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Abstract--- Employee motivation and organizational commitment become an area of emergent concern in the

literature and in the real world. This study is to explore the impact of employee motivation on the organizational

commitment done in general insurance corporations in Ho Chi Minh City, Vietnam. The authors used secondary

and primary data to elicit information from respondents. Secondary data has been collected from different sources

in the works of literature and in the published magazine. The primary data is from the 250 respondents through

surveyed questionnaires and three in-depth interviews with staff and head of department in the general insurance

corporations in Ho Chi Minh City, Vietnam. The results show that employee motivation impacts organizational

commitment. Furthermore, after the findings, the recommendations and implications to the business owners and

managers have been established. The limitation and further study are also presented.

Keywords--- Employee motivation, organizational commitment, general insurance corporations, Ho Chi Minh

City, Vietnam.

I. INTRODUCTION

With the present’s continuously and fast-changing global business environment and the rapid development of the

world’s economic globalization, it requires the organizations must frame their strategies to adapt those changes, sustain

the competitions, and survive and achieve strategic goals. To overcome those challenges and achieve business goals, many

businesses have aligned the human capital with strategic goal attainment in a way to maximize staff contributions and

skills to present the best performance for the businesses As recognized as the most fundamental advantages and asset of

the organization, human capital can prevail [1]. Furthermore, Coff & Raffiee confirm human capital is critical for an

organization to effectively achieve competitive advantages, meet an organization’s mission goals, complete strategic goals

effectively, attain financial improvement, increase market share, build the market reputation, satisfy customers better and

other stakeholder constituents in a meaningful way [2]. Besides, the development of internal competency, capacity and

employee commitment towards organizational objectives has been recognized as the critical matter to survive and compete

in this rival business environment. Businesses are doing their best in understanding various factors of how to motivate

employees and vouch for their required commitment towards organizational objectives. Highly-motivated employees
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contribute and provide more productive, dedicated and cooperative, on contrast, non-motivated workers own low

production, change resistance [3]. This may be because of shortage of motivation and commitment in organization and also

job satisfaction [4].

By the end of 2018, in Vietnam, there are 30 general (non-life) insurance enterprises, 01 branch of foreign non-life

insurance enterprises, and 02 re-insurance corporations. And its market has had a dramatic change in recent years. By the

end of September 20, 2019, general insurance premium revenue reached VND 37,299 billion, up 12% due to the same

period last year - 2018. The market demand for general insurance is highly due to the young population and the low ratio

of insurance (about 1.3% compared to 3% - 4 % in growing market area – its equivalence of USD 21 per person against

USD 70 per person) [5]. In terms of the structure of human resources, less than 3 years’ experienced staff accounts for

more than 50% of the labor force in insurance companies, about 5% for 3-5 years’ experience. Besides, 50% of insurance

employees quit their jobs after 3 years. Also, there is the workplace movement of the staff among businesses tending to

increase. In addition, in relation to insurance agents, 50% of agents leave their jobs in the first 6 months of their

employment. In the face of significant personnel fluctuations, it is necessary to formulate appropriate policies to retain

talents and make them stay with organization for a long time. Therefore, it is urgent to study and understand the factors

which motivate and create job satisfaction among employees. This study seeks to understand the impact of motivation

factors on employee engagement in aiming to provide managers with specific and detailed details on the factors affecting

employee motivation which recommend related administrators to establish appropriate policies of enhancement of

employees' engagement to achieve the company's overall goals.

II. LITERATURE REVIEW

Understanding the motivation concept

The term “motivation” has various definitions and most of them are crucially focusing on those relating to the

workplace. “Motivation” begins with the word “Motive” which means needs, desires, wants or drives within the

individuals. It is the process of stimulating people to actions to complete the goals, as in the work goal context, those

stimulators can be as desire for money; success; recognition; job satisfaction; and team work, etc.[6].

Nahavandi et al. determines motivation is a psychological attribute to clarify people's behaviors in particular ways [7].

The theories of working motivation show a person's motivation is determined by their unique characteristics like needs,

traits, and values [8][9], context as culture and job design characteristics [8][9], and a person's cognitive evaluation as

person-context fit, the expectation of the result, and self-efficacy [8][9]. Without adornment, motivation can make people

to work positively. Motivation occurs when an individual has a particular need which has been aroused in which the main

goal is to seek satisfaction of this need [10]. Also found by Solomon et al., motivation happens when a person owns a

specific-aroused need which goal is mainly to satisfy this need [10]. Motivation is considered as a basic factor in which a

person expresses certain behaviors, actions, and specific desires and known as a cycle impacting their cognitive thoughts,

actions, and performance [11]. As defined in literature, motivation are differentiated as being intrinsic or extrinsic

motivations [12][13]. of which intrinsic motivations refers to behavior that is driven by personal internal rewards by

engaging in the behavior and extrinsic motivation involves engaging in a behavior to achieve external rewards or avoid

punishment [14][15].

Furthermore, as confirmed by Khan & Iqbal, there are four intrinsic motivational factors as interesting work, job

appreciation, job satisfaction, stress and four extrinsic motivational factors as job security, promotion & growth, good

wages, recognition [16]. Motivation positively and ultimately affects the organizational performance at individual and
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group levels [17], raises the morale and satisfaction of the employees to achieve goal achievement [18], creates the positive

organizational behavior [19], keeps employee morale high [20], leads and helps to motivate and to influence other

employees [21], creates a competitive edge [22], and promotes innovation at work [23]. In addition, Varma confirms that

the motivation will unify the direction of the group/teams, creates a higher level of effectiveness and efficiency, elevates

organizational commitment, optimize the use of resources, build a performance-oriented environment focusing on the

creative & innovative activities, increase organization ability to face uncertain business challenges, and provide employee

retention and attraction for stable and continuous manpower supply [24].

Exploring the concept of Organizational Commitment (OC)

To date, the literature of “organizational commitment” has greatly developed in industrial and organizational

psychology [25] and it is a key area for research [26]. The term “commitment” is also defined in various ways [27].

“Commitment” is described as attachment and loyalty [27]. In the study of Reio & Reio, organizational commitment is the

relative strength of an individual’s identification and organizational involvement [28]. Patheja defines organizational

commitment as “as an organizational member's psychological attachment to the organization” and plays “a very large role

in determining whether a member will stay with the organization and zealously work towards organizational goals” [29].

Furthermore, organizational commitment is also used as predictors of employee retention [30]. Dinçer et al. point out the

so-called “organizational commitment” as the employee's feeling of attachment to the organization and things as role stress,

salary, social rights, empowerment, organizational trust, job insecurity, organizational justice and distribution of leadership

are linked to an employee's sense of organizational commitment [31]. Besides, organizational commitment is as a force of

connection – a psychological or attitude stage – with the goals and values of the organization on a determination of the

direction of an individual’s behavior towards the employer organization at aiming to benefit it [32]. Additionally,

Kasemsap states organizational commitment as the strength of the feeling of responsibility of which an employee reserve

for the organizational mission [33]. Along with that idea, Gordon adds employee commitment to an organization’s vision,

mission and strategic initiatives gone through the individual’s citizenship and production [34]. Also, organizational

commitment concerns the level of the employees recognized themselves that they belong to (or parts of it) and feel its

attachment to the organization [35]. Besides, organizational commitment is defined by Yaslioglu as the employees'

willingness to identify with the goals and values of the organization at the workplace and to strive for the organization [36].

According to Dede, organizational commitment is “the psychological condition that reflects the relationship between

individuals and organizations, which is necessary for employees to go beyond what is defined in the contract and to

demonstrate discretionary behaviors that will benefit the organization in achieving its goals” [37] and Toksoz et al. present

“organizational commitment as the concept of employees believing in the aims and values of the organization, working

hard to achieve the objectives of the enterprise, expressing their willingness to maintain membership of the organization”

[38].

Accordingly, Allen & Meyer create a conceptual model of three distinct components on the organizational

commitment as (1) Affective commitment (AC); (2) normative commitment (NC); and (3) continuance commitment (CC)

[39] which has been affirmed by Singh & Gupta [40] as follows:

The affective commitment is with the choice to remain committed to the organization by some emotional

identification [39][40];

A normative commitment is the feelings of the obligation of the individual upon the perceived attachment to the

organizational goals [39][40];

The continuance commitment is the degree in which an employee feels committed by their own economics [41][39].
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In term of the contributions of the organizational commitment to the organization results, workplace commitment

influences on organizational effectiveness and efficiency [42]. Furthermore, achieving employee commitment to the

organization is crucial and central to modern human resource management and organization success [26]. Besides,

Because, it is highly valuable and impact strongly on the successful performance of an organization [27]. Employees have

their commitment and develop it in the organization, the better organizational performance is completely created because

their emotional linkages to their career, relationships with other employees and the organization exist, they perform and

serve the organization better [43]. Successful organizations are pursuant to their employees’ high performance to achieve

their objectives and to reach their strategic aims and keep their competitive advantage [44]. Moreover, other studies have

shown that high commitment practices can work well and reflect a general commitment strategy [45] and improve

performance, labor productivity and the quality of service [45].

In the past, organizational commitment is associated positively with numerous desired results as job satisfaction

[46][47], motivations [48] and attendance [49][50]. On the other hand, organizational commitment also shows a negative

correlation with other results as absenteeism and turnover [51][52]. Furthermore, the increased commitment creates the

willingness to have long-hour employment, high effectiveness, and productivity, and absenteeism and turnover ratio

decrease at the workplace [53][54][55]. On the other side, Meyer et al. show the unrelated or negative relationship

between organizational commitment and organizational performance [56]. Namely, in numerous studies as those by Allen

& Meyer [39], Mathieu & Zajac [49], Muchinsky [57], the relationship between organizational commitment and turnover

intentions have a strong negative effect on turnover intention. More recent studies highlight the positive correlation

between organizational commitment and Organizational Citizenship Behavior [56], willingness to share knowledge and

engagement in extra-role behavior [58].

Exploring various theories models of Motivation

There are many research models of employee motivation in different disciplines of business, sociology and

psychology. However, current development of motivation theory is based on the researches of conventional quantitative

analysis as multiple regression analysis and structural equation modeling [59][60][61]. More of that, Alimohammadi &

Neyshabor is to analyze the relationship between employees' work motivation and organizational commitment and the

result affirms work motivation influences significantly and positively on organizational commitment of employees [62].

And, Dwivedula et al. investigates the relationship between employment motivation, organizational commitment and

professional commitment in temporary organizations with the result showing characteristics of the temporary organization,

specifically tenure and task regulate the relationships of work motivation, organizational commitment, and professional

commitment [63].

As in the past study, Wiley shows the factors impacting to the employee motivation as Full appreciation of work done,

Feeling of being in on thing, Sympathetic help with personal problems, Job security, Good wages, Interesting work,

Promotion and growth in the organization, Personal loyalty to employees , Good working conditions, Tactful discipline

[64]. The result also confirm that “Good wage” and “Full appreciation for work done” have made the strongest impact on

employee motivation. Later, Dung et al. has done his study with Wiley’s model in Vietnam and the result shows that “Job

security” is not highly appreciated and the factor “Tactful discipline” does not have a positive effect on the motivation [65].

As for Dung & Abraham [66], the relationship between job satisfaction and organizational commitment has been studied

through 3 factors of organizational commitment as pride, loyal and effort and 5 factors of job satisfaction as work, salary,

co-worker, supervisor, and promotion and the findings show Organizational commitment affects job satisfaction in which

factors “supervisor, pride, work, effort” are the most influential. In term of “Measurement scale of employee motivation”
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done by Dung & Vy [67], he results show there are 4 components as “suitable work”, “reasonable policies of

compensation, benefits, promotions”, “Good relationship” and “company brand” in which the scale “reasonable policies of

compensation, benefits, promotions” has the strongest impact on staff motivation. With this study, Dung & Vy confirms a

new factor of Company brand which is to determine the “company brand” importance to the organization performance and

it requires companies’ managers to change the motivation approaches to employees [67]. In case, employees will pride and

appreciate the reputation of the company brand and surely, they feel motivated at work. More of that, Khai & Truc shows

the factors that influence perceived value including training and development, internal communications, organizational

relationships, job satisfaction, direct managers, salaries and benefits, and perceptions of employees on performance

appraisal, and perceived value impacts on employee commitment and the study also points out the difference in

organization engagement among company types, employee rankings, seniority and employee income [68]. In addition,

Khanh & Long affirm "Staff Evaluation’’, "Work Definition’’, "Training, Compensation and Wages’’, "Recruiting’’ are

crucial factors with significant and positive impacts on employee commitment [69].

The suggested research model

Through the above analysis from aforementioned research models, factors such as wages and salaries, bonuses,

benefits, promotions, and jobs have significant positive effects on motivation; meaning that they are factors to motivate

employees to work and serve as foundations to achieve the organizational commitment, create conditions for harmonious

and stable relationships, contribute to creativity and professional promotion of employees to achieve high productivity and

quality at work. In addition, relationships in the organization affects the employee's motivation and psychology in which

manager is as intermediaries to help the organization leverage employees' capabilities and make them feel valuable to the

organization and contribute more and more to the organization success.

With the current economic development, the company brand is one of the attractive factors for attracting and retaining

talents [70][71]. In the field of insurance, the exception is not existing, big branding insurance businesses have a positive

impact on the trend of employee engagement. As a consequence, Dung & Vy add the factor “company brand” in the model

which is very suitable for the research scope of insurance industry [67]. Therefore, the research model is formed as follows

Figure: Research model

Source: Own (2020)

Hypothesis is established as follows

 Hypothesis group H1: The motivation factors impact on the affective commitment in the organization.
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 H1a: The wages and benefits are reasonable, the affective commitment will be increased.

 H1b: The job is suitable, the affective commitment will be increased.

 H1c: The employment relationships are good, the affective commitment will be increased.

 H1d: The company brand develops, the affective commitment will be increased.

Hypothesis Group H2: The motivation factors impact on the continuance commitment in the organization.

 H2a: the wages and benefits are reasonable, the continuance commitment will be increased.

 H2b: The job is suitable, the continuance commitment will be increased.

 H2c: The employment relationships are good, the continuance commitment will be increased.

 H2d: The company brand develops, the continuance commitment will be increased.

Hypothesis group H3: The motivation factors impact on the normative commitment in the organization.

 H3a: The wages and benefits are reasonable, the normative commitment will be increased.

 H3b: The job is suitable, the normative commitment will be increased.

 H3c: The employment relationships are good, the normative commitment will be increased.

 H3d: The company brand develops, the normative commitment will be increased.

III. DATA COLLECTION

To achieve the study objective, the study employs the secondary data and primary data from the two research phrases

with qualitative and quantitative methods.

 In the first phrase, the study is conducted with qualitative methods in 2 techniques. The first one is the

content analysis to explore and determine factors impacting on motivation and commitment in the businesses from

the related literature and theories in the scope of motivation and commitment in the journals. Later, the 5 group

discussions and 3 in-depths structured interviews with 20 persons who are human resources staff and heads of

departments in businesses have been completed to gain a deep understanding of the measurement scales (observed

variables) of the four motivational factors and the three commitment factors.

 In the second phrase, it is mainly for the quantitative method through the questionnaires survey and

three in-dept interviews. After gaining the results from the qualitative method, the authors establish the

questionnaires as the key tool to collect data. The questionnaire content is adapted from previous works of literature

on the related topics [66][67][63][68][69][72]. Later, three questionnaire pilot tests have been taken place with 10

staff to check comprehensibility and deliver feedbacks to improve the clarity of the questionnaire before conducting

on the broad scale. After the survey using questionnaires, the data is processed and analyzed with statistical

methods as Cronbach’s Alpha, EFA, T-Test, ANOVA, etc. for answering research questions. After all, the three in-

dept interviews with head of departments on the study findings is to present and seek the confirmation of the results.

In terms of the sampling technique and sample size, the study uses 250 surveyed questionnaires with the staff in the 4

general insurance corporations/ businesses in Ho Chi Minh city. In addition, it should be explained that the sampling

technique in this study is the convenience technique. The sample size is determined at 250 because Hair et al. defines the

sample size should be as N = 5*item (where item means observed variables) [73] and Tabachnick & Fidell confirms the

sample size should be as N = 8*var + 50 (where var means independence variables using in the regression model) [74][75].

IV. DATA ANALYSIS
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Table: Cronbach’s Alpha results of the components of motivation factor

Items
Scale Mean if Item

Deleted

Scale Variance if Item

Deleted

Corrected Item-Total

Correlation

Cronbach's Alpha if Item

Deleted

Wages and benefits Cronbach's Alpha = ,843

CD_1 22,11 10,550 ,511 ,832

CD_2 21,96 10,037 ,588 ,823

CD_3 22,45 10,309 ,555 ,827

CD_4 22,74 10,186 ,572 ,825

CD_5 22,61 10,213 ,653 ,815

CD_6 22,74 10,757 ,513 ,832

CD_7 22,56 10,264 ,666 ,814

CD_8 22,45 10,101 ,566 ,826

Job Characteristics Cronbach's Alpha = ,851

CV_1 16,21 6,297 ,564 ,846

CV_2 16,03 6,674 ,607 ,831

CV_3 15,93 7,138 ,534 ,844

CV_4 16,22 6,201 ,754 ,802

CV_5 16,29 6,286 ,735 ,806

CV_6 15,84 6,995 ,664 ,824

Employment relationships Cronbach's Alpha = ,881

QH_1 21,77 22,353 ,585 ,872

QH_2 21,53 22,267 ,599 ,871

QH_3 21,53 22,518 ,579 ,873

QH_4 21,96 20,739 ,715 ,859

QH_5 21,55 21,539 ,700 ,861

QH_6 21,74 21,032 ,647 ,866

QH_7 21,69 21,799 ,669 ,864
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QH_8 21,93 21,173 ,673 ,863

Company brand Cronbach's Alpha = ,859

TH_1 11,64 4,785 ,761 ,809

TH_2 12,19 4,737 ,721 ,818

TH_3 11,69 4,828 ,760 ,810

TH_4 12,24 4,989 ,576 ,857

TH_5 12,02 5,060 ,582 ,854

Source: Own (2020)

The results depict the motivation factor as Wage and benefits, job characteristics, employment relationships, company

brand that meet the requirements for reliability Cronbach's Alpha as Cronbach’s Alpha is at least > 0.6.

Table: Summary of reliability coefficient of motivation factor

No. Items N of Items
Cronbach's

Alpha

Lowest Item-Total

Correlation

1 Wages & benefits 8 ,843 ,511

2 Job Characteristics 6 ,851 ,534

3

Employment

relationships 8 ,881 ,579

4 Company brand 5 ,859 ,576

Source: Own (2020)

Table: Results of Cronbach’s Alpha of the components of Commitment factor

Items
Scale Mean if Item

Deleted

Scale Variance if Item

Deleted

Corrected Item-Total

Correlation

Cronbach's Alpha if Item

Deleted

Affective commitment
Cronbach's Alpha

= ,877

GBTC_1 9,51 1,927 ,686 ,861

GBTC_2 9,52 1,839 ,762 ,831

GBTC_3 9,52 1,796 ,802 ,815

GBTC_4 9,52 1,921 ,689 ,860

Continuance commitment
Cronbach's Alpha

= ,897
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GBDT_1 10,38 2,642 ,790 ,861

GBDT_2 10,37 2,658 ,764 ,871

GBDT_3 10,37 2,631 ,741 ,879

GBDT_4 10,40 2,574 ,794 ,859

Normative commitment
Cronbach's Alpha

= ,831

GBTN_1 9,21 1,639 ,706 ,766

GBTN_2 9,22 1,762 ,601 ,813

GBTN_3 9,23 1,757 ,674 ,782

GBTN_4 9,19 1,605 ,664 ,786

Source: Own (2020)

The result shows the Cronbach’s Alphas of Affective commitment is at 0.887; Continuance commitment is at 0.897;

Normative commitment is at 0.831. As such, the commitment factor meets reliability requirements.

Table: Summary of the reliability coefficients of Commitment factor

No. Items
N of

Items

Cronbach's

Alpha

Lowest Item-Total

Correlation

1

Affective

commitment 4 ,877 ,686

2

Continuance

commitment 4 ,897 ,741

3

Normative

commitment 4 ,831 ,601

Source: Own (2020)

Furthermore, the EFA test is done with 27 observed variables of the 4 factors of motivation, and the result shows that

4 factors with 27 observed variables achieve the reliability and validity.

Table: EFA results of motivation scales

Items
Components

Factors
1 2 3 4

QH_4 ,792

Employment

relationships
QH_5 ,785

QH_7 ,761
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QH_8 ,758

QH_6 ,732

QH_2 ,694

QH_3 ,680

QH_1 ,678

CD_5 ,758

Wages & benefits

CD_7 ,756

CD_8 ,687

CD_4 ,641

CD_3 ,625

CD_6 ,622

CD_2 ,614

CD_1 ,570

CV_4 ,822

Job Characteristics

CV_5 ,814

CV_6 ,718

CV_2 ,674

CV_1 ,673

CV_3 ,592

TH_1 ,865

Company brand

TH_3 ,863

TH_2 ,818

TH_4 ,735

TH_5 ,666

Source: Own (2020)

The results of the correlation coefficient analysis shown in the following table depicts that the independent and

dependent variables are correlated with each other. This proves that they have a linear relationship with each other.
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From the regression results, the factor “motivation” including wages and benefits, job characteristics, employment

relationships, and company brand affects the commitment factor which are statistically significant and the impact level is

summarized as follows:

Table: Summary of results of the statistics of the impact of motivation factors on the commitment factors

(standardized Beta)

Items
Affective

commitment H1

Continuance

Commitment H2

Normative

commitment H3

Wages and benefits ,310 ,265 ,327

Job characteristics ,245 ,177 ,190

Employment

relationships
,430 ,381 ,436

Company brand ,207 ,269 ,183

Source: Own (2020)

Table: Summary of results of regression analysis
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Items Model R R Square Adjusted R Square
Std. Error of the

Estimate

Affective

commitment
1 ,768a ,590 ,583 ,28861

Normative

commitment
1 ,739a ,547 ,539 ,28647

Continuance

commitment
1 ,694a ,482 ,473 ,38566

Source: Own (2020)

V. STUDY RESULTS, SUMMARY AND CONTRIBUTION

The study results show 4 factors of motivation have a positive effect on 3 factors of commitment and their significant

levels reach to 95%, therefore, the hypotheses: H1, H2, H3 are accepted and supported; specifically:

 As of the affective commitment, (GBTC), the “employment relationships” factor has the strongest impact with β =

0.430, showing that a good and friendly working environment is an important factor. The followings are the factor

“wages and benefits” with β at 0310, the “job characteristics” factor with β at 0.245, and “company brand” factor with

β at 0.207.

 In terms of continuance commitment, the factor “employment relationships” is also the strongest impact factor with β

at 0.371. This is to re-confirm the importance of a good and friendly working environment for organizational

commitment,. The second strongest impact factor is the “company brand” with β at 0.262. The third is “wages and

benefits” with β at 0.245, and the last is “job characteristics” factor with β at 0.177.

 Regarding the normative commitment, The “employment relationships” factor is still the strongest influential factor

with β = 0.436. This is continuing to confirm the importance of the good and friendly working environment for the

organizational commitment, The factor “wages and benefits” is the second strongest factor with β at 0.332. The third is

the factor “job characteristics” with β at 0.190, and the lowest influential factor is the “company brand” of β at 0.183.

 Through the regression analysis results with 3 dependent variables as affective commitment, continuance commitment,

and normative commitment, the result shows the affective commitment with R2 = 0.590 is the strongest, as a

consequence, this can be concluded that the affective commitment plays the most crucial role to create the employee's

commitment in the organization. In addition, the result confirms the “employment relationships” factor always owns

the strongest impact on three of commitment factors as affective commitment, continuance commitment, and

normative commitment. Therefore, to attract and retain talents in a highly competitive and rapidly changing

environment, the organizational culture environment should be more paid attention and improved to be better.

VI. Recommendations for businesses

From the findings, the empirical evidence of factors motivation impacting on employee commitment, it is

recommended for businesses in building and developing a corporate culture to promote positive employees’ behaviors,
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improve productivity, and create competitive advantages. More of that, the recommendations are aiming to maintain and

attract human resources, especially to the talents. The recommendations are detailed as follows

 Firstly, businesses should focus on and encourage communication within the organization, which promotes the

exchange of information to support each other and create favorable conditions for job completion. As known, the two-

way communication between superiors and subordinates will help employees obtain information or feedback to

perform and improve their tasks. Thus, it is necessary to concentrate on the establishment and development of a

friendly employment environment.

 Secondly, training and development activities (T&D) should be conducted because this is a strategic weapon for the

long-term profit and sustainable development of the businesses. As proven in the literature, T&D is also considered as

a tool of motivation and maintenance of the talents in the businesses.

 Thirdly, the creativity and innovation activities should be formulated and developed in businesses in the organization.

As indicated in the study of Håkansson & Waluszewski, the creativity and innovation activities are really important

and necessary in today's fiercely competitive environment and it becomes a prerequisite for the existence and

development of businesses [76].

 Fourthly as the last, as of the above analysis, the “brand” factor has a strong impact on the organizational commitment

of the employees, thus, businesses require to set up clear direction and branding strategy in the future and represent the

organization's long-term vision. The sharing of the corporate strategies and goals helps employees better understand the

organization's operations and join with the organization activities, and contribute to the overall success of the

organization's future.

VII. Conclusion

The study is conducted based on the theories of motivation and commitment in the organization, and used is

quantitative research including two main study phrases. The study determines the 4 factors of motivation as (1) Wages and

benefits, (2) Job characteristics (3) Employment relationships, and (4) company brand and the 3 factors of commitments as

the affective commitment, continuance commitment and normative commitment. The results show there is the impact of

motivation factors on commitment factors with the three accepted hypotheses. From that point of view, some of

recommendation and implications in terms of the motivation and commitment enhancements have been established to the

businesses owners/ managers. However, there is the limitations of the study. The first limitation is on sample size. The

study is done with the small sample and in case, the result can be more accurate with the larger sample size. The second is

that the measurement scales are developed from the adaption of the domestic studies. Therefore, the limitations will open

the further studies to contribute to the practice and theory of business management.
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