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Abstract 

This study investigates the relationship between rewards and the organizational commitment (OC) of 5,522 
employees who work for 5 Japanese companies in Vietnam focusing on the difference between Red River Delta 
(Hanoi and surrounding provinces) and South East (Ho Chi Minh City and surrounding provinces). Hierarchical 
regression analysis revealed that co-worker support had stronger influence on OC in Red River Delta than in 
South East. On the other hand, benefit satisfaction had stronger influence on OC in South East than in Red River 
Delta. Other rewards (i.e., fatigue, supervisor support and autonomy) were equally related with OC for both 
areas. These results mean that OC-rewards relationship differs between regions and indicate signs of increasing 
individualism among Vietnamese employees in more economically developed parts of the country. Discussions 
and implications concerning human resource management in Vietnam are offered. 

Keywords: exploratory factor analysis, organizational commitment, Japanese companies, regional difference, 
rewards, Vietnam 

1. Introduction 

Since economic and political reforms under Đổi Mới launched in 1986, Vietnam has experienced rapid economic 
growth and development and transformed itself from one of the world’s poorest nations to a lower 
middle-income country. Since 1990, Vietnam’s GDP per capita growth has been among the fastest in the world, 
averaging 6.4 percent a year in the 2000s. Despite uncertainties in the global environment, Vietnam’s economy 
remains resilient being supported by the country’s fundamental drivers of growth, namely resilient domestic 
demand and export oriented manufacturing (World Bank, 2017). 

Especially, foreign direct investment (FDI) is an important source of capital and economic growth as it provides 
a package of new technology, management expertise, finance and market access for the production of goods and 
services (Vuong & Yokoyama, 2011). Vietnam has successfully attracted large volumes of FDI, sustaining levels 
of around 10-12 billion USD per year over the resent several years. Accordingly, foreign invested companies 
have played an increasingly important role in Vietnam economy: FDI sector exports reached 67 percent of the 
country’s total exports in 2013, up from 47 percent in 2000; and foreign invested enterprises’ share of the GDP 
increased to 18 percent from 13 percent over the same period (U.S. Department of State, 2014). Japanese firms 
in particular have been eager to increase manufacturing investment and continued to benefit from Vietnam’s 
growth remaining one of the leading investors in Vietnam. Total accumulated number of projects and amount of 
capital of Japanese direct investment were 2,914 and 38,973.6 million USD in the end of 2015, which accounted 
for 14.5% and 13.8% of those of total FDI and became Vietnam’s second largest source of foreign capital 
following the Republic of Korea (General Statistics Office of Vietnam, 2016). Vietnam was the third promising 
destination for overseas operation by Japanese manufacturing companies over medium term, just behind China 
and India, and the fifth over the long term following India, China, Russia and Brazil (Japan Bank for 
International Cooperation, 2008).  

However, 66.6% of Japanese companies answer that “increase of employment cost” is an obstacle for investment 
to this country (Japan External Trade Organization, 2014). Besides, employees’ voluntary turnover rate is high, 
12.7% for multinational corporations (MNC) and 17.2% for local companies in 2014 respectively (Mercer & 
Talentnet Corporation, 2015). Then the managers who intend to manage subsidiaries in Vietnam may have come 
to the stage where they should consider not only of using low cost labor force but of how to utilize talented 
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employees truly necessary for the company. Furthermore, as well as most other countries in the world, Vietnam 
has not developed impartially; i.e., economic level is much different between regions. Especially, the gap is 
significant between the two most developed areas, i.e., Red River Delta (Hanoi and surrounding provinces) and 
South East (Ho Chi Minh City and surrounding provinces), and others. Besides, there are a number of 
differences between these two advanced regions. For example, in 2011 there were 2,609 FDI enterprises for 
which 613,126 employees work in Red River Delta which account for 29.1% and 24.0% of total number of FDI 
enterprises and employees in Vietnam, respectively. These figures were much smaller than those of South East: 
5,332 FDI enterprises and 1,535,376 employees account for 59.2% and 60.2% of total number of FDI enterprises 
and employees in Vietnam, respectively. Likewise, accumulated number of projects and amount of registered 
capital (million USD) were 6,186 (30.8%) and 72,258 (25.6%) in Red River Delta and 10,686 (53.2%) and 
122,545 (43.5%) in South East, respectively (the figures in parentheses are the shares in Vietnam total). 
Accordingly, there is more than 10% difference in monthly average income per capita between regions: 
3,265,000 VND in Red River Delta whereas 4,125,000 VND in South East in 2014 (General Statistics Office of 
Vietnam, 2014; 2016; 2016).  

These differences are considered to be engendering the gaps on people’s awareness of and attitudes towards the 
work and workplaces between regions. However, there is not enough accumulation of research about this theme. 
In this situation, it is necessary to research how these regions are different each other so that companies can 
acquire hints to reduce their employee turnover rates or attract the best employees in Vietnam grasping the 
characteristics of these regions. So, this study analyzes antecedents of organizational commitment (OC) and 
difference between employees in Red River Delta and South East who are employed by Japanese firms. OC is 
defined as the employees’ state of being committed to assist in the achievement of the organization’s goals, and 
involves the employees’ levels of identification, involvement and loyalty (Caught, Shadur, & Rodwell, 2000). 
The reason why the researcher focuses on the antecedents of OC is because OC is seen as a prime explanation 
for why some desire to remain employed while others do not (Allen & Meyer, 1990; Mowday, Porter, & Steers, 
1982; Peyyer, Jordan, Firms, & Travaglione, 2010; Steers, 1977) or why some have a high work performance 
while others do not (Meyer, Stanley, Herscovitch, & Topolnytsky, 2002; Phipps, Prieto, & Ndinguri, 2013). OC 
is also known to be related with the corporate innovation and creativity (Hou, Gao, Wang, & Yu, 2011; Jafri, 
2010). 

Although the gap would be more significant between these developed areas and other less developed areas, we in 
this paper compare these two developed regions only, namely, relatively less developed Red River Delta and 
more developed South East due to limited data availability in other regions. However, the researcher considers 
that we may become to predict how the other more backward areas are different from these more developed 
areas and how they will change in future by extrapolating the findings of this research. This study may also 
provide an implication to the government on how to reduce domestic economic gaps between regions to attain 
sustainable development because previous study showed that greater equality of income increased the duration 
of countries’ economic growth spells more than free trade, low government corruption, foreign investment, or 
low foreign debt (Berg & Ostry, 2011). Accordingly, it may not be unreasonable to assume that if Vietnamese 
laborers in corporations in backward regions could have higher OC, the economies would show higher 
performances by retaining high-quality employees in particular workplaces for a long period, which enables 
smoother technological transfer, knowledge sharing and organizational growth in a corporation (Chiang, Han, & 
Chuang, 2011; Neyestani, Piran, Nasabi, Nosrati, & Maidanipour, 2013), and accordingly would promote 
balanced and long-standing national development.  

2. Literature Review 

2.1 Organizational Rewards in Vietnam 

The achievement of an organization does not only rely on how the organization utilizes its human capitals and 
competencies but also on how it incites commitment to the organization (Beukhof, De Jong, & Nijhof, 1998). 
Hence, there is growing evidence to suggest that organizations can enhance the commitment of their workforce 
through the provision of organizational rewards (Newman, Thanacoody, & Hui, 2011). The social exchange 
theory supposes that when an individual is happy with the rewards provided by their organization, they will 
reciprocate by developing positive attitudes towards their organization such as higher levels of commitment 
(Haar & Spell, 2004). Besides, it was shown that enhancement of OC brings higher productivity and lower 
turnover intention in the West (e.g., Meyer, et al., 2002). However, despite tremendous research on OC, there is 
little research on OC and its antecedents in non-Western countries and Vietnam in particular. Furthermore, it is 
unclear how different categories of organizational rewards might influence organizational commitment in 
different regions in Vietnam.  
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Several studies conducted in Vietnam also show that OC is strongly related to the employee’s intention to leave 
or stay with the organization and it plays a vital role to strengthen the organization growth (Hai, 2012; Pham & 
Pham, 2016). In addition, another study has indicated a strong link between OC and employee performance 
(Than, Pham, & Pham, 2016). The antecedents significantly correlated with OC in previous study in Vietnam 
setting were: autonomy or discretional power (Pham & Pham, 2016); financial compensation (Pham & Pham, 
2016); support from supervisors/colleagues (Nguyen, Mai, & Nguyen, 2014; Pham & Pham, 2016), etc. From a 
different viewpoint, Than, Pham and Pham (2016) indicated that job stress influenced employee performance. 
Following these pieces of research, this paper supposes five rewards as the antecedents of OC. They are: 
autonomy; benefit satisfaction; fatigue; supervisor support; and co-worker support.  

These rewards are sometimes classified into three groups: i.e., intrinsic, extrinsic and social rewards. In previous 
research, intrinsic rewards comprised autonomy, extrinsic rewards included benefit satisfaction and fatigue, and 
social rewards contained supervisor support and co-worker support (e.g., Kokubun, 2017). Porter and Lawler 
(1968) defined intrinsic rewards as the satisfaction that a person derives from doing the job and extrinsic rewards 
as tangible benefits obtained as a result of doing the job, such as pay and promotions. On the other hand, 
according to Mottaz (1985), social rewards refer to those that are derived from interpersonal relationships with 
colleagues and supervisors. As there is little research in this field in Vietnam, the researcher pick up China as a 
substitute to estimate the relation between OC and rewards in this research because China shares with Vietnam 
some similarities not only on political features (e.g., Socialism, Confucianism), geographical positions, 
economic stages, etc. but also on human matters such as mutual respect, face-saving, and politeness which 
dominate all levels of the relationship among organizational members (Nguyen, 2002), and there are more stocks 
of research than in most other Asian countries. Previous work in the West and China are summarized as: (i) 
intrinsic rewards have a greater impact on OC of employees in the West than extrinsic or social rewards (Eby, 
Freeman, Rush, & Lance, 1999; Malhotra, Budhwar, & Prowse, 2007; O’Reilly & Caldwell, 1980); and (ii) 
extrinsic and social rewards have a greater impact on OC of Chinese employees than intrinsic rewards (Miao, 
Newman, Sun, & Xu, 2013; Newman & Sheikh, 2012). 

As it was found by Hofstede (1980) that culture of a country changes as its economy develops, difference 
between “(i)” and “(ii)” might be attributed not only to geographical features such as the West and the East but 
also to economic stages on which each country is placed. Various researchers (e.g.,Triandis, 1995; Hofstede, 
2001) have argued that individualism-collectivism is related to societies’ level of wealth and economic 
development with a shift from collectivism to individualism. In empirical research, actually, a strong positive 
correlation between economic affluence and the level of individualism was observed (Basabe & Ros, 2005; 
Fischer & Mansell, 2009). Here, Boyacigiller & Adler (1991) argue that the commitment of employees with 
collectivist values may arise from ties with managers, owners, and co-workers, whereas the commitment of 
employees with an individualist orientation may be due to the job itself or the compensation system. If these 
assertions are true, the reason of “(i)” might be attributed as follows: as Western countries are overall more 
developed than others, employees are more individualistic and intrinsic rewards are accordingly more important 
for OC. On the other hand, for “(ii)”, it may be assumed that: as China is less developed than Western countries, 
employees are less individualistic and social rewards are accordingly more important for OC. The reason why 
extrinsic rewards are more important for OC of employees in China in spite of its collectivistic culture will be 
that the economy of China is still in transition and most employees have to work for resources for subsisting.  

2.2 Moderating Role of Region 

However, compared to such research undertaken cross nationally, little attempt has been made to explore 
intra-national divergences. A little empirical evidence of intra-national study in China setting suggests that 
individualism could be increasing (Yan, 2009) and such a trend is likely to be most evident in more economically 
developed parts of the country (Ralston et al., 2008) although it has been argued that Chinese culture is largely 
collectivistic. In line with these pirces of research, the present study focuses on OC at the sub-national level 
within Vietnam, a nation where such differences are well documented. Reflecting the limitations of cross-cultural 
OC studies, the chief objectives of this paper are to explore whether patterns of OC differ according to regional 
differences in the level of economic development within Vietnam and the extent to which these might indicate 
signs of increasing individualism among Vietnamese employees. Such a trend is predicted to be most evident in 
more economically developed parts of the country. This leads us to the following hypotheses: 

2.2.1 Extrinsic Rewards 

Hypothesis 1: Relationship between benefit satisfaction and OC is positively stronger for South East than Red 
River Delta. 
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Hypothesis 2: Relationship between fatigue and OC is negatively stronger for South East than Red River Delta. 

2.2.2 Social Rewards 

Hypothesis 3: Relationship between supervisor support and OC is positively stronger for Red River Delta than 
South East. 

Hypothesis 4: Relationship between co-worker support and OC is positively stronger for Red River Delta than 
South East. 

2.2.3 Intrinsic Rewards 

Hypothesis 5: Relationship between autonomy and OC is positively stronger for South East than Red River 
Delta. 

The correspondence of these three rewards to five subdivided rewards was adopted from previous research (e.g., 
Kokubun, 2017). Among them, Hypothesis 1 to 2 are in line with the assertion that economic development 
promotes individualism (Hofstede, 2001) and that the commitment of employees with an individualist 
orientation may be due to the job itself or the compensation system (Boyacigiller & Adler, 1991). Although these 
hypotheses contradict with the findings of previous research: extrinsic rewards are more strongly associated with 
OC in a collectivistic nation (i.e., China) than in individualistic nations (i.e., the West) due to the huge economic 
gaps between them, the researcher considers that the economic difference between Red River Delta and South 
East is not much significant to necessitate taking into account the effect of work for subsisting in the analysis. 
Hypothesis 3 to 5 are in line with the results of previous research in China and the West as described above: i.e., 
the former (more backward area) is stronger in social rewards whereas the latter (more developed area) is 
stronger in intrinsic rewards in relation with OC, respectively. More comprehensively, we are lead to the 
following hypotheses: 

Hypothesis 6: Extrinsic rewards more contribute to forming OC in South East than in Red River Delta. 

Hypothesis 7: Social rewards more contribute to forming OC in Red River Delta than in South East. 

Hypothesis 8: Intrinsic rewards more contribute to forming OC in South East than in Red River Delta. 

Off course, Vietnamese culture may not be explained individualism-collectivism axis only. It is fully 
considerable that other important cultural characteristics such as “high power distance” (Hofstede, 1980) or some 
kind of friction which is generated in the process of socialization of peasants into industrial laborers with 
regularity and discipline (Kerr, Dunlop, Harbison, & Myers, 1960; Landes, 1969; Thompson, 1967) may affect 
these regional differences, too. However, as most previous research focuses on this individualism-collectivism 
axis, this paper tentatively follows this contrast here and is going to discuss the reason of possible differences 
between hypotheses and results in the latter part of this paper. 

Accordingly, we propose following model (Figure1): 

 
Figure 1. The moderating effect of region on the organizational commitment-rewards relationship 
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2.3 Cultural Effect of China 

Before proceeding to concrete analyses, it may be better to review characteristics of the Vietnamese culture as 
members of a culture will have similar sets of preferences built into how they view the world (Hofstede, 2001). 
Vietnam has been affected by many countries economically and culturally. Especially, China has had a 
significant influence on Vietnam since Confucian traditionalism first came to Vietnam in 111 BCE by the 
Chinese colonization (Zhu, 2003, p. 254). Accordingly, the Vietnamese culture is described similarly with 
Chinese one as having large power distance, high collectivism, maintaining face, etc. (Nguyen, 2002; Ralston, 
Nguyen, & Napier, 1999; Truong & Nguyen, 2002). Among them, high collectivism characteristic of Vietnamese 
culture is reflected in values associated with the Vietnamese kinship system, where the parent-children 
relationship is viewed by the Vietnamese as basic to social life and thus most Vietnamese retain very close ties 
with their families. Such familial style is also widely accepted in Vietnamese enterprises: The bosses used to 
treat their company as a big family and often showed a parental concern for their employees. Accordingly, the 
typical management style in Vietnam is said to be paternalistic, authoritarian and familial (Quang & Vuong, 2002, 
pp. 52-53). Furthermore, such superior-subordinate relationship is not limited within the organization; it is 
extended to the life outside the organizations as well (Nguyen, 2002). 

However, these influences from China is said to be stronger in Red River Delta than in South East. On the other 
hand, the other kind of influences typically from the United States and Western countries through history of trade 
and colonization is said to be more influential in South East (Engholm, 1995; Ralston, Holt, Terpstra & Yu, 
1997). Furthermore, in the transition toward a market economy, there is high interest among younger managers, 
pioneered by those in FDI companies, to adopt and practice a participative style of management (Quang & 
Vuong, 2002, p. 40). Besides, previous research reveals that Vietnamese nowadays become more individualistic 
than before as a result of rapid industrialization (Hoang, 2008). Such a new trend is considered to be stronger in 
South East than in Red River Delta taking account the difference in the volume of FDI and income levels 
between regions as described above.  

2.4 Japanese Companies’ HRM Performance in Vietnam 

As we suppose in this paper that rewards are related with OC in Japanese companies in Vietnam, let us review 
what local employees think about Japanese companies before proceeding analyses. The Japanese manufacturing 
workplace has been characterized by commitment, loyalty and lower rates of turnover, absenteeism and 
industrial conflict along with high levels of productivity and product quality (Colignon, Usui, & Kerbo, 2007). 
Besides, it has been argued that elements of Japanese management, such as secure employment or an emphasis 
on seniority, are still strongly present in Japanese overseas subsidiaries, and that such practices may even be 
more appropriate for countries that are developing economically (Wasti, 1998). However, in contrast, previous 
survey conducted in China has indicated that Japanese companies do not rank among the most popular 
employers, and are even frequently named as those that people would least want to work for (Zhang, 2003). 
Likewise, Yu & Meyer-Ohle (2008) revealed that Chinese employees who worked for Japanese companies had 
more complaints than those who worked for Western companies in the areas of lack of privacy, process 
orientation (less flexible and less results-oriented work), long working hours and overtime, low remuneration, 
inadequate career development, etc. In Vietnam setting, for instance, Toyota (2015) argues that Japanese 
companies are less competitive in payment schemes especially for manages and skilled employees with paying 
them two to three times lower amount than those of the Western and South Korean companies. 

From a different viewpoint, an empirical survey by Shiraki (2012) revealed that Japanese managers in East Asian 
countries received poorer evaluations from their subordinates than local managers did especially for job 
performing ability, leadership and capability for managing subordinates. Besides, such differences are more 
significant in original members of ASEAN countries (i.e., Thailand, Malaysia, Indonesia and Philippines) than in 
China, indicating that Japanese-led HRM is likely to become weaker in its effect as an economy experiences 
longer period of industrialization and employees become to require more sensitive cares from the management. 
From these findings, HRM of Japanese companies may not be fully effective for enhancing OC of employees 
especially in more developed areas where people are more individualistic and acquisitive, although may more or 
less be effective in less developed areas where people are more collectivistic and pastoral. In other words, 
Japanese companies in Vietnam may face some barriers to make it hard to provide employees appropriate 
support which could be perceived as the rewards worth reciprocating, especially in more developed areas.  

3. Methods 
3.1 Participants 

We sent questionnaires to employees in 5 Japanese companies in Vietnam. We purposely selected Japanese 
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companies in Vietnam instead of other kinds, such as state-owned or other private companies as they have a 
different set of HRM practices and many organizational variables would not be eligible for legitimate 
comparison with Japanese counterparts. 12,000 questionnaires were distributed via the HR department of 
participant companies. The participation was basically compulsory. With a promise to present the summary 
results, the HR department of each firm administered the questionnaires by distributing and collecting completed 
questionnaires. Each respondent was requested to put the completed questionnaire into an envelope that the 
researcher provided along with the questionnaire and seal it for him/her self to guarantee complete anonymity. 
Overall, 10,786 surveys were collected, reflecting a response rate of 89.9%. However, in this analysis, we 
eliminated 7,839 surveys due to missing values (3,374 surveys) or inappropriate characteristics such as contract 
workers, Japanese expatriates, etc. (4,465 surveys). Consequently, the final samples comprised 2,947 Vietnamese 
participants. Among them, 583 participants working for a company are from South East and the other 2,364 
participants working for 4 companies are from Red River Delta. Other demographic information of the 
participants is shown in tables of Appendix A.  

3.2 Measures 

The questions are obtained from Kokubun (2006), in which OC was correlated with various rewards in 
Malaysian setting. Recent research by Kokubun (2017; 2017; 2017) confirmed such correlations in setting of 
Thailand, Malaysia and China using the same questions, too. Accordingly, the researcher expects the similar 
association between the variables of reward and OC described below because these countries and Vietnam share 
similarities in geographical and cultural spheres (e.g., collectivism, high-power distance, etc. Cf. Hofstede, 1980). 
They are measured on a five-point scale. The original questionnaire was developed in English and then translated 
into Vietnamese. To ensure the accuracy of the translation, the questionnaire was then translated back.  

3.2.1 Benefit Satisfaction 

Benefit satisfaction was measured on a three-item scale. The alpha reliability was 0.761 for Red River Delta and 
0.691 for South East. 

3.2.2 Fatigue 

Fatigue was measured on a three-item scale. The alpha reliability was 0.821 for Red River Delta and 0.790 for 
South East. 

3.2.3 Supervisor Support 

Supervisor support was measured on a five-item scale. The alpha reliability was 0.874 for Red River Delta and 
0.847 for South East. 

3.2.4 Co-worker Support 

Co-worker support was measured on a four-item scale. The alpha reliability was 0.812 for Red River Delta and 
0.798 for South East. 

3.2.5 Autonomy 

Autonomy was measured on a three-item scale. The alpha reliability was 0.655 for Red River Delta and 0.587 
for South East. 

3.2.6 Organizational Commitment 

Five items were used to measure OC. The alpha reliability was 0.788 for Red River Delta and 0.756 for South 
East. 

As observed above, the alpha reliability ranged from 0.587 to 0.874, which suggested that the specified 
indicators are sufficient for use (Nunnally, 1978). 

3.2.7 Control Variables 

Several demographic variables were included to control for individual differences. Answered figures without any 
conversion were used for age and organizational tenure. Sample dummy shows South East or Red River Delta. 
Gender, university graduate/others, turnover experience, marital status, indirect/direct department, 
managerial/non-managerial position were also measured. Three dummy variables were created to control for the 
four different companies in Red River Delta. 

3.3 Analysis Tool 

The hierarchical regression analysis was used in this study to assess the influence of rewards on OC and the 
moderation role of region in the rewards-OC relationship. This tool is considered appropriate because it enables 
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an understanding of the absolute contributions of the predictor variables to OC (Cohen & Cohen, 1975). 

4. Results 

We conducted an exploratory factor analysis of all items (except control variables) to examine measurement 
invariance between Red River Delta and South East. The results of the factor analysis with varimax rotation are 
presented in Table 1, confirming a six-factor solution for all the items of benefit satisfaction, fatigue, supervisor 
support, co-worker support, autonomy and OC. The factor structure was the same for Red River Delta and South 
East; therefore, we are convinced that both Red River Delta and South East employees ascribed the same 
meanings to the scale items used in the current study (Milfont & Fischer, 2010). For reference, applying another 
side of the same reasoning, the researcher does not use the items “training” and “role clarity” (Kokubun, 2017; 
2017; 2017) to which the parties did not ascribe the same meanings according to the result of exploratory factor 
analysis in this research to prevent multicollinearity with other variables. 

Descriptive statistics for both Red River Delta and South East are presented in Table 2. Since correlation analysis 
which provides information about the relationship between dependent and independent variables did not present 
significant relationships between variables, where correlation coefficients ranged from 0.002 to 0.790 for all the 
pairs of variables and 0.190 to 0.568 for pairs within main variables and variable redundancy did not appear to 
be of concern (Nunnally, 1978), a hierarchical multiple regression analysis was conducted to test our hypotheses 
in Table 3. We entered the control variables, including sample variable (1 for South East and 0 for Red River 
Delta), in Step 1 and main effects of benefit satisfaction, fatigue, supervisor support, co-worker support, 
autonomy in Step 2. In Step 3, we entered interaction terms of sample variable with main effects for the entire 
sample to test regional moderation. Variables forming the interaction term were entered to minimize 
multicollinearity among the interaction terms and their components (Aiken & West, 1991). In addition, we 
conducted separate regression analysis using Red River Delta and South East data. All regression results are 
presented in Table 3. 

Step 1 presents the results when only the control variables are included in the regression to predict OC. Six out 
of nine demographic variables were found to influence OC. Among them, age, marital status, indirect department, 
position and sample were positively and gender was negatively related to OC. That means that employees of 
aged, married, indirect, higher position, South East and women tend to have higher OC than those of younger, 
single, direct, lower position, Red River Delta and men. 

Step 2 presents the results when all the five reward variables are added to the regression. Fatigue is negatively 
and the other four reward variables are positively associated to the regression significantly (p < 0.01).  

At Step 3, the relationship between benefit satisfaction and OC was moderated by the sample, showing that their 
relationship was stronger in South East than in Red River Delta (β=0.11, p < 0.10). In other words, employees’ 
OC was more affected by benefit satisfaction in South East compared with in Red River Delta. However, on the 
other hand, the relationship of co-worker support with OC was weaker in South East than in Red River Delta 
(β=-0.15, p < 0.10), which suggests that co-worker support is less important in forming OC in South East than 
Red River Delta. The significant results of these moderation tests are consistent with Hypothesis 1 and 4. 
However, the relationships of other variables with OC showed no significant difference between Red River Delta 
and South East, inconsistent with Hypothesis 2, 3 and 5. 

In separate regression analysis using Red River Delta and South East data, we entered the control variables in 
Step 1, and main effects of benefit satisfaction, fatigue, supervisor support, co-worker support, autonomy in Step 
5. In Step 2 to 4, main effects were separately entered by the kind of rewards (extrinsic, social and intrinsic 
rewards) to test their comparative importance. All the five reward variables were significantly associated with 
OC when they were entered separately in Step 2 to 4 (p < 0.05). However, both fragments of social rewards were 
not significantly associated in South East data when they were entered together with other kind of rewards in 
Step 5 suggesting relatively low importance for OC. Observing adjusted R2, extrinsic, social and intrinsic 
rewards explained 17%, 21%, 23% of additional variance in OC respectively in Red River Delta data. On the 
other hand, these figures were 16%, 10% and 15% in South East data. These imply that all of three types of 
reward are important for OC in both regions, although social rewards are more important than extrinsic rewards 
in Red River Delta while extrinsic rewards are more important than social rewards in South East, supporting 
Hypothesis 6 and 7. However, these figures show at the same time that intrinsic rewards are as important as the 
more important one of two another rewards: namely, intrinsic rewards are as important as social rewards in Red 
River Delta and extrinsic rewards in South East in forming OC respectively, contradicting Hypothesis 8.  

To sum up, Hypothesis 1, 4, 6 and 7 were supported, while Hypothesis 2, 3, 5 and 8 were rejected. In other 
words, employees’ OC was more correlated with extrinsic rewards (especially with benefit satisfaction) than 
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social rewards in South East and more correlated with social rewards (especially with co-worker support) than 
extrinsic rewards in Red River Delta. However, we may not overlook the result that OC was correlated with 
intrinsic rewards as significantly as extrinsic rewards in South East and social rewards in Red River Delta, and 
accordingly there was no marked comparative difference in intrinsic rewards-OC relationship between regions. 

5. Discussion and Implications for Theory and Practice 

The objective of the present study was to investigate the difference between Red River Delta (Hanoi and 
surrounding provinces) and South East (Ho Chi Minh City and surrounding provinces) in antecedents of the 
organizational commitment (OC) of employees working in the Japanese companies in Vietnam. Our findings 
demonstrate that all the rewards (i.e., benefit satisfaction, fatigue, supervisor support, co-worker support, 
autonomy) engendered higher levels of OC. This is in line with previous research (e.g., Kokubun, 2017; 2017; 
2017) and indicates there are many rewards to enhance Vietnamese OC. However, we found the two differences 
between Red River Delta and South East.  

 

Table 1. Results of exploratory factor analysis 

 

 

Table 2. Descriptive statistics and correlations 
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Table 3. Result of hierarchical regression analyses 

 

 

First, compared to South East, Red River Delta employees typically respond more positively to co-worker 
support in the workplace. In other words, employees in Red River Delta may respond more easily to co-workers’ 
support and have higher OC. This may be because a workplace in Red River Delta tends to have more 
collectivistic culture shared by employees, which leads them to expect colleagues to support each other. Second, 
compared to Red River Delta, South East employees typically respond more positively to benefit satisfaction. In 
other words, employees in South East may respond more easily to benefit and have higher OC. This may be 
because a workplace in South East tends to have more individualistic culture shared by employees, which leads 
them to expect the management to enrich financial and material benefit. The first difference indicates that people 
tend be more collectivistic in economically less developed area (i.e., Red River Delta) than in more developed 
area (i.e., South East). On the contrary, the second difference indicates that people are likely more individualistic 
in economically more developed area than in less developed area. Applying these results, we may predict that 
people would become less collectivistic and more individualistic as the country develops economically over 
time. 

On the other hand, other rewards, namely fatigue, supervisor support and autonomy, show no significant 
difference between regions on the degree of association with OC. In other words, health controls of employees, 
employees’ relation with the boss and job delegation towards employees are equally important for maintaining 
their OC in both regions. These results are not expected but at the same time are full of interesting suggestion for 
considering the regional cultural difference in this country. Let us remember that previous research describes 
Vietnamese culture as large power distance, high collectivism, maintaining face, etc. (Nguyen, 2002; Ralston et 
al., 1999; Truong & Nguyen, 2002). Among them, in so far as collectivism, regional difference of correlation 
between co-worker support and OC in this research indicates that collectivism is weaker in South East than in 
Red River Delta, suggesting that people become less collectivistic as a society becomes wealthier. On the other 
hand, what can we consider about power distance? Our results show that there was no significant difference in 
the effect of supervisor support toward OC between regions, suggesting that a culture of boss- subordinate 
relationship, typically known as high power distance, does not change by economic development so much. This 
difference between supervisor and co-worker support in relation to OC may be attributed to the nature of these 
rewards. A culture of collectivism may be more or less common in less developed and agriculture-based society 
as people live and work together retaining close ties with their families (Nguyen, 2002). Accordingly, such 
collectivistic culture may become weaker as the society transcend economically and force them to live as 
business people. On the other hand, a culture of hierarchical value, which came from China as a central facet of 
the Confucian canon more than two thousand years ago and has penetrated through this country affecting 
people’s way of thinking (Zhu, 2003), may not change easily.  

On the other hand, more cautious explanation might be necessary for another variable which showed unexpected 
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result: i.e., “autonomy” was initially expected to be stronger in association with OC in South East than in Red 
River Delta as it was considered to be a fragment of intrinsic rewards and become larger in its effect to OC as 
economy develops. However, our result shows that correlation between autonomy and OC was equally strong 
between economically different regions. This finding was not expected, yet nor is it a complete surprise given 
the culture of this country. Despite their high collectivistic culture, Vietnamese are known to be sometimes 
individualistic at work (Nakamura, 2009). These contradictive features might be because they are originally from 
autonomous villages, where each village people feel an intimacy and mutual support only within itself, existing 
quite independently from the others (Nguyen & Aoyama, 2013). Actually, Vietnamese are known to express a 
strong desire for self-control and self-dependence more than Chinese saying “phepvuathua le lang (king’s rule is 
transcended by village’s regulation)” (Thang, Rowley, Quang, & Warner, 2007, p. 121). Accordingly, the reason 
why no significant regional difference was found in association between autonomy and OC may be because two 
tendencies behind autonomy worked opposite direction and canceled out each other: i.e., (i) people became more 
individualistic (in the meaning of business persons in industrialized society) and came to require more 
autonomous work along with economic development; (ii) people became less individualistic (in the meaning of 
farmers in traditional isolated village society) and came to be able to bear more hierarchically controlled work 
styles. For reference, the latter interpretation is in line with an argument that industrialization typically 
accompanies socialization of employees from farmers to industrial workers (Kerr et al., 1960; Landes, 1969; 
Thompson, 1967). 

Similar reasoning may be possible for the result of fatigue, which was initially expected to be stronger in 
association with OC in South East than in Red River Delta but our result shows no difference between regions. 
Before the analysis, we predicted that the relation between fatigue and OC may be stronger in more advanced 
areas as people are more individualistic and acquisitive requiring the balance of work and life. Actually, recent 
empirical cross-country research shows that employees from individualistic countries reported a higher 
perceived workload and higher turnover intentions than their counterparts in collectivistic countries while 
working the same number of hours (Yang et al., 2012). However, we could have considered differently, i.e., the 
relation might be stronger in less developed areas as laborers were less accustomed to the way of working in 
modern industries due to shorter period of industrialization and accordingly might be more sensitive to the stress 
which occurs in the process of adaptation to regularity and discipline (Kerr et al., 1960). By canceling out of 
these possible effects each other, it is considered that fatigue did not have meaningful effect to differentiate these 
regions in so far as its relation with OC. 

We may perhaps further utilize this paper’s results to consider appropriate allocation of industries by regions by 
focusing on spatial difference of collectivistic and individualistic values. Namely, industries which require more 
collectivistic features of employees, such as manufacturing industries which place great importance on teamwork 
and cooperation among employees, may be better to select Red River Delta as a place of operation. On the other 
hand, those which seek for more competitive attitudes of employees, such as commercial and service industries 
which are easier to construct payment scheme based on the employees’ accomplishments, may be better to select 
South East. For reference, these assertions are consistent with considerations of Japanese experienced business 
consultants who operate in Vietnam and evaluate Vietnamese by more intuitive words such as “northern people 
are more suitable for manufacturing and southern people are more suitable for sales” (Sugiura, 2016; see also 
Hachiya, 2013; Life Style Researcher, 2015; Osato, 2015). Off course, applying the discussion above, these 
features may not be everlasting but would rather change as the country further develops economically over time. 

Additionally, we may examine local adaptability of the management of Japanese companies in both regions. 
Japanese companies is sometimes considered to be a second family which encourages intensive socialization 
(Jackson & Tomioka, 2004) and require managers closely involved with a work group (Whitney, 1994, p.100), 
even though nowadays Japanese management changes and parts from such family-like style due to economic 
stagnation and the influence of globalization (Haghirian, 2010). In this sense, Japanese companies may possibly 
have advantages to adapt themselves to Vietnamese work conditions especially in Red River Delta which leave 
more collectivistic culture than South East. However, we may not take an optimistic view remembering the fact 
that Japanese managers are typically less trusted from their subordinates than local counterparts especially for 
job performing ability, leadership and capability for managing subordinates (Shiraki, 2012). Accordingly, 
collectivistic culture of Japanese companies may not be attractive for the employees even in Red River Delta, 
rather, could become harmful to soundness of the management through the channel of stronger effect of peers’ 
support towards OC in this region. Accordingly, Japanese companies may need to improve the HRM in Vietnam, 
especially in human relations in Red River Delta, to enhance the employees’ OC by strengthening the support 
each other through enriched education and training for team building, localization of the management by 
transferring authority from Japanese expatriates to local staffs, etc. 
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On the other hand, Japanese companies may face more difficulties to adapt themselves to the environment in 
South East because they are known to be less competitive in payment schemes than the Western and Korean 
companies (Toyota, 2015). Such low payment is off course partly due to low localization of the management of 
Japanese companies, and in this sense, it is assumed that extrinsic rewards are closely related with intrinsic 
rewards which have equally strong effect to OC in South East. Based on the result of this research, it is expected 
that Vietnamese may become more individualistic and acquisitive requiring more extrinsic rewards as the 
economy develops continuously in the future. Japanese companies may have to reconsider their HRM to become 
more attractive and fully function to induce higher OC even in more advanced future societies in Vietnam. 

6. Study Limitations and Suggestions for Future Research 

There are three significant limitations on this research. The first one is about impartiality. The sample in this 
research is unevenly distributed by regions: 4 companies are in Red River Delta whereas 1 company is in South 
East. Furthermore, employees who work for automobile and parts industries account for more than 80 percent of 
the sample in Red River Delta, whereas those who work for electrical parts industry account for 100 percent in 
South East. The fact that the sample employees are all extracted from Japanese companies and not from others 
also should not be overlooked. Accordingly, future research using the sample of larger volume and wider variety 
of industries/origins may perhaps revise our findings in this research.  

The second limitation is about applicability. The regional difference in rewards-OC relationship is considered to 
have been molded through long and complicated history of this country such as influence of China in the 
northern part and the United States and the Western countries in the southern part. Accordingly, we might be lead 
to wrong directions if we simply apply the same methodology to other nations’ cities (e.g., Beijing and Shanghai) 
without taking account such historical characteristics. Future research of intra-national differences is 
recommended to carefully take into account regional features of the sample. 

The third limitation of this research is about reliability. This study used self-report data from single respondents, 
which may have resulted in common method bias. Future research might consider the inclusion of 
supervisor-rated scales to reduce common method bias and remedy the weakness of the present study design. 
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Appendix A 

Demographic Inofrmation 
pp g p

Male Female
Belowr 20
years old

20-29 30-39 40-49
50 years old
and above

1,591 773 2,364 4 1,579 696 77 8 2,364
67.3% 32.7% 100.0% 0.2% 66.8% 29.4% 3.3% 0.3% 100.0%
142 441 583 14 472 92 5 7 590

24.4% 75.6% 100.0% 2.4% 80.0% 15.6% 0.8% 1.2% 100.0%
1,733 1,214 2,947 18 2,051 788 82 8 2,947
58.8% 41.2% 100.0% 0.6% 69.6% 26.7% 2.8% 0.3% 100.0%

Below 2 year 2-5 year 6-9 years 10-19 years
20 years and

above
Have

experience
Have no

experience

16 125 1,128 634 461 2,364 927 1,437 2,364
0.7% 5.3% 47.7% 26.8% 19.5% 100.0% 39.2% 60.8% 100.0%
120 137 182 124 20 583 514 69 583

20.6% 23.5% 31.2% 21.3% 3.4% 100.0% 88.2% 11.8% 100.0%
136 262 1,310 758 481 2,947 1,441 1,506 2,947
4.6% 8.9% 44.5% 25.7% 16.3% 100.0% 48.9% 51.1% 100.0%

Lower
Secondary

School

Upper
Secondary

School

Specialized
College

College/
Vocational

University
Graduate
School

In the middle
of school

years
Others

41 1,233 255 412 360 15 28 20 2,364
1.7% 52.2% 10.8% 17.4% 15.2% 0.6% 1.2% 0.8% 100.0%
60 355 14 64 77 2 8 3 583

10.3% 60.9% 2.4% 11.0% 13.2% 0.3% 1.4% 0.5% 100.0%
101 1,588 269 476 437 17 36 23 2,947
3.4% 53.9% 9.1% 16.2% 14.8% 0.6% 1.2% 0.8% 100.0%

Single Married Others
Direct

department
Indirect

department
Managerial

position

Non-
managerial

position

605 1,737 22 2,364 1,821 543 2,364 141 2,223 2,364
25.6% 73.5% 0.9% 100.0% 77.0% 23.0% 100.0% 6.0% 94.0% 100.0%
328 250 5 583 367 216 583 45 538 583

56.3% 42.9% 0.9% 100.0% 63.0% 37.0% 100.0% 7.7% 92.3% 100.0%
933 1,987 27 2,947 2,188 759 2,947 186 2,761 2,947

31.7% 67.4% 0.9% 100.0% 74.2% 25.8% 100.0% 6.3% 93.7% 100.0%

Automobile
Automobile

parts
Electrical

parts
Others

1,481 461 0 422 2,364
62.6% 19.5% 0.0% 17.9% 100.0%

0 0 583 0 583
0.0% 0.0% 100.0% 0.0% 100.0%
1,481 461 583 422 2,947
50.3% 15.6% 19.8% 14.3% 100.0%

Age

South East

Total

Industry

Total

Red River
Delta

South East

Total

Department

Total

Total

Tenure

Total

Turnover experience

Red River
Delta

Gender

Total

Total

Position

Total

Red River
Delta

South East

Total

Educational background

Total

Red River
Delta

South East

Total

Total

Red River
Delta

South East

Total

Marital status
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