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ABSTRACT

This study applies the scale of Ricardo & Jolly in 1997 to measure the impact of corporate cul-
ture on the employee's commitment at Saigon Thuong Tin Commercial Joint Stock Bank in An
Giang Branch (Sacombank An Giang). The study utilises Cronbach's Alpha reliability test method,
Exploratory factor analysis (EFA), and Linear regression to verify and evaluate the scale. The adjust-
ment coefficient R2 = 0.391 means that 39.1% of the variation of the employee's commitment de-
pendent variable is explained by 8 independent variables in the regression model. Besides, 60.9%
of employee commitment variation is explained by other factors that have not been included in
the research model. The results show that the elements of banking communication (Beta = 0.283),
teamwork (Beta = 0.260), risk taking in innovation and innovation (Beta = 0.176), fairness and con-
sistency in governance policy (Beta = 0.163), rewards and recognition (Beta = 0.159) and training
and development (Beta = 0.146) affect the commitment of employees at Sacombank in An Giang.
The research results will be the basis for Sacombank An Giang to recognize the factors that affect
employees' commitment to the bank, enabling the bank to plan to improve employee cohesion
with the bank and develop a team of professional personnel. At the same time, the study proposes
advanced governance implications of elements of corporate culture to employee's commitment
in Sacombank An Giang. Building a truly strong corporate culture, enhancing employee commit-
ment and sustainable development at Sacombank An Giang Branch is the core statement of this

financial institution. '~/
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INTRODUCTION

In the era of 4.0 technology development, the con-
tinuous growth of facilities, and modern technology
gradually replaces an inherent importance of human
resources. The success of an enterprise in addition to
advanced infrastructure and technology elements, it
is impossible not to mention the great contribution
of human resources including the management team
and all employees. People are a major contributor to
the process of achieving the goals that businesses set.
To achieve that, businesses need to possess a team of
enthusiastic, loyal employees who work hard for com-
mon goals and longterm commitment to the business.
Corporate culture is a collection of intangible factors
that play a role in connecting people-to-people rela-
tionships, greatly contributing to the success of the
business. Therefore, the commitment of employees
to the bank is very important, greatly influencing the
success and development of Sacombank, An Giang
branch in particular and Sacombank in general. Many
studies show that the stronger the corporate culture,
the higher the employee’s commitment, employees
will devote their efforts to the development of the unit

and actively build and consolidate a strong and sus-
tainable culture.

Saigon Thuong Tin Commercial Joint Stock Bank has
a total of 11 branches and transaction offices located
in 9 districts of An Giang province including: Long
Xuyen City, Chau Doc City, Tan Chau town, Chau
Phu district, Chau Thanh, Phu Tan, Cho Moi, Thoai
Son, Tinh Bien, An Phu and Thoai Son. In particular,
An Giang Branch was established in accordance with
Official Letter 143/NHNN on May 22, 2005 of the
Governor of the State Bank of Vietnam, then officially
went into operation on August 3, 2005. Sacombank’s
personnel in An Giang province with more than 98%
are local people and most of them are young peo-
ple from 1986-2000 generation. Sacombank has af-
firmed its position to customers through a wide range
of products and services. To have the success today,
human resource is the important contributing factor.
Bank management needs to consider as well as have
policies to improve employee engagement with the
bank. Therefore, it is important to study the impact of
corporate culture on employee engagement at Saigon
Thuong Tin Commercial Joint Stock Bank, An Giang
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province, which is very important and must be con-
ducted regularly so that there can be effective mea-
surements to consolidate effective human resources.
Elements of corporate culture play an important role
in measuring employee commitment. What factors
of corporate culture affect employee commitment and
how well do these factors affect employee commit-
ment is the goal of the study.

THEORETICAL BACKGROUND

Defining Corporate culture

According to Titiev (1959), corporate culture is a hu-
man cognitive system that helps to improve thinking
and make decisions based on organizational culture .
When it comes to corporate culture, it refers to stan-
dards, beliefs, values, etc. This is formed from the
process of building and developing of the business,
which is recognized and implemented by employees 2.
According to Louis (1980), corporate culture is a set
of common concepts of members, which are largely
understood by the members and just like suitable for
their own businesses>. These concepts are passed on
to new members.

The corporate culture represents a combination of
values and interdependent behaviors which are com-
mon in the enterprise and tend to be self-propagating,
often in the long run*. According to Williams, Dob-
son & Walters (1993) think that corporate culture is
the common beliefs, values, and attitudes in enter-
prises°.

Corporate culture is a collection of values, beliefs that
are understood and shared among the organization’s
members. These values help to differentiate between
businesses and other businesses. At the same time,
corporate culture helps employees form the attitude,
working style and behavior to suit the business®.
According to Syed Z et al. (2011), corporate culture
is a collection of meanings shared among members,
helping members to manage the stars so that they are
suitable for businesses”. Corporate culture including
trust, rituals, practices, and imagination is built and
developed over a given period of time. These things
affect the overall behavior of members.

Corporate culture is one of the decisive factors for the
success of an enterprise, because corporate culture is a
factor that helps connect relationships between mem-
bers of the business together. Maintaining and de-
veloping a culture in training and organizing person-
nel is really not a simple problem. At the same time,
changing culture is a very difficult task for a leader.
Corporate culture is seen as the way of life, the com-
mon way of thinking of each person in the business,
each of whom has their own values and principles.
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The role of corporate culture

Any business has its own unique cultural traits that
can exist and develop in the long run. Every country
or nation wants to develop and be strong, it also needs
astrong culture. Corporate culture also cannot escape
that category.

According to Deal and Kennedy (1982), corporate
culture greatly influences the commitment of employ-

ees in the business®.

Strong corporate culture al-
lows employees to understand the goals of the busi-
ness and when they work. towards corporate goals
then the level of commitment to their businesses in-
creases. Corporate culture is important in developing
and maintaining employee commitment and the in-
tensity level is often characteristic of successful orga-
nizations.

According to Saeed and Hassan (2000), corporate cul-
ture plays a major role in enterprise human resource
management’. Corporate culture also greatly influ-
ences the emotions, emotions, and relationships be-
tween members of an organization.

According to Katarzyna S (2014), it is said that the role
of corporate culture plays an important role in regu-
lating employees’ behaviors in enterprises, as well as
the behaviors of the whole enterprise . The corpo-
rate culture is formed based on “The idealization of
common experiences”. If the corporate culture is built
and developed in a strong and serious manner, it will
help improve the commitment of employees and the
industry, promoting the affection and relationships
among the members of the business karma together.

Elements in corporate culture

Corporate culture includes the beliefs and values that
businesses build to adjust the behavior of employees
in the business accordingly and thereby form a sys-
tem of behavioral behavior in the business. According
to Ricardo and Jolly (1997), organizational culture is
made up of 8 factors including: (1) corporate commu-
nication, (2) training and development, (3) rewards
and recognition, (4) efficiency in decision making, (5)
taking risks by creativity and innovation, (6) planning
and future orientation, (7) teamwork, (8) work equal
and consistent in governance policies®.

In the study of Jung et al., 2009, there were identified
elements of corporate culture including 4 elements
of corporate culture including corporate communica-
tion, training and development, rewards and accredi-
tation, teamwork !!.

A. Bodla, Huma Ali and Naeem Ali (2013) used 10
factors to measure corporate culture including par-
ticipation, collaboration, the transmission of infor-
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mation 17, customer care, strategic direction, incen-
tive and incentive system, control system, communi-
cation, coordination and integration '2,

Business communication: is a process carried out in
many different ways between superiors and subordi-
nates, between employees in the same department or
different departments together. The goal of business
communication is to create a link between people to
realize the common goal that the business has set ear-
lier®.

Hypothesis H1: Banking communication positively
affects employee commitment and engagement with
the bank.

Training and development: is the process that allows
employees to acquire new knowledge and skills to
change behaviors and improve their ability to perform
work. This process helps change perceptions and per-
spectives and can even change the relationships be-
tween members '°.

Hypothesis H2: Training and development positively
affects employee commitment and engagement with
the bank.

Reward and recognition: is the recognition, evalua-
tion and work that leaders need to do on a regular ba-
sis. In order to clearly and fully evaluate the dedica-
tion and achievements that employees have made in
accordance with the targets set by the business. From
there there are rewards as a response to their contri-
butions®.

Rewards and recognition can be defined as salaries,
bonuses and promotions awarded to outstanding per-
formers 1.

Hypothesis H3: Rewards and recognition positively
influence employee commitment and engagement
with the bank.

Effectiveness in decision making: Effective decision
making is the result of a systematic process, with
clearly defined elements, which is the processing of a
separate sequence of steps 15,

Hypothesis H4: Effective decision making positively
affects employee commitment and engagement with
the bank.

Accept creative and innovative risks: supposedly ac-
cepting the risks that may occur in the innovation of
working methods, but still accepting to participate in
operations, the environment and seek ways to over-
come address these risks '°.

Hypothesis H5: Accepting risks in innovation and
improvement positively affects employee commit-
ment and engagement with the bank.

Orientations for future plans: statements about the
long-term purpose of the organization. These can be
business philosophy, business principles®.

Hypothesis H6: Orientation for future plans posi-
tively affects employee commitment and commitment
to the bank.

Teamwork: is a group of people working together with
the same goals, members with reciprocal interaction,
assigned tasks and tasks, existing in the group are clear
principles. tie and dominate each member’s activities,
complement each other’s skills, and commit to achiev-
ing common goals 7.

Hypothesis H7: Teamwork positively affects em-
ployee commitment and engagement with the bank.
Equity and consistency in governance policies: is
the way businesses implement to make the proposed
plans implemented in the most complete and effec-
tive way. This method can be performed by the basic
functions or activities that an administrator can per-
form®.

Hypothesis H8: The fairness and consistency in gov-
ernance policies positively influence employee com-
mitment and engagement with the bank.

Employee commitment
The concept of employee commitment

According to Meyer and Allen (1990), employees’
commitment is a psychological state that includes the
characteristics of the employee-business relationship,
the implications of employee engagement decisions
with business '8, Porter (1974) argues that employee
commitment is the strength of interpersonal engage-
ment and the involvement of such individuals in an
organization '°.

The employee’s commitment to the business is the em-
ployee’s binding power in the implementation of one
or more of the business’s goals2°.

Employee commitment is about determining the de-
sire to maintain a relationship between employees and
the business, building loyalty for the business. Since
then, contributing to the successful implementation
of the goals set out by the very best efforts for the com-
mon good?!.

Components of employee commitment

According to Mayer and Allen (1990), the commit-
ment of employees to businesses has three compo-
nents '8:

Affective commitment: (1) strong beliefs and accep-
tance of corporate values and achievements, (2) will-
ingness to work for the business and (3) strong desire
to remain a part of the business 2.

Continuance commitment: something that must be
done with the costs of leaving a business, this compo-
nent sometimes implies a sinking commitment, be-
cause it involves Approach a business as a function of
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what employees invest in it >,

Normative commitment: an employee’s obligation to
continue working with a business. Employees with
a high ethical commitment tend to believe that they
must stay with the business regardless of what gives
them.

The role of employee commitment to the
business

According to Rajendran Muthuveloo and Raduan
Che Rose (2005), the commitment of employees to
the business has an important impact on the success
of the business >*. The higher the employee’s commit-
ment to engagement leads to greater loyalty, the fewer
employees leave the business. Reduce training and re-
cruitment costs for businesses.

According to research by Bhatnagar (2007), employ-
ees attached to the organization can create a compet-
25 A resource-based
perspective suggests that an organization or organi-

itive advantage for businesses

zation can build a sustainable competitive advantage
by creating value with its own know-how that com-
petitors are hard to emulate. Employees attached to
the organization based on these criteria will become
assets and strengths that serve the organization’s sus-
tainable competitive advantage.

According to Srivastava and Bhatnagar (2008), “good
management policies will strengthen employees’ close
connection with the organization and increase pro-

ductivity 2°.

The relationship between corporate culture
and employee commitment

A positive organizational culture will increase the
commitment and cooperation of the staff, resulting in
improved corporate efficiency, unanimous attention
to strategic directions and productivity. increased la-
bor, better decision making, and high commitment at
all levels of staff?”.

According to Saeed and Hassan (2000), corporate cul-
ture helps maintain the cohesion between businesses
and employees, creating an important competitive ad-

vantage for businesses°.

RESEARCH METHODOLOGY

Research process

Preliminary research was conducted to establish and
complete the questionnaire. The study was con-
ducted through direct surveys of employees working
at Sacombank.

In-depth interviews are questions that are based on

theory and practical information, and are used to find
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more information around research topics. After com-
pleting the questionnaire, we will check, evaluate the
rationality, adjust and perfect.

Conduct a formal survey using a completed question-
naire. The collected data will be carried out for clean-
ing, coding and conducting analysis.

Research model

In Denison’s corporate culture research model (1990),
there are 4 elements: (1) Participation; (2) Consis-
tency; (3) Adaptability; (4) Mission.

Research by Ricardo and Jolly (1997) in SAM Ad-
vanced Management Journal identifies 8 aspects of
corporate culture that are appropriate to the charac-
teristics of the business, including: (1) Communica-
tion within the organization, (2 ) training and de-
velopment, (3) rewards and recognition, (4) Effec-
tiveness in decision making, (5) taking risks due to
creativity and innovation, (6) Orientation on Future
plans, (7) Teamwork, (8) Justice and consistency in
governance policies .

In the studies of Mowday et al. (1979), there were 8
factors affecting employee engagement with the com-
pany (Figure 1): (1) working environment and con-
ditions; (2) generous wages, (3) promotion opportu-
nities, (4) Organizational culture, (5) A sense of own-
ership, (6) Flexible working hours, (7) Relationships
with employers on, (8) life and work balance 2.

In the study of Syed M et al. (2012) corporate culture
was studied by a model with five factors, including (1)
Innovation and risk taking, (2) Attention to expen-
ditures. (3) Orientation of results, (4) Orientation of
people, (5) Collective orientation”’. The commitment
to the organization is assessed by three factors, includ-
ing (1) Emotional commitment; (2) Commitment to
continue; (3) Standard commitments.

From the reference of previous studies, the author de-
cided to develop the research model of Ricardo and
Jolly (1997) including 8 elements of corporate culture
affecting employees’ commitment to business® (Ta-
ble 1).
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H1*
Communicate in bank
H2*
Tranning and developing
H3*
Rewards and Recognition
H4~
Effective in decision making
Employee’s
Hs* Commitment
Accept risk caused by creativity n
innovation
H&6
Oriention and future plans
H7
Teamwork
, , , HE
Fairness and consistency in
governance policies

Figure 1: Research model (Source: Mowday et al. 1979)
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Table 1: Interpretation of observed variables in the research model

Factors
Communication in bank

Training and development

Rewards and recognition

Effective in decision making

Accept risk caused by creativ-
ity innovation

Orientations for future plans

CC1

CcC2

CC3

CC4

CC5

TD1

TD2

TD3

TD4

RR1

RR2

RR3

RR4
ED1

ED2

ED3

ED4

AR1

AR2

AR3

AR4

OF1
OF2

OF3

Observation variables

Staff have enough information to per-
form the work of each position
Communication between employees is
encouraged

Organizing instructions for employees
on communication style

Superiors always listen and respect the
opinion of staff

Language regulations are always fol-
lowed

The Bank organizes training programs
to improve knowledge and skills staff
for employees

Training programs organized by the
bank that are suitable for staff

Bank provides full equipment for work-
ing staff

Bank creates favorable conditions for
employees to advance and develop

The Bank recognizes the efforts and
achievements of employees

Staff receive a reward from their supe-
rior for their achievements

The Bank has rewards that are well re-
ceived from the staff

Bank clearly announces bonus ranges
Employee plans are quickly reviewed by
the bank

The Bank usually makes timely and ac-
curate decisions to maintain the long-
term development

The bank collects information before
making important decisions
Employees are allowed to contribute
opinions to the decision making of
leaders

The bank accepts the innovative ideas of
employees

The Bank always encourages employees
to be creative, innovate working meth-
ods to improve the efficiency of

CR3 Employees are encouraged to learn
from the experience before

CR4 Reward Bank for innovative, effec-
tive innovation

The Bank develops a clear future plan
Bank shares specific future plans and
goals for each employee

Staft fully support the target plan

Type of scale
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5

1664
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Table 1 continued

Teamwork

Fairness and consistency in
governance policies

Commitment of employees to
sticks with the bank

OF4

TW1

TW2

TW3

TW4

FC1

FC2

FC3

FC4

CE1

CE2

CE3

CE4

CE5

The Bank always has plans and future
goals suitable to the development of
businesses

teamwork Staff likes to work with mem-
bers of the department

The members of the division are clearly
assigned and work effectively

Staff always receive help from members
of the same unit

Staffs always receive support and co-
operation from other departments in
Bank

management policy Staff with clear re-
ward and promotion policies
Remuneration and punishment policies
are allocated fairly

The Bank does not exist bias

The leadership team has consistently
agreed on the implementation of poli-
cies for employees

Staft is proud to be part of bank

Employees are always making more ef-
forts to help the bank succeed than
The bank really gives its employees a lot
of good things in the work

The employee accepts any assignment at
work to continue working in banks
Staft wants to stay with for a long time

Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5
Liker 1 -5

(Source: Ricardo and Jolly (1997))
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R ESULTS AND DISCUSSION
Reliability test Result by Cronbach’s Alpha

The survey was conducted from February to the end of
March 2020, through the distribution of direct ques-
tionnaires and google form links for employees work-
ingat Sacombank. Asaresult, 154 satisfactory surveys
from 175 questionnaires were distributed.The data is
analyzed and reported (Table 2).

Cronbach’s Alpha coefficient of observed variables
OF1 and OF4 is greater than 0.780

The observed TW1 has a correlation coefficient of to-
tal smaller than 0.3 and Cronbach’s Alpha coefficient
is greater than 0.681.

After completing the scale test using Cronbach’s Al-
pha coeflicient, the number of observed variables re-
mained 33 variables, remaining 8 independent vari-
ables.

Results of Exploratory factor analysis (EFA)

Cronbach’s Alpha coeflicient test results are used for
the discovery factor analysis (EFA). After two analyzes
of the results obtained from the initial 36 observed
variables are grouped into 8 factors with 33 observed
variables, namely:

The results of EFA for the corporate culture factors
+ The results of EFA - First times

Through KMO and Bartlett’s tests in factor analysis
showed that KMO coeflicient is 0.736> 0.5 with signif-
icance level sig = 0.000. Therefore the factors qualify
for EFA analysis.

The result of the total variance explained at Eigenval-
ues is greater than 1, the analysis extracted 8 groups
of factors from 30 observed variables with extracted
variance of 67.073% satisfactory because it is greater
than 50%.

The first EFA analysis showed that in the 30 observed
variables all load factors were greater than 0.4 and ob-
served variables RR1 and RR had low factor load fac-
tors, so they were removed from the model and pro-
ceeded factor analysis 2.

+ The results of EFA - Second times

KMO and Bartlett’s tests in factor analysis showed that
KMO coefficient = 0.651> 0.5 with sig significance
level. = 0.000. Based on the results of the sample ma-
trix shows that the observed variables have factor load
factor> 0.45, so it is eligible for factor analysis. Based
on the results of the total variance explained at the
level of Eigenvalues greater than 1, the analysis table
extracted 8 groups of factors from 28 observed vari-
ables with extracted variance of 68.782% satisfactory
because of greater than 50%.
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After 2 discovery factor analysis (EFA) results, there
are 8 groups of factors extracted from the model. The
first group of factors includes 4 observed variables
TD3, TD1, TD4, and TD2. The second group of fac-
tors includes 5 observed variables CC4, CC5, CC3,
CC2, and CC1. The third group of factors includes
4 observed variables AR2, AR3, AR1, and AR4. The
fourth group of factors includes 4 observed variables
FC3, FC4, FC1, and FC2. The fifth group of factors
includes 4 observed variables ED2, ED1, ED4, ED3.
The 6th group of factors includes 3 observed variables
TW2, TW3, and TW4. The 7th group of factors in-
cludes 2 observed variables OF2 and OF3. The 8th
group of factors includes 2 observed variables RR2,
RR4 (Table 3).

The results of the factor analysis of employee engage-
ment commitment at the bank

KMO and Bartlett’s tests in factor analysis for em-
ployee commitment to the bank show that the KMO
coefficient is 0.835 greater than 0.5, the sig signifi-
cance level. is 0.000 <0.05. Therefore, the basis of
variables is correlated with each other and suitable for
EFA analysis. Eigenvalue coefficient of components
greater than 1, with deduction variance of 62.384%
greater than 50% should meet the requirements. Fac-
tor load factor of observed variables is greater than

0.5, thus meeting the requirements of factor analysis.

Regression analysis

The adjustment coefficient R* means that 39.1% of
employee commitment variability is explained by 8
independent variables TD, CC, AR, FC, ED, TW, OF
and RR with 60.9% of the variation (Table 4). The em-
ployee’s commitment to commitment is explained by
factors that have not been included in the model.
Thus the regression equation is rewritten as follows
CE = 0.283CC + 0.146TD + 0.159RR + 0.176AR +
0.260TW + 0.163FC

The regression results show that the independent vari-
ables CC, TD, RR, AR, TW, FC have Beta coefficients,
respectively 0.283, 0.114, 0.159, 0.176, 0.260, 0.163, all
positive signs (Table 5). ositively to the commitment
of the trusting staff of Saigon Thuong tin Commercial
Join Stock Bank in An Giang province.

So it can be concluded that the theoretical model is
suitable with the data, hypotheses H1, H2, H3, H4,
H7, H8 are accepted. The results show that 6 inde-
pendent variables out of 8 have significant effects on
the dependent variable (sig <0.05).
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Table 2: Summary results of Cronbach’s Alpha coefficients

Factors

CCl1

cC2

CC3

CC4

CC5

TD1

TD2

TD3

TD4

RR1

RR2

RR3

RR4

ED1

ED2

ED3

ED4

AR1

AR2

AR3

AR4

OF1

OF2

OF3

OF4

TW1

TW2

TW3

TW4

FC1

FC2

FC3

FC4

CE1

CE2

CE3

CE4

CE5

Scale Mean if
Item Deleted

11.03
11.03
11.97
11.51
11.71
10.14
10.04
10.09
10.03
10.74
10.32
10.47
10.44

9.8

11.57
11.51
11.66

11.68

12.89
13.02
12.82
12.94

13.03

Scale Variance if
Item Deleted

11.613
11.712
9.901
10.147
10.509
7.391
8.129
7.482
8.241
4.246
4.571
4.277
4.483
3.248
2913
3.374
3.177
5.942
5.585
6.227
6.177
4.617
3.712
3.976
4.494
4.482
3.271
3.336
3.266
4.631
4.754
3.795
4.081
13.341
13.601
15.047
13.258

13.150

Corrected Item-Total
Correlation

0.549
0.548
0.632
0.660
0.712
0.808
0.795
0.818
0.785
0.466
0.390
0.536
0.463
0.497
0.578
0.491
0.494
0.575
0.722
0.684
0.581
0.424
0.742
0.735
0.474
0.154
0.654
0.594
0.525
0.474
0.455
0.731
0.626
0.687
0.727
0,646
0,810

0,853

Cronbach’s Alpha if Item
Deleted

0.807
0.807
0.786
0.775
0.761
0.884
0.888
0.879
0.892
0.612
0.661
0.567
0.614
0.674
0.625
0.678
0.677
0.800
0.727
0.751
0.794
0.807
0.639
0.651
0.782
0.800
0.493
0.530
0.573
0.760
0.768
0.619
0.680
0.886
0.875
0.892
0.856

0.847

Cronbach’s
Alpha

0.823

0.912

0.680

0.725

0.816

0.824

0.8

0.768

0.895

(Source: Results from data analysis)
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Table 3: Rotating matrix factor

Observation Factors
variables

TD3 0.907

TD1 0.895

TD4 0.830

TD2 0.828

CC4 0.818

CC5 0.797

CC3 0.776

cC2 0.625

CC1 0.504

AR2 0.824

AR3 0.777

ARI1 0.754

AR4 0.686

FC3 0.880

FC4 0.795

FC1 0.711

FC2 0.641

ED2 0.765

ED1 0.753

ED4 0.733

ED3 0.674

TW2 0.863

TW3 0.853

TW4 0.793

OF2 0.906
OF3 0.877
RR2 0.721

RR4 0.698

(Source: Results from data analysis)

Table 4: Summary of models

Model R R? R? adjusted Std. Error of the Estimate DurbinWatson

1 0.644 0.415 0.391 0.770 1.974

(Source: Results from data analysis)
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Table 5: Coefficients

Model Unstandardized =~ Coefli-  Standardized T Sig. Collinearity Statistics
cients Coefficients
Std. Error Beta Tolerance  VIF

1 (Constant) -1.788 0.553 -3.236 0,001
CC 0.348 0.095 0.283 3.674 0,000 0,670 1,493
TD 0.156 0.074 0.146 2.113 0,036 0,839 1,192
RR 0.205 0.092 0.159 2.220 0,028 0,772 1,296
AR 0.219 0.095 0.176 2.319 0,022 0,691 1,447
™ 0.363 0.091 0.260 4.014 0,000 0,950 1,053
FC 0.242 0.096 0.163 2.530 0,012 0,954 1,048

(Source: Results from data analysis)

CONCLUSION

Through multiple regression analysis, it is shown that
6 factors in corporate culture including CC, TD, RR,
AR, TW and FC have the same directional impact on
CK (Commitment commitment of employees to the
bank). Considering the CC variable has the largest in-
fluence on employee commitment to the bank with (3
=0.283), the TW variable has the second largest influ-
ence on employee commitment to bank (8 = 0.260),
the AR variable has the third largest influence on em-
ployee commitment to bank (8 = 0.176), FC variable
has the fourth largest impact on employee commit-
ment. For banks ( = 0.163), the RR variable has the
fifth largest impact on employee commitment to bank
(B = 0.159), the TD variable has the lowest impact
on engagement commitment. of employees with the
bank (f = 0.146). The results showed that 6 indepen-
dent variables have significant effects on the depen-
dent variable (sig <0.05).

After determining the impact factors of corporate cul-
ture on employee engagement commitment at Saigon
Thuong Tin Commercial Joint Stock Bank, An Giang
province, the author continues to analyze by statisti-
cal methods to give the basis and recommendations
to increase the commitment level of businesses.

In summary, the research results have achieved the re-
search objectives, which are assessing the impact of
corporate culture on employee commitment at Saigon
Thuong Tin Commercial Joint Stock Bank in An Gi-
ang province. Specifically, the study identifies the fac-
tors of Corporate Culture that affect employees’ com-
mitments, the research results also show the impact of
corporate culture factors on employee commitments
at Sacombank An Giang. This is the basis for research-
ing and proposing solutions to enhance employees’

commitment to the impact of corporate culture fac-
tors at Sacombank An Giang

Proposing to improve the commitment to sticking with
the business with the element of Communication in the
bank

- The Board of Directors of Saigon Thuong Tin Com-
mercial Joint Stock Bank needs to be more open to
listening to staff contributing ideas and respecting
the ideas they propose. In addition, information in-
formed from senior to subordinate should be ensured
that it is complete and accurate for each employee’s
job position.

- On the other hand, the leadership also needs to en-
courage employees among departments to always ac-
tively support each other in providing information to
serve the process of work done better.

Proposing to improve commitment to sticking with
businesses with teamwork

- The Management Board of Saigon Thuong Tin Com-
mercial Joint Stock Bank needs to be proactive in or-
ganizing activities in teams and groups with a certain
number of employees on holidays, New Year, the an-
niversary of the bank’s establishment, anniversary of
branch establishment, ....

- Thereby the Management Board of Saigon Thuong
Tin Commercial Joint Stock Bank need to encour-
age employees to contribute and propose new ideas
of working, and reward those which are effective in
order to increase the employee’s commitment to the
collective as well as the employee’s commitment to the
bank.

Proposal to improve commitment to sticking with busi-
nesses with risk-taking element in innovation and in-
novation

- The Board of Directors of Saigon Thuong Tin Com-
mercial Joint Stock Bank needs to revise the job ti-
tles that need to be changed regularly to achieve high

1669



Science & Technology Development Journal - Economics - Law and Management, 5(3):1659-1672

efficiency in the performance of employees such as
The position of a customer specialist, this position re-
quires employees to flexibly change the way the work
is done. Management should have clear plans for this
creation and improvement to staff and implementa-
tion requirements.

- In addition, the board of directors also needs to or-
ganize the encouragement of employees to contribute,
develop new effective work ideas and implement re-
warding for development ideas. At the same time,
management needs to anticipate and take preventive
measures for possible risks to innovation and innova-
tion.

Proposal to improve commitment to sticking with busi-
nesses with equity and consistency in governance poli-
cies

- The Management Board of Saigon Thuong Tin Com-
mercial Joint Stock Bank needs to consider clearly an-
nouncing the policies of the promotion process for
employees, as well as exercising fairness in rewarding
and handling. management of all employees, thereby
promoting the commitment of employees to the bank
through the element of fairness and consistency in the
governance policy.

Proposal to improve commitment to sticking with
businesses with Rewards and recognition

- The Management Board of Saigon Thuong Tin Com-
mercial Joint Stock Bank needs to consider clearly an-
nouncing the reward levels for employees who well
perform the targets and plans set by the bank.

- At the same time, the bank needs to recognize the
employee’s contributions appropriately, and help em-
ployees feel that their dedication to the bank is totally
worth. This helps promote the capacity development
of employees in particular and the growth of the bank
in general.

Proposing to improve the commitment to stick busi-
nesses with the element of Training and Development

- The Management Board of Saigon Thuong Tin Com-
mercial Joint Stock Bank needs to have plans on train-
ing programs, fostering knowledge and skills as well
as being really suitable for employees. , to ensure the
ability to learn and apply practically to new knowl-
edge.

- In addition, the leadership also needs to set out
roasting promotion goals in order to create motiva-
tion to work and constantly strive for employee devel-
opment. That will promote the efficiency in the work
of employees in particular and the success of the bank
in general.

Limitations and recommendations for future study
In general, during the research process, the author
also avoids the shortcomings. Factors of corporate
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culture affecting employee commitment only repre-
sent 39.1%. The next research direction is at the scale
of the whole Vietnamese commercial banking system
to reinforce and further clarify the factors of corpo-
rate culture that affect employee commitment in the
commercial banking sector.

LIST OF ABBREVIATIONS

AR : Accept risk caused by creativity innovation

CE: Commitment of employees to sticks with the
bank

ED : Effective in decision making

EFA: Exploratory Factor Analysis

FC : Fairness and consistency in governance policies
H : Hypothesis

KMO: Kaiser-Meyer-Olkin (KMO) Test

OF: Orientations for future plans

R: regression

RR : Rewards and recognition

Sig: Significant

TW : Teamwork

VIF : Variance inflation factor
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Tac déng ctia van héa doanh nghiép dén cam két cia nhan vién tai
ngan hang Thuong mai Cé phan Sai Gon Thuong Tin tinh An Giang

Huynh Thanh Ta'2, Tran Minh Hi€u'-%3, Nguyén Diém Yén*
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HEE NS TOM TAT

Nghién ctu nay ap dung thang do cta Ricardo va Jolly ndm 1997 dé do ludng tac dong clia van
héa doanh nghiép dén cam két cia nhan vién tai Ngan hang Thuong mai ¢6 phan Sai Gon Thuong
Tin Chi nhanh An Giang (Sacombank An Giang). Nghién ctu st dung phuang phép kiém dinh do
tin cay Cronbach's Alpha, phuong phap phan tich nhan t6 kham pha (EFA) dé kiém dinh thang do
va phuong phap hoi quy dé do lusng va danh gia cac yéu té clia van hoa doanh nghiép tac dong
dén cam két ctia nhan vién. Heé s diéu chinh R? = 0,391 c6 nghia la 39,1% su thay déi clia bién
phu thudc cam két ctia nhan vién dugc giai thich bang 8 bién déc lap trong mé hinh hoi quy. Bén
canh d6, 60,9% su thay déi cam két clia nhan vién dugc giai thich bdi cac yéu t6 khac chua dugc
dua vao mo hinh nghién ctu. Két qua cho thay cac yéu té vé giao tiép ngan hang (Beta = 0,283),
lam viéc theo nhém (Beta = 0,260), chdp nhan rli ro trong d6i mdi va sang tao (Beta = 0,176), su
cobng bang va nhat quéan trong chinh sach quan tri (Beta = 0,163), phan thudng va su cdng nhan
(Beta = 0,159) va dao tao va phét trién (Beta = 0,146), dnh hudng dén su cam két clia nhan vién tai
Sacombank An Giang. K&t quéa nghién ciu sé la ca s& dé Sacombank An Giang nhin nhan cac yéu
t6 anh hudng dén cam két clia nhan vién véi ngan hang, tir dé co ké hoach nang cao su gan két
clia nhan vién, phét trién doi ngl nhan su chuyén nghiép. Bong thdi, nghién ctu clng dé xuat y
nghia quan trj clia cac yéu té van héa doanh nghiép déi véi cam két clia nhan vién tai Sacombank
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