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Abstract: This study aims to analyze factors influencing 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 coefficient, exploratory factor analysis (EFA), and multiple regression analysis were
employed for analysis. The estimated results indicate that factors influencing the work
motivation of university lecturers include Job characteristics, Working conditions, Salary,
Bonuses, benefits, Training and promotion opportunities, and Relationships with superiors.
Among these, relationship with superiors is identified as the strongest factor impacting the
work motivation of lecturers.
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1. Introduction

In the wuniversity education
environment, lecturers play a crucial role in
shaping and developing students’ learning
and research behaviors, as well as in
constructing and maintaining educational
quality. The work motivation of lecturers
is one of the determining factors in the
success of teaching and research processes
at universities. Understanding factors
influencing work motivation not only helps
individual lecturers improve themselves
but also assists universities in creating a
more positive work environment, thereby
enhancing productivity and the quality of
educational services.

* Can Tho University of Technology

T Can Tho Technical Economic College

Today, amidst increasingly fierce
competition among universities, each
institution needs to operate with a high-
quality workforce, meaning lecturers
must dedicate themselves fully to
the existence and development of the
university. Can Tho University of
Technology, like many other universities,
faces numerous challenges in retaining
and creating favorable  working
conditions for lecturers. The Can Tho
University of Technology was established
in 2013 as a public university. Given its
relatively short period of operation, the
university aims for robust and sustainable
development, which requires a team of
lecturers who work with enthusiasm,
dedication, and full commitment,



viewing the university as their second
home. Therefore, the motivation of
the lecturers is of great importance.
University leaders must constantly face
the pressure of finding ways to stimulate
and encourage the lecturers’ spirit and
attitude, promoting enthusiastic work
that enhances the university’s efficiency
and keeps up with the common trends of
the era and the current national digital
transformation needs. Hence, the study
“Work motivation of lecturers at Can Tho
University of Technology” was conducted
to propose solutions for creating work
motivation for lecturers, contributing
to the university’s development in the
digital transformation era.

II. Theoretical foundation and
literature review

2.1 Theoretical foundation

Work motivation can be understood,
according to Mullin (1996), as “the forces
within an individual that are focused on
achieving some goal in order to fulfill some
anticipated need.” Additionally, work
motivation is defined as “the willingness
to exert high levels of effort toward
organizational goals, conditioned by the
effort’s ability to satisfy some individual
need” (Robbins, 1993). This definition
addresses the relationship between three
factors: “effort, organizational goals, and
individual needs.” The mechanism for
creating work motivation originates from
“human needs and the satisfaction of those
needs. “Between needs and the satisfaction
of needs lies a certain distance, and this
distance is bridged by motivation.

There are numerous theories
regarding the content of work motivation.
This article relies on the foundational
theories of Maslow (1943) regarding
the hierarchy of human needs, Vroom’s
expectancy  theory (1964), and
McClelland’s need for achievement
theory (1988). These theories demonstrate

that human work motivation is influenced
by various groups of factors, including
(1) individual intrinsic factors such as
interests, goals, abilities, experience,
and tenure; (ii) external factors such
as ‘“‘organizational culture” or “work
environment” and human resource
policies; (iii) job-related factors such as
“job stability and autonomy, task variety,
responsibility, job complexity, and job
attractiveness and interest.”

2.2 Literature Review

Research on factors influencing
the work motivation of faculty members
at Can Tho University of Technology is
an important part of understanding and
improving the working environment in
higher education. Creating motivation
to retain faculty members is a decisive
factor in the quality of education and the
development of universities. Previous
studies have focused on evaluating work
motivation factors in various educational
and labor environments. The study by
Buelens and Broeck (2007) showed that
women are often motivated by salary and
good relationships within the organization.
Re’em (2010) identified several factors
impacting employee motivation,
including rewards, recognition, autonomy,
promotion, fairness, and learning
opportunities. On the other hand, Gupta
and Subramanian (2014) found that salary,
workload, and training systems positively
affect employee motivation. In addition,
several studies have been conducted in
Vietnam, such as Nguyen Thi Phuong
Dung (2012), who developed a scale for
employee motivation in office work in
Can Tho City. The motivational factors
include regulations and policies, working
relationships, exciting work, and social
welfare.

Moreover, Nguyen Minh Tan et al.
(2022) identified factors influencing the
work motivation of public servants in



Hong Dan District, Bac Lieu Province,
such as job characteristics, colleagues
and promotion opportunities, working
conditions and legal policies, and
relationships with superiors. Among these,
working conditions and legal policies have
the most substantial impact on the work
motivation of public servants in Hong Dan
District, Bac Lieu Province. Additionally,
Nguyen Minh Tan et al. (2023) found that
salary, bonuses, welfare, relationships
with superiors and colleagues, training
and promotion, and job characteristics
positively affect employees” work

Job characteristics

Working conditions

Salary, bonuses, benefits

Training and promotion opportunities

Relationship with superiors

Relationships with colleagues

motivation at BIDV Bank in Vietnam.
Among these, salary, bonuses, and welfare
strongly impact employee motivation.

II1. Research Methodology
3.1 Research Model

Based on the theoretical foundation
of work motivation and reviewed
experimental research models above,
the theoretical research model on the
work motivation of lecturers at Can Tho
University of Technology is constructed
as follows:

Work
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lecturers at Can
Tho University
of Technology
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Figure 1. Proposed Research Model

Research scale:

The scale measuring work motivation
of lecturers at Can Tho University of
Technology is built based on the “Job
Descriptive Index (JDI) scale” by Smith et
al. (1969) and the scale by Teck-Hong and
Waheed (2011)”, established on the model
of Herzberg et al. (1959). Additionally, it
combines inheriting scales from previous
studies. Furthermore, based on the actual

Source: Compiled by the author, 2024.

research conditions at Can Tho University
of Technology, the author has adjusted
and supplemented the observed variables
measuring work motivation to suit the
research subjects, which are lecturers. This
research model includes 6 scales belonging
to the independent variable group with 27
observed variables and one scale belonging
to the dependent variable consisting
of 5 observed variables. The scales are
described explicitly in Table 1 below.

Table 1: Description of Scales

No. Scale/observed variable Abbreviation
I [Job Characteristics JOCHA
1 |The job I am doing aligns with my strengths and abilities JOCHAI1
2 |The job is interesting, challenging, and meaningful to society JOCHA2
3 |The job I am doing is not overly stressful, with manageable pressure JOCHA3
4 |There is ample motivation for me to strive in the job I am doing JOCHA4




No. Scale/observed variable Abbreviation
5 |I can balance between my personal life and the job I am doing JOCHAS
II [Working conditions wOCO
6 |Professional and modern working environment WOCO6
7 |Safe, convenient, and comfortable working environment WOCO7
8 |Clean and airy working space WOCOS8
9 |Adequate, modern facilities and equipment, meeting job requirements WOCO9
III |Salary, bonuses, benefits SABOB
10 |My current salary reflects my work abilities SABOBI10
11 |Salary is paid on time SABOBI11
12 |Salary and bonuses in the organization are fair and reasonable SABOBI12
13 |The salary is sufficient to support my personal life SABOB13
14 |The vacation and holiday policies are reasonable SABOB14
15 |The organization organizes annual trips and vacations for lecturers SABOBI15
IV |Training and promotion opportunities TRAPO

Lectures have many opportunities to receive training on knowledge and skills
16 : . . . TRAPO16
necessary for adapting to the national digital transformation.
17 |Lectures have ample opportunities for career advancement in their current roles. | TRAPO17
18 |Lectures are well aware of the conditions for career advancement TRAPOI18
V |Relationship with superiors RESUP
19 |[Superiors always listen to and respect the opinions of employees RESUP19
20 |Superiors always support and encourage employees RESUP20
21 |Superiors always care about the rights of employees RESUP21
22 |Superiors praise and acknowledge achievements when completing tasks well RESUP22
23 | Superiors show tact and discretion in providing feedback and criticism to employees. | RESUP23

VI |Relationships with colleagues RECOL
24 |Colleagues are friendly, pleasant, and approachable RECOL24
25 |Colleagues always help each other and collaborate to accomplish tasks effectively. | RECOL25
26 |Everyone is treated fairly RECOL26
27 |Everyone always creates opportunities for newcomers to develop alongside them. RECOL27

Work motivation WOMO
28 |I always strive my best to complete assigned tasks WOMO28
29 |I always strive for the common development goals of the organization WOMO29
30 [I always work with enthusiasm and passion WOMO30
31 [I always actively participate in the activities of the organization WOMO31
32 [l always intend to stay with the job for the long term WOMO32

3.2. Analysis Method

The study employs the method of
assessing the reliability of the scale using
Cronbach’s alpha coefficient, exploratory
factor analysis (EFA), and multiple
linear regression analysis to estimate the
factors influencing the work motivation
of lecturers at Can Tho University of
Technology.

Source: Compiled by the author, 2024.
3.3. Research Data

For exploratory factor analysis
studies, the minimum sample size is
50, and the observation/variable ratio is
5:1 (Nguyen Dinh Tho, 2011), meaning
that each variable should have at least
5 observations. Thus, with 32 observed
variables constructed in the research scale,
the study needs to be conducted with a
minimum sample size of 160 observations.
Therefore, this study surveyed 160
lecturers currently working at the school.



IV. Results and Discussion After conducting the reliability
4.1. Results of Scale Reliability testing of the scale from 27 observed
Testing and Exploratory Factor Analysis variables, the remaining results show that
Table 2: Results of factor rotation 25 observed variables meet the criteria,
Observed Factors as 2 variables were excluded (SABOBI11
variables | F1 1 F2 | F3 | F4 | F5 | Fe and SABOB14). Additionally, exploratory
TRAPO17 |0.829 factor analysis resulted in the exclusion
TRAPOI18 |0.794 of 1 observed variable that did not meet
TRAPOI6 |0.779 the requirements, which is WOCOS.
ﬁEEggléj 8322 Therefore, 6 new factor groups were
RECOL25 0:718 formed with 24 observed variables. The
RECOL27 0.563 results of factor rotation are presented in
JOCHA3 0916 Table 2 below.
JOCHA4 0.907
JOCHA2 0.845 4.2. Regression Model Analysis
JOCHAS 0.826 Results
JOCHALI 0.789 . . .
WOCO7 0.697 The multivariate linear regression
WOCO6 0.667 method was used to estimate factors
WOCO9 0.657 affecting the work motivation of lecturers
SABOBIS 0.787 at Can Tho University of Technology.
gﬁﬁg;g 8232 Regression results are presented in Table
SABOBI2 0.655 3 below:
RESUP21 0.889
RESUP20 0.874
RESUPI19 0.856
RESUP22 0.746
RESUP23 0.669
Eigenvalue 1.223
Extracted variance (%) 74.229
KMO 0.809
Sig. of Bartlett’s test 0.000

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

Table 3. Estimation Results of the Regression Model

Variable B Standard error Beta Sig.
F1: Training and promotion opportunities | 0.041 0.028 0.053 0.031™
F2: Relationships with colleagues 0.028 0.018 0.036 0.020
F3: Job characteristics 0.205 0.062 0.185 0.003**
F4: Working conditions 0.187 0.024 0.152 0.001™
F5: Salary, bonuses, benefits 0.281 0.037 0.227 0.000™"
F6: Relationship with superiors 0.377 0.056 0.330 0.000™
Coefficient 1.458 0.278 0.000
F 65.443
Sig. F 0.000
R? 0.697

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

Note: ™; ™ : correspond to significance levels of 5% and 1%, respectively



To accurately estimate the regression
model in this study, the analysis involved
checking for violations of assumptions of
the linear regression model. Test results
indicated that the VIF of all independent
variables was less than 2, indicating that
multicollinearity was not present.

In addition, test results showed that
the F-statistic of the model was 65.443
with a significance level of Sig. = 0.000,
they were indicating that the regression
model is significant at the 1% level. The
R? coefficient was 0.697, meaning that
the independent variables explain 69.7%
of the work motivation of lecturers at Can
Tho University of Technology.

The estimation results in Table
3 showed that out of six variables
included in the research model, five have
a statistically significant impact on the
work motivation of lecturers. Among
these, four variables have a statistically
significant impact at the 1% level: F3 (Job

.

characteristics), F4 (Working Conditions),
F5 (Salary, Bonuses, and Benefits), and
F6 (Relationship with Superiors). The
remaining variable, F1 (Training and
Promotion Opportunities), is statistically
significant at the 5% level.

The variables, in order of increasing
impact, are as follows:

F1 (Training and Promotion
Opportunities) with a Beta coefficient of
0.053.

F4 (Working Conditions) with a
Beta coefficient of 0.152.

F3 (Job characteristics) with a Beta
coefficient of 0.185.

F5 (Salary, Bonuses, Benefits) with
a Beta coefficient of 0.227.

F6 (Relationship with Superiors)
with a Beta coefficient of 0.330.

The research model is described as
follows:

.

L

( .. . . ) 0.053
F1: Tramning and Promotion Opportunities >
—
} 0.185
F3: Job characteristics
5 0.152
p
F4: Working Conditions WORK
MOTIVATION
0227
F3: 8alary, Bonuses, Benefits >
] . i 1 0.330
[ Fé: Relationship with Superiors J y.

Figure 2: Research Model Results

V. Conclusion

The research results indicate that five
key factors significantly influence the work
motivation of faculty members at Can Tho
University of Technology. These factors
are Training and Promotion Opportunities,
Job Characteristics, Working Conditions,
Salary, Bonuses, Welfare, and Relationship

Source: Compiled by the author, 2024

with Superiors. Among these, Relationships
with superiors have the strongest impact,
followed by salary, bonuses, and welfare.
These findings underscore the importance
of a supportive and well-structured
work environment in fostering faculty
motivation. This study proposes some
implications to enhance work motivation
for lecturers as follows:



Enhance Training and Promotion
Opportunities (F1):

Develop Comprehensive Training
Programs: Implement regular professional
development workshops and courses to
enhance faculty skills and knowledge.

Clear Promotion Pathways:
Establish transparent promotion criteria
and ensure faculty members know the
requirements and opportunities for career
advancement.

Improve Working Conditions (F4):

Upgrade Facilities: Invest in modern
teaching and research facilities to create a
conducive work environment.

Health and Safety: Ensure that the
workplace meets all health and safety
standards, providing a comfortable and
safe environment for faculty members.

Optimize Job Characteristics (F3):

Job Enrichment: Offer opportunities
for faculty to engage in meaningful and
challenging work that aligns with their
expertise and interests.

Autonomy: Provide faculty with the
autonomy to design and implement their
courses and research projects, fostering a
sense of ownership and responsibility.

Enhance Salary, Bonuses, and
Welfare (F5):

Competitive Compensation:
Regularly review and adjust salaries to
remain competitive with other institutions.

Performance-Based Bonuses:
Implement a performance-based bonus
system to reward exceptional work and
achievements.

Comprehensive  Benefits:  Offer
a comprehensive benefits package,
including health insurance, retirement
plans, and other welfare programs.

Strengthen  Relationships  with
Superiors (F6):

EffectiveCommunication: Encourage
open and effective communication between
faculty and administration to build trust
and mutual respect.

Supportive  Leadership:  Train
superiors in leadership skills that
emphasize support, recognition, and
constructive feedback.

Mentorship Programs: Establish
mentorship programs where experienced
faculty can guide and support newer
members, fostering a collaborative and
supportive environment.

By addressing these key areas, Can
Tho University of Technology can create
a motivating and supportive environment
that enhances faculty satisfaction and
performance, ultimately contributing
to the institution’s overall quality of
education and development.
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PONG LUC LAM VIEC CUA GIANG VIEN TRUONG PAT HQC
KY THUAT - CONG NGHE CAN THO

Nguyén Minh Tan?, Tang Thi Ngan®, Lé Huynh Nhit Ping?, Lé Hong Tuyén?

Tom tit: Muc tiéu ciia nghién ciru ndy la phén tich cdc yéu té anh hwéng dén dong luc
lam viéc cia gidng vién tai truong Dai hoc Ky thudt - Cong nghé Can Tho. Nghién civu dwoc
thuc hién dua trén viéc lcfy ¥ kién tr 160 giang vién cua truong. Cac phwong phdp kiém dinh
dé tin cdy cua thang do bang hé s6 Cronbach’s Alpha, phdn tich nhén t6 khdm pha (EFA) va
hoi qui da bién diege sir dung dé phan tich. Két qua u’ac legng cho thay, cdac nhén to dnh hiedng
dén dong luc lam viéc cua giang vién truong bao gom tmh chat cong viéc; diéu kién lam viéc;

lwong, thuong, phiic loi; co hgi dao tao va thing tién; méi quan hé véi cap trén. Trong do, moi
quan hé véi cdp trén la yéu to tac dong manh nhat dén dong liuc lam viée ciia gidang vién.

Tir khéa: Pai hoc Ky thudt - Cong nghé, dong liec lam viée, gidng vién, yéu té anh huwong.

! Truong Pai hoc K¥ thuat - Cong nghé Can Tho
$ Truong Cao dang Kinh té - K§ thuat Can Tho



