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�EVW�DFW��This�study�aims�to�analyze�factors�in�uencing�the�work�motivation�of�lecturers�
at� Can� Tho� University� of� Technology.� The� research� was� conducted� based� on� opinions�
collected�from�160�lecturers�at�this�university.�Reliability�testing�methods�using�Cronbach’s�
Alpha�coe�cient,�exploratory�factor�analysis�(EFA),�and�multiple�regression�analysis�were�
employed� for� analysis.� The� estimated� results� indicate� that� factors� in�uencing� the� work�
motivation�of�university� lecturers� include�Job�characteristics,�Working�conditions,�Salary,�
Bonuses,�bene�ts,�Training�and�promotion�opportunities,�and�Relationships�with�superiors.�
Among�these,�relationship�with�superiors�is�identi�ed�as�the�strongest�factor�impacting�the�
work�motivation�of�lecturers.
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��&DQ�7KR�8QLYHUVLW��RI�7HFKQRORJ�

��&DQ�7KR�7HFKQLFDO�(FRQRPLF�&ROOHJH

,��,�WURGXFWLR�

,Q� WKH� XQLYHUVLW�� HGXFDWLRQ�

HQYLURQPHQW��OHFWXUHUV�SOD��D�FUXFLDO�UROH�LQ�

VKDSLQJ�DQG�GHYHORSLQJ�VWXGHQWV��OHDUQLQJ�

DQG� UHVHDUFK� EHKDYLRUV�� DV� ZHOO� DV� LQ�

FRQVWUXFWLQJ�DQG�PDLQWDLQLQJ�HGXFDWLRQDO�

TXDOLW���7KH�ZRUN�PRWLYDWLRQ�RI�OHFWXUHUV�

LV� RQH� RI� WKH� GHWHUPLQLQJ� IDFWRUV� LQ� WKH�

VXFFHVV�RI�WHDFKLQJ�DQG�UHVHDUFK�SURFHVVHV�

DW� XQLYHUVLWLHV�� 8QGHUVWDQGLQJ� IDFWRUV�

in�uencing�work�motivation�not�only�helps�

LQGLYLGXDO� OHFWXUHUV� LPSURYH� WKHPVHOYHV�

EXW� DOVR� DVVLVWV�XQLYHUVLWLHV� LQ� FUHDWLQJ�D�

PRUH�SRVLWLYH�ZRUN�HQYLURQPHQW��WKHUHE��

HQKDQFLQJ�SURGXFWLYLW��DQG�WKH�TXDOLW��RI�

HGXFDWLRQDO�VHUYLFHV�

Today,� amidst� increasingly� �erce�
FRPSHWLWLRQ� DPRQJ� XQLYHUVLWLHV�� HDFK�
LQVWLWXWLRQ�QHHGV�WR�RSHUDWH�ZLWK�D�KLJK�
TXDOLW�� ZRUNIRUFH�� PHDQLQJ� OHFWXUHUV�
PXVW� GHGLFDWH� WKHPVHOYHV� IXOO�� WR�
WKH� H[LVWHQFH� DQG� GHYHORSPHQW� RI� WKH�
XQLYHUVLW��� &DQ� 7KR� 8QLYHUVLW�� RI�
7HFKQRORJ���OLNH�PDQ��RWKHU�XQLYHUVLWLHV��
IDFHV� QXPHURXV� FKDOOHQJHV� LQ� UHWDLQLQJ�
DQG� FUHDWLQJ� IDYRUDEOH� ZRUNLQJ�
FRQGLWLRQV� IRU� OHFWXUHUV�� 7KH� &DQ� 7KR�
8QLYHUVLW��RI�7HFKQRORJ��ZDV�HVWDEOLVKHG�
LQ������DV�D�SXEOLF�XQLYHUVLW���*LYHQ�LWV�
UHODWLYHO�� VKRUW� SHULRG� RI� RSHUDWLRQ�� WKH�
XQLYHUVLW��DLPV�IRU�UREXVW�DQG�VXVWDLQDEOH�
GHYHORSPHQW�� ZKLFK� UHTXLUHV� D� WHDP� RI�
OHFWXUHUV� ZKR� ZRUN� ZLWK� HQWKXVLDVP��
GHGLFDWLRQ�� DQG� IXOO� FRPPLWPHQW��
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YLHZLQJ� WKH� XQLYHUVLW�� DV� WKHLU� VHFRQG�
KRPH�� 7KHUHIRUH�� WKH� PRWLYDWLRQ� RI�
WKH� OHFWXUHUV� LV� RI� JUHDW� LPSRUWDQFH��
8QLYHUVLW�� OHDGHUV�PXVW� FRQVWDQWO�� IDFH�
the�pressure�of��nding�ways�to�stimulate�
DQG� HQFRXUDJH� WKH� OHFWXUHUV�� VSLULW� DQG�
DWWLWXGH�� SURPRWLQJ� HQWKXVLDVWLF� ZRUN�
that� enhances� the� university’s�e�ciency�
DQG�NHHSV�XS�ZLWK�WKH�FRPPRQ�WUHQGV�RI�
WKH� HUD� DQG� WKH� FXUUHQW� QDWLRQDO� GLJLWDO�
WUDQVIRUPDWLRQ� QHHGV�� �HQFH�� WKH� VWXG��
�Work�motivation�of�lecturers�at�Can�Tho�
University�of�Technology��ZDV�FRQGXFWHG�
WR� SURSRVH� VROXWLRQV� IRU� FUHDWLQJ� ZRUN�
PRWLYDWLRQ� IRU� OHFWXUHUV�� FRQWULEXWLQJ�
WR� WKH� XQLYHUVLW��V� GHYHORSPHQW� LQ� WKH�
GLJLWDO�WUDQVIRUPDWLRQ�HUD�

,,�� �KHRUHWLFDO� IRX�GDWLR�� D�G�
OLWHUDWXUH�UHYLH�

�����KHR�HWLFDO�IRXQGDWLRQ

:RUN�PRWLYDWLRQ�FDQ�EH�XQGHUVWRRG��
DFFRUGLQJ�WR�0XOOLQ���������DV��WKH�IRUFHV�
ZLWKLQ� DQ� LQGLYLGXDO� WKDW� DUH� IRFXVHG� RQ�
achieving�some�goal�in�order�to�ful�ll�some�
DQWLFLSDWHG� QHHG��� �GGLWLRQDOO��� ZRUN�
motivation�is�de�ned�as�“the�willingness�
to� exert� high� levels� of� e�ort� toward�
RUJDQL]DWLRQDO� JRDOV�� FRQGLWLRQHG� E�� WKH�
e�ort’s�ability� to� satisfy� some� individual�
need”� (Robbins,� 1993).� This� de�nition�
DGGUHVVHV� WKH� UHODWLRQVKLS� EHWZHHQ� WKUHH�
factors:�“e�ort,�organizational�goals,�and�
LQGLYLGXDO� QHHGV��� 7KH� PHFKDQLVP� IRU�
FUHDWLQJ�ZRUN�PRWLYDWLRQ�RULJLQDWHV�IURP�
�KXPDQ�QHHGV�DQG�WKH�VDWLVIDFWLRQ�RI�WKRVH�
QHHGV���%HWZHHQ�QHHGV�DQG�WKH�VDWLVIDFWLRQ�
RI� QHHGV� OLHV� D� FHUWDLQ� GLVWDQFH�� DQG� WKLV�
GLVWDQFH�LV�EULGJHG�E��PRWLYDWLRQ�

7KHUH� DUH� QXPHURXV� WKHRULHV�
UHJDUGLQJ�WKH�FRQWHQW�RI�ZRUN�PRWLYDWLRQ��
7KLV� DUWLFOH� UHOLHV� RQ� WKH� IRXQGDWLRQDO�
WKHRULHV� RI� 0DVORZ� ������� UHJDUGLQJ�
WKH� KLHUDUFK�� RI� KXPDQ� QHHGV�� 9URRP�V�
H[SHFWDQF�� WKHRU�� �������� DQG�
0F&OHOODQG�V� QHHG� IRU� DFKLHYHPHQW�
WKHRU����������7KHVH�WKHRULHV�GHPRQVWUDWH�

that�human�work�motivation�is�in�uenced�
E�� YDULRXV� JURXSV� RI� IDFWRUV�� LQFOXGLQJ�
�L�� LQGLYLGXDO� LQWULQVLF� IDFWRUV� VXFK� DV�
LQWHUHVWV�� JRDOV�� DELOLWLHV�� H[SHULHQFH��
DQG� WHQXUH�� �LL�� H[WHUQDO� IDFWRUV� VXFK�
DV� �RUJDQL]DWLRQDO� FXOWXUH�� RU� �ZRUN�
HQYLURQPHQW�� DQG� KXPDQ� UHVRXUFH�
SROLFLHV�� �LLL�� MRE�UHODWHG� IDFWRUV� VXFK� DV�
�MRE�VWDELOLW��DQG�DXWRQRP���WDVN�YDULHW���
UHVSRQVLELOLW��� MRE� FRPSOH[LW��� DQG� MRE�
DWWUDFWLYHQHVV�DQG�LQWHUHVW��

�����LWH�DWX�H�5HYLH�

Research� on� factors� in�uencing�
WKH�ZRUN�PRWLYDWLRQ�RI� IDFXOW��PHPEHUV�
DW� &DQ�7KR� 8QLYHUVLW�� RI� 7HFKQRORJ�� LV�
DQ� LPSRUWDQW� SDUW� RI� XQGHUVWDQGLQJ� DQG�
LPSURYLQJ� WKH� ZRUNLQJ� HQYLURQPHQW� LQ�
KLJKHU� HGXFDWLRQ�� &UHDWLQJ� PRWLYDWLRQ�
WR� UHWDLQ� IDFXOW�� PHPEHUV� LV� D� GHFLVLYH�
IDFWRU�LQ�WKH�TXDOLW��RI�HGXFDWLRQ�DQG�WKH�
GHYHORSPHQW� RI� XQLYHUVLWLHV�� 3UHYLRXV�
VWXGLHV�KDYH� IRFXVHG�RQ�HYDOXDWLQJ�ZRUN�
PRWLYDWLRQ�IDFWRUV�LQ�YDULRXV�HGXFDWLRQDO�
DQG� ODERU� HQYLURQPHQWV�� 7KH� VWXG�� E��
%XHOHQV� DQG�%URHFN� ������� VKRZHG� WKDW�
ZRPHQ�DUH�RIWHQ�PRWLYDWHG�E��VDODU��DQG�
JRRG�UHODWLRQVKLSV�ZLWKLQ�WKH�RUJDQL]DWLRQ��
Re’em� (2010)� identi�ed� several� factors�
LPSDFWLQJ� HPSOR�HH� PRWLYDWLRQ��
LQFOXGLQJ�UHZDUGV��UHFRJQLWLRQ��DXWRQRP���
SURPRWLRQ�� IDLUQHVV�� DQG� OHDUQLQJ�
RSSRUWXQLWLHV�� 2Q� WKH� RWKHU� KDQG�� *XSWD�
DQG�6XEUDPDQLDQ��������IRXQG�WKDW�VDODU���
ZRUNORDG��DQG�WUDLQLQJ�V�VWHPV�SRVLWLYHO��
a�ect� employee� motivation.� In� addition,�
VHYHUDO� VWXGLHV� KDYH� EHHQ� FRQGXFWHG� LQ�
9LHWQDP�� VXFK� DV� 1JX�HQ� 7KL� 3KXRQJ�
'XQJ� ��������ZKR�GHYHORSHG�D� VFDOH� IRU�
employee� motivation� in� o�ce� work� in�
&DQ� 7KR� &LW��� 7KH� PRWLYDWLRQDO� IDFWRUV�
LQFOXGH�UHJXODWLRQV�DQG�SROLFLHV��ZRUNLQJ�
UHODWLRQVKLSV�� H[FLWLQJ� ZRUN�� DQG� VRFLDO�
ZHOIDUH�

0RUHRYHU��1JX�HQ�0LQK�7DQ�HW�DO��
(2022)� identi�ed� factors� in�uencing� the�
ZRUN� PRWLYDWLRQ� RI� SXEOLF� VHUYDQWV� LQ�
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�RQJ� 'DQ� 'LVWULFW�� %DF� /LHX� 3URYLQFH��
VXFK� DV� MRE� FKDUDFWHULVWLFV�� FROOHDJXHV�
DQG� SURPRWLRQ� RSSRUWXQLWLHV�� ZRUNLQJ�
FRQGLWLRQV� DQG� OHJDO� SROLFLHV�� DQG�
UHODWLRQVKLSV�ZLWK�VXSHULRUV���PRQJ�WKHVH��
ZRUNLQJ�FRQGLWLRQV�DQG�OHJDO�SROLFLHV�KDYH�
WKH�PRVW� VXEVWDQWLDO� LPSDFW� RQ� WKH�ZRUN�
PRWLYDWLRQ�RI�SXEOLF�VHUYDQWV�LQ��RQJ�'DQ�
'LVWULFW��%DF�/LHX�3URYLQFH���GGLWLRQDOO���
1JX�HQ�0LQK�7DQ�HW�DO���������IRXQG�WKDW�
VDODU��� ERQXVHV�� ZHOIDUH�� UHODWLRQVKLSV�
ZLWK� VXSHULRUV� DQG� FROOHDJXHV�� WUDLQLQJ�
DQG� SURPRWLRQ�� DQG� MRE� FKDUDFWHULVWLFV�
positively� a�ect� employees’� work�

PRWLYDWLRQ� DW� %,'9� %DQN� LQ� 9LHWQDP��

�PRQJ�WKHVH��VDODU���ERQXVHV��DQG�ZHOIDUH�

VWURQJO��LPSDFW�HPSOR�HH�PRWLYDWLRQ�

,,,��5HVHDUFK��HWKRGRORJ�

����5HVHD�FK��RGHO

%DVHG�RQ�WKH�WKHRUHWLFDO�IRXQGDWLRQ�

RI� ZRUN� PRWLYDWLRQ� DQG� UHYLHZHG�

H[SHULPHQWDO� UHVHDUFK� PRGHOV� DERYH��

WKH� WKHRUHWLFDO� UHVHDUFK� PRGHO� RQ� WKH�

ZRUN�PRWLYDWLRQ�RI� OHFWXUHUV�DW�&DQ�7KR�

8QLYHUVLW�� RI� 7HFKQRORJ�� LV� FRQVWUXFWHG�

DV�IROORZV��

Figure�1.�Proposed�Research�Model

Source:�Compiled�by�the�author,�2024.

5HVHDUFK�VFDOH�

7KH�VFDOH�PHDVXULQJ�ZRUN�PRWLYDWLRQ�

RI� OHFWXUHUV� DW� &DQ� 7KR� 8QLYHUVLW�� RI�
7HFKQRORJ�� LV� EXLOW� EDVHG� RQ� WKH� �-RE�

'HVFULSWLYH�,QGH[��-',��VFDOH��E��6PLWK�HW�

DO���������DQG�WKH�VFDOH�E��7HFN��RQJ�DQG�

:DKHHG����������HVWDEOLVKHG�RQ�WKH�PRGHO�

RI��HU]EHUJ�HW� DO�� ���������GGLWLRQDOO��� LW�

FRPELQHV� LQKHULWLQJ� VFDOHV� IURP� SUHYLRXV�
VWXGLHV�� )XUWKHUPRUH�� EDVHG� RQ� WKH� DFWXDO�

UHVHDUFK�FRQGLWLRQV�DW�&DQ�7KR�8QLYHUVLW��
RI� 7HFKQRORJ��� WKH� DXWKRU� KDV� DGMXVWHG�
DQG� VXSSOHPHQWHG� WKH� REVHUYHG� YDULDEOHV�
PHDVXULQJ� ZRUN� PRWLYDWLRQ� WR� VXLW� WKH�
UHVHDUFK�VXEMHFWV��ZKLFK�DUH�OHFWXUHUV��7KLV�
UHVHDUFK�PRGHO�LQFOXGHV���VFDOHV�EHORQJLQJ�
WR�WKH�LQGHSHQGHQW�YDULDEOH�JURXS�ZLWK����
REVHUYHG�YDULDEOHV�DQG�RQH�VFDOH�EHORQJLQJ�
WR� WKH� GHSHQGHQW� YDULDEOH� FRQVLVWLQJ�
RI� �� REVHUYHG� YDULDEOHV�� 7KH� VFDOHV� DUH�
GHVFULEHG�H[SOLFLWO��LQ�7DEOH���EHORZ�

Table�1:�Description�of�Scales

1R� 6FDOH�REVHUYHG�YDULDEOH �EEUHYLDWLR�
, -RE�&KDUDFWHULVWLFV -2&��
� 7KH�MRE�,�DP�GRLQJ�DOLJQV�ZLWK�P��VWUHQJWKV�DQG�DELOLWLHV� -2&���
� 7KH�MRE�LV�LQWHUHVWLQJ��FKDOOHQJLQJ��DQG�PHDQLQJIXO�WR�VRFLHW� -2&���
� 7KH�MRE�,�DP�GRLQJ�LV�QRW�RYHUO��VWUHVVIXO��ZLWK�PDQDJHDEOH�SUHVVXUH -2&���
� 7KHUH�LV�DPSOH�PRWLYDWLRQ�IRU�PH�WR�VWULYH�LQ�WKH�MRE�,�DP�GRLQJ -2&���
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1R� 6FDOH�REVHUYHG�YDULDEOH �EEUHYLDWLR�
� ,�FDQ�EDODQFH�EHWZHHQ�P��SHUVRQDO�OLIH�DQG�WKH�MRE�,�DP�GRLQJ -2&���
,, :RUNL�J�FR�GLWLR�V :2&2
� 3URIHVVLRQDO�DQG�PRGHUQ�ZRUNLQJ�HQYLURQPHQW� :2&2�
� 6DIH��FRQYHQLHQW��DQG�FRPIRUWDEOH�ZRUNLQJ�HQYLURQPHQW :2&2�
� &OHDQ�DQG�DLU��ZRUNLQJ�VSDFH :2&2�
� �GHTXDWH��PRGHUQ�IDFLOLWLHV�DQG�HTXLSPHQW��PHHWLQJ�MRE�UHTXLUHPHQWV :2&2�
,,, Salary,�bonuses,�bene�ts 6�%2%
�� My�current�salary�re�ects�my�work�abilities 6�%2%��
�� 6DODU��LV�SDLG�RQ�WLPH 6�%2%��
�� 6DODU��DQG�ERQXVHV�LQ�WKH�RUJDQL]DWLRQ�DUH�IDLU�DQG�UHDVRQDEOH 6�%2%��
�� The�salary�is�su�cient�to�support�my�personal�life 6�%2%��
�� 7KH�YDFDWLRQ�DQG�KROLGD��SROLFLHV�DUH�UHDVRQDEOH 6�%2%��
�� 7KH�RUJDQL]DWLRQ�RUJDQL]HV�DQQXDO�WULSV�DQG�YDFDWLRQV�IRU�OHFWXUHUV 6�%2%��
,� �UDL�L�J�D�G�SURPRWLR��RSSRUWX�LWLHV �5�32

��
/HFWXUHV�KDYH�PDQ��RSSRUWXQLWLHV�WR�UHFHLYH�WUDLQLQJ�RQ�NQRZOHGJH�DQG�VNLOOV�
QHFHVVDU��IRU�DGDSWLQJ�WR�WKH�QDWLRQDO�GLJLWDO�WUDQVIRUPDWLRQ�

75�32��

�� /HFWXUHV�KDYH�DPSOH�RSSRUWXQLWLHV�IRU�FDUHHU�DGYDQFHPHQW�LQ�WKHLU�FXUUHQW�UROHV� 75�32��
�� /HFWXUHV�DUH�ZHOO�DZDUH�RI�WKH�FRQGLWLRQV�IRU�FDUHHU�DGYDQFHPHQW 75�32��
� 5HODWLR�VKLS��LWK�VXSHULRUV 5(6�3
�� 6XSHULRUV�DOZD�V�OLVWHQ�WR�DQG�UHVSHFW�WKH�RSLQLRQV�RI�HPSOR�HHV 5(683��
�� 6XSHULRUV�DOZD�V�VXSSRUW�DQG�HQFRXUDJH�HPSOR�HHV 5(683��
�� 6XSHULRUV�DOZD�V�FDUH�DERXW�WKH�ULJKWV�RI�HPSOR�HHV 5(683��
�� 6XSHULRUV�SUDLVH�DQG�DFNQRZOHGJH�DFKLHYHPHQWV�ZKHQ�FRPSOHWLQJ�WDVNV�ZHOO 5(683��
�� 6XSHULRUV�VKRZ�WDFW�DQG�GLVFUHWLRQ�LQ�SURYLGLQJ�IHHGEDFN�DQG�FULWLFLVP�WR�HPSOR�HHV� 5(683��
�, 5HODWLR�VKLSV��LWK�FROOHDJXHV 5(&2/
�� &ROOHDJXHV�DUH�IULHQGO���SOHDVDQW��DQG�DSSURDFKDEOH 5(&2/��
�� Colleagues�always�help�each�other�and�collaborate�to�accomplish�tasks�e�ectively. 5(&2/��
�� (YHU�RQH�LV�WUHDWHG�IDLUO� 5(&2/��
�� (YHU�RQH�DOZD�V�FUHDWHV�RSSRUWXQLWLHV�IRU�QHZFRPHUV�WR�GHYHORS�DORQJVLGH�WKHP� 5(&2/��

:RUN�PRWLYDWLRQ :202
�� ,�DOZD�V�VWULYH�P��EHVW�WR�FRPSOHWH�DVVLJQHG�WDVNV :202��
�� ,�DOZD�V�VWULYH�IRU�WKH�FRPPRQ�GHYHORSPHQW�JRDOV�RI�WKH�RUJDQL]DWLRQ :202��
�� ,�DOZD�V�ZRUN�ZLWK�HQWKXVLDVP�DQG�SDVVLRQ :202��
�� ,�DOZD�V�DFWLYHO��SDUWLFLSDWH�LQ�WKH�DFWLYLWLHV�RI�WKH�RUJDQL]DWLRQ :202��
�� ,�DOZD�V�LQWHQG�WR�VWD��ZLWK�WKH�MRE�IRU�WKH�ORQJ�WHUP :202��

Source:�Compiled�by�the�author,�2024.

������QDO�VLV��HWKRG

7KH� VWXG�� HPSOR�V� WKH� PHWKRG� RI�
DVVHVVLQJ�WKH�UHOLDELOLW��RI�WKH�VFDOH�XVLQJ�
Cronbach’s�alpha�coe�cient,�exploratory�
IDFWRU� DQDO�VLV� �()���� DQG� PXOWLSOH�
OLQHDU� UHJUHVVLRQ�DQDO�VLV� WR� HVWLPDWH� WKH�
factors� in�uencing� the� work� motivation�
RI� OHFWXUHUV� DW� &DQ� 7KR� 8QLYHUVLW�� RI�
7HFKQRORJ��

�����5HVHD�FK��DWD

)RU� H[SORUDWRU�� IDFWRU� DQDO�VLV�
VWXGLHV�� WKH� PLQLPXP� VDPSOH� VL]H� LV�
���� DQG� WKH� REVHUYDWLRQ�YDULDEOH� UDWLR� LV�
���� �1JX�HQ� 'LQK� 7KR�� ������� PHDQLQJ�
WKDW� HDFK� YDULDEOH� VKRXOG� KDYH� DW� OHDVW�
�� REVHUYDWLRQV�� 7KXV�� ZLWK� ��� REVHUYHG�
YDULDEOHV�FRQVWUXFWHG�LQ�WKH�UHVHDUFK�VFDOH��
WKH� VWXG�� QHHGV� WR� EH� FRQGXFWHG� ZLWK� D�
PLQLPXP�VDPSOH�VL]H�RI�����REVHUYDWLRQV��
7KHUHIRUH�� WKLV� VWXG�� VXUYH�HG� ����
OHFWXUHUV�FXUUHQWO��ZRUNLQJ�DW�WKH�VFKRRO��
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,���5HVXOWV�D�G��LVFXVVLR�

����� 5HVXOWV� RI� 6FDOH� 5HOLDELOLW��
�HVWLQJ�DQG�(�SOR�DWR���)DFWR���QDO�VLV

Table�2:�Results�of�factor�rotation

2EVHUYHG�
YDULDEOHV

)DFWRUV
)� )� )� )� )� )�

75�32�� �����
75�32�� �����
75�32�� �����
5(&2/�� �����
5(&2/�� �����
5(&2/�� �����
5(&2/�� �����
-2&��� �����
-2&��� �����
-2&��� �����
-2&��� �����
-2&��� �����
:2&2� �����
:2&2� �����
:2&2� �����
6�%2%�� �����
6�%2%�� �����
6�%2%�� �����
6�%2%�� �����
5(683�� �����
5(683�� �����
5(683�� �����
5(683�� �����
5(683�� �����
(LJHQYDOXH�� �����
([WUDFWHG�YDULDQFH���� ������
.02 �����
6LJ��RI�%DUWOHWW�V�WHVW �����

Source:�Data�processing�from�a�survey�of�160�
lecturers�at�Can�Tho�University�of�Technology,�2024.

�IWHU� FRQGXFWLQJ� WKH� UHOLDELOLW��

WHVWLQJ� RI� WKH� VFDOH� IURP� ��� REVHUYHG�

YDULDEOHV��WKH�UHPDLQLQJ�UHVXOWV�VKRZ�WKDW�

��� REVHUYHG� YDULDEOHV� PHHW� WKH� FULWHULD��

DV���YDULDEOHV�ZHUH�H[FOXGHG��6�%2%���

DQG�6�%2%������GGLWLRQDOO���H[SORUDWRU��

IDFWRU� DQDO�VLV� UHVXOWHG� LQ� WKH� H[FOXVLRQ�

RI� ��REVHUYHG� YDULDEOH� WKDW� GLG�QRW�PHHW�

WKH� UHTXLUHPHQWV�� ZKLFK� LV� :2&2���

7KHUHIRUH�� �� QHZ� IDFWRU� JURXSV� ZHUH�

IRUPHG� ZLWK� ��� REVHUYHG� YDULDEOHV�� 7KH�

UHVXOWV�RI�IDFWRU�URWDWLRQ�DUH�SUHVHQWHG�LQ�

7DEOH���EHORZ�

����� 5HJ�HVVLRQ� �RGHO� �QDO�VLV�

5HVXOWV

7KH� PXOWLYDULDWH� OLQHDU� UHJUHVVLRQ�

PHWKRG� ZDV� XVHG� WR� HVWLPDWH� IDFWRUV�

a�ecting�the�work�motivation�of�lecturers�

DW� &DQ� 7KR� 8QLYHUVLW�� RI� 7HFKQRORJ���

5HJUHVVLRQ� UHVXOWV�DUH�SUHVHQWHG�LQ�7DEOH�

��EHORZ�

Table�3.�Estimation�Results�of�the�Regression�Model

�DULDEOH % 6WD�GDUG�HUURU %HWD 6LJ�
)���7UDLQLQJ�DQG�SURPRWLRQ�RSSRUWXQLWLHV ����� ����� ����� �������

)���5HODWLRQVKLSV�ZLWK�FROOHDJXHV ����� ����� ����� �����
)���-RE�FKDUDFWHULVWLFV ����� ����� ����� ��������

)���:RUNLQJ�FRQGLWLRQV ����� ����� ����� ��������

F5:�Salary,�bonuses,�bene�ts ����� ����� ����� ��������

)���5HODWLRQVKLS�ZLWK�VXSHULRUV ����� ����� ����� ��������

Coe�cient ����� ����� ��������
)� ������

6LJ��) �����
5� �����

Source:�Data�processing�from�a�survey�of�160�lecturers�at�Can�Tho�University�of�Technology,�2024.
Note:��������:�correspond�to�signi�cance�levels�of�5%�and�1%,�respectively
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7R�DFFXUDWHO��HVWLPDWH�WKH�UHJUHVVLRQ�
PRGHO�LQ�WKLV�VWXG���WKH�DQDO�VLV�LQYROYHG�
FKHFNLQJ�IRU�YLRODWLRQV�RI�DVVXPSWLRQV�RI�
WKH� OLQHDU� UHJUHVVLRQ�PRGHO�� 7HVW� UHVXOWV�
LQGLFDWHG� WKDW�WKH�9,)�RI�DOO�LQGHSHQGHQW�
YDULDEOHV�ZDV� OHVV� WKDQ����LQGLFDWLQJ� WKDW�
PXOWLFROOLQHDULW��ZDV�QRW�SUHVHQW��

,Q�DGGLWLRQ��WHVW�UHVXOWV�VKRZHG�WKDW�
WKH� )�VWDWLVWLF� RI� WKH� PRGHO� ZDV� �������
with�a�signi�cance�level�of�Sig.�=�0.000,�
WKH�� ZHUH� LQGLFDWLQJ� WKDW� WKH� UHJUHVVLRQ�
model�is� signi�cant�at� the�1%�level.�The�
R²� coe�cient� was� 0.697,� meaning� that�
WKH� LQGHSHQGHQW� YDULDEOHV� H[SODLQ�������
RI�WKH�ZRUN�PRWLYDWLRQ�RI�OHFWXUHUV�DW�&DQ�
7KR�8QLYHUVLW��RI�7HFKQRORJ��

7KH� HVWLPDWLRQ� UHVXOWV� LQ� 7DEOH�
�� VKRZHG� WKDW� RXW� RI� VL[� YDULDEOHV�
included�in�the�research�model,��ve�have�
a� statistically� signi�cant� impact� on� the�
ZRUN� PRWLYDWLRQ� RI� OHFWXUHUV�� �PRQJ�
WKHVH�� IRXU� YDULDEOHV� KDYH� D� VWDWLVWLFDOO��
signi�cant�impact�at�the�1%�level:�F3�(Job�

FKDUDFWHULVWLFV���)���:RUNLQJ�&RQGLWLRQV���
F5� (Salary,� Bonuses,� and� Bene�ts),� and�
)�� �5HODWLRQVKLS� ZLWK� 6XSHULRUV��� 7KH�
UHPDLQLQJ� YDULDEOH�� )�� �7UDLQLQJ� DQG�
3URPRWLRQ�2SSRUWXQLWLHV��� LV� VWDWLVWLFDOO��
signi�cant�at�the�5%�level.�

7KH�YDULDEOHV��LQ�RUGHU�RI�LQFUHDVLQJ�
LPSDFW��DUH�DV�IROORZV�

)�� �7UDLQLQJ� DQG� 3URPRWLRQ�
Opportunities)�with�a�Beta�coe�cient�of�
������

)�� �:RUNLQJ� &RQGLWLRQV�� ZLWK� D�
Beta�coe�cient�of�0.152.

)���-RE�FKDUDFWHULVWLFV��ZLWK�D�%HWD�
coe�cient�of�0.185.

F5�(Salary,�Bonuses,�Bene�ts)�with�
a�Beta�coe�cient�of�0.227.

)�� �5HODWLRQVKLS� ZLWK� 6XSHULRUV��
with�a�Beta�coe�cient�of�0.330.��

7KH� UHVHDUFK�PRGHO�LV�GHVFULEHG�DV�
IROORZV�

Figure�2:�Research�Model�Results

Source:�Compiled�by�the�author,�2024

���&R�FOXVLR�

The�research�results�indicate�that��ve�

key�factors�signi�cantly�in�uence�the�work�

PRWLYDWLRQ�RI�IDFXOW��PHPEHUV�DW�&DQ�7KR�

8QLYHUVLW�� RI� 7HFKQRORJ��� 7KHVH� IDFWRUV�

DUH�7UDLQLQJ�DQG�3URPRWLRQ�2SSRUWXQLWLHV��

-RE� &KDUDFWHULVWLFV�� :RUNLQJ� &RQGLWLRQV��

6DODU���%RQXVHV��:HOIDUH��DQG�5HODWLRQVKLS�

ZLWK�6XSHULRUV���PRQJ�WKHVH��5HODWLRQVKLSV�
ZLWK� VXSHULRUV� KDYH� WKH� VWURQJHVW� LPSDFW��
IROORZHG�E��VDODU��� ERQXVHV��DQG�ZHOIDUH��
These��ndings�underscore�the� importance�
RI� D� VXSSRUWLYH� DQG� ZHOO�VWUXFWXUHG�
ZRUN� HQYLURQPHQW� LQ� IRVWHULQJ� IDFXOW��
PRWLYDWLRQ�� 7KLV� VWXG�� SURSRVHV� VRPH�
LPSOLFDWLRQV� WR� HQKDQFH� ZRUN� PRWLYDWLRQ�
IRU�OHFWXUHUV�DV�IROORZV�
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(QKDQFH���DLQLQJ�DQG�3�RPRWLRQ�
2SSR�WXQLWLHV��)����

'HYHORS� &RPSUHKHQVLYH� 7UDLQLQJ�

3URJUDPV��,PSOHPHQW�UHJXODU�SURIHVVLRQDO�

GHYHORSPHQW� ZRUNVKRSV� DQG� FRXUVHV� WR�

HQKDQFH�IDFXOW��VNLOOV�DQG�NQRZOHGJH��

&OHDU� 3URPRWLRQ� 3DWKZD�V��

(VWDEOLVK� WUDQVSDUHQW� SURPRWLRQ� FULWHULD�

DQG� HQVXUH� IDFXOW�� PHPEHUV� NQRZ� WKH�

UHTXLUHPHQWV�DQG�RSSRUWXQLWLHV�IRU�FDUHHU�

DGYDQFHPHQW�

,PS�RYH�:R�NLQJ��RQGLWLRQV��)����

8SJUDGH�)DFLOLWLHV��,QYHVW�LQ�PRGHUQ�
WHDFKLQJ�DQG�UHVHDUFK�IDFLOLWLHV�WR�FUHDWH�D�
FRQGXFLYH�ZRUN�HQYLURQPHQW��

�HDOWK� DQG�6DIHW��� (QVXUH� WKDW� WKH�
ZRUNSODFH� PHHWV� DOO� KHDOWK� DQG� VDIHW��
VWDQGDUGV�� SURYLGLQJ� D� FRPIRUWDEOH� DQG�
VDIH�HQYLURQPHQW�IRU�IDFXOW��PHPEHUV�

2SWLPL�H�-RE��KD�DFWH�LVWLFV��)����

Job�Enrichment:�O�er�opportunities�
IRU� IDFXOW�� WR� HQJDJH� LQ� PHDQLQJIXO� DQG�
FKDOOHQJLQJ� ZRUN� WKDW� DOLJQV� ZLWK� WKHLU�
H[SHUWLVH�DQG�LQWHUHVWV��

�XWRQRP���3URYLGH�IDFXOW��ZLWK�WKH�
DXWRQRP�� WR�GHVLJQ�DQG� LPSOHPHQW� WKHLU�
FRXUVHV�DQG�UHVHDUFK�SURMHFWV��IRVWHULQJ�D�
VHQVH�RI�RZQHUVKLS�DQG�UHVSRQVLELOLW��

(QKDQFH� 6DOD���� �RQXVHV�� DQG�
:HOID�H��)����

&RPSHWLWLYH� &RPSHQVDWLRQ��
5HJXODUO�� UHYLHZ� DQG� DGMXVW� VDODULHV� WR�
UHPDLQ�FRPSHWLWLYH�ZLWK�RWKHU�LQVWLWXWLRQV��

3HUIRUPDQFH�%DVHG� %RQXVHV��
,PSOHPHQW� D� SHUIRUPDQFH�EDVHG� ERQXV�
V�VWHP� WR� UHZDUG� H[FHSWLRQDO� ZRUN� DQG�
DFKLHYHPHQWV��

Comprehensive� Bene�ts:� O�er�
a� comprehensive� bene�ts� package,�
LQFOXGLQJ� KHDOWK� LQVXUDQFH�� UHWLUHPHQW�
SODQV��DQG�RWKHU�ZHOIDUH�SURJUDPV�

6W�HQJWKHQ� 5HODWLRQVKLSV� �LWK�
6XSH�LR�V��)����

E�ective�Communication:�Encourage�
open�and�e�ective�communication�between�
IDFXOW�� DQG� DGPLQLVWUDWLRQ� WR� EXLOG� WUXVW�
DQG�PXWXDO�UHVSHFW�

6XSSRUWLYH� /HDGHUVKLS�� 7UDLQ�
VXSHULRUV� LQ� OHDGHUVKLS� VNLOOV� WKDW�
HPSKDVL]H� VXSSRUW�� UHFRJQLWLRQ�� DQG�
FRQVWUXFWLYH�IHHGEDFN�

0HQWRUVKLS� 3URJUDPV�� (VWDEOLVK�
PHQWRUVKLS� SURJUDPV�ZKHUH� H[SHULHQFHG�
IDFXOW�� FDQ� JXLGH� DQG� VXSSRUW� QHZHU�
PHPEHUV�� IRVWHULQJ� D� FROODERUDWLYH� DQG�
VXSSRUWLYH�HQYLURQPHQW�

%��DGGUHVVLQJ�WKHVH�NH��DUHDV��&DQ�
7KR�8QLYHUVLW��RI�7HFKQRORJ��FDQ�FUHDWH�
D�PRWLYDWLQJ�DQG�VXSSRUWLYH�HQYLURQPHQW�
WKDW� HQKDQFHV� IDFXOW�� VDWLVIDFWLRQ� DQG�
SHUIRUPDQFH�� XOWLPDWHO�� FRQWULEXWLQJ�
WR� WKH� LQVWLWXWLRQ�V� RYHUDOO� TXDOLW�� RI�
HGXFDWLRQ�DQG�GHYHORSPHQW�
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