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FACTORS AFFECTING KNOWLEDGE WORKERS’ JOB MOTIVATION

IN VIETNAMESE ENTERPRISES

Chu Thi Ha'", Do Thi Ha Phuong', Nguyen Thi Giang', XiaoLi Wu’

SUMMARY
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In today knowledge economy, the core assets of modern organization is not its physical assets but
the intelligence, skills and knowledge of knowledge employees which has increased need for
knowledge workers while the management of knowledge workers is totally different from
managing the manual workers or lower qualified employees due to the nature of the works they
perform and their distinctive characteristics. This research investigates factors driving the
motivation of knowledge workers by employing mainly quantitative methods namely, descriptive
statistic, regression model and Chi-square to analyze thedata from the survey consisting of 100
Vietnamese knowledge employees. The findings shows that intrinsic motivations including,
empowerment, authority and recognition are considered as key factors motivating knowledge
workers within organizations while prompt and normal promotion along with the longer working

experience have negative impact on job motivation.

Key words: extrinsic motivation, intrinsic motivation, knowledge workers,; motivation; management.

INTRODUCTION

The focus on knowledge workers stems from
the spatial configurations of the knowledge-
based economy described as “ directly based
on the production, distribution and use of
knowledge and information” [12] and Ducker
(1959) [4] was the first person to mention the
term knowledge workers, describing them as
the ones who use their knowledge as their
dominant resource to perform work duties,
namely engineers, architects, lecturers,
lawyers, physicians, pharmacists, scientists
etc. However, the motivation factors that
previous academic research studies in general
workers is no longer valid for knowledge
workers because such workers not only fulfill
their job duties but also create, inspire and
analyze the works they perform.

Consequently, traditional command-control
method would not go well with this type of
employees because of the distinguished
characteristics  of  knowledge  workers
compared to ordinary ones.

Furthermore, the research of Erne (2011)[5]
indicates a shortfall in the number of such
skilled and qualified workers within

" Tel: 09831 29444; Email: chuthiha@tuaf.edu.vn

organizations and how to attract and keep
such employees stay loyal has been put in the
center of  successful organizational
management, consequently the ability to not
only manage but also encourage as well as
retain such knowledge worker has become
one of key factors for successful managers
and leaders in corporations who want to
enhance the whole performance of
enterprises. Therefore, it is necessary to
conduct research on how to motivate such
intelligent and creative workers and make
them stay loyal with the company.In recent
decades, Vietnam has witnessed its
transformation in organization system with
the increasing number of knowledge workers
within organizations. Accordingly, the main
purpose of this research is to investigate the
required factors to motivate knowledge
workers at Vietnamese enterprises.

LITERATURE REVIEW
Knowledge workers are those who have
higher = educational status, excel in

communication and have the abilities to
perceive and transform information more
effectively than normal workers [3]. The
distinction between knowledge workers and
manual workers lies in the difference in
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natural characteristics as well as the nature of
their works. The distinction between
knowledge workers and manual workers lies
in the differences in natural characteristics as
well as the nature of their works. The five
particular features of knowledge workers are
proposed as following [1]:

- The larger proportion of mental work at
workplace where intellectual efforts are
considered more important than physical one.

- The ability to develop knowledge and to
strengthen position at workplace

- Obtaining higher level of educational
background.

- The capacity for processing and analyzing
information.

On the other hand, motivation is defined as a “
process that derives from a physiological or
psychological deficiency or needs that activate
a behavior or a drive that is aimed at a goal of
incentive” [11]. Brochs-Haukedal (2010) [2]
affirms that individuals are motivated by
monetary rewards such as wages, bonuses,
perquisite and by social recognition from their
colleagues and others, which is categorized as
extrinsic  motivation including  external
regulations and integrated regulations.

The other form of motivation called intrinsic
motivation, was introduced and referred by
cognitive psychology school since 1970s. Ferh
and Falk (2002) [6] propose 3 important types
of intrinsic motivation. The first type refers to
the nature of the task, which attracts individuals
by the interesting and challenging nature even
without the absence of economic incentives.
The other two motivations are considered social
in nature, for example the need for social
approval for doing the “right” thing [6].

Regarding previous research on motivation of
knowledge workers, Horwitz et al. (2003)
confirms that the most effective way to
motivate knowledge workers are intrinsically
motivating through freedom and challenging
[9]. Similarly, Petroni and Colacino (2008)
affirm that knowledge workers need to be
given opportunities and challenges in
accordance with appropriate incentives in
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order to get motivated [13]. Moreover, they
also demonstrate that the nature of the tasks is
a primary source of motivation that excites
individuals, requires managers to put
confidence in their staff though shortfall in
task related intrinsic motivation could affect
negatively on knowledge employees’
motivation [14]. It should be noticed that
information quality, access to information and
autonomy in implementing solutions are also
the drivers of knowledge  workers’
performance [7]. Last but not least, the nature
of job itself and cultural organization and
management method have also been proved to
have positive impact on job motivation while
motivation arising from teamwork can’t be
undervalued [8], [10].

RESEARCH METHODOLOGY

This research employed non-probability
sampling method along with convenient
sampling because of their characteristics and
suitability in questionnaires-based survey.

The questionnaire was designed based on a
review of previousresearches due to the nature
of this research with the questionnaire
designed in the form of 5- likert scale question
to measure the impact of factors affecting job
motivation. Prior to the main test, a pilot test
was carried out with N = 20 to guarantee the
understanding from the respondents.

On the basis of previous research on relating
field and topics, the variables and measurements
are adopted and twelve individual factors are
believed to affect the motivation of knowledge
employees as following:

Factor 1: Good salary and condition of service.
Factor 2: Prompt and regular promotion.
Factor 3: Recognition.

Factor 4: Feedback.

Factor5:Increased job security/enrichment.
Factor 6: Professional development.

Factor 7: Empowerment and authority.
Factor 8: Good working environment.

Factor 9: Work itself-challenging and varied
work.

Factor 10: Participation in decision-making.
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Factor 11: Giving research grants.

Factor 12: Feeling of team spirit and
cooperation among coworkers and supervisors.

FINDINGS

The table below shows the overall descriptive
statistics finding of 12 factors considered to
affect job motivation. In general, employees
took part in the survey do not show that they
are highly motivated in doing current job with
their enterprise. Because the Mean value of
Job motivation is only 3.2 while the average
is 2.5 and the good level should be 3.8.

Table 1. Descriptive statistic of 12 factors and job

Table 2.Model summary
Model R R- Adjusted  Std. Error
Square R Square of the
Estimate
1 646 418 337 .8581

N Min Max Mean Desit:t.ion
Factorl 100 1.00 5.00 3.2100 1.20851
Factor2 100 1.00 5.00 3.3600 1.24333
Factor3 100 1.00 5.00 3.4500 1.25831
Factor4 100 1.00 5.00 3.4400 1.15750
Factor5 100 1.00 5.00 3.2600 1.09747
Factor6 100 1.00 5.00 3.4600 1.04852
Factor7 100 1.00 5.00 3.4900 1.11460
Factor8 100 1.00 5.00 3.6400 1.22697
Factor9 100 1.00 5.00 3.2100 1.19168
Factor10 100 1.00 5.00 3.3000 1.22680
Factorl1 100 1.00 5.00 3.3400 1.19949
Factor12 100 1.00 5.00 3.2800 1.18134
fr(:(];)tivation 100 1.00 5.00 3.2000 1.0541
e '

Regarding determinants of job motivation, the
analysis suggests that all proposed factors
might have positive impact on job motivation.
Therefore, the proposed regression model is
described as following:

Job Motivation = f + pI* Factor 1 + p2* Factor
2 + p3* Factor 3 + p4* Factor 4 + p5* Factor 5
+ p6* Factor 6 + p7*Factor 7 + p8* Factor § +
P9* Factor 9 + B10* Factor 10 + B11* Factor 11
+ pI12* Factor 123

However, it should be noticed that the mean of
St. Deviation of all twelve factors is all above 1.
Thus further regressionanalysis should be
implemented in order to find the degree to
which such factors affect job motivation.

All the independent variables explain for the
41.8% of the fluctuation of job motivation,
which is reasonably significant magnitude of
influence. Additionally, the adjusted R-Square
result means that independent variables in
reality affect the dependent variable, which
explains for only 33.7% in the change.

Among 12 factors, there are only three factors
having impact on job motivation and all the
factors are considered at the same time, they
are factor 2, factor 3 and factor 7. The
equation shows the negative impact of Factor
2 - Prompt and regular promotion on
motivation. Simultaneously with other two
factors, the higher degree that employees
believe the promotion opportunities exist, the
less motivated they are. On the other hand,
the more knowledge employees feel to be
recognized and appreciated for his or her
contribution to the organization, the more his
or her feel motivated at current career. As a
result, factor 3- Recognition positively affects
job motivation.

Factor 7- empowerment and authorityshows
significant impact on job motivation.
Knowledge employees tend to be happy at
work and willing to work more when they
achieve the empowerment and employee
autonomy at the organizations.

Although salary is not considered as the most
important factor affects motivation at work of
knowledge employees, in the open-ended
question, respondents share that good bonus
at work also encourage employees on their
career. It seems that knowledge based
employees concern about their award and
achievement on what they have contribute to
the organization. Besides, the management
method and style at the enterprise is also
mentioned, as the factor should be considered
with its effect in job motivation.
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Table 3. Regression coefficient analysis
Unstandardized  Standardized . . . e
Coefficients Coefficients . Collinearity Statistics
Model Std t Sig.
B ) Beta Tolerance VIF
Error

(Constant) .804 .365 2204  .030*
Factor 1 .067 A17 077 573 .568 374 2.674
Factor 2 -.263 118 -.310 -2.231  .028* 347 2.884
Factor 3 203 101 243 2.009  .048* 459 2.181
Factor 4 119 121 130 981 329 379 2.640
Factor 5 112 .109 17 1.027 307 516 1.939
1 Factor 6 -.034 115 -.034 -.293 770 Sl 1.956
Factor 7 261 A11 276 2.354  .021%* 486 2.056
Factor 8 A11 116 129 .949 345 364 2.744
Factor 9 .003 105 .003 .026 .980 477 2.097
Factor 10 .082 123 .096 .668 .506 326 3.071
Factor 11 170 .106 193 1.601 113 461 2.169
Factor 12 -.139 .103 -.156 -1.345 182 499 2.003

* p<0.05

Table 4. Pearson Chi-square of demographic
factors and job motivation

Sig.
(p-value)
Age * Job motivation 0.650
Gender * Job motivation 0.543
Marital status * Job motivation 0.626
Education background * Job motivation 0.662
Working experience * Job motivation 0.004*

Five demographic variables including age,
gender, status, education
background and working experience are

marital

tested using Chi-square p-value. There is
only variable “working experience” has the
relation with job motivation since the p-
value is 0.004 < 0.05

Table 5. Pearson Chi-square analysis of working experience and job motivation

I am motivated with my job in my current enterprise.

Total
1.0 2.0 3.0 4.0 5.0
Count 7 12 29 36 5 89
0 —4 years
% within 7.9% 13.5% 32.6% 404% 5.6% 100%
Working 59 vears Count 0 2 2 4 1 9
experiences y % within 0% 222% 22.2% 44.4% 11.1% 100%
10—14 Count 2 0 0 0 0 2
T YOS o ithin 100% 0% 0% 0% 0%  100%
Total 9 14 31 40 6 100
CONCLUSION

The cross-tabulation analysis indicates that
knowledge employees who have been
spending more than 10 years working in one
organization have no motivation at work. The
proportion of employees are fully motivated
at work is small as only 5.6% people among
89 employees having less than 4 years
working experience with current enterprise
totally agree with the statement about job
motivation.
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The results from this research indicate some
noticeable facts of the knowledge workers in
Vietnam. The findings correspond with
previous researches and proved that intrinsic
motivations tend to have more impact on
motivation of knowledge workers. The
findings from regression analysis propose that
it is empowerment and authority as well as
recognition that strongly affect the motivation



Chu Thi Ha va Brg

Tap chi KHOA HQC & CONG NGHE

175(15): 135 - 140

degree of a knowledge employee. This study
also confirms that for knowledge workers
prompt and normal promotion; base salary
and position are not the main drivers that
encourage them to achieve targets while
management method and style should be
potentially considered as the motivation of
knowledge workers. Furthermore, the Chi-
square analysis shows that working show
that, the more experiences knowledge
workers staying with the same organization,
the less motivated they are. Future
researches could base on this research to
distinguish the job motivation of knowledge
workers in different sectors having higher
number of knowledge workers such as
education, banking and technology.
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TOM TAT '
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Chu Thi Ha"", D5 Thi Ha Phuong', Nguyén Thi Giang', Lin Xiao Wu’
"Trwong Pai hoc Nong Lam — DH Thai Nguyén
T ruwong Dai hoc Greenwich, Anh

Trong nén kinh té tri thirc hién nay, tai san c6t 15i cia doanh nghiép khong phai 14 nhiing tai san vat
chat ma chinh 14 tri thirc, k§ ning va kién thirc ctia nhan vién doanh nghiép khién cho nhu cau vé lao
dong tri thure tang 1én trong khi cong tac quan 1y lao dong tri thire 13 hoan toan khac nhau tr quén ly
lao dong chan tay hodc lao dong co trinh do thép hon do tinh chét cta cong viéc ho thuc hién va tinh
chat dic thi ciia ho. Nghién ctru nay diéu tra cac yéu tb thic day dong luc ctia lao dong tri thirc béng
viée sir dung cac phuong phap dinh lugng, cu thé mo ta thong k€, phan tich hoi quy va Chi-square dé
phan tich dir liéu thu thap duoc tir cac cude khao sat bao gobm 100 lao dong tri thirc tai cac cong ty
Viét Nam. Két qua nghién ctru cho thdy dong luc noi tai bao gdm su trao quyén, quyén han va su
cong nhan dugc coi 1a yéu td quan trong thic day lao dong tri thirc tai cic doanh nghiép trong khi d6
su thing tién thong thuong va thoi gian 1am 1au tai mot to chire c6 anh hudng tiéu cuc dén dong luc
lam vig¢c cua lyc lugng lao dong cé gia tri nay.

T khéa: dong luc ngi tai; dong luc bén ngoai, nguoilao dong tri thire; dong luc lam viec; quan ly.

Ngay nhdn bai: 29/8/2017; Ngay phdn bién: 04/10/2017; Ngay duyét ding: 29/12/2017
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