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ABSTRACT
Work motivation is a crucial issue that covers various areas of management and leadership, in-
cluding organisational culture, working conditions, and performance management. The purpose
of this study is to examine how the variable of work motivation, as a set of psychological com-
ponents, drives the initiation, direction, intensity, and persistence of individual behaviours in an
organization; employees with high work motivation help a company gain significant competitive
advantages and leverage organizational effectiveness and efficiency. Kovach's Ten Motivational
Factors and the Employee Motivation Scale, developed by Tran Kim Dung and Nguyen Ngoc Lan
Vy, were used as the researchmethodology to examine the practices of workmotivation at a multi-
national e-commerce firm Shopee Vietnam. The research results show that the employees' work
motivation at Shopee Vietnam is affected by the factors ofworking conditions, corporate brand and
culture, suitable jobs, and income and benefits. Based on the research results, the preliminary solu-
tions for enhancing employees' work motivation to optimize human capability and organizational
performance are also proposed.
Key words: work motivation, employee satisfaction, employee perception 1

INTRODUCTION
Human capital has been recognized as one of the
key success factors in today’s business environment,
and there is a correlation between organizational ca-
pacity, employee productivity or performance, and
work motivation1. Work motivation is a crucial is-
sue in the realm of management, both practically
and theoretically, that covers various areas of man-
agement and leadership, including employee motiva-
tion and performance, managerial ethics, decision-
making, and the transformation capability of the or-
ganization. Work motivation, through the lens of or-
ganizational behavior, is commonly characterized as
a set of psychological processes that drive action initi-
ation, direction, intensity, and persistence2;3. Work
motivation encourages people to work harder and
cheerfully to add value to organisational development
and growth. Employees with a prominent level of
work motivation often have positive psychological
capital and dedication that lead to high organizational
efficiency.
Shopee is a multinational e-commerce operating in
different countries in the Asia Pacific region, in-
cluding Thailand, Malaysia, and Vietnam. The re-
centworldwide digitalization of the e-commerce busi-
ness has dramatically affected Shopee Vietnam, par-
ticularly the impact of technology on the company’s

human resources management, the nature of work,
and the employee’s work motivation and perfor-
mance. Shopee Vietnam has been facing serious
workforce problems of an overwhelmed workload,
high turnover, employees’ low motivation, and low
satisfaction. The study used the quantitativemethods:
meta-analysis for analyzing the relevant data collected
from the focus group survey and various sources pro-
vided by the human resources department, and the
statistical analysis with the SPSS software to evaluate
the measurement scales of workmotivation and iden-
tify the key factors that affect the workmotivation and
job satisfaction of employees at Shopee Vietnam.
The findings from this research help Shopee Vietnam
have an inclusive review of its employees’ work mo-
tivation and generate some initiatives for improve-
ment. The results from this research also provide
some concise insights into managerial implications
within the specific context of Vietnamese culture and
diverse perceptions of work motivation and satisfac-
tion that help managers and leaders in multinational
companies in Vietnam effectively implement a strate-
gic human resourcesmanagement that fosters a work-
ing environment and culture enabling all the employ-
ees’ personal and career development.
The paper structure emphasizes the theoretical frame-
work and hypothesis development on the fundamen-
tal concept of work motivation and theories of work
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motivation. Some crucial parts of this paper such as
the research model, research methodology, data col-
lecting and analyzing method, research results and
discussion, and conclusion focus on examining the re-
search hypothesis on the employees’ work motivation
and personal growth.

THEORETICAL FRAMEWORK AND
HYPOTHESIS DEVELOPMENT
Theoretical framework
A tremendous number of studies on work motivation
have been conducted for decades but what are the key
factors that affect the employee’s workmotivation and
how to enhance workmotivation in the workplace are
still the critical issues that need to be literately ana-
lyzed by exceptionally reliablemeasurement tools and
techniques. Mastering the relevant theories of work
motivation through the lens of psychological capital
is the first stage in this complex research journey.

The fundamental concept of work motiva-
tion
The term work motivation is defined in a variety of
ways, but it is believed to be the force that drives indi-
viduals to work hard and commit themselves to attain
their objectives. Motivation is defined simply as the
degree to which a person desires to attain and chooses
to engage in a particular action, the willingness to put
significant effort toward organizational goals in ex-
change for the fulfillment of a personal need 4. Ac-
cording to Nguyen andNguyen5, motivation refers to
both internal and external efforts that have the impact
of instilling passion and perseverance in the pursuit
of a desired goal, and work motivation is the willing-
ness to invest the time and effort required tomeet per-
sonal and organizational objectives, an internal drive
that encourages people to work for a shared objective
based on an individual’s underlying conscious and
unconscious desires. A highly motivated employee is
someone who devotes their time, energy, and spirit to
accomplishing tasks and meeting goals6.
Motivation is the internal force that pushes people’s
activities, leads their conduct, and enhances their
dedication to achieving their goals. Psychologically,
managers who have more time to communicate with
their staff gain a better understanding of employees’
motivation, and what relevant factors inspire employ-
ees to willingly sacrifice their time, energy, and efforts
for the firm. The company must effectively identify
these factors to effectively empower their employees
to proactively collaborate and achieve the organiza-
tional shared vision and goals.

Theories of workmotivation
The term “needs” might be considered the root of
work motivation studies. The most popular Human
Needs Hierarchy of Maslow7 highlights five levels of
human needs: physiological, safety, love, esteem, and
self-actualization. Maslow’s need theory helps man-
agers understand how the employee’s motivation or
driving force is formed, and how they can motivate
their employees based on the low-high level of needs
or expectations. Alderfer’s ERG model emphasizes
the importance of people’s desires – an individual
can move up and down the hierarchy but be content
with their current level of need satisfaction, andman-
agers who can identify the employee’s status or de-
sire can concentrate on satisfying workers’ immediate
requirements8. Similarly, McClelland’s Three Needs
Theory 9 describes that people are motivated by the
need for accomplishment, alliance, and power. Peo-
ple with a high desire for success are those who are al-
ways seeking new challenges and striving for achieve-
ment with responsibility, ambitious goals, and, most
importantly, autonomy; while people with affiliation
need stem from a desire for acceptance, affection, and
companionship, and people with power need who of-
ten have the desire to exert influence or control over
others, as well as influence over others’ working con-
ditions.
Other scholars such as Herzberg, Adams, and Vroom
examine work motivation through the employee’s
“expectation” within a more complex view of the
whole organization within external and internal con-
texts. Herzberg’s Two-Factor Theory, motivation fac-
tors and hygiene or demotivation factors, discover
motivation factors in the complex work environment,
personal recognition, opportunity, participation or
engagement, and organizational citizenship10. If mo-
tivational factors are handled correctly, that would
drive the employees to work more enthusiastically
with a high level of employee satisfaction; on the con-
trary, the employees’ dissatisfaction occurs. This the-
ory emphasizes that motivating employees necessi-
tates addressing both motivation and hygiene issues
factors at the same time, and managers cannot ex-
pect employees to be satisfiedmerely by removing the
sources of dissatisfaction. Adams’ Equity Theory of
Motivation describes that individuals are driven and
feel fair when they view their income to be equal to
that of others who make the same contribution11.
Hence, work motivation can be measured by the em-
ployees’ satisfaction with their remuneration, recog-
nition, and promotion opportunities. Vroom’s Ex-
pectancyTheory highlights the critical variable of ex-
pectation and another variable of “human behaviour”
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– work motivation is also influenced by people’s “per-
ceptions” of their future aspirations12. Since this the-
ory is based on employee perception, it can happen
that working at the same company and in the same
position, one person is motivated, and the other is
not because their understanding of the above con-
cepts is different. Managers should establish aware-
ness among workers that drives people toward the or-
ganizational goals.
Other studies on work motivation such as Hackman
and Oldham’s Job Characteristics Model13 and Ko-
vach’s Ten Factor Model14 examine work motivation
through the “characteristics” of the individual and
the job or work. Hackman and Oldham argue that
work itself has some essential characteristics, and the
employees are motivated to increase their produc-
tivity depending on the work itself which includes
skill variety, task significance, autonomy, and feed-
back13. Hence, different jobs motivate employees in
diverse ways. Employees have a high level of work
motivation when they have physical and psycholog-
ical development opportunities, job meaningfulness,
autonomy, and positive collaboration in the work-
place. Kovach provides ten factors of employee mo-
tivation: interesting work, appreciation for accom-
plishments, the feeling of being in on things, job se-
curity, good wages, opportunities for advancement
and development, good working conditions, personal
loyalty, tactful discipline, and sympathetic help with
personal problems14. Kovach’s Ten-Factor model has
been widely disseminated and tested by many re-
searchers to discover the factors affecting work mo-
tivation for employees in many different industries to
be discussed further in the following sections of this
paper.

Typical studies onworkmotivation
Simons and Enz15 conducted a study on work moti-
vation with a focus group survey of 278 workers from
10 different hotels in the United States and Canada to
re-examine the validity of Kovach’s work motivation
theory. The survey used Kovach’s Ten-Factor Moti-
vation model, and the participants were asked to rate
the importance of their motivating reasons or factors
on a scale of 1 to 10, with 1 being the most signifi-
cant and 10 being the least important. This research
proposed the 10 elements that affected the employ-
ees’ workmotivation: (1) good wages, (2) job security,
(3) opportunities for advancement and development,
(4) good working conditions, (5) interesting work, (6)
appreciation for accomplishments, (7) personal loy-
alty to employees, (8) feeling of being in on things, (9)

tactful discipline, and (10) sympathetic help with per-
sonal problems. Another study conducted by Lind-
ner16 tested the validity of Kovach’s Ten-Factor Mo-
tivation model by examining the motivation of 25
workers from two different campuses of Ohio State
University. The participants were asked to rate 10
work motivation-related elements on a scale of 1 to
10, with 1 being the most significant and 10 being the
least important. This study provided a different result
from Simons and Enz’s15 study: (1) interesting work,
(2) good wages, (3) full appreciation of work done,
(4) job security, (5) good working conditions, (6) pro-
motions and growth in the organization, (7) feeling of
being in on things, (8) personal loyalty to employees,
(9) tactful discipline, and (10) sympathetic help with
personal problems. In the Asia Pacific region, an in-
depth study named “Herzberg’s motivation-hygiene
theory and job satisfaction in theMalaysian retail sec-
tor” conducted by Teck-Hong and Waheed 17 proved
that the element of (1) working conditions was iden-
tified as the most crucial factor affecting employees’
work motivation; other elements of (2) recognition,
(3) company policy, and (4) salary which were viewed
less important respectively.
In Vietnam, many studies were also conducted to ex-
amine the factors affecting work motivation. A study
conducted by Le Thi Thuy Uyen18 used Kovach’s
Ten Factor Model and conducted a survey sample of
482 full-time employees in Ho Chi Minh City, Binh
Duong,Dong Nai, Da Nang, and Kontum to identify
and affirm the 8 factors affecting employees satisfac-
tion: (1) high salary, (2) sustainable work, (3) good
working conditions, (4) opportunities for career ad-
vancement and development, (5) interesting work, (6)
having autonomy in work, (7) being fully recognized
in work, and (8) leadership of the company. Another
study on 445 full-time employees in Ho Chi Minh
City conducted by Tran Kim Dung and Nguyen Ngoc
Lan Vy19, which also adopted Kovach’s ten motiva-
tional factorsmodel (1987), identified 4 groups ofmo-
tivational factors arranged in the following order of
importance: (1) political policies, reasonable remu-
neration, (2) company’s brand, (3) work relations, and
(4) suitable job. Another similar study conducted by
LeThi Bich Phung and Tran KimDung20 clarified the
6 motivation-related elements of a motivation scale:
(1) work, (2) brand and company culture, (3) direct
leaders, (4) colleagues, (5) remuneration policy, and
(6) income and benefits.
A tremendous number of studies conducted by schol-
ars in Vietnam and worldwide have attempted to ver-
ify the key motivation-related elements and the im-
portance of each element. These literature reviews are
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the foundation that forms the research methodology
and techniques for this research.

Research model and hypothesis develop-
ment

Suitable Job (SJ)
The variable ”suitable job” refers to all aspects of the
job, such as job design, job nature, importance, and
potential for the career development of the job, etc., as
well as employees’ attitudes, perceptions, and efforts.
The nature of the job has a considerable influence on
an employee’s work motivation21. Employees can put
forth effort at work not only for monetary gain (e.g.,
getting paid) but also to meet their basic psychologi-
cal needs22. The employees need to be able to accom-
plish a task that is appropriate for their abilities; the di-
versity, creativity, and difficulties of suitable employ-
ment represent the diversity, creativity, and problems
of the profession, as well as the chances to use and
enhance individual strengths and capacities 14. If the
work is interesting and challenging, employees under-
stand the importance of the work and receive feed-
back from it, then the employees would feel interested
and enthusiastic about working more13. Similarly,
employees need to realize that the outcome of their
work depends on their initiatives, efforts, and deci-
sions, they might have a high level of responsibility
and effort for their work and be more motivated and
interested if the job is designed to ensure the follow-
ing factors: many skills, employees’ ability to grasp
the job, and the opportunity to develop themselves12.
Bellingham23 affirms that challenging jobs thatmatch
the employees’ abilities may create satisfaction for the
employees. Following that, the study sets a hypothesis
on the impact of a suitable job on work motivation as
follows:
H1: A suitable job has a positive impact on work mo-
tivation at Shopee Vietnam.

Income and benefits (IB)
The variable “income and benefits” or rewards refers
to the incomes and all financial and non-financial
benefits. Income is payments to employees periodi-
cally based on the results of their work in the form
of products, time salary, or package salary. The in-
come in this study is understood as all income from
the company that employees receive, including ba-
sic salary, bonus, and allowance. Income is always
the most important motivation to stimulate people
to work enthusiastically and positively. Benefits are
indirect remuneration paid in the form of life sup-
port to employees. Benefits show the concern of the

company for the lives of employees. Benefits include
travel, periodic health checks, social insurance, health
insurance, retirement, vacation, gifts for employees
on birthdays, etc. According to Artz24, benefits are
particularly important in helping employees ensure
a minimum standard of living and improve working
capacity. Kovach’s model14 and Islam-Ismail25 ex-
plained the term benefits as a high salary, while Vel-
nampy26, Le Thi Bich Phung and Tran Kim Dung 20

considered it as income welfare and welfare policy, re-
spectively. These factors are inherited, and the author
proposes a hypothesis as follows:
H2: Income and benefits have a positive impact on
work motivation at Shopee Vietnam.

Training and promotion (TP)
The variable “training and promotion” or career de-
velopment opportunity includes the opportunities of
training and promotion as a crucial element of em-
ployee’s work motivation. Training programs help
employees acquire the necessary knowledge and skills
to perform their current jobs and develop their fu-
ture work14. This factor represents the greatest need,
which is to be respected and to assert oneself. In most
companies, employees can be promoted to higher po-
sitions in the corporation depending on their future
inclinations, increasing their compensation, work ca-
pacity, and proven credentials; and the promotion
offers opportunities for personal growth, greater re-
sponsibility, and higher social status7. Herzberg’s
theory suggests that jobs with achievement and pro-
motion affect employee satisfaction, and the lack of
promotion opportunities is one of the factors that
have a direct negative relationship with employees of
the company10. In this study, we propose that training
and promotion be combined into one factor, which is
”training and promotion”. Therefore, we set a hypoth-
esis about the influence of training and promotion on
work motivation as follows:
H3: Training and promotion have a positive impact
on work motivation at Shopee Vietnam.

Working relationships (WL )
The working relationship is the relationship between
employees in the company with leaders and col-
leagues in the company. Leadership is a process by
which one person influences others to achieve a cer-
tain goal and, at the same time, directs the organiza-
tion toward close cohesion, creating trust andmotiva-
tion for employees to develop their capabilities. Ac-
cording to Thiedke27, the relationship between supe-
riors and subordinates includes ease of communica-
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Figure 1: Proposed research model [Source: Authors’ compilation]

tion with superiors, support, and care when neces-
sary, and fair treatment of subordinates; the employ-
ees’ work motivation depends much on what man-
agers show. Managers’ actions directly or indirectly
affect employees’ work motivation in both positive
and negative aspects. Poor communication between
leaders and employees reduces work motivation, and
when employees see that the organization does not
care about them, they start to not be interested in
work28. The employees find a new jobwhen their cur-
rent manager fails to develop employees, and the em-
ployees who receive informational support from their
supervisors aremore likely to feel satisfied 29. Employ-
ees enhance their job efficiency if they operate in an
environment that fosters excitement, solidarity, mu-
tual aid, experience sharing, and collaboration among
coworkers30; and the employees reach their best per-
formance when their colleagues are dedicated and en-
thusiastic about their work23. Following that, the
study sets a hypothesis about the impact of leaders on
work motivation as follows:
H4: Working relationships have a positive impact on
work motivation at Shopee Vietnam.

Working Conditions (WC)
Facilities, types of machinery, equipment, cleanliness,
and support for processes are all examples of working
conditions. An employee must have the needed com-
petence and satisfy the physical requirements to per-
form successfully at their assigned work. The higher
the labor productivity and the freeing of physical la-
bor7, the better the working circumstances indicate
a decent working environment14. The employees

would be able to perform more simply and efficiently
if they had healthy working conditions, both phys-
ically and psychologically. Working circumstances
are the most significant element impacting workplace
motivation17, and employees’ discontent occurs if
firms are unable to create a better working environ-
ment10. Referring to previous studies, temporarily
hypothesizing the relationship between working con-
ditions and shop employees’ motivation:
H5: Working conditions have a positive impact on
work motivation at Shopee Vietnam.

Corporate brand and culture (BC )

When a company’s brand and image make an impres-
sion, it has a beneficial impact on attracting, keeping,
and inspiring people. When employees work for a
renowned, well-known firm, they feel proud, and they
are honored to be a part of that group and hope to stay
for a long time. The employees, on the other hand, be-
lieve in a bright future when they work for the organi-
zation; the employees are more engaged with the firm
when they have faith in the company’s high-quality
products and services. This is an important aspect of
enhancing employee motivation and loyalty, and the
corporate culture has a positive relationship with em-
ployees31; Le Thi Bich Phung and Tran Kim Dung20

also emphasized the crucial roles of company culture
and brand in their suggested model. Inheriting these
studies, we propose the ”Brand and corporate culture”
hypothesis as below:
H6: Brand and corporate culture have a positive im-
pact on work motivation at Shopee Vietnam.
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RESEARCHMETHODOLOGY

Preliminary research
A preliminary questionnaire (draft scale) was built,
including a part asking participants to discuss
whether they agreed or disagreed with the compo-
nents in the list. Then, we conducted a direct group
discussion with 9 people, including conducting di-
rect interviews with managers, and colleagues from
different departments to adjust and supplement the
model. Through the preliminary research, all 9 sur-
veyed employees agree with the proposed model, in-
cluding the 6 factors and no additional factors. The
preliminary research results are the basis for design-
ing questionnaires for official research, keeping the re-
search model of 6 factors affecting the work motiva-
tion of Shopee Vietnam employees.
Measurements of constructions. The author builds
a research model with the dependent variable being
the work motivation and six independent variables:
suitable job, income and benefits, training and pro-
motion, working relationships, brand and company
culture, and working conditions. The official survey
questionnaire consists of the 30 variables and a 5-
point Likert scale with the 5 levels from ”strongly dis-
agree” to ”strongly agree” to assess the level of agree-
ment/disagreement of the survey subjects or variables.
The construct of work motivation is measured
through the employee self-reports, and the respon-
dents rate statements such as ”I am inspired in my
work” and ”I work with my best attitude” on a scale
of 1 (strongly disagree) to 5 (strongly agree), which
provides a quantifiable understanding of the level of
intrinsic and extrinsic motivation among employees.
The construct of a suitable job is measured through
the survey items including ”My job is suitable for my
personality and abilities” and ”I have autonomy in my
current role.”, with a focus on the employees’ percep-
tions of how well their job matches their skills, job se-
curity, and the extent to which they have control over
their tasks. The income and benefits construct is mea-
sured using survey items like ”My current salary is
equivalent to my ability and contribution” and ”The
company’s welfare policy shows its care for employ-
ees.”, in which the higher scores indicate the higher
satisfaction with income and benefits. The construct
of training and promotion is measured by the em-
ployee responses to statements such as ”I have oppor-
tunities for job training and career development” and
”The company’s promotion policy is clear and fair.”
indicating the availability and perceived fairness of
training programs and promotion pathways.

Other constructs, the working relationships construct
is measured using the items like ”I often receive sup-
port, guidance, and advice frommy supervisors when
needed” and ”My colleagues are very friendly and
open.”, where a higher score represents a better per-
ception of working relationships. The survey items
like ”The company provides adequate equipment and
tools for employees” and ”The company guarantees
occupational health and safety” are used to measure
the construct of working conditions, in which the
higher scores indicate the more favourable working
conditions. The construct of corporate brand and cul-
ture is measured through the items including ”I am
proud of my company’s brand” and ”I feel I am a fit
for my company’s culture.”, capturing the level of em-
ployee identification with the company and its values.

Data collectingmethod
Secondary data. The secondary data are collected,
during the period from 2019 to 2022, from many di-
verse sources of information such as books, textbooks
related to business administration, articles, scientific
conferences, published research works, master’s the-
ses, national and international researchers, and inter-
net data on issues related to this research paper.
Primary data. We sent a questionnaire (27 questions
covering 7 relevant variables) via email to Shopee em-
ployees, and they can fill out their answers through a
Google Form. The sample size applied in the study
must be based on the requirements of the exploratory
factor analysis (EFA) andmultivariate regression; and
choosing the appropriate research observation size for
the EFA analysis, the minimum observation size is
N>5*x (with x being the total number of observed
variables)32. Thus, the minimum sample size in this
study is 27*5 = 135. However, to increase the reliabil-
ity of the data we decided on a sample size of 215 sam-
ples. There were the 15 unsatisfied respondents elimi-
nated, and the valid data of 200 respondents was clas-
sified by gender, age, seniority, education level, and
income level by the SPSS software before further anal-
ysis.

Data analyzingmethod
Cronbach’s Alpha Reliability Analysis. Using Cron-
bach’s Alpha reliability coefficient technique to test
the reliability of each factor’s scales. Cronbach’s Al-
pha coefficient measures the degree of correlation be-
tween the variables in the questionnaire, allowing us
to quantify both the change in each variable and the
correlation between them. By deleting the inaccu-
rate variables from the researchmodel, the analyst can
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limit the number of garbage variables in the model.
The unsuitable variables are removed if the correla-
tion coefficient of the total variable (Corrected Item -
Total Correlation). In most cases, a scale with Cron-
bach’s Alpha ranging from 0.7 to 0.8 can be used 33.
The greater the Cronbach’s Alpha, the better, in the-
ory (the more reliable the scale).
Exploratory Factor Analysis (EFA). Test the correla-
tion between the measured variables by the Barlett
test with a significance level of 5%32. KMO test > 0.5
to test the correlation, the method of extracting coef-
ficients used is the Principal Components and Vari-
max rotation34. The criteria for selecting the num-
ber of factors: Based on the Eigenvalues index > 1
and available theoretical models. Testing the fit of the
EFA model with the survey data: The total variance
extracted (Cumulative %) > 50% 34. The convergence
value test: To achieve the discriminant validity, the
variables with factor loading must be > 0.5; the vari-
ables with factor loading < 0.5 to be excluded 34. The
correlation analysis: There are two options to evalu-
ate the correlation level in linear regression analysis:
through the scatter plot or Pearson correlation coef-
ficient. The closer the Pearson correlation coefficient
approaches 1, the more closely the two variables are
correlated 35.
Linear Regression Analysis. The linear regression
approach examines the relationship between one or
more independent variables and a quantitative depen-
dent variable, and it is a trendy way to see how well a
model fits. The findings of linear regression analysis
are used to estimate, anticipate, and propose manage-
ment implications. Then, using the method of ordi-
nary least squares (OLS), a multivariate linear regres-
sion analysis was conducted, with the dependent vari-
able being general working motivation and the inde-
pendent variable being suitable jobs, income and ben-
efits, leaders, colleagues, working conditions, training
and promotion, and company culture.
Checking the adjusted R square coefficient (Adjusted
R Square) to assess the model’s goodness of fit; check
the Sig values less than 0.05 and the F coefficient in
the ANOVA table to validate the regression model’s
fit with the sample population. The F test is used to
evaluate the overall linear regression model’s fit. The
regression model’s fit is further tested using the F-test
for the fluctuation of deviation owing to regression
and residual deviation. The hypothesis H0 of the F-
test is that the model’s regression coefficients are all
equal to 0. We can infer that the regression model is
appropriate if we reject this hypothesis. Evaluate the
strength orweakness of the variables to the level of im-
portance through the coefficients Beta Coefficient34.
The linear regression has the form:

Yi= β0 + β1Xi+ β2X2+ β3X3+… + β6X6 + ε .
Where Yi: Dependent variable; Xi: independent vari-
able i; β0: Regression constant; βp: partial regression
coefficient; and ε : random error.

RESEARCH RESULTS AND
DISCUSSION
The research samples were selected by the conven-
tional method, with a valid sample size of n = 200
which is classified into gender, age, seniority, educa-
tion level, and income level. The gender gap ratio be-
tween 108 females (54%) and 92 males (46%) is not
too large in this group;most of the employees are quite
young (35% from 23 to 30 age) and suitable for jobs
that require dynamism and creativity (See Table 1).
The total variance explained is 63.513% > 50%, show-
ing that the 6 discovered factors explain 63.513% of
the variance of the data set. Thus, these the 6 factors
can be used in the data analysis in the next step (See
Table 2).
Thus, when rotating the factor, the results of the factor
pivoted table show that there are the 6 factors drawn.
The factors are all convergent and no new combina-
tions appear. Therefore, the research model remains
the same.
hows the correlation between the independent and
dependent variables is Sig < 0.01, showing that there
is a strong correlation between the independent vari-
able and the dependent variable. Besides, the correla-
tion between mutually independent variables has Sig.
> 0.01 shows that the independent variables are not
correlated with each other (See Table 4).
Based on the above summary table, the four research
hypotheses are accepted.
For the factor “Suitable job”, the normalized regres-
sion coefficient = 0.152, the value sig. (p-value) less
than 0.05 is enough basis to conclude that this regres-
sion coefficient is significant in the model, in other
words, the regression coefficient has a positive influ-
ence (positive beta) on the dependent variable “Em-
ployees’ work motivation”. Therefore, the hypothesis
H1 is accepted. For the factor “Incomes and benefits”,
the normalized regression coefficient = 0.150, the sig
value. (p-value) less than 0.05 is enough basis to con-
clude that this regression coefficient is significant in
the model, in other words, the regression coefficient
has a positive influence (positive beta) on the depen-
dent variable “Employees’ work motivation”. There-
fore, the hypothesis H2 is accepted. For the factor
“Training and promotion”, the normalized regression
coefficient = -0.064, the sig value. (p-value) greater
than 0.05 can conclude that this regression coefficient
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Table 2: The result of the independent variable factor rotationmatrix

1 2 3 4 5 6

IB4 .798

IB3 .769

IB5 .727

IB1 .684

IB2 .676

WL3 .886

WL2 .814

WL4 .722

WL1 .705

BC3 .822

BC2 .796

BC4 .698

BC1 .694

WC1 .760

WC3 .735

WC2 .733

WC4 .699

TP2 .826

TP1 .754

TP3 .724

TP4 .655

SJ1 .781

SJ2 .759

SJ3 .735

[Source: Results of data analysis]

is not significant in the model. Therefore, the hypoth-
esis H3 is not accepted. It is consistent with the statis-
tics describing the variable observation “Training and
promotion” that the training policy at Shopee Viet-
nam is not clear and has many limitations, while the
promotion policy of the company stipulates the con-
ditions for promotion.
For the factor “Work relationship”, the standardized
regression coefficient = 0.005, the value sig. (p-value)
greater than 0.05 can conclude that this regression co-
efficient is not significant in the model. Therefore, the
hypothesis H4 is not accepted. It is consistent with the
statistics describing the variable observation “Work
relationship” that the employees at Shopee Vietnam
are highly satisfied with the current workplace rela-

tionship. For the factor “Working conditions”, the
normalized regression coefficient = 0.432, the value
sig. (p-value) less than 0.05 is enough basis to con-
clude that this regression coefficient is significant in
the model, in other words, the regression coefficient
has a positive influence (positive beta) on the depen-
dent variable “Employees’ work motivation”. There-
fore, the hypothesis H5 is accepted. For the factor
“Brand and corporate culture”, the normalized regres-
sion coefficient = 0.327, the sig value. (p-value) less
than 0.05 is enough basis to conclude that this regres-
sion coefficient is significant in the model, in other
words, the regression coefficient has a positive influ-
ence (positive beta) on the dependent variabler “Em-
ployees’ work motivation”. Therefore, the hypothesis
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Table 4: Coefficients

Hypothesis Normalized regression co-
efficient

Sig value Inspection results

Hypothesis H1 .152 .002 Accept

Hypothesis H2 .150 .004 Accept

Hypothesis H3 -.064 .213 Does not accept

Hypothesis H4 .005 .929 Does not accept

Hypothesis H5 .432 .000 Accept

Hypothesis H6 .327 .000 Accept

[Source: Results of data analysis]

H6 is accepted.
Through the results of multiple linear regression anal-
ysis, the original research model was adjusted in the
following Figure 1.
The research results presented the statistically signif-
icant correlations between the four elements of work
motivation: working environment, corporate brand
and culture, suitable job, income, and benefit, and
with the descending order from the strongest influ-
ential factor to the least influential factor. Firstly,
the working environment, with the coefficient ß =
0.432, is the strongest influential factor that has a sig-
nificant impact on the employee motivation. In the
study of Charles and Marshall 36, a good working en-
vironment is assessed as the top priority of hotel staff
in the Caribbean. The result is also consistent with
Teck-Hong andWaheed’s conclusion that the working
conditions, or the environment are identified as the
most crucial factors affecting employees’ work moti-
vation17. Therefore, the more employees have a good
working environment, the more motivated and will-
ing to work. The second-ranked factor, the “corpo-
rate brand, and culture” with the coefficient ß = 0.327
also significantly influences the employee motivation,
consistent with the research result of Tran Kim Dung
and Nguyen Ngoc Lan Vy19. In Vietnam, only large
companies focus on their branding and corporate cul-
ture, and the employees who work for firms with rep-
utations or “big brands” often feel proud of their jobs.
These companies often offer incredibly good policies
on salary, bonuses, welfare, remuneration policy, ca-
reer development opportunities, and a holding envi-
ronment that fosters high performance.
The third-ranked factor, the “suitable job” with the
coefficient ß = 0.152, includes a variety of job-related
elements such as job design and job arrangement, the
nature and position of the job, the possibility of fu-
ture career development, and the employee’s capacity-
based job. Comparing the research results with the

results of NguyenThuyThu Trang34, employees usu-
ally attach the importance to the factor of “suitable
job”, including work interests, recognition of work
achievements, and work engagement. Lindner16 also
affirmed that one of the motivating factors for em-
ployees is interesting work or work interest. It seems
that with the fast-growing economy in Vietnam, all
employees have been more interested in the opportu-
nity for career development. This factor of “suitable
job” proves that employees are more motivated and
excited if their jobs are designed to achieve their de-
sired objectives such as multiple skills enhancement,
simplification and accomplishment, and opportuni-
ties for personal development. Finally, the factor of
“income and benefits” with the coefficient ß= .150,
is ranked as the least influential factor among these
four factors that affect the employees’ work motiva-
tion. This research result is consistent with a study
conducted by Nguyen Thuy Thu Trang34 which con-
cluded that the element of “income and benefits” has
a direct influence on the employees’ work and social
lives. In other words, when the employees are not sat-
isfied with their compensation or rewards, they may
seek a better working environment with better remu-
neration. Overall, the findings from this researchwith
a sample N = 200, and Cronbach’s Alpha reliability
coefficient and EFA analysis provided comprehensive
insights. The elements of “working conditions” (ß
= 0.432), “corporate brand and culture” (ß = 0.327),
“suitable job” (ß = 0.152), and “income and benefits”
(ß = 0.150) are almost relevant in the model and with
the high correlation with the employee work moti-
vation. A variety of reliability and validity are con-
ducted, and the results prove that the individual char-
acteristics of the qualitative variable and the diverse
types of organizations have no difference in motiva-
tion for work.
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Figure 2: Research model results [Source: Results of data analysis]

CONCLUSION
The findings from this research affirm that companies
must improve employees’ work motivation by being
seriously aware of the importance of these four mo-
tivational factors. Companies should brainstorm and
empower the best solutions in developing strategies
and policies of human resources management to en-
hance trust and work efficiency across the entire or-
ganization. The research results propose the most rel-
evant managerial implications that help Shopee Viet-
nam improve its employees’ work motivation by de-
veloping and implementing a long-term vision and
strategy in human resources management, fostering
a working environment and culture that enables all
the employees to have opportunities for both personal
and career development and growth.
Firstly, the existing working conditions at Shopee
Vietnam are quite good as most of its employees pos-
sess the necessary expertise and adequate equipment
to accomplish their jobs with an appropriate level of
performance. Shopee Vietnam should focus on de-
veloping policies about employees’ well-being (phys-
ical and mental health) to empower employees’ en-
gagement and commitment with a proactive work-
ing attitude. In addition, the company should also
create a learning organization with a positive learn-
ing culture and more career development opportuni-
ties for all employees to enrich not only their perfor-
mance but also their personal growth. Secondly, cor-
porate brand and organizational culture play a cru-
cial role in building the company’s competitive advan-
tages or core values; therefore, Shopee Vietnam can
improve its employees’ motivation by creating an ef-
fective internal and external communication strategy

to promote the company’s brand as a solid foundation
for sustainable growth. A strong brand and corpo-
rate culture create a working environment inwhich all
stakeholders master the company’s shared vision and
effectively collaborate to achieve the company’s com-
mon goals andmeet all stakeholders’ expectations, in-
cluding a prominent level of workmotivation and sat-
isfaction.
Thirdly, the research results prove that employees
have a higher level of work motivation when employ-
ees are assigned jobs that match their abilities and
strengths and are appropriately rewarded and recog-
nized for their work achievements. Within a multina-
tional company like Shopee Vietnam, managers and
leaders can help their staff in their learning to up-
skill the necessary knowledge and skills so that they
can perform work professionally, innovatively, and
creatively. More importantly, managers and leaders
should collaborate with related stakeholders and their
staff in designing organizational structure and jobs,
mastering how to empower employees’ work motiva-
tion through challenging work assignments, and how
to help their staff overcome obstacles and learn from
mistakes to retain a prominent level of work engage-
ment and commitment successfully. Finally, the fac-
tor of income and benefits or rewards is a sensitive
and complex issue in human resources management
in every organization, small or large. For a multina-
tional company with a diverse workforce like Shopee
Vietnam, the long-term strategic talent management
with a competitive total rewards system should be
deliberately designed to effectively attract and retain
highly capable human capital. Since compensation is
a sensitive issue, the company should ensure a promi-
nent level of transparency in its salary and benefits
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policy. The employees commonly have a low level
of frustration and a high level of satisfaction when
they have sustainable trust in the company’s policies.
Within Vietnam’s cultural context, a multinational
company like Shopee Vietnam should also have ap-
propriate policies of in-kind or fringe benefits for their
employees’ social lives, such as the company’s festival
event for the employees’ families, education support
or scholarship program for the employees’ children,
and so on.
This research is designed based on the theory of work
motivation, and with high-reliability scales to mea-
sure the influence of a group of four factors on the
employee’s work motivation working in a multina-
tional working environment of Shopee Vietnam. The
research results have shown that there are the four fac-
tors, with levels ranging from high to low respectively
– working conditions, corporate brand and culture,
suitable job, income, and benefits that affect employ-
ees’ work motivation. From the regression results,
some best practical solutions have been generated to
help a multinational company effectively improve its
human resources management strategy and enhance
its employees’ work motivation to a higher level that
enables a global organization like Shopee Vietnam to
successfully foster a holding environment where all
stakeholders are proactively engaged, dedicated, and
satisfied with their jobs and roles.
Since the disruptive change in management and the
rapid blooming of technology in the workplace, work
motivation has been recognized as one of the con-
cerns of various stakeholders, leaders, managers, and
workers. This study examines the potential fac-
tors that affect the work motivation of employees
in a multinational company with today’s dynamic
and complex working environment, as typical Shopee
Vietnam. Successfully motivating employees en-
hances the employees’ psychological safety and busi-
ness efficiency. The findings of this research provide
the best practices of people management that help or-
ganizations and executives effectively foster a work-
ing environment with high work motivation and high
performance or productivity.
This research has limited the primary data and sam-
ple size from only one multinational company from
the e-commerce industry that does not reflect a vivid
landscape of work motivation and managerial prac-
tices of multinational companies with various indus-
tries and sectors in Vietnam. Further research should
generate more participants from different industries
across Vietnam, and the correlations between psycho-
logical safety, psychological capital, work-life balance,
and work motivation should be examined.
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APPENDIXES
APPENDIX A – SURVEY
Part 1: Please provide some personal information
(tick x in the appropriate box)
Gender: Male; Female
Age: 18–22 years old; 23–30 years old; 31–45 years
old; Over 45 years old
Seniority: Less than 1 year; 1–2 years; 2–3 years; 3–4
years; Over 4 years
Part 2: Please give your opinion on the importance
and level of importance and influence of the follow-
ing factors related to the work motivation of Shopee
employees by rating with a score from 1 to 5:
1 Totally disagree
2 Disagree
3 Neural
4 Agree
5 Totally agree
Table 5
APPENDIX B – DESCRIBED SAMPLES
Charts 1, 2 and 3
APPENDIX C – DESCRIPTIVE STATISTICS FOR
OBSERVED VARIABLES
Table 6 - Table 12
APPENDIX D – CRONBACH’S ALPHA RELIA-
BILITY ANALYSIS
Table 13-Table 19
APPENDIX E – EXPLORATORY FACTOR ANAL-
YSIS (EFA)
Table 20 - Table 22
APPENDIX E – FACTOR ANALYSIS EXPLORES
DEPENDENT VARIABLES
Table 23 - Table 25
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Table 5: APPENDIX A – SURVEY

Suitable Job (SJ)

1 My job is suitable for my personality and abilities. 1 2 3 4 5

2 I have autonomy in my current role. 1 2 3 4 5

3 My current job is highly stable. 1 2 3 4 5

Income and Benefits (IB)

4 My current salary is equivalent to my ability and con-
tribution.

1 2 3 4 5

5 I am paid a salary fairly and reasonably. 1 2 3 4 5

6 The company’s welfare policy is flexible and diverse. 1 2 3 4 5

7 The company’s welfare policy shows its care to employ-
ees.

1 2 3 4 5

8 I am satisfied with my company’s welfare policies 1 2 3 4 5

Training and Promotion (TP)

9 I have opportunities for job training and career devel-
opment.

1 2 3 4 5

10 The company’s training policy is well-designed and
transparent.

1 2 3 4 5

11 The company’s promotion policy is clear and fair. 1 2 3 4 5

12 The company often provides career promotion for
those who are capable.

1 2 3 4 5

Working Relationships (WR)

13 I am respected and trusted by my leaders in work. 1 2 3 4 5

14 I often receive support, guidance and advice from my
supervisors when needed.

1 2 3 4 5

15 My colleagues are very friendly and open. 1 2 3 4 5

16 My colleagues often help each other, willing to share
experiences.

1 2 3 4 5

Working Conditions (WC)

17 The company provides adequate equipment, tools and
working equipment for employees.

1 2 3 4 5

18 The company’s working conditionsare good and hy-
gienic.

1 2 3 4 5

19 The company guarantees occupational health and
safety.

1 2 3 4 5

20 The working schedule and time are reasonable. 1 2 3 4 5

Corporate Brand and Culture (BC)

21 I am proud of my company’s brand. 1 2 3 4 5

22 The company always offers products and serviceswith
high quality.

1 2 3 4 5

23 I feel I am fit for my company’s culture. 1 2 3 4 5

24 I am happy that the customers and stakeholders highly
appreciate my corporate culture.

1 2 3 4 5

Work Motivation (WM)

25 I am inspired by my work. 1 2 3 4 5

26 I have fun at work. 1 2 3 4 5

27 I work with my best attitude. 1 2 3 4 5

2981



Science & Technology Development Journal – Social Sciences & Humanities 2025, 9(1):2968-2989

Table 6: Statistics describing the variable observation “Suitable job”

N Minimum Maximum Mean Std. Deviation

SJ1 200 1 5 3.87 1.127

SJ2 200 1 5 3.79 1.015

SJ3 200 1 5 3.48 1.042

Source: Results of data analysis

Table 7: Statistics describing the variable observation “Incomes and benefits”

N Minimum Maximum Mean Std. Deviation

IB1 200 1 5 3.35 .929

IB2 200 1 5 3.09 1.076

IB3 200 1 5 3.44 .928

IB4 200 1 5 3.61 1.021

IB5 200 1 5 3.53 1.007

Source: Results of data analysis

Table 8: Statistics describing the variable observation “Training and promotion”

N Minimum Maximum Mean Std. Deviation

TP1 200 1 5 3.25 .768

TP2 200 1 5 3.17 .686

TP3 200 1 5 3.34 .841

TP4 200 1 5 3.21 .862

Source: Results of data analysis

Table 9: Statistics describing the variable observation “Work relationships”

N Minimum Maximum Mean Std. Deviation

WL1 200 1 5 3.59 .858

WL2 200 1 5 3.35 .873

WL3 200 1 5 3.52 .839

WL4 200 1 5 3.42 .804

Source: Results of data analysis

Table 10: Statistics describing the variable observation “Working conditions”

N Minimum Maximum Mean Std. Deviation

WC1 200 1 5 3.13 1.146

WC2 200 1 5 2.60 1.157

WC3 200 1 5 3.20 .852

WC4 200 1 5 3.30 1.107

Source: Results of data analysis
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Table 11: Statistics describing the variable observation “Brand and corporate culture”

N Minimum Maximum Mean Std. Deviation

BC1 200 1 5 3.30 .845

BC2 200 1 5 3.20 .889

BC3 200 1 5 2.99 1.020

BC4 200 1 5 3.02 .908

Source: Results of data analysis

Table 12: Statistics describing the variable observation “Employees’ workmotivation”

N Minimum Maximum Mean Std. Deviation

EW1 200 2 5 3.28 .696

EW2 200 1 5 3.30 .673

EW3 200 1 5 3.33 .725

Source: Results of data analysis

Table 13: Scale reliability results “Suitable job”

Cronbach’s alpha 0.717

Scale Mean if Item
Deleted

Scale Variance if
Item Deleted

Corrected Item-
Total Correlation

Cronbach’s Alpha if
Item Deleted

SJ1 7.27 3.113 .528 .640

SJ2 7.35 3.374 .557 .604

SJ3 7.66 3.381 .526 .639

Source: Results of data analysis

Table 14: Scale reliability results “Incomes and benefits”

Cronbach’s alpha 0.818

Scale Mean if Item
Deleted

Scale Variance if
Item Deleted

Corrected Item-
Total Correlation

Cronbach’s Alpha if
Item Deleted

IB1 13.67 9.951 .596 .787

IB2 13.93 9.358 .576 .795

IB3 13.58 9.762 .635 .776

IB4 13.42 9.068 .682 .761

IB5 13.50 9.719 .569 .795

Source: Results of data analysis

Table 15: Scale reliability results “Training and promotion”

Cronbach’s alpha 0.774

Scale Mean if Item
Deleted

Scale Variance if
Item Deleted

Corrected Item-
Total Correlation

Cronbach’s Alpha if
Item Deleted

TP1 9.72 3.730 .562 .728

TP2 9.81 3.806 .640 .696

TP3 9.63 3.420 .598 .709

TP4 9.75 3.533 .529 .749

Source: Results of data analysis
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Table 16: Scale reliability results “Work relationship”

Cronbach’s alpha 0.826

Scale Mean if Item
Deleted

Scale Variance if
Item Deleted

Corrected Item-
Total Correlation

Cronbach’s Alpha if
Item Deleted

WL1 10.29 4.697 .550 .826

WL2 10.53 4.231 .692 .761

WL3 10.36 4.069 .799 .710

WL4 10.46 4.802 .576 .813

Source: Results of data analysis

Table 17: 2. Scale reliability results “Working conditions”

Cronbach’s alpha 0.770

Scale Mean if Item
Deleted

Scale Variance if
Item Deleted

Corrected Item-
Total Correlation

Cronbach’s Alpha if
Item Deleted

WC1 9.10 6.281 .574 .714

WC2 9.64 6.111 .603 .698

WC3 9.03 7.426 .590 .717

WC4 8.93 6.574 .545 .729

Source: Results of data analysis

Table 18: Scale reliability results “Brand and corporate culture”

Cronbach’s alpha 0.806

Scale Mean if Item
Deleted

Scale Variance if
Item Deleted

Corrected Item-
Total Correlation

Cronbach’s Alpha if
Item Deleted

BC1 9.21 5.393 .613 .762

BC2 9.31 5.101 .652 .742

BC3 9.51 4.502 .686 .724

BC4 9.49 5.397 .543 .793

Source: Results of data analysis

Table 19: Scale reliability results “Employees’ workmotivation”

Cronbach’s alpha 0.742

Scale Mean if Item
Deleted

Scale Variance if
Item Deleted

Corrected Item-
Total Correlation

Cronbach’s Alpha if
Item Deleted

EW1 6.64 1.449 .573 .651

EW2 6.61 1.534 .544 .684

EW3 6.58 1.370 .587 .634

Source: Results of data analysis
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Table 20: 5. KMO and Bartlett’s test of independent variables

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .781

Bartlett’s Test of Sphericity Approx. Chi-Square 1913.009

df 276

Sig. .000

Source: Results of data analysis

Table 21: The sum of the explained variances of the independent variables

ComponentInitial Eigenvalues Extraction Sums of Squared
Loadings

Rotation Sums of Squared Load-
ings

Total % of
Vari-
ance

Cumulative
%

Total % of
Vari-
ance

Cumulative
%

Total % of
Vari-
ance

Cumulative
%

1 5.160 21.500 21.500 5.160 21.500 21.500 2.988 12.448 12.448

2 3.826 15.942 37.442 3.826 15.942 37.442 2.705 11.270 23.718

3 1.769 7.372 44.814 1.769 7.372 44.814 2.594 10.808 34.526

4 1.669 6.953 51.767 1.669 6.953 51.767 2.503 10.427 44.954

5 1.540 6.418 58.185 1.540 6.418 58.185 2.459 10.246 55.200

6 1.279 5.328 63.513 1.279 5.328 63.513 1.995 8.313 63.513

7 .956 3.985 67.498

8 .822 3.425 70.923

9 .733 3.052 73.976

10 .687 2.861 76.837

11 .647 2.697 79.534

2 .609 2.538 82.072

13 .544 2.265 84.337

14 .520 2.167 86.503

15 .475 1.978 88.482

16 .429 1.789 90.270

17 .377 1.573 91.843

18 .365 1.520 93.363

19 .354 1.474 94.837

20 .323 1.344 96.181

21 .271 1.130 97.311

22 .243 1.014 98.325

23 .221 .923 99.247

24 .181 .753 100.000

Source: Results of data analysis
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Table 22: Result of the independent variable factor rotationmatrix

1 2 3 4 5 6

IB4 .798

IB3 .769

IB5 .727

IB1 .684

IB2 .676

WL3 .886

WL2 .814

WL4 .722

WL1 .705

BC3 .822

BC2 .796

BC4 .698

BC1 .694

WC1 .760

WC3 .735

WC2 .733

WC4 .699

TP2 .826

TP1 .754

TP3 .724

TP4 .655

SJ1 .781

SJ2 .759

SJ3 .735

Source: Results of data analysis

Table 23: KMO and Bartlett’s test of dependent variables

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .686

Bartlett’s Test of Sphericity Approx. Chi-Square 131.400

df 3

Sig. .000

Source: Results of data analysis
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Table 24: The sum of the explained variances of the dependent variables

Component Initial Eigenvalues Extraction Sums of Squared Loadings

Total % ofVariance Cumulative
%

Total % ofVariance Cumulative %

1 1.979 65.969 65.969 1.979 65.969 65.969

2 .544 18.118 84.087

3 .477 15.913 100.000

Source: Results of data analysis

Table 25: The result of the dependent variable rotationmatrix

Factor 1

EW3 .826

EW1 .816

EW2 .795

Source: Results of data analysis

Chart 1: Descriptive characteristics of samples
by gender. (Source: Results of data analysis)

Chart 2: Descriptive characteristics of samples
by age. (Source: Results of data analysis)

Chart 3: Descriptivecharacteristics of samples
by seniority (Source: Results of data analysis)
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TÓM TẮT
Động lực làm việc là một vấn đề quan trọng bao trùm rất nhiều phạm trù khác nhau trong quản
trị và lãnh đạo, bao gồm văn hóa tổ chức, điều kiện làm việc và quản trị hiệu suất. Mục đích của
nghiên cứu này là kiểm tra vai trò của biến động lực làm việc, nhưmột tập hợp các thành phần tâm
lý, thúc đẩy sự khởi xướng, định hướng, cường độ và sự kiên trì thuộc hành vi của cá nhân trong
một tổ chức như thế nào; nhân viên có động lực làm việc cao giúp công ty đạt được lợi thế cạnh
tranh đáng kể và thúc đẩy hiệu quả và hiệu suất của tổ chức. Trong nghiên cứu này, thuyết Mười
yếu tố tạo động lực của Kovach và Thang đo động lực làm việc do Trần Kim Dung và Nguyễn Ngọc
Lan Vy phát triển được sử dụng làm cơ sở phát triển phương pháp nghiên cứu nhằm kiểm tra thực
tiễn tạo động lực làm việc tại công ty thương mại điện tử đa quốc gia Shopee Việt Nam. Kết quả
nghiên cứu cho thấy, động lực làm việc của nhân viên tại Shopee Việt Nam bị tác động bởi các yếu
tố như điều kiện làm việc, thương hiệu và văn hóa doanh nghiệp, sự phù hợp công việc, cũng như
thu nhập và phúc lợi. Dựa trên kết quả nghiên cứu, các giải pháp sơ bộ nhằm nâng cao động lực
làm việc của nhân viên, tối ưu hóa năng lực con người và hiệu quả hoạt động của tổ chức, cũng
được đề xuất.
Từ khoá: động lực làm việc, sự hài lòng của nhân viên, nhận thức của nhân viên
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