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ABSTRACT

The purpose of this study is to investigate the potential mediating role of team climate
between transformational leadership styles,transactional leadership styles and employee
performance in the context of Indonesia’s oil and gas sector. This study adopted the case
study research design to investigate a phenomenon in a single large organization. The specific
context of study was Chevron Indonesia, an American-based multinational corporation
(MNC). The respondents of this research were individual front line leaders and members.
Seven hypotheses were formulated. Generally, the results were found to support the
hypotheses. The team climate was seen to mediate between leadership and employee
performance. The findings of this study imply that the managers of the oil and gas
organisations in Indonesia (and other similar contexts) need to pay greater attention to the
work team climate factor as it can be used to motivate and nurture their employees in
achieving organisational goals. Managers can create a positive work team climate by
developing individual leaders’ capacities to lead the team members in their respective work
units or departments.

Keywords: team climate, transformational leadership style, transactional leadership style,
employee performance, oil and gas industry, Indonesia.



ABSTRAK

Tujuan kajian ini adalah untuk mengkaji potensi peranan perantara iklim pasukan di antara
gaya kepimpinan transformasi, gaya kepemimpinan transaksional dan prestasi pekerja dalam
konteks sektor minyak dan gas di Indonesia. Kajian ini telah menggunakan rekabentuk kajian
kes bagi meneliti sesuatu fenomena dalam sebuah organisasi besar. Konteks pengkhususan
kajian ini 1alah di Chevron Indonesia, sebuah syarikat multinasional (MNC) yang berpusat di
Amerika Syarikat. Responden kajian ini adalah terdiri daripada pemimpin barisan hadapan
dan ahli-ahli unitnya. Tujuh hipotesis telah dibentuk dalam tesis ini. Secara umumnya,
dapatan yang diperoleh dalam kajian ini telah menyokong hipotesis-hipotesis yang dibentuk.
Iklim pasukan pula didapati bertindak sebagai pengantara di antara kepimpinan dan prestasi
pekerja. Hasil kajian ini menunjukkan bahawa pengurus organisasi minyak dan gas di
Indonesia (dan dalam konteks yang berlainan) perlu memberi perhatian yang lebih terhadap
faktor iklim pasukan kerana dapat digunakan untuk memotivasikan dan membimbing
kakitangan untuk mencapai matlamat organisasi. Para pengurus boleh mewujudkan suatu
iklim pasukan kerja yang positif dengan membangunkan keupayaan kepimpinan individu
untuk memimpin ahli-ahli pasukan dalam unit kerja atau jabatan masing-masing.

Kata Kunci: pasukan iklim, gaya kepimpinan transformasi, gaya kepimpinan transaksional,
prestasi pekerja, industriminyak dan gas, Indonesia.
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CHAPTER ONE
INTRODUCTION

1.1 Introduction

In this chapter, the background of this research study is presented, followed by the
statement of problem, the research questions, the research objectives, scope of the
study, significance of the research, assumption and limitation of the study, the

definitions of key terms and the organization of the thesis chapters.

1.2 Background of the Study

The issue of job performance is important to all organizations including
organizations in the capital-intensive industries such as the oil and gas industry in
which the research is be conducted. This is a strategic human resource management
issue, 1.e. an issue of tremendous importance that can affect the survival of an

organization in an industry (Harness, 2009; Armstrong, 2006; Massey, 1994).

In most countries, the issue of organizational performance is basically the same as
managers strive for excellence of performance so that the organization can compete
globally (Gudergan, Devinney, Richter & Ellis, 2012; Mitsuhashi & Greve, 2009,
Terziovski, 2002). The organizational success can be identified by its performance
(Tung, 2012). As the organization’s performance is the accumulated results starting

from employees’ performance which then moves to the work unit, followed by the
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