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CHAPTER 1 

OVERVIEW OF THE STUDY 

1.1 NECCESSITY OF THE RESEARCH 

Working motivation is not a new topic but has been studied by 

prior domestic and foreign scientists. Zhou et al. (2011) has suggested 

that financial policy is not the best incentive to engage employees. 

Employee performance is influenced by not only material rewards, but 

also spiritual factors (Springer et al., 2011) and the social environment in 

different countries (Humphreys, 2007; Yang, 2011). Therefore, it is 

necessary to study and adjust the work motivation in countries with 

specific cultural and social conditions such as Viet Nam. In the context 

of international integration, competition among banks is more intense 

than ever. It's hard to recruit employees, but it's even harder to keep 

them. In recent years, job abandonment has become a problem for many 

commercial banks in Viet Nam. The above arguments put forward the 

hypothesis that when there is motivation for employees to work in an 

organization such as in a bank, they are likely to have long-term 

commitment to the bank. Whether the hypothesis proves valid must be 

supported with evidence. 

1.2 LITERATURE REVIEW 

1.2.1 Research on Work Motivation 

1.2.1.1 Research context abroad 

There are a number of international studies on employee 

motivation and engagement, but the author just named a few typical 

authors. (1) Kovach (1987) showed the importance of each motivating 

factor to employees. (2) Kurtulus and Kaymaza (2010) studied the 

impact of job rotation on work motivation. (3) Tan and Waheed (2011) 

studied the factors affecting work motivation to conduct a survey with 

sales staff in Malaysia... 

1.2.1.2 Research context in the country 

(1) Tran et al. (2005) conducted a survey on about 500 full-time 

employees. In addition to five factors in the JDI scale such as the nature 

of work, salary, promotion, colleagues and supervision of superiors, the 

author has added two more factors, namely company welfare and 
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working conditions, to meet the specific situation of Viet Nam. (2) 

Nguyen (2010) conducted a study on "Factors affecting employees’ 

work motivation: A case study at Asia Commercial Joint Stock Bank - 

Hue branch”. (3) Phan conducted a study on "Analysis of factors 

affecting job satisfaction of employees in commercial banks in Thua 

Thien Hue province" (Phan, 2011). (4) Hoang and Nguyen (2014) 

conducted research on "building a theoretical framework for work 

motivation in public sectors in Viet Nam”, etc. 

1.2.2 Research on organizational attachment 

1.2.2.1 Research in foreign countries 

(1) Faizan Mohsan et al. (2011) conducted a study on “Are 

employee motivation, commitment and involvement related: Evidence 

from Pakistan's banking industry”; (2) Asamoah et al. (2015) studied 

the “Impact of Work Motivation on Employee Engagement at SSB 

Bank in Accra, Ghana”; (3) Nadeem Iqbal et al. (2016) conducted a 

study on “The role of motivation on employee commitment in the 

banking context of D.G.KHAN, Pakistan”; (4) Nicolas et al. (2020) 

carried out a study on “The influence of work motivation, 

organizational commitment and job satisfaction on the work 

performance by employees of work contract in Rakyat bank Indonesia’s 

Jakarta Branch Office of Daan Mogot. 

1.2.2.2 Research in Viet Nam 

(1) Bui (2017) conducted research on “The influence of factors of 

quality of work life on organizational commitment of employees of Asia 

Commercial Joint Stock Bank in Ho Chi Minh City "; (2) Ho and 

Nguyen (2018) studied “The relationship between financial factors and 

employee engagement at joint stock commercial banks in Can Tho City”;  

(3) Ngo et al (2019) conducted the “Study on the influence of corporate 

culture on organizational commitment of employees of commercial 

banks in Soc Trang province”. .. 

1.3 RESEARCH GAPS 

Firstly, in terms of theoretical aspects, there is need to continue 

researching and testing specific theories in the field of commercial 

banking in Viet Nam. Secondly, in current context in Viet Nam, the 
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studies were focused on testing theoretical models built in the West, but 

these studies are not based on the specific social context of Viet Nam, 

typically in the commercial banking industry. Thirdly, through the review 

of previous studies in Viet Nam, the author did not find research topics 

that analyzed work pressure –related factors and operational risk – 

related ones in the research models, which were focused on the influence 

of work motivation and then focused on work motivation that affects 

employees' commitment in an organization. Fourthly, many studies in Viet 

Nam were separately or in turn focused on the factors affecting work 

motivation or factors affecting organizational commitment. No studies 

were conducted on factors affecting work motivation. When employees 

are motivated to work at an organization, do they have a long-term 

commitment to that organization? There should be a study on two effects 

at the same time. 

1.4 NEW CONTRBUTIONS OF THE THESIS 

1.4.1 New Features 

First of all, the work motivation is an intermediate variable, while 

the dependent variable is the commitment to the organization. Secondly, 

in the research model, there are two new factors: Work pressure and 

Operational risk, both of which have opposing effects on motivation. 

Thirdly, there is a relationship between work motivation and employee 

commitment to the bank. 

1.4.2 Contributions of the thesis 

1.4.2.1 Theory 

Theoretically, the research model has provided additional 

motivation theory and theory of commitment, reaffirming the 

appropriateness of Abraham Harold Maslow's (1943), Two-factor theory 

of Herzberg (1959), Three-factor theory commitment of Meyer and 

Allen's (1991), Kovach's (1987) ten motivational factors and Tan and 

Waheed's (2011) research model and other models. 

1.4.2.2 Practicality 

This study helps bank managers to determine what factors affect 

the motivation and commitment of employees to the bank. 
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1.5 RESEARCH PROBLEMS, RESEARCH QUESTIONS 

AND RESEARCH OBJECTIVES 

1.5.1 Research problem 

From the above analysis of foreign research and domestic 

research, the shortcomings of research in this area can be clarified as 

follows: (1) Job characteristics; (2) Training – promotion; (3) Salary; (4) 

Welfare; (5) Superiors; (6) Colleagues; (7) Performance evaluation; (8) 

Labor policy; (9) Working environment conditions; (10) Work pressure; 

(11) Operational risk tests whether it has an impact on the work motivation 

and engagement of bank employees. 

1.5.2 Research questions 

(1) What factors affect Work motivation? Is Work motivation an 

intermediate variable affecting employees’ commitment to the bank? (2) 

What factors have the strongest impact on employee motivation to work 

with the bank? (3) Is there a relationship between Employees’ Motivation 

and Employees’ Commitment to the Bank? (4) Are there any measures in 

management to improve Employees’ Motivation and engagement level 

with the bank? 

1.5.3 Research objectives 

- Overall objective: The thesis is focused on the factors affecting the 

working motivation and the employee's attachment to the bank. 

- Specific objectives: 

(1) Objective 1: Identify factors affecting work motivation, Work 

motivation affecting employee's commitment to the bank; 

(2) Objective 2: Measure the impact of factors on Work motivation, 

work motivation affects the employee's commitment to the bank; 

(3) Objective 3: Recommend management implications for bank 

managers and provide solutions to improve work motivation and 

employees’ commitment to the bank in the future. 

1.6 RESEARCH SUBJECTS AND SURVEY SUBJECTS 

1.6.1 Research subject 

Research on factors affecting work motivation and employee 

attachment to the bank: "A case of Banks for Agriculture and Rural 

Development of Vietnam in the Mekong Delta". 
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1.6.2 Survey subjects 

Including staff and managers of 05 branches of Agribank in the 

Mekong Delta, including: Agribank branches in: Tra Vinh, Ben Tre, Tien 

Giang, Vinh Long province, and Can Tho city. 

1.7 SCOPE OF THE RESEARCH 

1.7.1 Scope of Content 

The scope of this study is focused on 11 factors affecting work 

motivation and engagement of bank employees: (1) Job characteristics, 

(2) Training – Advancement, (3) Salary, (4) Welfare), (5) Superiors, (6) 

Colleagues, (7) Performance evaluation, (8) Labor policy, (9) Working 

environment conditions, (10) Work pressure, and (11) Operational risk. 

1.7.2 Spatial Scope 

The research was conducted in the banking sector: “The case of 

Bank for Agriculture and Rural Development of Viet Nam - branches in 

the Mekong Delta”. 

1.7.3 Time Scope 

In 2018, a survey was first conducted for preliminary scale 

verification and then another survey in 2019 for official research. Finally, 

analyzing data and writing a complete thesis was from 2018 to 2020. 

1.8 RESEARCH METHODS 

1.8.1 Method of data collection 

The author conducted a survey of 05 branches of Agribank in 

cities and provinces in the Mekong Delta, including Can Tho city (100 

questionnaires), Tra Vinh province (120 questionnaires), Vinh Long 

province (120 questionnaires), Ben Tre province (120 questionnaires) 

and Tien Giang Province (140 questionnaires). A total of 600 

questionnaires were delivered, but the questionnaires collected were 553 

votes, reaching 86.40%. The survey method was convenient and of non-

probability. 

1.8.2 Methods of data analysis 

1.8.2.1 Preliminary research: It is used to form and calibrate the 

scale. 

1.8.2.2 Formal study: Descriptive statistics, Cronbach's Alpha 

reliability test, scale testing by EFA discovery factor, confirmatory factor 
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analysis (CFA), and linear structural model analysis (SEM) were 

employed. 

1.9 STRUCTURE OF THE THESIS 

Chapter 1: Introduction 

Chapter 2: Literature review 

Chapter 3: Research Design. 

Chapter 4: Research findings and discussion. 

Chapter 5: Conclusion and implications. 
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CHAPTER 2 

THEORETICAL BACKGROUND 

 AND RESEARCH MODEL 

2.1 THEORIES ON WORK MOTIVATION AND 

EMPLOYEES’ ASSOCIATION WITH THE ORGANIZATION 

Number CONTENTS 

I Classical theories 

1 Vroom's Expectation Theory (1964) 

2 Alderfer's ERG Theory (1969) 

3 McClelland's Motivation Theory (1985) 

4 Hackman and Oldham's job characteristics theory (1980) 

II Contemporary theories 

1 Theory of self-determination by Ryan and Deci (2000, 

2002); Gagne and Deci (2005). 

2 Bandura's theory of confidence (1997) 

2.2 CONCEPT OF WORK MOTIVATION AND 

EMPLOYEES’ COMMITMENT 

2.2.1 Concepts and roles of Work motivation 

2.2.1.1 Concepts 

Work motivation is defined as employees' desire and willingness 

to increase efforts towards the achievement of organizational goals, 

which includes desire, consistency, and persistence in the work process 

(Steers & Porter, 1983). According to Van Niekerk (1987), workplace 

motivation is caused by the working environment and conditions that 

influence workers to perform certain activities according to their will. 

Work motivation is defined by Pinder (1998) as a set of internal and 

external forces that help in the initiation of work-related behaviors. 

Pintrich (2003) argues that motivation is an internal process that 

motivates, directs and maintains action continuously. According to 

Herzberg (1959) in the work "The motivation to work", work motivation 

is the desire and voluntariness of employees to increase efforts towards 

achieving organizational goals and positions, etc. 

2.2.1.2 The roles of work motivation 

Work motivation plays an important role in increasing labor 

productivity when other input conditions are constant. Motivation in work is 

regarded as an invisible force that motivates employees to work harder. 
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2.2.2 The concepts of organizational commitment 

2.1.2.1 Concepts of organizational commitment 

Porter and Smith (1970) defined organizational commitment as the 

relative strength of an individual's identification and involvement in a 

specific organization. Mowday et al. defined organizational commitment as 

a strong belief, acceptance of the goals, values of the organization, a 

willingness to promote, efforts towards the organization as well as the desire 

to maintain organizational membership (Mowday et al., 1982). According to 

Mowday et al., commitment to the organization is the relative strength of the 

employee's identification with the organization and the employee's active 

participation in a certain organization (Mowday et al., 1979). 

2.1.2.2 The roles of commitment to the organization 

Mowday et al. (1982) affirmed that commitment is associated with 

loyalty and also provided three components of attachment, including 

identification with the organization's goals and values, and the desire of 

becoming a member in an organization, and the willingness to work for 

the organization. Meyer and Allen (1997) claim that organizational 

commitment is to stay with the organization, participate in regular work, 

work hard every day, protect the organization's assets, and believe in the 

goals of the organization. 

2.3 BUILDING HYPOTHESIS 

(1) H1: Job characteristics have a positive impact on employee's 

motivation to work with the bank. (2) H2: Training - Promotion has a 

positive impact on employee's motivation to work with the bank. (3) H3: 

Salary has a positive impact on employee's motivation to work with the 

bank. (4) H4: Benefits have a positive impact on employee's motivation to 

work with the bank. (5) H5: The superior has a positive impact on the 

employee's motivation to work with the bank. (6) H6: Colleagues have a 

positive impact on employee's motivation to work with the bank. (7) H7: 

Performance evaluation has a positive impact on employee's motivation to 

work with the bank. (8) H8: Labor policy factors have a positive impact on 

employee's motivation to work with the bank. (9) H9: Working conditions 

have a positive impact on employee's motivation to work with the bank. 

(10) H10: Work pressure has the opposite effect on employee's motivation 
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to work with the bank. (11) H11: Operational risk has opposite effect on 

employee's motivation to work with the bank. (12) H12: Work motivation 

has a positive impact on employee commitment to the bank. 

2.4 RESEARCH MODEL 

2.4.1 Background theory used in the thesis 

2.4.1.1 Maslow's hierarchy of needs (1943) 

2.4.1.2 Herzberg's two-factor theory (1959) 

2.4.1.3 Theory of organizational commitment by Meyer and Allen 

(1991). 

2.4.2 Research proposal model of the thesis 
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CHAPTER 3 

RESEARCH DESIGN 

3.1 RESEARCH PROCESS 

There are 4 steps in the research. Step 1: Defining research 

objectives, research objectives, document review, research models, 

questionnaires, expert discussions, survey questionnaires. Step 2: 

Conducting preliminary quantitative research. Step 3: Formal research: 

Assessing the reliability of the scale, confirmatory factor analysis. 

3.2 QUALITY RESEARCH FOR CONSTRUCTION OF THE 

MEASUREMENT 

3.2.1 Initial qualitative research objectives 

Number Scale name Scale origin 

1 Job characteristics 
Inheritance: Herzberg (1959), Tan and Waheed 

(2011), Nguyen Thuy Dung (2015). 

2 
Training – 

Promotion 

Successors: Herzberg (1959), Kovach (1987), 

Tan and Waheed (2011), Bui Thi Minh Thu and 

Le Nguyen Doan Khoi (2014). 

3 Salary 

Inheritance: Herzberg (1959), Kovach (1987), 

Tan and Waheed (2011), Bui Thi Minh Thu and 

Le Nguyen Doan Khoi (2014). 

4 Welfare 

Inheritance: Herzberg (1959), Kovach (1987), 

Tan and Waheed (2011), Marko Kukania 

(2012), Bui Thi Minh Thu and Le Nguyen 

Doan Khoi (2014). 

5 Superiors 
Inheritance: Herzberg (1959), Kovach (1987), 

Tan and Waheed (2011). 

6 Colleagues 
Inheritance: Herzberg (1959), Kovach (1987), 

Tan and Waheed (2011). 

7 
Performance 

assessment 

Successors: Herzberg (1959), Kovach (1987), Tan 

and Waheed (2011), Pham The Anh and Nguyen 

Thi Hong Dao (2013), Nguyen Thuy Dung (2015). 

8 Labor policies 
Inheritance: Herzberg (1959), Tan and Waheed 

(2011). 

9 
Working 

conditions 

Inheritance: Herzberg (1959), Kovach (1987), 

Tan and Waheed (2011), Bui Thi Minh Thu and 

Le Nguyen Doan Khoi (2014), Yen-Cheng 

Chen, Hsin-I Chen (2016). 

10 Work pressure 

Inheritance: Schieman and Young (2010); 

Voydanoff (2007); Wharton and Blair-Loy (2006); 

Carayon & Zijlstra, (1999); Harma (2006); Karasek 

et al (1998); Galinsky, Kim, & Bond, (2001); 
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Number Scale name Scale origin 

Kristensen et al (2004); Hackman and Oldam 

(1980) 

11 Operational risks 
The author proposes to supplement through expert 

discussion 

12 
Motivation to 

work 
Inheritance: Steers and Porter Succession (1983) 

13 
Emotional 

Commitment 

 

Meyer and Allen (1991) 
14 

Computational 

Commitment 

15 
Standard 

commitment 

(Source: Author's compilation from research papers) 

3.2.2 Initial qualitative research methods 

3.2.2.1 Inheritance subjects: in-depth interviews. 

Interviewees include the Board of Directors and Heads/Deputy 

Heads of Agribank Tra Vinh Branch. 

3.2.2.2 Initial qualitative research results 

Through two times of consulting experts, from scale 15 with 79 

observed variables, 33 observed variables are suggested to be adjusted, 

02 observed variables to be removed, and 09 observed variables to be 

added to, which are appropriate to the banking industry. After two times 

of consulting experts, the author has edited and supplemented the 

complete set of scales to conduct the survey. 

3.3 PRELIMINARY QUANTITATIVE STUDY TO VERIFY 

THE VALUES 

3.3.1 Preliminary quantitative research objective 

The goal of preliminary quantitative research is to test the scale's 

reliability and eliminate inappropriate scales. 

3.3.2 Preliminary quantitative research methods 

Data collection method: To conduct the preliminary quantitative 

research, the author conducted a survey with a sample size of 110 

observations (110 questionnaires) at 10 Type- II branches of the Bank for 

Agriculture and Rural Development of Viet Nam – a branch of Tra Vinh 

province (2018). 
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Methods of data analysis: The author used Cronbach's Alpha 

reliability coefficient and exploratory factor analysis EFA to eliminate 

inappropriate variables from 103 questionnaires. 

3.3.3 Findings on preliminary research 

From the author's research results on the theoretical basis, model 

building, and preliminary investigation of 103 employees at Agribank - 

Tra Vinh province branch and after preliminary checking the reliability 

of the scale, several unqualified observation variables were removed. The 

author determined to use the scale that is expressed and re-coded for 

official research, including 11 independent factors, 04 dependent factors 

with 83 observed variables. 

3.4 FORMAL QUANTITATIVE RESEARCH PROCESS DESIGN 

3.4.1 Research sample design 

3.4.1.1 Sampling method: The author selected the sampling 

according to Hair et al (1998). The minimum observed sample size N is 

greater than (>) 5*x (x: is the total number of observed variables). The 

author will have to survey at least 415 observations (83 observations are 

equivalent to N= 5 * 83 = 415 observations.). 

3.4.1.2 Sampling structure and data collection process 

Data collection method: The author conducted a survey of 600 

employees at 05 branches of Agribank in the Mekong Delta, including 

Can Tho (100), Tra Vinh (120), Ben Tre (120), Vinh Long (120) and 

Tien Giang (140). 547 collected questionnaire were appropriate and valid 

for analysis. The convenient non-probability survey method was used. 

Methods of data analysis: The author employed Cronbach's Alpha 

reliability analysis, exploratory factor analysis EFA, and confirmatory 

factor analysis CFA to test the thesis' theoretical model using the SEM 

linear structure model. 

3.4.2 Testing the thesis's proposed theoretical model 

3.4.2.1 Check the reliability of the scale by Cronbach's Alpha. 

Reliability 

3.4.2.2 Testing the scale by discovery factor EFA 

3.4.2.3 Testing the scale by confirmatory factor analysis CFA 

3.4.2.4 Linear structural model SEM 
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CHAPTER 4 

RESEARCH RESULTS AND DISCUSSION 

4.1. THE OVERVIEW OF THE AGRIBANK IN THE 

MEKONG DELTA 

By 2020, Agribank's network in the Mekong Delta had 17 Type -I 

branches under the head office, an increase of 02 branches from 2018. 

Over the last three years, the number of employees has steadily increased 

and decreased. There were 5,113 employees in 2018 and 5,215 

employees in 2019, an increase of 102 employees compared to 2018 with 

an increase of 2%. In 2020, there were 5,149 employees, a decrease of 66 

employees compared to 2019, with a decrease of 1.28 percent. 

4.2 FORMAL STUDY SAMPLE DESIGN 

The author conducted a survey of 600 questionnaires in 05 Agribank 

branches in 05 provinces, of which 100 questionnaires were delivered in 

Can Tho, 120 in Tra Vinh, 120 in Ben Tre, 120 in Vinh Long, and 140 in 

Tien Giang. 553 questionnaires were collected, of which 547 

questionnaires were satisfactory for analysis, and 06 mainly incomplete. 

4.3 THE RESULTS OF TEST RELIABILITY - 

CRONBACH'S ALPHA 

- Job characteristics scale: The coefficient of Cronbach's Alpha 

after eliminating variables DDCV2, DDCV3, DDCV7 is smaller than (<) 

0.5, and the second Cronbach'Alpha coefficient is (=) 0.900 > 0.6 and all 

observed variables have similar coefficients. The total correlation is 

greater than (>) 0.5, so the scale meets the necessary reliability. 

- Training - Promotion scale: Cronbach's Alpha coefficient after 

eliminating variables DT1, DT4 is smaller than (<) 0.5 when analyzing 

for the first time and the second Cronbach's Alpha coefficient is (=) 

0.893 > 0.6 and all observed variables are equal, which has a total 

variable correlation coefficient > 0.5, so the scale meets the necessary 

reliability. 

- Salary scale: Cronbach's Alpha coefficient after eliminating 

variables TL1, TL3 is smaller than (<) 0.5 when analyzing for the first 

time, and the second Cronbach's Alpha coefficient is (=) 0.821 > 0.6 and 

all observed variables have coefficients. The total variable correlation is 

greater than (>) 0.5, so the scale meets the necessary reliability. 
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- Welfare scale: Cronbach's Alpha coefficient after removing the 

variable PL2 is smaller than (<) 0.5 for the first analysis, and the second 

Cronbach's Alpha coefficient is (=) 0.898 > 0.6 and all observed 

variables have correlation coefficients with total variable greater than (>) 

0.5, so the scale meets the necessary reliability. 

- Superior scale: Cronbach's Alpha coefficient after removing 

variable CT4 is smaller (<) 0.5 when analyzing for the first time, and the 

second Cronbach's Alpha coefficient is (=) 0.888 > 0.6 and all observed 

variables have correlation coefficients with total variable greater than (>) 

0.5, so the scale meets the necessary reliability. 

- Colleagues scale: Cronbach's Alpha coefficient after excluding 

variables DN2, DN4 is smaller than (<) 0.5 when analyzing for the first 

time, and the coefficient of Cronbach's Alpha for the second time is (=) 

0.909 > 0.6 and all observed variables have coefficients. The total 

variable correlation is greater than (>) 0.5, so the scale meets the 

necessary reliability. 

- Performance evaluation scale: The coefficient of Cronbach's 

Alpha after removing the variable DG5 is smaller than (<) 0.5 for the 

first analysis, and the second Cronbach's Alpha coefficient is (=) 0.894 > 

0.6 and all observed variables have similar coefficients. The total 

correlation is greater than (>) 0.5, so the scale meets the necessary 

reliability. 

- Labor policy scale: The coefficient of Cronbach's Alpha after 

eliminating the variable CS1 is smaller than (<) 0.5 when analyzing the 

first time, and the second Cronbach'Alpha coefficient is (=) 0.848 > 0.6 

and the observed variables all have similar coefficients. The total 

correlation is greater than (>) 0.5, so the scale meets the necessary 

reliability. 

- Work conditions scale: Cronbach'Alpha coefficient is 0.889, 

which is greater than (>) 0.6 and observed variables are all greater than 

(>) 0.5, so the scale meets the necessary reliability. 

- Work pressure scale: Cronbach's Alpha coefficient after 

eliminating variables AL1, AL2 is smaller than (<) 0.5 when analyzing 

for the first time, and the second Cronbach's Alpha coefficient is (=) 
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0.913, which is greater than (>) 0.6 and all observed variables are greater 

than (>) 0.5, so the scale meets the required reliability. 

- Operational Risk scale: The coefficient of Cronbach's Alpha after 

removing the variable RR6 for the first time (RR6 = 0.908) is greater 

than (>) Cronbach's Alpha total (0.902) for the first analysis, and the 

second Cronbach's Alpha coefficient is (=) 0.908, greater than (>) 0.6. 

Also, all observed variables have a total correlation coefficient, which is 

greater than (>) 0.5, so the scale meets the necessary reliability. 

- Work motivation scale: Cronbach's Alpha coefficient after 

eliminating variables DL1, DL 2, DL7 is smaller than (<) 0.5, and the 

second Cronbach's Alpha coefficient is (=) 0.837, which is greater than (>) 

0.6 and all observed variables have similar coefficients. The total correlation 

is greater than (>) 0.5, so the scale meets the necessary reliability. 

- The Emotional commitment scale: The coefficient of Cronbach's 

Alpha after eliminating variables GBCX1, GBCX2 is smaller than (<) 

0.5, and the coefficient of Cronbach's Alpha for the second time is (=) 

0.876, which is greater (>) 0.6 and all observed variables have total 

correlation coefficients, which are greater than (>) 0.5, so the scale meets 

the necessary reliability. 

- The Computational commitment scale: the coefficient of 

Cronbach's Alpha after eliminating variables GBTT1, GBTT2 is smaller 

than (<) 0.5, and the second Cronbach's Alpha coefficient is (=) 0.903 > 

0.6. Also, all observed variables have total variable correlation 

coefficients which are greater than (>) 0.5, so the scale meets the 

necessary reliability. 

- The Standard commitment scale: The coefficient of Cronbach's 

Alpha after eliminating variables GBCM3, GBCM4 is smaller than (<) 

0.5, and the second Cronbach's Alpha coefficient is (=) 0.862, greater 

than (>) 0.6. Also, all observed variables have total correlation 

coefficients which are greater than (>) 0.5, so the scale meets the 

necessary reliability. 

4.4 VERIFICATION OF THE SIZE BY EFA 

EXPLORATORY FACTOR ANALYSIS 

When all common variables are analyzed, the KMO index reaches 

0.855, which is greater than (>) 0.5 and the Sig level test value reaches 0%, 

indicating that the conditions for the exploratory factor analysis model are 

met. The total extracted variance is (=) 69.297 percent (> 50%), which is 
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satisfactory and can be analyzed for further research. A factor that meets 

the criteria of Eigen-value = 1.042 (> 1) is statistically significant. As a 

result of the aforementioned indicators, it is possible to conclude that the 

factor analysis model has complete practical significance and a high 

explanatory capacity for reality. These are (1) Job characteristics, (2) 

Training – Promotion, (3) Salary, (4) welfare, (5) Superiors, (6) 

Colleagues, (7) Performance evaluation, (8) Labor policy, (9) Working 

conditions, (10) Work pressure, (11) Operational risks, (12) Motivation to 

work, (13) Emotional commitment, (14) On-going commitment, and (15) 

Standard commitment. 

4.5 VERIFICATION OF THE SCALE BY CF 

The results of the CFA analysis of the Work motivation scale in 

Figure 4.1 show that the model fits the market data: Chi-square = 

3412.619; degrees of freedom df = 1486 (P = 0.000 < 0.005), Chi-

square/df = 2.297 < 3; IFI = 0.943, TLI = 0.936, CFI = 0.943 > 0.90; 

RMSEA = 0.049 < 0.08. 

 
Figure 4.1. CFA results of critical model scales (normalized) 

(Source: Official research data of 547 employees in the Agribank system 

in the Mekong Delta, 2019) 
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4.6 VERIFICATION OF THEORETICAL MODEL AND 

RESEARCH HYPOTHESIS BY SEM STRUCTURE MODEL 

4.6.1 Formal theoretical model testing 

The SEM structure analysis results show that the theoretical 

model (Figure 4.2) is quite consistent with the market data, as 

evidenced by the indexes with 1,520 degrees of freedom and a Chi-

square statistical value of 3,457,282 (P = 0.000). However, when 

adjusted for degrees of freedom, Chi-square/df = 2.3353, indicates that 

the model has a good fit with market data. Furthermore, the other 

criteria for assessing the degree of edema are satisfactory, including IFI 

= 0.940, TLI = 0.934, CFI = 0.939, and RESEA = 0.049 (< 0.08). 

 

Chi-square = 3,457,282; df = 1,519; p = 0,000 Chi-square/df =2,335; IFI 

= 0,940;  

TLI = 0,934; CFI = 0,939 RESEA = 0,049 

Figure 4.2. SEM results of theoretical model (normalized) 

(Source: Official research data of 547 employees in the author's 

Agribank system in the Mekong Delta, 2019) 
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Table 4.1. Results of testing the correlation between the normalized factors 

Correlation 
Estima

tes 
S.E. C.R. P 

Motivation <--- Job characteristics 0.800 0.027 2.988 0.003 

Motivation <--- Training – Promotion 0.269 0.034 7.958 0.003 

Motivation <--- Salary 0.053 0.025 2.129 0.033 

Motivation <--- Welfare 0.053 0.025 2.085 0.037 

Motivation <--- Superiors 0.121 0.027 4.472 0.001 

Motivation <--- Colleagues  0.055 0.028 1.984 0.047 

Motivation <--- Performance 

assessment 
0.087 0.037 2.395 0.017 

Motivation <--- Labor policy 0.044 0.022 2.024 0.043 

Motivation <--- Working conditions 0.055 0.020 2.696 0.007 

Motivation <--- Work pressure -0.043 0.018 -2.352 0.019 

Motivation <--- Operational risk -0.086 0.029 -3.004 0.003 

Attachment <--- Work motivation  0.137 0.050 2.726 0.006 

(Source: Official research data of 547 employees in the Agribank system 

in the Mekong Delta, 2019) 

4.6.2 Testing the estimation of the theoretical model by Boostrap 

The results of the analysis show that the bias (Bias) and standard 

error of bias (SE-Bias) with the optimal estimate used in the test study 

appear but are not too large (most of the absolute values CR are smaller 

than (<) 2).  Therefore, it demonstrates that the study's estimated results 

are reliable. In other words, the first 1,000 observations are averaged, and 

this value tends to be close to the population estimation, resulting in a 

small and stable bias and standard deviation. As a result, it can be 

concluded that the model's estimates can be reliably tested for the 

theoretical model. 

4.6.3 Discussions of the research findings 

Following the above analysis, the proposed hypotheses are 

accepted. These are (1) H1 Job characteristics have a positive impact on 

employee motivation to work with the bank; (2) H2 Training - Promotion 

has a positive impact on employee motivation to work with the bank; (3) 

H3 Salary has a positive impact on employee motivation to work with the 

bank; (4) H4 Benefits has a positive impact on employee motivation to 
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work with the bank; (5) H5 The superior has a positive impact on the 

employee's motivation to work with the bank; (6) H6 Colleagues have a 

positive impact on employee's motivation to work with the bank; (7) H7 

Performance evaluation has a positive impact on employee's motivation 

to work with the bank; (8) H8 Labor policy has a positive impact on 

employee's motivation to work with the bank; (9) H9 Working 

environment conditions have a positive impact on employee's motivation 

to work with the bank; (10) H10 Work pressure has the opposite effect 

on employee's motivation to work with the bank; (11) H11 Operational 

risk has a opposite effect on employees' motivation to work with the 

bank; (12) H12 Work motivation has a positive impact on employees’ 

commitment to the bank. 
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CHAPTER 5 

CONCLUSIONS AND MANAGEMENT IMPLICATIONS 

5.1 GENERAL CONCLUSION 

To test the above theories within Viet Nam context, particularly in 

the Vietnamese commercial banking system, the author chose to study 

and test the theoretical framework of previous researchers. The research 

models of Work motivation and employees’ commitment to the 

organization that domestic and foreign researchers have studied 

correspond to current conditions in Viet Nam. Therefore, the author 

chose the research topic "A study on factors influencing work motivation 

and employees’ commitment to the bank: The case of the Bank for 

Agriculture and Rural Development of Viet Nam in the Mekong Delta." 

The results show that there are 11 independent factors affecting the 

employees’ motivation to work with the bank, and at the same time, the 

working motivation affects the employees’ commitment to the bank. 

5.2 IMPLICATIONS AND RECOMMENDATIONS FOR 

AGRIBANK 

First, for job characteristics, administrators need to arrange jobs 

to right people with right professional capacity. Bank managers should 

check and adjust accordingly, give employees the incentive and let 

them perform the task actively so that they could complete work better 

and also have better initiatives for improvement. Employees should be 

encouraged to be creative at work and to coordinate many skills in order 

to increase labor productivity. Depending on the job position, such as 

credit sector, tellers need to have soft skills in order to best communicate 

with customers, convince them to use the bank services, and 

ensure credit growth with respect to credit quality. 

Second, for Training – Promotion, there should be 

implementing policies to encourage self-study with the bank's budget and 

perfecting policies for promotion for excellent employees. Also, to improve 

professional qualifications, the bank employees are required to increase their 

diligence in studying and researching for the effectiveness of their work. 

Third, for Salary, bank leaders should give credit officers 

preferential treatment, such as adding a salary coefficient called "risk 

salary" to each position's salary in order to create a more 
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exciting mentality compared to other employees. Salary should 

correspond to the working position and effectiveness worth of 

employees’ work, and reasonable allowances. Also, bank employees 

should perform to the best of their abilities, promote their own 

capabilities, always have the sense for the common good and increase 

labor productivity to generate high revenue. 

Fourth, for Welfare, bank leaders should have good welfare 

policies so that employees see the interest of the bank managers and 

consider the bank to be their second home and have more attachment to 

the bank. The welfare fund should be effectively used to reward and 

motivate credit officers and employees who have made outstanding and 

groundbreaking achievements. For employees, in order to fully get the 

benefits of the bank, they must work on time and are not allowed to use 

their working time for individual and family work. 

Fifth, for superiors, managers should pay more attention to 

leadership, motivate and encourage employees when they accomplish the 

work or when they do not work well. Also, managers should have fair 

reward and punishment, and transparency in work. In addition, bank 

managers should always listen to employees' proposal, trust them, and 

discuss ideas with them before making decision. For employees, they 

should respect leaders, regularly exchange ideas at work, give good ideas 

about work, and always strive to complete the tasks or duties. 

Sixth, for Colleagues, bank leaders should focus on creating a 

friendly and united working environment so that employees can work 

better together. Also, leaders should address problems in appropriate and 

satisfactory manner so that employees are satisfied and willing to stay with 

the bank for a long time. For employees, each employee always has a 

sociable attitude with his/her colleagues. Employees should be close, 

attached, and united with each other, help one another in work, and always 

exchange and learn from each other in order to make progress together. 

Seventh, for Performance Evaluation, bank administrators should 

always evaluate performance accurately and in a timely manner. The 

bank's evaluation criteria should be reasonable and clear and the leader 

should always evaluate employees’ performance in fair way. The basis 

for salary, reward, and promotion opportunities is performance appraisal. 
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Employees should stick to the assigned goals and plans in order to 

complete the tasks successfully. 

Eighth, for Labor Policy, managers should implement the bank's 

reward policy among employees fairly and satisfactorily. Also, there 

should be a policy to support employees for periodic medical 

examination and treatment as well as to partially support their treatment 

costs for critical illnesses. Employees are required to complete all 

assigned tasks thoroughly, fight for their legal rights, present their 

thoughts and aspirations to the leader in order for the leader to 

understand them. Furthermore, employees should strive to work better 

after the leader gave employees time off for illness or paid a visit to them 

Ninth, for working environment conditions, there should be 

reasonable working space for employees and employees are fully equipped 

with necessary equipment for them to work and their workplace is always 

safe and comfortable. Also, the bank's working time should be appropriate. 

For employees, they should take advantage of the bank's working 

conditions and environment to promote labor capacity, particularly 

working through computer, technology and scientific software technology. 

Employees are always encouraged to learn the most advanced techniques 

in order to apply them in the most possible practical work. 

Tenth, for work pressure, bank leaders should avoid assigning 

targets that are too large compared to employees' capacity, creating a 

state of anxiety to learners about not completing the target. For 

employees, they should negotiate with leaders before accepting work 

assignments, allocate reasonable and scientific time for each type of 

work, and complete the work that needs to be done first on time. 

Eleventh, for Operational Risk, leaders of Agribank branches 

should develop an operational risk management process for their 

employees, which will assist all employees in memorizing and having the 

best solutions for their employees. Furthermore, when working in any 

position, the first thing that employees should do is to follow the 

professional process that the bank has established. Employees should 

always study the regulations and documents of the banking system 

carefully in order to have adequate operational knowledge, to analyze, 

identify, and evaluate the correct operations, and to minimize the number 

of professional mistakes. 
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Twelfth, for employee motivation, there are a number of things that 

bank managers should do for their employees. (1) In terms of feelings, 

managers should make the employees have a kind of feeling that they 

belong to this bank. (2) In terms of financial issue for employees, bank 

managers should prove that employees will encounter difficulties in life if 

they leave the bank. (3) In terms of ethical issues, employees should be 

given a feeling of obligation to maintain employment with the current bank 

and they will feel guilty if they leave the bank now. Also, employees 

should be given a kind of feeling that they owe their bank a great deal. For 

employees, they should always make great efforts to best complete their 

work in accordance with the bank's objectives. 

5.3 CONTRIBUTIONS OF THESIS 

5.3.1 Theoretical contribution 

First, the research findings support the theory of Work Motivation 

and Employee Attachment, which is still relevant in the context of Viet 

Nam, particularly in the banking sector. Second, the hypotheses were 

accepted in this study, which examined the factors influencing work 

motivation and employee attachment to the organization, and the results. 

The above results demonstrate that when employees have the motivation to 

work at that organization, they have a long-term commitment to that 

organization, adding to the behavioral theory of the Motivation theoretical 

model. Third, the study discovered two factors: working pressure and 

operational risk, both of which have opposing effects on Work motivation 

in the research model of Work motivation and employee attachment to the 

banking sector. This research result also adds to the theoretical model of 

the scale of work pressure and operational risk, particularly in the 

commercial banking industry of Vietnam. 

5.3.2 Practical contributions 

Firstly, the research has found out the factors influencing work 

motivation and employee commitment to the bank, providing bank 

managers with a theoretical framework to research and finding solutions 

to increase employee motivation as well as employee long-term 

commitment to the bank. Secondly, according to the research findings, 

the most influential factors among the above 11 ones are the Performance 

achievement factor, followed by Labor policy, superiors, work pressure, 

working conditions, Welfare, salary, colleagues, operational risk, training 
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– promotion, and Work motivation respectively, which has an impact on 

the attachment. From these factors, bank managers will have a 

foundation for prioritizing which of the 11 factors to use to create work 

motivation and long-term commitment among employees. 

5.3.3 The innovation of the research 

First, the author creates something new: The determinant work 

motivation is an intermediate variable, while commitment to the 

organization is the dependent variable (research results) of the thesis in 

the author's research model. Second, the study's findings reveal two new 

factors, work pressure and operational risk, which influence employees' 

motivation to work for the bank. Third, the author conducts research and 

concludes that there is a relationship between work motivation and 

employee attachment to the bank. 

5.4 LIMITATIONS OF THE TOPIC 

(1) The scope of the study was focused on the Mekong Delta Region 

and there are still other regions such as provinces in the Central and 

Northern areas. (2) Service is a broad industry and the research has not 

been conducted in each service industry to obtain more judgments about 

how the factors affect the three closely related factors in each industry. 

This study did not go in depth enough to be recommended to 

each industry. (3) There has been no research on the differences in work 

motivation among kinds of ages, men and women, employees and leaders. 

5.5. RECOMMENDATIONS OF THE RESEARCH 

(1) The scope of research should be conducted in a broader 

geographical area such as in small and medium-sized enterprises in the 

service industry in the central and northern regions...: (2) It is possible to 

study in depth the factors affecting the service industry and the motivation 

to work in a specific industry, including insurance, health care, education, 

etc. to see if there are any differences. (3) It is possible to conduct a study 

on different banking staff to test for differences. (4) There can be studies 

on the difference between men and women and each age group in the 

banking industry in terms of work motivation and commitment.
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