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Abstract

Purpose – This research is to give managerial implication about difference or/and similarity to Korea, China and Japan 
employee management. To do that this research focus on relationship analysis among transformational leadership, job 
satisfaction and turnover intention of Korea, China and Japan employees. 
Research design, data, and methodology – This research focuses on relationship analysis among transformational leadership, 
job satisfaction and turnover intention of Korea, China and Japan employees. The research includes mediating role of job 
satisfaction and moderating effect of nationality. Transformational leadership is comprising with idealized influence, 
inspirational motivation, intellectual stimulation and individualized consideration.
Results – It shows intellectual stimulation and individualized consideration increase job satisfaction. Idealized influence 
decreased turnover intention. This study analyzed job satisfaction as mediator between transformational leadership and 
turnover intentions. However idealized influence which gives only direct influence to turnover intention. And nationality shows 
significant moderating effect on relationships. 
Conclusions – This paper provide implication to decrease turnover intention of Korea, China and Japan employees. In 
general managers should consider job satisfaction and transformational leadership. However in detail there is no antecedent 
shared in all three countries which means cautious approach is needed in managing three countries.  

Keywords: Turnover Intention, Transformational leadership, Job satisfaction, China, Japan, Korea.

JEL Classifications: M12, M16.

1. Introduction

This research started from an interesting phenomenon that 
Orion Chocopie took in marketing in China, Japan and 
Korea. Orion Chocopie’s signature is 情(jung) that commonly 
understood and sympathized with all Korean. However while 
selling Chocopie in China and Japan 情(jung) which is 
written in Chinese character therefore could be understood 
in all three countries, similar sympathy were not shared with 
in Chines and Japanese. So Orion took differential Chinese 
character for each country differently, 仁(in) for China and 
美(me) for Japan, as signature matching common sympathy 
shared in each country. This research was stared from 
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interrogative idea that ‘If common sympathy of three countries 
is different than how about preferred leadership? Or 
leadership influence? Or managing employees?’ Simply, are 
Korea, China and Japan similar or different? 

These three eastern Asia countries have profound and 
everlasting interaction and interdependency of history in 
politics, economy, society and culture. Northeastern Asia 
tripartite shared commonness like use of Chinese character 
and chopsticks, eat steamed rice, Buddhism bases, etc. Also 
increase of economic interdependency and similarity. But 
also northeastern Asia tripartite always had encountered 
conflict of interest in economy, politics and historic 
interpretation. In 1999 of the ASEAN+3 Summit, the 
Japanese Prime Minister Keizō Obuchi proposed three 
countries leaders to joined meeting for sideline. This meeting 
is the first step for Korea, China and Japan to developing 
the trilateral cooperation and its framework suggestion of 
FTA(Free Trade Agreement) among three countries. From 
2003 to 2009 civil research has been continued and from 
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2009 to 2011 industry-government-academic research has 
been continued. 

Since November 2012, China-Japan-Korea FTA negotiations 
were launched and 13th negotiations have continued and 
still ongoing. Researches about these three countries are 
mostly about specific area(Handfield & Withers, 1993; Wang 
& Mauzerall, 2004; Lin, 2008; Zhao, 2009; Hanibuchi, 
Nakaya, & Murata, 2010; Park et al., 2012; Yi & Su, 2015; 
Kim, 2016; Yoo, 2016; Chapman, Fujii, & Managi, 2018; 
Zhang, 2018), economic(Jing-rong, 2006; Kang, 2008; Lee, 
Koo, & Park, 2008; Aoki, 2013; Kim, 2018), political(Aspalter, 
2001; Dadabaev, 2018) perspective studies. Some are about 
culture(Yi, Coale, Choe, Zhiwu, & Li 1994; Kim, Won, Liu, 
Liu, & Kitanishi, 1997; Zhang, Lin, Nonaka, & Beom, 2005; 
Oshio, Nozaki, & Kobayashi, 2010; Oshio, 2011; Reyes, 
2018), marketing(Keown, Jacobs, Schmidt, & Ghymn, 1992) 
or customer(Tellis, Yin, & Bell, 2009; Yu & Ko, 2012; Oh & 
See, 2012) perspective studies. Considering the increase in 
exchange or sharing human resource in the future there are 
more need in employee management(Alston, 1989; Rowley, 
Benson, & Warner, 2004; Kim, Wang, Kondo, & Kim, 2007; 
Cooke, 2010; Kiyota, 2016; Kim, 2018) research field. 

This research’s purpose is to give managerial implication 
about difference or/and similarity to Korea, China and Japan 
employee management. To do that this research focus on 
relationship analysis among transformational leadership, job 
satisfaction and turnover intention of Korea, China and 
Japan employees. Research includes two research questions. 
One, how is the relationship among transformational 
leadership, job satisfaction and turnover intention. Does job 
satisfaction mediate between transformational leadership and 
turnover intention fully or partially? Second, when managing 
employee of Korea, China and Japan, are they similar or 
different. Does country matter? 

2. Theoretical Background and Hypotheses 

Setting

2.1. Transformational Leadership

According to Herzberg’s two factor theory also known as 
motivator-hygiene theory, which is one of many psychological 
and management theories exist regarding job satisfaction 
and turnover intention, states that positive feeling and 
negative feeling are driven by different factors-motivation and 
hygiene factor(Hackman & Oldham, 1976). This research 
focused on positive side; motivation. Hanibuchi et al.(2010) 
say that people want to perform due to those aspects of the 
job, and provide people with satisfaction. These motivating 
factors are considered to be intrinsic to the job, or the 
works continue(Aristovnik & Jaklič, 2013). In this research 
transformational leadership is considered as motivating 
factor. Transformational leadership concept started with 
Weber, T. then Burns, J. M. and latter Bass, B. M. 

established as classified leadership model by criticizing 
transaction leadership and suggest different role of leader. 

Transaction leadership is making clear suggestion to 
subordinate about each expectation and responsibility, setting 
goal and cost or reward of their behavior. Transformational 
leadership is to increase subordinate awareness about 
importance of purpose and meaning, make workers work for 
not only themselves but also for group, organization and 
overall. Transaction leader appeal on person’s rationality and 
logic but transformational leader appeal on emotion and 
feeling of person. Transaction leader motivate subordinate by 
exchange and negotiation and transformational leader 
motivate subordinate by making fundamental change of 
desire to be a better human. Transaction leadership wangle 
subordinate to get expected result however transformational 
leadership blag subordinate to do more than expectation. 
This study considered transformational leadership to consider 
employees value like Chocopie’s commonly understood and 
sympathized.

2.2. Turnover Intention

One of the important issues in managing sustainable 
human resource management(HRM) is how to lower turnover 
or turnover intention. Therefore knowing what influence 
turnover or turnover intention is important. Turnover is 
opposite concept of employment, it means giving up 
membership of belong and monetary reward or organization 
and stopping current job and move to other job or 
organization voluntary. Turnover intention is pre-turnover 
phase that employee has intention of terminating job 
voluntary. Turnover intention is important because there is 
high possibility that attitude of turnover might extend to real 
turnover(Sun & Wang, 2017). Turnover generates cost and 
risk to organization. Cost includes leaving, replacement and 
transition cost, etc. Risk includes loss of production, 
reduction of performance, unnecessary overtime and low 
morale to remain workers, etc. Therefore in management, 
lowing turnover and turnover intention is important.

2.3. Job Satisfaction

Job satisfaction is personal satisfaction of their job or 
work. It’s one of the job related attitude. There are diverse 
definition of job satisfaction, in general, its positive emotional 
result after assessing about their job; organization, work and 
working conditions. Interest of job satisfaction begins with 
Hawthone’s research about productive incensement of 
employee later Taylor’s scientific management. Approach to 
job satisfaction can be made by two ways, comprehensive 
and sectional. Comprehensive approach is overall satisfaction 
of job and sectional approach divide diverse facets of job 
such as promotion opportunity, reward, etc. Also motivation 
of job satisfaction can consider intrinsic such as 
achievement and aiming of goal and extrinsic such as 
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reward, policy of company, management style, etc. Job 
satisfaction can be indicative of work behavior such as 
turnover(Saari & Judge, 2004) and turnover intention(Cohen 
& Golan, 2007). There could be diverse reason of turnover 
intention however one of the important influencer is job 
satisfaction. 

2.4. Hypotheses 

Relationship between transformational leadership and job 
satisfaction show positive continuously both correlation and 
causal. First for correlation, Medley and Larochelle(1995) 
studied nurse of US show overall transformation leadership 
and job satisfaction specially professional status, interaction, 
organizational policy and autonomy have positive correlation. 
However study included factor analysis transformation 
leadership as charisma, individual consideration, intellectual 
stimulation however analysis correlation as overall 
transformation. Munir et al.(2012) studied academic staff of 
Malaysia show job satisfaction and all of transformational 
leadership; idealized influence, individualized consideration, 
inspirational motivation and intellectual stimulation have 
positive correlation. Second for causal, in some studies 
transformational leadership was analyzed as one overall 
transformation leadership(Nasreen & Mehmood, 2018) and 
other studies used multiple dimensions(Hanaysha et al., 
2012; Bayram & Dinc, 2015; Puni et al., 2016; Lim et al., 
2017). There is discordance in multiple dimensions influence 
on job satisfaction, need more analysis as in this research. 
Hanaysha et al.(2012) studied university staff of Malaysia 
show transformation leadership of intellectual simulation 
increased job satisfaction. Yet individual consideration 
decreased it and charism was not significant enough. 
Bayram and Dinc(2015) studied academic and administrative 
staff of Bosnian and Herzegovina show that transformational 
leadership of idealized influence of behavior and inspirational 
motivation give positive influence on job satisfaction yet 
idealized influence of attributed, intellectual stimulation and 
individualized consideration were not significant enough. Puni 
et al.(2016) studied bank employees of Ghana show all 
transformational leadership of idealized influence, intellectual 
simulation, inspirational motivation and individual 
consideration give positive influence on job satisfaction. Lim 
et al.(2017) studied Finance Shared Service Center(SSC) of 
Malaysia show overall transformational leadership increased 
job satisfaction. 

Following hypotheses are formulated based on above 
literature review.

<Hypothesis 1> Transformational leadership positively 
influences on job satisfaction.

 <H1-1> Idealized influence positively influences on job 
satisfaction.

 <H1-2> Inspirational motivation positively influences on 
job satisfaction.

 <H1-3> Intellectual stimulation positively influences on job 
satisfaction.

 <H1-4> Individual consideration positively influences on 
job satisfaction.

Influence of transformational leadership on turnover 
intention show negative continuously. Unlike job satisfaction 
literature above, most of turnover studies used transformational 
leadership was analyzed as one overall transformation 
leadership. Therefore, need multiple dimensions’ approach as 
in this research. Ariyabuddhiphongs and Kahn(2017) studied 
employees of café in Thailand show overall transformational 
leadership decrease turnover intention directly and also 
mediated influence by trust and job performance. Lim et al. 
(2017) studied Finance Shared Service Center(SSC) of 
Malaysia show overall transformational leadership increased 
job satisfaction and organizational commitment then job 
satisfaction and organizational commitment decreased turnover 
intention. Transformational leadership’s direct influence on 
turnover intention was not significant. Sun and Wang(2017) 
studied relationship among transformational leadership, 
collaborative culture, turnover intention and actual turnover of 
elementary and middle school teacher of US. Result shows 
that overall transformational leadership decrease turnover 
intention and actual turnover. Pravichai and 
Ariyabuddhiphongs(2018) studied bank employees of 
Thailand show overall transformation leadership directly 
decrease turnover intention. And transformation leadership’s 
influence on turnover intention is mediate by right speech 
and trust in the leader too. 

Following hypotheses are formulated based on above 
literature review.

<Hypothesis 2> Transformational leadership negatively 
influences turnover intention.

 <H2-1> Idealized influence negatively influences turnover 
intention.

 <H2-2> Inspirational motivation negatively influences 
turnover intention.

 <H2-3> Intellectual stimulation negatively influences 
turnover intention.

 <H2-4> Individual consideration negatively influences 
turnover intention.

It is well known and accepted that the influence of job 
satisfaction on turnover intention show negative continuously. 
In Rubenstein, Eberly, Lee, & Mitchell, (2018)’s 
meta-analysis study of employee turnover, 107625 studies 
analyzed relationship between job satisfaction on turnover 
intention and show negative influence. Also in Lim et al. 
(2017) studied Finance Shared Service Center(SSC) of 
Malaysia show overall transformational leadership increased 
job satisfaction and organizational commitment then job 
satisfaction and organizational commitment decreased 
turnover intention. Especially job satisfaction show statistically 
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significant mediating role between transformational leadership 
and turnover intention.

Following hypotheses are formulated based on above 
literature review.

<Hypothesis 3> Job satisfaction mediates between 
transformational leadership and turnover 
intention.

 <H3-1> Job satisfaction mediates between idealized 
influence and turnover intention.

 <H3-2> Job satisfaction mediates between inspirational 
motivations and turnover intention.

 <H3-3> Job satisfaction mediates between intellectual 
stimulation and turnover intention.

 <H3-4> Job satisfaction mediates between individual 
considerations and turnover intention.

There are not many comparative researches of Korea, 
China and Japan in employee management field(Alston, 
1989; Rowley et al., 2004; Kim et al., 2007; Cooke, 2010; 
Kiyota, 2016; Kim, 2018). And only a handful of research 
analyzed statistically(Kim et al., 2007; Kim, 2018). 
Alston(1989) studied managerial principles of three countries; 
wa for Japan, guanxi for China and inhwa for Korea which 
are unique and differ while resembles and sharing some 
features. Rowley et al.(2004) argue China, Japan and South 
Korea could postulate cluster of convergence in HRM. Study 
present distinguishes between levels of occurrence and 
acceptance and development and practice of HRM in each 
country. Kim et al.(2007) examine the Chinese, Japanese 
and Korean about how interpersonal conflict with their 
supervisors can be resolve and how the differences in 
conflict management styles can be explain by cultural 
factors. Results show, Korean were more likely to use 
compromise style, however Japanese were more likely to 
oblige their supervisors and less likely to dominate. The 
country differences in dominating styles and obliging styles 
were explained partially by self vs collective goal emphasis 
and concern for the self, respectively. Cooke(2010) 
compared the patterns of women’s employment in China, 
India, Japan and South Korea. Kiyota(2016) examined 
employment by the effects of exports in China, Indonesia, 
Japan and Korea. Results show that, although more than 80 
percent of exports in the four study countries are from 
manufacturing industries. Through vertical inter-industry 
linkages, a significant number of workers in 
non-manufacturing industries depend upon manufacturing 
exports. Kim(2018) analyzed relationship among psychological 
empowerment, job satisfaction, three constructs of 
organizational commitment and turnover intention of China, 
Japan and Korea. Results show that job satisfaction, 
affective commitment, normative commitment and turnover 
intention are increased by psychological empowerment. tojob 
satisfaction, affective commitment and normative commitment. 
Also it seems that country doe’s matter therefore country 

difference need to be considered in managing employees of 
three countries. Considering the increase in exchange or 
sharing human resource in the future there are more need 
in employee management studies. This research adds one. 

Following null hypotheses are formulated based on above 
literature review.

<Hypothesis 4> Three countries’(Korea, China and Japan) 
results show similar direction of influence.

3. Methodology

3.1. Research Model and Measurement

This research focuses on relationship analysis among 
transformational leadership, job satisfaction and turnover 
intention of Korea, China and Japan employees. Research 
includes two research questions. One, how is the 
relationship among transformational leadership, job 
satisfaction and turnover intention. Does job satisfaction 
mediate between transformational leadership and turnover 
intention fully or partially? Second, when managing employee 
of Korea, China and Japan, are they similar or different. 
Does country matter? Research model is summarized in 
<Figure 1>. Transformational leadership measurement is from 
20 survey items of Bass and Avolio(1994). Transformational 
leadership comprises with idealized influence, inspirational 
motivation, intellectual stimulation and individualized 
consideration. This study consists of 8 items of idealized 
influence, 4 items of inspirational motivation, 4 items of 
intellectual stimulation and 4 items of individualized 
consideration. Job Satisfaction measurement is from 7 survey 
items of Weiss et al.(1967). And turnover intention is from 8 
survey items of Camman et al.(cited in Chen et al., 1998). 

Idealize Influence(Ⅱ)

Inspirational Motivation(IM)

Intellectual Stimulation(IS)

Individualized Consideration(IC)

Job Satisfaction(JS)

Turnover Intention(TI)

▪H3: mediator: full mediating of JS/partial mediation of JS

▪H4: mediator: country(Korea, China, Japan)

<Figure 1> Research Model

3.2. Research Sample

To verify research questions of this study, survey was 
conducted in Korea, China and Japan. Survey was delivered 
to employees who were taking MBA course and also survey 
was forwarded to their coworkers. By nature of MBA 
program, most companies are sized to include distribution 
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departments. Total 886 surveys were collected, 345 from 
Korea, 313 from China and 228 from Japan. However useable 
data of 816 is included in this study and demographic 
characteristic is summarized in <Table 1>. Among 816, 41.4% 
are Korea(338), 33.2% China(271) and 25.4% Japan(207). 

<Table 1> Demographic Characteristic

　
Total Korea China Japan

N % N % N % N %

employee
gender

Male 523 64.1 252 74.6 118 43.5 153 73.9

Female 293 35.9 86 25.4 153 56.5 54 26.1

employee
age

20s 230 28.2 60 17.8 139 51.3 31 15.0

30s 384 47.1 196 58.0 103 38.0 85 41.1

40s 181 22.2 76 22.5 20 7.4 85 41.1

Over 50s 21 2.6 6 1.8 9 3.3 6 2.9

supervisor
gender

Male 677 83.0 310 91.7 180 66.4 187 90.3

Female 139 17.0 28 8.3 91 33.6 20 9.7

supervisor
age

20s 19 2.3 3 0.9 10 3.7 6 2.9

30s 209 25.6 91 26.9 90 33.2 28 13.5

40s 417 51.1 200 59.2 125 46.1 92 44.4

Over 50s 171 21.0 44 13.0 46 17.0 81 39.1

4. Analysis Results

4.1. Validity and Reliability

This research conducted factor analysis and reliability test 
of Cronbach alpha to ascertain construct validity of model 
and reliability of measurement. Also Harman's single factor 
analysis is implemented to confirm common method bias. 
Results of Harman's single factor analysis and reliability test 
of Cronbach alpha is summarized in <Table 2>. Total 35 
items were included yet 5 items were deleted based on 
factor analysis community result which were lower than 
score 4. Therefore <Table 2> is Harman's single factor 
analysis results of remaining 30 items. Result shows, 6 out 
of 8 items of idealized influence, each of all 4 items of 
inspirational motivation, intellectual stimulation and 
individualized consideration. 6 out of 7 items of job 
satisfaction and 6 out of 8 items of turnover intention are 
included finally. As result of reliability show all variables is 
suitable as shown lowest from 0.614 of turnover intention to 
highest 0.904 of job satisfaction. 

<Table 2> Factor Analysis and Reliability Test

　 1-JS 2-II 3-IS 4-IM 5-TI 6-IC
1 -0.00989 0.71766 0.196187 -0.01001 -0.06932 0.102556
2 0.075591 0.70654 0.331221 -0.09492 0.075639 0.039123
3 0.179492 0.56514 0.351624 -0.01292 -0.21172 0.038579

-0.08474 0.023957-0.041440.3008420.631960.1574974
-0.08314 0.280853-0.026720.3715060.539210.2267955
0.087359 0.18635-0.020410.0638560.723380.194716
0.020373 0.2418920.706880.006783-0.004080.1493067
-0.02592 0.0881010.771040.3025860.014220.1187828
0.002021 0.1331470.742850.305826-0.072650.1219749
-0.11037 0.1397930.729940.286786-0.011450.11367110
0.042545 0.087028-0.060630.672190.328720.21501311
0.068583 0.134413-0.068290.752300.3816060.12137812
-0.01929 0.156522-0.017920.767870.3498440.15611813
-0.05643 0.196119-0.010530.714520.3823210.12517214
-0.03702 0.528890.0045820.3230.3419980.04849715
-0.11826 0.699570.06990.1988090.3158320.08476416
0.178833 0.65360-0.044270.3227190.3293450.25428717
-0.02705 0.65188-0.001630.3978960.2623490.20606318
-0.25764 0.1852980.0122410.0284850.1762370.67300319
-0.12679 0.170198-0.114890.0421880.1545790.8044620
-0.14541 -0.007520.0190450.1692650.0704910.7324221
-0.1704 0.089253-0.037890.1453460.1559160.7906422
-0.0215 0.044139-0.023260.112940.1490280.8275023

0.238148 0.07967-0.066330.0676440.0402850.7460224
0.033338 0.0233090.0040180.1350980.1519940.7908925
0.27498 -0.15297-0.762350.0174070.078767-0.0138126
0.57687 -0.196440.3528070.060715-0.14834-0.3129327
-0.70119 0.0204680.30181-0.02406-0.032010.12907528
-0.51027 0.0698890.0038960.1865220.021450.34499329
0.69823 -0.044270.219-0.09672-0.00096-0.066930
0.47859 -0.259780.3628850.081233-0.08196-0.3671631
0.66403 0.1975470.1507060.008544-0.022560.22856232
8.304254 6.86581110.080710.7482211.365615.58687R

13.19 10.9116.0117.0718.0524.76%Variance
Cronbach’s α 0.904 0.861 0.899 0.860 0.614 0.801

Note: R: rotation sums of squared loading, II: idealized influence, IM: inspirational motivation IS: intellectual stimulation, 

IC: individualized consideration, JS: job satisfaction, TI: turnover intention
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4.2. Country Difference

Before analyzing relationship of variables this research 
analyze country mean difference of idealized influence, 
inspirational motivation, intellectual stimulation, individualized 
consideration, job satisfaction, turnover intention among three 
countries. Results of ANOVA(One-Way Analysis of Variance) 
are summarized in <Table 3>. Result show that there is 
cognition difference among Korea, China and Japan 
employees in idealized influence, inspirational motivation, 
intellectual stimulation, individualized consideration and 
turnover intention. Only in job satisfaction there is no mean 
difference among three countries employees. Japan shows 
the lowest transformational leadership in all four; idealized 
influence, inspirational motivation, intellectual stimulation, 
individualized consideration. China show the highest in 

idealized influence, inspirational motivation and Korea show 
the highest in intellectual stimulation, individualized 
consideration. As for turnover intention, China shows the lowest 
however there was no difference between Korea and Japan. 

4.3. Correlation

Correlation analysis is conducted before regression and 
result is summarized in <Table 4>. All four transformational 
leadership variables have positive correlation among each 
other. And all four transformational leadership variables have 
positive correlation with job satisfaction. All four 
transformational leadership variables and job satisfaction 
have negative correlation with turnover intention. The highest 
correlation is 0.826 between idealized influence and 
inspirational motivation. 

<Table 3> Mean Comparison Analysis

　
Korea

(n=338)
China

(n=271)
Japan

(n=207)

ANOVA
comparison

F p

II

mean 3.6933 3.7214 3.2118

33.072 .000 China, Korea > JapanS.D. .66403 .68266 .96170

S.E. .03612 .04147 .06684

IM

mean 3.6864 3.7509 3.0423

55.254 .000 China, Korea > JapanS.D. .77014 .70498 .94783

S.E. .04189 .04282 .06588

IS

mean 3.7300 3.6836 3.1425

31.488 .000 Korea, China > JapanS.D. .75687 .87861 1.08732

S.E. .04117 .05337 .07557

IC

mean 3.5192 3.4889 3.2246

9.733 .000 Korea, China > JapanS.D. .79385 .70505 .90590

S.E. .04318 .04283 .06296

JS

mean 3.4100 3.5024 3.4941

1.511 .221 China, Japan, KoreaS.D. .74942 .61363 .79884

S.E. .04076 .03728 .05552

TI

mean 2.9519 2.7288 2.9287

8.604 .000 Korea, Japan > ChinaS.D. .62829 .66302 .83720

S.E. .03417 .04028 .05819

Note: II: idealized influence, IM: inspirational motivation IS: intellectual stimulation, IC: individualized consideration, JS: job satisfaction, 

TI: turnover intention

<Table 4> Correlation Analysis

mean S.D. 1 2 3 4 5 6 7 8 9 10 11

1 1.99 .779 1

2 1.36 .480 -.339** 1

3 2.91 .742 .474** -.161** 1

4 1.17 .376 -.204** .313** -.264** 1

5 3.01 1.734 -.023 .126** .119** .138** 1

6 3.58 .785 -.102** -.046 -.105** -.046 -.172** 1

7 3.54 .851 -.151** .032 -.127** -.006 -.206** .826** 1

8 3.57 .923 -.151** -.009 -.080* -.006 -.195** .730** .678** 1

9 3.43 .805 -.103** -.018 -.051 .006 -.114** .661** .620** .668** 1

10 3.46 .721 .076* -.050 .039 -.038 .058 .376** .340** .355** .393** 1

11 2.87 .704 -.095** .065 -.075* .009 -.070* -.190** -.164** -.110** -.137** -.295** 1

Note: **< 0.01, * <0.05, 1 employee age, 2 employee gender, 3 supervisor age, 4 supervisor gender, 5 country, 6 idealized influence, 

7 inspirational motivation, 8 intellectual stimulation, 9 individualized consideration, 10 job satisfaction, 11 turnover intention
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4.4. Regression

This research suggested two research questions. One, 
how is the relationship among transformational leadership, 
job satisfaction and turnover intention. Does job satisfaction 
mediate between transformational leadership and turnover 
intention fully or partially? Second, when managing employee 
of Korea, China and Japan, are they similar or different. 
Does country matter? To answer the first research question, 
two regression analyses is conducted. One regression use 
job satisfaction as dependent variable and the other one use 
turnover intention as dependent variable. Regression results 
are summarized in <Table 5>. Both job satisfaction and 
turnover intension regressions were taken by steps of adding 
independent variables. First step(M1) include only 
demographic variables, Second step(M2) include 
demographic variables and transformational leadership. And 
for turnover intention, third step(M3) include demographic 
variables, transformational leadership and job satisfaction. 

First, let’s look into job satisfaction result. As shown in 
<Table 5>, explanation(△R²) increased from 0.5%(M1) to 
22%(M2) means transformational leadership is supreme 
antecedent of job satisfaction. Result show significant 
demographic variable of job satisfaction are employee’s 
age(.141) and country(152). Employee’s age have positive 
influence on job satisfaction which means aged employee 
feel more job satisfaction. As for country, this study coded 

Korea as 1, China as 2 and Japan as3, means Japan feel 
more job satisfied which seem need of more annalistic 
evidence. For significant transformational leadership variable 
of job satisfaction are intellectual stimulation(.120) and 
individualized consideration(.218) supporting H1-3 and H1-4. 
Which imply employee who their supervisor show more 
intellectual stimulation and individualized consideration feel 
more job satisfaction. 

Second, as for the turnover intention, explanation 
increased from 1.1(M1), 5.6(M2) to 10.4(M3) means 
transformational leadership and job satisfaction are 
meaningful factor. Results show significant demographic 
variable is country(-.070) means Japan feel more turnover 
intention which seem need of more annalistic evidence. For 
transformational leadership variable, only idealized 
influence(-.146) is significant supporting H2-1. And job 
satisfaction(-.247) give significant influence. These mean the 
more supervisor give idealized influence and the more 
employee satisfy with their job decrease turnover intention. 
As for the mediating influence, intellectual stimulation and 
individual consideration were significant at job satisfaction 
but not at turnover intention mean job satisfaction fully 
mediated, supporting H3-3 and H3-4. However idealized 
influence was not significant at job satisfaction but significant 
at turnover intention, which means there is only direct 
influence, rejecting H3-1. 

<Table 5> Regression Analysis

JS TI

M1 M2 M1 M2 M3 Korea China Japan

emp_age .068
(1.641)

.141***
(3.759)

-.068
(-1.631)

-.092*
(-2.227)

-.057
(-1.402)

-.133*
(-2.198)

-.078
(-1.125)

-.065
(-.889)

emp_gen -.029
(-.755)

-.007
(-.202)

.052
(1.357)

.044
(1.156)

.042
(1.137)

-.057
(-1.034)

.146*
(2.362)

.047
(.671)

sup_age -.014
(-.340)

-.011
(-.307)

-.031
(-.757)

-.045
(-1.114)

-.048
(-1.214)

-.013
(-.219)

-.066
(-.962)

-.074
(-.987)

sup_gen -.029
(-.749)

-.026
(-.759)

-.019
(-.501)

-.028
(-.751)

-.034
(-.946)

-.074
(-1.417)

-.032
(-.517)

.139
(1.935)

country .069
(1.291)

.152***
(4.613)

-.071*
(-1.992)

-.108**
(-2.988)

-.070*
(-1.970)

　 　 　

II
　

.118
(1.893)

　
-.175*

(-2.561)
-.146*

(-2.184)
-.137

(-1.499)
-.475***
(-3.868)

.036
(.267)

IM
　

.007
(1.343)

　
-.080

(-1.271)
-.061

(-.991)
.016

(.193)
.175

(1.292)
-.102

(-.925)

IS
　

.120*
(2.413)

　
.055

(1.000)
.084

(1.579)
-.120*

(-1.638)
.253*

(2.225)
.045

(.473)

IC
　

.218***
(4.855)

　
-.032

(-.644)
.022

(.459)
.006

(.087)
.051

(.576)
.008

(.084)

JS
　 　 　 　

-.247***
(-6.585)

-.326***
(-5.943)

-.092
(-1.170)

-.310***
(-4.411)

R² .011 .220 .017 .067 .115 .224 .125 .156

△R² .005 .211 .011 .056 .104 .203 .094 .117

F(Sig) 1.844 25.224*** 2.796** 6.416*** 10.414*** 10.526*** 4.124*** 4.032***

Note: *** < 0.000, **< 0.01, * <0.05, II: idealized influence, IM: inspirational motivation IS: intellectual stimulation, 

IC: individualized consideration, JS: job satisfaction, TI: turnover intention
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As job satisfaction of M2 and turnover intention of M3 
show in <Table 5>, intellectual stimulation and individualized 
consideration was positively significant on job satisfaction 
and idealize influence and job satisfaction was negatively 
significant on turnover intention. Which imply job satisfaction 
mediates between transformational leadership and turnover 
intention. As for the second part of the first research 
question ‘does job satisfaction mediate between 
transformational leadership and turnover intention fully or 
partially?’ needs more annalistic evidence. To do that this 
research adds path analysis; results are summarized in 
<Table 6>. In <Table 5>, country is significant in all job 
satisfaction M1, M2 and turnover intention M1, M2 and M3. 
Which answers bit of second research question, ‘does 
country matter?’, yes it matters. However to answer second 
research question, when managing employee of Korea, 
China and Japan, are they similar or different,  as 
mentioned above influence of country need more annalistic 
evidence. To confirm influence of country this research adds 
two more analysis. 

First, shown in <Table 5>, M3 of turnover intention is 
analyzed by country separately. For Korea, turnover intention 
is explained 20.3%, employee age(-.133), intellectual 
stimulation(-.120) and job satisfaction(-.326) give significant 
influence. For China, 9.4%, employee’s gender(.146), 
idealized influence(-.475) and intellectual stimulation(.253) 
give significant influence. Lastly Japan, turnover intention is 
explained 11.7% and only job satisfaction(-.310) give 
significant influence.

Second, to analyze holistic relation among variables, this 
research analyzes path analysis with country as moderator. 
Results are summarized in <Table 6>. To identify country’s 
moderating role and to confirm holistic relation among 
variables, this study analyzes path analysis and test the 
structural model invariance across the groups. Model fit of 
path analysis result of moderating country; CMIN: 11.625, 
DF: 4, P: .020, CMIN/DF: 2.906, RMR: .013, GFI: .995, NFI: 
.995, CFI: .997, RMSEA: .048. Validity of cross-group 
equality constraints result shows p-value of χ² difference as 
0.097. Result of model fit and validity of cross-group equality 
constraints result means full mediating role of job satisfaction 
is confirming and country difference need to be considered 
significantly. Results show, job satisfaction is increased by 
idealized influence in Korea(.233) and China(.270) but not 
for Japan. Inspirational motivation is not significant in all 
three countries. Intellectual stimulation increase job 
satisfaction only in China(.174). Individualized consideration 
increase job satisfaction in all three countries; Korea(.233), 
China(.192), Japan(.135). Job satisfaction decrease turnover 
intention in Korea(-.345) and Japan(-.334) but not significant 
in China. Results show there were no significant results 
shown significant in all three countries rather influence of 
intellectual stimulation on turnover intention shown opposite 
direction in Korea negative and China positive. Therefore H4 
is rejected. 

<Table 6> Path Analysis Result of Country as Moderating 

Variable

unconstrained 
model

measurement 
weights model

X² 38.098 68.466

X²difference 30.368

X² difference of p-value 0.097

　

Korea China Japan

II → JS .233* .270** .026

IM → JS .012 -.033 .093

IS → JS .010 .174** .064

IC → JS .233*** .192** .135*

JS → TI -.345*** -0.103 -.334***

Note: *** < 0.000, **< 0.01, * <0.05, II: idealized influence, 

IM: inspirational motivation IS: intellectual stimulation, 

IC: individualized consideration, JS: job satisfaction, 

TI: turnover intention

5. Conclusion

5.1. Result Summary

This research focuses on relationship analysis among 
transformational leadership, job satisfaction and turnover 
intention of Korea, China and Japan employees. Research 
includes two research questions. One is causal relationship 
among variables and mediating role of job satisfaction and 
another is moderating role of country to confirm similarity or 
difference among three countries.  

Analytical results could be summarized in four aspects. 
First, relationship between multi-dimension of transformational 
leadership and job satisfaction, intellectual stimulation 
increase job satisfaction. Which is consistent with literature 
(Hanaysha et al., 2012; Puni et al., 2016). Also in this 
research individualized consideration increase job satisfaction. 
Which is consistent with literature(Puni et al., 2016). An 
effective leadership style is capable of providing motivational 
stimulus and direction to followers to achieve the 
organizational mission and goals(Nasreen & Mehmood, 
2018). Second, relationship between multidimension of 
transformational leadership and turnover intention, idealized 
influence decreased turnover intention. Which is similar result 
as literature that overall transformational leadership 
decreased turnover intention(Ariyabuddhiphongs & Kahn, 
2017; Lim et al., 2017; Sun & Wang, 2017; Pravichai & 
Ariyabuddhiphongs, 2018). Third, job satisfaction as mediator 
between transformational leadership and turnover intention, 
job satisfaction do mediate at intellectual stimulation and 
individualized consideration but not for idealized influence 
which give only direct influence to turnover intention. Lastly 
fourth, role of country, country give significant influence on 
both job satisfaction and turnover intention. Also there was 
significant statistical difference among three countries to 



Boine Kim, Byoung-Goo Kim / Journal of Distribution Science 16-9(2018) 13-23 21

considering country as moderator. 

5.2. Contribution and Implication

This research has a few academic contributions and 
managerial implications. As for academic contribution, even 
though there is profound interaction and interdependency 
among Korea, China and Japan and increase in exchange 
or sharing human resource in the future, need more 
research in comparison study of employee management 
(Alston, 1989; Rowley et al., 2004; Kim et al., 2007; Cooke, 
2010; Kiyota, 2016; Kim, 2018) research. Also there was 
need for statistical comparison research(Kim et al., 2007; 
Kim, 2018). This research contributes to that. There were 
some studies analyzing multi-dimensional transformational 
leadership on job satisfaction(Hanaysha et al., 2012; Bayram 
& Dinc, 2015; Puni et al., 2016; Lim et al., 2017) however 
there was limited on turnover intention. This research 
contributes to that. 

As for managerial implication to Korea, China and Japan 
in general, to increase job satisfaction supervisor should 
stimulation employee intellectually and consider individually. 
To decrease turnover intention, employee job satisfaction 
should be increased and supervisor should influence 
idealization of employee. However in detail managerial 
implication to three countries, there were no antecedent 
shared in all three countries which means there are no 
shared common feature in managing transformational 
leadership, job satisfaction and turnover intention. In 
managing Korean and Japan’s employee turnover intention, 
job satisfaction need to increased. Therefore supervisor 
should pay attention to what influence employee job 
satisfaction. In managing Korean intellectual stimulation need 
to be consider. Supervisor should stimulate employee 
intellectually and supervisor should re-examine critical 
assumptions to question. Like, whether they are appropriate, 
seek differing perspectives when solving problems, let 
employee to look at problems from many different angles 
and suggests new ways of looking at how to complete 
assignments. But to Chines employee, intellectual stimulation 
increase turnover intention therefore needs cautious 
approach. Chines employee’s turnover intention is decreased 
by idealized influence. Therefore supervisor should talks 
about their most important values and beliefs, specifies the 
importance of having a strong sense of purpose, considers 
the moral and ethical consequences of decisions, 
emphasizes the importance of having a collective sense of 
mission, acts in ways that builds employee respect and 
displays a sense of power and confidence. 

5.3. Limitation

There are a few limitations. First is about representative 
of sample used in this research. This research consists of 

total 816 of 338 Korean, 271 Chinese and 207 of Japanese 
of indefinite industry. This involves whether number is 
enough to represent three countries and whether industry 
attribute can be ignore. In the future research, matching 
sample based analysis is in need to give concrete 
implication. Second is about leadership. This research only 
concerned transformational leadership therefore in future 
research could include transaction or other to suggest 
optional leadership to HR management. Third is about other 
antecedent of turnover intention. This research only includes 
transformational leadership and job satisfaction as 
antecedent of turnover intention. However turnover intention 
is influenced by much complex and diverse elements like 
trust(Ariyabuddhiphongs & Kahn, 2017; Pravichai & 
Ariyabuddhiphongs, 2018), organizational commitment(Lim et 
al., 2017) or culture(Pravichai & Ariyabuddhiphongs, 2018) 
and so on. Therefore in future research other antecedent 
need to be analyzed. Even though there are limitations, this 
research contributes to academic field by providing newly 
analyzed comparison research of Korea, China and Japan 
with statistical analysis and suggests managerial implication 
to employee manager. 
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