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Abstract

The purpose of the study is to determine the impact of several factors on employees’ job commitment in ten FDI manufacturing 
businesses in Vietnam’s Nghi Son Economic Zone during the COVID-19 Pandemic. The researchers used reliability tests, exploratory 
factor analysis, confirmatory factor analysis, and structural equation modeling to confirm the relationships between factors when 
analyzing the effect of variables on job commitment in FDI enterprises. Based on a poll of 481 respondents, the test findings showed 
that 07 parameters have positive effects on job satisfaction. Professional assurance, compensation, fringe benefits, supervisor, 
promotion, coworkers, and working conditions all have varying levels of impact. Job satisfaction, in particular, has a significant 
and positive impact on employees’ commitment to their jobs. According to research findings, the COVID-19 pandemic has been and 
continues to be a unique burden for Vietnamese firms in general and FDI manufacturing enterprises in Nghi Son EZ in particular. As a 
result, businesses must have appropriate HRM strategies to incentivize employees to recover, stabilize, and develop in the new normal, 
ensuring employee loyalty to the company.
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production and business activities of enterprises. Up to now, 
although Vietnam is controlling the pandemic well, most 
production and business activities of enterprises, especially 
Foreign Direct Investment (FDI) manufacturing enterprises 
in Economic Zones (EZ) that employ thousands of workers, 
are still struggling with many disadvantages in terms of 
human resources due to limitations in financial activities 
and welfare policies, which were seriously affected by 
the pandemic period. Therefore, the task of retaining and 
attracting employees to motivate them to work and devote 
themselves to the recovering of the enterprises becomes 
even more difficult. 

Nghi Son EZ was established in mid-2006 in Thanh 
Hoa province, the Northern critical economic part of 
Vietnam, with a focus on heavy and basic industries such as 
refining, processing, mechanical engineering, ship repairing, 
building, etc. Up to now, Nghi Son EZ is the key to attracting 
52 FDI investors, especially in the manufacturing sector in 
Thanh Hoa province, to exploit the deep-water seaport area 
and solve labor, employment, and development problems 
the local economy. The COVID-19 pandemic is having a 
very negative impact on the FDI sector here, disrupting the 
production supply chain and qualified human resources after 
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1. Introduction

The world and Vietnam are experiencing 
unprecedented negative impacts of the COVID-19 
pandemic that started in 2019. Until December 31st, 2021, 
Vietnam has 1,714,742 infections, ranking 31 out of 224 
countries and territories. The COVID-19 pandemic has 
caused a lot of turmoil in the Vietnamese labor market, with 
the millions of job workers negatively affected because of 
close down, lockdown, alternate work, reduced working 
hours, reduced income, etc., arising from difficulties in 
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the temporary shutdown and closure. The unstable supply 
of human resources leads to the disturbance in production 
activities of recovering periods. How to create satisfaction 
and commitment, which would become the willingness 
to stay and support the existence and development of the 
organization in the period of the pandemic as a member 
of it, is a key issue that FDI manufacturing enterprises 
need to consider to have appropriate human resource 
management strategies in this period. An increased level 
of fear of COVID-19 was associated with decreased job 
satisfaction, increased psychological distress, and increased 
organizational and professional turnover intentions (Rn et al., 
2020; Labrague et al., 2021). In this pandemic of COVID-19, 
organizations ought to know that engaged employees are the 
key to success. In this tough time, organizations must keep 
their personnel satisfied and motivated during pandemic 
circumstances (Chanana & Sangeeta, 2020).

Therefore, with the target of assessing the influences 
of motivational factors on job commitment in FDI 
manufacturing enterprises at Nghi Son EZ of Vietnam in 
the context of the COVID-19 pandemic, this article aims at 
identifying the main motivators of employees’ satisfaction 
and commitment. Theoretically, research on satisfaction and 
commitment in the world is abundant, but in the field of FDI 
firms in EZ in the period of a pandemic is still very little. With 
a preliminary view on some characteristics and limitations of 
work commitment in the area, as well as the lack of related 
studies, this research is necessary, on a practical basis, in the 
current context of Vietnam. 

2. Literature Review and Hypotheses

2.1. Job Satisfaction

The job satisfaction concept has been defined by different 
researchers worldwide from different perspectives. It is an 
essential factor of productivity (Lin et al., 2011; Boeve, 2007). 
Job satisfaction is a positive, happy emotional state through 
the evaluation of one’s work experience. Job satisfaction can 
be affected by a lot of factors, such as the relationship between 
employees and their supervisors, the work environment, and 
the level of performance of the instructor. Job satisfaction 
means contentment at work. It is the personal appreciation of 
the job conditions with the following features: the job itself, the 
organizational policy and administration, wages, occupational 
security, etc. (Khalid, 2010). 

However, during the COVID-19 pandemic period, the 
situation of job satisfaction is not as normal. Most countries 
introduced some form of restriction on their citizens, such 
as lockdown, social distancing, and the requirement to 
wear a mask at all times. In this difficult situation, most 
organizations must transform the way they work. For 
manufacturing enterprises in EZs, employees sometimes 

have to work and live on-site, which is a challenge because 
they face many living and psychological problems caused 
by the imbalance in life and work (Chanana, 2021). At that 
time, job satisfaction also poses new challenges with fully 
equipped working and living conditions on-site or conditions 
to ensure safety for production. Besides, there are mental 
motivators for employees to feel less stressed and sure about 
their job safety, health, and salary. The highly stressful work 
environment resulted in job dissatisfaction with a tendency to 
leave the job in the future during the pandemic of COVID-19 
(Said & El-Sshafei, 2021). It is the primary responsibility of 
organizations to take care of their employees’ well-being and 
properly engage them so that they always feel committed 
and satisfied.

2.2. Job Commitment

Job commitment is an issue that has received 
significant attention from researchers. Job commitment 
is the interconnected power of personal orientation and 
dedication to the work of an organization. It is defined as 
a personal attitude that reflects the degree of assimilation 
and willingness to sacrifice for the organization 
(Chun et al., 2016). The commitment of employees to 
the organization has guided the success of organizations. 
It is also the employees who are loyal to, proud of, and 
love the organization to help the organization achieve its 
big busi ness goals by satisfying customers, maintaining 
productivity and efficiency to achieve financial goals (Do & 
Le, 2015; Do et al., 2020). There are three components of 
a commitment to the organization: (1) a great want to be 
a member of the organization, (2) a desire to achieve the 
organization’s goals; (3) a willingness to do the best for 
the organization (Meyer & Allen, 1991). Commitment has 
a positive influence on job performance, and psychological 
capital is also related to organizational commitment 
(Nguyen & Ngo, 2020). Employees whose works are 
enriched by the organization will show an increased level 
of organizational commitment. Job enrichment makes 
employees feel that they have new competencies and skills 
in completing their work, and it allows them to feel the 
responsibility and obligation in completing their work. 

Motivation is an important predictor of job commitment. 
Motivational factors lead to positive mental health 
and challenge people to grow, contribute to the work 
environment and invest themselves in the organization. 
Work motivation is also a part of work spirit so that it 
improves the organizational commitment level of individuals 
(Tran & Do, 2020; Marta et al., 2021). Work motivation 
and job satisfaction partially mediate the influence of job 
enrichment on organizational commitment (Marta et al., 
2021). Commitment with the organization is a crucial factor 
to gain a competitive advantage and guide the success 
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of organizations by satisfying customers, maintaining 
productivity and efficiency (Do et al., 2020).

Job satisfaction is also able to affect the organizational 
commitment of employees (Valaei & Rezaei, 2016). 
Employees who are not satisfied will no longer be committed 
to the organization and eventually choose to leave or 
be expelled by the organization (Saha & Kumar, 2018). 
Scientific literature rightly admits three dimensions of 
organizational commitment are the most strongly correlated 
with job satisfaction (Meyer et al., 2002).

Organizational response to COVID-19 pandamic 
affects perceived job security and enhances organizational 
commitment (Filimonau et al., 2020). Job stress is also 
observed to have a direct negative impact on commitment 
(Zandi et al., 2020). At the time of the coronavirus outbreak, 
the healthcare workers in Babol had very positive and high 
organizational and social commitments (Aghalari et al., 
2021). The level of piety, resilience and a great sense of 
responsibility determine the commitment of an employee to 
the organization where he works (Athar, 2020).

2.3. Hypotheses

(i) Supervisor: is a person responsible for operating, 
managing, assigning work, organizing training, supervising, 
and developing the staff. According to Talukder (2019), 
direct supervisors are seen as the path leading to employee 
satisfaction in the organization. The attitude of supervisors, 
along with their understanding of employees will have a 
positive impact on organizational commitment, especially 
during difficult epidemic times.

H1: Supervisor positively affects the employee’s 
satisfaction with the enterprises.

(ii) Salary: is considered a retention factor affecting 
job satisfaction (Fletcher & Williams, 2006). It is 
a fundamental factor in ensuring the daily lives of 
workers and their families in the field of human resource 
management (Freund, 2005), especially in the context of 
the COVID-19 pandemic in the economy of developing 
countries such as Vietnam. The higher the wage policy is, 
the higher the satisfaction of the employees is.

H2: Salary positively affects the employee’s satisfaction 
with the enterprises.

(iii) Working condition: includes the physical and 
psychological environment. According to Armstrong and 
Taylor (2017), when the organization has a good working 
condition, the employee’s satisfaction is higher. Hanaysha 
(2016) showed the same view about the relationship 

between working conditions and employees’ satisfaction and 
commitment to the organization. 

H3: Working condition positively affects the employee’s 
satisfaction with the enterprises.

(iv) Promotion: this is considered a career development 
opportunity. Promotion at work means that superiors 
recognize the employee’s work capacity and striving. 
When the organization provides promotion opportunities 
makes employees feel that the organization has highly 
valued them and this increases their satisfaction with the 
organization (Kumaran & Sivasubramanian, 2013; Suma & 
Lesha, 2013).

H4: Promotion positively affects the employee’s 
satisfaction with the enterprises.

(v) Fringe benefits: is considered one of the most 
important elements of labor compensation (Artz, 2010). 
A welfare policy is linked to the commitment of employees 
because benefits influence job satisfaction, including social 
welfare components, sick and maternity leave, payment 
procedures, and holidays.

H5: Fringe benefits positively affects the employee’s 
satisfaction with the enterprises.

(vi) Colleagues: colleague relation aids retention and 
improves the work climate. Saiti (2007), in his study, 
argues that collaboration among co-workers will establish 
a relationship in harmonious work among them, which is 
an important element in achieving effectiveness through 
sharing, mutual understanding, and sympathy among 
individuals, creating better conditions to complete their 
work and increase their satisfaction. 

H6: Colleagues positively affects the employee’s 
satisfaction with the enterprises.

(vii) Profession assurance: Employees enjoy their job 
during the COVID-19 pandemic when their job security is 
guaranteed, all facilities are fulfilled, a happy atmosphere is 
provided, and a suitable workload is given (Hidayat et al., 
2021). In the pandemic of COVID-19, organizations should 
know that professional assurances are the key to success 
in this tough time. Companies must keep their personnel 
satisfied and motivated during pandemic circumstances 
(Chanana & Sangeeta, 2020).

H7: Profession assurance positively affects the 
employee’s satisfaction with the enterprises.
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(viii) Job satisfaction: According to Rifai (2005), job 
satisfaction has a significant impact on the development 
of emotional commitment. It has a specific effect on the 
behavior of organizational citizenship. Thus, job satisfaction 
is a potent mediator in the relationship between employability 
and emotional organizational commitment (Yousaf & 
Sanders, 2012).

H8: Job satisfaction positively affects the employee’s 
commitment to the enterprises.

The research framework is displayed in Figure 1.

3. Research Methods

The surveyed samples are employees of 10 foreign-
invested enterprises, including 5 FDI enterprises and 5 
joint-venture enterprises. Enterprises are operating in the 
manufacturing sector and operating since 2008 up to now. 
The sample of the survey is described in Table 1. The study 
did not survey laborers who are supervisors.

Based on the study of Hair et al. (1998) for the expected 
sample size, the minimum sample size is at least 5 times the 
total number of variables. The model with the number of 
observed variables is 44 observable variables. According to 
the ratio of 10 × q (q is the number of observed variables in 
the model), the minimum number of observations required 
for analysis is 10 × 44 = 440. The number of votes used 
is 500; the number of votes collected is 485. The number 
of actual survey votes which is satisfactory without illegal 
votes is 481, which ensures the representation of the study. 
The method delivered questionnaires is the convenient 

sampling method, based on the list of employees taken 
from the administrative organization of the companies. 
In addition, the number of responses collected must be 
balanced according to the labor rate of the enterprise. The 
questionnaire was designed based on the 5-Likert scale 
(ranging from Strongly Disagree to Strongly Agree). Data 
collected after being encrypted was cleaned and tested by 
SPSS and AMOS 22.

Aimen et al. (2013) proposed that many dimensions 
were being used to explain the elements influencing job 
satisfaction and commitment; though the dimensions differ 
among organizations; the variations are not obvious. 

The study of job satisfaction and commitment is complex 
as it considers people’s opinions and feelings; therefore, 
in this study, the researcher uses the models proposed by 
some researchers such as Maslow’s needs hierarchy theory, 
Herzberg’s motivation-hygiene theory, Parasuraman’s 
satisfaction theory (Tai & Chuang, 2014) and the adjusted 
for Vietnam’s conditions. The scales were modified and 
supplemented to suit research purposes referenced from 
other researchers in this field (Table 2).

4. Results and Discussion

4.1. Descriptive Analysis

The 10 enterprises were chosen because of the reasons: 
(1) They are all manufacturing enterprises and have common 
characteristics and similar human resource structure and 
management style; (2) they are FDI companies at Nghi Son 
EZ; (3) operating for at least 3 years (HRM policies have been 
clearly formed and developed). These 10 businesses almost 

Job Commitment

Supervisor

Salary

Working condition

Promotion
Job Satisfaction

Fringe benefits

Colleagues

Profession assurance

Figure 1: Research Model
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Table 1: Sample of Survey

No Name of Project Forms of 
Investment Add Investment 

Capital (Mil $) Time

1 The investment project to build 
Nghi Son Cement Plant / Nghi Son 
Cement Company

Joint venture: 
Vietnam, 
Japan

Hai Thuong Commune - 
Tinh Gia - Thanh Hoa

621.91 30/06/2011
Re-register on 
24/9/2013

2 Wood chip processing factory 
and industrial board / Innovgreen 
Company, Limited 

100% FDI 
(Taiwan)

Industrial zone 1 - Nghi 
Son EZ

7.5 4/4/2008  
Re-register on 
22/8/2013

3 Nghi Son Refinery and Petrochemical 
Complex / Nghi Son Refinery and 
Petrochemical Company, Limited

Joint venture: 
Vietnam, Japan 
& Kuwait

Nghi Son EZ 9,000.00 14/04/2008  
Re-register on 
21/6/2013

4 Ferocrom processing plant / Fercrom 
Thanh Hoa Company Limited

Joint venture: 
Vietnam, & 
China

Lien Son village, Hai 
Thuong commune, Tinh 
Gia, Thanh Hoa

15.00 25/4/2008  
Re-register on 
12/8/2013

5 Annora shoe manufacturing factory 
- Nghi Son EZ / Vietnam Annora 
Shoes Limited Company

100% FDI Xuan Lam Commune - 
Tinh Gia – Thanh Hoa

62.50 24/5/2010  
Re-register on 
08/5/2013

6 Project of producing and trading 
commercial concrete - prefabricated 
concrete components / Sakura 
Concrete Company Limited

100% FDI Hai Thuong Commune - 
Tinh Gia – Thanh Hoa

3.75 11/10/2010 
Re-register on 
05/08/2011

7 Factory producing edible oil and 
products extracted from cooking  
oil / Northern Vietnam Vegetable Oil 
Limited Company

Joint venture: 
Vietnam, & 
Singapore

Hai Ha Commune - Tinh 
Gia – Thanh Hoa

71.50 10/6/2013  
Re-register on 
18/10/2013

8 Trident Hydro Jetting company 
Limited

Joint venture Nghi Son EZ, Mai Lam 
Commune, Tinh Gia 
District, Thanh Hoa 
Province

0.5 19/6/2018

9 Lionas Metals company Limited 100% FDI Hai Thuong Commune - 
Tinh Gia – Thanh Hoa

25/4/2008 
Re-register on 
January 2014

10 Kuwait Vietnam Petrochemicals 
company Limited

100% FDI Hai Yen Commune - 
Tinh Gia – Thanh Hoa

22/12/2017

Table 2: Scale Development Source

No Variable Code Factor References

1 SUPER Supervisor Eyal & Roth (2011), Talukder (2019), authors
2 SALARY Salary Freund (2005), Kuwaiti et al. (2019)
3 WORK Work condition Teck-Hong and Waheed (2011), Luu and Luu (2014), authors
4 PROMO Promotion Duong (2013), Suma & Lesha (2013)
5 FRINGE Fringe benefits Artz (2010), Luu and Luu (2014)
6 COLLE Colleague Saiti (2007), authors
7 PROF Profession Assurance Hidayat et al. (2021), Chanana and Sangeeta (2020), authors
8 JOBSAT Job satisfaction Teck-Hong and Waheed (2011), Tai and Chuang (2014), authors
9 COMMIT Job commitment Rifai (2005), Yousaf and Sanders (2012), authors
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went into operation from 2008 to 2018 with diversified 
investment capital from 1 million USD to 9 billion USD.

The basic information describing the respondents by 
nationality, gender, monthly income, education levels, 
and marital status are presented in Table 3. The majority 
of employees are Vietnamese (77.1%). The number of 
employees by gender is similar with an income of less 
than 10 million mainly. Workers with a bachelor’s degree 
(53.4%) accounted for a higher proportion of the two groups 
of workers with a university or graduate degree. 

Descriptive statistics of the average response value 
according to the scales from employees are shown in 
Table 4. Accordingly, the average values fluctuate in 
the range from 3.25 to 3.98, representing the different 
levels of assessment. In general, employees do not highly 
appreciate the motivational policies of FDI enterprises in 
the Nghi Son economic zone during the recent COVID-19 
epidemic. 

4.2. Cronbach’s Alpha Reliability

Table 4 also shows the reliability test of the scale. The 
result shows that the scales both have a reasonably strong 
Cronbach’s Alpha coefficient with the Corrected item - Total 

correlation is all more than 0.3. Thus, the proposed items 
measure the same concepts, and the scales are reliable for 
use in the next steps.

4.3. Factor Analysis (EFA & CFA)

After testing Cronbach’s Alpha reliability for scales, 
the next step is to analyze the EFA discovery factor. No 
variables were excluded because the Factor loadings are 
more than 0.5. The results showed that KMO is 0.811 
(0.5 ≦ KMO ≦ 1); Bartlett’s Test is at a significance level. 
This means that the analysis is consistent perfectly. Factor 
loadings are both greater than 0.5 with Eigenvalue >1; 
it explains 68.68% (>50%). The observed variables are 
grouped as the first scale.

The results of confirmatory factor analysis (CFA) 
indicates that Chi-square =2446.183; df =1097 (p = 0.000 < 
0.05); Chi-square /df = 2.229 (<3) ; TLI = 0.903; CFI = 0.911 
(TLI, CFI > 0.9); GFI = 0.863 > 0.8 and RMSEA = 0.042 
< 0.08. Thus, the conclusion is that the model is consistent 
with the actual data.

4.4. Structural Equation Modeling - SEM

The SEM result indicated that df = 1040 and 
Chi-square = 1546.144 at significant level, Chi-square/
df =1.486 (<3); CFI = 0.923 and TLI = 0.919 (>0.9); 
GFI = 0.875 (> 0.8) and RMSEA = 0.045 (<0.08). Thus, 
the conclusion is that the model is consistent with the 
actual data.

Hypotheses are accepted (p–value < 0.05) (Table 5). It 
means that all 7 proposed factors have a positive relation-
ship with job satisfaction and job satisfaction has positive 
relationship with job commitment. Profession assurance 
(β = 0.241) has strongest impact on job satisfaction of 
employees during COVID-19 period, followed by salary (β 
= 0.197), fringe benefits (β = 0.171), supervisor (β = 0.146), 
promotion (β = 0.140), colleagues (β = 0.138) and working 
condition (β = 0.081). Moreover, job satisfaction has a 
strongly positive influence on commitment of employees 
(strongly estimate with β = 0.310).

4.5. Discussion

Organizations are increasingly relying on the workforce 
as the effect of the global COVID -19 pandemic on firms. In 
the near future, it continues to put pressure on the availability 
of locally skilled labor. Developing a coherent human 
resource policy for motivating employees is a challenge 
facing business leaders, including FDI manufacturing 
leaders in Nghi Son EZ of Vietnam.

The findings from the research indicated that professional 
assurance and 6 other factors (including salary, fringe 
benefits, supervisors, colleagues, promotion, and finally, 

Table 3: Characteristics of the Respondents

Characteristics Groups Percent 
% Frequency

Nationality Vietnamese 77.1 371
Foreigner 22.9 110

Total 100 481
Gender Male 53 255

Female 47 226
Total 100 481
Monthly income Under 5 million 

VND
7.0 34

From 5 to 10 
million VND

53.2 256

More than 10 
million VND

39.7 191

Total 100 481
Education levels Undergraduate 53.4 257

Graduate 36.2 174
Postgraduate 10.4 50

Total 100 481
Marital status Married 61.0 293

Single 39.0 188
Total 100 481
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Table 5: Results of the Testing Relationship Between Factor at Final SEM

Relationship Between Proposed Factors Estimate Sig Hypothesis Result

Job satisfaction ← Supervisor 0.146 0.003 H1-Accepted
Job satisfaction ← Salary 0.197 *** H2-Accepted
Job satisfaction ← Work condition 0.081 0.002 H3-Accepted
Job satisfaction ← Promotion 0.140 *** H4-Accepted
Job satisfaction ← Profession assurance 0.241 *** H7-Accepted
Job satisfaction ← Fringe Benefits 0.171 *** H5-Accepted
Job satisfaction ← Colleagues 0.138 0.001 H6-Accepted
Job commitment ← Job satisfaction 0.310 *** H8-Accepted

Table 4: Results of Cronbach’s Alpha Test

No Factors No of 
Variables Description of Scales Mean Cronbach’s 

Alpha

1 Supervisor 6 Support, care to subordinates, good communication, 
useful feedback, objective performance appraisal, fair 
treatment

3.46 0.711

2 Salary 5 Adequate for living expenses, compare well with 
qualifications and effort, pay rise is reasonable and 
stable, improve commitment

3.65 0.806

3 Work condition 6 Well-equipped, attractive arrangement and 
surrounding, enough materials, ensures hygiene, 
convenient accommodation, suitable working hours

3.89 0.781

4 Promotion 5 Clear career path, many chances for promotion, clear 
criteria, fair chances, based on performance

3.57 0.724

5 Fringe benefits 4 Enough necessary fringe benefits, equal to the 
contribution, employees happy with the allowances 
and other benefits

3.40 0.830

6 Colleagues 4 Employees are satisfied with the relationships at 
work, enhance work performance, colleagues are 
considerate, helpful, and friendly

3.98 0.742

7 Profession 
assurance

4 Enough occupational safety training, periodical health 
check program, strict process of monitoring work 
safety during the epidemic, guaranteed continuously 
and stably

3.25 0.799

8 Satisfaction 5 Employees consider firms as a second home, willing 
to make an effort for the organization, happy with 
work, the right choice, work hard for the development 
of the organization

3.42 0.816

9 Commitment 5 Organization’s problems are their own, endeavor to 
improve performance, recommend a career in an 
organization to others, strive to accomplish well-
assigned tasks, desire to remain a member of the 
organization

3.59 0.801
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work condition) have a strongly positive relationship with 
job satisfaction; in which professional assurance has the 
strongest impact. The research results also pointed out that 
there is a statistically significant correlation between job 
satisfaction and job commitment of the employees. This 
is consistent with the results of previous researchers such 
as Teck-Hong and Waheed (2011), Duong (2013), Tai and 
Chuang (2014), Chanana and Sangeeta (2020), Chanana 
(2021), etc. This is completely consistent with the current 
reality when affirming an important role in specific actions 
of enterprises to ensure safety and stability for employees 
in the changing conditions of employment, health, and 
safety. Therefore, the research results suggest that any 
businesses need to have long-term solutions in terms of 
human resources to ensure basic services for employees, 
especially the disease control system medical care to avoid 
risks. It is also necessary to prepare reasonable and safe 
production plans when F0 appears in employees; to have 
a policy to support F0 employees; create peace of mind 
and motivation at work; create a mechanism to attract local 
workers for more stability in the context of the COVID -19 
pandemic. In the new conditions when we both have to live 
and work between pandemic conditions and find ways to 
control them, businesses need to boldly step up investment 
to improve the welfare system and working conditions for 
their human resource such as wages, income, and other 
advantages for employees in EZs, industrial parks and export 
processing zones to maintain a safe labor supply. It is firmly 
believed that, with the determination of the government of 
Vietnam and the consensus of domestic enterprises as well 
as FDI enterprises, the labor and employment situation in 
the coming time will be significantly improved. 

5. Conclusion

For the first time in Vietnam’s history, the labor force 
is already in the cities but still insists on returning to their 
countryside despite the enterprise’s efforts to keep workers. 
The recent COVID-19 pandemic has made businesses pay 
more attention to external impacts on business activities, 
including mental and psychological consequences of 
employees, which is a serious issue. Due to the impact of 
the pandemic, many workers and employees suffer from 
mental trauma, which will leave long-term sequelae, 
requiring a lot of time to overcome. Therefore, supporting 
employees is also supporting the growth engine of the 
business itself.

Research cannot avoid inherent limitations due to 
objective and subjective factors. To begin with, it is limited 
to ten selected firms in the Nghi Son EZ, meaning that 
the findings may not be applicable to the rest of Vietnam. 
Second, while this study focused on the psychological 
and environmental elements that affect employees and 
organizations, job satisfaction and commitment may be 

influenced by other macro factors such as state policy, 
laws, sector status, or demographic considerations. Further 
research on a broader scale is needed to ensure consistency 
and representation, as well as to help provide solutions on a 
larger scale.
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