: Springer-Verlag 

Berlin Heidelberg. Berlin. 

Caprara, Gian Vittorio, Claudio Barbaranelli, Patrizia Steca, & Patrick S. Malone. 2006. Te`achers' Self-Efficacy 

Beliefs As Determinants Of Job Satisfaction And Students' Academic Achievement:A Study At The 

School Level, Journal of School Psychology 44 (2006), 473-490. 

Chaudhry, A. Qayyum & Husnani Javed. 2012. Impact of Transactional and Laissez Faire Leadership Style on 

Motivation. International Journal of Business and social Science, Vol. 3. No. 7, April 2012, p. 258-

264. 

Chen, Shih-Chih. 2011. Understanding the Effects of Technology Readiness, Satisfaction, and Electronic Word-

of-Mouth on Loyalty in 3C Products, Australian Journal of Business and Management Research, Vol 

1 No. 3|June-2011. 

Chowdhury, Sanjib & Thomas Lanis. 1999, Importance of Self-Efficacy of Working in team Invironment in 

determiningindividual satisfaction andperformance: does it depend on the team performance, East 

Central University. 

Compeau, Deborah R. & C.A. Higgins (1995), “Computer Self Efficacy: Development of Measure and Initial 

Test”, MIS Quartely, Vol.19, No.12. 

Contini, Francesco & Giovan Francesco Lanzara. 2009. ICT and Innovation in the Public Sector: European 

Studies in the Making of E-government. Hampshire: Palgrave Macmillan.  

Cooper, Donald R. & Pamela S. Schindler. 2008. Business Research Methods. Tenth Editition. Boston: 

McGraw-Hill International Edition. 

Dauda, Y.A., & Waidi A. Akingbade. 2011. Technological Change And Employee Performance In Selected 

Manufacturing Industry In Lagos State Of Nigeria.Australian Journal of Business and Management 

Research, Vol.1 No.5 [32-43]. 

Dawal, Taha, & Ismail. 2008. Influence of Environmental Factors on jobSatisfaction in Malaysian Automotive 

Industries, Journal-The Institution of Engineer, Malaysia (Vol. 69. No.3, Sept 2008)  

Delone, William H. & Ephraim R. Mclean. 2003. The DeLone and McLean Model of Information Systems 

Success: A Ten-Year Update. Journal of Management Information Systems / Spring 2003, Vol. 19, No. 



European Journal of Business and Management                                                                                                                               www.iiste.org 

ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) 

Vol.7, No.14, 2015 

 

110 

4, pp. 9–30. © 2003 M.E. Sharpe, Inc. 

----------------------------------------, 2003. The DeLone and McLean Model of Information Systems Success: A 

Ten-Year Update. Journal of Management Information Systems / Spring 2003, Vol. 19, No. 4, pp. 9–

30. © 2003 M.E. Sharpe, Inc. 

_____________, 1990. Area Wage Survey. Dallas-Fort Worth, Texas, Metropolitan Area. US: U.S Department 

of Labor, bereau of Labor Statistics. 

___________________________, 1992. Information SystemsSuccess: The Quest For the  

Den Hartog, Deanne N., Van Muijen & Paul L. Koopman. 1997. Transactional Versus Transformational 

Leadership: An analysis of the MLQ. Journal of Occupational and Organizational Psycology (1997), 

70, p. 19-34. 

Dependent variable, Information Systems Success, copyright @ 1992, The Institute of Management Sciences. 

Information System Research 3;1. 

Dunegan, Kenneth J., Dennis Duchon, & Mary Uhl-Bien. .1992.Examining the Link Between Leader-Member 

Exchange andSubordinate Performance: The Role of Task Analyzabilityand Variety as Moderators, 

Published in Journal of management 18:1 (1992), pp. 59-76. 

Education Development Team FIP-UPI. 2007. Science and Education Applications Part I: Theoretical Education 

Sciences, Imperial Bhakti Utama PT Jakarta. 

Fagan, M. Helen., Stern Neil., & B. Ross Wooldridge. 2004. An Empirical Investigation Into The Relationship 

Between Computer Self-Efficacy, Anxiety, Experience, Support and Usage. Journal of Computer 

Information System Winter 2003-2004, pp.95-104. 

Fishbein, Martin, & Icek Ajzen. 1975. Belief, Attitude, Intention, and Behavior: An Introduction to Theory and 

Research. Addison-Wesley, Reading, MA. 

Ghafoor, Azka, Tahir Masood Qureshi, Hasan Rasool Azeemi, & Syed Tahir Hijazi. 2011.Mediating role of 

creative self-efficacy, African Journal of Business Management Vol 5(27), pp. 11093-11103, 9 

November 2011. 

Ghobakhloo, Morteza, Norzima Binti Zulkifli, & aleza Abdul Aziz. 2011. The Interactive Model of User 

Information TechnologyAcceptance and Satisfaction in Small andMedium-sized Enterprises, 

European Journal of Economics, Finance and Administrative Sciences ISSN 1450-2275 Issue 19 

(2010). 

Greene, Roberta Rubin. 2008. Human Behavior Theory and Social Work Practice.: Transaction Publishers. New 

York. 

Hengst, Mariëlle den & Henk G. Sol. 2001. The Impact of Information and Communication Technology on 

Interorganizational Coordination: Guidelines from Theory. Informing Science, Special Series on 

Information Exchange in Electronic Markets, Volume 4 No 3, 2001, pp. 129-138. 

Henn, Matt, Mark Weinstein, & Nick Foard. 2009. A Critical Introduction to Social Research. Second edition, 

SAGE Publication Ltd. London. 

Hong, Jon-Chao; Pei-Yu, Chiu; Hsiao-Feng Shih, Pei-Shin Lin. 2012. Computer Self-Efficay Competitive 

Anxienty and Flow State: Escaping From Firing Online Game.The Turkish Online Journal of 

Educational Technology – July 2012, volume 11 Issue 3. 

Hopken, Wolfram, Ulrike Gretzel, & Rob Law. 2009. Information and Communication Technologies in Tourism 

2009, Springer-Verlag/Wien, Netherlands. 

Hung, Christine., Neeraj Khrihnan, Fabio Oliveira, & Brian Russell. 2004. Operator Behavior Modeling and 

Anlysis Case Study: Three-tier Internet Service. Rutgers University: Department of Computer Science. 

Hunt, James G. 2004. Organizational behavior. 8
th

 edition. Wiley. 

Igbaria, & Iivari. 1995. The Effects of Self-efficacy on Computer Usage . Omega International Journal 

Management Science Vol. 23, No. 6, 587-605. 

Imtiaz, Subha & Shakil Ahmad. 2010. Impact Of Stress On Employee Productivity, Performance And Turnover; 

An Important Managerial Issue. Proceedings of the 12th International BusinessResearch Conference. 

8-9 April 2010, Crowne Plaza Hotel, Sheikh Zayed Road, Dubai, United Arab Emirates, pp.1-9. 

Jacobs, E., Robert L. L. Masson, Riley L. Harvill, & Christine J. Schimmel. 2012. Group Counseling: Strategies 

and Skills, Cengage Learning. Beltmont, CA. 

Jain, R, & Kaur, S. 2014. Impact Of Work Environment On Job Satisfaction. International journal of scientific 

and research publications, vol. 4, issue 1, January, pp. 1-8. 

Jantan, T.Ramayah, Chin Weng Wah. 2001. Personal Computer Accepetance by Small and Medium sized 

Companies Evidences from Malaysia. Jurnal Manajemen dan Bisnis, No 1 vol 3, Program Magister 

Manajemen Universitas Syiah Kuala (UNSYIAH), Banda Aceh. 

Jeewon Cho, Insu Park & John W. Michel, 2011, How does leadership affect information systems success? The 

role of transformational leadership, Information & Management 48 (2011) 270-277. 

Joling, C., & Kraan, K. 2008. Use of technology and working conditions in the European Union. European 



European Journal of Business and Management                                                                                                                               www.iiste.org 

ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) 

Vol.7, No.14, 2015 

 

111 

Foundation for the Improvement of Living and Working Condition, 1-53. 

Jon-Chao Hong., Pei-Yu, Chiu., Hsiao-Feng Shih, & Pei- Shin Lin. 2012. Computer Self- Efficacy, Competitive 

Anxiety and Flow State: Escaping From Firing Online Game. The turkish Online Journal of 

Educational Technology, July 2012, Vol. 11 Issue 3, p. 70-76. 

Kaiser, Stephan & Max Josef Ringlstetter. 2011. Strategic Management of Professional Service Firms: Theory 

and Practice. Heidelberg, Springer-Verlag. Berlin. 

Kay, Robin H. 1993. An Exploration of Theoretical and Practical Foundations for Assessing Attitudes Toward 

Computers: The Computer Attitude Measure (CAM). Computers in Human Behavior, 9, p. 371-386. 

Kihl, Young Whan, & Hong Nack Kim. 2006. North Korea : The Politics of Regime Survival. USA: AMIS 

Publisher. 

Kirkeby, Phil. Ole Fogh. 2000. Management Philosophy: a Radical-Normative Perspective. Heidelberg: 

Springer-Verlag Berlin. 

Klassen, Robert M. & Ming Ming Chiu .2010.Effects on Teachers’ Self-Efficacy and Job Satisfaction:Teacher 

Gender, Years of Experience, and Job Stress, Journal of Educational Psychology, 2010, Vol 102, No. 

3. 741-756. 

Kline, Rex B. 2011. Principles and Practice of Structural Equation Modeling, Third Edition. The Guilford Press, 

New York. 

Knippenberg, Daan van, Barbara van Knippenberg, David De Cremer, & Michael A. Hogg. 2004.Leadership, 

Self, and Identity: A Review and Research Agenda, The Leadership Quarterly 15 (2004), 825-856. 

Koh, W.L., Steers, R.M., & Terbong, J.R., 1995. The Effect of Transformational Leadership on Teacher 

Attitudes and Student Performance in Singapore. Journal of Organizational Behavior, Vol 16, pp 319-

333. 

Kristensen, Nicolai & Niels Westergård-Nielsen. 2004. Does Low Job Satisfaction Lead to Job Mobility? 

Working Paper Series. IZA Discussion Paper No. 1026 February 2004. 

Kyzlinková, R., Dokulilová, L., & Kroupa, A. 2007. Teamwork and high performance work organisation. 

Ireland: European Foundation for the Improvement of Living and Working Conditions. 

Lai, Donny Chi-Fai, Ivan Ka-Wai Lai, & Ernest Jordan. 2009. An Extended UTAUT Model for the Study of 

Negative User Adoption Behaviours of Mobile Commerce. The 9th International Conference on 

Electronic. 

Lai, Jung-Yu, Chong-Shyong Ong, Chun-Chih Yang, and Wei-Shi Tang. 2005. Factors Influencing Employees’ 

Usage Behavior of KMS in e-Business, Departement of Information management, National Taiwan 

University. 

Leblebici, Demet. 2012. Impact of Workplace Quality on Employee’s Productivity: Case Study of a Bank in 

Turkey.Journal of Busines, Economic & Finance, Volume 1, Issue 1, 2012. pp. 38-49. ISSN: 2146-

7943. 

Lee, Seung Suk. 2008.Relationships Among Leadership Empowerment, Job Satisfaction, and Employee Loyalty 

in University Dining Student Workers. Dissertation (Doctor of Philosophy). Iowa State University, 

Ames, Iowa. 

Liu, Caroline H. 2007. Transactional, Transformational, Transcendental Leadership: Motivation Effectiveness 

and Measurement of Transcendental Leadership. Workshop Six: Ethical Leadership in the Context of 

Globalization, Newark-Delaware, May 31-June 2, 2007. 

Liu, Sifeng and Jeffrey Yi-Lin Forrest. 2010. Advances in Grey Systems Research. Springer-Verlag Berlin 

Heidelberg. Berlin. 

Lok, Peter & John Crawford. 1999. The Relationship between Commitment and Organizational Culture, 

Subculture, Leadership Style and Job Satisfaction in Organizational Change and Development, 

Leadership & Organization Development Journal, 20/7 (1999), pp. 365-373. 

Loukis, Euripidis, Ioakim Sapounas, & Alexandros Milionis. 2009. The Effect of Information and 

Communication Technologies Investments and Strategic Alignment on Greek Firms’Performance. 

Journal of Money, Investment and Banking, Issue 9 (2009), pp. 80-94. © EuroJournals Publishing, Inc. 

2009 

Lunenburg, Fre C. 2011. Self-Efficacy in the Workplace: Implications for Motivation and Performance, 

International Journal of Management, Business and Administration Volume 14 Number 1, 2011, pp. 

1-6. 

Lusch, Robert F. & Ray R. Serpkenci. 1990. Personal Differences, Job Tension, Job Outcomes, and Store 

Performance: AStudy of Retail Store Managers, Journal of Marketing, 54(January), 85–101. 

Lussier, Robert N. & Christopher F. Achua. 2010. Leadership: Theory, Application, & Skill Development. 

Mason, South-Western Cengage Learning. OH. 

Malhotra, Naresh K. & Satyabhushan Dash. 2009. Marketing Research: An Applied Orientation. Fifth Edition. 

Dorling Kindersley (India) Pvt. Ltd. Licences of Pearson Education in South Asia, New Delhi.  



European Journal of Business and Management                                                                                                                               www.iiste.org 

ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) 

Vol.7, No.14, 2015 

 

112 

Martin, Bruce, Christine Cashel, Mark Wagstaff, Mary Breunig. 2006. Outdoor Leadership: Theory and 

Practice. Champaign, Human Kinetics, IL.  

Mason, Jerry Chad & Emrah Orhu. The Impact of Organizational on Knowledge Workers’ Computer Self-

efficacy. Proceedings of the 5th International Conference on Intellectual Capital, Knowledge 

Management and Organisational Learning. USA, 9-10 October 2008. 

Masrek, Mohamad Noorman, Nor Shahriza Abdul Karim, & Ramlah Hussein. 2007.Antecedents and Impact of  

Intranet Utilization: A Conceptual Framework, Journal of Information Technology Impact, Vol. 7, No. 

3, pp.213-226, 2007. 

Mathis, Robert L. & John H. Jackson. 2007. Human Resource Management. Edisi 12. Penerbit Cengage 

Learning.  

Mester, Cheril, Delene Visser, Gert Root, & Rita Kellerman. 2003. Leadership Style and Its Relation to 

Employee Attitudes and Behaviour, SA Journal of Industrial Psychology, 2003, 29 (2), 72-82. 

Morgan, Howard, Phil Harkins, & Marshal Goldsmith. 2006. The Art and Practice Leadership Coaching, Alih 

bahasa: Santi Indra Astuti.PT Transmedia. Jakarta. 

Moynihan, Lisa M., Weny R. Boswell, & John W. Boudreau. 2000. The Influence of Job Satisfaction 

andOrganizational Commitment on ExecutiveWithdrawal and Performance, Center for Advanced 

Human Resource Studies Working paper Series. Cornell University. 

Muenjohn, Nuttawuth & Anona Armstrong. 2007. Transformational Leadership: The Influence of Culture on the 

Leadership Behaviours of Expatriate Managers. International Journal of Business and Information, 

Volume 2, Number 2, December 2007, pp.265-283. 

Muhammad Tajuddin, Umar Nimran, Endang Siti Astuti, & Kertahadi, 2012, Influence of Transformational 

Leadership and Success of Information System on Good University Governance, Journal of Basic and 

Applied Scientific Research, 2(12)12492-12501, 2012. 

Ooi, Keng-Boon, Jia-Jia Sim, King-Tak Yew, & Binshan Lin. 2011. Exploring Factors Influencing Consumers’ 

Behavioral Intention to Adopt Broadbandin Malaysia, Computer in Human Behavior. 

Parvin, Mosammod Mahamuda & M M Nurul Kabir. 2011.Factors Affecting Employee Job Satisfaction of 

Pharmaceutical Sector, Australian Journal of Business and Management Research, Vol 1 No. 9.[113-

123] | Desember-2011. 

Peansupap, Vachara & Derek H.T. Walker. 2005. Factors Enabling Information and Communication Technology 

Diffusion and Actual Implementation in Construction Organisations. Electronic Journal of Information 

Technology in Construction (ITcon), (Paper 2005/15) 10, pg. 193-218. 

Peijian, Song, Chen Wenbo, Zhang Cheng, and Huang Lihua. 2007. Determinants of Information Technology 

Usage Habit, 11
th

Pacific-Asia Conference on Information System. 

Petter, Starcie, Williams Delone, & Ephraim McLean. 2008. Measuring Information Systems Success: Models, 

Dimensions, Measures, and Interrelationships. European Journal of Information Systems, (2008) 17, 

236–263. ©2008 Operational Research Society Ltd. All rights reserved 0960-085X/08. 

Pikas, Christina K. 2006. The Impact of Information and Communication Technologies on Informal Scholarly 

Scientific Communication: A Literature Review. Doctoral Seminar in Information Studies. University 

of Maryland College of Information Studies. 

Pines, A. (1982). Changing organizations: Is work environment without burnout an impossible goal ? In W. 

Paine (ed), Job stress and burnout (PP. 274 – 281). Beverly Hills, CA: Sage. 

Prussia, Georgory E., Joe S. Anderson, and Sharles C. Manz. 1998. Self-leadership and Performance Outcomes: 

The Mediating Influence of Self-Efficacy, Journal of Organizational Behavior, 19, 523-538 (1998). 

Qin Shu, Qiang Tu & Kanliang Wang. 2011. The Impact of Computer Self-Efficacy and Technology 

Dependence on Computer-Related Technostress: A Social Cognitive Theory Perspective, International 

Journal of Human-Computer Interaction, 27:10, 923-939.  

R.H. George Field, 2001, A Critique of the Vroom-Yetton Contingency Model Behavior, Academy of 

Management Review Vol 4 No.2.249-257  

Reddick, Christopher G. 2010. Comparative E-Government, Springer Science+Business Media LLC, New York. 

Robbins, S. P. (2003), Organizational Behaviour: Global and South African Perspective. Englewood Cliffs: 

Prentice Hall. 

Robbins, Stephen P. & Timothy A. Judge. 2007. Organizational Behavior, Twelfth Edition. Upper Saddle River, 

Pearson Education Inc. New Jersey. 

Sam, H. K., Abang Ekhsan Abang Othman, & Zaimuariffuddin Shukri Nordin. 2005. Computer Self-Efficacy, 

Computer Anxiety, and Attitudes Toward the Internet: A Study among Undergraduates in Unimas. 

Educational Technology & Society, 8 (4), p. 205-219. 

Schermerhorn, John R., James G. Hunt, & Richard N. Osborn. 2005. Organizational Behavior. 9
th

 edition. Wiley. 

New Jersey.  

Shu, Qin, Tu, Qiang, & Wang, Kanliang. 2011. The Impact of Computer Self-Efficacy and Technology 



European Journal of Business and Management                                                                                                                               www.iiste.org 

ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) 

Vol.7, No.14, 2015 

 

113 

Dependence on Comuter-Related Technostress: A Social Cognitive Theory Persepctive. International 

Journal of Human-Computer Interaction, 27:10, 923-939 

Sribenjachot, Suteera. 2007. Impact of Leadership Style on Follower Performance in Direct Selling Industry in 

Thailand. RU. Int. J. vol.1(1). 

Stremba, Bob. 2009. Conditional Outoor Leadership Meets Kolb’s Learning Cycle. Teaching Adventure 

Education Theory: Best Practices: Best Practices, edited by Bob Stremba, Christian A. Bisson, USA: 

Human Kinetics. Pp. 177-188. 

Tang & Chang. 2010.Impact of Role Ambiguity and Role Conflict on Employee Creativity, African Journal of 

Business Management Vol 4(6), pp. 869-881, June 2010. 

The Global Information Technology Report 2000-2011. 2011. The Global Information Technology Report 2000-

2011: Transformations 2.0. 10th Anniversary Edition. Fontainebleau: INSEAD. 

The Global Information Technology Report 2014. 2014. The Global Information Technology Report 2014: 

Transformations 2.0. 10th Anniversary Edition. Fontainebleau: INSEAD. 

The Global Innovation Index. 2011. The Global Innovation Index 2011: Accelerating Growth and Development. 

Fontainebleau: INSEAD. 

The Global Innovation Index. 2014. The Global Innovation Index 2014: Accelerating Growth and Development. 

Fontainebleau: INSEAD. 

Thompson, R.L., C. Higgins J.M. Howell, “Personal Computing: Towards a Conceptual Model of Utilization, 

“ MIS Quarterly, 15. 1 (1991), 125-143. 

Tierney, Pamela & Steven M. Farmer. 2002. Creative Self-Efficacy: Its Potential Antecedents and Relationship 

to Creative Performance.Academy of Management Journal Vol 45 No. 6, 1137-1148. 

Timothy, Obiwuru C., Okwu, Andy T., Akpa, Victoria O. 2011.Effects of Leadership Style on Organizational 

Performance:A Survey of Selected Small Scale Enterprises in Ikosi-Ketu Council Development Area 

of Lagos State, Nigeria, Australian.Journal of Business and Management Research, Vol 1 No. 7. [100-

111]. 

Tsai, Tsai, & Wang. 2011.A Study on the Relationship between Leadership Style, Emotional Intelligence, Self-

Efficacy and Organizational Commitment: A Case Study of the Banking Industry in Taiwan, African 

Journal of Business Management Vol 5(13), pp. 5319-5329, 4 July 2011. 

UNCTAD. 2011. Measuring the Impacts of Information and Communication Technology for Development. 

United Nation, New York and Genewa, New York.  

Venkatesh, Viswanath, Michael G. Morris, & Phillip L. Ackerman. 2000. A Longitudinal Field Investigation of 

GenderDifferences in Individual Technology AdoptionDecision-Making Processes, Organizational 

Behavior and Human Decision Processes, Vol. 83 No. 1 September, pp. 33-60, 2000. 

Venkatesh, Viswanath, Michael Morris, Gordon B. Davis, and Davis. 2003. User Acceptance of Information 

Technology: Toward a Unified View. MIS Quarterly, Vol. 27 No. 3, September 2003, pp. 425-478. 

Venkatesh, V., Thong, J. Y., & Xu, X. 2012. Consumer Acceptance and Use of Information Technology: 

Extending the Unified Theory of Acceptance and use of Technology, MIS Quarterly Vol. 36 No. 1, 157-

178. 

Vroom, Victor H.; Yetton, Phillip W. 1973. Leadership and Decision-Making, University of Pittsburgh Press. 

ISBN 0-8229-3266-0. Pittsburgh. 

Wang, Hsing-I & Heng-Li Yang. 2005. The Role of Personality Traits in UTAUT Model under Online Stocking. 

Contemporary Management Research, Vol. 01, No. 01, September, 2005, pp. 69-82. 

Weerakkody, Vishanth, Marijn Janssen, & Yogesh K. Dwivedi, 2009. Handbook of Research on ICT-Enabled 

Transformational Government: A Global Perspektive, Information Science Reference, New York. 

Wexley, Kenneth N. & Gary A. Yukl. 1977. Organizational behavior and personnel psychology. R. D. Irwin.  



The IISTE is a pioneer in the Open-Access hosting service and academic event management.  

The aim of the firm is Accelerating Global Knowledge Sharing. 

 

More information about the firm can be found on the homepage:  

http://www.iiste.org 

 

CALL FOR JOURNAL PAPERS 

There are more than 30 peer-reviewed academic journals hosted under the hosting platform.   

Prospective authors of journals can find the submission instruction on the following 

page: http://www.iiste.org/journals/  All the journals articles are available online to the 

readers all over the world without financial, legal, or technical barriers other than those 

inseparable from gaining access to the internet itself.  Paper version of the journals is also 

available upon request of readers and authors.  

 

MORE RESOURCES 

Book publication information: http://www.iiste.org/book/ 

Academic conference: http://www.iiste.org/conference/upcoming-conferences-call-for-paper/  

 

IISTE Knowledge Sharing Partners 

EBSCO, Index Copernicus, Ulrich's Periodicals Directory, JournalTOCS, PKP Open 

Archives Harvester, Bielefeld Academic Search Engine, Elektronische Zeitschriftenbibliothek 

EZB, Open J-Gate, OCLC WorldCat, Universe Digtial Library , NewJour, Google Scholar 

 

 

http://www.iiste.org/
http://www.iiste.org/journals/
http://www.iiste.org/book/
http://www.iiste.org/conference/upcoming-conferences-call-for-paper/

