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Abstract
This study was conducted to identify and measure the extent to which workplace factors influence employee work
motivation at Vietnam Prosperity Joint Stock Commercial Bank, An Giang Branch (VPBank An Giang). Building
upon foundational theories in organizational behavior and work motivation, and referencing previously validated
empirical models, the author proposed a research framework comprising seven factors: (1) job characteristics, (2)
salary and benefits, (3) working conditions, (4) training and promaotion, (5) leadership relationship, (6) coworker
relationships, and (7) performance evaluation. Data were collected from 380 VPBank An Giang employees using a
structured questionnaire. The quantitative analysis results indicate that all seven factors have positive and
statistically significant effects on employee work motivation. Among these, coworker relationships emerge as the
most influential determinant. Based on these findings, the study proposes several managerial implications aimed at
enhancing employee motivation, thereby contributing to improved organizational performance.
Keywords: work motivation, workplace factors, VPBank An Giang, commercial bank branch, employee motivation.
CAC NHAN TO QUYET PINH PONG LUC LAM VIEC CUA NHAN VIEN
TRONG NGANH NGAN HANG: NGHIEN CUU PINH LUQNG TAI NGAN HANG
THUONG MAI CO PHAN VIET NAM THINH VUQNG — CHI NHANH AN GIANG
Tom tit

Nghién cizu nay duwoc thuc hién nham xdc dinh va do heong mike dg danh hirong cuia CAC Yéu té méi truwong 1am viée dén
aong lyc 1am viéc cia nhan vién tai Negdn hang Thirong mai Cé phan Viét Nam Think Vieong Chi nhanh An Giang
(VPBank An Giang). Dya trén céc Iy thuyét nén tang vé hanh vi té chire va dgng luc 1am viéc, dong thoi tham khao céc
mo hinh thuc nghiém da duoc kiém dinh truée do, tac gia de xuat mét khung nghién cuu gom bay yéuto: (1) déc diém
cong viee, (2) tien lwong va phiic loi, (3) diéu kién lam viée, (4) dao tao va thang tién, (5) mai quan hé véi lanh dao,
(6) méi quan hé véi dong nghiép va (7) danh gid hi¢u qua cdng viéc. Dir liéu dwoc thu thap tir 380 nhan vién VPBank
An Giang théng qua bang hoi c6 cdu trac. Két qud phdan tich dinh leong cho thay ca bay yéu té déu c6 tic dong tich
Cue va c6 y nghia thong ké dén dong luc 1am Viéc ciia nhén vién. Trong d6, moi quan hé véi dong nghlep la yéu to co
Mirc d¢ anh hirong manh nhdt. Trén co sé cac két qua ndy, nghién cizu d@é xuat mét s6 ham y quan tri nham nang cao
aong luec 1am viéc ciia nhan vién, qua dé gép phan cai thién hi¢u qua hoar dong cua t6 chuc.
T khoa: chi nhanh ngédn hang thiong mai, Cac yéu té tai noi lam viéc, déng lyc 1am viéc cia nhan vién, VPBank
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1. Introduction

In the modern economy, joint stock commercial
banks (JSCBs) play a vital role and have become an
integral part of nearly all socio-economic activities.
According to Rose (1996), banks are financial institutions
that offer the most diverse range of services particularly
credit, savings, and payment services while performing
more financial functions than any other type of business
entity in the economy. In the Vietnamese context, Nguyen
Thi Nhu Quynh (2020) emphasizes that commercial
banks not only serve as financial intermediaries but also
play a crucial role in assisting the government in
macroeconomic  regulation, maintaining inflation
stability, and improving living standards ultimately
enhancing the nation's competitiveness. In alignment with
this perspective, Le Hoang Thuya (2021) notes that banks
are also drivers of social progress and serve as bridges
linking capital supply and demand in a market economy.

In every organization and particularly in the
banking sector human resources are considered a core
determinant of operational effectiveness. Even with
similar scales and workforce sizes, performance among
banks can vary significantly, largely due to differences
in human factors. Hence, examining the factors
influencing employee work motivation has become an
essential endeavor. Scholars such as Zhou et al. (2011)
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argue that financial policies alone are not the most
effective motivators. Springer et al. (2011) highlight the
importance of psychological factors such as recognition
and a supportive work environment, while Humphreys
(2007) and Yang (2011) emphasize the influence of
cultural and societal contexts in different countries.

In the era of Industry 4.0, employee capabilities and
work performance have garnered increasing attention.
Farhaan (2009) suggests that when employees are
properly motivated, their productivity can reach 80-90%,
while turnover rates decline. Kovach (1995) also contends
that for motivation to be effective, managers must
correctly identify influencing factors such as
compensation, benefits, training and advancement
opportunities, work environment, and interpersonal
relationships. This is particularly critical in today's
landscape, where employee attrition commonly referred
to as brain drain is prevalent among JSCBs.

According to Tran Quang (2024), the number of
Generation Z employees (under age 30) resigning from
JSCBs is on the rise, despite relatively stable income levels.
This trend is mirrored in ESG reports from three major
Korean financial groups (KB, Shinhan, Hana), which reveal
that the turnover rate among younger employees increased
eightfold from 2020 to 2024. Such findings underscore the
growing challenge of retaining young talent.



In Vietnam, although several studies have explored
work motivation in the banking sector, most have focused
on Big4 banks or other industries (Le Hoang Anh &
Nguyen Thi My Tien, 2023; Le Hoang Thuya, 2021; Tran
Thi Diem Thuy & Nguyen Thi Phuong, 2021; Tran Thi
Yen Phuong et al., 2022). Thus, this study on factors
affecting employee work motivation at VVPBank An
Giang seeks to address this theoretical and practical gap
by proposing solutions to enhance motivation and foster
long term employee commitment.

2. Theoretical framework
2.1. Concept of work motivation

Work motivation is understood as an internal
psychological state that drives individuals to exert
effort, persist, and voluntarily engage in work to
achieve both personal and organizational goals.
According to Herzberg (1959) and Vroom (1964),
motivation originates from an individual's desire and
expectation to attain certain outcomes through personal
effort. This perspective has been further expanded by
scholars such as Lawler and Suttle (1973), Deci (1971),
Steers et al. (1983), and Pinder (1998), who emphasize
that work motivation not only reflects initiative and
persistence in work-related behavior but is also
influenced by internal factors (e.g., needs, personal
values) and external factors (e.g., working conditions,
organizational support).

From a managerial perspective, Robbins (2012)
argues that work motivation depends on the extent to
which individual needs are satisfied through work;
when such needs are met, employees are more likely to
work proactively and remain committed to the
organization. Therefore, work motivation plays a
critical role in maintaining employee performance and
strengthening organizational commitment. Enhancing
motivation not only improves job performance but also
contributes to reducing turnover, thereby promoting
organizational stability and sustainable development.
2.2. The role of work motivation

Work motivation plays a pivotal role in enhancing
employee productivity and organizational
performance. When employees are motivated, they
tend to work with greater enthusiasm, initiative, and
commitment,  contributing  positively to  the
organization’s long-term development. Motivation
serves as an invisible driving force that directs
individual energy toward achieving established goals,
thereby improving overall efficiency.

Although motivation is not the sole determinant
of work performance since factors such as professional
competence, skills, working conditions, and
technology also play a role it remains a powerful factor
influencing job effectiveness and employee retention.
According to Ifinedo (2004), motivation is reflected
through employees’ diligence, sense of responsibility,
and dedication in fulfilling tasks and striving toward
shared objectives. Maintaining and enhancing
motivation not only improves individual job outcomes
but also strengthens organizational competitiveness
and adaptability in a dynamic business environment.

2.3. Theoretical foundations of employee work
motivation in organizations
2.3.1. Maslow’s Hierarchy of Needs Theory (1943)

Maslow’s Hierarchy of Needs Theory (1943)
categorizes human needs into five ascending levels. (1)
Physiological needs include essential requirements such
as food, water, rest, and breathing. (2) Safety needs refer
to the desire for stability, personal security, financial
protection, and health. (3) Social needs encompass
belongingness, friendship, and the feeling of being part of
a group. (4) Esteem needs represent the desire for
recognition, appreciation, and a sense of personal worth.
(5) Self actualization needs involve the pursuit of personal
growth and the full realization of one’s potential.

Maslow argued that lower-level needs must be
sufficiently satisfied before individuals are motivated to
pursue higher-level-ones. This theory holds significant
implications for human resource management, as
designing appropriate incentive systems and work
environments that align with employees’ need levels can
effectively foster motivation. Maslow’s framework
provides an essential theoretical basis for understanding
employee behavior and identifying factors that drive
organizational commitment.

2.3.2. Herzberg’s Two-Factor Theory (1959)

Herzberg’s Two-Factor Theory (1959) posits that
job satisfaction and dissatisfaction are influenced by
two distinct sets of factors: motivators and hygiene
factors. Motivators include achievement, recognition,
responsibility, advancement opportunities, the nature
of the job, and personal growth. When these are
fulfilled, they lead to satisfaction and enhanced work
motivation. In contrast, hygiene factors such as salary,
company policies, working conditions, relationships
with supervisors and coworkers, and job security serve
primarily to prevent dissatisfaction but do not
necessarily motivate employees if applied alone.

This theory underscores the importance for
managers to go beyond merely improving working
conditions. To truly foster motivation, jobs must be
enriched to be meaningful, challenging, and capable of
acknowledging employee accomplishments.

2.3.3. Vroom’s Expectancy Theory (1964)

Vroom’s Expectancy Theory (1964) suggests that
an individual’s motivation is determined by their belief
that effort will lead to good performance and that this
performance will result in desirable rewards. The
theory is structured around three key relationships: (1)
Effort Performance Relationship employees believe
that increased effort leads to improved performance;
(2) Performance Reward Relationship achieving
performance targets results in corresponding rewards
from the organization; (3) Reward Personal Goal
Relationship the reward must align with individual
goals or needs to effectively motivate behavior.

The theory emphasizes the role of individual
perception and expectancy, providing a foundation for
designing performance-based reward systems, task
assignments, and career development strategies.

2.3.4. Alderfer’s ERG Theory (1969)

Developed by Clayton Alderfer in 1969, ERG

Theory refines Maslow’s hierarchy of needs by
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consolidating them into three categories: (1) Existence
Needs: encompassing basic physical and safety
requirements such as food, water, income, and safe
working conditions; (2) Relatedness Needs: reflecting the
desire to establish and maintain positive interpersonal
relationships at work and in life; (3) Growth Needs:
referring to aspirations for personal development,
creativity, self fulfillment, and career advancement.

Unlike Maslow, Alderfer proposed that these needs
can be pursued simultaneously. Moreover, if higher-order
needs are frustrated, individuals may regress to lower-
level needs (a concept known as frustration-regression).
The ERG model offers a more flexible and practical
approach for understanding employee motivation in
dynamic organizational settings.

2.3.5. Job Characteristics Theory by Hackman and
Oldham (1980)

The Job Characteristics Model, developed by
Hackman and Oldham, asserts that job design directly
affects employee motivation, job satisfaction, and
performance. The model identifies five core job
characteristics: (1) Skill Variety: the extent to which a
job requires diverse skills and abilities; (2) Task Identity:
the degree to which an employee can complete a whole
and identifiable piece of work; (3) Task Significance: the
impact the job has on others or society; (4) Autonomy:
the freedom employees have in scheduling and
performing their tasks; (5) Feedback: the clarity and
directness of performance related feedback.

When jobs are enriched with these characteristics,
employees experience meaningfulness, accountability,
and awareness of work outcomes, thereby enhancing
intrinsic motivation and job performance.

2.3.6. McClelland’s Theory of Needs (1985)

David C. McClelland’s Acquired Needs Theory
posits that work motivation is shaped by individual
experiences and centers around three dominant needs:
(1) Need for Achievement: the drive to excel, set and
meet goals, and seek performance feedback; (2) Need
for Affiliation: the desire to build harmonious
relationships and gain acceptance in a collaborative
environment; (3) Need for Power: the urge to
influence, control, or lead others.

This theory enables managers to identify the dominant
motivational needs of employees and align job assignments,
rewards, and leadership development strategies accordingly,
thereby improving team performance.

3. Research process and research model
3.1. Research process

This study was conducted in two phases:
qualitative and quantitative. In the initial stage, the
research problem was identified, and a theoretical
framework along with a preliminary research model
was developed based on prior studies. The qualitative
phase was carried out in 2025 at VPBank An Giang
through focus group discussions and semi structured
interviews with 30 participants, including managers
and banking employees. This phase aimed to validate
the relevance of the proposed factors and refine the
measurement scales to ensure suitability with the
banking context in Vietnam.

Based on the qualitative results, a structured
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questionnaire was designed for the quantitative phase.
The survey was conducted in 2025, targeting
employees currently working at VPBank An Giang. A
total of 380 respondents were selected using controlled
convenience sampling. The sample was categorized
based on key demographic characteristics such as
gender, income, and job position to enhance
representativeness.

The questionnaire consisted of two main sections:
(1) demographic information and (2) measurement
items for seven factors affecting work motivation,
measured using a 5 point Likert scale ranging from
strongly disagree to strongly agree. The collected data
were analyzed using SPSS version 20, employing
techniques including Cronbach’s Alpha for reliability
testing, exploratory factor analysis (EFA), Pearson
correlation analysis, and multiple linear regression.

The findings from the analysis were used to
validate the research model and test the proposed
hypotheses. Based on these results, managerial
implications were suggested to improve employee
motivation and enhance human resource management
effectiveness at VPBank An Giang.
3.2. Research model and hypotheses

Job characteristics encompass various aspects
such as job design, nature of work, role significance,
career development opportunities, and promotion
prospects, all of which influence employees’ attitudes,
perceptions, and efforts. According to Hackman and
Oldham (1974), well designed jobs enhance work
motivation by ensuring feedback, autonomy, skill
variety, task significance, and clear outcomes. Lindner
(1998) also highlights that interesting work is a key
driver of employee motivation. In the banking sector,
job characteristics differ across positions and can
significantly affect motivation and career growth
opportunities.  Furthermore,  Herzberg  (1959)
emphasizes that meaningful and challenging work
increases both motivation and job satisfaction.

Hypothesis H1: Job characteristics have a positive
impact on the work motivation of VPBank employees.

Compensation, including salary and benefits,
plays a crucial role in motivating employees. Salary is
determined based on basic human needs, job
complexity, and labor effort, and is linked to
physiological and safety needs in Maslow’s hierarchy
as well as hygiene factors in Herzberg’s theory. Studies
(e.g., Simons & Enz, 1995; Kovach, 1987; Lindner,
1998) highlight that fair and performance based pay
significantly enhances motivation and productivity.
Benefits, as indirect compensation, reflect
organizational care and foster employee satisfaction,
loyalty, and commitment (Tran Kim Dung, 2018). Both
mandatory and voluntary benefits further support
employees’ well being and encourage long term
engagement. Empirical evidence (e.g., Barzoki et al.,
2012; Kukanja, 2013) confirms that compensation and
benefits are key drivers of work motivation, especially
in the banking sector.

Hypothesis H2: Compensation and benefits have a
positive impact on the work motivation of VPBank employees.

Working conditions refer to the environment in



which employees perform their jobs, including physical
facilities, equipment, safety, working hours, and
workplace relationships. Favorable working conditions
such as adequate infrastructure, modern technology, and
a supportive environment enhance employee motivation
and performance (Kovach, 1987; Wong et al., 1999).
Prior studies (e.g., Beebe et al., 2009; Tan & Waheed,
2011; Barzoki et al., 2012) confirm that working
conditions significantly influence employees’ effort and
motivation. In the context of Industry 4.0, especially in
the banking sector, the application of advanced
technology further strengthens the role of working
conditions in improving efficiency and motivation.
Conversely, poor working conditions can reduce job
satisfaction and motivation (Herzberg, 1959).

Hypothesis H3: Working conditions have a positive
impact on the work motivation of VPBank employees.

Training and promotion are key factors that enhance
employees’ capabilitiecs and motivation. Training
improves employees’ knowledge and skills, enabling
better job performance, while promotion involves
advancement to higher responsibility roles (Herzberg,
1959). Effective training systems help maximize
employee potential and support organizational goals.
Prior studies (e.g., Thomson et al., 2002; Wildes, 2008;
Kovach, 1987) indicate that employees who receive
training and have clear promotion opportunities are more
motivated, productive, and committed. In the banking
sector, training enhances professional skills, improves
performance, and increases career advancement
opportunities. Additionally, continuous learning and
development help employees adapt to technological
changes and achieve higher job satisfaction (Tran Kim
Dung, 2018).

Hypothesis H4: Training and promotion
opportunities have a positive impact on the work
motivation of VPBank employees.

Leadership refers to individuals in higher
managerial positions who guide and supervise
employees within an organization. Effective
leadership, characterized by clear supervision, support,
transparency, and respect, positively influences
employees’ motivation (Peterson et al., 2003; Lizzio et
al., 2003). Leaders who build trust, maintain good
relationships, listen to employees, and provide
encouragement foster a more motivated and productive

Job Characteristics

Salary and Benefits

Working Conditions

H1 (+)

H2 (+)

H3 (+) \

workforce. Research (Janet, 2004) also shows that
leadership behavior is a key determinant of work
motivation, alongside organizational culture and work
environment. In the banking sector, supportive and
approachable leaders significantly enhance employee
motivation and organizational commitment.

Hypothesis HS: Relationships with supervisors
have a positive impact on the work motivation of
VPBank employees.

Coworkers refer to individuals working together
within the same organization, where positive
relationships, mutual respect, and cooperation are
essential. Supportive and collaborative coworker
relationships enhance trust, reduce stress, and improve
job performance. Prior studies (e.g., Rutherford et al.,
2009; Mahfuzur et al., 2013; Barzoki et al., 2012)
confirm that coworker support significantly influences
employee  motivation. A cooperative  work
environment, where colleagues share knowledge and
assist each other, fosters higher efficiency and stronger
organizational =~ commitment  (Robbins, 1998;
Bellingham, 2004). In the banking sector, strong
teamwork and mutual support among employees
contribute to achieving organizational goals and
sustaining motivation.

Hypothesis H6: Relationships with colleagues
have a positive impact on the work motivation of
VPBank employees.

Performance appraisal is the process of
evaluating employees’ contributions over a specific
period. According to Maslow (1943), recognition and
rewards fulfill employees’ esteem needs, thereby
enhancing motivation. Prior studies (e.g., Fey et al.,
2009; Lindner, 1998) indicate that fair and
comprehensive performance evaluation acts as a strong
driver of work motivation. In the banking sector,
performance appraisal is closely linked to salary,
bonuses, promotion, and training opportunities,
encouraging employees to strive for better results.
Objective and transparent evaluation systems not only
improve motivation but also strengthen employee
commitment to the organization.

Hypothesis H7: Performance appraisal has a
positive impact on the work motivation of VPBank
employees.

Coworker Relationship

Performance Evaluation

AT

T Work
Training and Promotion Ha (+) / Motivation
Hs5 (+)
L eadership Relationship
H6 (+)

H7 (+)

Figure 1: Research Model
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4. Research Results

Quantitative data were collected using a
structured questionnaire distributed in printed form.
The survey targeted employees currently working at
VPBank. The data collection process ensured
anonymity and confidentiality of participants’ personal
information, thereby encouraging honest and objective
responses. A total of 400 questionnaires were
collected; after reviewing and screening the data
(removing incomplete or invalid responses), 380 valid
guestionnaires were retained for analysis and reporting
of the research findings.

4.1. Reliability Test Results Using Cronbach’s Alpha

The results of the reliability analysis using
Cronbach’s Alpha show that all measurement scales
meet the required threshold, with Cronbach’s Alpha
values exceeding 0.6 (Table 1). This indicates an
acceptable to very good level of reliability for the
research data. Additionally, the Corrected Item Total
Correlation coefficients for all observed variables are
above 0.3, suggesting a strong correlation between
each item and the total scale. No item was removed
during the reliability testing process.

Table 1: Cronbach’s Alpha Reliability Test

Measurement Scale Initial Qbserved Remaining Observed Cronbach’s Alpha
Variables Variables
Job Characteristics 4 4 0.880
Salary and Benefits 4 4 0.851
Working Conditions 4 4 0.842
Training and Promotion 4 4 0.859
Leadership Relationship 4 4 0.838
Coworker Relationship 4 4 0.844
Performance Evaluation 4 4 0.913
Work Motivation 4 4 0.841

Source: Survey “factors affecting the work motivation of employees of Vietnam prosperity joint stock commercial bank” in 2025

Specifically, the variable groups, including Job
Characteristics, Salary and Benefits, Working
Conditions, Training and Promotion, Relationship with
Supervisors, Relationship with Coworkers, and
Performance Evaluation, all reached the required
reliability threshold. Therefore, all scales are qualified
to proceed to the EFA stage to assess the underlying
factor structure of the research model.

4.2. Exploratory Factor Analysis (EFA) Results
4.2.1. EFA for Independent Variables

The first EFA results indicate that the KMO
coefficient is 0.756 (0.5 < 0.756 < 1) (Table 2),
satisfying the requirement for sampling adequacy in

Sphericity vyields a p-value of less than 0.001,
confirming that the correlation matrix is significantly
different from an identity matrix. This indicates that the
data are suitable for factor analysis.

Based on the criterion of eigenvalue > 1, seven
factors were extracted from the initial 28 observed
variables. These seven factors effectively summarize
the data structure. The Total Variance Explained shows
that the extracted factors account for 72.59% of the
total variance, exceeding the minimum required
threshold of 50%. This indicates that the EFA model is
appropriate and captures a high level of information,
with only 27.41% of variance left unexplained.

factor analysis. Additionally, Bartlett’s Test of
Table 2: KMO and Bartlett’s Test
Index Value
KMO 0.756
Sig. Bartlett’s Test 0.000

Source: Survey “factors affecting the work motivation of employees of Vietnam prosperity joint stock commercial bank” in 2025

The results of the Rotated Component Matrix
analysis indicate that all observed variables have factor
loadings greater than 0.5, meeting the requirement for
convergent validity. At the same time, the observed
variables are clearly grouped according to their respective
factors, demonstrating consistency with the initial
theoretical model. This suggests that the variables are

good representatives of their respective constructs, with
no evidence of cross loading or multicollinearity.
Consequently, the EFA results fully satisfy the conditions
necessary to proceed with regression analysis to
determine the extent of influence each factor has on the
dependent variable, “work motivation.”

Table 3: Rotated Component Matrix for Independent Variables

Observed Variable Factor 1 Factor 2

Factor 3

Factor 4 Factor 5 Factor 6 Factor 7

PER1 0.895

PER3 0.881

PER4 0.874

PER2 0.838

JOB4 0.909

JOB2 0.834

JOB1 0.813

JOB3 0.767

TRA4

0.843

TRA3

0.822

TRA2

0.817
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Observed Variable Factor 1 Factor 2

Factor 3

Factor 4 Factor 5 Factor 6 Factor 7

TRAL

SAL4

0.866

SAL1

0.829

SAL2

0.787

SAL3

0.768

Cow4

0.803

COows

0.802

cowz

0.762

cowl

0.751

LEA4

0.864

LEA3

0.835

LEA2

0.834

LEAL

0.739

WOR1

0.884

WOR?2

0.802

WORS3

0.799

WOR4

0.727

Source: Survey “factors affecting the work motivation of employees of Vietnam prosperity joint stock commercial bank” in 2025

After conducting EFA, the results revealed seven extracted
factors corresponding to the theoretical model (Table 3).
Factor 1: Comprises 4 observed variables derived
from the Performance Evaluation factor (Code: PER).
Factor 2: Comprises 4 observed variables derived
from the Job Characteristics factor (Code: JOB).
Factor 3: Comprises 4 observed variables derived
from the Training and Promotion factor (Code: TRA).
Factor 4: Comprises 4 observed variables derived
from the Salary and Benefits factor (Code: SAL).
Factor 5: Comprises 4 observed variables derived
from the Coworker Relationship factor (Code: COW).
Factor 6: Comprises 4 observed variables derived
from the Leadership Relationship factor (Code: LEA).
Factor 7: Comprises 4 observed variables derived
from the Working Conditions factor (Code: WOR).
4.2.2. Results of Dependent Variable Factor Analysis
The EFA for the dependent variable “Work
Motivation” reveals a KMO value of 0.800 (0.5 <0.800
< 1), indicating that the data is suitable for factor

significance value of Sig. = 0.000 (< 0.05), confirming
that the observed variables are significantly correlated.
Using the Eigenvalue > 1 criterion, one factor was
extracted with an Eigenvalue of 2.715, explaining
67.878% of the total variance well above the minimum
threshold of 50%. This confirms that the measurement
scale for the dependent variable is valid and can be
used in the subsequent regression analysis.
4.3. Results of Correlation Analysis

The Pearson correlation analysis shows that all
independent variables have Sig. values < 0.05 in relation
to the dependent variable “Work Motivation” indicating
statistically significant linear relationships between the
independent variables and the dependent variable.

Among them, “Coworker Relationships” exhibits
the strongest correlation with work motivation (Pearson’s
r = 0.440), whereas “Salary and Benefits” shows the
weakest correlation (r = 0.239). Despite variations in
correlation strength, all variables show statistically
significant correlations with work motivation.

analysis. In addition, Bartlett’s Test yielded a
Table 4: Regression Model Summary
Model R R Square Adjusted R Square Std.EEr_ror of the Durbin-Watson
stimate
1 0.785 0.616 0.63187591 2.060

Source: Survey “factors affecting the work motivation of employees of Vietnam prosperity joint stock commercial bank” in 2025

4.4. Regression Analysis

The multiple linear regression results indicate that
the adjusted coefficient of determination (Adjusted R?)
is 0.601. This means that the seven independent
variables Job Characteristics, Salary and Benefits,
Working Conditions, Training and Promotion,
Leadership Relationship, Coworker Relationships, and
Performance Evaluation collectively account for

60.1% of the adjusted variance in employees’ work
motivation at VPBank An Giang. The remaining 39.9%
of the variance is not explained by the model and may
be associated with other factors not included in the
analysis or random error (Table 4). These results
indicate the explanatory capacity of the regression
model but do not establish causal relationships.

Table 5: Regression Results

Model Predictor Variable Beta Std. Error Standardized Beta t Sig. VIF
Constant -2.048E-016 0.046 0.000 1.000

PER 0.255 0.046 0.255 5.551 0.000 1.000

JOB 0.277 0.046 0.277 6.016 0.000 1.000

1 TRA 0.269 0.046 0.269 5.842 0.000 1.000
SAL 0.239 0.046 0.239 5.206 0.000 1.000

COowW 0.440 0.046 0.440 9.567 0.000 1.000

LEA 0.247 0.046 0.247 5.365 0.000 1.000

WOR 0.301 0.046 0.301 6.543 0.000 1.000

Source: Survey “factors affecting the work motivation of employees of Vietnam prosperity joint stock commercial bank” in 2025
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Note: Factor scores obtained from EFA were used as predictor variables in the multiple linear regression
analysis. The VIF values of 1.000 indicate no multicollinearity among the predictors in the estimated model.
Unstandardized coefficients (B) and standardized coefficients (P) are reported separately.

The results of the multiple linear regression
analysis indicate that all seven independent variables in
the research model have a statistically significant and
positive impact on the dependent variable Work
Motivation among employees at VPBank (Sig. < 0.05)
(Table 5). Specifically, the factors include: Job
Characteristics, Salary and Benefits, Working
Conditions, Training and Promotion, Leadership
Relationship, Coworkers Relationship, and

Performance Evaluation all of which contribute to
enhancing employee motivation.

Notably, the variable Coworkers Relationship
(Figure 2) has the highest regression coefficient,
suggesting it is the most influential factor driving work
motivation. This underscores the importance of a
supportive and collaborative peer environment in

@
0
o
W
0
P

sustaining and enhancing motivation among
employees in the banking sector.
Work
Motivation

Figure 2: Regression Model

5. Conclusion
5.1. Conclusion

The study Factors Affecting Work Motivation of
Employees at Vietnam Prosperity Joint Stock
Commercial Bank was conducted to examine the
applicability and relevance of work motivation theories
within the operational context of a Viethamese joint
stock commercial bank. Building on foundational
theoretical frameworks and insights from previous
empirical studies, the proposed research model
includes seven factors: job characteristics, salary and
benefits, working conditions, training and promotion,
leadership relationship, coworker relationship, and
performance evaluation.

Using data collected from 380 VPBank
employees and applying quantitative methods via
SPSS 20, the study evaluated the reliability and validity
of measurement scales through Cronbach’s Alpha,
assessed construct convergence via EFA, examined the
interrelationships among variables through Pearson
correlation, and measured the impact of independent
factors on work motivation via multiple linear
regression. The results demonstrate that all seven
factors exert a statistically significant and positive
influence on employee motivation, with coworker
relationship being the most influential. These findings
not only reinforce the practical applicability of
motivation theories in the banking sector in Vietham
but also offer managerial insights for improving
workplace  conditions,  enhancing = employee
engagement, and optimizing human resource
management practices at VPBank.

5.2. Managerial Implications

The regression analysis showed that Coworker
Relationships had the largest standardized regression
coefficient (B = 0.440), indicating that it was the
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strongest predictor of work motivation among the
seven factors in the estimated model. This finding
highlights the importance of fostering a supportive and
collaborative work environment. VPBank An Giang
may consider strengthening internal communication,
teamwork, and employee engagement initiatives to
support work motivation.

Working conditions ranked second in terms of
impact (B = 0.301), yet received relatively low average
ratings, indicating dissatisfaction with the physical
workspace. The bank should invest in upgrading
facilities and conduct regular internal surveys to
proactively address emerging needs.

Job characteristics (B = 0.277) were positively
perceived; however, some employees reported
challenges in coordinating diverse skill sets. Therefore,
the bank should provide multitasking training and
clarify job roles to minimize role ambiguity.

Training and promotion (B = 0.269) received
relatively high ratings, yet learning opportunities
appear unevenly distributed across departments.
VPBank should increase training investments and
establish clear career development pathways for staff.

Performance Evaluation had a standardized
regression coefficient of B = 0.255, indicating a
positive association with work motivation in the
regression model. This finding highlights the relevance
of performance appraisal practices to employee
motivation. VPBank An Giang should consider
establishing a transparent, criteria-based performance
appraisal system linked to compensation and
incorporating two-way feedback between employees
and supervisors.

The leadership relationship (B = 0.247) indicates
a noticeable gap between management and staff.
Developing leadership competencies and enhancing



managerial support are essential to bridge this divide. its compensation policies to ensure internal equity and

Lastly, salary and benefits had the weakest impact consider introducing appropriate nonfinancial benefits
(B = 0.239), with fairness and adequacy related to enhance overall employee satisfaction.
variables scoring the lowest. VPBank should reassess
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