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Abstract

This research identifies the main factors of the psychological climate that directly affect the performance of banking employees in Vietnam.
Besides, this research also takes into consideration the differences in gender, age, educational level, and income on working performance.
A survey was obtained from 207 employees working at joint-stock commercial banks and the analysis was handled with SPSS 20 software
supports. The result shows that the measurement scales meet the requirements of validity and reliability. Regression analysis demonstrates
that there are four factors directly affecting the working performance: friendliness, personal development and learning opportunities,
straight and open communication, and the support from the senior management. These four factors have created a healthy psychological
climate in the banks, where employees will feel comfortable and happy to improve work performance. Furthermore, this research has found
that the higher the income, the more efficiently employees will work. The results of this research contribute to the measurement scale of
working environment factors. At the same time, this research also proposes some recommendations for organizational managers to build a
reasonable working environment that can inspire a sense of mental comfort for employees to work at their full capacity and to achieve the

highest performance.
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1. Introduction

Human resource is the decisive factor for the success of
an organization. In the context of the pandemic outbreak and
the brink of global economic crisis, many businesses are in
distress while other businesses still maintain their position in
the market. Surplus capital and lowering interest rates cannot
help many businesses weather the storm in the current
context, which demonstrates that capital is just a minor
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factor in the survival and development of a business. The
most important factor for a business in this modern context,
which is becoming more and more evidential, is the people
and human resource. There are, however, certain difficulties
in human resource management among Vietnamese
enterprises, such as low working performance, high absence
rates and turnover rates, and fierce competition among
enterprises to attract skilled labor. Although businesses
have offered various compensation packages to improve
work performance as well as staff retention, it seems that
the compensation factor is not enough to overcome these
difficulties.

The modern perspective of human resource management
encourages more focus on mental factors instead of mere
attention to material factors. As living standards and working
conditions are improved over time, mental factors play a
particularly important role in helping individuals understand
the meaning and motivation of their works. People today not
only go to work for a living, but also care more and more about
the working environment that can foster a positive spirit to
help people fulfill their goals, develop personal capacity, and
enjoy their life (Rego & Cunha, 2008). A successful business
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not only earns good profits but also inspires its employees to
understand the true results of the job, to take responsibility, to
find a balance between work and life (Jaffe, 1995). Robbins
and Judge (2018) argued employees tend to achieve better
performance when businesses enable them to grow mentally.
Therefore, mental factors play extremely important roles for
businesses in building the working environment.

In the current context of Vietnam, there are few types
of research addressing the psychological climate in
workplaces. The authors propose this research on the effects
of psychological climate factors on the employee’s working
performance in a joint-stock commercial bank in Vietnam
with a hope that commercial banking industry in Vietnam
can comprehend the importance of the mental environment to
the employee’s working performance and make appropriate
strategies to overcome the difficulties in banking human
resource management.

2. Theoretical Background

2.1. The Concept of Psychological Climate

The psychological climate has drawn the attention of
many types of research with many definitions. According
to L. R. James and Jones (1974), the psychological climate
is the perceptions and interpretations of employees about
the mental values at work. As for Parker et al. (2003),
the psychological climate is defined as an individual’s
visualization of the organizational structures and processes
that convey some meanings to them. Rego and Cunha
(2008) argue that the mental environment is an individual’s
awareness of the values and the resources in an organization
which is manifested in the employees’ pleasure or stress
at work. According to Brown and Leigh (1996), the
psychological climate arises through the relationship
between senior management and employees, the relationship
among employees themselves, and the relationship between
employees’ attitudes toward their works. The psychological
climate is the expression of overall mood in an organization
that is manifested through the psychological nuances of
employees. The psychological climate is revealed through
the behavioral conducts, communication, and attitude among
individuals toward their colleagues and their work.

A healthy psychological climate helps employees
accomplish goals, bring joy and inspiration to the job, and
foster communication, performance, and respect among
employees. Therefore, employees tend to prioritize collective
interests over personal interest benefits. Employees also
voluntarily complete the task and voluntarily follow the rules
of the organization with a desire for a long-term attachment.
The psychological climate of an organization is influenced
by two groups of factors: external factors and internal factors.
The external factors include institutions, policies, economic
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development, and common social context. The internal
factor includes relationships with senior management
such as personality, communication, management process,
leadership style, the relationship between employees, and
employees’ attitudes toward their works. As a result, the
psychological climate is both the source of the strength of
a business and the core value that unites all members of
the organization into a unified power. The strength of an
organization is not the sum of the individuals’ strengths
but rather a dialectical unity allowing the organization to
solve problems that each member cannot do on their own.
Only when employees reach a state of true comfort, joy,
and happiness, their creativity and skills will be promoted
effectively.

2.2. The Importance of Psychological
Climate to Behavioral Research

The psychological climate significantly impacts the
individual-level outcomes such as work motivation, job
satisfaction, engagement, and performance at work (Parker
et al., 2003). If individuals hold optimistic perceptions about
their working psychological climate or their mental needs
are satisfied, they will invest more effort and time in their
work, which will boost the performance and the productivity
of the organization accordingly. The psychological climate
is associated with the cognitive process that plays an
important role in understanding the behavior of individuals
in an organization because human behavior is based on
their perception of reality but not on the reality itself.
People tend to see the world as they want to be aware of
it and they express what they perceive about the objective
world as reality. The theory of psychological climate also
indicates that different individuals in the same organization
would have different perceptions of the environment and
often react to these perceived characteristics rather than
the objective characteristics of the environment. While
working in an environment, people have to adapt to it and
they react according to their perception of the surrounding
psychological climate.

2.3. The Constituents of Psychological Climate

The psychological climate is a multidirectional and
multifaceted concept (Rousseau, 1988). There is currently
no unified opinion on the constituents of the psychological
climate because of the difference in the content and the
number of components making up this concept. Depending
on the purpose of the study and the cultural characteristics
of the regions and industries, the psychological climate
may include various components. The study of James and
James (1989) reveals four components of the psychological
climax: (1) Support and favorable conditions from the
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leaders; (2) aspirit of friendliness and warmth among working
groups; (3) autonomy at work; (4) stress at work and lack
of harmony. according to the research of brown and leigh
(1996), the psychological climate consists of six components:
(1) support at work; (2) clear working responsibility;
(3) freedom of expression; (4) individual contribution to
organizational goals; (5) adequate acknowledgment of
competence; (6) challenges at work. Rego and Cunha (2008)
also proposed another six-component psychological climate
including (1) friendly spirit; (2) credibility and faith in
leadership; (3) candid and open communication with leaders;
(4) opportunities for learning and personal development; (5)
justice; (6) the balance between work and family. Through
the above studies, the components of the psychological
climate can be derived from high-level needs (according
to Maslow theory), relationship needs, development needs
(ERG theory), sustainability and encouragement (Herzberg),
expectations (Vroom), and motivation (Porter and Lawler).

2.4. Job Performance

Job performance is an important matter closely related to
organizational performance and success (Campbell, 1990).
In the context of the fast-changing business environment,
working performance is not only a concept of efficiency
but also a requirement of implementation (Pradhan & Jena,
2016). Researches on employee performance are based on
assessments from managers’ feedback, colleagues’ opinions,
or more objective sources and evaluation from respondents’
perspectives (Aguinis & O’Boyle Jr., 2014). Working
performance is the prediction criteria or key standards
specified in a framework that acts as a tool to evaluate the
performance of each individual and each workgroup within
an organization. Working performance is an outcome of a
process characterized by the accomplishment of the workload
according to some accepted norms. High performance
not only benefits individuals but also helps the company
achieve its goals and enhance their competitive advantage
(Sonnentag & Frese, 2002).

Employees are an important asset of any organization and
improvement in employee working performance is a crucial
factor for the future success of the business. Employee
performance is the achievement of goals or standards based
on the expectations set forth by the organization. In another
word, it is the accomplishment of the task assigned against
several working standards such as accuracy, completeness,
cost, duration, proposed initiatives, creativity in problem-
solving, and ability to manage limited resources. According
to Whetten and Cameron (2020), employee performance
is an outcome of personal competence resonating with
being motivated. Performance is the synergistic effect of
individual competence and the influential environmental
factors embedded in the working conditions. According to
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Dessler (2019), employee performance is related to quantity,
quality, timeliness of the assigned tasks. Drucker (2006)
asserted that efficiency is achieved when employees can get
the job done in the best way possible with minimum time and
resources. Employee performance is influenced by subjective
factors such as knowledge, skills, attitudes, and motivation.
At the same time, employee performance is also influenced
by external factors such as the working environment and
influential colleagues, which are collectively referred to as
working conditions.

In general, employee performance is understood as the
accomplishment of the assigned tasks that require good
coordination within the workgroup and with other colleagues
to achieve both individual and organizational goals. This
process also demands employees to utilize their energy,
knowledge, and organizational supports to complete the job
(Rego & Cunha, 2008).

2.5. The Relationship Between Psychological
Climate and Employee Performance

According to the statistics of the Manpower Development
Magazine, Vietnamese enterprises, on average, can only use
about 40% of the productivity of human resources, and this
rate may be even lower among office workers due to certain
effects of psychological instability, working pressure, and
nuisance of daily life. While the workplace is considered a
second home of employees, a good working environment
will help to improve employee efficiency that can promote
the development of business and personal happiness (Rego
& Cunha, 2008). Working environment includes both the
physical environment and the non-material environment.
A decent physical environment is great support for employees
in getting the job done. However, creating high-quality
products and working efficiently calls for important roles
of mental factors (Tracy, 2006). A comfortable and happy
working environment will be a great encouragement for
the working spirit and for the creativity of the employees
(Alessia, 2011), which in turn will foster organizational
development and enhance competitive advantage among
commercial banks (Bambang et al., 2020).

Tracy (2006) asserted that the accomplishment of
personal goals and organizational goals is closely related
to the effort of each individual in an organization to build
a comfortable mental environment where every member
become attached and engrossed in working toward a
common objective. Rego and Cunha (2008) emphasized the
role of senior managers in understanding and motivating the
workforce to relieve stress and promote efficiency. Brown
and Leigh (1996) demonstrated the important role of mental
factors in manipulating employees’ thoughts and actions
in the course of their work. Therefore, the mental working
environment, or the psychological climate, would directly
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affect the employees’ mood, perception, and thinking process
that govern all human activities and determine performance
efficiency.

3. Hypothesis Development

3.1. Friendliness

Friendliness is the perception of individuals about
friendship, teamwork, concern among others in the
organization, which characterizes a highly socializing factor
(Rego & Cunha, 2008). The success of an organization
depends heavily on the level of teamwork accomplishments,
which in turn relies on the harmony among individual
members in the collective. Teamwork is a very important
corporate culture that brings employees together to form a
strong collective (Alessia, 2011). The teamwork model can
foster the spirit of cooperation, coordination, understanding,
and mutual support among members that ultimately
contributes to the achievement of the organization’s goals.
Friendliness is one of the factors that creates a working
environment where employees have a relaxed, happy, and
productive mental state. Therefore, the authors propose the
first hypothesis.

H1: There is a positive relationship between friendliness
and employee performance.

3.2. Credibility and Trust in Leadership

Credibility and trust in leadership is an individual’s
awareness of organizational ability to deliver promises,
honesty, and trustworthiness. Credibility and trust are the
basic factors in establishing any relationship. Rego and Cunha
(2008) have shown that when trust is present, behavioral
supervision would be redundant and high consensus within
the organization can be easily attained. Credibility and
trust are the social bonds between management and the
employees. With confidence in their employees, managers
would be feel comfortable to assign jobs and tasks with
minimal supervision needed. In turn, employees, when being
trusted, also feel confident to accept the task and acquire
motivation to complete the tasks at hand. Therefore, mutual
trust should lead to a better outcome for the organization
and better performance for the employees (Al-Hroot,
Al-Qudah, & Alkharabsha, 2020). On the other hand, without
mutual trust, every communication, every interaction,
every strategy, every decision may be ruined in vain (Irwan
et al., 2020). Thus, the authors form the second hypothesis
as following:

H2: There is a positive relationship between credibility
and trust in leadership and employee performance.
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3.3. Straight and Open Communication

Straight and open communication is an expression of true
feelings so that employees can exchange all of their ideas
with their superiors, and in some cases employees can even
express the attitude of disagreeing over something (Rego &
Cunha, 2008). Open communication allows employees to
express their emotions and emotional state without feeling
guilty or suffering reprimand. According to Alessia (2011),
frankness and openness are the ability to make positive,
caring, and purposeful criticisms that are possible only when
both sides of the communication must be straight and open
to each other. Straight and open communication helps to
relieve employees’ negative emotions so that employees can
express their ideas, thoughts and even frustrations, disagree
with the leader. This should help the employees find a sense
of comfort and motivation to get the job done. As a result, the
authors introduce the third hypothesis as follows.

H3: There is a positive relationship between straight and
open communication and employee performance.

3.4. Personal Development and
Learning Opportunities

Park (2020) showed that most employees prefer to work
in organizations where managers focus on training employees
for mutual development, creating opportunities for learning
new skills and improving the working experience. If
business leaders can identify the right competencies of each
employee, business leaders can set up an appropriate training
program to maximize their employment potential and
promote employee performance, which mutually benefits
both the employee and the organization.

Training programs help employees develop personal
competencies, achieve career goals, and pave the way for
advancement. However, businesses have to create fair
promotion opportunities for every employee so the workforce
can accompany and grow with the businesses (Barkhi & Kao,
2011). According to Maslow’s Demand Theory, the need for
training and development is categorized as a higher order. In
order to retain skilled employees, businesses have to establish
satisfaction in higher-level needs of employees, including the
needs for personal development and learning opportunities.
Maslow has demonstrated that the more people satisfy their
high-level needs, the more likely they are to feel contented
and happy at work (Dessler, 2019). This mentality is the
motivation to help employees to work more effectively. From
these discussions, the authors suggest the fourth hypothesis:

H4: There is a positive relationship between personal
development and learning opportunities and employee
performance.
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3.5. Balance Between Work and Family

Family and work are the two main concerns in every
employee’s life. Enterprises are the places where the employees
work to earn income to support their family life, and the family
is the place where the employees can rest, enjoy and recover
their stamina to continue working (Dessler, 2019). Several
studies demonstrate that employees prefer flexible working
schedule so that they can resolve conflicts between work and
family life when necessary (Robbins & Judge, 2018). Lack of
balance between work and family will reduce the quality of
life and lower working efficiency. Therefore, the organization
management should act as a supportive factor facilitating
employees to achieve a balance between work and family so
the employees can feel more secure and more comfortable to
focus on their work. Problems of work-family balance always
play a very important role in employee well-being. Conflicts
between work and family life will reduce job satisfaction,
increase stress, and in many cases develop psychological
distress in employees. The consequences of this imbalance
will result in diminished work efficiency. The authors thus
propose the fifth hypothesis as following:

H5: There is a positive relationship between work-family
balance and employee performance.

3.6. Support of Senior Management

The support of senior management is seeking the help
of business managers in finding, constructing, and selecting
methods of performing the work (Alessia, 2011). Managers
should also support employees in the decision-making
process, an interaction that will create a sense of respect
(Brown & Leigh, 1996). Backups from senior managers will
help employees increase their confidence to do the work,
keep them on the right track, and perform more efficiently.
As a result, if an employee receives dedicated support from
his/her senior manager, that employee tends to get the job
done in the right way and more effectively. The following
hypothesis is suggested:

HG6: There is a positive relationship between support
from senior management and employee performance.

3.7. Control Variables

The banking job requirements are carefulness,
meticulousness, and a high degree of accuracy, which are
suitable for women. That is the reason why females account
for majority positions in the banking business. Besides,
Vietnam Commercial Bank currently owns a younger and
more dynamic workforce than other economic sectors, which
reflect the fast-changing nature of the banking industry in
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Vietnam. Besides, the income should be commensurate with
the labor force because income is considered as a valuable
measure in properly evaluating employee performance
manifested through the attitude, enthusiasm, and dedication
of the banking staff. Upon considering other factors, the
authors propose the following hypothesis (Figure 1):

H7: There is a difference in the performance of bank
employees according to individual characteristics (gender,
age, income, education).

4. Methodology

The study on the effects of psychological climate factors
on job performance in the Vietnam Joint Stock Commercial
Bank is conducted through two steps: qualitative research
and quantitative research. The qualitative method adopts
group discussion techniques to adjust and supplement
observed variables used in measuring research concepts.
The author conducted a group discussion of 10 attendants
working at joint-stock commercial banks in Vietnam.
This stage identifies the necessary factors to be included
in the study, shaping the components and elements of the
psychological climate measurement scale. The results of the
group discussion showed that all participants understood
the concepts and components of the psychological climate.
Participants also agree that the psychological climate is
becoming increasingly important in the retention and
development of human resources which in turn contributes
to the stability and advancement of the bank. Based on the
comments, the survey questionnaire was developed. After
making adjustments to language presentation, the official
questionnaire was used in subsequent quantitative research.

Quantitative research was conducted to collect informa-
tion through surveys through questionnaires distributed
to employees working at joint-stock commercial banks in
Vietnam. The data in this study is used to test the hypotheses
in the research model. This official study was conducted at
joint-stock commercial banks in Vietnam in December 2019.

5. Results

5.1. Descriptive Statistics

The total number of questionnaires distributed is 222,
and the research subjects are employees of Vietnam joint-
stock commercial banks. There were 200 valid responses
after removing unsatisfactory answer sheets consisting of
incomplete answers, conflicting answers, and answers with
two or more options. The valid responses accounted for
96.62% of the total questionnaires distributed. Table 1 lists the
classification of 200 participants joining this research survey
by gender composition, age, level, and average income.
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Friendliness

Credibility and trust in
leadership

Straight and open
communication

Personal development and
learning opportunities

Balance between work and
family

Support from senior
management

H1

Ha

H3

Hy

Hs

He

Figure 1: The Research Model

Table 1: Employee Characteristics
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Gender
Age
Income
Education

Hy

Employee
performance

N =207 Frequency Percentage (%)
Male 95 47.5
Gender
Female 105 52.5
Age 18-25 58 29.0
Age 26-35 96 48.0
Age
Age 36-45 29 14.5
Over 45 17 8.5
< VND 5 millions 29 14.5
From 5 —< VND 10 millions 113 56.5
Income
From 10 —< VND 15 millions 41 20.5
VND 15 millions 17 8.5
Vocational 24 12.0
) College 73 36.5
Education
Undergraduate 91 455
Graduate 12 6.0
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Table 2: Reliability of Measurement Scale
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Variables Coding Items Cronbach’s Alpha Notes
Friendliness FRI 4 0.773

Credibility and trust in leadership CTL 3 0.770

Straight and open communication SOC 4 0.775 Discard SOC1
Personal development and learning opportunity PDLO 5 0.845 Discard PDLO3
Balance between work and family BWF 3 0.784

Support of senior management SSM 4 0.836

Job performance JP 4 0.809

5.2. Measurement Scale Evaluation

The scales were tested for reliability using Cronbach’s
Alpha to eliminate observed variables and unsatisfactory
scales. Observed variables with an item-total correlation of
lessthan 0.3 are disqualified and the variables with Cronbach’s
Alpha of 0.6 or higher are accepted (Vuong & Giao, 2020).
According to the research model, the psychological climate
is determined and measured by 6 factors. The Cronbach’s
Alpha coefficients of these 6 factors and the coefficient of
the employee performance are shown in Table 2.

Among the measurement scales, the factor straight and
open communication and the factor personal development and
learning opportunities have 01 excluded variables for each
factor (SOC1 and PDLO3). These disqualified variables have
correlation coefficients with total variables smaller than 0.3
(Giao et al., 2020). Table 2 consists of the updated Cronbach’s
Alpha measure. In general, the Cronbach’s Alpha coefficients
of all factors are quite high (>0.7). All observed variables
have a total correlation coefficient greater than 0.3 so they
are suitable for subsequent EFA analysis. The psychological
climate isupdated with 21 observed variables for 6 components.
The employee performance factor is measured by 4 observed
variables. All measurement scales are highly reliable.

After checking the reliability with Cronbach’s Alpha
analysis, factor analysis was used to test the discriminant
values of measurement scale. The result of discriminant
analysis is displayed in Table 3.

EFA analysis with principal component extraction method
and Varimax rotation allows extracting 7 factors from 25
observed variables and cumulative variance extracted is
69.198% (satisfactory > 50%). Besides, the loading of all vari-
ables is greater than 0.5 (Table 3). Therefore, the measurement
scales in the study all attain high converging values.

5.3. Linear Regression Analysis

The linear regression analysis is employed to explore
the relationship between psychological climate components

and employee performance. Table 4 shows that the
adjusted-R? is 0.743, which means that 74.3% of the change
in Employee performance is explained by the variation of
6 independent variables including friendliness, Credibility
and trust in leadership, Straight and open communication,
personal development and learning opportunities, balance
between work and family, and support of senior managers.
Besides, the Durbin - Watson test shows that the coefficient
d=1.709 (1 <d < 3) so we can conclude that the residues
are independent of each other and there are no correlations
between the residuals.

The maximum value of VIF (Variance Inflation factor -
VIF) of 1.765, which is significantly less than 10, indicates
that these independent variables are not closely related to
each other. Therefore, the model is free of multicollinearity
phenomenon and the relationship between the independent
variables does not significantly affect the explanatory power
of the regression model.

The statistical table of regression coefficients (Table 4)
shows that 04 independent variables friendliness, straight and
open communication, personal development and learning
opportunities, and support of senior managers have the same
directional impact on the dependent variables, Employee
performance because the standardized regression coefficients
(B) of these variables are both positive and statistically
significant (Sig. < 0.05). In addition, this research has found
that the higher the income, the more effective employees will
work. Thus hypotheses H1, H3, H4, H6, H7 are accepted at
the 95% confidence level. However, the variable Credibility
and trust in leadership and the variable Balance between
work and family are not statistically significant because their
p-value is greater than 0.05. These two variables should not
affect the performance of employees in Vietnam commercial
banks. Therefore, the hypothesis H2 and HS are rejected at
the 95% confidence level.

Upon revisiting Herzberg’s dual-factor theory, we find
that the balance between work and family factor resembled
personal life factor, which belongs to the sustainability factor
group. When elements of the sustainability factor group are
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Table 3: Convergent Analysis
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Factors Variables Coding Loading
:s(;slt-)gaa:nti);\(;/elopment Iles:rﬁi:]hgat the working environment offers many opportunities for PDLOA 0.874
Opportunities | have been allowed to apply my own ideas PDLO2 0.805
Competency of each group of employess - | PDLO4 | 0765
| realize that | can develop my talent by working here PDLO5 0.726
Support from Senior The superiors always support me to choose the best plan to
Management complete my work UHCT 0.847
;t;sgssug);:igrs always support the ideas and the ways | do to get SSM2 0.844
My superiors support me to contribute opinions to make a decision SSM3 0.701
L:]:\cl)?téz t\a/(e;rc;asrte;gtl iWnitc;]arr]rgw?dggtsmy duties because the superiors SSM1 0682
Friendliness | find that employees treat each other as members of a family STT4 0.773
| always show interest in other colleagues FRI3 0.747
| found the teamwork spirit collaborative FRI2 0.743
The working atmosphere is very friendly FRI1 0.703
Balance between Work Leaders always support me to balance my work and my family BWF2 0.828
and Family Leaders allow me to take time to handle household chores when BWE1 0.770
needed ’
| have been able to take good care of my relatives BWF3 0.763
Straight and Open | feel comfortable expressing all my opinions to the senior managers SOC3 0.860
Communication I can talk to the leader easily S0C2 0.786
| feel comfortable talking candidly and openly with my colleagues SOC4 0.771
Credibility and Trust in | strongly believe in leaders and senior managers CTL3 0.839
Leadership My leader always fulfills his promises CTL1 0.810
| realize that the people who lead me are always honest CTL2 0.700
Job performance | believe | am an effective employee JP3 0.864
| am always satisfied with the quality of the work | have done JP2 0.821
My superiors always believed that | was an effective worker JP4 0.794
My colleagues always value me as an effective worker JP1 0.705
Eigenvalue 1.198
Cumulative deviation (%) 69.198

properly implemented, employees will have no discontent,
but they will not be encouraged. Similarly, when businesses
do a good job of balancing employees’ work and family,
employees will not feel dissatisfied. However, this will not
motivate them to work better.

The credibility and trust in leadership have no impact
on employee performance, which can be explained that the

element of trust and credibility in leadership only encourage
an employee to work but this element is not the maintenance
factor that motivates employees to work better.

In addition, the income factor must be mentioned because
this study has demonstrated a difference in the performance of
low-income and high-income employees. The income factor
is a reflection of the compensation by the corporate structure.
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Table 4: Regression Results

1029

Coefficients Séi:;?g’;:: . Multicollinearity
Model t Sig.
B S.D. Beta Tolerance VIF
1 (Const) —-0.038 0.476 -0.079 0.937

FRI 0.397 0.062 0.402 6.401 0.000 0.709 1.411
CTL 0.082 0.054 0.106 1.515 0.131 0.568 1.760
CsoC 0.213 0.061 0.216 3.482 0.001 0.728 1.373
PDLO 0.201 0.057 0.221 3.539 0.001 0.719 1.391
BWF 0.031 0.050 0.033 0.618 0.538 0.974 1.026
SSM 0.249 0.106 0.166 2.360 0.019 0.566 1.765
Gender -0.075 0.087 -0.062 -0.863 0.389 0.998 1.002
Age 0.005 0.049 0.007 0.098 0.922 0.999 1.001
Education 0.004 0.057 0.004 0.062 0.951 0.967 1.034
Income 0.124 0.055 0.131 4.427 0.000 0.968 1.033

Adjusted R? = 0.743.
Durbin-Watson coefficient d = 1.709.

Higher salary reflects a better appraisal of employees’ ability,
skills, and performance. As a consequence, employees with
high salaries strive to bring value to the organization. In this
study, the testing results show that the higher the trend of
income, the more effective employees are. This consistent
with the reality in the banking business.

6. Conclusion and Recommendations

6.1. Conclusion

Based on the theoretical overview, a research model
explaining the effect of the psychological climate on
employee performance has been developed for this study.
This model was tested with a sample size of 200 employees
working at joint-stock commercial banks in Vietnam.
Research results show that psychological climate factors
impose strong effects on employee performance. The
results of the regression analysis demonstrate that there are
04 mental factors that are positively related to employee
performance at different levels of influence. The friendliness
factor has the strongest impact (5, = 0.402), followed by
the personal development and learning opportunities factor
(B, = 0.221), the straight and open communication factor
(B, = 0.216), and the support from senior managers
(B, = 0.166). with this outlined relationship, this study
has made positive contributions to management practices
at Vietnamese joint-stock commercial banks. From the
above analysis, we can conclude that the theoretical model

is suitable for the research data and there are 05 accepted
hypotheses, namely H1, H3, H4, H6, H7. The adjusted
theoretical model is presented in Figure 2.

6.2. Recommendations
6.2.1. The Friendliness Factor

Research results showed that “friendliness” is the factor
that has the strongest impact on the performance of employees
in the group of 04 factors affecting job performance. First
of all, managers should improve internal communication
among bank employees to create cohesion and understanding
among employees. Commercial banks should rearrange the
workplace with appropriate designs and allocation to make
employees feel free to communicate like they are at home.
Communication among employees not only helps businesses
limit conflicts but also contributes to increased teamwork.
Some banks have taken initiatives to design offices without
private rooms all so that both managers and employees can
have their seats in harmony and equality within a common
space. With this arrangement, all barriers of rank, age, gender,
language, and nationality seem to be removed. This enables
young, dynamic, and talented staff to express themselves
without hesitation or bewilderment. In addition, increasing
the cohesion among the members outside the workspace also
brings many benefits. Commercial banks should arrange for
charity trips for all employees to contribute to a stronger
community with greater meaning. Such charity trips will give
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employees direct experience in helping others and develop
opportunities for employees to get closer to each other. Also,
the bank should consider organizing tours for team building
for the employees to draw their own experiences about
teamwork support each other. Besides, the bank can organize
birthday for its members through intimate and cozy parties.
Finally, built-in sport facility areas also help employees meet
after stressful working hours for entertaining and exercising.

6.2.2. The “Personal Development and Learning
Opportunities” Factor

The research results showed that “personal development
and learning opportunities” is the second factor affecting
the performance of employees. Commercial banks can
offer many training courses and programs to hone the
employees’ skills and learning experiences. Employees
should be arranged to work in positions suitable to their
competencies to take advantage of the knowledge that the
employees have just learned and created motivation to work
better. For employees wishing to improve their skills through
external training, the banks should consider incentives such
as sponsoring a partial or full tuition fee. This is a clear
indication that the banks have a lot of interest in developing
their employees’ capacity in the future. For employees who
work during the day and take extra classes at night, the bank
should review the working schedule and reasonable timetable

to encourage employees to complete their studies. A great
way for employees to learn and develop their capabilities
is possible job rotation. Job rotation can also arouse the
working spirit and promote creativity among employees.
When being rotated to a new position, the new working
environment will help employees feel more excited and
have more rooms to learn from different senior managers.
This is the motivation for employees to better accomplish
their assigned tasks. Besides, the tasks assigned should be
appropriate to the employees’ competency. Being trusted to
carry out important and suitable jobs, employees will realize
that the value of their labor is respected and appreciated.
Therefore, they will devote more effort to improve problem-
solving skills for better performance.

6.2.3. The “Straight and Open Communication” Factor

The research results showed that “straight and open
communication” is the third factor affecting the performance
of employees. Firstly, leaders should be friendly people
who can listen, encourage, and construct positive comments
for open discussions on work-related issues. In such an
environment, employees feel that they are respected and they
are eager to work and complete their tasks. Also, commercial
banks should set up a forum on the internal banking website
to encourage employees to communicate with leaders
through online interactions. This open feedback channel
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allows employees to gauge how well they are doing and
how should they improve their work performance. Leaders
should also sincerely share non-confidential information
with employees on this channel. Finally, leaders should
maintain active understandings about their employees’
lives situation, working conditions, and any difficulties
preventing employees to perform their tasks effectively. The
more employees see how much their leaders care and respect
them, the more they feel important and encouraged.

6.2.4. The “Support from Senior Management” Factor

The research results showed that “support from senior
management” factor has the weakest influence on the
performance of employees. Firstly, senior managers should
stimulate employees to implement new projects, new ideas,
and new responsibilities in the bank. Employees working
in an environment with full of encouragement also seem
to come up with a lot of innovative thoughts and solutions.
They will promote their dynamism to adapt to changes in
working conditions, thereby help business operations of the
banks become more active and more competitive. Besides,
leaders should advocate new initiatives that make the job
more efficient. Leaders should empower employees to make
their own choices and their own decisions on how to achieve
the results the banks seek. Because banking employees have
completed relatively decent educations, employees can well-
understand their jobs and they know their duties, roles, and
functions in the organization. Therefore, it is necessary to let
them do what they need to do to get the job done. Empowering
employees by getting them involved in the decision-
making process makes them feel important and respected.
Empowerment allows employees to quickly address specific
situations arising during working with customers, rather
than having to consult or ask for permission from their
superiors. The commercial banks should also maintain some
financial reserves needed to support employees when they
are empowered to carry out their work.

6.3. Limitations

Although this study has completed the proposed research
objectives, there are still some limitations. First, the authors
collected data by using convenient sampling methods only
so the research results may not be highly representative.
Subsequent research should use probabilistic sampling
to increase representation. Second, the scope of this study
only focuses on the overall impact of the entire sample
collected and not yet analyze the within-group differences
such as transactions accountants, back-office employees,
credit analyst, and project staff. The authors suggest that
future research directions should focus on the differences in
performance among these groups of employees.

1031

References

Aguinis, H., & O’Boyle Jr., E. (2014). Star performers in twenty-
first century organizations. Personnel Psychology, 67(2),
313-350. http://doi:10.1111/peps.12054

Alessia. (2011). Psychological climate and its relation to work
performance and well-being: The mediating role of Organiza-
tional Citizenship Behavior (OCB). Baltic Journal of Psychology,
12(1-2), 4-12.

Al-Hroot, Y. A., Al-Qudah, L. A., & Alkharabsha, F. 1. (2020).
The impact of horizontal mergers on the performance of the
Jordanian banking sector. Journal of Asian Finance, Economics
and Business, 7(7), 49-58. https://doi.org/10.13106/jafeb.2020.
vol7.n07.049

Bambang, J., Titi, L., & Azidatur, R. (2020). Budgetary partici-pation,
organizationalcommitment,andperformanceoflocalgovernment
apparatuses. Journal of Asian Finance, Economics and
Business, 7(7), 379-390. https://doi.org/10.13106/jafeb.2020.
vol7.n07.379

Barkhi, R., & Kao, Y. C. (2011). Psychological climate and
decision-making performance in a GDSS context. Information
& Management, 48(4), 125-134. https://doi.org/10.1016/j.im.
2011.02.003

Brown, S. P., & Leigh, T. W. (1996). A new look at psychological
climate and its relationship to job involvement, effort and
performance. Journal of Applied Psychology, 81, 358-368.
https://doi.org/10.1037/0021-9010.81.4.358

Campbell, J. P. (1990). Modeling the performance prediction
problem in industrial and organizational psychology. In: M. D.
Dunnette & L. M. Hough (Eds.), Handbook of industrial and
organizational psychology (Vol. 1, 2™ ed., pp. 687-732). Palo
Alto, CA: Consulting Psychologists Press.

Dessler, G. (2019). Fundamentals of human resource management
(5" ed.). New York, NY: Pearson.

Drucker, P. (2006). What executives should remember? Harvard
Business Review, 84, 144—152.

Giao, H. N. K., Vuong, B. N., Huan, D. D., Tushar, H., & Quan,
T. N. (2020). The effect of emotional intelligence on turnover
intention and the moderating role of perceived organizational
support: Evidence from the banking industry of Vietnam.
Sustainability, 12(5), 1857. https://doi.org/10.3390/su12051857

Irwan, P., Siswoyo, H., & Beni Agus, S. (2020). Effects of work
motivation and leadership toward work satisfaction and
employee performance: Evidence from Indonesia. Journal
of Asian Finance, Economics and Business, 7(6), 387-397.
https://doi.org/10.13106/jateb.2020.vol7.n06.387

Jafte, D. T. (1995). The healthy company: Research paradigms
for personal and organizational health. In: S. L. Sauter &
L. R. Murphy (Eds.), Organizational risk factors for job
stress (pp. 13-39). Washington, DC: American Psychological
Association.

James, L. A., & James, L. R. (1989). Integrating work environment
perceptions: Explorations into the measurement of meaning.



Bui Nhat VUONG, Nguyen Ngoc Duy PHUONG, Hasanuzzaman TUSHAR /

1032

Journal of Applied Psychology, 74(5), 739-751. http://doi:10.
1037/0021-9010.74.5.739

James, L. R.,, & Jones, A. P. (1974). Organizational climate:
A review of theory and research. Psychological Bulletin,
81(12), 1096—-1112. http://doi:10.1037/h0037511

Park, Y.-H. (2020). Career competencies and perceived work
performance. Journal of Asian Finance, Economics and Business,
7(6), 317-326. https://doi.org/10.13106/jafeb.2020.vol7.n06.317

Parker, I. M., Rodriguez, J., & Loik, M. E. (2003). An evolutionary
approach to understanding the biology of invasions: Local
adaptation and general-purpose genotypes in the weed
verbascum thapsus. Conservation Biology, 17(1), 59-72.
https://doi.org/10.1046/j.1523-1739.2003.02019.x

Pradhan, R. K., & Jena, L. K. (2016). Employee performance
at workplace: Conceptual model and empirical validation.
Business Perspectives and Research, 5(1), 69-85. http://
doi:10.1177/2278533716671630

Rego, A., & Cunha, M. P. E. (2008). Authentizotic climates and
employee happiness: Pathways to individual performance?
Journal of Business Research, 61(7), 739-752. https://doi.
org/10.1016/j.jbusres.2007.08.003

Journal of Asian Finance, Economics and Business Vol 8 No 4 (2021) 1021-1032

Robbins, S. P., & Judge, T. A. (2018). Essentials of organizational
behavior. Harlow, UK: Pearson Education Limited.

Rousseau, D. M. (1988). The construction of climate in
organizational research. In: C. L. Cooper & I. T. Robertson
(Eds.), International review of industrial and organiza-

tional psychology 1988 (pp. 139-158). Oxford, UK: John
Wiley & Sons.

Sonnentag, S., & Frese, M. (2002). Performance concepts and
performance theory. In: Psychological Management of
Individual Performance (pp. 1-25).

Tracy, B. (2006). The psychology of selling: Increase your sales
faster and easier than you ever thought possible. Nashville,
TN: Thomas Nelson.

Vuong, B. N., & Giao, H. N. K. (2020). The impact of per-
ceived brand globalness on consumers’ purchase intention
and the moderating role of consumer ethnocentrism: An
evidence from Vietnam. Journal of International Consumer
Marketing, 32(1), 47-68. http://doi:10.1080/08961530.2019.
1619115

Whetten, D. A., & Cameron, K. S. (2020). Developing management
skills. New York, NY: Addison—Wesley, Wheelan.



