MO DAU

1. Tinh cép thiét ciia dé tai nghién ctru

Nhan luc la nguén luc quan trong nhét quyét dinh sy thanh bai cua cac td chic noi
chung va cac doanh nghiép néi riéng. Tuy nhién, nhan lyc ciing 1a ngudn luc kho duy tri va kho
quan 1y nhit d6i voi cac nha quan tri. Trong méi trudng thay d6i nhanh chong, canh tranh ngay
cang gay git nhu hién nay, thach thirc 16n nhat cua bat ky to chirc nao, nha quan trj ndo chinh
1a viéc xay dung, duy tri ngudn lyc quan trong nay, va diéu quan trong hon 1a tao dugc dong
lyc 1am vi¢e tich cuc cho lyc lugng lao dong cua minh dé nang cao nang suét lao dong, hoan
thién chat luong san phém — dich vy, nang cao stc canh tranh, xay dung dugc thuong hi¢u cé
uy tin va phat trién doanh nghiép bén viing.

Pong lyc 1am viéc 1a mot trong nhitng nhan t6 anh huéng dén ning suat lao dong va
hiéu qua sir dung ngudn luc trong cac doanh nghiép. Nhitng doanh nghiép c6 ddi ngil nhan luc
lam viéc vo1 dong luc cao s€ tao ra loi thé canh tranh va thanh cong vuot qua cac ddi tha canh
tranh. Tuy nhién, l[am thé nao dé tao dong luc lam viéc va gilt chan nhan vién tai nang la mot
trong nhitng van dé 16n cia cac doanh nghiép hién nay. Trong doanh nghiép, nhan vién thuc
hién cong viéc theo nhom, chiu anh hudng cua hanh vi Ianh dao, moi truong ma cac nha lanh
dao tao ra (vi du: cac tiéu chuan, vin hoa). Hudéng tiép can cua nghién ctru dong luc hién dai
cong nhan nhitng anh hudng theo ngit canh nay; do do, Iy thuyét dong luc duong dai co xu
hudng nhin manh cac yéu t6 ngit canh, trong d6 van héa doanh nghiép 13 yéu t6 quan trong.
Nhu vay, ¢ thé thiy mot trong nhitng yéu t6 gitip doanh nghiép xay dung méi trudng lam viée
tich cuc, qua d6 nang cao hiéu qua quan tri ngudn nhan lyc néi chung va tao ra dong luc lam
viéc ndi riéng 13 nén vin hoa doanh nghiép.

Vin hoa doanh nghiép dugc xem 1a ngudn lyc canh tranh riéng c6 cua timg doanh
nghiép, boi cac d6i thu canh tranh khong dé sao chép hoan toan dwgc. Tuy nhién, xay dung
duoc nén van hoa doanh nghié¢p tich cuc lai 12 mét nhi€ém vy khong dé dang. Van hoa doanh
nghiép tac dong dén tam 1y, nhan thic ctia nhan vién, ca truc tiép va gian tiép, qua d6 tao nén
dong luc lam viée & cac cip do khac nhau. Nhirng doanh nghiép xay dung dugc nén vin hoa
tich cuc, hai hoa gitta ndi by v&i moi truong xa hdi bén ngoai thi van hoa s€ 1a nguén luc, tuy
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vién, tao ra lyc hudng tam, sy déng thuan, nhan vién lam viéc véi dong luc cao gitp doanh
nghi¢p hoan thanh st ménh, muc tiéu cua minh, déng thoi ho cam théy hanh phuc khi dugc
cong hién, c6 co hdi dé phat huy ning luc ctia minh.

Céac nha nghién ctru va thyc tién quan tri trén thé giéi da khiang dinh vin hoa doanh
nghiép 13 ngudn lyc quan trong giup doanh nghiép hoat dong thanh cong va phat trién bén
vitng. Tuy nhién, dy 1a linh vuc twong ddi con mdi mé nén viéc nghién ciru vin héa doanh
nghiép gip nhiéu khé khin do con thiéu sy théng nhit vé cac khai niém, tham chi triét 1y
nghién ctiru doi khi con d6i 14p nhau. Nhiéu nghién ctru trén thé gidi da khao sat méi quan hé
anh hudng cua vin hoa doanh nghiép dén dong luc 1am viéc tai nhidu qudc gia, trén nhiéu linh
vuc. Tuy nhién, huéng nghién cu van hoa doanh nghiép theo chiéu gia tri anh huong dén
dong luc 1am viéc van con rat hiém. Trong do, niém tin vao doanh nghiép duoc thiét ké nham
khao sat anh huong gian tiép cua van hoa doanh nghiép dén dong luc 1am viéc qua bién trung
gian nay hau nhu chua tim thay ¢ nghién ctru nao.

O Viét Nam, vin hoa doanh nghiép lai cang mdi hon, dac biét 1a hudng nghién ctru mbi
quan hé gitra van hoa doanh nghiép va dong luc lam viéc; tai liéu hoc thuat vé linh vuc nay
chua nhiéu; mac du trong thuc tién cac to chirc y thitc dugc rang xdy dung vin héa doanh
nghiép tich cuc 1a mot trong nhitng yéu t6 ning cao dong luc lam viée cho lyc luong lao dong
ctia minh, nhung cu thé xay dung nhu thé nao va tinh hiéu qua thuc té cta no ra sao thi nhiéu
diéu con chua 13 rang.

V61 nhiing tién dé trén, viéc thuc hién nghién curu nham khéo ctru, hé théng héa céc van
dé 1y luan, van dung cic cong cu do luong vin hoa doanh nghiép, xay dung mo hinh 1y thuyét
nham nghién ctru anh hudéng cta vin héa doanh nghiép dén dong luc 1am viée cta ngudi lao
dong trong diéu kién thyc tién cua Viét Nam 1a viéc 1am hét strc can thiét.

Trén day 1a nhitng 1y do nghién ciru sinh chon dé tai: “Nghién ciru dnh hwong ciia vin héa
doanh nghiép dén dpng licc lam viéc ciia ngwoi lao dpng trong cdc doanh nghiép tai thanh phé
Ho6 Chi Minh” 1am luan 4n Tién si ciia minh.

2. Muc tiéu nghién ctru ciia dé tai
2.1. Muc tiéu chung
Cung cap cac luin ct khoa hoc vé& anh hudng cia vin héa doanh nghiép dén dong luc
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dung van hoa doanh nghi¢p nhu 1a mot cong cu tao dong luc lam viéc cho ngudi lao dong
trong cac doanh nghiép.

2.2. Muc tiéu cu thé

1) Muc tiéu thir nhdt: Hé thdng hoa nhitng van dé 1y luan va thuc tién vé van hoa doanh
nghiép nham xac dinh hé gia tri chia sé¢ phu hop, dai dién cho vin hoa doanh nghiép dé nghién
ctru trong bdi canh Viét Nam.

2) Muc tiéu thir hai: Xac dinh cac gia tri chia sé nao thugc van hoéa doanh nghi¢p anh
huéng dén dong luc 1am viéc bén trong va bén ngoai ctia nguoi lao dong trong cic doanh
nghiép tai TP.H6 Chi Minh.

3) Muc tiéu thir ba: Tim hiéu co ché tic dong cta niém tin vao doanh nghiép véi vai tro
bién trung gian mdi quan hé giita van hoa doanh nghiép va dong luc lam viéc va cudng do canh
tranh v&i vai tro diéu tiét cac mdi quan hé trong mé hinh 1y thuyét.

4) Muc tiéu thir tw: D& xuat cac ham ¥ quan tri gop phan xdy dung vian hoa doanh
nghi¢p va nang cao dong luc lam viéc cho nguoi lao dong trong doanh nghiép trén dia ban
nghién cuu.

3. Cau hoi nghién ciru

Tu cac muyc ti€u nghién clru néu trén, dé tai luan an sé tap trung lam rd cac van dé sau
day:

- Céc gia tri chia sé nao thudc van hoa doanh nghiép 1a quan trong va pht hop dé nghién
ctru trong bdi canh Viét Nam?

- Nhiing gia tri chia sé nao thugc van hoa doanh nghi¢p thuc sy tac dong dén dong luc
lam viéc bén trong va bén ngoai ctia ngudi lao dong va muc do tic dong cua chung nhu thé
nao?

- Sy tin twéng vao doanh nghiép c6 thuc sy dong vai tro trung gian mdi quan hé giira vin
hoa doanh nghiép va dong luc lam viéc; mdi quan hé trung gian nao c6 ¥ nghia va méi quan hé nao
khong?

- Cuong dg canh tranh c6 tao ra co ché tac dong khac biét dén cac mbi quan hé trong mo
hinh ngh’ién ctru phan theo cudng d canh tranh manh va yéu khong?

4. Doi twgng va pham vi nghién ciru

Déi tuong nghién ctru chu yéu cta ludn an bao gdm nhitng van dé lién quan mdi quan hé
anh hudng cta van hoa doanh nghiép dbi véi dong luc lam viée trong doanh nghiép.

Déi twong khao sat 1a nguoi lao dong lam viée trong cac doanh nghiép tai TP.H6 Chi Minh.
Ngudi lao dong bao gdm nhan vién thuc hién cac cong viée gian tiép va truc tiép, lam viée toan
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thoi gian ¢ cac doanh nghiép véi thoi gian tr 3 nam trd 1€n. Cac doanh nghiép duogc chon c6 quy
md trén 100 ngudi, thoi gian hoat dong tir 5 nam trd 1én. Tong thé ciia nghién ctru 1 ngudi lao
dong lam vi€c trong cac doanh nghiép hoat dong tai Viét Nam, nghién ctru x4c dinh dia ban nghién
clru can ctr vao cac ly do:

Thanh phé H6 Chi Minh 14 thanh phd 16n nhat Viét Nam xét theo quy md dan sb va mirc
d6 do thi hoa. TP. HO Chi Minh 13 mét trong nhiing trung tim van héa, gido duc quan trong,
ddng thoi 1a trung tAm phat trién kinh té 16n nhat Viét Nam, thu hut sé luong 16n cic doanh
nghiép nudc ngoai dén dau tu, kinh doanh, tao ra nhiéu viéc lam cho nguoi lao dong. Do do,
lua chon TP. H6 Chi Minh 1am dia ban khao sat 1a phu hop.

Pham vi thoi gian: Phén tich s liéu thir cdp trong giai doan 2013 — 2017; khao sat dix
lidu so cap trong nam 2018; dé xuat giai phap dén nam 2025.

5. Phwong phap nghién ctru

Luan 4an st dung chu yéu cac phuong phap dinh lugng: kiém dinh d6 tin cdy thang do
ludng khai niém nghién ciru bang Cronbach’s Alpha, kiém dinh gia tri thang do bang phan tich
nhan t6 kham pha, phan tich nhan t6 khiang dinh va kiém dinh gia thuyét nghién ctru bang mo
hinh cau tric tuyén tinh dé xac dinh va phan tich anh hudng cua vin héa doanh nghiép dén
dong luc 1am viée cia nguoi lao dong (duoc trinh bay hé thdng va chi tiét & chuong 2). Pong
thoi luan 4n con sit dung phuong phap thong ké mé ta, phan tich ANOVA dé tiép can cac dic
trung vé luong trong mdi lién hé v6i ban chiat mdi quan hé anh hudng cua vin héa doanh
nghiép dén dong luc lam viéc cta nguoi lao dong.

6. Nhirng dong gop mai cia luan an

Thir nhat, ludn an d3 xay dung khung 1y thuyét va thiét k& mo hinh nghién ctru anh
hudong cia VHDN dén PLLV véi cac gia thuyét phu hop trén co sé kham pha bay chiéu gia tri
chia s¢ thugc van héa doanh nghiép la: su hd tro, su d6i mdi, su canh tranh, dinh hudng hi¢u
suét, su on dinh, yéu td 1gi ich, trach nhiém x3 hoi anh huong dén dong luc lam vi¢c bén trong
va bén ngoai cua ngudi lao dong; thiét ké niém tin vao doanh nghiép 1am bién trung gian;
cuong do canh tranh déng vai tro bién diéu tiét trong mo hinh nghién ctru; xay dung thang do
do ludng cac khai niém trong md hinh nghién ciru theo hudng tiép can dinh luong.

Thit hai, phat hién 6 chiéu gia tri chia sé thudc vin hoa doanh nghiép 1a sy hd tro, su ddi
moi, dinh hudng hiéu suét, sy 6n dinh, yéu t loi ich, trach nhiém xa hoi anh huong dén dong luc

lam viéc bén trong va bén ngoai cua ngudi lao dong vai cac chiéu hudng va mirc d¢ khac nhau.
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Niém tin vao doanh nghiép chiu anh hudéng cua 3 yéu t6 1a su hd tro, su 6n dinh, yéu t6 loi ich va
tac dong lam ting dong lyc 1am viéc bén trong va bén ngoai. Bién cudng do canh tranh dé xuat
str dung mé hinh kha bién dé suy luan két qua nghién ciru, ham ¥ c6 su khac biét c6 ¥ nghia dbi
v6i cac mbi quan hé trong mé hinh phan theo cudng d6 canh tranh manh va yéu.

Thir ba, ddi véi y nghia ndi1 dung va mirc d¢ anh hudéng, c6 nam gia tri chia sé thudc van
héa doanh nghiép 1a: su hd tro, dinh hudng hiéu suit, sy 6n dinh, yéu t6 1oi ich, TNXH anh
huong truc tiép dén dong luc 1am viéc; sy hd tro ¢6 anh huéng manh nhét dén dong luc bén
trong; dinh hudéng hi¢u suét va su 6n dinh anh huong kha manh va déng déu dén ca hai loai
dong luc; yéu t6 1oi ich anh huong dén dong luc bén ngoai manh hon dong lyc bén trong; va
TNXH chi anh huéng dén dong luc bén trong. Bén canh anh hudng truc tiép, ba yéu t6: su hd
tro, su 6n dinh va yéu t6 1o ich con anh huong gian tiép qua bién niém tin; trong do yéu td 1oi
ich anh huéng manh nhat, va mdi quan hé gian tiép 1am ting thém cuong d6 anh hudong dén
dong luc 1am viéc, ca bén trong 1dn bén ngoai. Su d6i méi anh hudng dén dong luc bén ngoai
nhung chiéu huéng khong ung ho cho gia thuyét ban dau; day co6 thé 1a goi y cac nghién ciru
tiép theo. Cudng d6 canh tranh manh va yéu c6 anh huéng khac nhau dén niém tin vao doanh
nghiép.

Thir tw, d& xuat cac ham ¥ quan tri mang tinh hé thong, dong bd nham xay dung thanh
cong vin héa doanh nghiép, xay dung niém tin ctia nguoi lao dong vao doanh nghiép, gop phan
gia tang dong luc lam viéc, tang loi thé canh tranh va phat trién doanh nghiép bén viing.

T6m lai, d8 tai luan an 1a tai liéu tham khao hitu ich cho céc nghién ctru theo hudng nay
tiép sau. Pong thoi co thé sir dung trong cac co s gido duc nhu 13 tinh hudng nghién ctru thuc
tién dé bd trg cho cac mén hoc co lién quan dén dao dirc kinh doanh, vin héa doanh nghiép,
d(f)ng’ h_rc’ lam viéc,...

7. Két cau cua luan an

Ngoai phan mo dau va két luan nghién ctru dugc chia thanh bén chuong, véi nhimg nodi
dung sau:

Chuong 1. Nhitng van d& 1y luan va thuc tién vé mdi quan hé anh hudéng ctia vin hoa doanh
nghiép dén dong lyc lam viéc ctia ngudi lao dong trong cac doanh nghiép;

Chuong 2. Pic diém dia ban, khung nghién ctru, va phuong phap nghién ctru;

Chuong 3. Phan tich mbi quan hé anh huéng cta vin héa doanh nghiép dbi véi dong luc
lam viéc ctia nguoi lao dong trong cac doanh nghi¢p ¢ TP. HCM,;

Chuong 4. Ham ¥ quén tri rit ra tir két qua nghién ciru.



CHUONG 1. TONG QUAN VE MOI QUAN HE ANH HUONG CUA
VAN HOA DOANH NGHIEP PEN PONG LUC LAM VIEC CUA
NGUOI LAO PONG TRONG DOANH NGHIEP VA PE XUAT MO
HINH NGHIEN CUU

1.1. Tong quan cic cong trinh nghién ciru lién quan dén dé tai

Pbi tugng nghién ctru cia luan 4n 13 mbi quan hé anh hudng cta vin héa doanh nghiép
dén dong luc lam viée. Vi thé, can danh gia téng quan cac cong trinh nghién ctru lién quan
trong va ngoai nudc; tir d6 c6 cai nhin toan dién hon vé chii dé nghién ciru va xac dinh khoang
trng nghién ctru can phai tiép tuc giai quyét. Phy luc 01 trinh bay tom lugc cac nghién ctru c6
lién quan dén d¢é tai. Sau day la tom tat mot sé cong trinh nghién ctru tiéu biéu.

1.1.1. Céc nghién ciru chii yéu & nuwéc ngoai

Maic du dong lyc lam viéc chi 1a mot trong céc yéu tb nang cao hiéu suat cong viéce,
trong phén téng quan nay hi¢u suét cong viéc dugc xem la biéu hién cua dong lyc lam viéc. Do
d6, cac nghién ciru phan tich méi quan hé gitta van hoa doanh nghiép va hiéu suat cong viéc s&
duoc trinh bay trong phan nay.

Hofstede (1980b) thuc hién nghién ctru dugc xem Ia ti€n phong md ra hudng nghién ctru
tiép can van hoa doanh nghiép theo hudng dinh lwong. Tac gia nghién ctru sy khac biét vin hoa
giita cac qudc gia trén thé gidi trong mbi quan hé voi dong luc 1am viée va lanh dao. Nghién ciru
khao sat cac tip doan da qudc gia, pham vi 40 nudc trén toan thé gidi, 116.000 mau, giai doan tir
nam 1967 dén 1973, st dung 20 ngdn ngir trong qua trinh khao sat. Dit liéu lién quan dén vin
hoa dugce do ludng théng qua niém tin va gia tri cua ngudi lao dong dang 1am viée trong cac
doanh nghiép. Ly thuyét dong luc cua cac tac gia phuong Tay dugc xem xét qua lang kinh vin
hoa. Vin héa quéc gia duge do luong, phan tich va biéu hién qua 4 chiéu: Khoang cach quyén
luc; Tranh sy khong chic chan; Chu nghia ca nhan-Chii nghia tap thé; Nam tinh-Nir tinh. Tac gia
str dung 4 chiéu vin hoa nay dé phan tich mdi quan hé ctia n6 véi Iy thuyét dong luc cua nhidu
tdc gia nhu: David McClelland, Abraham Maslow, FredericK Herzberg, Victor Vroom. Day
duge xem 1 nghién ctru ¢6 quy mé va duoc thuc hién bang phuong phép dinh luong, dit co so
cho truong phai nghién ciru van héa doanh nghiép thong qua cach tiép can dinh luong, mang tinh
mg dung trong quan tri doanh nghiép. Két qua nghién ctru cho thay, su khac biét vin hoa giita
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vao cac doanh nghiép & cac qubc gia c6 sy khac biét vé van hoa, trong d6 c6 ndi dung quan trong
la dong luc lam viéc [85].

Emery va Oertel (2006) sir dung cac chiéu van hoa ciia Hofstede lam bién doc 1ap tac
dong dén cac bién dong luc trong mo hinh 1y thuyét ky vong ctua Vroom. Dit liéu khao sat 10
doanh nghiép My va 8 doanh nghiép Ptrc. Két qua nghién ciru cho thdy cac gia thuyét trong
mo hinh d3 khong duoc hd tro. Dau tién, cac chiéu vin héa cua Hofstede khong phai 1a mot
cong tdt dé du doan dong lyc cua cé nhan trong mat td chirc. Tiép theo, mot s6 mdi quan h¢ co
¥ nghia theo qudc gia nhung khong lién quan dén chiéu vin hoa cua Hofstede. Diéu nay c6 kha
nang cic dap vién tra 10i trén quan diém van hoéa doanh nghiép chir khong phai trén quan diém
van hoa qudc gia. Co thé thay cac chiéu vin hoa cia Hofstede phu hop véi nghién ctru xuyén
van hoa, nhung khong phai 1 cong cu t6t dé nghién ciru gia tri vin hoa tac dong dén dong luc
lam viéc ctia ¢4 nhan [68].

O’Reilly (1989) nghién cuu mbi quan h¢ gifta van héa doanh nghi¢p, su cam két, dong
luc, trong d6 van hoa doanh nghiép dong vai trd hé thong kiém soat xa hoi. Nghién ciru ndy tong
quat cac van dé lién quan dén vai tro ctia vin héa trong doanh nghiép, két hop giita 1y thuyét va
thyc tién. Thir nhat, vin hoa doanh nghiép nhu 1a hé thong kiém soat xa hoi tiém nang, két hop
v6i hé thong kiém soat chinh thirc gitip doanh nghiép van hanh hiéu qua. Thir hai, vin héa doanh
nghiép thiét 1ap tiéu chuan, gia tri lam co so dinh hinh, ciing ¢ hanh vi tao ra dong lyc 1am viéc
cho luc luong lao dong. Vian héa doanh nghiép thuc diy su sang tao, dong thoi lién quan dén
chién luge, ciu tric cua doanh nghiép, va nén van hoa doanh nghiép tich cuc s€ tao ra su cam
két, gan bo cua ngudi lao dong. Pay 13 nghién cru quan trong d6i véi luan 4n, cung cip hudng
tiép can hitu ich gitp dinh hinh khung 1y thuyét trong luan an lién quan dén vin hoéa doanh
nghiép. Tuy nhién, nghién ctru nay chi sir dung cac tinh hudng va lap luan chir khong khao sat va
phan tich dir liéu thuc té [111].

Nghién ctru su khéc biét van hoa trong mbi quan hé voi dong lyc lam viéc cling duoc
thuc hién khé rong rai. Lee-Ross (2005) nghién ctru c6 su khac biét hay khong khi 4p dung céc
mo hinh hanh vi t6 chirc cta cac nudc phuong TAy vao cac nén vin héa khéc, sir dung mé hinh
va b cong cu khao sat mo hinh dic diém cong viéc ciia Hackman va Oldham. Két qua nghién
ctru cho thdy mé hinh cua Hackman va Oldham khéng hoan toan pht hop véi nén vin hoa
ngoai phuong Tay, cho thay khi nghién ctru dong luc & cc nén van hoa khac phuong Tay can
c6 sy diéu chinh hop 1y. Tuong tu, Lockwood va dtg (2005) nghién ctru su khac biét trong

dong lyc 1am viéc trén quan diém xuyén van hoda. K&t qua nghién ctru cho thay cac cé nhan tur
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cac nén vin hoa géc A nhdn manh muc tiéu tranh cac két qua khong mong muén sé& duoc tao
dong luc boi mo hinh vai tro ti€u cuc. Cac ca nhan tir cac nén van hoa géc Au nhin manh muc
tiéu két qua s& dugc tao dong luc boi cac md hinh vai tro tich cuc. Ham ¥ cua nghién ctru: Néu
khéng dinh dugc diu hiéu sy khéac biét van hoéa anh huong dén dong luc va céc hanh vi cy thé
thi c6 thé st dung cdc md hinh d€ du béo cac md hinh hanh vi dugc hoach dinh. Daniel Flisak
va Thomas Bjerkhage (2015) kham pha cac yéu td tic dong dén dong luc 1am viéc cua ngudi
lao dong trong cac doanh nghiép. Van dé dit ra 1a sy khac biét van hoéa gitta Thuy Pién va
Trung Quéc c6 dong vai tro quan trong tao ra su khac biét lién quan dén dong luyc lam vi¢e
gilta hai qudc gia hay khong? Két qua nghién ctru cho thiy c6 nhitng khac biét 16n trong cac
yéu to dong vién nhan vién gilta hai quéc gia. Nhan vién Trung Quéc c¢6 khuynh huéng duge
thiic day boi nhitng nhu cau co ban nhu diéu kién 1am viéc va luong cao. Trong khi nhan vién
Thuy Pién phan dau vi ho cam thiy cong viéc cia ho ¢6 ¥ nghia va dugc cac nha quan 1y danh
gia cao vi nd luc ctia ho. Su khac biét nay, mot vai yéu td lién quan dén tinh hinh phat trién
kinh té & ca hai nudc, nhung phan 16n 1a do su khéac biét vé vin hoa va cach suy nghi. Hudng
nghién ctru nay dinh hudng cho luin 4n can luu ¥ su khac biét vin héa trong mdi quan hé véi
dong lyc lam viée [58], [99], [100].

Nghién ctru van héa doanh nghi¢p tac dong dén dong lyc lam vi¢c dugce thyc hién tuong
d6i pho bién trén nhiéu goc d. Hani Sakina Mohamad Yusof va dtg (2016) nghién ctru méi quan
hé gitra van hoa doanh nghiép va dong luc lam vi¢c cua nhan vién trong mgt cong ty 6 to tai
Selangor, Malaysia. Van hoa doanh nghi€p dugc phan loai thanh hai loai chinh 1a van héa quan
lidu va vin héa hd trg. Két qua nghién ciru cho thay hai loai hinh vin héa nay c6 twong quan chit
ché voi dong luc 1am viée, cu thé van hoa hd trg co su tac dong dén dong luc lam viéc manh hon
van hoa quan liéu. Nghién ctru ndy tiép can vin hoa doanh nghiép theo chiéu hanh vi khac véi
chiéu gid tri ca luan an. Tuy nhién, nghién ctru nay ciing 13 tham khao t6t vé phuong phap
nghién ciru. Larsson va dtg (2007) nghién ctru mbi quan hé giita con ngudi, chién luge va vin
ho4, trong d6 ngudn von tao dong luc dugc do ludng thong qua su phu hop giira dong lyc lam
viéc ciia ngudi lao dong voi hé thong danh gid va phan thudng cua doanh nghiép. Hon va Leung
(2011) nghién ctru sy sang tao va dong luc lam viéc cua nguodi lao dong, trong do6 van hoa doanh
nghiép dong vai tro bién diéu tiét. Syafii va dtg (2015) nghién ctru anh huéng ciia phong cach
lanh dao dén hiéu suét cong viéc cua nhan vién, trong d6 vin hoa doanh nghiép va dong luc lam
viéc dong vai tro bién trung gian. Arielle Turner (2017) nghién cru nham xac dinh dong luc bén

trong hay dong luc bén ngoai thic ddy van hoéa dinh huéng hiéu suat trong cic doanh nghiép.
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Diém chung ctia cac nghién ctru cho thay c6 moi quan hé gitra van hoa doanh nghi¢p va dong luc

lam viéc [31], [120], [27], [80], [131].
Tir tong quan cac nghién ciru tiéu biéu ¢ nudc ngoai, cé thé nhan thay nghién ctru mdi

quan hé giita van héa doanh nghiép va dong luc lam viéc dugc quan tAm nghién ctru & nhiéu
qudc gia khac nhau, trén nhiéu linh vuc hoat dong. Hudng tiép can nghién ctru cling kha da
dang, nhung c6 thé nhan dinh hudng nghién ctru dinh lwong tiép can vin héa doanh nghiép
theo chiéu hanh vi 1a kha pho bién, hudng tiép can theo chiéu gia tri van con it, va chua thay co
nghién ctru ndo xdy dung mo hinh nghién ciru theo chiéu gia tri anh huong dén dong lyc lam
viéc phan thanh bén trong va bén ngoai, va trong d6 niém tin vao doanh nghiép duoc thiét ké
v6i vai tro trung gian va cuong do canh tranh véi vai tro diéu tiét. Day 1a khoang trong ma
nghién ciru hy vong déng gop thém vé mat 1y luan va thuc tién.
1.2. Khung Iy thuyét va mé hinh nghién ctru dé xuat
1.2.1. Khung ly thuyét nghién ciru

Trén co s& nghién ctru tong két 1y thuyét dé tim ra khoang trong trong 1y thuyét ciing
nhu xdy dung nén tang cho viéc hinh thanh khung nghién ctru, ludn 4n hé thong khung 1y
thuyét nghién ctru va dé xuat moé hinh 1y thuyét nghién ctru anh huong cia vin héa doanh
nghiép dén dong luc lam viéc cta nguoi lao dong trong doanh nghiép.

Hinh 1.3 trinh bay khung 1y thuyét nén va cac thanh phan nghién ctru trong luan an. Ly
do lya chon céc 1y thuyét dé hinh thanh khung Iy thuyét nghién ctru cta luan an da duogc trinh

bay trong nhiéu phan co s& 1y thuyét nghién ctru.

Van hoa doanh nghiép ) Dong lwc lam viéc

| | | |

Ly thuyét nén Thanh phﬁn Thanh pllfm Ly tllu}'é;‘i nén
4 ! !

+ Ly thuyét + Biy chiéu Ly thuyét
xir Iy thong gia tri van Péng Iyc sw t quf«'él
tin xa hoi hoa deanh bén trong (Deci va
(Gerald nghiép + Rvan - 2000)
Salancik & (O 'Reilly & + Yéu té van
Jeffrev Pleffer | | dig - 1991); hoa — xa hai
-1977) (Sarros & i (Humphrevs -
+ Ly thuyét dre - 2005). [ bong lyc 2007) )

xa hol hoa td N Oen Dgeal

chire

Hinh 1.3. Khung Iy thuyét nghién ctru cia luln an
Nguon: Dé xudt cua tac gia
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Tiép theo, 1y thuyét nay bao gdm nhiéu ly thuyét thanh phan, xem xét dong luc trén
nhiéu phwong dién. Dic biét, 1y thuyét nay cho rang chuin muc xi hoi, vin héa 1a co s quan
trong cho viéc hinh thanh dong luc nén phu hop vdi hudng nghién ctru ciia luan an. Bén canh
do, cac 1y thuyét dong vién dugc phat trién ¢ cic nudc phuong Tay, cho ngudi phuong Tay.
Nhitng 1y thuyét ndy c6 tng dung pht hop cho cac méi trudng vin hoa khac véi phuong Ty,
cu thé trong moi truong Viét Nam, 1a mot van dé can dit ra. Nghién ctru cia Humphreys huéng
dén giai quyét van dé nay khi nghién ctru dong lyc lam viéce lién quan dén yéu t6 van hoa — xa
hoi, trong madi truong kinh doanh cta Trung Qudc, qudc gia co nhiéu yéu té vin hoa kha twong
dong voi Viét Nam, nén phit hop cho Iya chon dé dinh hinh khung 1y thuyét nén cho luan an.
1.2.2. M6 hinh Iy thuyét nghién ciru va céc gia thuyét

Vian héa doanh nghiép

Cuwéng do
= canh tranh
Sw hod trgr i
ro \‘
1 1
g . L)
Sy dol mol al .
! . X Bong lyc
i
Sw canh tranh IIr : t\ bén ngoai
1
I %
Binh huéng * ¥ -\ -
higu suat 1 A Béng lue
e " "‘. bén trong
wondin ‘i .
] Al
Yéu 14 lgi ich ! ‘1‘
! Niém tin vao
Wﬁc:;:?ﬁm ¥ doanh nghiép

Hinh 1.4. M® hinh Iy thuyét nghién ciru ciia ludn 4n
Nguon: Dé xuat cua tac gia

Trén co so khung 1y thuyét, Hinh 1.4 trinh bay mé hinh 1y thuyét nghién ciru cia luan
an. Trong mo hinh, niém tin & doanh nghiép déng vai tro bién trung gian va cudng do canh
tranh 13 bién diéu tiét. Thong qua lap ludn, ludn an dé xuat 14 gia thuyét vé mdi quan hé anh
hudng cua 7 gia tri chia sé thudc van hoa doanh nghiép dén dong luc bén ngoai va dong luc
bén trong; 14 gia thuyét voi bién niém tin vao doanh nghiép déng vai tro trung gian trong mbi
quan hé anh hudéng cua van hoa doanh nghiép dén dong luc lam viéc; va 01 gia thuyét vé mbi
quan h¢ canh tranh manh va yéu c6 su tac dong khac nhau dén cac moi quan h¢ trong mo hinh

nghién cuu.

10



CHUONG 2. PHUONG PHAP NGHIEN CUU

2.1. Phuong phap nghién ctru
2.1.1. Phwong phap tiép cén trong nghién ciru

Thir nhat, nghién ctru anh hudng cia van hda doanh nghiép dén dong lyc lam viéc dugc
xem xét trong mdi quan hé bién chimg nhan - qua.

Thir hai, nghién ctru anh huéng cua vin héa doanh nghiép dén dong luc 1am viée duoc
tiép can theo quan diém hé thong.

Thur ba, nghién ciru anh hudng ctia van hoéa doanh nghiép dén dong luc lam viéc dugc

tiép can theo quan diém toan dién.
Thir tw, nghién ctru anh hudng ctia van héa doanh nghiép dén dong luc lam viéc dugc

xem xét trong mdi quan hé bién chung giita 1y luan véi thuc tién quan tri doanh nghiép.

Trén day 13 nhitng tién dé dinh huéng nghién ciru anh hudng cta vin héa doanh nghiép
dén dong luc lam viéc ctia nguoi lao dong & dia ban nghién curu.
2.1.2. Khung nghién ctru

Mot s6 phuong phap duoc sir dung trong nghién ctru c6 thé xem xét dé lua chon. Phuong

phap dinh tinh duoc sir dung dé thu thip ¥ kién cic chuyén gia, cac nha nghién ctru c6 sy am
hiéu vé cac van dé lién quan dén ludn an, va 1a co s dé hoan thién bang khao sat cdu truc.
Phuong phap dinh lugng dugc sur dung ph?m 16m cho k¥ thuat thu thap dit li¢u, phan tich dir
liéu. Trong luan 4n, chiing t6i st dung phuong phap nghién ctru hdn hop, trong d6 phuong
phap dinh luong lam chi dao. Nghién ctru bao gom hai giai doan véi bay budc.
2.2.4. Thiét ké nghién ciru chinh thirc
2.2.4.1. Tong thé nghién ctru

Tong thé nghién ctru 13 ngudi lao dong 1am viée trong céc loai hinh doanh nghiép trén
dia ban thanh phé H6 Chi Minh. Déi twong khao sat chinh ctia nghién ctru 1 nhan vién va quan
Iy cip thap 1am viéc toan thoi gian trong cic doanh nghiép véi diéu kién: doanh nghiép da
thanh 1ap trén 5 nam, co ) luong nhan vién tir 100 try 1én, nhan vién lam viéc trén 3 ndm. Mau
doanh nghiép dugc chon theo phuong phép thudn tién, nhan vién trong doanh nghi¢p duogc

chon ngau nhién dé khéo sat.
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2.2.4.2. Mau nghién ctru

Nghién ctru kiém dinh gia thuyét bang SEM, trong d6 sir dung phuong phap phén tich
da nhom, k¥ thuat nay phan chia miu thanh cic nhém nén mau phan tich yéu cau twong d6i
16n. Mot sb tac gia dé xuit c& mau theo quy tic kinh nghiém 5/1, mot bién quan sat can tdi
thiéu 5 mau; s6 khac lai dé nghi ty 18 10/1. M6 hinh 1y thuyét c6 47 bién quan sat, theo dé xuat
ty 1 10/1 can 470 quan sat. Dé dam bao mau cho phan tich da nhém s6 mau can gap d6i 1a 940
quan sat [35], [97].

2.2.4.3. Phuong phap diéu tra
Nghién ctru sit dung phuong phap chon miu thuin tién. Chuong trinh khao sat cho

nghién ctru chinh thirc thue hién trong khoang thoi gian tir 01/03/2018 dén 15/06/2018. Trong
qué trinh lién lac véi cac doanh nghiép dé thuc hién khao sat, nhiéu nha quan ly tai mot s6
doanh nghiép cho réng thyc hién khdo sat online s€ thuan ti¢n; trong khi mot sb khéc lai cho
rang khdo sat bang ban gidy s& nhanh hon va dé kiém soét trong qua trinh phat va thu hoi
phiéu. Sau qué trinh can nhéc, ca hai phuong an déu dugc chon nham tdi da héa s6 lugng mau
khao sat duoc.
2.2.4.4. MAu khio sat

Mau khao sat gdm c6 24 doanh nghiép, trong dé: 6 doanh nghiép khao st online va 18
doanh nghiép khdo sat bang ban gidy, trinh bay & phu luc 06. Téng cong s phiéu phat di 1a
1.300, ddi véi cac doanh nghiép khao sat online, sé lwong phiéu 1a dé xuit cia tac gia va dugc
ngudi nhan khao sat chap thuan. S6 phiéu thu hdi bang ca 2 hinh thac 1a 1.064, trong qua trinh
ma hoa, sang loc va nhap li¢u da loai bo 66 phiéu khong dat yéu cau, con lai 998 mau dua vao
chuong trinh nghién ctru chinh thuec.
2.2.4.5. Phuong phap phan tich dir li€éu dinh lwgng chinh thirc

Tu két qua nghién ctru so by, cac thang do s& dugc diéu chinh lai dé hoan thién bang
khao sat cudi cung va tién hanh khao sat chinh thic. Dir liéu ¢ budc nay s& duoc nhap liéu,
sang loc, loai bd cac phiéu khong dat yéu cu dé thuc hién nghién ctru dinh lugng chinh thuec.
Giai doan phén tich dit liéu chinh thitc c6 thé phan thanh mot sé budc nhu sau:
- Bue a: Kiém dinh lai d6 tin cdy cua cac thang do bang Cronbach’s alpha, phén tich nhan t6
kham pha (EFA). Trong budc phan tich so bd, c& mau nhé nén khong phu hop dé kiém dinh gia tri

hdi1 tu va gia tri phan biét cua toan bd cac thang do. EFA duoc xem la bude tién phan tich ctia phan
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tich nhan t6 khang dinh (CFA) va phéan tich mé hinh cau trac tuyén tinh (Structural Equation
Modeling — SEM) nén can thiét phai thuc hién & budc nay.

- Budéce b: Tién hanh phan tich nhan t khang dinh. Pic diém co ban ctia CFA lién quan dén noi
dung 1y thuyét, nén tang cta cac nghién ciru. CFA duoc xem 1a cong cu phi hop dé kiém dinh d6
phtl hop vé mit ciu tric cua cac thang do trong mé hinh 1y thuyét. CFA s& kiém dinh céc ndi dung;
(i) Do tin ciy tong hop (composite reliability); (i) Tinh don hudng (unidimensionality); (iii) Tong
phuong sai trich (variance extracted); (iv) Gié tri hdi tu (convergent validity); (v) Gia tri phan biét
(discriminant validity). [21]

- BuGe c: Kiém dinh céc gia thuyét trong mo hinh 1y thuyét nghién ctru bang SEM.
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CHUONG 3. PHAN TICH MOI QUAN HE ANH HUONG CUA
VAN HOA DOANH NGHIEP POI VOI PONG LUC LAM VIEC
CUA NGUOI LAO PONG TRONG CAC DOANH NGHIEP
O THANH PHO HO CHIi MINH

Chuong 1 d3 trinh bay co ¢ 1y thuyét, dé& xuat khung 1y thuyét va mé hinh nghién ctu.
Chuong 2, thiét ké thang do luong cac khai niém, trén co s& do tién hanh nghién ciru so bo dé
danh gia do tin cay, gia tri hoi tu cua cac thang do. Chuong 3 tap trung cac ndi dung: thiét ké
nghién ctru chinh thuec, kiém dinh d6 tin cay thang do, gia tri hoi ty, gia tri phan bi¢t bﬁng EFA
va CFA, két qua phan tich bang CFA s& dugc st dung dé kiém dinh cac gia thuyét trong mo
hinh 1y thuyét bing mé hinh céu tric tuyén tinh (SEM).

3.1. Pic diém miu nghién ciru
3.1.1. M6 ta chung vé miu nghién ctru

Bang 3.1. Quy mo va co cau mau nghién ciru

Phan theo cac tiéu thuce TAan sb TAan suit
(Nguori) (%)
e Nam 409 41,00
Gioi tinh Nit 589 59,00
Tur 3 dén dudi 6 nam 517 51,80
Thoi gian 1am viée Tt 6 dén dudi 10 ndm 383 38,40
Trén 10 nam 98 9,80
e Quan ly 99 9,90
Vitri cong viee Nhan vién 899 90,10
Tir 100 dén 500 ngudi 165 16,50
Quy mé lao dong Trér} 500 dén 1.000 178 17,80
nguol
Trén 1.000 nguoi 655 65,60
Doanh nghiép nha nudc 169 17,00
Loai hinh doanh nghi¢p DN ngoai nha nuéc 645 64,60
DN c¢6 v6n nudc ngoai 184 18,40
Thuong mai 256 25,70
. ‘ Tai chinh/Ngan han 428 42.80
Linh vyc kinh doanh Du lich/Khé%h san : 23 2,30
San xuat 291 29,20
Céng 998 100,00

Nguon: “Tong hop tir phén tich ciia tdc gid”’
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3.3. Kiém dinh thang do bang phan tich nhén t6 khing dinh va hé s6 dd tin ciy tong hop
3.3.1. Kiém dinh thang do bing phén tich nhan t6 khing dinh

Trong md hinh Iy thuyét nghién ctru trinh bay ¢ Hinh 1.4 gém c6 cac khai niém: vin hoa
doanh nghiép bao g@)m 7 khai niém (nhan té), dong lyc lam viéc c6 2 nhan td, niém tin vao
doanh nghi€p va cuong d0 canh tranh déu c6 1 nhan t6. CFA duoc st dung dé kiém dinh do
phu hop téng quat, gia tri hoi tu, gia tri phan biét ciia vin héa doanh nghiép, dong luc lam viéc,
niém tin vao doanh nghiép va cudng do canh tranh theo tirng nhom. Trén co s& két qua & budc
nay s& kiém dinh mé hinh t&i han (bao gdm tit ca cac khai niém trong mé hinh 1y thuyét) dé
lam co so kiém dinh cic gia thuyét trong mo hinh 1y thuyét bang SEM.
3.3.1.5. Két qua phén tich nhan t6 khiang dinh cho mé hinh téi han

Mo hinh CFA t6i han (Saturated model) nham muc tiéu kiém dinh: phan phéi chuan cac
bién quan sat trong mo hinh, do tin cdy téng quat cua mo hinh; gia tri hdi ty; gia tri phan biét;
tinh toan do tin cay tong hop va phuong sai trich cua céc thang do, tién hanh so sanh két qua
v6i EFA. Bién cudong d6 canh tranh (CDCT) sir dung trong phan tich da nhom nén khong xuat

hién trong mo hinh téi han.

Chi-Square=1375.070; df=524; P=.000;
Chi-Square/df=2.624;
GFI=.924; CFI=.948; TLI=.941;
: RMSEA=.040
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Hinh 3.6. M6 hinh CFA téi han
Nguon: “Phan tich dir liéu cua tac gia”

Tong hop cac két qua phan tich, ¢ thé két luan md hinh phu hop véi dir licu thyc té, cac
khai ni¢m dugc gitr lai trong mo hinh cé do tin cay, dat gia tri hoi tu va gia tri phan biét.
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3.3.2. Két luin kiém dinh thang do bing phén tich nhan t6 khang dinh

Két qua CFA ciing cho thiy tit ca cac khai niém thanh phan trong mé hinh dat d6 tin
cay téng hop cao, dat gia tri hoi tu va gia tri phan biét. Phuong sai trich cua khai niém dong luc
bén ngoai va niém tin vao doanh nghiép thap hon muc tiéu chuin (0,5) tuy nhién van trong

pham vi cé thé chap nhan.

Cuwomng db
. ; a canh tranh
Vam hoa doanh nzhiep
- rTrry_
(I
|l "n.
I Sir hi tree ‘ I VRN
! i 1 b
i ::e 1 L Bdgng luc
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1 i
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i
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Hinh 3.7. M hinh Iy thuyét diéu chinh
Nguon: Dé xudt cua tac gia
Trén co sd cac phan tich da thuc hién, mo hinh 1y thuyét dugc di€u chinh lai nhu Hinh
3.7. Mb hinh nay dugc sir dung dé kiém dinh céc gia thuyét bang SEM.
3.4.2. Kiém dinh mé hinh 1y thuyét
3.4.2.1. Trinh ti kiém dinh mé hinh ly thuyét
Kiém dinh gia thuyét bang mé hinh cdu trac tuyén tinh (SEM) duoc thyuc hién theo cac
budc sau:
- Bude 1: Kiém dinh anh hudng anh hudng truc tiép cia 6 yéu té dai dién cho vin héa doanh
nghi¢p dén dong lyc lam viéc bén trong va dong luc lam viéc bén ngoai. Bién niém tin vao
doanh nghiép duoc dua vao mo hinh dé kiém dinh mbi quan hé anh hudng gian tiép ciia vin
hoa doanh nghiép dén dong liwc lam viéc.
- Bu6e 2: St dung k¥ thudt Boostrapping dé danh gia mirc d6 6n dinh cua cac mbi quan hé
trong mé hinh (thé hién qua d6 6n dinh ciia cac tham sé hdi quy).
- Bude 3: Bién cuong do canh tranh s€é dugc thao tac thanh hai nhém thong qua trung vi, mot
nhom dai dién cho cuong do canh tranh yéu va nhom con lai 1a canh tranh manh. St dung k¥
thuat phan tich da nhom dé danh gia tic dong cua cuong do canh tranh vao cac mdi quan hé

trong mo hinh, dat tén SEM-danhom.
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3.4.2.2. Két qua kiém dinh mé hinh SEM-Lythuyet

Kiém dinh cac gia thuyét trong mé hinh 1y thuyét bang SEM duogc thuc hién qua cac
budc: M6 hinh xuat phat (dit tén SEM-Lythuyet 01), tit ca cic mdi quan hé bién thién tu do.
Trén co s& két qua, tién hanh do tim dé phat hién cac van dé can giai quyét nhim tim ra mo
hinh pht hop nhat. M6 hinh diéu chinh trinh bay ¢ Hinh 3.9. Két qua ctia mé hinh sau khi ¢6 dinh
hai phan du, sai s giita chung d triét tiéu va mo hinh cai thién hon. Cac cip sai s6 khac déu ¢ trong

khoang phu hop nén khong thyc hién thém diéu chinh.

)
E1)- .-« Chi-Square=1403.114; df=528; P=.000;
[ o P T Chi-Square/df=2.652;
GPI=.923; CFl=946: TLI=.940;
RMSEA= 0417

Hinh 3.9. M6 hinh SEM-Lythuyet 02
Nguon: “Phdn tich dir liéu cia tic gia”
Két qua kiém dinh m6 hinh SEM-Lythuyet 02 trinh bay ¢ Hinh 3.9 va phu luc (PL-07-

05.01a) cho thdy mo hinh c6 d6 phu hop tong quét cao, cac chi sd: Chi-Square/df = 2,652 <
3,00; GFI = 0,923 > 0,9 cho biét dir liéu thyc té va mo hinh 1y thuyét c6 d6 phu hop dén 92,3%;
CFI = 0,946 > 0,9; TLI = 0,940 > 0,9; RMSEA = 0,041 < 0,08, cho thiy tat ca cac chi s6 quan
trong do ludong do phu hop tong quat ciia md hinh déu dat yéu cau.

DPdi v6i cac moi quan h¢ trung gian, sau khi thyc hién mdt chudi cac phan tich, trong dé
& mo hinh ban dau ca 6 nhan t6 thanh phan ctia van hoa doanh nghiép tac dong dén bién niém
tin vao doanh nghiép va bién nay tac dong dén dong luc bén trong va dong luc bén ngoai. Sau
d6 sir dung cac quy tac dd néu ¢ phan trude dé loai dan cic mdi quan hé khong c6 y nghia.

Két qua phan tich thuc hién qua: Budc mot, Budc hai, Budc ba va Budc 4. Két qua cubi

cung cua m6 hinh SEM-Lythuyet 02 trinh bay & Bang 3.16.
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Bang 3.16. Trong s6 hdi quy ciia cac mdi quan hé trung gian

M&éi quan hé gia thuyét Trong sb S.E C.R P
Su hd tro (HT) > Nidm tin (NT) (3,’(1)32) 0035 2821 0,005
S én dinh (ON) > Nidm tin (3:}22 ) 0036 2873 0,004
Yéutdloiich (L) > Niémtin (3(1’2(59 , 0031 2719 0,007
Niém tin N gg’;‘gg (lchgéTn) (3,%2? ) 0045 4523w
Niém tin » Donglucbén 0263 © 0044 5039  wex

ngoai (DLBN) (0,240)

Nguon: “Tong hop tir phan tich cia tic gia”

Ghi chu: Trong ngodc don t’rinh’ bay trong 6 hoi quy ghucfn hoa; *** P <001

Trong mod hinh cu6i cung, chi c6 3 yéu t6: Sy ho trg (HT), Su 6n dinh (ON); Yéu to loi

ich (LI) anh hudng c6 y nghia (mic 5%) dén niém tin vao doanh nghiép; niém tin vao doanh
nghiép tac dong cé y nghia dén ca dong luc bén trong (DLBT) va dong luc bén ngoai (DLBN),
chiéu hudng tac dong déu dong bién nén co thé két luan cac mdi quan hé trung gian trong mo
hinh 14 nhit quan, khong xuét hién anh hudng triét tiéu.

Tir két qua c6 thé khai quat: Su hd tro anh huéng dén niém tin vao doanh nghiép (HT >
NT = 0,127), niém tin vao doanh nghiép anh huéng dén dong luc bén trong (NT > DLBN =
0,240); ham ¥ su hd tro ting mot diém danh gia thi niém tin vao doanh nghiép ting 0,127 do
léch chuén, va anh hudng gian tiép truyén dén DLBT lam ting 0,021 do léch chudn. Su hd tro
tang mot diém binh quan lam tang 0,205 do léch chuan cho DLBT, nhung néu c6 niém tin thi
miurc do tdng ciia DLBT cang cao hon (0,226 so vo1 0,205).

D6 16n cua cac mbi quan hé gilta cac bién doc 1ap dén bién phu thudc qua trung gian
niém tin vao doanh nghiép twong d6i ddng déu. Nhu viy, c6 thé két luan niém tin vao doanh
nghiép 1a mot yéu té quan trong ciia vin héa doanh nghiép. Hé sé twong quan bdi (R?) 14 chi sé
cho biét mirc d¢ gii thich cua cac bién phu thudc trong moé hinh. Két qua phan tich cho thiy:
bién niém tin vao doanh nghiép giai thich 10,10% su bién thién ciia cac bién bién s6 trong mo
hinh (R, = 10,1), dong luc bén trong giai thich 38% (R2,5r = 38,00) su bién thién va dong
luc bén ngoai giai thich 33,30% (R3.zy = 33,30) su bién thién ctia cua cac bién sb lién quan

trong mé hinh 1y thuyét.
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3.4.4. Két qua kiém dinh gia thuyét nghién ciru

Két qua nghién ctru cho thay c6 16 gia thuyét dugc chap nhan, trong d6 bao gém 9 mbi
quan hé truc tiép (Hy,, Hyp, Hug, Hap, Hsg, Hsp, Heg, Hep, Hygq) va 6 mbi quan hé gian tiép
(Hye1, Hicpo Hseqs Hsepy Heers Heer) va 1 mdi quan hé mang tinh tong quat cua bién cudng do
canh tranh. Trong d6, gia thuyét khong dugc chap nhan (H,,) van dugc dé cap dén véi ham y
lién quan. Trong s6 hdi quy ciia cac mdi quan hé duoc sir dung gia tri chuin héa dé thuan tién
khi so sanh.

+ Su h tre

Két qua nghién ctru cho thiy su hd tro anh huéng dén ca dong luc lam viéc bén trong
(H,,) va dong luc 1am viéc bén ngoai (H,,). Trong cac moi quan hé truc tiép thi trong sd hoi
quy cta sy hd tro dén dong luc lam viéc bén trong 13 16n nhat (B,, = 0,205) va tac dong dén
dong luc bén ngoai ciing thudc nhém c6 anh huéng manh (B, = 0,180). Ham ¥ ciia mbi quan
hé du bao nay, khi su ho tro ting 1 diém binh quan s¢ lam tang 0,205 d6 léch chuan déi véi
dong luc bén trong va 0,180 do 1éch chuan ddi véi dong luc bén ngoai.

+ Sw d6i mé6i

Mot trong cac yéu td duoc xem 13 ¢6 sy anh hudng manh dén dong lyc lam viéc bén
trong va dong luc lam vi¢c nén ngoai 1a su ddi moi; tuy nhién, trong mo hinh phan tich lai co
su khéac biét voi ky vong ban dau. Su doi méi khong c¢6 mbi quan hé c6 y nghia dén dong luc
1am viéc bén trong va c6 mdi quan hé nghich bién véi dong luc 1am viée bén ngoai (B, = -
0,081).

+ Pinh hwéng hiéu suit

Dinh hudng hiéu suat tac dong truc tiép c6 tinh 6n dinh va ddng déu dén dong luc bén
trong va dong luc bén ngoai. Mdi quan hé anh huéng cung chiéu, dinh hudng hiéu suit ting 1
diém binh quin lam dong luc bén trong ting 0,186 d6 léch chuan (B,, = 0,186) va dong luc
bén ngoai tang 0,193 d6 1éch chuan (B, = 0,193).
+Sy bn dinh o . ,

Su on dinh la yéu t6 c6 y nghia cao trong mo hinh, bién s6 nay vira tac dong truc ti€p
dén dong lyc 1am viéc bén trong va bén ngoai, dong thoi c6 mdi quan hé gian tiép thong qua
niém tin. Gia thuyét Hs du bao, sy 6n dinh ting 1 diém binh quan 1am dong luc bén trong ting
tryc tiép 0,105 do 1éch chuan (Bs, = 0,105) va tong anh hudng ting 0,226 d léch chuan; twong
tur, dong luc bén ngoai tang truc tiép 0,117 d6 1éch chudn (B, = 0,117) va tong anh hudng ting
0,210 do léch chuan.
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+ Yéu t6 lgi ich

Tuong tu su on dinh, yéu t 1oi ich c6 mbi quan h¢ tac dong dén dong luc bén trong va
dong lyc bén ngoai ca truc tiép va gian tiép, mdi quan hé ciung chiéu. Yéu td loi ich ting 1
diém binh quan 1am dong luc bén trong va dong luc bén ngoai ting 0,083 (Bg, = 0,083) va
0,132 (Bs, = 0,132) do 1éch chuan twong Gmg, tong anh hudéng lan lwot 13 0,105 va 0,163 d6
1éch chuén.
+ Trach nhiém xa hgi

Trach nhiém x3 hdi chi c6 mdi quan h¢ voi1 dong luc bén trong, do 16n anh hudng kha
manh. H,, du bao khi danh gia trach nhiém xa hoi tang 1 diém binh quan lam dong lyc bén
trong tang 0,122 (B,, = 0,122) d6 léch chuan.
+ Niém tin vao doanh nghiép

Niém tin vao doanh nghiép 1a bién s6 c6 vai trdo quan trong trong mé hinh 1y thuyét, ca vé
mat théng ké va y nghia noi dung. Niém tin chju anh huong truc tiép tur 3 yéu t6 1a su hd tro, su
on dinh va yéu t loi ich va chiéu huong mbi quan hé déng bién. Su hd trg, su on dinh, yéu tb
loi ich tang 1 diém binh quan lam niém tin tang tuong tng 0,127; 0,140 va 0,128 do 1éch
chuan. Niém tin anh huéng cung chiéu dén dong luc lam viéc, yéu té nay tang 1 diém binh
quan lam dong luc bén trong ting 0,165 va dong luc bén ngoai tang 0,240 4o I¢ch chuan. Méi
quan hé trung gian trong mo hinh dugc xem 1a quan hé trung gian nhat quan do cidc mdi quan
hé thanh phan déu c¢6 cung chiéu duong. D¢ 16n cic mbi quan hé trung gian khong 16n nhung
rat c6 ¥ nghia vé mat ndi dung trong mo hinh. Khi su hd trg ting 1 diém binh quéin, bén canh
tac dong truc tiép dén dong luc lam viéc, niém tin con hd tro tang thém cho dong luc lam viéc
bén trong 0,021 (By., = 0,021) d6 1éch chuan va ting 0,03 (By., = 0,030) d6 1éch chuan cho
dong luc bén ngoai, déng gdp 1am manh thém mdi quan hé nay thé hién qua tong anh huong.
Tuong tu, niém tin 1am ting gian tiép mdi quan hé anh hudng cia sy 6n dinh va yéu t6 loi ich
dén dong luc lam viée bén trong va bén ngoai twong tng 13 0,023 (Bseq = 0,023), 0,034 (Bsey =
0,034) va 0,021 (Bgc1 = 0,021), 0,031 (Bge2 = 0,031).

Tong cong co 29 gia thuyét nghién ciru, két qua c6 16 gia thuyét duoc chap nhan, 4 gia
thuyét khong du diéu kién dé két luan, va 9 gia thuyét khong duoc chép nhan. Trong do, sy hd
tro, su On dinh, yéu t loi ich c6 anh huong manh nhat trong mo hinh, céc mbi quan hé truc tiép
va gian tiép qua niém tin vao doanh nghiép déu c6 y nghia théng ké ¢ mirc 5%. Dinh huéng
hiéu suét anh hudng truc tiép c6 ¥ nghia thong ké dén dong lyc lam viée ca bén trong va bén

ngoai, nhung khong c6 moi quan hé trung gian véi niém tin vao doanh nghiép.
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CHUONG 4. HAM Y QUAN TRI RUT RA TU KET QUA
NGHIEN CUU

4.1. Ham y xdy dung viin h6a doanh nghiép tong quat

Trong nhitng thap ky qua, khai niém vin hoa doanh nghiép di duoc chap nhan rong rai
nhu mét cach dé hiéu va diéu hanh c6 hiéu qua hé thdng ngudn luc con ngudi trong doanh
nghiép. Vin hoa 1a mot phan quan trong thudc méi truong bén trong ciia mot doanh nghiép, 1a
tap hop cdc gia tri chia sé, niém tin, hanh vi, phong tuc va thai do giup cac thanh vién cua
doanh nghiép hiéu nhimg muc tiéu doanh nghiép dang theo dudi, cach hanh xtr phu hop, va
diéu gi duoc xem 1a quan trong. Thong qua su hiéu biét vé vin héa doanh nghiép, nhan vién
biét chinh xac nhitng gi nén lam trong bat ky tinh hudng nao. Bén canh do, cac thu tuc cling
nhic va co ché kiém soat trd nén khong can thiét boi vi lic ndy cac quy tic, gia tri van hoa,
niém tin giita cic ca nhan hoat dong nhu nhiing co ché kiém soat mém dicéu tiét hé thong van
hanh ciia doanh nghiép. Két qua nghién ctru cho rang c6 mot mdi lién hé giira vin héa doanh
nghiép va cac yéu to tao dong lyc lam viéc va thong qua d6 lam ting hiéu qua cia doanh
nghiép. Mot su hiéu biét chinh xac vé dong luc 1am viéc c6 thé gitp cac doanh nghiép thiét ké
hé théng quan 1y tét hon, tir d6 tac dong dén cac tién dé dong vai tro dinh hudéng dong lyc lam
viéc ctia nhan vién. Nhu vay, trén co so 1y thuyét va cian cir vao két qua nghién ctru, xay dung
van hoda doanh nghiép tich cuc dé tao ra dong luc lam viéc cho luc lugng lao dong, lam nguén
luc v6 hinh dé tang loi thé canh tranh, tao ra thanh cong bén vitng cho doanh nghié¢p 1a ndi
dung thyc su can thiét.
4.2. Xay dung dgi ngii 1anh dao c6 niang luwc quan tri van héa

Lanh dao dong vai tro quan trong trong moi hoat dong cia doanh nghi¢p. Mac du mo
hinh nghién ctru khong thiét ké 1anh dao thanh mot bién doc 1ap, nhung su hd trg da bao ham
yéu t6 nay va lanh dao ludn hién hiru trong cac yéu t6 khac da dé xuat trong mé hinh théng qua
vai tro thiét ké va thyc thi cac chinh sach trong doanh nghiép. Van héa doanh nghiép c6 duoc
xay dung, duy tri thanh cong hay khoéng phu thudc phan 16n vao doi ngii lanh dao, nhung diéu
quan trong la phai c6 duoc sy ung hd va thyc hién ctia do1 ngli nhan vién. Nhi€ém vu chinh cua
ngudi 1anh dao 1a huéng dan va huén luyén lyc luong lao dong, dinh hudng moi hoat dong

trong doanh nghiép huéng dén muyc tiéu chung ctia doanh nghiép. Lanh dao can xay dung méi
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truong lam viéc tich cuc, dé xuét va thuc hién cac chinh sach khuyén khich, dong vién dé tao
dong luc lam viéc gitip nhan vién hoan thanh nhiém vu va dong gop tich cuc vao su thanh cong
chung cua doanh nghiép. Thyc hién t6t nhiém vu nay gop phan khai thac hiéu qua ngudn nhan
luc, duy tri duge d6i ngii lao dong tai ning, c6 chuyén mon gidi chinh 13 tién dé& thuc hién
thanh cong céc ké hoach kinh doanh.
4.3. Xay dung niém tin trong doanh nghiép
Niém tin trong doanh nghiép 1 tién dé& quan trong cho hanh vi ty nguyén cua nhan vién,
boi vi néu thiéu niém tin thi nguoi lao dong s& khong phd bién nhiing kién thirc, k§ ning ma ho
c6. Hanh vi tu nguyén lién quan dén cac hoat dong nam ngoai ban mé ta cong viéc trong hop
ddng lao dong chinh thirc. Pay 1a mot dang hanh vi c6 kha ning dong gop tich cuc vao sy phat
trién, tién bo cua doanh nghiép boi niém tin anh huong dén két qua hanh vi nhu thai do lam
viée tich cuc hon, mirc d0 hop tac cao hon, nguodi lao dong quan tam dén loi ich doanh nghiép
hon 1a chi cht y vao lgi ich cia cé nhan.
Tir co so 1y thuyét két hop voi cac két qua nghién ciru ciia luan an c6 thé tong quét 3
nguyén tac lién quan dén niém tin ma cac doanh nghiép Viét Nam c6 thé tham khao:
(1). Xay dung va thyc thi chinh sach hd trg cia doanh nghiép;
(2). Chi1 trong dén loi ich cia nguoi lao dong;
(3). Nhat quéan gitta chinh sach va hoat dong thuc tién.
4.4. Ham y doi véi hé thong quan tri ngudn nhén lyc
Can ctr vao két qua nghién ctru, cac gia tri chia sé thudc van hoa doanh nghiép duoc
16ng ghép vao trong chinh sach quan tri cia cac doanh nghiép néi chung va chinh sach quan tri
nguén nhan lyc n6i chung. Trén tinh than d6, dé tai thao luan va dé xuét cac ham y vura téng
quat vira cu thé lién quan dén cac yéu té:
+ Nhirng thay d6i trong quan hé viéc lam
+ Su hd trg trong doanh nghiép
+ Pinh huéng hiéu suit
+ Sy 6n dinh
+Yéu t0 loi ich
+ Trach nhiém xa hoi

+ Ham y d6i voi cudng do canh tranh
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KET LUAN

1) Dua vao co so 1y ludn va tong quan cac két qua nghién ctru lién quan, ludn an da xay
dung khung 1y thuyét va thiét ké mo hinh nghién ctru anh hudng cta vin hoa doanh nghiép dén
dong lyc 1am viée véi cac gia thuyét phu hop trén co s kham phé bay chiéu gia trj chia sé
thudc van hoa doanh nghiép la: su hd tro, sy d6i méi, sy canh tranh, dinh hudng hi¢u suét, su
6n dinh, yéu t6 loi ich, trach nhiém xa hoi anh huong dén dong luc 1am viéc bén trong va bén
ngodi cua nguoi lao dong; thiét ké bién niém tin vao doanh nghiép 1am bién trung gian diéu
chinh mdi quan hé gitta vin héa doanh nghiép va dong luc 1am viéc; cuong do canh tranh dong
vai tro bién diéu tiét trong mo hinh nghién ciru nham khao sat sy khac biét gitta cic mébi quan
hé dudi diéu kién canh tranh yéu va canh tranh manh.

2) Trén co sé khung 1y thuyét va moé hinh nghién ctru, luan an da xay dung thang do
ludong cac khai niém trong mé hinh nghién ctru theo hudng tiép can dinh luong; phan tich
phuong sai dé kiém dinh sy khac biét theo dic diém mau, kiém dinh thang do cac khai niém
nghién ciru bang hé so tin cay, thuc hién phan tich nhan t6 kham pha, phan tich nhan t khang
dinh dé kiém tra do pht hop ctia mé hinh va kiém dinh cac gia thuyét bang mo hinh cau trac
tuyén tinh, k¥ thuat da nhom st dung dé phén tich bién cudng do canh tranh.

3) Két qua phan tich phuong sai cho thay: nhém doanh nghiép c6 vén nudc ngoai danh
gia binh quin cic nhin t6 cao hon nhém doanh nghiép Nha nudc va doanh nghiép ngoai Nha
nude; ¢o 6 chidu gia tri thugc van hoa doanh nghiép 1a su hd tro, sy doi méi, dinh huong hiéu
suét, sy on dinh, yéu t6 1gi ich, trach nhiém x3 hoi anh huong dén dong lyc lam viéc bén trong
va bén ngoai véi cac mirc do khac nhau. Niém tin vao doanh nghiép chiu anh huéng cua 3 yéu
t6 1a sy hd tro, sy On dinh, yéu t6 1o ich va tac dong lam tang dong luc lam viéc bén trong va
bén ngoai. Bién cuong d6 canh tranh dé xuat sir dung mé hinh kha bién dé suy luan két qua
nghién ctru, ham y c¢6 sy khac biét co ¥ nghia ddi v6i cac mdi quan hé trong mo hinh phan theo
cuong do canh tranh manh va yéu.

4) Két qua kiém dinh gia thuyét cho thdy sau gia tri chia sé thudc vin héa doanh nghiép
1a: sy hd trg, sy d6i moi, dinh hudng hiéu suat, su 6n dinh, yéu t6 loi ich, trach nhiém xa hoi
anh hudng truc tiép dén dong luc lam viéc vo1 cac muc dd khac nhau. Trong do, sy hd tro co
anh hudéng manh nhét dén dong luc bén trong; dinh hudng hi¢u suét va su 6n dinh anh huong
kha manh va déng déu dén ca hai loai dong luc; yéu t6 loi ich anh hudng dén dong luc bén
ngoai manh hon dong luc bén trong; va trach nhi¢ém xa hdi chi anh hudng dén dong luc bén
trong. Bén canh anh hudng truc tiép, ba yéu t6: su hd trg, su 6n dinh va yéu t6 1gi ich con anh
huong gian tiép qua bién niém tin vao doanh nghiép; trong d6 yéu t6 loi ich anh hudong manh
nhat dén niém tin; va mdi quan hé gian tiép lam ting thém cudng d6 anh huong dén dong luc
lam viéc, ca bén trong 1an bén ngoai. Su d6i méi anh huong dén dong luc bén ngoai nhung
chiéu hudng khong tng ho cho gia thuyét ban dau. Pay 1 van d& ma cac nghién ctu tiép theo
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c6 thé dit ra dé khao sat sau hon. Cuong do canh tranh manh va yéu c6 anh huong khac nhau
dén cic mdi quan hé trong md hinh; cu thé mbi quan hé trung gian thong qua niém tin vio
doanh nghiép chi c6 y nghia trong truong hop canh tranh manh; cac moi quan hé con lai déu c6
¥ nghia trong cé hai trudng hop cudng do canh tranh manh va yéu thé hién tinh on dinh cia cac
mdi quan hé trong mé hinh nghién ctru.

5) Trén co s& két qua nghién ciru, luan an dé xuat cac ham ¥ quén tri cho cac nha quan
ly trong viéc xay dung nén vin hoéa doanh nghiép phu hop dé nang cao dong luc lam viée cho
nguoi lao dong, tao ra loi thé canh tranh, nang cao két qua va hi€u qua trong qua trinh san xuét,
kinh doanh ctia doanh nghiép. Mot cach téng quat, dé tai dé& xudt cac nhoém giai phap dinh
hudng xay dung van hoa doanh nghi¢p, xay dung doi1 ngii 1anh dao c6 ndng lyc quan tri van
hoa, xdy dung niém tin trong doanh nghiép. Tiép can cu thé hon, dé xuit cac giai phap nhim
nang cao hiéu qua quan trj ngudn nhan luc bang cac dé xuat theo timg nhém ndi dung lién quan
dén su hd tro trong doanh nghiép, dinh hudng hi¢u suat cong viéc, tao lap moi truong lam viée
6n dinh, quan tAm dén loi ich cua nguoi lao dong va nang cao ¥ thirc va trach nhiém ddi véi xa
hoi.

Tom lai, vé mat 1y thuyét dé tai da tong quat héa co sé 1y ludn va cac nghién ctru thyuc
tién trén thé gidi, qua d6 xay dung khung 1y thuyét va mo hinh nghién ctru gitp xac dinh nhiing
nhén t6 thudc vin hoa doanh nghi¢p anh huong dén dong lyc lam viéc trén quan diém dinh
luong, khao sat anh hudng ciia niém tin vao doanh nghiép véi vai tro trung gian va cuong do
canh tranh véi vai tro diéu tiét. V& mat thuc tién, nghién ctru da chi ra cdc ham y quan tri va dé
xuét cac giai phap cu thé gop phan xay dung van hoa doanh nghiép, gia ting dong luc lam viée
ctia nguoi lao dong trong cac doanh nghiép ¢ Viét Nam, dic biét & thanh phd HO Chi Minh.
Nhu vay, cac muyc tiéu cua dé tai luan an da duge thuc hién tron ven.

Goi y huéng nghién ciru tiép theo

Tir két qua nghién ctru, dé tai luan 4n dé xuit mot s6 hudng nghién ciru tiép theo.

Thir nhdt, nghién ciru anh huéng cua vin hoa doanh nghiép dén cac bién két qua nhu sy
hai long, sy cam két, hanh vi cong dan td chir, y dinh ro1 bo doanh nghiép, trong d6 dong luc
lam viéc dong vai tro trung gian.

Thir hai, nghién ctru vin hoa doanh nghiép theo chiéu hanh vi. Trén co s& mé hinh nay,
khao sat su khac biét vé& vin hoa doanh nghiép giita cac nhom nganh nghé khac nhau.

Thur ba, nghién ctru van hoa ciia cac doanh nghié¢p Viét Nam chiu anh hudng cuia nhirng
yéu tb ndo thudc vin hoa dan toc. Nhitng diém wu va nhuoce cua nhitng thanh t6 vin hoa nay
trong qua trinh hoi nhap méi trudng kinh doanh qudc té.

Thir tir, nghién ctru vé tac dong cua sy canh tranh va d6i méi trong doanh nghiép dén
dong luc lam viéc; dong thoi md rong khong gian nghién ctru va quy mé mau dé ting do tin
cdy cho céc suy luan théng ké.
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PREAMBLE

1. Necessity of the dissertation research

Human resource is the most important factor for the success and failure of organizations
in general and enterprises in particular. However, human resource is also the most difficult
factor to maintain and manage for managers. In the current rapidly changing and increasingly
severe competitive environment, development and maintenance of human resources are the
biggest challenge for any organizations and managers and the creation of positive work
motivation for workforce plays an important role to increase labor productivity, improve
product - service quality, enhance competitiveness, build reputable brand name and develop
sustainable enterprises.

Work motivation is one of the factors affecting to labor productivity and human
resource efficiency at enterprises. Enterprises with highly motivated workforce will create
competitive advantage and get success to beat competitors. However, the method to create
work motivation and retain talented employees is one of the big problems of enterprises today.
The employees work in teams and are influenced by leaders’ behavior and working
environment created by leaders (such as: standards, culture). The modern dynamic research
approach recognizes these contextual influences; therefore, the contemporary dynamic theory
tends to emphasize contextual factors, of which the corporate culture is an important factor.
Thus, it can be seen that one of the factors contributing to a positive working environment, then
improving the efficiency of human resource management in general and creating work
motivation in particular is corporate culture.

The corporate culture is considered as the unique competitiveness resource of each
enterprise, because competitors cannot copy any aspects in an easy manner. However, building
a positive corporate culture is not a simple task. Corporate culture affects the psychology and
perception of employees, directly and indirectly, thereby creates the work motivation at
different levels. If enterprise builds a positive, harmonious culture between internal and
external social environment, its culture will become a resource, which creates a intangible but
very important link, binding and guiding the behavior of each member, creating centripetal

force, consensus; the highly motivated employees will help an enterprise to fulfill its mission
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and goals while they feel happy to be devoted and have opportunities to develop their own
capacities.

Researchers and management practices in the world have affirmed that corporate culture
is the key resource for successful business and sustainable development of an enterprise.
However, the corporate culture is a relatively new field resulting in difficulties in research due
to the lack of concept consensus, even the conflict in research philosophy. Many researches in
the world have investigated the effect of corporate culture on work motivation in many
countries and in many fields. However, the research on corporate culture is value influencing
work motivation is still very rare. Accordingly, the corporate trust is built to carry out survey of
indirect influence of corporate culture on work motivation through this mediating variable that
is not found in any researches.

In Vietnam, the concept of corporate culture is even newer, particularly research in
direction of the relationship between corporate culture and work motivation; the academic
documents in this field are limited. Althought in practice, organizations are aware that building
a positive corporate culture is one of the factors that improve work motivation for their
workforce, but the method and actual efficiency are not apparent.

With the above premises, it is essential to conduct research, systematize theoretical
matters, apply measuring tools of corporate culture, build theoretical models to research the
impact of corporate culture on work motivation in the practical situations in Vietnam.Above
are the reasons that the student chooses the topic:

For the said reasons, the doctoral candidate chooses the topic: “Research on the impact of
corporate culture on employees' work motivation at enterprises in Ho Chi Minh City” to be
the Doctoral dissertation.

2. Research objectives
2.1. General objective

The dissertation is to provide scientific arguments of impact of corporate culture on
employees' work motivation as a basis for orientation, proposal of governance implications
contributing to building corporate culture as a tool of creating employees' work motivation at

enterprises.
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2.2. Specific objective

1) The first objective: To systematize theoretical and practical matters about corporate
culture to determine an appropriate shared value system representing corporate culture for
research in Vietnam situation.

2) The second objective: To specify which shared values of corporate culture
influencing intrinsic and extrinsic work motivation at enterprises in Ho Chi Minh City.

3) The third objective: To learn about the impact mechanism of trust in an enterprise as
a mediating variable in the relationship between corporate culture and work motivation and the
intensity of rivalry with the role of regulating relationships in theoretical models.

4) The forth objective: To propose governance implications contributing to development
of corporate culture and improvement of work motivation at enterprises in research site.

3. Research questions

From the said research objectives, the dissertation topic will focus on clarifying the
following matters:

- What are the important and appropriate shared values of corporate culture to research
in Vietnam situation?

- What are the shared values of corporate culture particularly influencing to intrinsic and
extrinsic work motivation and how do they impact?

- Does the corporate trust actually act as moderating role in the relationship between
corporate culture and work motivation; which the mediating relationship is significant and
which one is not?

- Does intensity of rivalry create a impact mechanism to differentiate relationships in the

research model by strong and weak intensity of competition?
4. Subject and scope of research

The key research subject of the dissertation includes matters relating to the impact of
corporate culture on work motivation at enterprises.

Survey respondents are employees working at enterprises in Ho Chi Minh City.
Employees include workers performing indirect and direct jobs, working full-time jobs at
enterprises for 3 years or above. The surveyed enterprises are 100 employees and above with
operation period from 5 years or more. The scope of the research is enterprises operating its

business in Vietnam, the research site is specified for the reasons:
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Ho Chi Minh City is the biggest city in Vietnam in term of population size and
urbanization level. Ho Chi Minh City is one of the important cultural and educational centers
as well as the largest economic development center in Vietnam, attracting a large number of
foreign enterprises to invest, do business, and create many jobs for workers. Therefore, Ho Chi
Minh City is the suitable selection for survey.

Survey period: Analysis of secondary data in the period of 2013 — 2017; survey of
primary data in 2018; solution proposal by 2025.

5. Research methodology

The dissertation uses mainly quantitative methods: test the reliability of research
concept measurement scale by Cronbach’s Alpha, test scale value by exploratory factor
analysis, confirmatory factor analysis and test the research hypothesis by a linear structural
model to identify and analyze the impact of corporate culture on employees' work motivation
(as presented systematically and in detail in Chapter 2). The dissertation also uses the method
of descriptive statistics, ANOVA analysis to approach quantitative characteristics in the nature
of the impact of corporate culture on employees' work motivation.

6. New contributions of the dissertation

Firstly, the dissertation has built a theoretical framework and a research model on the
impact of corporate culture on employees' work motivation with suitable hypotheses on the
basis of exploring seven dimensions of shared values in corporate culture: supportiveness,
innovation, competitiveness, performance orientation, stability, emphasis on rewards, social
responsibility affecting to intrinsic and extrinsic employees' work motivation; building
corporate trust as mediating variable, intensity of rivalry as moderating variable in research
model; development of measurement scale of concepts in research model in the quantitative
approach direction.

Secondly, 6 dimensions of shared values of corporate culture including support,
innovation, performance orientation, stability, benefit, social responsibility affect to intrinsic
and extrinsic employees' work motivation with various directions and levels. Corporate trust is
influenced by 3 factors of support, stability, benefit and the impact increases intrinsic and
extrinsic work motivation. Intensity of rivalry variable proposes to use variable model to
deduce research result, differentiated implication is significant for the relationships in model by

strong and weak intensity of rivalry.
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Thirdly, for contents and impact level, there are five shared values of corporate culture:
support, performance orientation, stability, benefit, social responsibility directly affecting to
work motivation; Support has the strongest influence on intrinsic motivation; Performance
orientation and stability have relatively and equally strong influence on both types of
motivation; Benefit to extrinsic employee motivation is stronger than the intrinsic one; and
social responsibility impacts on intrinsic motivation only. In addition to direct influence, three
factors of: support, stability and benefit also indirectly influence through trust variable, of
which the benefit gives the strongest influence and the indirect relationship increases intensity
to intrinsic and extrinsic work motivation. Innovation influences to extrinsic motivation but
tends not to support the initial hypothesis, which can be suggestion for the next researches. The
strong and weak intensity of rivalry give various influences on corporate trust.

Fourthly, the systematic and synchronous governance implications is proposed to
successfully build corporate culture, employees’ trust in enterprise contributing to the increase

of work motivation, competitive advantage and sustainable corporate development.
In summary, the dissertation is the useful reference for the next researches in this

approach. It is also used at education facilities as a practical case study in teaching the subjects
of business ethics, corporate culture, employee motivation, etc.
7. Structure of the dissertation

In addition to Introduction and Conclusion, the research consists of four chapters:

Chapter 1. Theoretical and practical matters of the impact of corporate culture on
employees' work motivation at enterprises;

Chapter 2. Research site, research framework and research methodology;

Chapter 3. Analysis of the impact of corporate culture on employees' work motivation at
enterprises in HCMC;

Chapter 4. Governance implications from research result.
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CHAPTER 1. OVERVIEW OF THE IMPACT OF CORPORATE
CULTURE ON EMPLOYEES' WORK MOTIVATION AT
ENTERPRISES AND PROPOSAL OF RESEARCH MODEL

1.1. Overview of topic-related research works

Research subject of the dissertation is the impact of corporate culture on work
motivation. Therefore, it is required to make overview of relevant research works at country
and abroad in order to obtain a more comprehensive view of the research topic and identify
research gap that need to be further addressed. The Appendix 01 presents a summary of topic-
related researches. Here is a list of some typical research works.

1.1.1. Key researches abroad

Although the work motivation is only one of the factors to improve job performance, in
this overview, the work performance is considered as manifestation of the work motivation.
Thereby, the researches analyzing the relationship between corporate culture and job
performance will be presented in this section.

Hofstede (1980b) carried out research that is considered a pioneer in research through
approach of corporate culture in the quantitative orientation. The author researched the cultural
differences between countries in the world in relation to the work motivation and leadership.
Surveys were carried out in multinational corporations in 40 countries all over the world, using
116,000 samples during 1967-1973 with 20 languages in the survey process. Culture-related data
1s measured by trust and value of employees working at enterprises. The motivational theory of
the Western authors is examined in light of culture. The national culture is measured, analyzed
and expressed by 4 dimensions: Power Distance, Uncertainty Avoidance; Individualism-
Collectivism; Masculinity-Femininity. 4 cultural dimensions are used by author to analyze the its
relationship with motivational theories of many authors: David McClelland, Abraham Maslow,
FredericK Herzberg, Victor Vroom. This is considered as a large-scale research and performed
by quantitative method, setting the basis for later research is on corporate culture through a
quantitative and applicable approach in corporate governance. The research results show that the
cultural differences between countries will raise problems in application of Western-style
management theories and philosophies into enterprises in countries with cultural differences, in

which the work motivation is an the important content [85].
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Emery and Oertel (2006) used Hofstede’s cultural dimensions as independent variable
influencing motivational variables in Vroom’s expectancy theory model. Survey data was
collected from 10 American enterprises and 8 German enterprises. The research results
indicated that the hypotheses in the model have not been supported. First of all, Hofstede’s
cultural dimensions were not a good tool for predicting individual motivation in an
organization. Next, some relationships have significance by country but are not related to
Hofstede’s cultural dimensions. It was likely that the respondents answered from the point of
view of corporate culture but national culture. It can be seen that the Hofstede’s cultural
dimensions are appropriate with transcultural research, but not a good tool for studying cultural

values affecting the work motivation of an individual [68].

O’Reilly (1989) studied the relationship between corporate culture, commitment and
motivation, in which corporate culture played the role of the social control system. This
research generally covered matters relating to the role of corporate culture in combination of
theory and practice. Firstly, the corporate culture was a potential social control system
combining with an official control system to operate effectively enterprise. Secondly, the
corporate culture set standards and values as the basis of determination and consolidation of
behaviors creating the work motivation for workforce. The corporate culture promoted
creativeness, kept a close relationship with corporate strategy and structure, and a positive
corporate culture would create employee commitment and loyalty. This is an important
research for the thesis, providing an useful approach to determine the theoretical framework in
the thesis with topic of corporate culture. However, this research uses case studies and
arguments only, not surveying and analyzing actual data [111].

Research on cultural difference in the relationship with work motivation has been also
carried out widely. Lee-Ross (2005) studied whether there was any differences when applying
organizational behavior models of Western countries into various cultures, using the model and
the tool of Hackman and Oldham's job characteristics model. The research results indicated
that Hackman and Oldham’s model was not completely fit with non-Western cultures, the
proper adjustment when studying the work motivation in non-Western cultures was required.
Similarly, Lockwood and co-authors (2005) carried out research of the difference in the work
motivation in the point of view of trans-culture. The research results evidenced that individuals
from Asian cultures who emphasize the goal of avoiding undesirable outcomes will be

motivated by negative role models. Individuals from European cultures who emphasize
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outcome goals will be motivated by positive role models. Implications of the research: If it is
affirmed that cultural difference influences the specific motivation and behaviors, the models
can be used to predict planned behavioral models. Daniel Flisak and Thomas Bjerkhage (2015)
explored the factors that influence the work motivation at enterprises. The question is whether
the cultural differences between Sweden and China play an important role in making the
difference in terms of the work motivation between the two countries? The research results
showed that there were a huge differences in the motivational factors for employees in both
countries. Chinese employees tended to be motivated by basic demands such as working
conditions and high wages. While Swedish employees strive for their rewarding jobs and high
appreciation by managers for their efforts. This difference comes from some economic growth
factors in the countries, but mostly in culture and thinking. The research direction orients the
thesis to pay attention to the cultural difference in the relationship with the work motivation
[58], [99], [100].

Research on the impact of corporate culture on the work motivation become popular in
many aspects. Hani Sakina Mohamad Yusof and co-authors (2016) conducted research on the
relationship between corporate culture and work motivation on an automobile company in
Selangor, Malaysia. Corporate culture was classified into two main categories: bureaucratic
culture and supportive culture. The research results showed that two types of cultures was
closely correlated with work motivation, particularly the supportive culture gave more
significant influence on work motivation than bureaucratic culture. This research approaches
corporate culture in the behavior dimension other than the value dimension in the thesis.
However, this research is also a useful reference regarding research methodology. Larsson and
co-authors (2007) conducted research on the relationship between people, strategy and culture,
in which motivational resources were measured by appropriateness between work motivation
and performance rating system and corporate rewards. Hon and Leung (2011) carried out
research on creativeness and work motivation, in which corporate culture was a moderating
variable. Syafii and co-authors (2015) conducted research on the influence of leadership style
on employees' work performance, in which corporate culture and work motivation played the
role of mediating variable. Arielle Turner (2017) carried out research to identify whether
intrinsic and extrinsic motivation drive performance-oriented culture at enterprises. The
common point of researches shows that there is a relationship between corporate culture and
work motivation. [31], [120], [27], [80], [131].
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From the review of typical overseas researches, it is recognized that the research on the
relationship between corporate culture and work motivation is the common concern in different
countries in many fields. Research approaches are also quite various but it can be seen that the
behavior-oriented qualitative research towards corporate culture is quite popular, the value-
oriented approach is still few, and no research builds a research model in the direction of value
influencing the intrinsic and extrinsic work motivation, and in which corporate trust holds an
mediating role and intensity of rivalry as moderating role. The research is targeted to make
theoretical and practical contribution to fill this gap.

1.2. Theoretical framework and proposed research model
1.2.1. Theoretical framework

On the basis of theoretical summary research to find out theoretical gap and build the
foundation for the formation of research framework, the thesis systematizes the theoretical
framework and proposes the theoretical model of the impact of corporate culture on work

motivation at enterprise.
Figure 1.3 shows the fundamental theoretical framework and research components in the

thesis. Reasons for selecting the theories to develop the theoretical framework of the thesis are

included in theoretical backgrounds.
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Figure 1.3. Theoretical framework of the thesis
Source: The author’s proposal
Next, this theory covers many components and considers motivation in many aspects. In

particular, this theory assumes that the social and cultural standard are an important foundation
for building motivation, which is appropriate with research direction of the thesis. In addition,

the motivational theories are developed in the Western countries for the Western people. These
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theories includes suitable applications for non-Western cultures, particularly it is a challenge in
Vietnam. Humphreys’ research aims to solve this problem when researching the work
motivation in terms of cultural - social factors in business environment in China where many
cultural factors are quite similar to Vietnam, therefore, it is the proper selection to shape
fundamental theoretical framework for the thesis.

1.2.2. Theoretical model and hypotheses
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Figure 1.4. Theoretical model of the thesis
Source: The author’s proposal

On the basis of theoretical framework, Figure 1.4 presents the theoretical model of the
thesis. In the model, the corporate trust is mediating variable and the intensity of rivalry is
moderating variable. Through the arguments, the thesis proposes 14 hypotheses about the
impact of 7 shared values of corporate culture on intrinsic and extrinsic motivation; 14
hypotheses with corporate trust variable as a mediating role in the impact of corporate culture
on work motivation; and 01 hypothesis about the relationship of strong and weak

competitiveness with various impact on relationships in research model.
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CHAPTER 2. RESEARCH METHODOLOGY

2.1. Research methodology
2.1.1. Research approach

Firstly, the research on the impact of corporate culture on work motivation is considered
in the cause-effect relationship.

Secondly, the research on the impact of corporate culture on work motivation is
approached by systemic perspective.

Thirdly, the research on the impact of corporate culture on work motivation is

approached by comprehensive perspective.
Fourthly, the research on the impact of corporate culture on work motivation is

considered in the dialectical relationship between theory and practice of corporate governance.

The above are premises for orientation of research on the impact of corporate culture on
work motivation in research site.
2.1.2. Research framework

Some methods used in the research may be considered for selection. The qualitative

method is used to collect opinions from experts and researchers specializing in the thesis-
related matters and the basis to complete structural survey. The quantitative method is mainly
used for data collection, data analysis. In the thesis, we use mixed research methodology, of
which quantitative method is the key one. The thesis consists of two stages with seven steps.
2.2.4. Official research design
2.2.4.1. General research

Research subject is employees who work in various types of enterprises in Ho Chi Minh
City. The main survey respondents are employees and low-level managers working full-time
jobs at enterprises with: its establishment of 5 years and above, with 100 employees and more,
employment period of 3 years and above. Enterprise sample is under the convenience sampling

method and employees of the enterprise are randomly selected for survey.
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2.2.4.2. Research sample

The research hypotheses are tested by SEM using multi-group analysis, this method
divides sample into groups, so the required sample for analysis is relatively large. Some
authors propose sample size using rule of thumb with 5:1 ratio, an observed variable needs at
least 5 samples, the others propose a ratio of 10:1. Theoretical model has 47 observed
variables, according to the proposed ratio of 10:1, 470 observations are required. To ensure
multi-group analysis, the number of samples needs twice as much as 940 observations [35],
[97]. Combining all above requirements, the research delivered 1,300 survey forms and
returned 998 valid forms.
2.2.4.3. Investigation method

The research uses the convenience sampling method. Survey program of the research
was officially conducted from 01 March 2018 to 15 June 2018. When contacting enterprises to
conduct the survey, managers of some enterprises said that it would be convenient to conduct
online surveys; while the others believed that paper surveys became faster and easier to control
delivery and return. Upon due consideration, both the said options were selected to maximize
the number of surveyed samples.
2.2.4.4. Survey sample

Survey sample covers 24 enterprises, in which: 6 enterprises for online surveys and 18
enterprises for paper surveys, shown in the Appendix 06. Total delivered forms is 1,300, for
enterprises carrying out online surveys, the number of forms is proposed by author and
accepted by respondents. The returned forms in both options is 1,064, including 66 invalid
forms after coding, screening and data input and 998 forms being put into official research

program.
2.2.4.5. Analysis method of official quantitative data

From the preliminary research results, the scales will be re-adjusted to complete the final

survey and carry out the official survey. Data in this step will be input, screened and invalid
forms are removed to carry out the official quantitative research. The official data analysis can
be divided into some steps as follows:
- Step a: Re-test reliability of the scales by Cronbach’s alpha, perform exploratory factor
analysis (EFA). In the preliminary analysis step, the small sample size is not suitable to test the
convergent validity and discriminant validity of all scales. EFA is considered as the pre-
analysis step of confirmatory factor analysis (CFA) and structural equation modeling (SEM), it
is necessary to carry out in this step.
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- Step b: Perform confirmatory factor analysis. The basic characteristics of CFA is related to
theoretical content and research background. CFA is considered as a suitable tool to test
structural suitability of scales in theoretical model. CFA will test the parameters: (i) Composite
reliability; (i) Unidimensionality; (iii) Variance extracted, (iv) Convergent validity; (v)
Discriminant validity. [21]

- Step c: Test the hypotheses in theoretical model by SEM.

37



CHAPTER 3. ANALYSIS OF THE IMPACT OF CORPORATE
CULTURE ON EMPLOYEE’S WORK MOTIVATION
AT ENTERPRISES IN HO CHI MINH CITY

Chapter 1 presents the theoretical background and proposes theoretical framework and
research model. Chapter 2 develops the measuring scales of concepts, then conducts the
preliminary research to test reliability and convergent validity of scales. Chapter 3 focuses on:
official research design, test of scale reliability, convergent validity, discriminant validity by
EFA and CFA, analysis result by CFA will be used to test hypotheses in theoretical model by
structural equation modeling (SEM).

3.1. Research sample characteristics
3.1.1. General description of research sample

Table 3.1. Scale and structure of research sample

Classified by the criteria Number of Frequency
times (%)
(People)
Gender Male 409 41.00
Female 589 59.00
From 3 years to below 6 years 517 51.80
Employment period  From 6 years to below 10 years 383 38.40
Above 10 years 98 9.80
Position Manager 99 9.90
Employee 899 90.10
From 100 to 500 people 165 16.50
Company size Above 500 to 1,000 people 178 17.80
Above 1,000 people 655 65.60
State-owned enterprises 169 17.00
Enterprise type Non-State-owned enterprises 645 64.60
Foreign invested enterprises 184 18.40
Commerce 256 25.70
Scope of business Finance/Banking 428 42.80
Tourism/Hotel 23 2.30
Production 2901 29.20
Total 998 100.00

Source: “Summary of author’s analysis”
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3.3. Testing the scale by confirmatory factor analysis and overall reliability coefficient

3.3.1. Testing the scale by confirmatory factor analysis

The theoretical model shown in Figure 1.4 includes concepts: corporate culture includes
7 concepts (factors), work motivation includes 2 factors, corporate trust and intensity of rivalry,
each include 1 factor. CFA is used to test the overall relevance, convergent validity,
discriminant validity of corporate culture, work motivation, corporate trust and intensity of
rivalry by group. On the basis of results in this step, the saturated model will be tested
(including all concepts in theoretical model) to test hypotheses in theoretical model by SEM.

3.3.1.5. Result of confirmatory factor analysis for saturated model
CFA saturated model is aimed at testing: standard distribution of observed variables in
model, composite reliability of model; convergent validity; discriminant validity, calculation of

composite reliability and variance extracted of scales, result comparison with EFA. Intensity of

rivalry variable used in multi-group analysis will not present in saturated model.
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Figure 3.6. CFA saturated model
Source: “Author’s data analysis”

From analysis results, it can be concluded that the model is consistent with the actual
data, the concepts retained in the model have reliability, convergent validity and discriminant

validity.
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3.3.2. Conclusion of testing scale by confirmatory factor analysis

CFA results also show that all component concepts in the model have achieved high
composite reliability, convergence and discriminant validity. The variance extracted of
extrinsic motivation concept and corporate trust is lower than standard level (0.5) but still

within acceptable range.
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Figure 3.7. Adjusted theoretical model
Source: The author’s proposal

On the basis of performed analysis, the theoretical model is re-adjusted as shown in
Figure 3.7. The model is used to test hypotheses by SEM.

3.4.2. Testing theoretical model
3.4.2.1. Testing order of theoretical model

Testing hypotheses by structural equation modeling (SEM) with the following steps:
- Step 1: Test the direct impact of 6 factors representing corporate culture on intrinsic and
extrinsic work motivation. Corporate trust variable is put in the model to test the indirect
impact of corporate culture on work motivation.
- Step 2: Use Boostrapping technique to assess the stability of the relationships in the model
(expressed in the stability of regression parameters).
- Step 3. The intensity of rivalry variable is operated via two groups through median, one group
represents weak intensity of rivalry and the other one presents strong intensity of rivalry. Use
multi-group analysis method to assess the impact of intensity of rivalry on the relationship in

the model, named SEM-danhom.
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3.4.2.2. Testing result of SEM-Lythuyet model

Test hypotheses in theoretical model by SEM in the following steps: The base model
(named SEM-Lythuyet 01), all free variability relationships. From obtained results, the
investigation to detect problems needed to be solved is performed in order to find out the most
suitable model. The adjusted model is shown in Figure 3.9. Results of the model after fixing
two remainders show that the error has been eliminated and the model becomes better. The
other error pairs are within the suitable range, therefore, additional adjustments are not

required.
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Figure 3.9. SEM-Lythuyet 02 model
Source: “Author’s data analysis”
Results of testing SEM-Lythuyet 02 model in Figure 3.9 and the Appendix (PL-07-

05.01a) show that the model has high overall relevance, the indexes: Chi-Square/df = 2.652 <
3.00; GFI = 0.923 > 0.9 show that the actual data and theoretical model are suitable up to
92.3%; CFI =0.946 > 0.9; TLI = 0.940 > 0.9; RMSEA = 0.041 < 0.08 show that all important
indexes measuring overall relevance of the model are satisfied.

For intermediate relationships, after performing a series of analysis, in which in the
initial model, all 6 component factors of corporate culture influence to corporate trust variable
and this variable affects to the intrinsic and extrinsic motivation. Then, the rules mentioned in
the previous section are used to gradually remove insignificant relationships.

The analysis results are performed through: Step 1, Step 2, Step 3 and Step 4. The final
result of SEM-Lythuyet 02 model is shown in Table 3.16.
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Table 3.16. Regression weight of the intermediate relationships

Relational hypothesis Weight S.E C.R P
Supportiveness (HT) > Trust (NT) (3(])32) 0.035  2.821  0.005
. 0.104
Stability (ON) > Trust (0.140) 0.036  2.873  0.004
Emphasis on rewards 0.085
Trust 0.031 2.719  0.007
(LD) > s (0.128)
Intrinsic 0.202 s
Trust > motivation (0.165) 0.045 4.523
(DLBT)
Extrins:
Xtrinsic 0.263 s
Trust - motivation (0.240) 0.044 5.939
(DLBN)

Source: “Summary of author’s analysis”
Note: Standardized regression weights are presented in brackets, *** P < (.01

In the final model, there are 3 factors only: Support (HT), Stability (ON); Benefit (LI)
significantly influence (at 5%) to corporate trust; the corporate trust may impact the intrinsic
motivation (DLBT) and extrinsic motivation (DLBN), the impact direction is covariant
therefore the intermediate relationships in the model are consistent with any destructive effect.

This can be generalized: Support influences corporate trust (HT - NT = 0.127),
corporate trust affects to intrinsic motivation (NT - DLBT = 0.240); implication of support
increases one rating point, corporate trust increases 0.127 standard deviation, and indirect
influence to DLBT increases 0.021 standard deviation. One point support increases 0.205
standard deviation of DLBT, but with confidence, DLBT is higher (0.226 vs 0.205).

The magnitude of the relationships between the independent variables and dependent
variables through corporate trust is relatively uniform. Therefore, it can be concluded that
corporate trust is an important factor in corporate culture. Multiple correlation coefficient (R?)
is an index that shows the interpretation level of the dependent variable in the model. The
analysis results show: the corporate trust variable explains 10.10% variation of variables in the
model (R4 = 10.1), the intrinsic motivation explains 38% (R3,zr = 38.00) variation and the
extrinsic motivation explains 33.30% (R3,zy = 33.30) variation of relevant variables in

theoretical model.
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3.4.4. Testing result of research hypothesis

The results show that there are 16 acceptable hypotheses which include 9 direct
relationships (Hy4, Hip> Hag> Hap, Hsq, Hsp, Heq, Hgp, H74) and 6 indirect relationships (Hy .1,
Hi.o, Hse1, Hseo, Hee1, Hgep) and 1 comprehensive relationship of intensity of rivalry variable.
The unacceptable hypotheses (H,,) are still mentioned with relevant implications. Standardized
regression weights in the relationships are used for convenient comparison.
+ Supportiveness

The research results show that support influences both intrinsic motivation (H,,) and
extrinsic motivation (H,,). In direct relationships, regression weights of support create the
strongest influence on intrinsic work motivation ($;, = 0.205) and the strong influence on
extrinsic employee motivation (31, = 0.180). Implication of this predictive relationship is when
support increases one point at average, the rise of standard deviation for intrinsic motivation by
0.205 and for extrinsic motivation by 0.180.
+ Innovation

One of the factors that is considered to have a strong influence on intrinsic and extrinsic
work motivation is innovation; however, there is a difference with the initial expectation in the
analytical model. Innovation has no significant relationship with intrinsic work motivation and
has an inverse relationship with extrinsic work motivation (f3,;, = - 0.081).
+ Performance orientation

Performance orientation directly impacts with stability and uniform on intrinsic and
extrinsic work motivation. With the same direction relationship, performance orientation
increases one point at average resulting in the rise of intrinsic motivation by 0.186 standard
deviation (4, = 0.186) and extrinsic motivation by 0.193 standard deviation (4, = 0.193).
+ Stability

Stability is the highly significant factor in the model, this variable not only influences
intrinsic and extrinsic work motivations but also has indirect relationship through trust.
Hypotheses Hs predict, stability increases one point at average resulting in the direct rise of
intrinsic motivation by 0.105 standard deviation (fs, = 0.105) and total influence by 0.226
standard deviation; similarly, the direct rise of extrinsic motivation by 0.117 standard deviation

(Bsp = 0.117) and total influence by 0.210 standard deviation.
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+ Emphasis on rewards

Similar to stability, the emphasis on rewards impact both intrinsic and extrinsic
motivations, directly and indirectly with the same direction relationship. The benefit increases
one point at average resulting in the rise of intrinsic and extrinsic motivations by 0.083 (B¢, =
0.083) and 0.132 (B4, = 0.32) standard deviation, total influences are 0.105 and 0.163 standard
deviation, respectively.
+ Social responsibility

Social responsibility just has the relationship with intrinsic motivation and the relatively
strong level. H,, 1s predicted that, when social responsibility increases one point at average, the
intrinsic motivation increases 0.122 (3,, = 0.122) standard deviation.

+ Corporate trust

Corporate trust is the important variable in theoretical model, in terms of statistics and
content. The trust is influenced by 3 factors of support, stability and benefit and this is
covariance relationship. Support, stability and benefit increase one point at average, the trust
correspondingly increases 0.127; 0.140 and 0.128 standard deviation. The trust influences in
the same direction on work motivation, this factor increases one point at average resulting in
the rise of intrinsic motivation by 0.165 and extrinsic motivation by 0.240 standard deviation.
The intermediate relationship in the model is considered as the consistent intermediate
relationship because the component relationships have the same positive direction. The
magnitude of the intermediate relationships is not large but very significant in terms of content
in the model. When support increases one point at average, in addition to direct impact on work
motivation, the trust supports to rise the intrinsic work motivation by 0.021 (B,.; = 0.021)
standard deviation and by 0.03 (B,., = 0.030) standard deviation for extrinsic motivation,
strengthening the relationship shown by overall influence. Similarly, the trust indirectly
increases the impact of stability and benefit on intrinsic and extrinsic work motivation by 0.023
(Bser = 0.023), 0.034 (Bscz = 0.034) and by 0.021 (Beer = 0.021), 0.031 (Bgez = 0.031),
respectively.

Totally, there are 29 research hypotheses which include 16 acceptable hypotheses, 4
unqualified hypotheses to conclude and 9 unacceptable hypotheses. The support, stability and
benefit give the strongest influence in the model, the direct and indirect relationships by
corporate trust are statistically significant at 5%. Performance orientation with statistical
significance directly influences intrinsic and extrinsic work motivation, but there is no

intermediate relationship with corporate trust.
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CHAPTER 4. GOVERNANCE IMPLICATIONS FROM
RESEARCH RESULT

4.1. Implications of general corporate culture development

Over the past decades, the concept of corporate culture has been widely accepted to be
effectively operate the human resource system at an enterprise. Culture is an important part of
an enterprise’s internal environment, a collection of shared values, beliefs, behaviors, customs
and attitudes to help the enterprise’s members to understand its goals that are pursued, suitable
behaviors and what are considered important factors. By understanding corporate culture,
employees know exactly what they should do in any situations. In addition, the rigid
procedures and control mechanisms become unnecessary because at that point, the
interpersonal rules, cultural values, and beliefs as soft control mechanisms that regulate
operation system of an enterprise. The research results show that there is a relationship between
corporate culture and motivational factors, thereby increasing the business performance of an
enterprise. An accurate understanding of work motivation can help an enterprise to improve
management system, then influencing the premises as work motivation orientation. Therefore,
on the basis of theoretical finding and research results, building a positive corporate culture to
create work motivation for the workforce, as an intangible resource to increase competitive
advantage and create sustainable success for an enterprise.
4.2. Building a leadership team with cultural management capacity

Leadership plays an important role in all activities of an enterprise. Although the
research model fails to design leadership as an independent variable, the support refers to this
factor and leadership is always presented in other factors as proposed in model through the
design role and enforcing corporate policies. Whether a corporate culture is built and
maintained successfully or not depends largely on the leadership team, but it is important to
have the support and performance from the staff. The main task of the leader is to guide and
train the workforce, orient all activities at an enterprise towards the common goal. The leader
should develop a positive work environment, propose and perform incentive and motivational
policies to create work motivation for employees to complete their tasks and make positive

contribution to the overall success of the enterprise. Performing this task in a good way
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contributes to the effective exploitation of human resources, retention of the talented and
qualified employees as the foundation of success in business plans.
4.3. Building corporate trust
Corporate trust is an important premise for employees' voluntary behavior, because the
employees will not show their knowledge and skills without trust. Voluntary behaviors are
activities excluded in job description of the official labor contract. This is a type of behavior
which is capable of positively contributing to development and progress of an enterprise
because corporate trust influences behavioral results such as a more active working attitude,
higher cooperation level and the employees' attention to an enterprise’s benefits instead of
personal benefits.
From the theoretical basis combined with the research results of the thesis, it is possible to
generalize 3 principles related to the trust that Vietnamese enterprises can refer to:
(1). Development and implementation of an enterprise’s support policies;
(2). Paying attention to the employee’s benefits;
(3). Consistency between policies and practical activities.
4.4. Implications for human resource management system
Based on research results, the shared values of corporate culture are integrated into
corporate governance policies in particular and human resource management policies in
general. In this spirit, the thesis discusses and proposes implications, generally and particularly
relating to factors:
+ Changes in employment relationship
+ Corporate support
+ Performance orientation
+ Stability
+ Benefit
+ Social responsibility

+ Implications for intensity of rivalry
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CONCLUSION

1) Based on theoretical backgrounds and summary of relevant research results, the thesis
has built a theoretical framework and a research model of the impact of corporate culture on
employees' work motivation with suitable hypotheses on the basis of exploring seven
dimensions of shared values in corporate culture: support, innovation, competitiveness,
performance orientation, stability, benefit, social responsibility influence on intrinsic and
extrinsic work motivation; building corporate trust as mediating variable adjusting the
relationship between corporate culture and work motivation, intensity of rivalry as moderating
variable in research model to carry out survey of the difference between the relationships under
strong and weak competitive conditions.

2) On the basis of the theoretical framework and research model, the measuring scales
of concepts in the research model are built towards quantitative approach; the analysis of
variance to test the difference by sample characteristics, test scales of research concepts by
reliability coefficient, perform exploratory factor analysis, confirmatory factor analysis to test
suitability of the model and test hypotheses by structural equation modeling, multi-group
method for analysis of intensity of rivalry variable.

3) The results of variance analysis show: the group of foreign invested enterprises
averagely rated the factors higher than the group of the State-owned enterprises and the non-
State-owned enterprises; there are 6 value dimensions of corporate culture including support,
innovation, performance orientation, stability, benefit, social responsibility influencing to the
intrinsic and extrinsic work motivation at various levels. Corporate trust is influenced by 3
factors of support, stability, benefit and the impact increases intrinsic and extrinsic work
motivation. Intensity of rivalry variable proposes to use variable model to deduce research
result, the differentiated implication is significant for the relationships in model by strong and
weak intensity of rivalry.

4) Hypothesis test results show that six shared values of corporate culture are: support,
innovation, performance orientation, stability, benefit, social responsibility directly affecting
work motivation at various levels. The support gives the strongest influence on intrinsic work
motivation; performance orientation and stability create relatively and equally strong influence
on both motivations; benefit impacts the extrinsic work motivation stronger than the intrinsic
one; and social responsibility influences intrinsic motivation only. In addition of direct
influence, three factors of: support, stability and benefit also indirectly influence through
corporate trust variable; of which benefit gives the strongest influence on trust; and the indirect
relationship increases intensity level to intrinsic and extrinsic work motivation. Innovation
influences extrinsic work motivation but tends not to support the initial hypothesis. This issue
can be carried out in further survey in the next researches. Strong and weak intensity of rivalry
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has different influences on the relationships in the model; particularly, the intermediate
relationship through corporate trust is only significant in case of strong intensity of rivalry; the
remaining relationships are significant in both strong and weak intensity of rivalry showing
stability of the relationships in the research model.

5) On the basis of research results, the thesis proposes governance implications for
managers in building an appropriate corporate culture to enhance work motivation, create
competitive advantage, improve results and efficiency of production and business of an
enterprises. In general, the thesis proposes solution groups for building corporate culture,
leader team with cultural management capacity and corporate trust. More specifically, the
thesis proposes solutions to efficiently improve human resource management by each content
groups relating to corporate support, work performance orientation, creation of stable working
environment, attention to employee benefits and raising social awareness and responsibility.

In summary, in the theoretical aspect, the thesis generalized theoretical backgrounds and
practical researches in the world, thereby building a theoretical framework and research model
to identity factors of corporate culture influencing work motivation from a quantitative point of
view, surveying the effect of corporate trust as mediating role and intensity of rivalry as
moderating role. In the practical aspect, the research shows governance implications and
proposes specific solutions to contribute to development of corporate culture, increase of
employee motivation at enterprises in Vietnam, especially in Ho Chi Minh City. Therefore, the
thesis objectives have been fully implemented.

Suggestions for the next research orientation

From the research results, the thesis proposes some next research orientations.

Firstly, the research on the impact of corporate culture on outcome variables such as:
satisfaction, commitment, organizational citizenship behavior, intention to leave, in which
work motivation as mediating role.

Secondly, the research on corporate culture under behavioral dimension. On the basis of
the model, survey of the difference of corporate culture in different professional groups.

Thirdly, the research on corporate culture at Vietnam enterprises influenced by what
factors of traditional culture. Advantages and disadvantages of these cultural factors in the
integration process of international business environment.

Fourthly, the research on impact of competitiveness and innovation at an enterprise on
work motivation; also expansion of research space and sample size for enhancing reliability of
statistical inferences.
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