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ABSTRACT

Organizational Diagnosis Model (ODM) is a rather new approach in developing
countries, especially in the public sector and local government organizations (LGOSs) of
these countries such as Vietnam. Through the literature review, we recognized that most
of the researches suggesting ODMs in business enterprises, little researches is
mentioning ODM in the public sector and LGOs. So, we try to solve this matter.

By qualitative and quantitative research methods, we proposed an ODM framework
that concluded 07 independent variables, such as Leadership, Relationship, Rewards,
Attitude towards Change, Inspection & Supervision, Information Management and
Communication, and Consensus which impact to Performance of LGOs (dependent
variable).

The findings of this research obtained 02 contributions in theoretical and practical
aspects: (i) propose an ODM in the case of LGOs; (ii) suggest Consensus component in
ODM of LGOs in Vietnam, this is a new factor which has not mentioned in previous
researches in ODM theory; (iii) propose the scale measurements of eight variables as

mentioned above in case of LGOs.

Keywords: Organizational Diagnosis Model, Performance, Local Government

Organizations, Consensus.



CHAPTER I — INTRODUCTION

1.1 ORGANIZATIONAL DIAGNOSIS MODEL

Organizational diagnosis is one of the steps to improve organizational performance. In
order to change organizational behavior, the current status of organizations needs to be
diagnosed. Organizational diagnosis means apart of organization development.
Cummings & Cummings (2014) proposed diagnosis is an action that belongs to the
fundamental dictum of organizational change. Organizational diagnosis theory has been

popular in many countries since the 1950s up to now.

There are a lot of organizational diagnosis model (ODM) among academics and
practitioners, such as Kurt Lewin’s Force Field Analysis (1951), Leavitt’s Diamond
Model (1965), Open System Theory (1966), Likert’s System Theory (1967), Weisbord’s
Six Box Model (1976), Nadler & Tushman’s Congruence Model Framework (1977,
1995), Mc Kinsey Framework (Peter & Waterman, 1981-1982), Tichy’s Technological
Political Culture Framework (1983), High-Performance Programming Framework
(1984), Individual and Group Behavior Diagnosing Framework — Porras & Anderson,
Harrison (1987), Cause and Effect Model — Burke Litwin (1992), Falletta’s Intelligence
Model (2008), Semantic Network Model (2014), etc. According to Rosenbaum, More
and Steane (2018) Organizational diagnosis theory emphasizes 2 categories, including
(i) steps to diagnose and (ii) structural component. Almost all researches mentioned
above from the literature review focused on the second category: the structural

component. However, the case of enterprises has been studied in this researches.

(1) Weisbord (1976) identified the general characteristics of organization not type of
organization, 6 variables as “6 boxes of organizational characteristics of organization,
including (i) Purposes, (ii) Structure, (iii) Rewards, (iv) Helpful Mercharnisms, (v)

Relationship, and (vi) Leadership interacting each other in an organization. This is the



original ODM to diagnose some characteristics of the organization in general, but
specific characteristics of LGOs had not mentioned and how to affect organizational

performance has not been proposed.

(2) Nadler — Tushman ‘s Congruence Model (1977) clarified the type of organization in
his research and mentioned a transformation process much clearer compared to the
research of Weisbord (1976) by depicting the transformational process from inputs
(environment resources history) to outputs (organization group individual) affecting
each other and following the transformation process including 4 variables: (i) informal
organization, (ii) formal organization, (iii) individual, and (iv) task interacting among

them.

(3) Preziosi (1980) supplied the questionnaire (35 items) that has developed from the
Model Six Box of (Weisbord, 1976), and mentioned one additional factor: Attitude
towards change. This is the grounded theory for mentioning apart of the questionnaire in
this research, but adapting the case of LGOs modified for being more appropriate. This
is considered as one aspect of research gap that needs to explore in this study because up
to now a framework has not been developed to diagnose organizational performance and
its activities in each factor: structure, purpose, leadership, rewards, relationship, even

helpful mechanism and attitude towards change of employee who work for LGOs.

(4) The McKinsey’s 7S Framework (1981-1982) presented more details some aspects of
organizational characteristics, including 7 elements : (i) Style, (ii) Staff, (iii) Systems,
(iv) Strategy, (v) Structure, (vi) Skills, and (vii) Shared values (in the middle of
framework, affecting to the six remain elements; besides, 4 soft elements contain: Style,
Skill, Staff and Shared Values; and 3 hard elements contain: Systems, Strategy, and
Structure. In the case of LGOs how to measure these factors scale measurement has not

been set and mentioning a scale measurement of each factor is very complicated and



there has had no existence from a literature review and the result of scale measurement

reliability and effectiveness could not be checked and tested.

(5) Tichy (1983) developed ODM of Weisbord’s Six Box Model (1976) based on
political cultural aspect, however, this ODM had not mentioned the scale to measure 6
factors: (i) Misson Strategy, (ii) Tasks, (iii) Prescribed Networks, (iv) Organizational
Processes, (v) People, and (vi) Emergent Networks. These factors are the input -
environment history resources, and they have strongly impacted, and the output is

performance or the impacting of these factors to the human factor (impact on people).

(6) High-Performance Programming of Nelson and Burns (1984) is more complex than
the Six Box Model of Weisbord (1976), 11 dimensions in management process are
focused and specified in organization, as (i) Time frame, (ii) Focus, (iii) Planning, (iv)
Change mode, (v) Management, (vi) Structure, (vii) Perspective, (viii) Motivation, (ix)
Development, (x) Communication, (xi) and Leadership. This ODM emphasized the
process of organizational diagnosis, but some dimensions are new components that
needs to notice in real condition in comparison with previous researches (time frame,
communication, perspective, development, planning, management, motivation), these
dimensions are very necessary for diagnosing but how to measure, clarify, definite
specific and clearly is extremely hard to do this. For example, the time frame for doing
something can be measured in an organization, but not the time frame of an organization;
or we think that development dimension which Nelson & Burns (1984) mentioned, but
development is a basic goal of any organization, how to develop organization by and
which methods, strategy, plans, etc that require to be analyzed very carefully, if not that

lead to trouble to diagnose and improve performance and activities of an organization.

(7) Porras & Robertson, Harrison (1987) discussed the Individual and Group Behavior

Diagnosis Model in more detailed than previous ODMs. This model not only measured



behaviors at individual, group, and organization level?, but also diagnosed inputs and
outputs of all three levels. However, this one is extremely hard to measure in the case of
government organizations when taking the survey in case of LGOs in Vietnam, that have
some special and different characteristics in comparison with other countries (political
regime, lawful system, cultural features, economy features, etc). This is the first reason

that this study needs to deeply researched.

These are overviewing ODMs in previous researches in general. In the case of the public
sector or government organization, we need to deeply research the ODM framework in

this case study, and what are components that affect to LGOs performance.

In database ProQuest, we have also found 40.027 results (with abstract) by keyword
“organizational diagnosis model”, continued keeping narrow finding limit in science
articles (review) there have been 1.743 results, but when we have been searching with
keyword “organizational diagnosis model” (ODM) and “local government” there have
very little researches. Similarly, we continued searching on ESBCO, the results are
2.535; 867; and 6 results; but there is only one result of Olivier (2017) adjusted the model
of Burke—Litwin (1992) to diagnose the performance of local government in South
Africa. Continuing narrow finding limitation with public sector and LGOs, there are
some main researches mentioned in case study of public sector and LGOs in UK, USA,

Italia, China, Taiwan, Thailand, Malaysia, New Zealand, Rwanda, Australia,

L First, at the individual level: the input — resource of model at each level can be measured by followes factors: (i)
Individual Characteristics, (ii) Attitudes, (iii) Beliefs and (iv) Motivation; and the output factors of this level are
individual performance and quality of work life. Second, at the group level : the input — resource of model at each
level can be measured by followes elements: (i) Group composition, (ii) Structure, (iii) Technology, (iv) Behaviour,
(v) Processes, (vi) and Culture; and the output of this level is group performance. Last, at the organization level,
the input contains some factors: (i) Purpose, (ii) Processes, (iii) Structure, (iv) Technology, (v) Behavior and (vi)

Culture



Netherlands, etc., but they all suggested some components of organization, but there is

very little ODM for public sector or LGOs, such as:

(i) Leadership: researches of Wallis & Dollery (2005), Wu et al. (2010),
Boonleaing et al. (2010), Hamid et al. (2011), Muthukumaran (2014), Draghici et al.
(2014), Karimi et al. (2014), Cowell et al. (2011 & 2016), Im et al. (2016);

(i1) Relationship: studies of Nguyen (2016), Hung & Chen (2009); Rewards:
research of Goulet & Frank (2002), Steijn & Leisink (2006), Newman & Sheikh (2012)
and Miao et al. (2013);

(iii) Culture: researches of (Curteanu & Constantin (2012), Miao et al. (2013) and
Kokubun (2018);

(iv) Communication: researches of Sanders & Canel (2015), Simmons & Erskine
(2016).

(v) Performance: researches of Taticchi et al. (2010), De Waal (2010), (Bjork et al.
2014), Miao et al. (2013), Speklé & Verbeeten (2014), Balaboniené & Vecerskiené
(2015), Kling et al. (2016), Im et al. (2016), Du et al. (2018), and Kokubun (2018).

According to Zaffar et al. (2018), in each type of organization, their’ members have
differently responded to its environment, organizational diagnoses in different types of
organizations have different results. For example, organizational diagnosis is carried out
in health care centers and hospitals, in a study of Lin etal. (2009) utilized Cummings &
Worley (2001) model of organizational diagnosis to explore the practices of
organizational diagnosis of Health Promoting Hospitals in Taiwan. Filej, Skela-Savic,
Vicic, and Hudorovic (2009) used Burke and Litwin model (1992) in a study of the head
nurse’s management system in health care and social welfare institutions. Hamid et al.
(2011) have attempted to diagnose organization using Weisbord’s Six Box Model (1976)

from universities in Iran and the findings indicated that the average mean of leadership,



relationships, motivation, and reward are greater, however, the purpose, structure and

helpful mechanisms bearing lower value than the average (Hamid et al., 2011).

According to Nguyen (2016) in the research to find out the organizational characteristics
and employees satisfaction in Vietnam, he compared SOE and NSOE and found a
difference in both type of organizations for each of the organizational area/dimensions
that differ based on working environment, procedures, and therefore, there will be
differences in their organizational dimension diagnosis results as well. Baldwin (1987)
proposed that the discrepancies of public and private sector organizations’s
characteristics are: (i) Purposes, (ii) Leadership, (iii) and Job security; They mean that
the goals of public sector are more ambitious than those in private sector, and the
leadership turnover of public sector is much more than private sector, and employees in

public sector have bigger job security than those in private sector do.

Alford & Hughes (2008) also identified five particular discrepancies of the organizations
in public and private sector: (i) Public sector decisions are coercive as citizens to comply
with, and subject to sanctions relating to enforcement right of the government. Private
sectors are more freedom to supply their service (to charge the customer with different
prices, style of service, even refuse to deal with others); (ii) The public officer is
responsible to the political leadership, parliaments, and the community, citizens and to
various parts of the judicial system. Private sector management is responsible to its
Board and shareholders; (iii) Outside agenda in the public sector are largely set by the
political leadership, in contrast with the profit motivation of a private organization; (iv)
There are difficulties in measuring output or efficiency in production of public sector,
that relates to profit as is in the private sector; (v) Because of large size and diversity in
the public sector make control or co-ordination difficult, that is completely not appeared
in the private sector. And this is the first gap of research in this dissertation, the author

wondered how to measure the output more precisely;



Some research mentioned above proposed the characteristics of public sector
organizations in general and the usage of ODM in these cases. But in the case study of
LGOs in Vietnam, because the discrepancy of political regime’s characteristics to
compare with other countries, the leading role of the Communist Party to central and
local government organizations is very special, and that is legislated in Article 4, The
Constitution of The Socialist Republic of Vietnam (2013). This is the second gap to
research, whether ODMs for other countries, even in the case of China can be used for
LGOs in Vietnam and the measurement of LGOs’ performance is needed to identified

in this case.

Thirdly, Performance is a construct measured chiefly in business enterprises, even in the
agency of the public sector, but there is very little researches mentioned the scale
measurement of performance in this research. LGOs have some of the similar
characteristics of public sector organizations (they all serve the social benefits of citizen;
they are under the authority of State in-law; their finance resource is guaranteed by the
State budget, etc.), but in the main vision and purpose of two type organizations are quite
different according the explanation of researches: Alford and Hughes (2008), Nguyen
(2016), Miao et al. (2013), Im, Campbell, and Jeong (2016), Du et al. (2018), Kokubun
(2018), etc. will be presented in the next sections. We can base on the scale measurement
of Performance (Speklé and Verbeeten (2014); USA (research of Melkers and
Willoughby (2005)), Italian and UK (research of Taticchi (2005), New Zealand (study
of Breitbarth, Mitchell, and Lawson (2010)), South Africa of Olivier (2017), in Rwanda
of Klingebiel et al. (2016), etc.), but these coutries have a political regime completely
differ with Vietnam context. So, this is the third reason we need to modified a scale

measrement of Performance in the case of LGOs in Vietnam.



1.2 RESEARCH OBJECTIVES
The goal of this research intends solving 2 subjects :
(i) Identifying the research framework of ODM in the case of LGOs in HCMC, Vietnam;

(ii) Developing the scale measurement of Consensus in LGOs — an aspect of culture -
the new component which has not ever mentioned yet in any ODMs from reviewing
ODM s theories.

1.3 RESEARCH QUESTIONS

In this study, from the gaps of literature review in ODMs, we realized the necessity of
ODM in GO to explore the current status of GO and its problems, mentioning the
development interventions to improve GOs’ performance or effectiveness. To solve

these matters, this research must answer three questions:

(i) What is the Organizational Diagnosis Model in the case study of local government

organizations?
(if) What are components of this Organizational Diagnosis Model?

(iii) How do these components affect performance in the case of local government
organizations?

1.4 RESEARCH SCOPE

In general, overviewing ODMs we can realize that there are two types of ODMs: ODMs
which emphasize the structure components, and ODMs which emphasized the diagnosis
process. And in this research we intend to propose an ODM in direction of emphasizing
structure components because one of the common characteristics of local government
organizations makes pressure to improve their effectiveness to serve the communities,
citizens; it means that process to carry out public management activities always change
to adapt practical conditions. The government uses power to compel those within its

jurisdictions to do what it wants with citizens mostly willingly complying with the law



according to Alford and Hughes (2008). So in Vietnam, GOs have some similar
characteristics with others as the above section. Based on previous researches and my
research process, it seems a little specific research about diagnosing organization yet,
especially in the case of the LGOs. In context of the Vietnamese economy after
“DOIMOI”, the Vietnamese government has issued many laws to adapt with the mission
and strategy toward “socialist-oriented market economy”, that requires LGOs in HCMC,
Vietnam must be changed, what their characteristics are, what the relationship between
their components and output, how to measure the GO’s performance as the gap which
Hughes (2012) mentioned which concerned to the topic the author want to solve in the
dissertation and based on the ODM in the enterprises that are modified to diagnose LGOs
in the context of HCMC, Vietnam.

Vietnam and China have a similar political regime, so their LGOs have similar
characteristics. There are some main researches we can base on for reference: Miao et
al. (2013), Im, Campbell, and Jeong (2016), Du et al. (2018), Kokubun (2018). These
researches mentioned above do not propose ODM for the public sector or LGOs, they
just proposed some components of an organization such as Rewards, Leadership,
Communication, Culture, and Performance. However, they have not mentioned a full
ODM for LGOs. This is the first gap for this research to do study.

Moreover, through a literature review of ODMs, few researches on ODM mentioned in
the case of LGOs in Vietnam, and according to Curteanu, Constantin, (2012) consensus
is one variable of culture, which has not mentioned in any ODMs. That is the second
gap motivating us to do research on this matter. Moreover, the scale measurement of
each factor — each aspect of organizational characteristics (for examples Leadership,
Relationship, Rewards, Attitude towards Change, and Performance) from previous

ODM may be appropriate in other countries, but in the case of Vietnam which the culture
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factor of political regime and LGOs in Vietnam are quite different, these factors need to

be modified in this case of LGOs in Vietnam.

So, there are two gaps in the research in this dissertation. In Vietnam, government
organizations have some similar characteristics in comparison with other countries as
mentioned in the above section. HCMC is the first level center of Vietnam in the
economy, politic, culture, and other fields; so characteristics of LGOs in HCMC,
Vietnam generally represent characteristics for the system of municipal government
organizations in Vietnam at all levels. This is the reason we carried out the survey in
HCMC for this research. Based on previous researches and my research process, it seems
a little specific research about diagnosing organizations yet, especially in the case of
local government organizations in Vietnam. So, we intend to research this
matter: “The Organizational Diagnosis Model: The case study of local government

organizations in Ho Chi Minh City, Vietnam” for my dissertation.

1.5 RESEARCH METHODS

This current study uses mixed methods that are carried out by not only the qualitative
method but also a quantitative method based on a deductive approach (according to
Newman (2000)).

At first, by the qualitative method, the author reviews literature involved in ODMs, and
performance of LGOs. Based on the theory of organizational diagnosis and ODMSs
researches overtime as follow collected researches by Kasik (2011) and lots of previous
researches in LGOS and deep interview with respondents who are leaders of LGOs in
HCMC, Vietnam, we developed a theoretical framework for this study. The ODM
framework in case of LGOs in HCM, Vietnam consists of 08 variables: 07 independent
variables, such as: (1) Leadership, (2) Relationship, (3) Rewards, (4) Attitude towards
Change, (5) Inspection and Supervision, (6) Information Management and

Communication, and (7) Consensus; and one independent variables: Organizational



11

Performance in the case study of the LGOs in HCMC, Vietnam. And from the literature
review, the theoretical framework we point out 7 hypothesies about the relationship
between these constructs. Following the questionnaire of Presiozi (1980), Speklé and
Verbeeten (2014), Im, Campbell, and Jeong (2016) scale measurements of the construct

are modified to adopt in case of Vietnamese LGOs.

After that, by the quantitative method, chiefly by software package SPSS 22.0 and
AMOS 22.0, we test against the research model and hypotheses through empirical data
in preliminary research to find outfit scale measurement and main research with survey
sample of 510 respondents who have been working for LGOs in HCMC from three
government levels (ward, district and municipal). The main techniques for data analysis
are reliability test by calculating Cronbach alpha of each construct, EFA, CFA and SEM
technique to test hypotheses. Through the quantitative research (empirical survey) we
modified the Consensus and Performance measurement scales of ODM specified in local
government organizations, test hypotheses of path relationship between constructs of the
theoretical model by EFA, CFA, and SEM. Besides, through the quantitative technique,
we defined how many variables remained to have a significant effect on LGOs’
performance; and which component has not a significant effect on the performance of
GO. After that, by comparison of estimate indices of seven components to performance,
we realized which amongst of these factors should receive the strongest consideration
and weakness effect on LGO’s performance; and how they related to practical conditions

in LGOs.

1.6 RESEARCH CONTRIBUTIONS

This research intends to gain 02 contributions in theoretical and practical aspects.

(1) In theoretical contributions, we propose an organizational diagnosis model in the case
of local government organizations and suggest a Consensus variable in ODM of LGOs

in Vietnam, which has not mentioned in previous researches in ODMs theory.
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(2) Besides, we developed the scale measurement of Consensus in the ODM of LGOs in
Vietnam and fulfilled the measurement scale of Leadership, Relationship, Rewards,
Information Management and Communication, Consensus, Inspection and Supervision,

Performance in case of LGOs of Vietnam.
1.7 STRUCTURE OF DISSERTATION
The dissertation includes 5 chapters besides subordinate sections as required.

Chapter | - Introduction: includes 07 sections from 1.1 to 1.7: introduction of research
background, research objectives, research questions, research scope, supplies a brief of

methodology, research contribution and structure of dissertation.

Chapter Il — Literature Review: contains 06 sections from 2.1 to 2.6: besides the
introduction section (2.1), this chapter provides the background theory of Organizational
Diagnosis, ODMs and clarifies the discriminant between them; points out definitions and
characteristics of LGOs in Vietnam, Organizational Performance; performs theoretical
model, study plan; and assumes 7 hypotheses about the relationship of 8 components of

theoretical model to be tested in the later chapters.

Chapter Il — Methods and Measurements: consists of 07 sections: similar to Chapter 11
besides the introduction (3.1), this chapter presents the research process included
qualitative and quantitative researches; summarises hypotheses of the theoretical model

and measurement scales and shows up the preliminary research results.

Chapter IV — Data Analysis and Research Results: includes 4 sections, from 4.1 to 4.4:
presents sample survey’s characteristics with empirical data of 510 cases respondents
who have been working for LGOs in HCMC, Vietnam; the assessment results of
measurement scales using EFA and CFA technique, based on SEM analysis to discover
the path relationships of hypothesis tests; and discuss about these results (EFA, CFA,
and SEM).
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Chapter V — Conclusion: consists of 4 sections from 5.1 to 5.4: provides in general
summary of research findings, contributions in theory and may offer a little effort to
point out new measurement scales in OMDs and managerial implications for managers
and leaders in the practical management of their organization. Besides specific
contributions, this research surely has its limitations and broaden some further research

directions to improve and enrich this matter.
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CHAPTER Il - LITERATURE REVIEW

2.1 INTRODUCTION

This chapter focuses on the literature review of the organizational diagnosis models
(ODMs) over time. After the introduction section, the rest of this chapter includes five

sections.

Section 2.2 introduces the grounded theory and the concept of organizational diagnosis,
the role of its in management, and clarifies the organizational diagnosis and

organizational analysis.

Section 2.3 presents the definition of government organizations and local government
organizations (LGOs) in Vietnam in general, an overview of the context of LGOs in Ho
Chi Minh City, Vietnam.

Section 2.4 mentions definition of organizational performance, distinct with
organizational effectiveness and government organizational performance in genrally and

the local government organization in Vietnam.

Section 2.5 depicts the concept of ODM, reviews all the ODMs over time, and a

summary of constituent components of research ODM.

Section 2.6 introduces the research model used in this dissertation; summary the factors
in the research model and explains the definition each factor and expresses the
relationship between local government performance and seven independent factors in
the research model. Therefore, 7 hypotheses are constructed for testing in the next

sections.
2.2 ORGANIZATIONAL DIAGNOSIS

The goal of organizational diagnosis is for improving and developing organizations; the

scale measurement of organizational activities is performance. Cummings & Worley
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(2014) and some other researches mentioned that organizational diagnosis means
modifying the current status or problem of organizations by analysis on the whole
aspects of any organization and giving the appropriate/corrective solution of increasing
or improving organizational performance (solve its’shortcomings and support its
strengths) and organizational development in the future. Expressing in another way, in
the process of organizational diagnosis, we need to modify which components have
impact on Performance, and the grounded theory of modifying the effect of some

variables to one variable or other variables is The Contingency Theory.
2.2.1 The Contingency Theory

According to Donaldson (2001), the Contingency theory is the grounded theory to
analyze the structure, the characteristics of an organization both the internal aspect and
its external environment; and contains the concept of a fit that affects performance,
which, in turn, impels adaptive organizational change?, In another eaning, the
contingency theory of organizations disusses, the relationship between some
characteristics of the organization and effectiveness, and in previous studies
effectiveness can include efficiency, profitability, employees satisfaction, etc. So, in this
study, the subject matter is researching the relationship of some variables (for example
Leadership, Relationship, Rewards Attitude towards Change, Information Management,
and Communication, Inspection and Supervision, Consensus) and Performance of
LGOs, so the core relationship of each factor to Performance is based on the contingency
theory of organization. Donaldson (2001) and some researches agreed that organizations

move toward fit to gain better performance?, it means that LGOs in this case study must

2 Donaldson L. (2001). Core Paradim and Theoretical Intergration. The Contigency Theory of Organizations.
Thousand Oaks, Sage Publications, Inc. Ch.1 (pp.1-34)

3 Donaldson L. (2001). Fit Concept and Analysis. The Contigency Theory of Organizations. Thousand Oaks, Sage
Publications, Inc. Ch.7 (pp.181-214)



16

follow the contigency theory and fit to archieve better Performance. This is
the grounded theory for forming the research model framework and hypotheses in the

next sections.
2.2.2 — Organization Development and Organizational Diagnosis

Planned change is often understood as Organization Development. Egan (2002) explored
27 definitions for Organization Development (between 1969 and 2003). In this section,
the author only mentions some definitions that are closely related to the organizational
diagnosis to clarify the relationship between organizational development and
organizational diagnosis. Some following definitions are based on the researches of
Williams (2005) and McLean (2005).

According to Beckhard (1969) who gave the first formal definition of organizational
development, defined Organization Development as planned interventions through the
organizational processes using behavioral-science knowledge to increase and improve
organizational effectiveness. This is the first formal definition of organization change
(planned). Expressed in another understanding way, Bennis (1969) mentioned three
elements in organizational development, there are: (i) external environment of
organization; (ii) response to change and adapt to external environment; and (iii)
modified “planned interventions” and “behavioral-science knowledge” clearer than
Beckhard (1969): “Organizational development as a response to change, a complex
educational strategy intended to change beliefs, attitudes, values, and structure of
organizations so that they can better adapt to new technologies, markets, and challenges
and the dizzying rate of change itself”. MclLagan (1989) focuses on the internal
relationship aspect in the organization to change and develop when defined organization
development. Similar to the previous researches when mentioned the role of change in
organizational development, however, French & Bell (1990) also mentioned

organizational development as a process of solving its’ problem and renewal through
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diagnosis and management, emphasized the role of organizational culture on formal
work team, temporary team and inter-group culture with the support of a consultant and

theory and technology of applied behavioral science, including Action Research.

Williams (2005), and Cummings & Worleys (1993) also mentioned process and
behavioral science knowledge in organizational development in the previous researches,
they mentioned the purpose of organizational development to achieve effectiveness,
increase productivity, improve QWL (its’ members), the quality of its products and
services. Developing this concept, Cummings & Worley (2005) emphasized more
clearly organization development as a system-wide application and transfer of
behavioral science knowledge to planned development, improvement and reinforcement
of strategies, structures, and processes that lead to organization effectiveness. Cummings
& Cummings (2014) clarify more clearly about Change Management, Organization
Development, and Diagnosis; Diagnosis is an action which belongs to fundamental
dictum of Organization Development; both Organizational Development and Change
Management have common features, they all emphasized changes in organizations
(structure, process, and leadership) that aimed to improve organizations more effective;
but Organizational Development underlines the human capacity changes as members of
organization; and Change Management focus all changes in process of organization such
as creating a new change vision, structure and technology and work practice of

organizations.

From these above definitions, we can realize some core features of organization

development:
(i) The goal of organization development in improving organizational effectiveness;
(i) It is a data-based approach to understand and diagnose organizations;

(iii) 1t involves action research as planned long-term development, interventions and

improvements in the organization’s processes, structures and requires working skills of
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individuals, groups, and the whole organization.

Thus, there is a close relationship between organizational development and
organizational diagnosis, and organizational diagnosis is not a tool of organizational
development, it is and keeps as a very significant stage of organization development, and
organizational effectiveness as the same goal of organizational diagnosis and

organization development furthermore.
2.2.2.1 The concept of Organizational Diagnosis

Organizational Diagnosis is mentioned for a few decades, there are a lot of researches of
this theory, such as Levinson (1972); Weisbord (1976); Preziosi (1980); Alderfer (1980);
Paul (1996); Sarker (2000); Rafferty and Griffin (2001); Henri (2004); Janiéijevi¢
(2010); Hamid et al. (2011); Muthukumaran (2014); Draghici et al. (2014), etc. A study
of Harrison & Shirom (1999) diagnosis refers to investigations that draw on the concepts,
models, and methods from the behavioral sciences to examine an organization’s current
context and help clients find out the ways to solve their problems or improve

organizational effectiveness.

According to Harrison and Shirom (2012a, 2012b), Chen, Shie and Yu (2012), there are
four approaches of Organizational Diagnosis: (i) “Sharp Image”; (i1) “Open System”;
“Political”, (iv) and “Customer Complaint”. Each approach has two aspects advantages
and disadvantages to diagnose the current state and give strategically planned

interventions for improving the effectiveness of organizations.

(1) The first approach “Sharp Image Diagnosis”: Harrison & Shirom (1999) proposed
a four-step process to have an overall view of the organization and lead to a tight

diagnosis of its’ problems and challenges.

(i1) The Open System approach: views the organization as a system that gets inputs
from its environment, processes those inputs and then produces outputs. However, based
on research of Ashmos & Huber (1987), Jackson (1991), Senge (1990), Chen, Shie, and
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Yu (2012) argued this approach has significant limitations because the principles of this
approach is lack of useful information that leads to the application of superficial
consideration in order to overlook significant specific operations of organization and

ignores the important discrepancies in specific organizational situations.

(iii) The Political Approach: according to this approach, Bolman & Deal (1991), Hall
& Morgan (1999) proposed an organization is considered as political competition in
which negotiation and interchange carry out both internal and external related parties
who are seeking their particular purposes and benefits. Bartunek (1993) said that this
approach dwells on the internal relationship in the organization, the ability of conflict
amongst the stakeholders and the impacts of stakeholders’activities on the budget and
various forms of resource distribution. Based on the research of Savage et al (1991),
Donaldson & Preston (1995), Chen et al. (2012) argued this approach lacks model with
established procedures to evaluate carefully and consider the customers’ opinions which

concerned in the organizational activities.

(iv) The Customer complaint approach: This perspective mentioned that customer
complaint as the driving force for analysis. Bosch & Enriquez (2005) developed a
customer-oriented model of OD as a ‘Customer Complaint Management System’, for
example, TQM, QFD, and PDCA which are very popular in OD, especially in the service
field. However, according to Chen et al. (2012), although this approach emphasizes the
value of customer complaints as driving force to improve organization effectiveness, but
it only related to individual customer complaints basically, it does not notice and choose
useful information of all customer complaints to create a comprehensive diagnosis

strategy to improve organizational service system.

These approaches can generally perspectives of diagnosis, that is the basic ground
opinion to modify the concept of organizational diagnosis and some relevant ODMs are

noted in the following sections, and the ODM is chosen for the case of government
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organizations in HCMC, Vietnam. In the research process, we can approach 10

definitions of organizational diagnosis; each definition mentioned one aspect of

organizational diagnosis, a summary of them is presented in Table 2.1.

Table 2.1 — Summary of Organizational Diagnosis definitions

No.  Author Main keys of definition Evaluation and noted for thesis
1  Argyris Process, valid and useful Overview information of
(21970) information of organizational system, but what is
organizational system information is not mentioned
clearily.
2  Alderfer Process, based on behavioral - Clarifies types of information:
(1980) science, collecting data of human experiences, system and
human experiences and feed behavior;
back - Established shared understandings
of organization.
- Do not mention interventions to
organization.
3 Stahletal. Indentify “gap” between Do not mention the full meaning of
(1997) “what is and what oughtto ~ Organizational Diagnosis, “gap”
be” and “what ought to be” to solve
organizational shortcomings.
4 Harrison & Compose three components: Mention full aspects of
Shirom Process, Interpretation and  Organizational Diagnosis included
(1994, Methods investigation of concepts, models
1999, and methods from behavioral
2012) sciences to check the context of

organization, solve its problems
and get effectiveness.
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No. Author  Main keys of definition Evaluation and noted for thesis
5 Falletta Accessing organization’s Mentioned how and what to access
(2005) current level of functionsto  to give interventions in

design appropriate changes  organization.

6 Morrison  Specifying gaps between First mentioned performance
(2007) current results and expected  (outputs) of organization in
performance, and how to get diagnosis.
organization’s purposes.

7 Jani¢ijevic Mentioned organizational Emphasized organizational change
(2010) analysis method as objective of organizational
diagnosis.
8 Gavrea Analyze the organizational - Modified an exercise to determine
(2012) structure, subsystems and the strengths and weaknesses of its’
its’ internal and external structural factors and procedures.

procedures; give suitable
interventions to develop
organizational performance;

- Emphasized both structural
components and processes of
organization.

9 Popovici Intervention of First mentioned subsystems
(2013) organizational subsystems,  subsystems in organization,
procedures and behavior processes and rules in organization.

rules within an organization

10 Cummings, Process to check Fully all aspects of organizational
& Worley  organization’s present diagnosis, included process to
(2014) wellbeing, shortcomings analysis the strengths and

and suggest and undertake weaknesses; point out strategic
a strategic solution, and improve

solution/corrective measure measurements of performance
to improve their
performance

Source: By author’s reviewing literature concerned Organizational Diagnosis definitions
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In summary, almost definitions mentioned organizational diagnosis - OD is a process of
collecting data, assessing its data and give interventions to improve and develop
organizations. In another way, the organizational diagnosis means modifying the current
status or problem of organizations by analysis on the whole aspects of any organization
and giving the appropriate/corrective solution of increasing or improving organizational
performance (solve its’shortcomings and support its strengths) and organizational
development in the future. In this thesis, we based on the definition of Cummings, &

Worley (2014) in the mentioned organizational diagnosis.

2.2.2.2 Organizational diagnosis and organizational analysis

Through Table 2.1 - Summary of Organizational Diagnosis, we can see a relation
between Organizational diagnosis and analysis. According to Janicijevi¢ (2010),
organizational diagnosis is understood as a concept related to organizational analysis,
both methods (organizational diagnosis and organizational analysis) are focused on

understanding the organizational content.

The key discrepancy of organizational analysis and organizational diagnosis is shown as
their aims, it means that organizational analysis’s goal is the exploration of all aspects
of an organization, while organizational diagnosis’s goal is an exploration of changing
and improving organization. Wu, Dai, & Magnier (2010) and Karimi et al. (2014) both
mentioned diagnosis in business enterprises. Wu, Dai, & Magnier (2010) emphasized
organizational diagnosis is an analysis process concerned with collecting human
experience, from that pointing out methods to promote organizational performance.
Karimi et al (2014) argued organizational diagnosis means identifying organizational
deficiencies and planning to resolve them through organizational changes and

development.

From those meaning, in this dissertation, we realize that: organizational diagnosis

means an exercise to analyze the organization, its structure, subsystems, and processes
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in order to identify the strengths and weaknesses of its structural components and
processes and use it as a base for developing plans to improve and/or maximize the

dynamism and effectiveness of the organization.
2.2.2.3 The role of organizational diagnosis

In a study of Harrison and Shirom (1999): Cummings & Worley (1993), Howard (1994)
said that organizational diagnosis relates to the systematic collection of data to determine
the current state of an organization, allowing managers and consultants to enhance
organizational effectiveness. Howard & Associates (1994) said that Burke Litwin had
explained there are four ways in which organizational models are useful, included: (i)
help whole levels of managers to improve their’ knowledge of organizational behavior;
(i) classify the data of an organization; (iii) explain the data of an organization; and (iv)
supply a short-hand and popular language in an organization. Gavrea (2012),
organizational diagnosis emphasizes the risk of inaction threatens that provide managers
the most appropriate respondents with a chaotic business environment. In summary,
organizational diagnosis helps managers in identifying and solving the problems of

organizations.
2.3 - GOVERNMENT ORGANIZATIONS
2.3.1 Definition of Government Organizations

Bengt Karlof & Fredrik Helin Lovingson and Edgar Schein (2005) has defined 4
categories of organization : (i) Coordination, (ii) Common Goal, (iii) Division of labor,
(iv) Hierarchical Structure. Organizations are basically structured as follows: (i) the
simple structure, (ii) the functional structure, (iii) the divisional structure, (iv) the matrix
organization, (v) the virtual organization and network, (vi) intermediary structures, (vii)

and the process.

The government can be classified into many types: democracy, republic, monarchy,

aristocracy, and dictatorship. The government and public sector have similar
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characteristics, but the core nature of the government and public sector are different.
Peabody & Rourke (1965) wrote organizations of the public sector are equated as
government agencies; Walsh (1978) proposed government corporations are usually set
up with the aim of explicitly increasing the autonomy of management. Also in the
research of Perry & Rainey (1988): organizational researchers have often designated
public organizations owned by the government, such as governmental bureaus, schools,
or manufacturing firms (e.g., Chubb & Moe (1985); Hicksonetal. (1986). Phan (2012)
proposed that the Government consists of components such as structure, functions,
mechanisms, principles, institutions. Boyne et al. (2009), Immordino (2010) mentioned
all types of organizations (concluded government organizations, public sector
organizations, SOEs, etc.) must improve themselves effectiveness, and the government
at all levels are faced with the pressure to perfect continuously their performance,

effectiveness and responsiveness.

This is a mission that makes enforcement to GOs must be done to serve their
communities, the level of this pressure in GOs even requires higher than various kinds

of organizations.

2.3.2 The characteristics of public sector organizations and government

organizations

The characteristics of business enterprises are quite different in comparison with public
sector organizations, and government organizations, especially local government
organizations in Vietnam. Baldwin (1987) mentioned the public and private sector
organizations are different in 3 features: goals, leadership, and job security, as following:
(i) goals in the private sectors are less ambiguous than those in the public sector; (ii) the
private sector also has less leadership turnover than the public sector does; (iii)
employees in the private sector have smaller job security than those in the public sector

do. Melkers & Willoughby (2005) emphasized the role of some components: leadership,



25

communication, information, reform requirements in local government organization’s

performance measurement than the impact of them in business enterprises.

In Vietnam, Nguyen (2016) examined the organizational characteristics (the total
combination of Purpose, Structure, Leadership, Rewards, Helpful mechanisms, and
Attitude towards Change) that are significantly different from all those seven

components of private and public sector organizations in Vietnam.

In the context of the New Zealand government from 2007-2009, (Breitbarth, Mitchell,
& Lawson (2010) mentioned (citizen demand, local authority objectives, and regulatory
frameworks are three main enforcements that impish increasing and improving local
government organizations’ service performance. However, based on the New Public
Management (NPM) approach, (Klingebiel et al. (2016) proposed the relationship
between public administration and government operations which is related to
government changes of structures and processes to improve public organizations’
functions. On the other hand, public administration is considered a very significant
means to obtain development purposes because it is the chief background to conform
lawful systems, regulations, and decisions of government; and GOs must be executed

and obeyed to operate their systems and manage society.

In generally, Vietnam and China have some common features in political conditions. In
a research of the relationship between government integrity and corporate investment
efficiency, Du, Li, Lin, & Wang (2018) proposed that GOs in China keeps a double role
(this differs in comparison with other developed countries): participant and regulator (the
study of Zou (2004)). These roles are similar to Vietnam's GOs. Both Vietnam and
China reformed transformational market-oriented economies, so GOs in both countries
must adapt to changes in environment transformation. According to Vietnam Prime
Minister statements (2016), our nation must carry out government integrity for public

services to citizens and entrepreneurs.
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In contrast to China and Vietnam, GOs in other countries such as Australia, United State
differ completely, they operate on their three-tiered government systems: federal, state
and local levels; or government system in Netherland includes 3 different layers: central
government, provinces, and municipalities (according to Speklé and Verbeeten (2014));
and Vietnam GOs consists of four levels: Central government level, Provincial level
(some special municipalities such as Hanoi, HCMC), district level and ward level.
However, the common functions of GOs are similar both in Vietnam, China and other
developed countries (even they differ in political regimes). Government functions differ
from private sector organizations, they all serve all public services for citizens, all kinds

of organizations as public servant spiritual not aimed for-profit or private goals.

Speklé and Verbeeten (2014) viewed again the reform spirit of NPM in public sectors
based on major changes management of competitive market and adapted to private sector
management techniques (Groot and Budding, 2008; Hood, 1995; Pollitt, 2002; Walker
et al.,, 2011). According to NPM Approach, Government is considering as a public
business enterprise, it means that financial performance is pondering, evaluate; besides
servants or public officers become suppliers' service or products and citizens keep the
role of actually real clients in theory and practical conditions. This view is rather popular
in developing countries. In formal speeches or epilogues of Vietham Government Prime
Minister in recent years, public sector organizations and GOs both approach this view,
at least in theory aspect. It means that the public sector and GOs in Vietnam consider
NPM Approach is objectives to carried out in supply administration services. However,
in order to turn ideas, formal Government opinions into actual actions in the practical
context suffer full of difficulties, obstacles even root originally from the internal
government system. In the preliminary research stage, throughout the deep interview
with some experts and top leaders who have been leading in Vietnam GOs, they said that
formed socialist political consciousness GOs’characteristics in Vietnam completely

different to other governments of other countries.
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Overviewing researches presented in this section mostly based in other countries, such
as USA (research of Melkers and Willoughby (2005)), Italian and UK (research of
Taticchi (2005), New Zealand (study of Breitbarth, Mitchell, and Lawson (2010)), South
Africa of Olivier (2017), in Rwanda of Klingebiel et al. (2016) in which political regime
completely differ with Vietnam context. That is one more reason we intend to research
ODMs in the context of Vietnam. Therefore, each type of organization has various
characteristics’ discrepancies and following that difference in using organizational
diagnosis models. Moreover, there is little focus on ODMs in the case study of LGOs in
Vietnam. And this is the research problem statement that needs to be explained in the
dissertation, or in another way, GOs surely have different characteristics with public
sector organizations of seven components including (purposes, structure, leadership,
relationships, rewards, helpful mechanisms, and attitude towards change). Based on this
research and former researches, we find the government characteristics components
structured by and the relationships amongst themselves, the relationship of these

components and government organizations’ performance.
2.3.3 Overview the context of local government organizations in Vietnam
2.3.3.1 Government organizations in Vietnam

In the research limitation of this thesis, GOs include all the organizations which represent
Government authority in order to perform state management in terms of the legislative,
executive and justice. So, this is the distinction of organizations in the public sector and

government organizations in the research range of the dissertation.

On the other hand, the GOs in this dissertation belongs to political structure system in
Vietnam. (Ch and Ngo, 2016) based on The Law of Organizing Local Government
(2015) confirm administrative units include provinces and cities under central authority;
districts, towns, cities under provinces and cities under centrally governed cities;

communes, wards, townships, and special administrative-economic units. Also in Article
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4 - The Law of Organizing Local Government (2015) stipulates that local government
levels are organized in administrative units, including the People’s Council and People’s

Committee.

Moreover, Vietnam political regime is stipulated as Article 4, and the political structure
system includes three types of organizations which based 8, 9 and Article 10 -
Constitution 2013 — The Socialist Republic of Vietnam. Thus, government organizations
are mentions in this dissertation consists of 3 types : (i) The Communist Party’s
Organizations; (ii) Government Organizations; and (iii) Political — Social Organizations
(include: Front Fatherland Committee; Women Union; HoChiMinh Communist Youth
League; Labour Union; and Farmer Association). From the above explanation, the
concept of government organizations is generally used for all kinds of organizations in

this dissertation.

However, also mentioned in Article 4 — The Law of Organizing Local Government
(2015) stipulates local government administrative units consist of the province, district,
and ward. It means that local government organizations in this dissertation include (i) 3
types of organizations by functions: (i) The Communist Party’s Organizations; (i1)
Government Organizations; and (iii) Political — Social Organizations at three levels: (i)

province, (ii) district and (iii) ward level.

In the context of Vietnam now has sixty-three provinces and cities, including two
“special municipals”: (1) Ha Ni, (2) H6 Chi Minh City, and three cities directly under
the central government: (1) Hai Phong, (2) Pa Néng, (3) Can Tho (rank — 1 cities). As
mentioned above, government organizations in Vietnam contain 2 types: governed level
and local government level. In this dissertation, we intend to mention local governments

that are divided into provinces, districts, and ward (The Asia Foundation, 2013).
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2.3.3.2 Local government organizations in HCMC, Vietnam

At first, HCMC is one of the special administrative units have stipulated in law, decree
(Article 4 — Chapter | and Article 9 — Chapter Il of Decree 42 of Govern). Similar to
most in Vietham, HCMC political system is structured according to the 2015 Law of
Organizing Local Government (effective in 1st January 2016). From 1975s up to now,
HCMC plays a very significant role in economic, social, management, etc, as followed
the most important role of its government organizations. It seems as “the leading
economic center”, differs from Ha Noi — the leading center of politic and culture. Many
policies (from economic, politic, administrative, social, etc) have succeeded in HCMC
first, then broaden to other provinces. As special municipal with the largest population
(01/4/2019: 8.993.082 people) 4, HCMC spans an area of 2.095 km?. According to data
on 01% April 2019 : the population density 4.291 people/km? (highest in Vietnam),
HCMC currently consists of 24 divisions, including 19 urban districts and 5 districts,

with 322 communes and wards.

- The role and functions of local government organizations: Based on The 2003 Law
on Organization of People’s Councils and People’s Committees (The Asia Foundation,
2013) and adjusted of the 2015 Law Organizing Local Government, the organizational

structure of local government in Vietnam is described by Figure 2.1.

4 http://www.pso.hochiminhcity.gov.vn/c/document_library/get file?uuid=13b96a47-098a-4200-97f7-
0621290bcf24&qgroupld=18
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People’s Council is the authority in a local People’s Committees are executive local
area elected by citizens government elected by People’s Councils
President Standing Departments President Specialized
or Vice : or Vice o
: : divisions
President Committee President

Decision, approval, motoring

Provincial People’s Provincial People’s

Council Proposal, submiting for approval Committees
— Decision, approval, motoring . X
District People’s District People’s
Council . Committees
Proposal, submiting for approval
Ward - level People’s Decision, approval, motoring Ward People’s
Council — Committees
Proposal, submiting for approval

Figure 2.1 - Organizational structure of local government according

to the Law Organizing Local Government (2015).
Source: From (The Asia Foundation, 2013) mentioned the chart, on based the 2015 Law of Organizing Local

Government, and the author adjusted and modelized this chart.

Besides, we can realize clearer the various functions of the People’s Committee under
the Law on Organization of People’s Councils and People’s Commitees (2003) and the
Law Organizing Local Government (2015) which is summarized and shown on the
following matrix in Appendix 3 (The Asia Foundation, 2013; Bash, 2015).
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Government

Organizations in

HCMC: HCMC is a special municipal because of two main points:

(i) As follows by The 2015 Law Organizing Local Government: based on Chapter I,
Article 3, Clause 3.3a.

(i) The most important point that shows the special characteristics of HCMC

municipal is the role and offers in the economy of HCMC to the national economy.

Table 2.2 — Summary some main characteristics of special municipal HCMC

Elements Measurement | HCMC Ha Noi Pa Ning | Can Tho The whole
country
Population Millions 8,42 7,72 1,08 1,38 91,9 [1]
GDP
contribution Fixed price | 166.423,00 | 80.952,00 | 13.114,89 | 19.823,00 | 584.073,00
rate
pro'?f/or)“o” % 28,49 13,86 2,25 3,39 100,00
value Current price | 512.721,00 | 283.767,00 | 39.021,72 | 59.158,00 | 2.535.008,00
% 20,23 11,19 1,54 2,33 100
Proportion of % 38,6 33,03 245 1,22 100
enterprlses
P%p”""!“on people/km? 3590 2036 740 863 265
ensity

Source: (The Asia Foundation, 2013) and cited data from http://kehoachviet.com/thong-ke-dan-so-2015. Up to 30

July 2019, Vietnam population is 97.503.823 persons °.

5 https://danso.org/viet-nam/



http://kehoachviet.com/thong-ke-dan-so-2015
https://danso.org/viet-nam/
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2.4 GOVERNMENT ORGANIZATIONAL PERFORMANCE
2.4.1 Organizational Performance

Bengt Karlof and Fredrik Helin Lovingsson (2005) mentioned there are three concepts
at three levels to measure performance: (i) Cognition, (ii) Behavior, (iii) and Results
(data or figure to measure in finance). Lewis (1999) views performance as an evaluative
measure at the individual, group, or organizational level, can be described as the ability
and motivation to demonstrate the achievement of desired organizational outputs; and at
the organizational level, means organizational performance is shown that members are
encouraged to view themselves as “the organization.” Lewis (1999) also proposed that
at the organizational level, performance depends on the size of the organization and the
number of employees, and would be assessed by examining the organization as a whole
or by evaluating the effectiveness of the primary workgroups or teams as it relates to the
identified outcome goal of the organization. Cohen (1991) the transference of learning
from the individual to the organizational level is viewed as the key to improving

organizational performance which results in increased organizational effectiveness.

In a study of Popovici (2006): Gregory and Platts (1995:80) proposed that performance
measurement concerns with dwelling on efficiency and effectiveness and is defined by
three ways : (i) a process of quantifying the efficiency and effectiveness of past actions;
(i1) an indicator used to perform the degree of efficiency or/and effectiveness of an
action; (iii) a set of indicators used to measure the efficiency and effectiveness of an

action.

Lawanson (2007) proposed that Organizational performance is an aspect of
organizational studies that explain why some organizations fare better than others.
Awareness of the performances of organizations can influence the flow of human,
material and other resources as these factors are usually drawn to the organizations with

acknowledged better performances. Neely et al. (1995) proposed performance
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measurement as the set of metrics used to quantify both efficiency and effectiveness of
organization; Rose (1995) stated “performance measurement is the language of progress
for the organization. Performance management includes activities that ensure
that goals are consistently being met in an effective and efficient manner; focus on the
performance of an organization, a department, employee, or even the processes to build
a product or service, as well as many quantify other areas. On the other hand,
Performance management is also a process by which organizations align their resources,
systems, and employees to strategic objectives and priorities. How to measure local
government performance is full of challenges this topic mentioned in a research of
(Breitbarth, Mitchell, and Lawson, (2010) when they focused to suggest a framework to
measure public service performance in local government of New Zealand, however in
this study they just mentioned a framework or dimension to carry out the survey,
evaluation process and reported applied to measure performance, but the specific scale
measurement of local government’s performance was not proposed. So, in this
dissertation, performance can be modified in narrow meaning, that is the performance of

an organization and it is measured at cognition of members.
- The role of Organizational Performance

Gavrea (2012) mentioned Organization Performance has the most important role in the
management and is the most index of organizational success. Kanji & Moura (2002)
proposed many roles of performance measurement system: (i) check the organization’s
progress in achieving its targets; (ii) identify and notify to individuals the important role
of organizational success and areas need to be improved; (iii) and ensure the
continuously development and improvement organizational effectiveness and

performance.

Otley (2002), performance measurement systems in an organization have three different

roles: (i) supply a means of financial management; (ii) supply overall financial results


https://en.wikipedia.org/wiki/Action_(philosophy)
https://en.wikipedia.org/wiki/Goal
https://en.wikipedia.org/wiki/Organization
https://en.wiktionary.org/wiki/department
https://en.wikipedia.org/wiki/Employee
https://en.wikipedia.org/wiki/Wikipedia:Manual_of_Style/Dates_and_numbers
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and outlines organizational performance., (iii) Motivation and controlling are done
throughout performance measurement. Robert Kaplan (2003) stated that each
organization must create ways to measure performance to reflect its unique strategy.
Brancu et al., (2013) mentions that traditional instruments for measuring business
performance were mostly financial, to measure return on investment, cash flow, and
profit rates. However, in this new economic environment in which companies operate in
the supply chain, there are three generations of performance measurements: (1) Balanced
measurement systems, (2) Correlation flows and transformation, and (3) Linking

financial aspects nonfinancial them.

From the studying process, we realize that there have not been any research mentions
the measurement of Vietnamese government organizations, and this is the gap of
research and has to be solved, which means we must perform a new measurement of

performance in the case of Vietnamese local government organizations.

2.4.2 Performance of public sector and government organizations

According to Balabonien¢ and Vecerskien¢ (2015), public sector organizations are
operating in the conditions of changing environment, and the measurement of public
sector organizational performance is quite problematic and very relevant issue (in studies
of Raipa (2002) and Moxham (2008) proposed that full of difficulties to measure
performance because public sector organizations (LGOs belong to the structure system
organizations of) are oriented to the process and not to the results); and government
organization’s environment has the similar state. The objectives of the public sector in
general, and specific in LGOs are providing the accessible and qualitative services in
order to satisfy public and citizens’ demands and using effectively and efficiently all
available resources; this mission is quite different in comparison the maximum making

profit of private sector and business enterprises.
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In a study of Sumadilaga et al. (2017) there are some ways to evaluate organizational
performance measurements: The best method, Atkinson (1999) mentioned
Organziational Performance can be measured by iron triangle of cost, quality, and time.
The traditional performance measurement often indicate financial performance measure,
such as Return On Sales growth - ROI, Net Prevent Value — NPV, the payback period,
etc. According to Huang, Lee, & Kao (2006), Key Performance Indicators (KPIs) are
being used of Partmenter (2007) developed and many researchers proposed more factors
Kerzner (2011) such as score, quality, reputation, etc; In the research of Modak, Pathak,
& Kanti (2017), pointed out again a method to measure Organizational Performance —
Balance Scorecard (BSC) (Kaplan & Norton, 1991) — is considered as a comprehensive
and multi-dimensional method through four perspectives: (i) financial, (ii) customer, (iii)
internal, (iv) and company learning and growth. From this view, Kaplan & Norton (2001,
2004) built BSC to develop an organizational performance system and link to business

strategy.

Also rooting origin from the BSC method of Huang et al. (2006) measure information
security performance management which provides the increasing value of sales growth
and manage intangible assets. can provide increasing value from sales growth is not
enough to describe and manage intangible assets. Each method to measure
Organizational Performance has some advantages and disadvantages. (Kim, 2005) said
that it is very hard to measure organizational performance in the public sector. It means
that it is also full of difficulties to measure government organizational performance. Also
in a research of performance measurement of public sector organizations (Speklé &
Verbeeten, 2014) cited that the goals of public sector organizations are notoriously
ambiguous and difficult to measure according to Burgess and Ratto (2003); Dixit (1997,
2002); Tirole (1994); Hyndman and Eden (2000). According to Brewer & Selden (2000)
suggested that organizational performance measurement based on its members’

perception. Koopmans et al. (2003) explained the self-evaluation method allows to
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measure performance in some industries with very complex tasks that other
measurement methods are hard to be done and difficulties to measure or collect data
(related to private information security, data losing). So, as followed the methodology to
measure performance, according to Brewer & Selden (2000) and Koopmans et al.
(2003), this research can base on the self-evaluation performance or the cognition of

leaders and managers to measure organizational performance in the case of LGOs.

Although we realized that there have a lot of researches on the performance scale
measurement in public sector organizations and LGOs in other countries, but in
Vietnam, these scale measurements of evaluating individual and organizational
performance in GOs and LGOs have never used. Moreover, from the deep interview
with experts who have been a long time working for Vietnam GOs at all three local

government levels and focus group result pointed out that :

(i) It has been being extremely hard to measure organizational government performance,
even in the case of evaluating individual performance. Brewer & Selden (2000) proposed
organizational performance measurement based on its members’ perceptions. In
practical, a recent dimension of evaluating the individual government performances has
been assigned more clearly than former (Lizasoain et al., 2015), especially in HCMC:
HCMC government organizations are officially being evaluated the effectiveness levels

of public officers.

(if) To evaluate the government organizational performance has never appeared any
assigned documents or papers. The contents of government organizations’ effectiveness
are seldom mentioned in the Vietnam lawful documents®, and only mentioned in annual

officially evaluation of The Communist Party Organizations, and the practical annual

® Nghi dinh 56/2015/Nb-CP ngay 09/6/2015 vé danh gia va phan loai can bo, céng chuc, vién chirc : danh gia
nguoi dung dau.
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evaluating result of the Communist Party Organizations have fully and exactly expressed

the performance of LGOs and other political organizations.

Although we try to find the scale measurement of Performance in case of public sector
or GOs (Australia, United of Kingdom, Taiwan, China, Malaysia, Rwanda, New
Zealand, America, South Africa, etc.) in a mass researches of Rogers and Wright
(1998), Cummings et al. (2016), Jean-Francois (2004), Melkers and Willoughby (2005),
De Waal (2010), Kenis (2010), Breitbarth et al. (2010), Salem & Yusof (2013), Bjork,
Szilics and Harenstam (2014), Kim (2015), Sanders and Canel (2015), Simmons and
Erskine (2016), Klingebiel et al. (2016), Im et al. (2016), Du et al. (2017), Olivier
(2017), Zaffar et al. (2018), but the results are not expected. Among the mentioned
researches, there are two researches: Speklé and Verbeeten (2014) and Im et al. (2016)
proposed scale measurements of Performance in the public sector (Neitherland and
China) which had similar functions of LGOs in Vietnam. Speklé and Verbeeten (2014)

also categorized Performance measurement systems have five dimensions:
(i) input measurements (financial aspect such as budget, expenditure),
(i) process measurements (efficiency, capacity use),
(iii) output measurements (quantity of products/services, productivity, revenues),
(iv) quality measurements (customer complaints or satisfaction)
(v) effect measurement (realization of policy goals).

Althought Speklé and Verbeeten (2014) proposed more details items of each category's
Performance measurement systems of Dutch public sectors, but applied this scale to
Vietnam GOs is too difficult to measure (according to specialists who are respondents

in the deep-interview results — Appendix 2).
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According to the research of Im et al. (2016), the scale measurement of Performance
factor in public sector organization in China is adapted in this thesis because the

economic characteristics and political regime are similar to Vietnam conditions.

From the above explanations, this is also a research gap and this dissertation’s duties
must be solved in further chapters. In this thesis, we based on study of Brewer & Selden
(2000), it means that organizational Performance of LGOs are measured by members or
managers or leaders’ perception and we modified the scale measurement of Performance
in a study of Speklé and Verbeeten (2014) and Im et al. (2016) in the case of Vietnam
LGOs in HCMC. And the Performance scale measurement of Speklé and Verbeeten
(2014) consists of 7 items:

(i) productivity,

(i) quality or accuracy of worked produces,

(iif) number of innovations, process improvements or new ideas,
(iv) reputation of work excellence,

(v) attainment of production or service level goals,

(vi) efficienct of operations,

(v) morale of unit personnel.

Besides, according to Im et al. (2016) the scale measurement of Performance in China

public sector organization concluded 4 elements:
(i) My organization makes an effort to reduce costs;
(if) My organization has improved productivity over the past two years;
(ii1) My organization produces excellent quality work overall;

(iv) My organization achieves a high-level of customer satisfaction.
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So, two-scale measurements’ can be used and modified to adapt the case of LGOs in

Vietnam for this research and presented in the next sections.
2.5 ORGANIZATIONAL DIAGNOSIS MODELS (ODMs)

2.5.1 The meaning of Organizational Diagnosis Model : There are many researchers
who have been reaching the concept of ODM (Lowman, 1993) proposed organizational
diagnosis has two essential purposes: (i) evaluating organizational failures, (ii)
evaluation of the wellness of an organization. Leavitt (1965, 1978) reached that the ODM
deputizes the core of diagnosis technique because it leads the managers’ operations in
specific dimensions that included variables interacting with each other. Burke (1994),
ODM is designed to help managers: (i) Categorize all kinds of data of organization; (ii)
Understand about the state and problems of organizations; (iii) Explain all types of data

systematically; (iv) Support changing strategies.

According to Waddell et al. (2007), ODM is a set of concepts and relationships in
organization in order to perform systematically or explain the effectiveness of

organization.

Falletta (2005), organizational diagnosis concludes diagnosing or evaluating the current
status of the organization to design the changing interventions. Diagnosing is designed
to perform, clarify the reason for matters or problems which organizations want to solve.
On the other hand, the three most important elements in diagnosing activity are: (i)

collect information, (ii) evaluate state position, (iii) design changing interventions.

Rosenbaun et al.(2018) categorizes ODMs into 2 groups: (i) Models which perform the
steps in diagnosis, collect information, evaluate, and design interventions, for examples:
Bullock & Batten (1985), Kotter (1996); (ii) Models which perform structure, factors in

7 Based on the researches of Speklé and Verbeeten (2014) and Im, Campbell, and Jeong (2016).
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diagnosing, for example, The Six Box Model (Weisbord, 1976), Preziosi (1980) add one
more factor — Attitude toward Change; and Burke—Litwin (1992).

According to Ann et al. (1994), although ODMs have some different factors and scale
measurements the results of diagnosis are similar to each other. For example, Style factor
in the 7S Model (study of Peter & Waterman (1982) has the meaning of style and
leadership effectiveness); or System in 7S Model - Peter & Waterman (1982) emphasizes
human resource and finance field which are controlled and used internal process to
improve organizational performance; moreover, “System” factor in model of Burke and

Litwin (1992) mainly mentions rewards system and supervision in organizations.

Based on a research of Olivier (2017): Lusthaus et al. (2002) proposed ODM is a
framework of analyzing the strengths and weaknesses of an organization that is related
to its’ performance. Harrison (2005) states ODMs and applied research methods to
modify the current status of an organization and identify the way to enlarge its’
performance. Falletta (2005) implemented ODM helps the manager to understand clearly
and rapidly what they observed and supplied a systematic collecting data method and
classified the data in an organization. Immordino (2010) argued ODM is a structural way
of collecting and appraising the whole data of various fields of organizations’ activities
which is most closely related to organizational excellence. Cummings & Worley (2005)
mentioned ODMs are conceptual frameworks that the practitioners exert to understand
organizations. Olivier (2014) argued that ODMs direct as many factors of organizational
functions as possible. However, Jones & Brazzel (2006) also proposed that there is no
one model is the best to use in order to diagnosis.

In summary, according to Rosenbaun, More, Steane (2018) in the case of government
organizations, the organizational diagnosis model in this research is categorized at
second options — based on the review of original organizational diagnosis models that

perform structures and factors in diagnosing.
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2.5.2 Overview the Organizational Diagnosis Models

Over time there are many researches mentioned ODMs, reviewing researches of
(Janiéijevi¢, 2010), (Kasik, 2011), (Falletta and Ed, 2005) these following ODMs are

introduced:

1.

2.

9.

Kurt Litwin’s Force Field Analysis (1951)

Leavitt’s Diamond Model (1965)

. Likert System Analysis (1967)
. Weisbord’s Six-Box Model (1976)

. The Congruence Model for Organization Analysis (Nadler & Tushman, 1977,

1995)

. McKinsey 7S Framework (Peters & Waterman, 1981-1982)
. Tichy’s Technical Political Cultural (TPC) Framework (1983)

. Nelson and Burns’ High-Performance Programming (1984)

Individual and Group Behavior do(1987)

10. Burke—Litwin model of Organizational Performance and Change (1992)

11. Falletta’s Organizational Intelligence Model (2008).

12. Semantic Network Analysis (Zarei et al, 2018)

(Summary in Appendix 1).

Gavrea (2012) reviewed and distinguished the ODMs which have some common and

specific following features are:

(i) The most of ODMs represented dwell on Open System Approach, so the

external environment as a separate component which impact to organization’s activities

in 5/9 models.
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(if) Almost models emphasized a number of variables that have a relationship of
interdependence and most of the models are based on cause and effect relationship from
The Burke-Litwin Model. However, Weisbord’s Six Box Model (1976) and Bolman’s

Four Quadrants (1984) do not illustrate in an interdependent relationship.

(iii) The Leavitt’s Model is the model that has the fewest variables (4 components)
and the Burke-Litwin is the model that has the most variables (12 components). Most of
ODMs commonly have approximately 5 or 6 variables. And the core variables of these
models could be categorized into 2 types: general term (Force Field Analysis) and

theoretical foundations (Congruence Model).

(iv) These models have some common variables, but these common variables have
a different importance role in every model. The only Burke-Litwin Model (1992)

amongst these models that have performed as a separate component.

However, in general, overviewing literature about ODMSs, we can realize some different

features of these models are:

(i) Falletta & Ed (2005) proposed that most ODMs are developed from The Open
System Approach (1956) and the external environment is directly represented in models
but this factor impacts other variables and makes change intervention in any of the

variables in these models.

(i1) Samuels (1999), Jones & Brazzel (2006), Mele, Pels, & Polese (2010), Cornea
(2012) and Brancu et al., (2013) supposed most commonly models used as a basic
foundation for OD in practical conditions (25% of business enterprises analyzed) proved
from The Weisbord’s Six Box Model (1976), following by The Mc Kinsey’s 7S Model
(19%), and the third range is Galbraith’s STAR Model (1977) and Nadler & Tushman’s
Congruence Model (1977); and all these models are directly developed from The Open
System Theory (1978).
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From above explanation, we can realize: all models which are mentioned in section
2.3.2, page no.22 (Appendix 1) are developed from the Force Field Analysis (1951),
especially Weisbord’s Six Box Model (1976) is more popular and simpler than other
models for diagnosing the gap of formal and informal system in an organization and
fixing between the organization and environment (the difference between the existing
organization and how organization operate to respond external requirements external
demands). Besides, Weisbord defines external requirements or pressure as customers,
government and unions (Falletta and Ed, 2005), which means that these elements are
very suitable in the researching situation of this dissertation and the case study that we

are studying.

Furthermore, to compare the discrepancy of Weisbord’s Six Box Model (1978) between
the models which are developed after Weisbord’s Six Box Model (1978), as follows:

(1) The Nadler — Tushman’s Congruence Model and Tichy’s TPC Model are more
comprehensive than the other models which are developed from The Open System
approach (Katz & Kant (1978)) because it modified the specific inputs, throughputs, and

outputs. These models are similar to Leavitt’s Diamond Model;

(2) Falletta & Ed, (2005) proposed that the Nadler - Tushman Congruence Model also
retains the formal and informal systems of the Weisbord’s Six Box Model (1978). While
Harrison & Shirom (1999) argued that managers can choose their models among a range
of theoretical approaches and increase their ability to find routes to organizational
improvement that fit the goals of the consultation and that match the client organization's
distinctive features and operating context. From the explanation of Harrison & Shirom
(1999), the author realizes that these models are not adapted for my study because of the

two following reasons:

(i) The relationship of the Inputs of Model (Environment Resource History) and

Organization Group Individual is not similar to this model (no interaction), just one-way
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relationship. It means that human resources, technology, capital, information and other
less tangible resources (the study of (Falletta and Ed (2005)) are indefinitely fixed in a
long term, hard to change, and seem not much to be affected by the outputs (organization,

group or individual).

(i) Strategy is an input in Nadler — Tushman Congruence Model or Mission
strategy in Tichy’s TPC Model, it is the only most important input to organization (study
of Falletta and Ed (2005)), it is quite different with separate organizations; but in the case
of government organization in Vietnam strategy is certain confirmed by the central
government which is perform in law, rules, regulations, long term plans and all levels
local government organization must have tasks, duties, responsibilities and plans to do

that. Thus, this model is not used for my survey questionnaire.

(3) McKinsey 7S Framework (1981-1982) is considered a recognizable and easily
remembered model in the private sector. This model has seven components beginning
with the letter “S” included: Structure, Strategy, Systems, Staff, Style, Skills and Shared
Valued in the center of the model. Through the deep interview and qualitative research
stage, five of seven factors of this model (Structure, Strategy, Systems, Style, Shared
Valued) are omitted because they are similar in Vietnamese government organizations

(although they rely on their functions).

(4) The Individual and Group Behavior Diagnosing Model (1987) is a more
comprehensive model for diagnosing organization. Besides the same factors to previous
models (Purposes, Processes, Structure, Technology, Culture), this model emphasizes
individual and group elements (Behavior, Motivation, Beliefs, Attitudes and special
element Quality of Work Life) in three levels in the organization (individual, group and
organization level). However, in the case of Vietnamese government organizations, these

factors are very hard for the measurement or not performed clearly to identify.
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(5) The Burke — Litwin Model (1992) and Falletta’s Organizational Intelligence
Model (2008) are both developed from the previous models. Burke — Litwin Causal
Model (1992) mentions clearly the causal and result relationship in organizations, and
fulfills all factors of previous models (combined Weisbord’s Six Box Model and
Harrison’s Model for Diagnosing Individual and Group and Behavior) in one more
complex model with two new additional factors (Management Practices and Individual
Needs and Values; and Organizational Performance is output and an independent factor
of this model. And Falletta’s Organizational Intelligence Model (2008) also has two
additional factors Adaptability in Structure and Employee Engagement, however with
the same reason to Harrison’s Model for Diagnosing Individual and Group Behavior
(1987), two models are too complex and all these factors are extremely difficult to
measure or not performed clearly to define in the case study of Vietnamese government

organizations.

(6) Harrison & Shirom (2012): A major weakness of the model is that it lacks a firm
theoretical foundation. Weisbord (1976) did not provide clear guidelines for determining
whether a gap exists, which gaps exercise greater influence over organizational
effectiveness and ineffectiveness, and how consultants should cull and integrate data on
gaps. The model is thus deceptively simple (Burke, 1994). To apply it, consultants need

to analyze and synthesize findings on a complex array of different types of gaps.

(7) Salem and Yusof (2013) applied ODM (Comprehensive Model for Diagnosing
Organizational System) for workers knowledge development in Malaysian
biotechnology that is carried out at three levels: organization, group, and individual level.
At the organizational level must evaluate general and task environment; At general
environment included 5 main elements: strategy, structure, technology, human resource
systems (employees’ criteria for selection, appraisal, and rewards), measurement
systems, and intermedia output culture. These 5 components (at the organizational level)

are similar to other ODMs to diagnose the current conditions or problems of
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organization, but Salem & Yosof (2013) just explained ODM and its’ factors in worker
knowledge development of Malaysian biotechnology, do not mention how to measure
these factors in diagnosing. In another way, there have no scale measurements of these

factors in real condition.

(8) Zaffar et al. (2018): The elements of the Weisbord model are similar to those of
Burke and Litwin (1992) and Nadler and Tushman Congruence model (1980).
Weisbord’s model (1976) being simple as compared to other diagnostic models makes
it easier to both understand and implement it (Preziosi, 1980). This is why this model is
most frequently used in practice (Jones & Brazzel, 2006). Also from Zaffar et al. (2018),
The Weisbord model is utilized for the diagnosis of a variety of organizations, including
university sector (Hamid et al., 2011), Banking Sector (Kontic & Kontic, 2012; Kontic,
2012), Hotels Industry (Ahuja & Narula, 2012) and state-owned and non-state-owned
enterprises (Nguyen, 2011), etc.

(9) Searching the database (ProQuest, Emeraldinsight, ScienceDirect, EBSCO, etc)
with keywords ODMs and Consensus, we have not found the component “Consensus”
mentioned in any previous ODMs from theory (only mentioned Culture variable and

Consensus is one aspect of Culture variable), and especially in case of LGOs.

We can realize the factors of organizational diagnosis which have impacted to

Performance in Table 2.3.
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Table 2.3- Summary components of mentioned Organizational Diagnosis Models
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Components

Attitude towards

Change

Leadership style

Leadership/

People: capability,

needs, characteristics,

skill,

Relationship or

conflicts

No

15

16 | Supervision

17 | Resources

18 | Time Frame

19 | Focus

20 | Commitment

21 | Decision Making

22 | Development

23 | Quality of Worklife

24 | Perspective

25

26

27 | human relation,
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Business processes,
28 | procedures, or group X X | X X
processes
Management or
29 g . X X
Management Practices
Communication or
30 | Information X X X X X
Managment
Financial Result :
31 | Productivity, Profit, X
Sales
32 | Consensus None of researches mentioned this variable.

Source : (Janicijevié, 2010),(Falletta, 2008) and the author’s reviewing literature of OMDis in this dissertation.

We can realize the factors of organizational diagnosis which have impacted to
Performance in Table 2.3. From Table 2.3, in general, we can see that there is one factor
(Consensus — one aspect of Culture) which has never mentioned in any research of
ODMs and there are some components which have impacted to an organizational

performance that need to notice in diagnosing, as follow:

1. Strategy/Goal/Purpose of organization;

2. Leadership and leadership style;
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3. System : Rule, Oligation, policy, working mechanism, planning, and control;
4. Working division, decentralization, cooperation in organzational structure;
5. Human resource competency or job skills;

6. Motivation factors : Rewards, salary, and mobilize;

7. Information and Working communication;

8. Recruitment and promotion policy;

9. Working environment and organizational culture;

10. Technology, working tools and equipment (include network);

11. Supervision

12. Attitude towards Change

According to Burke & Litwin (1992), we need to evaluate the affected values in the
organizational diagnosis model to organizational performance. And the organizational

performance scale measurement can be done as 2 options :

(i) Based on the input and output factors measurement in the relationship with the
internal and external environment (a study of Latham & Locke (1991)). More detail
instructions Burke & Litwin (1992): Organizational performance is the output of
performance results, achievement and efforts, and these indices such as productivity,
profit, customer satisfaction, and service quality. Clearly, the 1st option according to
Burke & Litwin to measure and diagnosis extremely meticulous and in detail, this option

Is more pleasantly adapted to diagnosis separate certain organizations.

(ii) Based on different levels of organizational working completion according to a
certain goal, assigned targets in compared with other organizations doing the same
business. This measurement method is more popular than the 1st option because it
performs the relationship with targets, goals or predefined variables (according to Lok
and Crawford (2000).
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In this dissertation, this second option is adapted with this organizational diagnosis
model, because government organizational performance measurement is using this way,
it means that it based on different levels of organizational working completion according
to certain goal, assigned targets are compared with others which have the same structure,

level of local government, and missions.
2.6 RESEARCH MODEL AND HYPOTHESES

From Table 2.3 through reviewing all factors which impact performance and through the
qualitative research stage, we withdraw 12 components that can affect the performance
of an organization. In the case study of LGOs in HCMC, Vietnam, some factors of
organizational diagnosis model in the case of local government organizations and the

reason accepted or eliminated are followings:

- The component of Strategy — Goals — Purpose — Mission: According to Burke &
Litwin (1992) Goal, the strategy is which top leaders believe and declare of purpose,
mission, and strategy of organizations, the employee's belief is the central goal of
organizational activities. Based on Article 4 Chapter 1 of The Law of Organizing Local
Government (2015) confirmed the whole leading role of the Vietnam Communist Party to
all fields of economics, political, culture and social, etc of Vietnam, so in public sector
and LGOs of Vietnam, the strategy is proposed by the Board of Vietnam Central
Communist Party Organization each once per ten years, and the mission, purpose or goals
of all kinds of organization in public sector and LGOs from the central level to the ward
level must carry out in practice all articles mentioned in Resolutions of The Vietnam

Communist Party Organization at each local level.

So, strategy, mission, and purpose variables are eliminated in this case study of LGOs in
HCMC, Vietnam, because they are obeyed the direction of upper leaders and level

organizations.
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- The component of Leadership and leadership style: Leadership is a process that
impacts to the others understand and agree with what needs to do, how to do in order to
get effectiveness; and is a process which encourages private and group efforts to do the
goal sharing. In another meaning, leadership is a process and defined influencing task
objectives and strategies, commitment and compliance in task behavior to achieve
certain objectives, influencing group maintenance and identification, and influencing the
culture of an organization (Yukl, 1989, p.251, 253). Leadership includes leaders,
leadership styles, although each type of organization requires a private kind of leadership
style, we can not forsake the role of leadership in any organization. In many
organizations, leadership always keeps the key role that decided on organizational
development and success. Leaders are measured in some aspects, such as political
awareness; professional; not only have the mind, work with heart but also have the
vision; exemplary, have a wide relationship, create a network, linking, cooperation,

encourage the lower grade employees who are outstanding talent and improvement.

So, the Leadership variable can be accepted to give in the research model framework
to carry out the hypotheses of the impact to Performance through quantitative research

at both the pilot test and the main empirical test.

- The component of Structure, System, Rule, Obligation, Working mechanism,

Planning and Control, working division:

Burke & Litwin (1992) proposed that working division and cooperation in organizational
structure perform the division the functions and human resources into different fields

and different specific levels of responsibility, authority and working relationship.

In the case study of LGOs in HCMC Vietnam: According to Article 37, 38, 39, 40 and
41 Chapter Il (LGOs at municipal level), Article 44, 45, 46, 47 and 48 Chapter 11l
(LGOs at district level), Article 58, 49, 60, 61 and 62 Chapter 111 (LGOs at ward level)

of The Law of Organizing Local Government (2015) confirmed the organizational
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structure of LGOs at three levels (municipal, district and ward). They mean that LGOs
in HCMC, Vietnam have the same organizational structure. So, the Structure and all
system variables can be removed and not given to the research model framework

because of these above explanations.

- Human Resource Competency: Competency is any behavior, motivation, awareness,
knowledge, skill or personal characteristics that perform through behaviors : (i) They
have the basic means to business; (ii) Strong affected to the success of certain
departments, parts, or positions. In the practical conditions of LGOs in Vietnam now,
the competency evaluation system in local government organizations are chiefly
emphasized on official degrees or certificates, each type of LOGs in Vietnam have
private Job Placement Schemes, less of Competency Measurement Framework

(although LGOs leaders realize this gap and try to fill in).

However, it seems unable to measure the human resource competency in LGOs of
Vietnam now, because: (i) Competency included knowledge, skill, and ability to perform
in real working conditions; competency is not meant degree or certificate, the higher
promotion in LGOs of Vietnam now are too much emphasized on the degree, less or
even they do not have the specific scale measurement to evaluate the competency of
human resource. (ii) Each type of political organization are required a private specific
scale of competency (because the duty, goal, and nature of activities of The Communist
Party Organizations, GOs and Social-Political Unions are different); (iii) Human
resource of LGOs consists of employees and leaders, managers who work for LGOs, this
IS a giant business survey to measure, that requires a lot of people, enough time and
money to do; (iii) in Vietnam LGOs conditions now, we are lack of official standard
indices to evaluate the human resource competencies and organizational performance,
and we have not yet done to evaluate organizational performance and individual
performance comprehensive and fullfill. So, this factor is eliminated and not given to

this research model framework, but this is a big gap for further research direction.
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- Motivation factors: Rewards, salary, and mobilize: We know that in the practical
conditions now of LGOs, the salary system is done in a consistent manner based on the
Law and Government Regulations, in generally the salary of LGOs officers are low, not
enough for spending cost living expenditure; and Rewards in official Law and
Regulations are not much in quantity but in unofficially rewards are very complicated,
difficulties to measure; they may include reputation, promotion opportunities, career
development (the same in the enterprise units), but also bonus from saving expenditure
in human resource, administrative cost, added income (only in local government
organizations, HCMC), and educated additional fields domestic and oversea. So,
the Rewards is chosen to give in the research model framework to understand how

can they affect to Performance of LGOs.

- Working relationship: is the concordance between the organizational purpose and
structure in order to do what the responsibilities based on law and government
obligations. The highest mission of local government organizations is serving the
community, social according to the legislature, obligation, rule, and laws. Therefore, the
relationship among their local government organizations and theirs’ members keep a
very important role to maintain and create a friendly working environment and are
willing to help each other in their business and their daily lives. In the political system
of Vietnam now, the relationship keeps a very important role in doing the business as
following the statement of The Chairman of Vietnam — Nguyén Pha Trong directly and
straightly mentioned the negative consequences of relationship in promoting official
leaders and managers in political system organizations. So, this factor is remained to

research model framwork.

- Working environment and organizational culture: (Burke & Litwin, 1992) culture
is a collection of rule, value, standard, the obligation which instruct organizational

behavior and are impacted by formed history, customs and habits and practical activities;
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the working air and environment perform mentality status (impression, expect and
feeling) of members in departments, organizations affected by organizational conditions.
And Curteanu and Constantin (2012) proposed Consensus is an aspect of organizational
culture model for diagnosis®. Consensus in the working business shows the belief, hight
consistency between leaders and employees in their awareness and perform the
undertakings, functions, and responsibilities assigned in organizations. In the business
units, leaders make decisions, directly command and control, celebrate and operate to do
theirs’ decisions. Their decisions are something the leaders expect must be done. In local
government organizations, their mission is done based on the upper level’s command
(Central level), even in the case upper level’s commands sometimes are not adapted to
organizational private benefits. So, Consensus is a new factor which has not mentioned
in previous, in the case of LGOs in Vietnam that is chosen and adjusted from the
Culture factor, because of the cultural environment, the organizational working

environment of LGOs in Vietnam.

- Recruitment and promotion policy: This factor is eliminated, because the
recruitment and promotion policy is the same among the local government organizations

based on law.

- Active changing to adapt to the environment: This factor is remained, because of
the rapidly and strongly changing of economic, technology, natural and social
environment together with lawful enhancements through resolution®, law, decree,

circular ¥, that make local government organizations in Vietnam must be active changed.

8 (Curteanu and Constantin, 2012) proposed Organizational Culture Model consists of four types : (i) Co-operating,
(ii) Innovating, (iii) Harmonizing and (iv) Organizing; each types is measured with 2 factor dimensions; and
Consensus is one of dimension of Co-operating cultural type.

% Issued by Vietnam Communist Party Organizations.

10 L aw, decree, circular : issued by Vietnam Government and local goverment organizations at Municipal Local

Government Organizations’ level.
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Organizations must create the encouragous changement to satisfy the customers; quickly
overcome, fix and repair the wrong and mistakes that not satisfy the customers and

communities.

- Technology, working tools, and equipment: this factor is removed because the
scientific and technology, tools and working facilities are the same and obeyed the lawful

rules in the local government organizations of Vietnam.

- The component of Supervision: Local government organizations often receive a mass
of guiding documentary from upper lever government organizations every year (from
Communist Party Organizations, upper-level professional organizations, etc), so the
inspection & supervision keeps the significant role. Supervision is a factor of the
diagnosis model (Likert, 1967); Supervision is the monitoring of the lower-level
employee's performances according to the right process, discovering and processing the

mistakes or invalid range immediately.

So, this factor is remained to design research model framework, because the
performance of local government organizations surely rely on the effect of their

controlling and supervision;

- Working communication: Working communication guarantees official information
is updated, clearly according to horizontal and vertically, internal organizations and
contact with external customers (Oshry, 1996). This is an additional factor because of
the technological era, information boom, internet, and social network spreading; the
collection, access, and management of information, access communication crisis become

extremely important and complicated.

So, this factor is remained to design the research model framework. In summary, from
reviewing the literature of ODMs and focus group we withdrew the characteristics of
private sector organizations, public sector organizations, and local government

organizations as following Table 2.4.
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Table 2.4 - Summary the characteristics discrepancies of business enterprises,

Noted:

public sector organizations and local government organizations

(-): Less emphasized,;

(+): Emphasized;

(++): Strong emphasized,;

(=): is identified by the upper-level management.

From literature review

The results
of focus
Components _group
No withdrawed from dlsc_ussmn in
review literature and Business Public sector | Government Vll_e(t;rgsm
deep interviewed enterprises | Organizations | organizations

1 Strategy/ Purpose/ N _ _ _
Goal/Mission B - B

5 Leadershlp and Tt N N N
leadership style
System: rule, policy,

3 | working merchanism, - = = =
planning an control
Working division,

4 decentralization, 4 _ _ _
cooperation in
organization structure
Human resource

5 | competency or job ++ ++ ++ ++
skills

6 | Motivation factors + - + +

7 Informatlon and_ _ t ) N N
working comunication

8 Recruitment and + N N N

promotion policy
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From literature review The results
Components of focus
No withdrawed from ~ group
" | review literatureand |  Business Public sector | Government | discussionin
deep interviewed enterprises Organizations | organizations LGOs
No.
9 Working environment N N N N
and organization culture
Technology, working
10 | tools and equipment ++ ++ - -
(included network)
11 | Supervision ++ ++ ++ ++
12 Attitude towards r N N N
Change
13 | Consensus - - + ++

Source: By author: The results of literature revew and focus group.

From the former researches and what explaination have just listed above, and the result

of qualitative research with focus group and deep interview with specalists of

organizational diagnosis and the preliminary survey, the author mentions the research

model as follows: Figure 2.2 — Study plan of this dissertation.
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Develop the choosen
Organizational
Diagnosis Model and

Literature Review to
find Gaps of research

Develop the
questionnaire designed
to reflect the variables

Performance of the model
: , ) |
Y — ——
i Chapter 1, 2 Distributing the questionnaires
Theories to LGOs and collecting
‘ information
Analysis
Empirical Results Chapter 3
Examination of the Analysis the
relationship of the model | characteristics of sampled
variables and the organizations Chapter 4
government organization Testing hypothesis of the
performance research
Conclusions and Recommendations Chapter 5

Source: By author

Figure 2.2 — Study plan of this dissertation

Also, from above explanation in 2.3.2 Overview the Organizational Diagnosis Models -

Table 2.2 — Summary of factors in research model, and deep interview results with

Director of Internal Department of HCMC, Vice Secretary Administrative of District 5,

HCMC, Head Economic Division of District 5 and Chairman of Soft Aview Consultant

Company, the research model with seven independent factors and one dependent —

Organizational Performance is mentioned as follows in Figure 2.3 — Framework ODM

of GOs in Vietnam:
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[ Leadership }\

[ Relationship H1
H2
( N\
Rewards ~
L ) H3
Performance
e _ A
Attttide towards H4
/
Change

H5

Information and

Communication H6

Y,
\_ }/
[ Consensus H7

Inspection &

Supervision

Figure 2.3 — Research Model

Source: By author

From Figure 2.3, in this presentation, we try to point out the definition of each construct
of above-mentioned ODM, the relationship of each construct and Performance of an
organization in generally and specified in the public sector, from this explanations given
the hypotheses of research, and the original and modified scale measurement of each

construct.

Firstly, from previous researches Weisbord (1976), Presiozi (1980), Wu, Dai, & Magnier
(2010), Hamid et al. (2011), Muthukumaran (2014), Draghici, Popescu, & Gogan
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(2014), and Karimi et al. (2014) all proposed the effect of each factor (Leadership,
Relationship, and Rewards) to Performance. So this is the grounded theory for mention

three hypotheses H1, H2, H3 in the next sections.
2.6.1 Leadership and Performance

Leadership keeps a very important role in any nation, organization, and extremely
significant in the political system. It means that leadership plays a serious role in LGOs.
In a research of Cowell, Downe and Morgan (2011 & 2016) mentioned an important role
of ethical leadership in local government in England; and leadership is defined as
a “process of social influence whereby a leader steers members of a group towards a
goal”’(Bryman (1992)) and leadership means two concepts: (i) identifying the moral
principles and (ii) defining the contents and actions to gain the purpose of an

organization.

In Thailand: The role of leadership of government organizations in Thailand is very
important, the leaders directly manage work in the local administration, directly and
indirectly, influence the efficiency achievements Boonleaing et al. (2010). The
characteristics of leadership in Thailand are rather special as mentioned in a research of
Boonleaing et al. (2010), leaders in LGOs in Thailand are powerful, focus in a small
closed group and has an opaque management, other people cannot join in (The
Department of Local Administration, 2006); they can learn from their political
experiences, develop the administrative skills, create closed relationships to control
management in order to obtain their private group purposes that they set up to respond
the requirements of people who relied on principles of administrative decentralization
(Set Khajon (2003)), need the individual cooperation and participation of member in
their closed groups. In summary, the leadership style of Thailand, LGOs is centralized

power.
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In UK: Opposite to Asia countries, in UK the political system follows a strong
leadership and minimalist local government (Wallis and Dollery (2005)), both central
and local government are all based on NPM approach, they emphasized the importance
of public administration with professional management and “freedom to manage”, focus
performance appraisals with explicit standards, output control results rather than
procedures (Barzelay (1992); Hood (1991, 1994); Peters (1996)).

In Vietnam and China: the local government keeps an important role in the economy.
Im et al. (2016), the scale measurement of transformational leadership in public sector
organization in China is mentioned; however, Im et al. (2016) proposed the scale
measurement of transformational leadership (consists of 4 observed variables)?, this is
only an aspect of leadership, and in case of LGOs in Vietnam this scale does not suggest
all functions of local government at three levels (municipal, district and ward) as
mentioned in Appendix 3 and is not adapt to political regime of Vietnam economy
because of vision and strategies of LGOs are based on the political vision and the strategy
of economic and social development issued by the Communist Party of Vietnam (rely
on each stage of time, usually 5 years and 10 years), the leaders of LGOs in Vietnam do
not permit to decide their organizations’ vision and future, but they have rights to give
all methods (based on The Communist Party Resolutions and Laws of the State) to carry
out the mission, strategies in practical conditions. So, the scale measurement of

transformational leadership is not adapted in this research.

11 Im et al. (2016): Transformational leadership scale measurment: (i) My leader often talks about their vision for
the future of the organization; (ii) My leader encourages his/her subordinates to adapt themselves to new
circumstances affecting the atmosphere and environment of the organization; (iii) My leader has a high-level of

expertise in public administration; (iv) My leader has the ability to lead change.
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Clearly, from all researches, | can approach also proposed that leadership impact to
Performance of an organization, so this is a grounded theory for mentioned hypotheses

the relationship of Leadership and Performance of LGOs in Vietnam is :

Hypothesis 1: Leadership has a positive impact on Performance in the case of

government organizations in HCMC, Vietnam.
2.6.2 Relationship and Performance:

Relationship is an important factor of any organization, especially in LGOs of Vietnam
this is more significant than the other countries. Nguyen (2011) proposed again the
impact of Relationship and Performance in the public and private sector which Cohen
and Gattiker (1994) suggested. Based on previous researches, Hung & Chen (2009)
suggested six types and dimensions of organization-public relationships in China and
HongKong'?, however, these dimensions are external relationships of a nation, which
are not suitable for the case of internal and external relationships of an organization, even
the case of LGOs in Vietnam. So, from these explanations and in Table 2.3 and we
mention hypothesis H2 and the scale measurement of Relationship is modified from the

original scale of Preziosi (1980).

Hypothesis 2: Relationship has a positive impact on Performance in the case of

government organizations in HCMC, Vietnam.
2.6.3 Rewards and Performance

In a study of Miao et al. (2013) confirmed Rewards definition Bratton & Gold (1994), it
is defined as financial and non-financial benefits to employees from their jobs in any
organization; and Williamson, Burnett, and Bartol (2009) category rewards as extrinsic,

social and intrinsic rewards. Also in the study of Miao et al. (2013), Goulet and Frank

12 (Hung & Chen, 2009) : (i) Exploitive relationships, (ii) Manipulative relationships, (iii) Symbiotic relationships,

(iv) Contractual relationships, (v) Covenantal relationships, and (vi) Mutual communial relationships.
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(2002); Steijn and Leisink (2006) confirmed Rewards (included three elements:
extrinsic, social and intrinsic rewards) have a greater impact on organizational
commitment in public sector than in private sector of the West countries. But in the
market-orientation economy of China, Rewards factor differs impact on organizational
commitment in public sector, also as Newman and Sheikh (2012) suggested extrinsic
rewards impact greater on the organizational commitment of Chinese private sector
employees than intrinsic or social rewards; and surely, Rewards impact to Performance
of any organization. This is a grounded theory for the mentioned hypothesis the

relationship of Rewards and Performance of LGOs in Vietnam.

Hypothesis 3: Rewards has a positive impact on Performance in the case of LGOs in
HCMC, Vietnam.

2.6.4 Attitude towards change and Performance

Based on the original research of Preziosi (1980) this component is modified in the
context of Vietnam LGOs. Because in the condition of the transitional economy such as
Vietnam, our economy must be changed to adapt to the changes in the knowledge
economy, technological revolution 4.0, digital era and e-government process. This is a
grounded theory for the mentioned hypothesis the relationship of Attitude towards

Change and Performance of LGOs in Vietnam.

Hypothesis 4: Attitude towards Change has a positive impact on Performance in the case
of LGOs in HCMC, Vietnam.

2.6.5 — Information Management & Communication and Performance

Firstly, communication needs information. Information includes both electronic and
physical information. Information also exists in many types such as data, paper
documents, electronic documents, audio, social business, website, social network
accounts, video, etc. Simmons & Erskine (2016) mentioned the characteristics of

information nowadays, which is “big data” (a mass huge of information connected
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throughout the internet, which improves governance and overcomes “irrationality and
partisan interests”. That makes pressure GO must manage information in the right way.
And information management is the ability of organizations to capture, manage,

preserve, store and deliver the right information to the right people at the right time.

Mentioned the role of Information System in Developing Organizations, Maguire &
Redman (2007) said that Information System requires more co-operation and
communication across departments boundaries. Firstly, communication needs
information. Information includes both electronic and physical information. Information
also exists in many types such as data, paper documents, electronic documents, audio,
social business, website, social network accounts, video, etc. Simmons & Erskine (2016)
mentioned the characteristics of information nowadays, which is “big data” (a mass huge
of information connected throughout the internet, which improves governance and
overcomes “irrationality and partisan interests”. That makes pressure GO must manage
information in the right way. And information management is the ability of organizations
to capture, manage, preserve, store and deliver the right information to the right people
at the right time, and information requirements for better decision-making and be
supportive rather than dysfunctional for the organization; and if not the organization may

end up with a technical success but an organizational failure.

It means that wrong information, leads to wrong decision-making, or any mistakes in the
information process, communication in an organization can lead to organizational
failure. Salleh, Jusoh, & Isa (2010) suggested Information System plays a major role in
a Performance Management System in gathering, processing, relevant-performance, and
disseminating performance-relevant. Ittner and Larcker (2003); Morgan and Strong
(2003) mentioned Information is a kind of intangible capital and an asset; Information
assets protected by information security management is a kind of intangible capital,
whose values are not easy to assess Huang et al. (2006). In general, information keeps

an important role in the organization and its performance.
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- The concept of Information and Communication: Information is an asset of an
organization. Information is needed to manage all kinds of organizations. It means that
information management  in  organizations. Information management
includes planning, organizing, structuring, processing, controlling, evaluation and
reporting of information activities; all of which are needed with organizational roles or
functions. Information management is closely related to and overlaps with, the
management of data, systems, technology, processes and — where the availability of
information is critical to organizational success — strategy. Information management is
the responsibility of all members in an organization, from the top leaders to the front line
employees. That is an aspect of communication in the organization both internal and

external.

Ruth and Brewer (2004), and Marion (2003): Information is broadly considered as facts,
data, knowledge from a sender to a receiver in order to increase the knowledge of the
receiver. Information Management with the selected means of storing, retrieving,
transferring, and disseminating information within an organization. And the
management of information within product development will of necessary address a

broad range of subjects.

Wright (2013) mentioned the concept: information culture which includes values,
beliefs, codes of practice toward information management. And the role of information
is confirmed in this research: The value and utility of information in achieving the
operational and strategic goal are to recognize, where information forms the basis of
organizational decision making and information technology is readily exploited as an

enable for effective information systems (study of Curry and Moore (2003)).

In this research, we can reference some statements to measure the impact of information

management in an organization, they are:


https://en.wikipedia.org/wiki/Planning
https://en.wikipedia.org/wiki/Organizing_(management)
https://en.wikipedia.org/wiki/Data
https://en.wikipedia.org/wiki/System
https://en.wikipedia.org/wiki/Technology
https://en.wikipedia.org/wiki/Business_process
https://en.wikipedia.org/wiki/Strategy
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(i) Information should be the basis for informed decision-making at all levels of an

organization;

(if) Good quality information (accurate, current appropriate, accessible, timely) is

critical to achieving the organization’s aims and objectives;
(iii) 1 have access to all the information | require to work effectively;

(iv) I approach the Information Management Office for the information I require to

work effectively.

From these definitions of information management, we can realize the same meaning
and role of this concept is that all the data, knowledge, information used for all levels
managers to process and help them to make the decision better and quicker, that is
information management. And this factor is used for the research model of this
dissertation. And the measurement of information management of Wright (2013) is used
and developed for the survey questionnaire is performed through three deep interviews

and quality research. What about communication in LGOs?

According to Simmons and Erskine (2016), GO often has a professional communicator
and LGOs in the context of Vietnam have no exception. This is external information
management, in the case study of LGOs in Vietnam this dissertation we emphasized the
management information internal organizations. So, we modified information
management measurement with two aspects (internal and external) organizations.
Besides, a reputation that is formed in a different way from business enterprises is
emphasized in the public sector and GOs according to Luomaaho (2007) in a study of

Sanders and Canel (2015). So, this is one different point of communication in LGOs.

- The relationship between Information Management & Communication and
Performance: Pérez-Méndez & Machado-Cabezas (2015) said that there is a positive
relationship between the score managers give to their Information System and the firm’s

financial results. Raymond et al (1992), Heine et al (2003), Salleh et al (2010) mentioned
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that Information System has a positive impact on organizational performance.
Obviously, there is a relationship between Information and Firm Performance and this is
also a premise for hypotheses of the organizational diagnosis model in the case study
government organizations. But how is the impact of Information on Performance in
government organizations can be explained in the following chapters? This is the

grounded theory for mentioned hypothesis H5:

Hypothesis 5: Information & Communication has a positive impact on Performance in
the case of LGOs in HCMC, Vietnam.

2.6.6 Inspection & Supervision and Performance

- The concept of Inspection and Supervision: Prof (2013) suggested that Supervision
is the activity of overseeing the subordinates at work to ensure that the work is performed
as required and keeps an important aspect of the management process. In Merriam
Webster mention  Supervision is the action, process, or occupation
of supervising; especially critical watching and directing!®. In the research of
Governance, Indian and Service (2012) also mentioned the important aspect of
management process which is similar to the research of Muthukumaran (2014) and
supervision is the activity of overseeing the subordinate at work to ensure that the work
is performed as required, it is an important source of job satisfaction and it means that
the dimensions of supervisory style that affects job satisfaction of the employees of the
given organization. Mentioning supervision in government organizations, Guo et al.
(2012) said that government supervision is based on laws, regulations and mandatory
standards authorized to oversight the law enforcement; and keep an important role to
monitor the quality of lawful enforcement of GOs toward the standard, scientific,

effective and authoritative.

13 https://www.merriam-webster.com/dictionary/supervision
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This concept is (supervision in government organizations, Guo et al. (2012) similar to
the supervision used in this dissertation. According to Mc Auliffe et al. (2013),
measurement of supervision method and adequacy of supervision is mentioned five
methods of supervision through informal discussions with ministry and district/council
level staff, as follows: (i) “Formal supervision process with regular pre-arranged
supervision meetings”; (i1) “Supervision is available if I request it from my line
manager”; (ii1) “Supervision consisted of negative feedback when performance is poor”;
(iv) “I never receive any supervision or feedback on my performance”; or (v) “other form
of supervision”. In this dissertation, the meaning of inspection and supervision has the
same content as Governance, Indian and Service (2012), because in any organization
supervision is a function, a stage of management process in order to ensure the
organizational performance. In Vietnamese government organizations, inspection is
done when the managers, supervisors, or officials/organizations who are at higher
management levels must/need/want to check the procedures, processes or the obey legal
regulations of any lower-level organizations in order to process the wrong things or
violations and recover or push the organizational performance. The result and final
purpose of supervision and inspection are the same (to improve the organizational
performance), but the process and method to perform supervision and inspection are
different. The inspection process must found the big mistakes, gap or violations (in-law)
of organization and must be processed, and point out the responsibility of the top leaders
of organizations. And supervision needs to find the mistake, gap, and organizational
leaders, supervisors need to solve these problems and improve organizational
performance better. However, the measurement of Inspection and Supervision factor in
this dissertation is mentioned from deep interview results with three specialists who work
for the local government organizations in the system of District 5 and Ho Chi Minh City.
The result of this factor measurement is a new theoretical offer about the factor which

affects performance in the case of government organizations.
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- The relationship between Inspection & Supervision and Performance: more
researches: Guo et al. (2012) mentioned: Generalization of supervision management
and performance evaluation includes two implications; (i) carry out performance
evaluation to all the supervision organizations and supervision teams as well as
supervision engineers according to different levels; (ii) take behavior, quality,
outstanding achievement, equipment, and all the other factors into consideration aiming
at every level. From the above explanations, we propose hypothesis the effect of

Supervision and Performance H6:

Hypothesis 6: Inspection and Supervision has a positive impact on organizational

performance in the case of government organizations in HCMC, Vietnam.
2.6.7 Consensus and Performance

- The concept of Consensus: Wooldridge & Floyd (1990) defined Consensus as the
result of agreement amongst top leaders, understanding, and commitment to carry out,
the combination of collective heart and mind of middle management in consorting and
implement strategic priority - fundamental strategies in an organization. Carney (2002)
also proposed strategic consensus is concerned with a commitment to developing
strategies and congruence with the culture of an organization'4. Parreiras et al. (2010)
proposed a fuzzy set-based approach to make use of the three consensus schemes : (i)
aggregation of individual evaluation, (ii) aggregation of individual preference per
criterion, (ii) aggregation of individual results; or Garcia et al. (2012) presented a
consensus model for group decision making with interval fuzzy preference relations
based on a consensus measure and a proximity measure, etc. Sun & Ma (2015)
mentioned consensus is defined in traditional meaning as a full unanimous agreement of

all the experts regarding all the possible alternatives; (Curteanu and Constantin (2012)

14 1n the study of (Carney, 2007) modified the scale 20-item Strategic Consensus Scale to measure strategic

consensus based on Porter’s 1980 theory of competitive strategy (Porter 1996).
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suggested Consensus is an aspect of organizational culture model for diagnosis'®; and
this is one of the basic explanations for mention Consensus to ODM of LGOs in

Vietnam.

(Carney, 2007) proposed consensus and commitment have a stronger relationship than
involvement and commitment. It means that there is difference between consensus and
commitment in concept meaning. Corser (1998) mentioned commitment consists of a
complicated awareness of loyalty involve in a strong belief with the organizational
purposes and fit in organizational value system. Carney (2006b) expressed commitment
in different way — as a loyalty member serving organization continously. Randall et al
(1991), Cohen (1993, 2000) mentioned each individual has a different way and level of
commitment. Viewing employee commitment aspect, Porter et al. (1974), Mowday et
al. (1978, 1979) defined commitment as psychological identification with the
organizational purposes and strong belief of organization, sense of willingness all

individual efforts to help an organization in order to obtain organizational objectives.

In researches of Steinhaus and Perry, (1996); Young et al. (1998); Goulet and Frank
(2002; Gould-Williams (2004); Steijn and Leisink (2006); Dick (2011) have modified
the influence of organizational commitment in the public sector of western countries
(extrinsic and intrinsic rewards were equally predictive of the organizational

commitment of public sector employees in the USA).

Consensus and Commitment: Carney (2007) emphasized the significance of top
leaders and managers to obtain strategic consensus and the strong impact of
organizational commitment to achieve strategic consensus. Organizational purposes and

strategies, the environment and the strategic context in which the organization operates

15 (Curteanu and Constantin, 2012) proposed Organizational Culture Model consists of four types : (i) Co-operating,
(ii) Innovating, (iii) Harmonizing and (iv) Organizing; each types is measured with 2 factor dimensions; and

Consensus is one of dimension of Co-operating cultural type.
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impact to strategic consensus, the agreement amongst all managers at all levels on the
fundamental organizational priorities will enhance strategic goal achievement of the
organization. Miao et al. (2013) proposed and Kokubun (2018) mentioned again the
political loyalty - an aspect of Commitment in the Chineses public sector is more
important to career progression than professional competence and training provision,
especially amongst employees with a limited connection to the Communist Party. The
political regime conditions and the methodology to manage the political system in
Vietnam and China have similar points, so this is one of the characteristics of employees
(leaders and managers who almost has closed connection with The Vietnam Communist
Party) who work for LGOs in Vietnam and HCMC.

So, the concept of consensus using in this disseratation express totally in practical and
spiritual aspects of employers, leaders and employees in organizations, there is no
organizational status “Agreement on face, but satisfied in heart” which is very popular
in any organization, especially in Vietnamese government organizations. In the other
hand, through the deep interview with three respondents who work in the government
system in Ho Chi Minh City, Vietnam and the author’s working process, all specialists
said that this is a factor affecting to government organizational performance (Appendix
2). Thus, in this study, the concept “Consensus” is defined as consensus amongst the
members of the organization including the strategic leaders, middle managers and
their employees from understanding the organizational strategic, the strong effort
to serve the society, the citizens without any individual benefits and intention.
Besides, based on the researching process we can see that consensus approach of concept
and measurement are rarely mentioned in studies, especially its” involved organizational
performance, it seemly impacts decision making at all levels (individual, group and
organization). So, exploring the relationship between Consensus and Performance is one
of research gap must be done in future chapters. Therefore, this is a rather different

additional factor in the mentioned research model of diagnosing the organization.
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From above explainations, we propose hypothese the effect of Consensus to Performance
H7:

Hypothesis 7: Consensus has a positive impact on organizational performance in the

case of government organizations in HCMC, Vietnam.

Summary : This chapter concludes the literature view of organizational diagnosis, the
contingency theory of organizational diagnosis, clarifies the concept of organizational
development, organizational diagnosis and organizational analysis, the role of
organizational diagnosis; mentions the definitions of government organizations and
especially the characteristics of public sector organization and LGOs in comparison with
private sector organizations; overviews the context of LGOs in HCM, Vietnam. This
chapter also proposes the organization performance and government performance;
reviews some definitions of ODM overtime, summary components of mentioned ODMs,
explains, modifies and designs the research model framework which consists of seven
independent components (Leadership, Relationship, Rewards, Attitude towards Change,
Information Management & Communication, Inspection & Supervision) and one
dependent variable — Performance in case of LGOs in Vietnam; from these explanations,

we mention 07 model’s hypotheses must be tested in the next chapters.
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CHAPTER 11l - METHODS AND MEASUREMENTS

3.1. INTRODUCTION

This chapter depicts the methodology that will be used to test the theoretical framework
and associated research hypotheses that were discussed in Chapter II; and describes the
research sample, the operationalization of the variables, data collection procedures, and

data analyses conducted to test study hypotheses.

The previous chapter reviews the literature related to organizational diagnosis mentioned
the research model in organizational diagnosis in the case of Vietnamese government
organizations present the model and hypotheses of this study which are based on
established theories and premises. This chapter modifies the data collection (in the
government organizations HCMC, Vietnam), the research design, research process, and

depicts the measurement of each component.
3.2. RESEARCH PROCESS

From the above research objective, the author reviews literature related to the research
area in order to find the research gaps and mention the general measurement of this
research topic. Next, in the stage of qualitative research, by the deep interview and group
discussion methods with the experts who have worked for Vietnamese local government
organizations, we find 8 latent factors that can affect to government organizations’
performance in HCMC, Vietnam; however, in the case of LGOs in HCMC, Vietnam, we
find some elements which show the local government organizations’ performance. It
means that we have adjusted the first measurement of this research problem. After that,
we have interviewed and collected a survey of 510 official managers who have been
working for the LGOs in HCMC, Vietnam, and analyses data collection. Finally, we

analyze the data collected by the quantitive method through the software SPSS 22.0 and
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AMOS 22.0 to test the research model with all the above hypotheses and find the result

of this research.
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Figure 3.1 — Research Process

Source: By author
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3.3. QUALITATIVE RESEARCH

From the literature review, through the research process and literature review, we
realized there are a few studies that mention ODM in the case of government
organizations in generally and especially in Vietnamese government organizations. So,
(i) the first responsibility of this dissertation is identifying all potential components of
model; (ii) Adjust the measurement of reasonable components (from original model) in
the case of government organizations in Vietnam; (iii) Explore the new additional
components or potential components (included measurements) that can impact to
government organizational performance; and finally (iv) Modify the measurement of
public sector performance in Netherland (Speklé and Verbeeten, 2014) and in China (Im,
Campbell and Jeong, 2016) in case of local government organizational performance in
Vietnam. With four above responsibilities and according to (Creswell et al., 2007),
(Perry, 1998), and (Kinmond, 2002) clearly, we need to perform qualitative research to
solve these problems based on narrative research and case study approaches (Creswell
etal., 2007, p.240, 245).

By the grounded theory of organizational diagnosis, the author has researched the case
study of government organizations in HCMC, Vietnam. In generally, after reviewing
literature about organizational diagnosis and from above explanations in Chapter II, the
author interviewed three participants who have been working in government
organizations: (i) The Secretary and First Deputy Secretary of District 5, HCMC,
Vietnam); (ii) The Vice-Chairman Provincial People’s Committee of HCMC, Vietnam,;
(iti) The Director of Internal Department in HCMC) in order to test and explain the
rationality of the Six Box Model in the case of LGOs in HCMC, Vietnam. After that,
from the fourth to eighth respondents, we have not found any new idea from the deep

interview results in comparison with the three deep interview results. (Appendix 2 — The
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qualtitative research script®. After analyzing the result of deep interviews with

respondents, we found that :

+ The rationality of ODM in the case study: As mentioned the explanation of each
factor can affect to performance through reviewing literature review and deep interview
result, there are six components of ODM framework in case of LGOs in HCMC,
Vietnam: (1) Leadership, (2) Rewards, (3) Relationships; (4) Attitude towards Change
of any organization in globalization process nowadays when diagnosing the performance
of organization; (5) Information Management & Communication, (6) Inspection &
Supervision. Besides, we add one factor to the model - Consensus - which has never

mentioned in ODMs previously.
+ Measurement of constructs:

In a research of Churchill (1999), Neuman (2000) proposed that “conceptualization
of a construct is the process of taking a construct and refining it by giving it a conceptual
definition which is described in abstract, theoretical terms. This conceptual definition
often refers the construct to other ideas or constructs. The constructs are based on the
process of thinking carefully about their meaning and reading what others have said or
defined”. In Chapter I, we review literature all researches of OD and ODMs, overview
the scale measurements of each construct in ODMs and found the suitable OMD and its
construct to modify in case of GOs in HCMC, Vietnam. From this reviewing part, all
factors of the mentioned constructs in the research model are accessed and defined the
suitability of these components with a data survey and modified how fit to the context
of the empirical setting. Besides, from research process we have never found the case
study organizational diagnosis in government organizations, so we do many methods
such as the techniques of brainstorming, interview, focus group to build up the

measurement of these dependent factors (original factors and additional factors) and

16 The deep interview with the respondents, who are leaders in municipal, district and ward levels.
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modify and explore the measurement of Performance in government organizations in
HCMC, Vietnam (independent factor) which is presented in section 3.6, and Table 3.2 -

Summary of scale measurements (page.no.: 66-70).

In summary, sections 3.3 have proposed all measurements of this model in the case study
of government organizations. The next section below will perform all hypotheses of this

model.
3.4 SUMMARIZE HYPOTHESES OF RESEARCH MODEL
(1) The analysis of the sampled organizations using the model’s variables.

(2) Testing 7 empirical assumptions about how government organizations measure

performance in Table 3.1.

(3) Examination of the relationship between the model variables and government

organizational performance.

Table 3.1 - Summary of hypotheses to be tested

Statement of hypothesis

Leadership has a positive impact on Performance in the case of LGOs in Vietnam
Relationship has a positive impact on Performance in the case of LGOs in Vietnam

Rewards has a positive impact on Performance in the case of LGOs in Vietnam

A w N R T

Attitude toward the Change has a positive impact on Performance in the case of

LGOs in Vietnam

5 Inspection & Supervision has a positive impact on Performance in the case of LGOs
in Vietnam

6 Information Management has a positive impact on Performance in the case of LGOs
in Vietnam

7 Accord-Consensus has a positive impact on Performance in the case of LGOs in

Vietnam

Source: By author
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3.5 DATA COLLECTION PROCEDURES
3.5.1 Questionaire

The questionnaire was designed in English which consists of two main parts (Appendix
4). Besides the short description of the survey, the main section of the questionnaire
consists of 57 statements mentioned constructs measurement, and the last section of the
questionnaire mentions general information of respondents (categorize types of

government organization, level of government, gender and their job position).

Scales for all items in the main part are seven-category rating scales (Churchill, 1999).
All constructs are measured by standard items (i.e. no item’s meaning was negated).
Before the final questionnaire was carried out for survey, the questionnaire was
translated into and designed in Vietnamese (included original components were
translated into Vietnamese and additional components from deep interview’s result). In
preliminary research stage, the Vietnamese version of the questionnaire was pretested
with three experts who have been a long time working for government organizations and
focus group with 10 experts (Appendix 2), the goal of this pretest to explore which ideas
or aspects had not captured or were irrelevant, and edited in Vietnamese in order to

clarify the meaning clearily, purely and easily to understand.
3.5.2 Data collection procedure

As mentioned earlier, this was a survey in local government organizations in HCMC,
Vietnam. The author uses both techniques for collecting the answers of questionnaires:
mail survey and face-to-face interviews (mainly, because people who work for
government organizations in Vietnam - most of them are getting acquainted with using

hard copy to read, write, answer or edit on).

The collected questionnaires were all checked for completeness. Consequently, all 116
questionnaires collected in Ho Chi Minh City were usable and without any missing

values in this section. Those questionnaires were considered eligible for the data
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analysis. Data input was carried out using SPSS and AMOS 22.0 software packages.

3.6. SUMMARY OF SCALES

From the literature review and the deep interview results and focus group results in
Appendix 2, the scales used for measuring eight constructs in the research model
framework are presented in Table 3.2. In this research, we still used and modified the
scale measurements of organizational characteristics (Leadership, Relationship,
Rewards, Attitude towards Change) of Preziosi (1980) based on the research of Nguyen
(2016)7; the scale measurement of Inspection & Supervision based on the studies of
Guo et al. (2012) and McAuliffe et al. (2013); the scale measurement of Inspection &
Supervision based on the research of Wright (2013); the scale measurement of Inspection
& Supervision based on the researches of Speklé and Verbeeten (2014) and Im et al.
(2016); and develop the scale measurement of Consensus — a new construct added to the

theory research model framework based on the study of Im et al. (2016).

Table 3.2 - Summary of scales for eight constructs in theoritical model.

Code Constant and item Researches used
LE Leadership

LE1 My immediate supervisor is supportive of my efforts (Preziosi, 1980)

LE2 The leadership norms of this organization help its progress (Preziosi, 1980)

LE3 Th|§ orgamza_tlon s leadership efforts result in the organization's (Preziosi, 1980)
fulfillment of its purposes

LEA It is clear to me whenever my boss is attempting to guide my work (Preziosi, 1980)
efforts

LES I understand m_y boss's efforts to influence me and the other members (Preziosi, 1980)
of the work unit

LE6 Leaders of this organization have good capacity Modified

17 Nguyen (2016) based on the model of Weisbord (1976) and Preziosi (1980) Organizational Diagnosis Model to
point out the relationship of Orgnaizational Characteristics and Employee Overall Satisfaction of Stated-Owned

and Non-Stated-Owned Enterprises in Vietnam.
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Code Constant and item Researches used
LE7 Leaders of this organization have devoted to work Modified
LE8 Leaders of this organizations treat well to employees in general Modified
LE9 L'eaders of this prganlzatlon have a good working relationship with Modified

high level superiors

LE10 Leaders of this organization have a clear vision Modified
REL Relationship

REL1 My relationship with my supervisor was a harmonious one (Preziosi, 1980)

REL? I can always talk with someone at work if | have a work-related (Preziosi, 1980)

problem

REL3 My relathnshlp with members of my work group are friendly as well (Preziosi, 1980)

as professional

REL4 | have established the relationships that | need to do my job properly (Preziosi, 1980)

REL5  There is no evidence of unresolved conflict in this organization (Preziosi, 1980)

REW Rewards

REW1 My job offers the opportunity to develop my career and grow me up (Preziosi, 1980)

REW2  The salary and benefits of this organization treat fair to each employee (Preziosi, 1980)

REW3  There are many opportunities for promotion in this organization (Preziosi, 1980)

REW4  The salary that | receive is commensurate with my performance (Preziosi, 1980)

REW5S  All tasks to be accomplished are associated with incentives (Preziosi, 1980)

REW6 Personal rl)romot_lon within the_ organization is based on their Modified

employees' capacity and personality

REW? ThI'S organization has remuneration for high performance's staff in Modified

their work

REWS8  This organization applies reward policy better than the others. Modified

REWO The COI’]tI‘IbL-JtI-OI’]S and efforts of the employees are recognized and Modified

recorded officially
REW10 The employees'incomes are commensurate with their work results Modified
CA Change toward Attitude
CAl This organization is not resistant to change (Preziosi, 1980)
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Code Constant and item Researches used
CA2  This organization introduces enough new policies and procedures (Preziosi, 1980)
CA3  This organization favors change (Preziosi, 1980)
CA4  Occasionally I like to change things about my job (Preziosi, 1980)
CA5  This organizaton has the ability to change (Preziosi, 1980)
IS Inspection and Supervision (Guoetal., 2012),
P P (McAuliffe et al., 2013)
IS1 The organization has a clear supervision and inspection system Modified
1S Thg superV|§ors can easily check the lists and progress of the work of Modified
their subordinates
1S3 The _busmess_ prgcesses and operational regulations are done strictly Modified
in this organization.
1S4 The Iea_tders of this organization often check the work quality of their Modified
subordinates
IS5 The work error is solved immediately Modified
1S6 The organization has used professional methods to detect errors in the Modified
work
The supervision and inspection in this organization has improved the -
IS7 . o - Modified
effectiveness of individual and organizational performances
IM Information and Communication (Wright, 2013)
IM1 The |.nformat|on in this organization is transferred cleary among Modified
organization
IM2 There is no information interference in this organization Modified
IM3 The mforma-ltlon is false in both directions from superiors to lower Modified
levels and vice versa
IM4 Information in organization is updated promptly Modified
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Code Constant and item Researches used
IM5 Information in organization is processed quickly Modified
IM6 Official information is transferred and processed quickly Modified
M7 The Ieade_rs c_an get official and unofficial information concerned with Modified

the organization
AC Consensus (Imetal., 2016)

AC1  The members of this organization always trust each other Developed
AC2 The members of this organization always support and help each other Modified
AC3 There is no disgruntled phenomenon of employees with their leaders (Imetal., 2016)

and the organization in general

AC4 Employees in this organization do not speak ill each other Modified
AC5  There is no conflict of interest and benefits in this organization Developed
AC6  The commands of each level management are consistent Developed

(Speklé and Verbeeten,
PE Performances 2014), (Im et al., 2016)

PE 1 Accord_lng t(? the agen(?ys upper management this organization's Modified

evaluation this organization performance is good

PE 2 According to the competition group, this organization has high results Modified
PE 3 The leaders of direct _manage_mer?t level of the organization evaluate Modified

the performance of this organization as well

PE4 The leaders of this organization satisfied with this organization's (Speklé and Verbeeten,

performances 2014)

PE5 Overall employee satisfied when working for this organization Modified
PE 6 The . re-sullt of customer surveys showed that this (Im et al., 2016)

organization's performances are good

PE 7 There. iS -nol com.pl-al-nts and denunciations that are related to this Modified

organization's activitties
Source: By author
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3.7. PRELIMINARY RESEARCH RESULT

The preliminary research is done to check the measurement of 8 constructs, the survey
had been done for 3 months (from October to December 2017) in government
organizations in District 5, District 8 and GO Vép District chiefly (at both district and
ward level) and some organizations at the municipal level in HCMC (Appendix 6 —

Describe of preliminary survey and result analysis). Result of preliminary research with

the reliability tests and the exploratory factor analysis (EFA), as follows:

3.7.1 Reliability tests: The results of reliability tests of 8 constructs are performed in

Table 3.3. It mentions that Cronbach alpha of eight constructs > .60 and Corrected item

— Total correlation > .30, so all 8 constructs are suitable for the research model.

Table 3.3 — Result of scale reliability tests in preliminary research

Observation = Scale Mean Scale Corrected Cronbach's

variables if Item Variance if Item-Total Alpha if
Deleted Item Correlation Item

Deleted Deleted

Leadership : Cronbach alpha = .935

LE1 53,94 55,883 ,630 ,936
LE? 53,59 57,287 NEYS ,928
LE3 53,59 57,601 (47 ,929
LE4 53,84 55,680 , 7192 ,926
LES 53,59 58,471 ,641 ,933
LEG 53,74 54,054 ,839 ,923
LE7 53,63 55,070 ,838 924
LES 53,66 55,895 128 ,929
LE9 53,74 57,915 ,695 ,931
LE10 53,80 54,369 ,7185 ,926
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Observation  Scale Mean Scale Corrected Cronbach's
variables if Item Variance if Item-Total Alpha if
Deleted Item Correlation Item
Deleted Deleted
Relationship : Cronbach alpha = .888
RE1 22,77 9,971 , (45 ,861
RE2 23,09 9,130 ,647 ,890
RE3 22,97 9,138 ,7196 847
RE4 22,74 9,828 , 730 ,863
RES 22,84 9,929 , 162 ,857
Rewards : Cronbach alpha = .925
RW1 48,48 56,600 ,7120 917
RW2 48,79 56,235 7133 917
RW3 48,91 57,374 ,678 ,920
Rw4 49,37 57,209 ,622 ,923
RW5 48,73 55,780 ,793 ,913
RW6 48,58 56,229 192 914
RW7 48,93 56,100 A72 914
RW8 49,24 59,524 ,590 924
RW9 48,67 56,831 ,801 ,913
RW10 49,24 57,663 ,650 921
Change towards Attitude : Cronbach alpha =.903

CAl 22,48 13,156 ,760 ,882
CA2 22,49 12,409 847 ,862
CA3 22,41 12,384 ,846 ,862
CA4 22,51 14,287 ,590 916
CA5 22,52 13,104 157 ,882
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Observation = Scale Mean Scale Corrected Cronbach's
variables if Item Variance if Item-Total Alpha if
Deleted Item Correlation Item
Deleted Deleted
Information and Communication : Cronbach alpha = .933
IM1 32,28 30,640 ,881 913
IM2 32,79 31,452 ,693 ,933
IM3 32,59 34,556 ,642 ,935
IM4 32,34 31,338 ,890 913
IM5 32,46 31,050 823 919
IM6 32,40 31,354 872 914
IM7 32,31 33,259 (14 ,929
Inspection and Supervision : Cronbach alpha = .942
151 34,22 27,028 ,801 934
1S2 34,08 28,681 (78 ,936
1S3 33,97 27,216 ,834 ,931
1S4 33,98 27,165 ,852 ,929
IS5 34,07 28,013 827 ,932
1S6 34,25 28,607 (43 ,939
1S7 33,98 27,861 ,828 ,931
Consensus : Cronbach alpha =.924

ACl1 26,75 20,728 (70 912
AC2 26,56 22,144 74 911
AC3 26,71 21,287 ,788 ,909
AC4 27,18 21,263 , 182 ,910
AC5 26,91 20,758 187 ,909
ACb6 26,49 20,739 , 789 ,909
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Observation = Scale Mean Scale Corrected Cronbach's
variables if Item Variance if Item-Total Alpha if
Deleted Item Correlation Item
Deleted Deleted

Performance : Cronbach alpha =.913

PE1 33,83 25,587 ,829 ,891
PE2 33,99 24,722 , 7194 ,893
PE3 33,91 24,775 ,825 ,890
PE4 34,13 24,774 , 712 ,903
PE5 34,14 26,050 (57 ,898
PEG 33,98 26,661 ,812 ,896
PE7 34,31 24,633 967 ,927

Source: Author’s calculation

3.7.2 The exploratory factor analysis - EFA result : In this stage, the application of
EFA was carried out using SPSS 20.0 to each of eight constructs for item reduction, with
principal components analysis, Eigenvalue >= 1 and the oblique rotation Varimax 8
(Sample size n = 116). Moreover, some items with low factor loadings (< 0.50) were

removed according to O’Fallon, Cooley and Lohnes, (1973).

Table 3.4 - Result of EFA in premilinary research (for each construct)

Observation Observation

Variables/items | 2ct0r108diNg |/ iaplesiitems | Factor loading

Leadership : Eigenvalue = 6.404 Rewards : Eigenvalue = 6.408
% Variance Extracted = 64.039% % Variance Extracted = 60.47%
LE7 879 RW9 .853

18 Nguyén Pinh Tho, Nguyén Thi Mai Trang, Nghién cizu khoa hoc trong quan tr; kinh doanh, NXB Thang ké,
2009, trang 196.
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Observation
Variables/ltems

Factor loading

Observation
Variables/ltems

Factor loading

LEG 878 RW6 847
LE10 ,838 RW5 ,843
LE4 ,834 RW7 827
LE2 ,808 RW?2 ,793
LE3 ,802 RW1 , 784
LES ,789 RW3 , 741
LE9 ,753 RW10 711
LES ,703 RW4 ,687
LE1 ,696 RW8 ,662

Relationship : Eigenvalue = 3.512
% Variance Extracted = 70.23%

Attitude towards Change: Eigenvalue

= 3.623;

% Variance Extracted = 72.461%

RE3 ,881 CA2 915
RES ,862 CA3 914
RE1 ,841 CAl ,854
RE4 ,836 CAS ,847
RE2 , 7165 CA4 ,710

Information and Communication

Eigenvalue = 5.055 ;

% Variance Extracted = 72.212%

Inspection and Supervision :

Eigenvalue = 5.209;

% Variance Extracted = 74.416%

IM4

,926

1S4

,897
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Ot_)servation Factor loading Ot_)servation Factor loading
Variables/Items Variables/Items
IM1 919 1S3 ,882
IM6 915 IS7 877
IM5 ,883 IS5 877
IM7 ,790 IS1 ,857
IM2 770 IS2 ,836
IM3 721 1S6 ,809

Consensus : Eigenvalue = 4.356
% Variance Extracted = 72.594%

Performance : Eigenvalue = 4.844

% Variance Extracted = 69.199%

AC6 ,857 PE1 ,889
AC5 ,857 PE3 ,889
AC3 ,856 PE2 873
AC4 ,850 PEG ,869
AC1 ,847 PE5 ,829
AC2 ,845 PE4 ,789

Source: Author’s calculation

Summary:

This chapter depicts the research process, and through the qualitative research stage by
the deep interview and focus group techniques, and explore the research model
framework and the scales measurements of 8 constructs, in which 7 independent
variables (Leadership, Relationship, Rewards, Attitude towards change, Inspection &
Supervision, Information Management & Communication, Consensus) and one

dependent variable - Performance from literature review and the result of deep interview
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and focus group in Chapter I1.

Besides, this chapter also expresses the data collections procedures and performs the
preliminary research result with survey sample size of 116 respondents which points out
the reliability test and EFA technique to proved measurement scales of 8 constructs
(Leadership, Relationship, Rewards, Attitude towards Change, Inspection &
Supervision, Information Management & Communication, Consensus, and
Performance) are significant; in which Consensus is the additional component of theory

model to be confirmed through preliminary test result.
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CHAPTER IV — DATA ANALYSIS AND RESEARCH RESULTS

4.1. INTRODUCTION

Chapter 111 depicts the research framework, the operationalization of eight constructs
and measurements of scales in this research. This chapter presents the assessment and
refinement of 8 measurement scales based on the data set of 510 cases. Through SPSS
22.0 and AMOS 22.0 software package, the results of Reliability Tests, CFA technique
was taken to validate the measurement model, and the final section presents summary of
test analysis results, such as the validity of scale measurement, the operationalization of
Organizational Diagnosis Model framework in local government organizations, the test
results of all hypotheses, in which confirmation the weakness factor and strongest factor

effect Performance in LGOs.
4.2. SAMPLE CHARACTERISTICS

As mentioned in the previous chapters, we do the survey through mainly direct
respondents with people who work for local government organizations in HCMC from
three levels (ward level, district level, and municipal level). After the testing process for
usefulness, the sample is made up of 510 usable cases. The response rate is 25,5%. The

following sections describe the main characteristics of the sample.
4.2.1 General of local government organizations in HCMC

According to The Law Organizing Local Government (2015), political system in HCMC
contains four groups: (1) the Communist Party’s organizations, (2) the People’s Council
Organizations, (3) the People’s Committees Organizations, (4) the Social-Political

Organizations at all of three levels: provincial, district and ward level. As follows :

+ The Communist Party’s organizations: contain The HCMC Provincial Communist

Party’s Organization, 24 District Communist Party’s Organizations, 322 Ward
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Communist Party’s Organizations. At the provincial and district level, the Communist
Party Organization includes 5 separate organizations which are the duty of 5
management functions (Administration, Human Resource, Check and Supervision,

Propaganda ° and Mobilize %°).

+ Government Organizations (GOs): include the People’s Committee of Ho Chi Minh
City, the People’s Council of Ho Chi Minh City, 24 District People’s Committee
Organizations, 24 District People’s Council Organizations, 322 Ward People’s
Committee Organizations, and 322 Ward People’s Council Organizations. At the
provincial, there are 31 separate departments (under the responsibility range of the
People’s Committee of Ho Chi Minh City)?, such as : Tax Department, Industrial and
Commercial Department, Tourism Department, Cultural and Information Department,
Internal Relation Department, External Relation Department, etc. At the district level,
there are twelve divisions of committee %2, such as : Economic Division, Planning and

Investment Division, Home Affairs Division, Medical Division, etc.

+ Political Social Organizations: contain 5 group organizations: (1) Vietnam Fatherland
Front 23, (2) Women Union, (3) Labor Confederation 24, (4) Veteran Association of
Vietnam People Army % and (5) Ho Chi Minh Communist Youth League 6. All five

group organizations exist at the provincial, 24 districts, and 322 wards.

19 Propaganda : Tuyén gido.

20 Mobilize: Dan van.

21 http://www.hochiminhcity.gov.vn/thongtinthanhpho/bomaychinhtri/Pages/so-ban-nganh.aspx

22 http://www.phunhuan.hochiminhcity.gov.vn/Pages/co-quan-truc-thuoc-new.aspx

23 Fatherland Front : Mt tran T6 qudc Viét Nam.

24 | abor Confederation : Lién doan Lao dong.

25 \eteran Association of Vietnam People Army : Hoi Cyu chién binh (Quan doi nhan dan Viét Nam).
2 Ho Chi Minh Communist Youth League : Doan Thanh nién Cong san H6 Chi Minh
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4.2.2 Overview positions of local government organizations in HCMC, Vietnam
Each organization has one Chief and two or three Deputy positions up to each level
(provincial, district or ward) and type of organization. For example, the People’s
Committee of Ho Chi Minh City has one Chairman/Chairwoman and four Deputy
Chairman/Chairwoman Positions, but the District People’s Committee has one
Chairman/Chairwoman and three Deputy Chairman/Chairwoman Positions (as follows
The Law Organizing Local Government, 2015), except for special areas (the number of

deputy positions may increase one position for training leader in the future).
4.2.3 Summary of survey’s respondents

To measure the scale and research model for all types of government organizations in
HCMC as above mention is extremely hard to collect data and questionnaires. So, we try
to investigate 2000 questionnaires to three-level government organizations, and the

response rate is 25,5%, the details of survey samples as follows:

Respondents : We do the survey with respondents who are managers, because according
to (Modak, Pathak and Kanti, 2017) and Fryer et al. (2009) note that when performance
management systems are insensitive to specific local conditions and fail to incorporate
stakeholders’ views, they tend to lead to counterproductive work behavior among staff
and managers; McAdam et al. (2011) show that local government operational managers
considered performance management programs useful only if the operational constraints

were taken into consideration in the system design.

- Survey sample design: Based on The Organizing Local Government (2015), and the
practical structure systems of LGOs in HCMC, we intend to design the survey sample

and the result of the survey sample as follows:
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Table 4.1 — The LGOs in HCMC and design survey sample

No. of LGOs in | Design issued Feedback questionaires
HCMC? questionaires g
©
P g0 | 5¢
/\a o B 2 § oS P % 9 8 'g
=) wn ~ :
No. | Name of LGOs > =~ = TS| 88 2 2
£ & |38 St |28 S5 |28
S E |28 88 |c8| o8 | 838
o 3 S @ Y= so| &8 25
o z3z| 88 23| g8 £ S
o o D S 5 bt 0
g 5 2 cg
1 |LGOsin 65 | 521% | 150 | 750% | 59 | 90.77% | 39.33%
municipal level
2 :;(335 indistrict | a9 | 431496 | 850 | 4250% | 207 | 55.20% | 34.94%
3 :ﬁgs in ward 644 | 51.64% | 1.000| 50.00% | 154 | 23.91% | 1540%
Total 1.247 | 100% |2.000| 100% | 510 | 4090% | 2550%

Source: By author

- Descriptive of survey sample: The number of survey sample: N = 510, the rule for

coding data is performed in Appendix 3. To overlook the survey sample we can see in

Table 4.2 — Summary of the sample’s characteristics.

27 Summarized from annual reports (2016, 2017) of HCMC Internal Department.
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Table 4.2 — Summary of sample’s characteristics

No. Components Frequencies | Percentage
1 Gender 510 100,0%
1.1 | Male 271 53,1%
1.2 | Female 239 46,9%
2 Type of organizations 510 100,0%
2.1 | Provincial 59 11,6%
2.2 | District 297 58,2%
2.3 | Ward 154 30,2%
3 Positions 510 100,0%
Provincial 58 11,4%
Chairman/Chairwoman People's
3.1 | Committee/Council 2 0,4%
3.2 | Vice Chairman People's Committee/Council 5 1,0%
3.3 | Head Department 9 1,8%
3.4 | Deputy Department ) 1,0%
3.5 | Head Devision of Department 15 2,9%
3.6 | Deputy Division of Department 22 4,3%
District 258 20,6%
3.7 | Secretary of Communist Party's Organization 16 3,1%
First Deputy Secretary of Communist Party's
3.8 | Organization 5 1,0%
3.9 | Chairman People's Committee/Council 17 3,3%
3.10 | Vice Chairman People's Committee/Council 23 4,5%
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No. Components Frequencies | Percentage
3.11 | Head Devision of Committee 66 12,9%
3.12 | Deputy Division of Committee 131 25,7%
Ward 194 38.0%
3.13 | Secretary of Communist Party's Organization 35 6,9%
First Deputy Secretary of Communist Party's
3.14 | Organization 31 6,1%
3.15 | Chairman People's Committee 43 8,4%
3.16 | Vice Chairman People's Committee 48 9,4%
3.17 | Chairman People's Committee 10 2,0%
3.18 | Vice Chairman People's Committee 27 5,3%

Source: Author’s calculation from descriptive analysis technique through SPSS 22.0.

Description: The sample consists of three types of organizations, 59 (or 11,6%) of
provincial organizations, 297 (or 58,2%) of district organizations and 154 (30,2%) of
ward organizations; the survey also consists of 510 respondents: 271 male leaders
(53,1%) and 239 female leaders (46,9%); the positions of respondents include 18
positions at three level: (1) Provincial: 58 respondents (11,4%) who work for the
provincial organizations, (2) District: 258 respondents (50,6%) who work for the district
organizations and (3) Ward: 194 respondents (38%) who work for the ward

organizations, all details as follow by Table 4.1.

4.3 ASSESSMENT OF MEASUREMENT SCALES
4.3.1. Reliability test results
According to Zeller & Carmines (1980): Reliability is provided by Nunnally (1967:172),

it concerns the extent to which measurements are repeatable by the same individual

using different measures of the same attribute or by different persons using the same
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measure of an attribute; and Lé (2005) : “Reliability of a scale refers to how consistent
or stable the ratings generated by the scale are likely to be (Parasuraman (1991)”. And
three main approaches for assessing reliability are: (i) test-retest, (ii) alternative-forms,

and (iii) internal consistency methods”.

Within this dissertation, we use the third method - Cronbach Alpha — is the most
commonly used for calculate the reliability of constructs, and Cronbach Alpha (1951) 8

will be high if the scale items are highly correlated (Hair et al., 1998).
Results of Cronbach Alpha measurement in this research through SPSS 22.0, as follows:

+ Leadership: Similar to the preliminary research stage, the scale of Leadership is
measured by 10 observed variables (LE1 — LE10). Cronbach Alpha of this factor a =
939 > .60 and larger than Cronbach alpha in preliminary research stage (o = .935 <
.939), so this scale is reliability. The Corrected Item Total Correlation of all observed

variables is changed from .837 to .619, > .30. So, the scale of leadership is reliability.

Table 4.3 — Reliability Statistic Test Result of Leadership Construct

Scale Cronbach's
Mean if Scale  Corrected Alpha if
Item Variance if Item-Total Item
Deleted Item Deleted Correlation Deleted
Leadership - LE
LE1 50,59 70,231 ,619 ,940
LE2 50,36 69,428 , 761 932
LE3 50,24 70,926 ,783 931
LE4 50,47 68,623 , 740 933
LE5 50,26 71,076 , 719 934
LEG6 50,33 69,526 ,837 929

28 Cronbach alpha (Cronbach, 1951): Nguyén Dinh Tho, 2011 : Phuwong phdp nghién ciru khoa hoc trong kinh
doanh, Nha xuat ban Lao déng X& hoi, p.345.
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Scale Cronbach's

Mean if Scale  Corrected Alpha if

Item Variance if  Item-Total Item

Deleted Item Deleted Correlation Deleted
LE7 50,23 69,940 ,823 ,929
LES 50,29 70,568 776 931
LE9 50,32 70,689 731 ,933
LE10 50,40 69,518 ,783 931

Cronbach’s Alpha 0.902

Source: Author’s calculation

+ Relationship : Similar to the preliminary research stage, the scale of Relationship is
measured by 5 observed variables RE1 — RES). Cronbach Alpha of this factor a = .911
> .60 and larger than Cronbach alpha in preliminary research stage (o =.888 < .911), so
this scale is reliability. The Corrected Item Total Correlation of all observed variables is

changed from .836 to .676, > .30. So, the scale of relationship is reliability.

Table 4.4 — Reliability Statistic Test Result of Relationship Construct

Scale Cronbach's
Mean if Scale  Corrected Alpha if
Item Variance if Item-Total Item
Deleted Item Deleted Correlation Deleted
Relationship - RE
RE1 22,71 12,806 , 750 ,896
RE2 22,79 12,178 ,676 917
RE3 22,53 12,167 ,836 878
RE4 22,66 12,790 ,809 ,885
RES 22,67 12,495 ,833 ,880
Cronbach's Alpha 0.911

Source: Author’s calculation
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+ Rewards: Compare with the preliminary research stage, 4 observed variables are
omitted (RW7 — RW10). The scale of Rewards is measured by 6 observed variables
(RW1 - RW6). Cronbach Alpha of this factor oo =.916 > .60, so this scale is reliability.
The Corrected Item Total Correlation of all observed variables is changed from .799 to

.715, > .30. So, the scale of rewards is reliability.

Table 4.5 — Reliability Statistic Test Result of Rewards Construct

Scale Cronbach’s
Mean if Scale  Corrected Alpha if
Item Variance if Item-Total Item
Deleted Item Deleted Correlation Deleted
Rewards - RW
RW1 26,70 15,960 717 ,909
RW2 26,57 16,301 ,780 ,899
RW3 26,48 15,763 , 799 ,896
RW4 26,56 16,660 , 715 ,908
RWS5 26,46 15,781 794 ,897
RW6 26,38 16,636 , 788 ,899
Cronbach's Alpha 0.916

Source: Author’s calculation

+ Attitude towards Change: Similar to the preliminary research stage, the scale of
Change toward Attitude is measured by 5 observed variables CA1 — CA5). Cronbach
Alpha of this factor o = .894 > .60, so this scale is reliability. The Corrected Item Total
Correlation of all observed variables is changed from .779 to .693 > .30. So, the scale of

Change toward Attitude is reliability.
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Table 4.6 — Reliability Statistic Test Result of Attitude s Change Construct

Scale Cronbach's
Mean if Scale  Corrected Alpha if
Item Variance if Item-Total Item
Deleted Item Deleted Correlation Deleted
Attitude toward Change - CA
CAl 19,88 9,827 ,755 ,868
CA2 19,96 10,160 ,693 ,882
CA3 19,78 9,942 ,699 ,880
CA4 19,79 9,677 778 ,863
CA5 19,78 9,374 779 ,863
Cronbach’s Alpha 0.894

Source: Author’s calculation

+ Information Management and Communication: Compare with the preliminary
research stage, 3 observed variables are omitted (IM3, IM6 and IM7). The scale of
Information Management is measured by 4 observed variables (IM1, IM2, IM4 and
IMS5). Cronbach Alpha of this factor a = .906 > .60 so this scale is reliability. The
Corrected Item Total Correlation of all observed variables is changed from .821 to .757
> .30. So, the scale of Information Management and Communication is reliability.

Table 4.7 — Reliability Statistic Test Result of Information Management and
Communication Construct

Scale Cronbach's
Mean if Scale  Corrected Alpha if
Item Variance if Item-Total Item
Deleted Item Deleted Correlation Deleted

Information and Communication - IM

IM1 16,43 7,314 ,7192 ,878
IM2 16,51 7,099 NEYS ,890
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Scale Cronbach's
Mean if Scale  Corrected Alpha if
Item Variance if Item-Total Item
Deleted Item Deleted Correlation Deleted
IM4 16,57 7,000 821 ,.867
IM5 16,70 6,835 787 ,880
Cronbach's Alpha 0.906

Source: Author’s calculation

+ Inspection and Supervision: Compare with the priliminary research stage, 2 observed
variables are omitted (1S6 and 1S7). The scale of Inspection and Supervision is measured
by 5 observed variables (IS1, IS2, IS3, IS4 and IS5). Cronbach Alpha of this factor a =
.884 > .60 so this scale is reliability. The Corrected Item Total Correlation of all observed

variables is changed from .786 to .641 > .30. So, the scale of Inspection and Supervision

is reliability.
Table 4.8 — Reliability Statistic Test Result of Inspection and Supervision
Construct
Scale Cronbach’s
Mean if Scale  Corrected Alpha if
Item  Varianceif Item-Total Item
Deleted Item Deleted Correlation Deleted
Inspection and Supervision - IS
IS1 22,85 16,840 ,641 ,878
IS2 22,70 16,052 , 786 ,845
IS3 22,79 16,487 ,685 ,868
1S4 22,74 16,152 , 754 ,852
IS5 22,82 16,382 , 746 ,854
Cronbach's Alpha 0.884

Source: Author’s calculation



102

+ Consensus: Compare with the preliminary research stage, the observed variable AC6
is omitted. The scale of Consensus is measured by 5 observed variables (AC1 — AC5).
Cronbach Alpha of this factor a = .905 > .60, so this scale is reliability. The Corrected
Item Total Correlation of all observed variables is changed from .821 to .696 > .30. So,

the scale of Accord is reliability.

Table 4.9 — Reliability Statistic Test Result of Consensus Construct

Scale Cronbach’s
Mean if Scale  Corrected Alpha if
Item Variance if Item-Total Item
Deleted Item Deleted Correlation Deleted
Consensus - AC
AC1 22,15 12,951 , 752 ,885
AC2 22,11 12,188 821 ,870
AC3 22,04 12,478 787 878
AC4 22,42 12,972 ,696 ,897
AC5 22,19 12,651 , 751 ,886
Cronbach's Alpha 0.905

Source: Author’s calculation

+ Performance: Compare with the priliminary research stage, 3 observed variables
(PE1, PE4 and PE7) are omitted. The scale of Perfomance is measured by 4 observed
variables (PE2, PE3, PE5 and PE6). Cronbach Alpha of this factor a = .94 > .60 and
larger than Cronbach alpha in preliminary research stage (o = .913 <.94), so this scale
is reliability. The Corrected Item Total Correlation of all observed variables is changed

from .895 to .821 > .30. So, the scale of Performance is reliability.
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Table 4.10 — Reliability Statistic Test Result of Performance Construct

Scale Cronbach's
Mean if Scale  Corrected Alpha if
Item Variance if ltem-Total Item
Deleted Item Deleted Correlation Deleted
Performance - PE
PE2 16,54 7,809 ,830 ,930
PE3 16,50 7,590 ,821 ,933
PE5 16,43 7,311 ,884 913
PE6 16,43 7,389 ,895 910
Cronbach’s Alpha 0.940

Source: Author’s calculation
4.3.2 Assesement of measurement scales using EFA
4.3.2.1 Introduction of EFA and CFA

According to (Hurley et al., 1997), there are two main approaches (EFA and CFA)
commonly used to access and refine the measurement scales in terms of
unidimensionality, reliability, and validity: “EFA may be appropriate for scale
development while CFA would be preferred where measurement models have a well-
developed underlying theory for hypothesized patterns of loadings. A line of research
would start out with studies utilizing EFA while later work would show what can be

confirmed”.

In this dissertation, we use both of EFA and CFA to assess and refine measurement scales
in term of unidimensionality, reliability and validity because above explanations in
chapter 2 and 3: (i) there are three scales of measurement we need to modify: Information
and Communication (IM), Inspection and Supervision (IS), Consensus (AC); (ii) there

are 5 scales of measurement we need to develop in the case of research: Leadership (LE),
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Relationship (RE), Rewards (RW), Change toward Attitude (CA), and Performance
(PE).

In the preliminary research stage, because of sample size is small according to (Conway
& Huffcutt, 2003), EFA with Principal Component Factor Analysis was used to explore
the latent dimentions represented in the original variables; in the official research stage,
EFA with Eigenvalue > 1, Component Axis Factoring and Promax Rotation are carried
out to each of 8 constructs; and according to (O’Fallon, Cooley and Lohnes, 1973), we
used Reliability analysis (Cronbach Alpha) to assess and refine the measurement items

(removed some items with low item-total correlation coefficients < 0.50).

4.3.2.2 Exploratory Factoring Analysis (EFA) Results

According to Table 4.2, following the procedure and criteria described above, the EFA
results show that out of the total eight scales with Eigenvalue = 1.015 > 1 and TVE (Total
Variance Extraction) = 67.439%. The variance explained by the extracted factor ranges
from 38.947% to 73.138% and the factor loadings of each of 44 items (from 0.521 to
0.919) are higher than the threshold (> 0.50). The result of Bartlett’s Test of Sphericity
and KMO measure indicated that the degree of intercorrelations among the items was
suitable for EFA procedure (Chi-square = 18695,756, dF= 946 and Sig. = 0.0000, KMO
= 0.949).

These factors include :

(1) Leadership : 10 items
(2) Relationship : 5 items
(3) Rewards : 6 items
(4) Change toward Attitude : 5 iems

(5) Information Management & Communication: 4 items

(6) Inspection and Supervision : 5 items



(7) Consensus:

(8) Performance:
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5 items

4 items

These results indicate that all of the eight scales listed above are at this preliminary stage,

unidimensional. Besides, the following Factor Correlation Matrix all > 0.3 so the scales

of measurement are acceptable.

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. ,949
Approx. Chi-Square 18695,756
Bartlett's Test of Sphericity Df 946
Sig. ,000
Table 4.11 — The total variance explained of 8 constructs
Rotation
o Extraction Sums of Squared Sums of
Initial Eigenvalues _
Loadings Squared
Factor
Loadingsa
% of | Cumulative % of | Cumulative
Total ] Total ) Total
Variance % Variance %
1 17,137 38,947 38,947 16,829 38,247 38,247 12,277
2 3,853 8,756 47,703 3,515 7,989 46,236 7,449
3 2,961 6,729 54,432 2,620 5,955 52,192 10,831
4 2,347 5,335 59,767 2,021 4,594 56,786 10,803
5 1,766 4,014 63,780 1,440 3,273 60,059 7,324
6 1,671 3,798 67,579 1,353 3,075 63,134 8,956
7 1,431 3,252 70,831 1,143 2,597 65,731 10,040
8 1,015 2,307 73,138 , 751 1,708 67,439 12,212
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Rotation

Initial Eigenvalues Extraction Surr.13 of Squared Sums of
Eactor Loadings Squared
Loadingsa
Total % of | Cumulative Total % of | Cumulative Total
Variance % Variance %
9 , 755 1,715 74,853
10 ,656 1,491 76,344
11 ,588 1,336 77,680
12 ,555 1,262 78,942
13 524 1,191 80,133
14 499 1,135 81,268
15 475 1,080 82,348
16 454 1,033 83,381
17 448 1,018 84,399
18 436 ,991 85,390
19 418 ,950 86,340
20 407 ,924 87,264
21 ,380 ,863 88,127
22 ,360 ,819 88,946
23 ,356 ,808 89,754
24 ,329 ,749 90,503
25 ,319 125 91,227
26 ,301 ,685 91,912
27 ,293 ,665 92,577
28 277 ,630 93,207
29 274 ,623 93,829
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Rotation

o Extraction Sums of Squared Sums of
Initial Eigenvalues _
Loadings Squared
Factor )
Loadingsa
% of | Cumulative % of | Cumulative
Total ] Total ) Total
Variance % Variance %
30 253 975 94,405
31 251 971 94,976
32 247 561 95,536
33 231 525 96,061
34 ,216 ,491 96,552
35 211 ,480 97,032
36 ,199 ,453 97,485
37 ,194 441 97,926
38 174 ,396 98,322
39 ,163 ,370 98,692
40 ,154 ,350 99,042
41 141 321 99,363
42 ,129 ,293 99,655
43 ,124 ,282 99,938
44 ,027 ,062 100,000

Source: Author’s calculation
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Table 4.12 — Result of joint factor analysis for 8 scales measurement

Factor
1 2 3 4 5 6 7

LE6 ,919

LE7 ,865

LE8 ,832

LE10 ,810

LE9 , 182

LE4 , 7169

LE3 , 7161

LE2 , 7159

LES ,671

LE1 578

RW6 ,844

RW5 ,838

RW2 821

RW3 815

RW4 ,799

RW1 , 716

RE3 ,883
RES ,800
RE4 (76
RE2 , 165
RE1 ,646

AC2 ,900
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Factor

4

AC3

,832

AC5

,7193

AC1

133

AC4

,694

CA4

,848

CAS

,834

CAl

,824

CA3

,738

CA2

,718

1S2

,862

1S4

,841

IS5

,831

1S3

,663

IS1

521

IMS

,900

IM4

,851

IM1

, 768

IM2

713

PEG

,822

PES

197

PE2

,599

PE3

,582

Source: Author’s calculation
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Table 4.13 — Factor Correlation Matrix

Factor 1 2 3 4 5 6 7 8

1 1,000 353 563 541 ,336 449 511 ,611
353 1,000 ,300 315 451 ,308 338 439
963 ,300 1,000 ,552 428 ,507 ,540 ,627
941 ;315 ,552 1,000 347 546 ,597 ,642
,336 451 428 347 1,000 328 ,320 AT7
449 ,308 507 546 328 1,000 525 520
511 338 ,540 597 320 525 1,000 ,615
611 439 627 ,642 ATT 520 ,615 1,000

00| Nl o o B W N

Source: Author’s calculation

- Conclusion of validity of scale : According to the result of Cronbach alpha and EFA
result (Table 4.12) in the main research stage, 13 observed variables are eliminated,
included:

(1) Rewards (RW): 04 observed variables : RW7, RW8, RW9 and RW10.
(2) Accord (AC): 01 observed variable: AC6.

(3) Information Management (IM): 3 observed variables: IM3, IM6 and IM7.
(4) Inspection & Supervision (IS): 2 variables: 1S6 and 1S7.

(5) Performance (PE): 3 observed variables: PE1, PE4, and PE7.
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- The scale of 8 constructs after adjusted as follow:

+ Leadership — LE : 10 observed variables

Code Observed variable

LE1 My immediate supervisor is supportive of my efforts

LE2 The leadership norms of this organization help its progress

LE3 This organization's leadership efforts result in the organization's fulfillment
of its purposes

LE4 It is clear to me whenever my boss is attempting to guide my work efforts

LES | understand my boss's efforts to influence me and the other members of the
work unit

LEG6 Leaders of this organization have good capacity

LE7 Leaders of this organization have devoted to work

LES Leaders of this organizations treat well to employees in general

LE9 Leaders of this organization have a good working relationship with high
level superiors

LE10 Leaders of this organization have a clear vision

+ Relationship - RE: 5 observed variables

Code Observed variable

REL1 My relationship with my supervisor was a harmonious one

REL2 | can always talk with someone at work if | have a work-related problem

REL3 My relationship with members of my work group are friendly as well as
professional

RELA4 | have established the relationships that | need to do my job properly

RELS5 There is no evidence of unresolved conflict in this organization
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+ Rewards - RW : 6 observed variables

Code Observed variable

RW1 My job offers the opportunity to develop my career and grow me up
The salary and benefits of this organization treat fair to each

Rwe employee

RW3 There are many opportunities for promotion in this organization

RwW4 The salary that I receive is commensurate with my performance

RWS5 All tasks to be accomplished are associated with incentives

RWE Personal promotion within the organization is based on their

employees' capacity and personality

+ Attitude towards Change — CA : 5 observed variables

Code Observed variable

CAl This organization is not resistant to change

CA2 This organization introduces enough new policies and procedures
CA3 This organization favors change

CA4 Occasionally I like to change things about my job

CA5 This organizaton has the ability to change
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+ Information and Comunication — IM : 4 observed variables

Code Observed variable

The information in this organization is transferred cleary among

IM1 o
organization
IM2 There is no information interference in this organization
The information in this organization is transferred cleary among
M4 organization
IM5 There is no information interference in this organization

+ Inspection and Supervision — IS : 5 observed variables

Code Observed variable
1S1 The organization has a clear supervision and inspection system

The supervisors can easily check the lists and progress of the work of their
152 subordinates

The business processes and operational regulations are done strictly in this
153 organization.
1S4 The leaders of this organization often check the work quality of their

subordinates

1S5 The work error is solved immediately
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+ Consensus — AC : 5 observed variables

Code Observed variable

AC1 The members of this organization always trust each other

AC? The members of this organization always support and help each
other

AC3 There is no disgruntled phenomenon of employees with their leaders
and the organization in general

AC4 Employees in this organization do not speak ill each other

AC5 There is no conflict of interest and benefits in this organization

+ Performance — PE : 4 observed variables

Code Observed variable

According to the competition group, this organization has high

PE2

results

The leaders of direct management level of the organization evaluate
PES the performance of this organization as well
PES5 Overall employee satisfied when working for this organization
PEG The result of customer surveys showed that this

organization's performances are good

4.3.3 Assessment of measurement scales using Confirmatory Factoring Analysis
(CFA)
4.3.3.1 Introduction about CFA

CFA is used to test how well the measured variables represent the construct and provide
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a confirmatory test of our measuremet theory 2° (O’Fallon, Cooley and Lohnes, 1973).
CFA is often used in data analysis to examine the expected causal connections between
variables. In the other hand, we can use CFA technique to test hypotheses about
particular factor structure (Albright , 2008). Besides, according to described explanation
in Chapter 3 (the development of those components was based on a careful
operationalization of constructs and a strong theory underlying their measurement
model). Thus, from above explanations, in this research we use CFA test to analyze

measurement scales.

The following section describes the basic principles of statistical identification which are
used in this dissertation. According to (Hair et al., 2006), some usual statistical indices
are used, such as: (i) Average variance extracted (AVE); (ii) Construct Reliability (CR)
or Composite Reliability; (iii) Construct validity; (iv) Convergent validity; (v)
Discriminant validity. And the rule for testing: (i) Fator loadings: a good rule is that
standardized loading estimates should be 0.5 or higher, and ideally 0.7 or higher; (ii)
AVE of 0.5 or higher is a good rule of thumb suggesting adequate convergence; (iii) CR
0.7 or higher suggests good reliability, and reliability between 0.6 and 0.7 may be
acceptable, provided that other indicators of a model’s construct validity are good.
Moreover, we can use (vi) Modification Index (MI): amount the overall model X? value
would be reduced by freeing any single particular path that is not currently estimated;
and a Structural Model (SEM) after CFA to validate the measurement of model; we also
used Chi-square (X?) to test how well the model matches the observed data®. Some

indices can be used to examine, such as: (i) The Root Mean Square Error of

29 Multivariate Data Analysis, Joseph F.Hair Jr., William C.Black, Barry J.Babin, Rplph E.Anderson, 7™ Edition,
Pearson New Intetnational Edition, Chapter: Confirmatory Factor Analysis, pages. 600 and 603.
30 (Hair et al, 1998): the Chi-square test is sensitive to sample size: (i) the sample size is large enough (> 200) and

a significant chi-square (p < 0.05) is likely to be found for any specific model; (ii) the sample size is small (<100),
acceptable fit can be obtained;
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Approximation — RMSEA (Steiger and Lind, 1980); (ii) Tucker-Lewis index — TLI
(Tucker & Lewis); (iii) Comparative fit index — CFI. Conclusions, all researchers expect
the thresholds of these indexes :

- If TLI, GFI and CFI indicator are between 0 (non fit) and 1 (completely fit); and over
than 0.9 shows that the model is good fit to observed data.

- If RMSEA <= 0.08 and X2/df (chi-square/df) =(CMIN/df) < 3 (Kline, 2010) show that

model fit to observed data.

Table 4.14 — Summarize of model fit index.

Measure Terrible Acceptable Excellent
CMIN/DF >5 >3 >1
CFlI <0.90 <0.95 >0.95
SRMR >0.10 >0.08 <0.08
RMSEA >0.08 > 0.06 <0.06
Pclose <0.01 <0.05 >0.05

Source : Hu and Bentler (1999, "Cutoff Criteria for Fit Indexes in Covariance Structure Analysis: Conventional
Criteria Versus New Alternatives") recommend combinations of measures. Personally, | prefer a combination of
CFI > 0.95 and SRMR < 0.08. To further solidify evidence, add the RMSEA < 0.06.

4.3.3.2 Confirmatory Factoring Analysis - CFA results

- Measurement scale of each construct : are presented in Appendix 7 — Result of main
research. Through AMOS 20.0, the CFA results of 8 construct, as follow:

+ Model fit : The result of CFA of 8 items measure indicate that the fit obtained for the
model was acceptable: CMIN/Df = 1.748 (between 1 and 3); CFI = 0.97 > 0.95; RMSEA
=0.038<0.06; and PClose =1 > 0.05. They mean that all indices exceeded the threshold
level, or the respecified model fit the data well.
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Table 4.15 — Summarize of theoritical model fit indices

Measure Estimate Threshold Interpretation
CMIN 1041.524 -- --

DF 596 -- --
CMIN/DF 1.748 Between 1 and 3 Excellent
CFlI 0.97 >0.95 Excellent
RMSEA 0.038 <0.06 Excellent
Pclose 1 >0.05 Excellent

Source: Author’s calculation
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- Construct Validity : Composite Reliability and Variance extracted : Table 4.16 -
CFA Result : CR of 8 constructs all > 0.7 (min : 0.856) and AVE of 8 constructs all >

0.5 (min : 0.612); so all constructs are required level of reliability in CR and AVE.

e Convergent Validity : Table 4.16 shows that CR of 8 constructs (standardized)

are > 0.7 (CR min = 0.856), that provided other indicators of a model’s construct
validity are good (O’Fallon, Cooley and Lohnes, 1973) 3L,

e Discriminant Validity : Table 4.16 shows that MSV < AVE of each construct, that

provided all constructs are discriminant validity.

Table 4.16 — Summary of convergent validity and discriminant validity

Components | CR | AVE |MSV MaxR(H)| IM | LE |RW | RE | AC | CA | IS | PE
ﬁ\c/’lmmuncat'on' 0.897 | 0.687|0.377| 0924 | 0.829
Leadership - LE | 0.912 |0.597|0.432| 0.958 |0.491 |0.773
Rewards- RW | 0.909 | 0.668|0.192| 0.971 |0.315 |0.343|0.817
Relationship - RE | 0.891 | 0.673|0.529| 0.977 | 0.565 |0.608|0.333 | 0.821
Consensus - AC | 0.901 | 0.648 |0.401| 0.982 | 0.602 |0.551|0.314| 0.586 |0.805
Change - CA 0.883 | 0.655 |0.225| 0.984 |0.299 |0.333|0.438| 0.474 [0.328/0.809
Supervision - IS | 0.856 | 0.598 | 0.366 | 0.986 | 0.544 | 0.475(0.314 | 0.561 |0.605|0.348| 0.773
Performance - PE | 0.931 | 0.774|0.529| 0.993 | 0.614 |0.657|0.406 | 0.727 [0.633|0.446| 0.598 |0.880

Source: Author’s calculation

31 Confirmatory Factor Analysis -

—-619.

Rules of Thumb 4 : Designing a Study to provide empirical results, page no. 618
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Overall, CFA results are described in table 4.17, as below:

Table 4.17 — Summary CFA results

. ;\.'O ‘f Reliability
Construct Code indicators Validity
Origin | Parcel | Cronbach | Composite
Leadership LE 10 7 939 912 Satisfied
Relationship RE 5 4 911 .891 Satisfied
Rewards RW 10 5 916 909 Satisfied
Atitue towards ca | 5 4 894 883 | Satisfied
change
Information and M | 7 4 906 897 | Satisfied
Communication
Inspection and . e
. IS 7 4 .884 .856 Satisfied

Supervision
Consensus AC 6 5 905 901 Satisfied
Performance PE 7 4 940 931 Satisfied

Source: Author’s calculation

4.3.4 SEM Result: A structural model, which is defined as “conceptual representation
of the relationships between constructs” (Hair et al., 2006, p.845). The summary SEM
results are presented in Table 4.18 and hypotheses test is presented in Table 4.19, as

follows:
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Explaination: According to 4.17: To clarify the result of model fit based on the
summary of table 4.17 as followed: The result of CFA of 8 items measured indicate that
the fit obtained for the model was acceptable: CMIN/Df = 1.748 (between 1 and 3);
RMSEA =0.038 < 0.06; and PClose = 1.000 > 0.05. They mean that all indices exceeded

the threshold level, or the respecified model fit the data well.

Table 4.18 — Summary of SEM model fit result

Measure Estimate Threshold Interpretation
CMIN 1041.524 -- --
DF 596 -- --
CMIN/DF 1.748 Between 1 and 3 Excellent
CFlI 0.97 >0.95 Excellent
RMSEA 0.038 <0.06 Excellent
PClose 1 >0.05 Excellent

Source: The result of AMOS 20.0 from experiment data.

Based on Table 4.18 that implied: seven factors (1) Leadership, (2) Rewards, (3)
Relationship, (4) Accord, (5) Change toward Attitude, (6) Inspection and Supervision,

and (7) Information Management have impacted to Performance (Dependent factor).



Table 4.19 — SEM Result
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Estimate S.E. C.R. P Label
Performance <--- Leadership 246 .045 5.472 ikl
Performance <--- Rewards 100 .045 2.230 .026
Performance <--- Relationship 342 .050 6.837 falehed
Performance <--- Consensus 126 .045 2.784 .005
Performance <--- Change .080 .043 1.833 067
Performance <--- Supervision 113 .042 2.688 .007
Performance <--- Information 155 .043 3.634 ikl

Source : Analysis result from experiment data through AMOS 20.0 : ***: p <0.001; ** :p <0.01; *:p <0.05
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- Test of hypotheses : In this section, the standardized regression coefficients obtained
from the modified model are used to test the hypotheses mentioned in Chapter 2 and

Chapter 3. The following details below:

+ Hypothesis 1 : Leadership has a positive impact on organizational performance

in the case of government organizations in Vietnam.

From Table 4.19 mentioned that the standardized coefficient of the path from Leadership
to Performance is significant greater than zero (Estimate = .246; S.E = .045 > 0.00; C.R
=5.472; p<.001. It means that hypothesis H1 is supported or Leadership affected in one
way to Performance. Comparison estimation in the group of independent factors
indicates that the Leadership is the second affected factor impacted on Performance
with Estimate = .246.

+ Hypothesis 2: Relationship has a positive impact on organizational performance

in the case of government organizations in Vietnam.

From Table 4.19 mentioned that the standardized coefficient of the path from
Relationship to Performance is significant greater than zero (Estimate = .342; S.E =.050
> 0.00; C.R =6.837; p <.001. It means that hypothesis H2 is supported or Relationship
affected in one way to Performance, and Relationship is the most impacting factor on

Performance with Estimate = .342 is the highest index.

+ Hypothesis 3: Rewards has a positive impact on organizational performance in

the case of government organizations in Vietnam.

From Table 4.19 mentioned that the standardized coefficient of the path from Rewards
to Performance is significant greater than zero (Estimate =.100; S.E =.045 > 0.00; C.R
=2.230; p =.026 < 0.05. It means that hypothesis H3 is supported or Rewards affected

in one way to Performance.
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+ Hypothesis 4 : Attitude towards Change has a positive impact on organizational

performance in the case of government organizations in Vietnam.

From Table 4.19 mentioned that the standardized coefficient of the path from Attitude
towards Change to Performance is significant greater than zero (Estimate = .080; S.E =
.043>0.00; C.R=1.833; p=.0067 > 0.05. It means that hypothesis H4 is not supported
or Change toward Attitude don’t affect to Performance at the validity 95%.

+ Hypothesis 5: Inspection & Supervision has a positive impact on organizational

performance in the case of government organizations in Vietnam.

From Table 4.19 mentioned that the standardized coefficient of the path from Inspection
& Supervision to Performance is significant greater than zero (Estimate = .113; S.E =
.042 > 0.00; C.R = 2.688; p =.007 <0.05. It means that hypothesis H5 is supported or

Inspection and Supervision don’t affect to Performance.

+ Hypothesis 6: Information Management and Communication has a positive
impact on organizational performance in the case of government organizations in

Vietnam.

From Table 4.19 mentioned that the standardized coefficient of the path from
Information Management and Communication to Performance is significant greater than
zero (Estimate = .155; S.E =.043 > 0.00; C.R = 3.634; p = *** < 0.001. It means that
hypothesis H6 is supported or Information Management and Communication affected in
one way to Performance. Comparison estimation in the group of independent factors
indicates that the Information Management and Communication is the third affected

factor impacted to Performance with Estimate = .155.

+ Hypothesis 7: Consensus has a positive impact on organizational performance in

the case of government organizations in Vietnam.

From Table 4.20 mentioned that the standardized coefficient of the path from Consensus
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to Performance is significant greater than zero (Estimate = .126; S.E =.045 > 0.00; C.R
=2.784; p =0.05<=0.005. It means that hypothesis H7 is supported or Accord affected

in one way to Performance.

Table 4.20 - Summary of hypothesis test statistics

_ Hypothesis
Estimate S.E. C.R. P
Path relationship Test
Performance <--- Leadership 246 .045 5.472 falaed Supported
Performance <--- Rewards .100 .045 2.230 .026 Supported
Performance <--- Relationship 342 .050 6.837 kel Supported
Performance <--- Consensus 126 .045 2.784 .005 Supported
Not supported
Performance <--- Change .080 .043 1.833 067
(95%)
Performance <--- Supervision 113 042 2.688 .007 Supported
Performance <--- Information 155 .043 3.634 falelad Supported

Source: Author’s calculation

Thus, this section expresses the result of analysis reliability tests; the confirmatory factor
analysis (CFA) which was undertaken to validate the measurement model; SEM result
through empirical data; and explains 05 (five) independent factors contained : (1)
Leadership, (2) Relationship, (3) Rewards, (4) Consensus, (5) Information Management
and Communication, (6) Inspection and Supervision have impacted one way to
dependent factor — Performance, or in another way that all 6 hypotheses H1, H2, H3, H5,

H6, and H7 are supported; moreover Relationship is the most factor which impacted to
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Performance of public organizations in the case of HCMC, Vietnam (Estimate is highest
= 0.342, p < 0.001). Besides, the only one hypothesis H4 is not supported, or another
way (1) Attitude toward Change has not impacted one way to Performance in the case
of local government organizations (with p = 0.067 > 0.005) at 95% validity, but this

component can affect to Performance of LGOs at 90% validity.
4.4 DISCUSSION THE ANALYSIS RESULT

The analysis result which is presented in above sections are discussed around three main

ideas :

(i) The selected model: comparison between the model in theory and practice, the factors
are remained and omitted and more details of each factor scale measurement (Details in

Appendix 5).

(i) The result of test hypotheses: means that the explanatory impact of seven
independent factors (1) Leadership, (2) Relationship, (3) Rewards, (4) Consensus, (5)
Inspection and Supervision, (6) Information Management and Communication have
impacted one way to dependent factor — Performance in practically the case of LGOs in
HCMC, Vietnam; the only one factor the Change toward Attitude can affect to

Performance of government organizations in HCMC, Vietnam (at the validity 90%).

4.4.1 Discussion about the research model and more details of each factor

measurement scale
+ The research model and its components

Based on reviewing ODMs, we realized there are twelve constructs that can impact
Performance in the case of LGOs in generally. After qualitative research, through the
deep interviews and focus group results with the experts, four group factors (Goal —
Mission — Purposes - Strategy, Structure - System, Helpful mechanism — Technology -

Working tools and equipment included networks, Human resource competency or job
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skills — Recruitment and promotion policy) are omitted because of the legislated in-laws
and obligations in LGOs of HCMC, Vietnam. Through empirical data, analysis results
implied that the research model mentioned in Chapter Il is supported. The components

of the research model are:

- Dependent factor: Performance of LGOs in Vietnam (modified scale measurement

from qualitative research);

- Independent components: included 07 components: (1) Leadership, (2) Rewards, (3)
Relationships (some elements from original model and some additional from the deep
interview result); additional four components (4) Attitude towards Change (additional
from (Preziosi, 1980)); (5) Consensus, (6) Inspection and Supervision, and (7)
Information Management and Communication (modified scale measurements and added

from qualitative research);

Thus, basically, the research model mentioned in Chapter 11 is tested through empirical
data has proved the significance of its and the research model included 8 components

are mentioned above statements.

+ More details of each factor scale measurements: are presented in Appendix 5 —
Measurement scales in English and Vietnamese, (before and after test results) and coding

data.
4.4.2 Discussion about test hypothesis results

In section 4.3 clarifies that all the hypotheses H1, H2, H3, H5, H6, and H7 are supported,

as following ranks :

(1) Relationship is the most strength factor which impacted to Performance of
government organizations in the case of HCMC, Vietnam (with estimate index is highest
=.342, p <0.001);

(2) Leadership is the second strength factor which impacted to Performance of
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government organizations in the case of HCMC, Vietnam (with estimate = .246, p <
0.001);

(3) Information Management is the third strength factor which impacted to Performance
of government organizations in the case of HCMC, Vietnam (with estimate = .155, p <
0.001);

(4) Consensus is the fourth strength factor which impacted to Performance of
government organizations in the case of HCMC, Vietnam (with estimate = .126, p = 0.05
<=0.05);

(5) Inspection and Supervision is the fifth strength factor which impacted to Performance
of government organizations in the case of HCMC, Vietnam (with estimate = .113, p =
0.007 < 0.05);

(6) Rewards is the weakest factor which impacted to Performance of government
organizations in the case of HCMC, Vietnam (with estimate =.100, p = 0.026 < 0.05);

Besides, the factor Attitude towards Change has not impacted to Performance of
government organizations in the case of HCMC, Vietnam (with estimate = .080, p =
0.067 > 0.05) at the validity 95%, but in the case of validity 90% this factor can affect to
Performance of LGOs in HCMC, Vietnam;

Table 4.21 — Impact ranks of each component to Performance

~ Rank
_ Hypothesis
] ] Estimate S.E. C.R. P
Path relationship Test )
impact

Performance <-- Relationship 342 ,048 7,832 ***  Supported 1

Performance <-- Leadership 246 ,038 4,394 ***  Supported 2
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~ Rank
) Hypothesis
) ) Estimate S.E. C.R.
ath relationshi est
Path rel hip T _ .
impac

Performance <-- Information ,155 ,043 3,584 ***  Supported 3

Performance <--  Consenus ,138 ,045 3,081 ,002 Supported 4

Performance <-- Supervision ,102 ,039 2,634 ,008 Supported 5

Performance <-- Rewards ,100 ,045 2,448 ,014  Supported 6

Source : Author’s calculation

Up to Table 4.21 we realize that : In the case of government organizations, Relationship
factor has strongest affected component to Performance and the Rewards factor is the
weakest component impacted to Performance and the rank of impacted factors as
mentioned above are reasonable in practical the case of government organizations of
HCMC, Vietnam.

We discussed this result to three top Leaders of HCMC : (1) Mr. Tran Vinh Tuyén - The
Vice-Chairman People’s Committee of HCMC, (2) Mr. Truong Vin Lam - The Director
of Internal Relation Department of HCMC, and (3) Dr. Tran Thi Anh Vii — The Vice
Secretary of Communist Party Organization in District 5, they all agree with the analysis
result when comprising in practical their businesses. Based on the report 3 of The
Communist Party Organization of HCMC, section I11.2 - Limitation and Causes (the

author of research scan, quote and translate from report of Cao, 2017), implied that:

32 Scan and cited : B4o c4o s6 182-BC/TU ngay 12/7/2017 cta Thanh ay Thanh phé H6 Chi Minh vé Két qua 10
nam thyc hién Chwong trinh hanh dong sé 35-Ctr/TU caa Thanh ay vé thuc hién Nghi quyét sb 17-NQ/TW Hoi
nghi lan thir nim Ban chap hanh Trung wong Khéa X vé day manh cai cach hanh chinh, nang cao hiéu luc, hiéu
qua quan ly cua bo may Nha nude trén dia ban Thanh phé Hd Chi Minh (Phdn 111.2 trang 19-21) (Cao, 2017).
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(1) Some government organizations have a lack of initiative in researching and exploring
the overrated methods to promote the effectiveness of them. Some of the government
organizations still have not right awareness of the significant role of administrative
reforms business in management, economic development; have not fulfilled the
responsibility in improving administrative reforms business yet, especially according to
specific industries or fields; lack of clear assignment in doing administrative

reforms business .

=> That mentioned the internal relation organization and Attitude towards Change of
people who have worked for government organizations in HCMC, Vietnam, which are
similar to Relationship components impressed in the research model and their impacts
on Performance of government organizations in HCMC. However, in practical activities
of government organizations Attitude towards Change just only show in the
documentary of government organizations or spiritual of leaders, they don’t transfer to
awareness, attitudes, and activities of official government employees, this research result
Is similar to the practical situation in the case of government organizations in HCMC,
Vietnam. And this is the weakness of the administrative government system in Vietnam
now that needs to be adjusted and improved to adapt and develop in the globalize

condition now.

(2) Some leaders of local organizations have not still had full awareness about the
position and important role of administrative reforms business; the self internal check
and supervision have not done regularly that negatively affected to the benefits of

citizens, entrepreneurship and other organizations:.

33 Scan, quoted and translated from the Report mentioned in footnote 25, page no.19 (Cao, 2017).

34 Scan, quoted and translated from the Report mentioned in footnote 25, page no.20 (Cao, 2017).
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=> That mentioned the Leadership and Inspection & Supervision component in the
research model and their impact on Performance of government organizations in HCMC

which clarified in analysis result of SEM.

(3) The authority and decentralization from the municipal government level to the
district government level are not suitable for nowadays conditions. So that, the amount
and pressure of business to district government level have excessed and increased but
the work environment, facility conditions, responsibilities, rights, time to solve and

coordinated relationship are not guaranteed to do .

=> That mentioned the internal-external Relationship component in the research model
and its impact on Performance of government organizations in HCMC which modified

in the analysis result of SEM.

(4) Some local organizations have not already put the first role of top leaders’
responsibilities yet .
=> That mentioned the role of leaders — similar to Leadership component in the research

model and its impact on Performance of government organizations in HCMC which

clarified in the above sections.

(5) The attitude of public officials have not really served citizens, and have not yet
chosen the citizens satisfaction means the scale measurement to evaluate the

organizational effectiveness .

=> That mentioned the external relation organization and attitude of people who have

been working for government organizations in HCMC, Vietnam, which are similar to

% Scan, quoted and translated from the Report mentioned in footnote 25, page no.20 (Cao, 2017)
% Scan, quoted and translated from the Report mentioned in footnote 25, page no.20 (Cao, 2017).

37 Scan, quoted and translated from the Report mentioned in footnote 25, page no.21 (Cao, 2017).



133

Relationship component expressed in the research model and their impacts on

Performance of government organizations in HCMC.

Summary :

This chapter expresses the main research result with the survey sample of 510
respondents. Through the EFA and CFA technique, the scale measurement of 8
constructs is reliability, from the primary scales with 57 observed variables to the final
scale measurements with 37 observed variables (after EFA test result 13 observable are
removed after CFA more 7 observed variables are continuing removed). Besides, the
SEM result proved that all 7 components Leadership, Relationship, Rewards, Attitude
towards Change, Inspection & Supervision, Information Management &
Communication, and Consensus affect to Performance in the case of LGOs in HCMC,
Vietnam ; and R? = 67%. However, with the survey sample N = 510 respondents in this
thesis, the Attitude towards Change only affects to Performance of LGOs in HCMC,
Vietnam at 90% validity. Consensus — a new factor which has never mentioned in
previous ODMs, in this case study to Performance with the estimated index = 0.126 and
P = 0.05 is required. The interesting test results are mentioned in this chapter, Rewards
Is the weakest factor impact on Performance and Relationship is the strongest factor
impact on Performance in the case of LGOs in HCMC, Vietnam. All main research test
results are suitable and reasonable in comparison with the real practical condition of
LGOs in HCMC, Vietnam showed the value meaning in the science of Human Resource

Management and solving the practical problems will be presented in the final chapter.
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CHAPTER V - CONCLUSION

5.1 INTRODUCTION

In this final chapter, there are five sections: introduction, a summary of research findings,
research contributions (in theory and methodology), research implications, limitation

and directions for further researches.
5.2 SUMMARY OF RESEARCH FINDINGS

Based on research objectives is exploring and measuring the scale of each component of
organizational diagnosis model in the case of government organizations through

empirical data, the current research has three main findings, following as :

(1) Firstly, through qualitative research by brainstorming in focus group and the deep
interviews with the experts we explored the research model framework ODM in the case
study of LGOs in Vietnam which consist of 8 constructs Leadership, Relationship,
Rewards, Attitude towards Change, Inspection & Supervision, Information Management
& Communication, and especially Consensus (an aspect of Culture - a new factor that

has never mentioned in previous ODMs overtime) and Performance.

(2) The preliminary research in case of LGOs (chiefly in District 5 and some
organizations at municipal government level in HCMC, Vietnam) with sample size n
=116. The result of reliability tests by Cronbach Alpha of eight constructs mentioned
above are > 0.60 and Corrected item — Total correlation > 0.30, therefore all constructs
scale measurement is reliability. The result of Exploring Factor Analysis — EFA were
carried out of 8 constructs for item reduction with principal components analysis are

satisfied.

(3) The main research is done with sample size N = 510 in the case of three local

government level organizations in HCMC, Vietnam. Cronbach Alpha of 8 constructs in
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official research is reliability. The results of Exploring Factor Analysis — EFA were
carried out of 8 constructs for item reduction with principal components analysis are
satisfied, with 13 observed variables (Rewards: 04 observed vaiables: RW7, RW8, RW9,
RW10; Consensus: 01 observed variable: ACG6; Information Management and
Communication: 03 observed vaiables: IM3, IM6, and IM7; Inspection and Supervision:
02 observed variables: 1S6, 1S7; an Perfomance: 03 observed variables: PE1, PE4, PE7)
are omitted after EFA.

The model framework (after EFA) has 44 variables with 8 components. The
confirmatory factoring analysis (CFA) was taken to indicate the validation of
measurement model, the scale measurements are reliability (unidimensionality,
convergent validity, discriminant validity), Construct Reliability (CR) and Average
Variance Extracted (AVE) of scale measurements are supported, Structural Equation
Modelling (SEM) result test presented that research model is fit to empirical data and all
hypotheses tests are supported. Finally, the framework only has 37 variables with 8
constructs, 7 variables continued to be omitted (Leadership: LE7, LES8, LEO9;
Relationship: RE4; Rewards: RW1; Attitude towards Change: CA2; Inspection and
Supervision: IS5; Performance: PE7). The quantitive test results are presented the effect
level of each factor (7 constructs) to Performance of LGOs in HCMC, Vietnam is

reasonable in comparison with the practical conditions of Vietnam now.
5.3 CONTRIBUTIONS AND IMPLICATIONS

In this section, the contributions and implications of the research findings are presented

about the research gaps which are mentioned in Chapter 1 (Section 1.2 and 1.3).

5.3.1. Theoretical contributions
This research synthesizes and reviews the theory of ODMs systematically over time from
other countries over the world, emphasized in China in comparison with Vietnam. In the

review literature section, we identified one new component - Consensus impact on
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Performance of organizations that have not mentioned yet in previous researches,
especially in the case of LGOs in Vietnam. Besides, the research also mentions Attitude
towards Change component has no significant effect on Performance in the case of
government organization at 95% validity, this matter is completely different in the
private sector and enterprises in previous researches. The literature review of this

dissertation can help researchers quickly approach when research OMDs theory.

5.3.2 New measurement scales’ contributions

According to the tested results in Chapter 1V, in the case of LGOs in Vietnam, the final
Performance scale (4 observed variables) is measured by 7 constructs : (1) Leadership —
LE: 7 observed variables, (2) Relationship — RE: 4 observed variables, (3) Rewards —
RW: 5 observed variables, (4) Attitude toward Change — CA: 4 observed variables, (5)
Information Management and Communication — IM: 04 observed variables, (6)
Inspection & Supervision — IS: 4 observed variables, (7) Consensus — AC: 05 observed
variables. The confirmatory factor analysis (CFA) modified all scale measurements are
satisfied and reliability (unidimensionality, convergent validity, discriminant validity),
Construct Reliability (CR) and Average Variance Extracted (AVE)). Besides, one new
developed scale measurement - Consensus through the qualitative research stage is

significant by the CFA technique.
5.3.3 Managerial implications

- In theory: this research can enrich more scale measurements of components for the
organizational diagnosis model and measure the performance of organizations.
Moreover, this study developed one new scale measurement of Consensus to evaluate
the Performance of LGOs. That can help researchers in Vietnam has a system of scale

measurements in organizational diagnosis.

- In practical: The results of this dissertation can help managers in generally modify the

significant role of each component mentioned in this study's impact on the Performance
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of organizations. In specific field, it can help leaders in government organizations (the
case study in HCMC, Vietnam) has fulfilled awareness about the role of 7 constructs
(Leadership, Relationship, Rewards, Consensus, Information Management, and
Communication, Inspection & Supervision, Attitude towards Change) to Performance of
LGOs at all three-level (ward, district, and municipal). However, in this thesis, the
component Attitude towards Change only affected to Performance of LGOs at all three
levels at 90% validity. From that help them the best ways to solve the conflict, problem
or even enforce new management methods, promote and improve the performance of

organizations.

Nowadays, in changing rapidly condition of technology, flat world, open system
economy, the Vietnam government organizations must fight against the lack of
knowledge, competencies of human resource who has been working for government
must quickly adapt to market environment changing in order to serve citizens,
entrepreneurship better as strong statement of the top leaders of Government. To do these
good vision and mission, the managers, leaders and public officials must identify the
exact model to diagnose organizational performance, accurate evaluation of personal and
group performance in government organizations; it means that all findings of the
dissertation can help them the background to do that. And this is throughout the purpose
of this study and the author hopes to offer some little effort to restrict the limitation of
public organizations and some conditions to improve the service quality of government

organizations.

5.4 LIMITATIONS AND FURTHER RESEARCH DIRECTIONS

Within certain results based on intrinsic awareness, the current research has some

limitations and further research tendencies, as follow:
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Firstly, there is a lot of researches ODMs in theory; in this specific research, ODMs
mentioned withdrew from Table 2.3 and 2.4 for designing theory framework model,
qualitative research stage to find out and adjust in the case of LGOs. Despite the
explanation in Chapter Il about the reason for choosing this model, maybe there are
different research opinions about the discriminant of ODMs and this is one of further
research directions. It means that we can choose a different model to research, for
example, Harrison’s Model for Diagnosing Individual and Group Behavior (1987) or
Burke—Litwin Model of Organizational Performance and Change (1992), etc. But now
in the case of restricted time and ability two models are too complicated to prove and
test in qualitative and quantitive research stages. Moreover, there are a lot of factor of
HRM can affect to Performance of LGOs, but in this dissertation, we have not mentioned
fully and do not have conditions (time, data for research) to do, this is a limitation of this

thesis and mentions a further research direction in future.

The second limitation, this specific research only explores and tests the scale
measurements of 07 constructs (Leadership, Relationship, Rewards, Change toward
Attitude, Consensus, Information & Communication, Inspection & Supervision) to
Performance in LGOs of HCMC, Vietnam. The test results may be changed up to the

type of organizations and the range and region of survey data.

The third limitation is related to the research design with survey data. Some scale
measurement of the original model of the questionnaire design is translated into
Vietnamese may be hard to understand to respondents, at least in the ward government
level organizations (because people who worked there might have a lack of knowledge,
competencies, and experience in management field). Besides, the time for answering the
questionnaire may involve a certain time lag and affect respondents’ attitudes and quality

of questionnaire feedback.
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In conclusion, from stated research objectives mentioned in Chapter I, this specific
research gains some contributions in academic learning and practical situations, as

follow:
(i) review theory of Organizational Diagnosis Models over time;

(ii) indicated an Organizational Diagnosis Models for the case of local government
organizations in Vietnam, which include 8 components: Leadership, Relationship,
Rewards, Attitude towards Change, Inspections and Supervision, Information

Management and Communication, Consensus and Performance;

(iii) developed one new scale measurement (Consensus — an aspect of Culture) and
modified 07 scale measurements (Leadership, Relationship, Rewards, Attitude towards
Change, Inspections & Supervision, Information Management and Communication) that
affect to Performance (modified) of local government organizations in Vietnam, and
design a framework for managers and leaders to evaluate or measure their organizations’

performance. /.
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APPENDICES

APPENDIX 1
SUMMARY OF REVIEWED ORGANIZATIONAL DIAGNOSIS MODELS

Model Variables Variables E)_(ternal Major Premises
Interdependency Environment
Force Field Driving forces Driving and restraining Elljtehf(; force may be Disequilibrium occurs during
Analysis 9 ' forces occur : change; equilibrium is re-
restraining forces - environmental .
(1951) simultaneously drives or restraints established
Leavitt’s Task, structure, The four variables are Not represented in Change in the variables is
Model technological & interdependent (a change the moF()jeI undertaken to affect the task
(1965) human variables in one affects the others) variable (products & services)
Four different types of
. Motivation, . management systems are
Likert communication, The levels of variables Not directly identified based on the seven
System . - . are measured . . ] L
. interaction, decision- . represented in the variables: participative,
Analysis . - independently on a :
(1967) making, goal setting, survey model consulfcatl_ve, benevole_nt-_
control, performance authoritative, & exploitative-
authoritative
The environment
has an influence
through org. inputs
and outputs; the fit he | H o
3 b
Weisbord’s Purposes, structure, The interconnections between the org. and T he larger the gap between the
Six — Box relationships, environment is formal and informal systems
. between the boxes, or L .
Model leadership, rewards, & ; .+ considered also within each variable, the less
- variables, are not explicit . .
(1976) helpful mechanisms effective the org.
- External
environment is also
not represented as a
:box” in model.
Inputs: environment,
resources, history, Organizations are
Congruence  strategy; throughputs: q gant: - . The external . h
task, individual ynamic; interactions environment Assumes: open systems theory,
Model for formal ’ occur at the individual, rovides feedback formal and informal systems,
Organlzatlp ora.arrangements group, and systems Eelated to the INDULS the fit or congruence between
nal Analysis in?(;rmal ?)r 'out] uts: levels across the internal and outouts P the internal variables
(1977) 9., OUIPLES: 4y sughput) variables P

individual, group, and
system
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Model Variables Variables E)_(ternal Major Premises
Interdependency Environment
McKinsey Style, Staff, Systems,  Variables are Not d"ECtly.
. . represented in the .
7S Strategy, Structure, interdependent; the model. althouah Variables must all change to
Framework  Skills, & Shared illustration is termed the : g become congruent as a system

(1981-1982)

Values

managerial molecule

other non-crucial
variables exist

Inputs: environment-
history, resources;
throughputs:

All variables are

The environment is

Tichy’s m|55|on/strat_egy, interrelated, although included through All varl_ables ar_e-analyzed from
TPC tasks, prescribed lationshi . p a technical, political, a cultural
Framework  networks, people, org some refationships are org. Inputs an perspective (the strategic rope
' ' = 2" stronger and some are outputs and the

(1983) processes, emergent - metaphor)

networks; outputs: weaker (reciprocal) feedback loop

performance, impact

on people

Time frame. focus Four different levels of org.

planning cﬁange ’ performance are identified
Nelson aqd mode, management, The levels of variables . b?SEd on the e_zleven varl_ables:
Burn’s High . Not directly high-performing, proactive,

. structure, perspective,  are measured . . "
Performing - . represented in the responsive, reactive; these are
. motivation, independently on a . . .

Programmi development survey model associated with empowering,
ng (1984) Lo purposing, coaching, and

communication . . .

leadershi ' enforcing leadership behaviors

P respectively

Inputs: resources,

human resources;

throughputs at the Main lines of influence
Diagnosing  org., group, and and feedback loops; all Minimal boundaries  Assumes: open systems theory;
Individual individual levels relationships are between the emphasis on three levels of
and Group (lengthy titles); directional with the organization and performance, including
Behavior outputs: group exception of one external organizational performance and
(1987) performance, reciprocal relationship environment QWL outcomes

individual between two variables

performance, QWL

outcomes
Burke — Individual Not only organizational  This model defines
Litwin performance and performance but also the important
Model organizational individual performance  yjariables and the Based on Open System Theory
(1992) performance; Mission ~ aré measured by many important

and strategy,

dependent variables.

interactions between
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External
Environment

Variables
Interdependency

Major Premises

leadership,
Organizational culture,
structure, management
practices, systems
(policies and
procerdures), work
unit climate, task and
individual skills,
motivation, individual
needs and values.

variables to consider
during planned
change
interventions.

Transformational
variables contains:
external environment,
missions and strategy,
leadership, culture and
performance.

Transactional variables
contains: structure,
mamagement practices,
systems (policies and
procedures), work group
climate, skills or job
match, motivation,
individual needs and
values, and performance.

Falletta’s

Organizatio

nal Inputs: Leadership;
Intelligence  Strategy, and Culture
Model

(2008)

Organizational capability
and excution, includes:
Struture and
Adaptability;
Information and
Technology; Direct
Manager; Measure and
Rewards; Growth and
Development.

Environment Inputs
impact to
Leadership, Strategy
and Culture of an
organization.

Five factors (Structure
and Adaptability;
Information and
Technology; Direct
Manager; Measure and
Rewards; and Growth
and Development)
impact to Employee
Engagement. And
Employee Engagement
impacts to Performance
Outputs of an
organization

Based on Open System Theory

Source: (Falletta and Ed, 2005) and author’s review of organizational diagnosis models.
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APPENDIX 2 - QUALITATIVE RESEARCH SCRIPT
A — Quialitative research script and some details of the focus group.
2.1 — General information of qualitative research
- Excution time: In April and May 2015, August 2016. The time for each discussion section is
around one hour or more.
- Main participants: including 8 leaders and managers who are working for LGOs in HCMC,
Vietnam at all three levels (ward, district and municipal). Because they are too busy and the
working time is too tight so it is hard difficult to manage a focus group. Almost deep interviews
face to face with each leaders and they do not permit to publish their name in deep interview
result and focus group (except for one person who was former leader at district level, now she
is retired).
- Place for implemenatation: Most of interviews are conducted in the respondents’ office on
working day, three of nine respondents’s interview and one focus group were done on Saturday
and Sunday in caféteria in HCMC, Vietnam.

2.2 — List of respondents for deep interviews

Job positions Government levels

1 — Vice Chairman of People Committee of HCMC Municipal level
2 — Director of HCMC Internal Department Municipal level
3 —Vice Chairman of The People Council of HCMC Municipal level
4 — Vice Director of HCMC Industry and Trade Department Municipal level
5 — Director of HCMC Finance Department Municipal level
6 — Vice Secretary of Dist.5 Communist Party Organization District Level

7 — Head of District 5 Economic Division District Level

8 — Secreatary of District 8 Communist Party Organzation District Level

9 — Secretary of The Communist Party of Ward 12 District 5 Ward level

& Chairman of The People Committee of Ward 12 District 5 Ward level

10 — Chairman of AVIEW SOFT Company Business enterprise
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2.3 — Qualitative Research Questions:

2.3.1 - Introduction:

Hello, we are supervisor and Ph.D. student from the University of Economics Ho Chi Minh City
—UEH : Introduce shortly about the Supervisor and PhD.student: the whole name, career, class,
the main purpose of survey.

We are appreciated you to take your valuable time with us to discuss the research
topic: “Organizational Diagnosis Model — The case study of local government
organizations in HCMC, Vietnam”. We hope to receive your valuable offer and active
participation from your working experience and your working process. Please note that there
are no good or bad/right or wrong opinions. All your honest comments will contribute to the
research. Now, I’m very honor to introduce each respondent to each other and we can begin our
discussion.

2.3.2 - Main research questions for discussion :

- Introduce the concept of ODM:

There are many researches mentioned this concept, for examples: (1) Burke (1994), ODM is
designed to help managers : (i) Categorize all kinds of data of organization; (ii) Understand
about the state and problems of organizations; (iii) Explain all types of data systematically; (iv)
Support changing strategies. (2) Waddell, Cummings, Worley (2007), ODM is a set of concepts
and relationships in an organization in order to perform systematically or explain the
effectiveness of an organization. You can see that, ODM goal to evaluate and improve
organizational performance.

- Research dimensions questions:

So, according to you, Which component need to be used to evaluate Performance in LGOs
of HCMC, Vietnam? (Attached a list of 12 components from literature review), including:

1. Strategy/Goal/Purpose of organization;

2. Leadership and leadership style;

3. System : Rule, Oligation, policy, working mechanism, planning, and control,;

4. Working division, decentralization, cooperation in organzational structure;

5. Human resource competency or job skills;
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6. Motivation factors : Rewards, salary, and mobilize;
7. Information and Working communication;
8. Recruitment and promotion policy;
9. Working environment and organizational culture;
10. Technology, working tools and equipment (include network);
11. Supervision
12. Attitude towards Change
- Dispense the lists of components to respondents.
- Respondents choose variables that affect to Performance in the list: the result showed that
all respondents agreed with the list component mentioned above.
2.3.3 - Dicussion the choosing result:
- Research dimensions questions: So, according to you, What are characteristics of local
government organizations? How are they different in comparision with business
enterprises? (Mentioned the components of Leadership, Relationship, Rewards, Attitude
towards Change, Communication, Supervision, and Consensus)
- Research dimensions questions and answer:
+ How do the Leadership affect to Performance in case of LGOs in HCMC, Vietnam? And how
to measure this factor in this case study?

= Answer
+ How do the Relationship affect to Performance in case of LGOs in HCMC, Vietnam? And
how to measure this factor in this case study?

= Answer
+ How do the Rewards affect to Performance in case of LGOs in HCMC, Vietham? And how
to measure this factor in this case study?

= Answer
+ How do the Attitude towards Change affect to Performance in case of LGOs in HCMC,
Vietnam? And how to measure this factor in this case study?

= Answer
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+ How do the Information Management and Communication affect to Performance in case of
LGOs in HCMC, Vietnam? And how to measure this factor in this case study?

= Answer
+ How do the Inspection & Supervision affect to Performance in case of LGOs in HCMC,
Vietnam? And how to measure this factor in this case study?

= Answer
- Introduction of Consensus: As you know, Vietnam and China political system has some
similar characteristics in political regime.

+ Sun & Ma (2015): Consensus is defined in traditional meaning as a full unanimous
agreement of all the experts regarding all the possible alternatives;

+ Curteanu and Constantin (2012): Consensus is an aspect of organizational culture model
for diagnosis.

+ Miao et al. (2013) and Kokubun (2018) mentioned the “political loyalty” in the Chineses
public sector is more important to career progression than professional competence and training
provision, especially amongst employees with a limited connection to the Communist Party.
=> So, research dimensions question: What do you think about Consensus in LGOs in
Vietnam?
=> Answer: The respondents gave expample of some LGOs which they have worked in. And
all respondents agreed with the statement of Ho Chi Minh Chairman in union® and confirmed
the Consensus is related close to “political loyalty” in China and Vietnam because of the similar
political regime characteristic.

- Research dimensions questions: How do to measure the Consensus in LGO in Vietnam?
= Answer
- Introduction of Performance in LGOs:

+ Balaboniené and Vecerskiené (2015): public sector organizations are operating in the

conditions of changing the environment, and the measurement of public sector organizational

performance is the quite problematic and very relevant issue;

9 « Poan két doan két dai doan két,
Thanh cong, thanh cong, dai thanh cong”
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+ Raipa (2002) and Moxham (2008) proposed that full of difficulties to measure performance
because public sector organizations (LGOs belong to the structure system organizations of) are
oriented to the process and not to the results).

- Research dimensions questions and answer: How to measure local government
organization’s performance in Vietnam?

= Answer
2.3.4 - Conclusion: The result of the focus group concluded 3 main ideas:

- Confirmed the necessary to propose a ODM framework to diagnose in case study of LGOs in
Vietnam.

- Confirmed 7 components that affect to Performance in LGOs in Vietnam, including:
Leadership, Relationship, Rewards, Attitude towards Change, Inspection & Supervision,
Information Management & Communication, and Consensus.

- Mentioned the scale measurements of these 7 components. => We proposed the ODM
framework in this case study of LGOs in Vietnam.

B — A full deep interview with one expert (under the permission with this expert):DI1
— Phé Bi thu Thwong trec Quan dy Quan 5.

Thoi gian : 28/5/2015 : 9h40 d@én 10h45.

Tai : Quéan café Trung Nguyén — Nguyén Van Cir Qudn 1.

Ouy wéc : A — Nguoi phong van thuc hién dé tai; B — Ngwoi dwoc phong van — Chuyén gia.
Mo dau,

Truedc tién rat cam on Chi di nhan |oi trao doi cing em vé thuc té hoat déng hanh chinh cia

cdc co quan nha nuoc trong qugn 5.

A : Theo chi ddc diém riéng cé co quan hanh chinh nha nwéc so véi doanh nghiép 1a gi vay
Chi?

B : Pic diém doanh nghiép la kinh doanh san xuat tim kiém lgi nhuan. Con co quan hanh chinh
nha nude hudng téi cai gi, muc dich 1a gi? tit ca co quan hanh chinh nha nudc déu 13 co quan

thyc hién chu treong chinh sach, xay dung quan ly xa hoi; co quan hanh chinh nha nudc khac

doanh nghiép, duoc thiét ké, duoc co ciu theo hién phap va phap luat, duoc td chirc mot cach

quy cu, ¢d hé thdng tir trung wong dén dia phuong. Cai d6 co phai la cai khéc biét, riéng biét
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nhét, va cho du ¢ dia phuong nay hay dia phwong khac thi to chic déu theo khudn mau nhu vay,
& Bic ciing vay, Trung ciing vay, hé théng té chirc duoc két ciu gidng nhau theo Hién phép va
phap luat.

A —Vay theo chi, muc dich hoat dong co quan hanh chinh khac gi so 16 churc khac ?

B — Muc dich hoat d6ng khac chi, bay gio dinh huéng phat trién dit nuéc ndy va xa hoi ndy

nhu thé nao thi co quan hanh chinh hoat d6ng hudng dén muc dich d6, gitt dn dinh an ninh trat

tu, an toan x4 hai, td chirc cac hoat ddng phuc vu cho nhu ciu ngudi dan, phat trién cong ddna,

n6 chim lo cho phic loi cdng cong. Vi du doanh nghiép no lo dau tu san xuat kinh doanh, tim

kiém lgi nhuan, dé phat trién doanh nghiép do, con cac co quan hanh chinh nha nuéc nay phai

lam moi thtr dé phuc vu cho phdc loi, cho doi séng ngudi dan. Cho nén, ¢ nhitng cai doanh

nghiép khdng lam, bai vi khéng cé loi nhuan, nhung co quan nha nuwdc phai lam. Co nhirng céi

khong co loi ich kinh té rd rét, nhung né phuc vu cho cong cong, cho phiic loi nguoi dan, doanh
nghiép né dau c6 lam nén Nha nudc phai lam.
A —Vay thi theo ch; la cai gi sé quy dinh muc dich hoat déng Cua co quan hanh chinh nha nwdéc?

B — Cai gi s€ quy dinh muc dich hoat dong? muc dich cua viéc hinh thanh nha nudc quy dinh,

thé ché, cai thé ché chinh tri quy dinh muc dich cia Nha nudc.

A —Trong khi doanh nghiép muc dich hoat dong thuwong la HPQT dwa ra muc tiéu, dinh hwong,
thi ¢ ddy thé ché chinh trj va dinh hwéng phat trién ddt nuréc
B - Dung roi, thé ché chinh tri quy dinh rat rd rang ¢ chd, thé ché chinh tri NHAM MUC BiCH

phuc vu cho lgi ich, ting 16p, giai cip ndo, thi du minh néi nha nudc minh, thé ché chinh tri nha

nudc minh 1a nha neée XHCN, dung khong, muc dich ctia nha nudc XHCN nay la vi dan, do
dan, vi dan, dung khong, nhu vay dinh hudng phat trién cua x& hoi huéng téi lam sao cho nguoi
dan ngay cang tét hon, thi két ciu nha nuéc ndy, hé thdng chinh tri nay két ciu theo dinh hudng

d6. Cho nén chung ta thay tir trung wong dén dia phuong, hay 13 ¢ cac dia phuong khac nhau,

thi n6 déu cd két cau gidng nhau nhu vay, hé théng chinh tri VN hién nay gém cé Pang, cb

chinh quyén, MTTQ va céc doan thé chinh tri xa hoi, dting khong, trong d6 vai tro 1anh dao cua

Pang lanh dao hé théng chinh tri, nha nuéc gom qubc hoi, HDND cac cdp, co quan quan ly
hanh chinh nha nuéc céc cdp, & TW ¢6 Chinh phu, co quan tu phap; & dia phuong c6 UBND
cac cap, T6 chirc chinh tri x& hoi gom c6 MTTQ, Hoi lién hiép phu nit, Poan TN, LDLD, HCCB,
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..., tAt ca cac co quan don vi trong hé théng chinh tri nay nhim huéng téi muc tiéu quan 1y diéu

hanh, t6 chic cac hoat dong dé xay dung dit nudc nay theo dinh huéng phuc vu loi ich cua
ngudi dan.

A — Hién nay, em thay hé thong chinh tri ciia minh nhw chi néi nd giong nhau vé hé thong to
chic giita cac dia phuwong, nhung thuc Sy Qitta cac dia phuong ciing khdc nhau chir, Vi du
TPHCM khéc Hdi Phong, Qudng Ninh, Tién Giang ... , theo chj dé thiec hién myc tiéu nay phdi
6 nét riéng gi dé trong hé thong chinh tri @6 chir?

B — Khac vé céch thic td chic hoat dong, nhung né .gidng vé co cu té chic. Bay gio Hai

Phong, ciing nhu TP.HCM hay Tién Giang né ciing s& c6 Pang bo lanh dao, né ciing co quan
Pang lanh dao, TP.HCM c6 Thanh ay, Hai Phong, Tién Giang cd Tinh uy, c6 HDND, HDND
cua cac dia phuong 13 t6 chiic, co quan quyén lyc, dua ra quyét séch, chii truong, trén co so d6
chinh quyén cu thé hoa va diéu hanh hoat dong. Tp. HCM, Hai Phong hay Tién Giang ciing co
HDND. TP HCM, Hai Phong hay Tién Giang ciing c¢6 Uy ban nhan dén, ciing ¢ cac sd ban
nganh gidng nhau, giéng nhau vé mat T6 chirc, ciing cd6 MTTQ va cac ban nganh giéng nhau.

Nhung né khéc & chd céch thirc t6 chirc, cach thire didu hanh,

Vi du: TP HCM tap trung cho cac hoat dong sao dé xay dung mét thanh phd vian minh, hién dai.

Céi loi thé cia mot d6 thi hién dai va ap luc cia mot do thi Ion 12 &p luc vé mat dan s, vé mat

ha tang va cac mat di theo nd, ké ca ap luc cia mot dia phuong 1a phai ganh véac ca nudc, thanh

ra Tp. HCM trong lanh dao ctia Pang by, HDND, ctia UBND la phai ¢ nhirng chi truong, ciing
nhu nhitng giai phéap cu thé, c6 thé 1 cao hon nhiéu so véi cac tinh khac.

Vi du: Tién Giang, 1a mot dia phuong, kinh té cua nd phan Ién 1a ndng nghiép.

Thi n6 phai c6 nhitng cha truong, quyét sach 1am sao phét trién nong nghiép cua né. Pién khi
hoa ndng thon, 1a céng nghiép hda ndng nghiép, dé nd phét trién kinh té cia no, dap tng duoc
yéu cau nhiém vy. Cho nén vé mit nhiém vy, co cu té chuc 1a n6 giéng nhau, nhung khac nhau
la céch thuc t6 chirc, hoat dong, diéu hanh dé thuc hién nhiém vu cu thé caa ting dia phuong.
Vi du: Hai Phong ciing s& khac TP HCM. Boi Hai Phong la mét thanh phd bién, va cai thé manh
ctiia Hai Phong la cang bién. Thi nhu vay nhiém vu chinh tri caa Hai Phong c6 thé I1a khac TP
HCM mot chit.
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Nhu vay céi khac 1a gi? O mbi dia phuong, nhiém vu chinh tri s& khéc véi nhau mét chit phu

hop Véi dac diém, tinh hinh cua timg dia phuong.

A - Nhung ma vi dy nhu liic ndy chi ciing ¢é néi la vé cai hé thong, té chice la nhuwe nhau (1 cdi
co cau t6 chirc).

Vidu: TP HCM thi ciing c6 ... Vi du co quan hanh chinh la UBND cdc cap, UBND Thanh pho,
UBND Qudn, UBND Phuong. Nhung ma trong TP HCM thi theo em biét 1a 24 qudn huyén thi
c6 mdy huyén, ma huyén thi lgi c6 HPND, trong khi Phwong thi Qudn khéng c6 HPND vdy thi
cdi co quan, co cdu té chirc c6 khac nhau.

B - N6i thé thi phai n6i cu thé n6 nhu vay. TP HCM thuc té, cu thé dang thuc hién thi diém céi

chu truong 1a khong c6 t6 chie HDND & cip quan, huyén va phan 16n cac phuong, x4. Céi nay

13 minh dang thyc hién thi diém. Cho nén né khac cac dia phuong khac trén pham vi ca nuéc.
Tc 1a trong 5 ndm qua trién khai thyc hién thi diém té chitc HPND, mdi mét dia phuong, mdi
mot tinh, ngudi ta chon mot huyén thoi. Nhung riéng TP HCM xin chu truong v6i Trung Uong
la khdng thuc hién t6 chitc HDND & cap quan, con trong ca nudc thuc hién cai thi diém khdng
t6 chire HDND & mot vai x4, thi tran théi, rieng TP HCM thi xin khéng té chitc HDND 6 tat ca
cac phuong, giit lai mot s6 don vi xa, mot vai don vi x4, thi tran 1 con t6 chire HDND thoi, chir
c4i nay minh dang thuc hién thi diém. Tuy nhién cai nay cling mé ngoac ndi thém thi thuc hién
thi diém nhu vay nhung ma cai kha niang dé ma tiép tuc thuc hién thi diém nay ciing nhu 1a phd
bién dai tra cho ca nudc thi chac Ia khé thuc hién vi chu truong méi day thi yéu cau la té chic
co quan hanh chinh nha nuéc theo dung cai hién phap va nhu vay c6 nghia la s& phai cip chinh
quyén nao ciing phai c6 HPND, cho nén céi kha ning ma TP HCM thyc hién khong c6 t6 chirc
HDND nhiéu cip quan huyén nhu hién nay thi chic 1a s& phai xem lai. Hay 1a n6i céi dy dinh
ciia TP HCM la dng dang c6 cai dé an, 1a ciing 1am, ciing c6 dai hoi nhiéu ndm rdi, 4 nhung ma
vira roi chi truong cua Trung Uong thi ciing chua dugc ¢6 cai sy dong thuan lam do 1a cai chu
truong xay dung cai chinh quyén do thi, xay dung chinh quyén d6 thi thi phuong an cua TP
HCM c6 nghia 1a chinh quyén hai cip: cap thanh phd va cip phuong xa va chi hinh thanh céi
chinh quyén cip quan 1a cip trung gian mot sb trung tam, tirc 1a theo mot sé khu vuc.

A - Theo uy ban hanh chinh.
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B - Pung roi! Tirc 13 cai dé an nay trinh ra Trung Uong thi ciing chua dugc c6 cai dong thuan
lim, cho nén TP HCM ciing chua c6 thé thuc hién duoc, thi y mudn néi chd nay né ciing cé cai
khé. Vi sao? Vi la TP HCM ciing chua dugc sy dong thuan cao bai vi néu ddng y cho TP HCM
hinh thanh chinh quyén d6 thi thi phai stra luat, sira Hién Phép. Boi vi khi noi trén do6 thi Tp
HCM va céc dia phuong khac déu theo mot cai co cu to chirc nhu nhau, Hién phap quy dinh
chung cho nén hién nay minh cling chua c6 luat riéng cho Thu d6 hay chwa c6 luat riéng cho TP
HCM . Luat caa minh luat chung, ma khi luat chung nhu vay thi ¢6 nhitng cai muén lam thi vi
du nhu TP HCM muén xay dyng chinh quyén d thi 1a mot budc dot pha nhung dé lam cai dot
pha @6 thi phai c6 mét 16 trinh lam riéng, mot cai luat hay mot cai chinh sach gi do, mot cai chu
truong gi d6 riéng biét cho TP HCM chtr néu khong thi khong lam dugc.

A - Nhieng ma theo em thay Ha Néi dang xdy diwng cai ludt thi d6, vay thi cai ludt thi dé dé cé
nhitng cdi nét riéng nhw la cdi thi diém chinh quyén dé thi ¢ TP HCM khong.

B — Luat thit 6 minh chwa biét nhung ma minh nghi rang la thi du TP HCM hay Ha Noi mot
lac nao d6 ciling phai cho né mot céi luat bai vi trong cai su phat trién hién nay TP HCM nd

cling giéng nhu 14 dang mac mét cai 40 chat so véi minh. Bai vi luat 1am chung cho ca nude ma

lam chung cho ca nude nhu vay thi nd s& ¢é nhitng ving phét trién nhanh, manh nhung né ciing
¢6 nhitng vuing rét 1a lac hau, ma by gio d6 1a TP HCM ma né theo cai chung d6 d6 thi nd sé&
cham cai sy phét trién caa TP HCM bai vi so TP HCM véi mot sé tinh khac, vi du nhu tinh ma
& mién ndi, & trung du, & Ty Nguyén nay cac céi thi phai &p dung nhiing cai chung nhu vay thi
rat kho cho cai sy phat trién ciia TP HCM mic du Trung Uong 1a ciing di ¢6 trudc ddy hai nam
c6 cai Nghi quyét 20, rdi méi day méi c6 Nghi quyét 16 cua Bo chinh tri. Cai nay ndi pham vi
n6 hoi ndi bd mot chat xiu 1 trong d6 cling co6 quy dinh mét sb céi cha truong riéng cho TP
HCM rdi dinh hudng phaét trién TP H5 Chi Minh la mot trung tdm kinh té, mot trung tim vin
hoa, trung tdm tai chinh Ién cta ca nudc. Tuy nhién khi ma thyuc hién céi chu truong do6 thi no
cling bi vuéng viu mot so luat, khi trién khai thuc hién thi ciing bi vudng viu cho nén 1a ciing
kho chi khong phai dé. Minh nghi trong twong lai thi cling phai ¢6 luat riéng cho thu do, hoic
la mot cai chinh sach, mot cai dic thu cho TP HCM va dic biét 1a cho TP HCM phét trién theo
chinh quyén d6 thi ma nhu dé an TP HCM thuc hién.

A — Cai nay con nhiéu vdn dé dé phdi ban vé mdt té chitc ha chi.



168

B — Cai nay dang noi mang tinh chét noi b, nghién cau khoa hoc thi 1a nghién cau khoa hoc,
¢6 nhitng cai minh ndi n6 phd bién rong trong nhan dan, trong xa hoi hay trén bao chi thi no dé
cap & mirc do thdi chir khdng noi hét.

A — Vay theo ch; thi trong bdt ci# té chitc ndo thi tat nhién phdi ¢é nguoi cdi lanh dao réi. Nhung
ma bén canh do thi ciing cé nhirng céi goi la thu linh cua nhitng nhém khéng chinh thic, vay
thi theo ch; thi trong co quan hanh chinh ¢ phdi bao gio thi cdi nguoi lanh dao ciing la cdi
nguwoi gitk diroC Ci S can bang trong té chire dé khéng.

B- Ciing c6 thé c6 ma ciing c6 thé khong voi didu kién 1a cai ngudi lanh dao d6 nhu thé nao.
Ngudi lanh dao thi trong co quan hanh chinh thi lanh dao 1a sao? La ngudi dung dau, gio dang
hoi 1a ngudi dimg dau, chir con lanh dao trong co quan hanh chinh d6 1 goi chung lanh dao 1a
ngudi dimg dau, 1a cap pho cia nguoi ding dau 1a lanh dao, ma ngudi ta con goi cai tir 1a goi
chung 1a can bo cha chét hoic 1a nhitng vi ding dau cua to chirc Pang, dung dau caa céc to
chtic doan thé thi cling duoc goi 1a ngudi 1anh dao. O day ciing 13 mubn noi lanh dao 13 nguoi
dung dau cia don vi. Phai khong?

A —Daq, dung r6i!

B — Thi nguoi dimg dau cia don vi d6 co quy tu dugc luc luong hay khong con do ngudi d6
nita. Ma néu 1a noi 1a cai vai tro thi linh thi phai 1a nguoi quy tu duoc luc lwong chi. Pung
khong? CO thé trong co quan hanh chinh, cai nguoi ding dau d6 c6 tim, c6 tim thi 1a anh dugc
cai su kinh trong, né phuc ctiia nhan vién. La nhu vay thi anh s& d& dang quy tu duoc luc lugng,
mic khéc thi ciing c6 nhitng truong hop nhitng nguoi dimg du anh dugc giao nhiém vu 1a nguoi
dung dau d6 nhung ma cai kha nang quy tu cua anh khong c6, hoic 1a do cai nang luc han ché
hozc 14 do cai cach giao tiép (ng Xt caa anh ciing han ché, hoic 1a ciing c6 thé 1a do cach séng
cho nén mic du anh 13 nguoi dimg dau vé mat hanh chinh anh ra lénh nguoi ta phai nghe nhung
chua chic ngudi ta phuc. Thi trong co quan hanh chinh ngudi ta ciing ¢6 cai vay. Ciing c0 thé
anh 1 ngudi ding dau d6 ma ciing chua chic anh 1 tha linh. O day ciing c6 1a thé 13, n6i nay
né c6 lac @& khong?

A — Khéng! Pay ciing la cdi nguoi ditng dau la nguoi Qi cdi vai tro cdi ngwoi quan Iy diéu

hanh tat ca cac hoat dong ciia mét cai to churc.
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B — Thi d6 minh ciing phai hiéu cai nguoi ding dau ciing 1a ngudi ma quan xuyén, diéu hanh,
roi 1a trung tdm cua doan két, trung tdm cua cac hoat dong cua don vi. Tuy nhién 1a do mét s6
thuc té & chd 1a ciing ¢ thé ngudi gitr vi tri ding dau d6 1a n6 chua cé thuc sy twong xtng 1am
vé6i cai yéu cau nhiém vu.

A — Thyrc té n6 hién nay nhiéu.

B — Nhiéu khong, ma cai ndy ciing hoi khé noéi. Nhung ma minh ciing thiy & dau cai dang doé.
Cai nay no ciing 1a mot céi 1a phai suy nghi, bai vi moi thir déu quy vé cong tac can bo. Thuong
thi minh ndi 1a bé tri can bo 1a phai c6 tim, c6 tim nhung doi khi né khong phai vay. N6 ciing
phai c6 nhitng cai ly do gi d6, vi mot khia canh gi d6 ma c¢6 nhitng ngudi khéng thuc su 1a twong
xang lam lai gitr cai vi tri d6. Vay do.

A — Vi du nhue trong doanh nghiép di, giam doc, chui tich hgi dong quan tri né ¢é nhing cai tiéu
chudn rat la ré rang nhieng em cé cam gidc la nhie co quan hanh chinh cdi tiéu chuan can bg
Ciia minh né khéng dwoc cu thé lam.

B — N6 ¢4 tiéu chuan hét, quy dinh c6 tiéu chuan hét chir phai khong c6. Nhung tuy nhién 1a
trong cai cong tac can bo cia co quan hanh chinh né ciing con nhiéu cai kho, bai vi né ciing co
noi ndi bd Mot chit xiu quy trinh 1am cdng tac can bo ciia minh né ciing hoi phic tap, hoi réi
ram. Ma ciing c6 khi né nghién vé cam tinh nhiéu, cho nén c6 ciing méi c6 chuyén la nhiéu khi
chinh ban than cua tha tudng ciing khong thé nao cach chic ciia 6ng chu tich ay ban tinh. Cai
co cau, cai cach thirc ciia minh. C6 lan céi dng thu tueéng cia minh ndi can bo 1am khong duoc
viéc thi cting khdng céach chirc dugc. Bay gio 6ng tha tudng ma cach chie duge duoc bo truong
hay khong ciing chua chic ah. Ngay ca trong co quan hanh chinh nha nuéc hién nay, cai 6ng
tha truong don vi ma muén cach chic dng phd cua don vi co dbi khi 1a ciing khong duoc ah.
Do nhiing cai quy dinh vé quan ly can bg.

A — Nhung ma em nghi ¢é phdi 1a nhitng la do cdi co cdu té chirc ciia minh né khéng rd rang.
B — Khong phai co cau té chic khong ¢ 16 rang, nd ciing rd rang, nhung ma do cai quy dinh
trong céi quy trinh bd nhiém, bd tri réi xtr 1y ddi véi cai can bo.

A — Nhung ma quy dinh cing la do minh dat ra ma

B — Quy dinh do minh dit ra nhung ma quy dinh tir Trung Uong xudng.
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A — Bén canh dé la em ciing thay mét cai chuyén, vi du nhuw la trong co quan hanh chinh, lanh
dao do goi la phong cach lanh dao, no cé hai truong hop la phong cach goi la dan chu véi
phong cach déc dodn nhung ma hinh nhu trong co quan hanh chinh em thdy ¢é phong cdch doc
doadn nira moi duoc, NG dung tur nOi riéng mot ty ¢6 nghia la noi la phdi lam, cdi nguoi do co
thé quyét diroc moi Vdn dé trong co quan. Vi du nhuw chi n6i Thii tuéng khong cach doc B
truong do khong lam duwoc Viéc do vuong cdi quy dinh. Nhung ma voéi cai cach cua minh ma
danh gida can bo nhuw bay gio thi ¢ phdi la do cdi cach danh gid né lam cho cdi nguoi thu
triecng, cdi nguwoi ditng dau dé, hay la cdi ngueoi lanh dao ho khdng c6 manh dan trong céi viéc
ma xu ly nhan vién.

B — Bay gio noi vay né. Thir nhat 1a cai quy dinh vé bé tri, bo nhiém, xir Iy can b ciia minh d6
la n6 lai mang tinh tap thé nhiéu hon, quy trinh bd nhiém can bo ciing vay, n6 phai qua ting
khau, tirng khau, phai c6 bao nhiéu y kién déng tinh thi méi duoc, ké ca 1y y kién & noi cu tr,
ldy y Kién ¢ noi cong tac. Ma chua chic gi nhitng chd d6 nguoi ta biét, ngudi ta hiéu can bo
minh nhu thé ndo. R6i Iy y kién cta doan thé, rdi 1a y kién cua cac co quan to chic, ¥ kién cua
tap thé cap uy, nhiédu y kién lim, dé bd nhiém dugc can bo. Hay la bay gio mudn xem xét xir ly
ky luat mot can bo ciing phai lam nhiéu cai quy trinh, ciing phai tap thé dé kiém diém, biéu
quyét roi phai 12 trinh 18n cap trén, rdi con phai Ban chap hanh cac doan thé, rdi cap ay phai co
y kién thé nay, thé nay. Cho nén nhiéu khi minh thay céi 16i n6 ranh ranh ra ¢6 nhung ma xt nd
khong c6 dugc. Boi vay phé thi phé vay nhung ma khi n6 biéu quyét thi né biéu quyét véi nhau
la khong ky luat, khdng xir ly thi bay gio cap trén mudn xir n6 thi xir ciing khong duoc. Vi du
vay! Gio thay ci I8i n vay do, ha. Chi dao phé binh, kiém diém & don vi ciia né nhung don vi
né phé binh xong bo phiéu nay no cac cai dé nghi khdng ky luat véi da sé phiéu thi hién nay
minh n6i chung 1 c&i nay minh thdy n6 c6 nhiing cai cam tinh. Béi vi anh em né ciing ¢ nhitng
cai né nang, xué xoa, chwa noi tGi céi khia canh 1a thdi tha cho em lan nay dé l1an sau t6i c6 bi
thi anh cling tha cho t6i. Vi du vay. Hay la minh ndi téi cai khia canh nira 1a gi? C6 nghia la
minh ciing c6 quy dinh hién nay 1a mdi mot nam nhu vay 1 lay phiéu tin nhiém ddi véi lanh
dao, nhitng nguoi dimg dau, ma ai bé phiéu cho ngudi lanh dao, dimg dau, cho cip dudi, bo
phiéu, ding khong? Nhung ma bé phiéu cho thi truéng c6 tin nhiém tha truéng hay khong?

Néu ma bay gio tdi xtr anh manh tay qua, cudi nim bo phiéu anh khdng bo cho toi thi sao?
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A —Y em muon héi la y dé do.

B — Cho nén cai diéu nay né dan dén cai gi? Co6 nghia 1 c6 nhitng céi thiy no sai ra d6 d6 ma
khong xir dugc, khdng dam xir boi vi cling ngai, ngai mat 10ng ngai mat tiéng, ngai mot Iic nao
d6 minh bi n6 bo phiéu, né khéng bo cho minh thi sao. Thanh ra bay gio trong céi co quan hanh
chinh cua minh né c6 nhitng céi nhiéu khi khéng cé quyét liét Iim nhiing cai cong viéc ciia minh
d6, c6 khi né ciing bi cham lai, n6 khong chay do 1a minh khong quyét liét. Muén la ray né,
muén nhic nhd n6, mudn Ky luat né thi sg mai mét nd bo phiéu cho minh n6 khdng chon, né
gach tén minh thi sao. Do cai cach cta minh thoi.

A — Chinh cdi diéu ma chi néi n6 1am ddn dén tinh trang , di hoa di quy la tir cdi danh gid, chat
lirong cONQ Viéc né ciing khéng cé ré rang. Thanh ra cdi hiéu qud chung cua hoat dong té chirc
¢6 phai vi vay n6 cang ngay cang gidam di.

B — Ma bay gio hiéu qua chung ngay cang khong hin vay. Bé minh nhin binh dién cua xa hoi
thi n6 van phat trién, dat nudc van ngay cang phat trién, di 1én cha dau phai di xuéng dau. Chir
minh ni binh dién chung ngay cang giam xudng thi khong diung, nhung minh néi mot cai diéu
la trong céi hé théng co quan nha nuéc ciia minh d6 thi né con nhidu cai mat ton tai, han ché.
Ma néu nhu minh quyét liét, minh khic phuc thi né van rat 1a nhiéu va cai hiéu qua caa cai quan
ly x& hoi ciing nhu 1 cai sy phat trién chung cua dat nudc, cia x4 hoi sé tot hon nhiéu, I8 ra
minh s& dat dugc s& tét hon nhidu nhung ma mic d6 minh dat dugc d6 so voi kha ning cua
minh, so v&i Cai trién vong ciia minh van chua cé twong xung boi vi do nhiing céi han ché, do
nhiing céi tri tré, nhitng cai yéu kém trong quan ly hanh chinh caa minh, cha con néi cai xa hoi
ngay cang di xudng thi n6 khong ding. Pung khong? Kinh té thi né van phat trién tot ma, mac
du ¢ khung hoang, cé suy thoai cac cai thi nhin chung di véi Viét Nam thi n6 van tét. N6i TP
HCM n6 vén phét trién chir, nhin chung lai 40 nim di, gid minh nhin ra, minh thay la ha tang
cling c6 thay dbi, cling c6 tt, doi sbng nguoi dan ciing co nang 1én, x3 hoi thi cling ¢6 nhing
ci tot hon. Vi du cai mirc sbng cua ngudi dan by gio cao, chir minh noi ngay cang di xudng
thi n6 khong ding. Nhung ma minh néi 18 ra dat nude c6 thé phét trién nhidu hon cai do, xa hoi
c6 thé phét trién t6t hon, t6t hon nhiéu nita kia nhung n6 chi ding lai & mic d6 14 do minh con

c6 nhitng cai khiém khuyét do.
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A—Do la o goc do xa hoi, nhung ma nhin ¢ cai goc do em dang hoi chi do, co nghia la cdi hiéu
qud hoat déng cua céi chinh cua té chite hanh chinh d6 véi cdi co ché qudan Iy nhie cdi chi n6i
la tdp thé lanh dao do la thi né, né c6 phdi chang la né lam cho kiém hdam nguoi ta khdng phét
huy hét dwroc nhitng cdi nang lc.

B — Thi nd ciing dung. Thi ding 1 I& ra néu nhu minh 1am ma no chit ché, n6 dang véi Cai
nguyén tic, dung véi quy dinh thi cai hiéu luc, hiéu qua quan Iy cua nha nudc s& cao hon. Boi
chu truong réat 1a dang, chu truong 13 cai nha nude nay 1a nha nuéc cua dan, do dan, vi dan. Cha
trorong ding chir dau c6 sai. Nhung ma khi thuc hién thi timg noi, ting ltc, chd nay, chd kia thi
n6 khéng phan anh dung véi.

Vi du gio ndi 1a nha nude caa dan, do dan, vi dan thi moi nguyén vong, birc x(c cua nguoi dan
déu phai duoc giai quyét toi noi t6i chén. Nhung ma noi ndy, noi kia minh van thiy nguoi dan
con phién ha, ngudi ta di ndm 1an, mudi luot van chua giai quyét. Tai sao, tai do cac khau, do
can bo yéu kém, do can bo quan liéu, do can bo thé nay thé no nhung ma tai sao can bo dé van
con tiép tuc 1am viéc, tai sao can bo d6 khong bi xu 1y, tai vi do nhirng co ché, nhitng céi trong
cai xur ly can bg, do cai co ché trong céi bd nhiém, cai quan 1y dbi véi can bo. N6 1a vay. thi néu
dang 18 ra thi minh s& 1am duoc tét hon, nhung ma do cai co ché nd vay nén minh... Tai sao c6
mot hai van dé ma dé nguoi dan ngudi ta di téi di 1ui? nguoi ta ndi qua nhiéu 1an ma chuyén do
minh thiy né dau c6 khé dau nhung tai sao nd khdng thé giai quyét dugc. Vi du nhu gid céi
ngudi lanh dao cao nhat ngudi ta néi cai chuyén nay la phai giai quyét nha, ta giao cho phong
nay, giao cho phong kia giai quyét nha nhung ma rdi phong nay, phong kia nd cir cham thi nguoi
dung dau nay c6 ky luat, budc thoi viéc cai truong phong d6 hay khong ciing 1a van dé khac.

A — C6 nghia la nhiéu khi chinh cdi nguoi dieng dau dé ciing bi troi tay.

B — N ciing bi troi tay troi chan do cai co ché.

A — Lac ndy chi ¢é ndi dé la cdi co cau té chirc cia minh dé la hé thong chinh tri minh 12 gom
Padng, va co quan hanh chinh, chinh quyén, roi cac té chize chinh tri xa héi 1a ¢ bon cdp: trung
wong, tinh — thanh phd, qudn — huyén va phirong — xa. Vdy bay gio vi du ¢ mét cap di, dé la cdp
qudn — huyén nhu chi dang cong tdac vy thi nhu lanh dao thi chi noi gom c6 Cdp triedng Va cap

phd cia qudn vdy thi néu ma phéat hién la ngieoi dirng dau cia qudn thi nguwoi dé la ai.
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B - Hoi nhiéu qué vay? Hoi ndy néi hoi it thdi ma. Hoi 15 — 20 phdt thdi ma gio hoi nhiéu qua
vay? Hoi sau qué cé nhiing cai dau c6 dé noi dau. Co nhirng céi n6i khdng tién ah nha. Cai nay
nghién ctru lam nghién ciru chir dem 1én bao chi thi noéi lung tung khéng c6 dugc nghe.

A — Dgq, chj yén tam, em sé bdo mqgt thong tin.

B — Cai co ciu t6 chirc chinh tri nd rat 1a rd roi. Pang lanh dao, nha nudc quan ly, cho nén ¢ dau
cling vay, dia phuong nio ciing vay. La minh néi nguoi ding dau cia mot cai co quan hanh
chinh 12 thu truéng co quan hay 13 nguoi dung dau co quan hanh chinh dia phuong 1a chu tich
cht gi? Pung khong? Nhung cha tich iy ban nhan dan dia phuong vé cai nhiém vy, céi vai tro
12 ngudi dimg dau co quan hanh chinh chiju trach nhiém chinh cia co quan hanh chinh. Tuy
nhién, cai nguoi dimg dau nay vé mit Pang 1a cap pho, thuong 1a pho bi thu va phan 16n trong
cac cdng viéc thi déu phai cé su lanh dao, thdng nhat cua thudng vu cap ty.

A — C6 nghia la lanh dao tap thé, vdy ai la nguoi ditng dau cua cdi tap thé dé?

B - Thuong vy dung dau 14 bi thu.

A —Vay Vi du nhw Phé Bi thu, Chu tich cia co quan hanh chinh dé ma bi sai pham thi Bi thu
cia cdp iy dé cé quyeén xit ly khdng?

B — Khéng!

A — Tai sao vay chj?

B — Ma la cip uy chi 1a Bi thu cling khong co quyén xir Iy ¢ nhan. Vi du nhu bay gio cai 6ng
cha tich, pho bi thu d6 ma c6 sai pham thi cip uy ¢ d6 c6 trach nhiém 1a kiém diém va xir ly
chir con dich than bi thu xir 1y thi khong dugc. Trudc khi cap ty caa cap quan d6 xt ly thi lai la
con ¢6 to chirc Pang cua don vi d6 nira.

A —Vay gia sur nhw cai 6ng ma Phé Bi thu — Chui tich d6 ma sai pham thi ai la ngwoi chju trach
nhiém xau ly Ky lugt nhan vdr do.

B — Tap thé.

B — Nhung ma hoi céi nay sau quéa! Hoi lai di sau véi td chirc Pang cua ngudi ta nita 1a khdng
nén.

A — Khéng phdi, em thic mdc rang vi du nhw 6ng chii tich quan ma sai pham thi nhw véy la nhuw

chi néi ban thwong vu cua qudn uy sé ¢d trach nhiém xi ly, vy thi cai vai trd cua céi ludt to
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chite HDND thi cdi éng chii tich iy ban nhan dan thanh phé c6 ra quyér dinh xi ly céi dng nay
khdng?

B — Khdng! Ong chu tich UBND thanh phé truée khi ra quyét dinh xir ly ky luat d6 ciing phai
c6 y kién cua thudng vu cp uy va tap thé thuong vu cp uy ndy. Ma that su ra thudng vu cip
iy khong ciing khong di ma phai dem ra ban chip hanh, tuc 12 tap thé cap ay, ban chap hanh
d6 phai bo phiéu co dong y ky luat cai ong nay hay khong. Va cai d6 guri 18n trén thanh phd, bao
cdo cho thanh uy va thanh ay chuyén cho ban can su DBang cua thanh phé. Thi ban cén sy Pang
cua thanh phé d6 né mai cho céi y kién dong y hay khong ddng y thi cudi ciing éng chu tich d6
méi ra quyét dinh.

B — N6i chung céi nay lang nhan lam, dimg cé di sau vai cai nay niral

A — Cdm on chi. Ma céi nay rd rang la xiz Iy mét can bé khéng hé don gian.

B — Cho nén 6ng tha tuéng 1a ng bao dau cach chie dugc dng cha tich uy ban tinh dau.

A — Chj cho em héi la cdi chinh sdch khen thueong Ciia co quan hanh chinh ciia minh nhie thé
nao ha ch;?

B — Chinh sach khen thuéng thi ciing co quy dinh hét tron ah. Né c6 quy dinh, nd c6 luat thi
dua khen thuong dé, vé gio luat ra coi.

A — Chj ¢6 thé n6i & nhiing diém méi Vi du nhur né c6 quy dinh nhiing néi dung cy thé.

B — Khen thudng thi ciing ¢6 nhitng khen thuong cu thé. Trong chinh quyén ciing ¢6 khen
thudng, trong to chirc doan thé ciing c6 khen thudng, nganh nao né ciing ¢6 khen thuong cia
nd. Vi du by gio minh néi trong nha nude thi n6 can cir vo luat thi dua khen thuéng mai ne.
Luat thi dua khen thuéng méi thi ciing c6 nhitng danh hiéu, nhitng mirc khen thuéng rd rang roi
thé nao thi duoc tang gidy khen, thé nao thi duoc tang bang khen, chién si thi dua cap co sd, bao
nhiéu lan thi duoc chién si thi dua cap thanh phd, bang khen cua thanh phé thi nhu thé nao, bao
nhiéu lan bang khen cuaa thanh phé thi duoc céi bang khen cua thi tuéng, bao nhiéu nim nhu
vay thi dugc huin chuong, da co quy dinh hét rdi. G mdi mot co quan hanh chinh nha nuéce thi
nguoi ta c6 quy dinh 1a ¢6 cai hoi dong thi dua.

Vi du: Hoi dong thi dua khen thuéng ciia quan thi né s& co cau cac thanh phan gom cé 13 UBND,

chu tich UBND cua quan la chu tich hoi dong thi dua khen thudng, co quan tham muu cta hoi



175

ddng thi dua khen thuong la phong noi vu. Rdi cac co quan co tham gia hoi dong nay thi gom
c6 mot s cac co quan Pang, roi mot sé co quan doan thé, mot sé phong — ban chuyén mén thi
nhu vay 12 ¢6 trach nhiém 13 né xem xét cac dé xuat khen thudng caa cac don vi dua 1én khen
& MUc N30, Mire nao thi nhu vay hoi ddng nay cé trach nhiém danh gia xem xét rdi nd biéu quyét
réi dong ¥ hay khong ddng y cai hinh thirc khen thudng, ai dugc khen & cip nao, ai dugc khen
& muc nao thi hoi dong co y kién.

A — Da! Nhw chi n6i nhw vdy biéu quyét ¢ ddy dé la ciing la theo cdi tdp thé, theo nguyén tdic
tap thé. Pa s6 thang ...

B — N6 dua trén cai co s& gi? NG dua trén co s¢ & don vi do, ¢ cac co s d6 nd xét khen thuong
nhu thé nao thi no ciing phai c6 tap thé & duéi dong thuan.

Vi du: T6 chitc Pang ¢ dudi, chinh quyén, doan thé & dudi c6 dé xuat, khen ngudi nay hay
khong? Ti 1& phiéu biéu quyét bao nhiéu? Pua lén.

A —Theo chi danh gia la hién nay céi hiéu qua Cua cong tdac khen thuwong no co thdt su la kich
thich cdi nguoi lao dong, nhan vién phat huy dwoc cdi nang luc So truong hay chua?

B — Theo mirc @6 nao do thi ciing co, nd ciing 1am cho ngudi ta phan khoi, nguoi ta s& nd lyc,
hién nay theo cai quy dinh méi thi cai mirc thuong, hoi xua thi cai khen véi cai thuong, hai céi
nhiéu khi n6 ciing khong c6 twong xung véi nhau. Thi bay gio cai mire thudng thi né cling twong
d6i, cho nén la cai phan khen ma khi dugc khen c6 nghia 1a dugc thuéng thi nguoi ta s& phan
khai nhét 13 nhitng ngudi ma cé thu nhap thap. Mdi lan duoc khen nhu vay thi ngudi ta ciing ¢6
thém céi khoan thu nhap thi ngudi ta cling phan khéi. Thanh ra mirc 6 nio d6 thi minh thay la
cling dap ung dugc cai su khich 18 tinh than dé cho nguoi ta 1 hang héi, ngudi ta lam viéc. Tuy
nhién 1a ciing c¢6 khi khen n6 dai tra qué, n6 giéng nhu 1a dé dai qua, cai gi cling khen, cac gidy
khen né nhiéu qua thi tdc dung cua né khong cao, nd khién cho nguoi ta dat duoc cai khen
thuong d6 no don gian qué, d& qua, ngudi ta ciing khéng coi trong nd. Ma theo minh thay hién
nay céi khen thuéng né ciing nén that chat lai, can thiét 1am thi mai khen, con cha khéng ho
chat thi khen, h cht thi khen, nay 1a minh néi that 1a né gidng nhu boi thuc gidy khen, nganh
nao ciing khen. Ngay xua ma dé dat duoc céi chién si thi dua cap co s¢ dau phai don gian dau,

lam tray trat 13m cha. Gio Quan 5 minh ngdi lai thi thiy biét bao nhiéu ngudi chién si thi dua,
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hay 1a ngay xua néi dé kiém dugc cai bang khen cua ty ban nhan dan thanh phé dau phai don
gian nhung by gio thi minh thy né ciing c6 vé dé dai qué.

A — LUc ndy chj ciing ¢6 ndi la trong tdt cd cdc co quan hanh chinh déu c6 khen, vdy thi ligu co
sir trung nhau khong? Vi du cap qudn cua chi thi Pdng ciing khen.

B — Cai d6 1a c6 tring d6! Bay gid c6 mot ngudi, ngudi ta giit nhidu chire danh Vi du nhu ¢6
mot ngudi, nguoi ta 1am bi thu chi bo khu phd, vira 13 trudng ban diéu hanh khu phé ri kiém
ludn céi chuyén chu tich phu nir cua khu phé thi nhu vay vé mat Dang s& khen ngudi nay, vé
mat chinh quyén ciing s& khen, vé mat phu nit ciing s& khen nguoi ndy, chwa noi ngudi nay ciing
s& gitr nhiém vu khuyén hoc, mat tran ng, thi ¢6 khi mot nam mot ngudi c6 thé nhan 5 — 7 céi
gidy khen thi n6 ciing tring, hay vi du trong mét co quan ci nhan vién d6 vira la chu tich cong
doan, vira 1a truong mot b phan, vira 1a dang vién thi nhu vay cd thé 1a Dang ciing khen, chinh
quyén ciing khen, cong doan ciing khen, ma khen qua nhiéu lic noi dung khen ciing gan nhau,
na na nhau.

A —Vdy theo chj thi cé quy dinh 1a mét logi hinh khen cao nhdt hay khong?

B — Quy dinh by gid no ciing kho, tai vi 1d mdi mot nganh né déu mudn khang dinh minh, bay
gio nha nudce no ciing dau quy dinh cho doan thé, mdi doan thé déu ciing c6 cai khen cua no,
thanh ra bay gio minh gom hét may cai d6 lai 1am mot thi né ciing rat 1a kho.

A — Vdy em hdi ch;j ai ¢ tham quyén dé ky céi gidy khen dé. Thi gidy khen cia nganh nao thi
nganh dé ky. Viy ¢6 truong hop ciia Poan thé ma chinh quyén ky khen khong?

B — Poan thé sao chinh quyén ky duoc, chinh quyén 1am sao ky dugc ciia doan thé, ma thyc ra
bay gid né, trong cai co cau hé théng chinh tri d6 nha. UBND céc cip v6i mit tran, cac doan
thé 1a phdi hop vai khdng phai UBND céc cap la cap trén caa cac doan thé.

A — Nhung ma theo nhir em biét thi thdi té chire Pang 12 rd roi nhwng ma doi Véi cac doan thé,
chinh tri x& héi, gia si & cap phirong muon khen té dan pho, khu pha, mat trdn té quéc phirong
ddu cé ky dwoc gidy khen dau, ma phdi 1a théng qua Uy ban nhén ddn Phwong.

B — A, cai d6 1a lai khac, c6 nghia 1 vay, tic 1a theo cai quy dinh vé khen thuong caa mat tran
t6 qudc, cac doan thé thi hinh nhu cai cip phuong, xa khdng phai 1a cap duoc ky gidy khen, tir
cap quan — huyeén tro 18n méi ¢6 gidy khen nhung ma bay gid trong hoat dong mat tran té quéc,

cac doan thé & co so thi né ciing quy tu luc lwong nhiéu qua, né ciing mudn dong vién, khich 18
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d6i véi lai nong cdt 12 véi lai cac nguoi dan. Thyc té & dia ban dan cu ma bay gio ban than né
khong c6 gidy khen thi n6 phai nhd UBND khen gitp, cai d6 thi ciing duoc, chang qua la mot
cai su phdi hop vé6i nhau thdi. Hay ké ca quan ciing vay thoi, & quan hién nay thi 1a néu theo
quy dinh cua luat thi dua khen thudng d6 thi cip ndo khen, cap d6 thuéng, cho nén mat tran va
cac doan thé d6 ciing hay tranh thu gidy khen caa UBND Quan bai vi néu né ky gidy khen, n6
phai chiu trach nhiém tién khen thudng ma kinh phi hoat dong caa noé thi lai han ché, cho nén
né phai tranh thu gidy khen caa UBND Quéan. Bé lam chi, dé 1ay ngan sach, 1y kinh phi khen
thuong tir ngan sach, chiang qua cai d6 goi la tranh tha thdi. Cho nén nhiéu khi minh thay n6 Ia
chdng chéo, cai d6 ciing 1a cai can phai xem lai, diéu chinh d6. Béi vi thuc su ra cai anh UBND
khong phai 1a cap trén ciia anh mit tran doan thé, anh 1a co ché phdi hgp ma bay gio anh khen

la giéng nhu anh khen thay cho ngudi ta vay do.

A — Cdai khen thuwong hinh nhw minh chi dang néi toi khen thuwong chinh thizc thdi con cai khen
thwong Y em héi ¢ day la trong méi céi té chirc cia minh thi chi ddanh gid né nhw thé nao? Co
nghia la chi ndi la theo ludt, theo quy dinh, con bay gio cdi thuong trong ngi bg la vi du mgt céi
co quan ndo dé ma gio muén khen thuwéng dong vién nhan vién thi chi danh gid la cdi tinh hinh
thuec té cdi khen thuwdng dé ¢ trong méi co quan nhuw thé nao?

B—...... M&i mét don vi mdi khac, minh bay gio 13 minh quan ly chung ca quan roi.

B — .... Thu truéng don vi phai ¢6 quy ché va cai ngudi lanh dao don vi ciing phai nghi cai
chuyén 1am sao dé quy tu duogc luc lugng, 1am sao phai khich Ié dugc tinh than, 1am sao dé tao
duoc cai khong khi thi dua phan khoi trong co quan, don vi. VAy em c6 dit ra quy dinh vé khen
thudong khong ngoai cai quy dinh chung

A —Y chj néi la tiy thugc vao vai tro cia nguwoi diing dau.

B — Con do ngudi dung dau nira. Néu em 1am thi truong don vi ma em khong ban tam gi chuyén
khich 18 tinh than caa nhan vién, em cw théi theo cai chung vay, em Ia tha truong tdi. Em lam
thu trudng, em hoc quan tri rdi, em khong nghi ra céi chuyén 1a lam sao dé khoi goi dugc céi sy
nd lyc ciia ngudi ta, tao cai su phan khoi, khich 18 tinh than nguoi ta 1am viéc bang nhiing céi

co ché cua minh, ngoai nhitng quy dinh chung, ¢ chim chiam cai quy dinh chung, thdi nguoi
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ta khong quy dinh cai khoan nay, thdi minh khéng tinh t6i, thoi dé khoi méc cong suy nghi, khoi
méc cdng minh phai chi phi cho né nhiing cai khoan viy, thoi minh dung lam thu truong, em
lam vay em 1am tha truong toi. Con em lam sao dé em c6 nhirng khoan nay, khoan kia, em phai
nghi ra chuyén nay, chuyén khac, dé em khich Ié tinh than cia nguoi ta, tao duoc su phan khai
ctia ngudi ta bang tinh than, bang vat chat, vay méi 1am tha truong chu!.

A — Nghe Ch; néi nhuw vdy, em nghi chi 1a mét thi trieong rat 12 tot va ai dé rdt 1a may man lam
nhan vién cua ch;.

B-LOL!

A — Chj diwra ra mgt céi cau rat la hay, em nghi la lam thi truong ma khdng biét khich 1¢ tinh
than nhan vién, khéng quy tu duoc lwc lieong 14 thai trieong toi, em rat la tam déc y d6, cdu néi
do cua chj gd‘n nhu la mot thude do dé danh gid, theo em nghi vay.

B — Ty thdi, ¢ nhitng nguoi ta suy nghi theo kiéu khac, c4 nhan minh minh nghi vay. Va minh
lam dau ciing vay, 1am qua nhiéu cap, 1am tir mot cai tha treang cua mot phong thoi, truong cua
mot don vi, thoi bay gid minh 14 cai ngudi 14 1anh dao cia ca quan, minh nghi vay. Ma néu noi
mot cach nao do thi biét vé quan tri ¢ phai vay khéng?

A —Vdy em con mét cai thiac mdc niza vé cai ché dg bao céo o trong to chire co quan hanh chinh
cua minh c6 rd rang khéng ch;?

B — Co! Cai d6 quy dinh rd hét tron a! Trong co quan hanh chinh quy dinh ché d6 bao cao, dic
biét 1a d6i véi nha nudc, ddi véi chinh quyén, ma cac doan thé bay gio né ciing nang bao céo
Iim. Khdng chi chinh quyén, nha nuéc khong, gio minh ndi that, nhidu khi minh ciing cam thay
1a minh bi boi thuc bao co lim.

A —Y chj néi bao cao bang van bdan dé ha?

B — Béo cdo vin ban, b4o c4o qua nhiéu cai kénh, néi chung cai ché d6 bao cao n6 hét suc 1a
chat ch& va tham chi n6 con 1a qua nhiéu nita ca.

A —Vdy cdi vdn dé thong tin trong co quan.

B — B4o cdo nhiéu chua chéc cd thong tin. Day méi 1a van dé!

A — Theo ch; la tai sao?

B — Tai vi nhiéu khi nguoi ta ning cai bao cao thanh tich, t6i lam thuong truc, t6i xu ly mai

ngay biét bao nhiéu van ban cua hang trim cai don vi gui 1én, rat 1a nhiéu bao c4o ma t6i gio ra
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la ¢6 nhiing céi n6 gidng gidng, thi vin ban nhiéu, béo cdo nhiéu nhung chwa chic cd thdng tin
nhiéu, c6 khi tdi khdng can nhimg bao cao d6 nhung toi can thdng tin, tdi qua cac kénh tiép xdc,
qua nhirng cai...

A — Tiép xtc la sao ch;?

B — Qua cac mdi quan hé, hoic la cai cach cuia minh théi, dé 1am sao ma toi cin co thong tin do,
t6i cd thé chi dao cho cip dudi tdi béo cdo. Chi dao cho vin phong bao cdo, chi dao cho co s
bao cdo nhung mot mat khéc tdi co thé kiém chiing bang cach khéc, toi co thé tdi lay thong tin
tir cai khéc chir toi dau c6 ngdi do toi cho béo céo.

A — Chj kiém chitng bang cach nao ?

A — Ch;j minh hoa, vi du thi théi. L& cdp dirdi minh béo céo sai thi 1am sao ch; biét.

B — Bai chinh vi vay minh mai phai c6 cach caa minh dé minh kiém chiing chi. M&i mot nguoi
c6 mot ky niang, 1am quan tri 1a minh phai c6 k§ nang, lam quan tri ma ly thuyét khong thi khdng
¢6 duoc dau. Phai c6 kinh nghiém thuc tién, ma chua chac gi 1a nhitg ngudi day ngudi ta hoc
quan tri ma ra 1am quan tri giéi dau nha. Nguoi ta khdng phai hoc chuyén sau vé quan tri, ngudi
ta c6 kinh nghiém va trong qua trinh nguoi ta lam nguoi tich ity cho minh dugc céi ky nang ma
c6 thé 12 khdng cd sach vé nao ma noi duoc hét.

A — LUc ndy trong cdi tra loi cua chi, chi ciing ¢é néi la c¢é nghia la cdi ché dé chi kiém ching
thdng tin, chi c6 thé nho cac mai quan hé, thi méi quan hé & day cé nghia la, moi quan hé cia
ca nhan ch;i hay 1a méi quan hé mang tinh chinh thic vé mat té chic.

B — Ca hai. Con minh lam quan tri thi n6i mot cau thé nay neé, 1am cai ngudi lanh dao, quan tri
nhét 13 1anh dao & don vi I6n, ma khéng cé ai goi 1a ngudi tin can caa minh, rudt caa minh d6
thi nhu vy minh khong c6 thanh cong, chua thyc su 12 biét quan tri, minh 1am sao dé c6 thé la
trong moi tinh huéng minh ¢6 thé nim duoc thdng tin.

Vi du: T6i 1am thudng truc cua cap ty Quan, co nghia 13 t6i chi sau Bi thu thoi, toi co thé nhan
duoc tat ca cac béo cdo tir cac don vi khac, va toi chinh 13 ngudi xtr Iy nhitng cai d6, nhitng
nhiing cai bao cao chinh thdng cua cac don vi khac, n6 s& khdng cung cép duoc du bang mot

méi quan hé riéng cua t6i. Vi du nhu 13 t6i & cho tdi ¢ tiéu thuong thong bao cho t6i tinh hinh
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& chg, ngoai céi bdo cao ciia Ban Quan ly chg nhung tai sao nguoi ta bao cdo cho téi ma khdng
phai bao cao chinh thirc, thi d6 méi la cach cua minh cha.

A — Theo chi, ban than méi nguroi lanh dao c6 mét cai hé thong chan rét.

B — Cai d6 tuy, tiy cai cach ctia ngudi lanh dao, tily anh déi nhan xir thé nhu thé nao ma nguoi
ta chia s¢ thong tin vai anh. Thuyc ra 1a nguoi ta khdng phai 1a déc tinh , lam mat vu gi cho anh
nhung cai d6 vi rang nguoi ta chia sé thong tin v6i anh, ngudi ta tdm sy véi anh. Anh 1am sao
dé ngudi ta thm su dugc voi anh chir khdng phai 1am mat vu, 1am tinh bao riéng cho anh ciing
khong c6, nguoi ta nghi ra 1am chuyén d6 thi khong cé dau nghi ra téi chuyén do thi né phtrc
tap 1am tham chi n6 ciing khong dat duoc céi gi hét, chinh nhimg cai thong tin ngudi ta chia sé
véi anh mang tinh chat tam su d6 maéi 1a nhiing théng tin anh c6 thé st dung duoc. Ma cai d6 1a
con do cai cach d6i nhan xu thé ciia minh, céi nghé thuat 1anh dao ma sach vé c6 thé khong viét
ra dau. bung khong?

A - Rat cam on Chi da danh thoi gian cho em a. Nhaiing ¥ kién cia Chj giGp em sang té nhiéu
van dé trong thyc té va ca viéc nghién cizu niza. Mgt lan niza em rat cam on Chj nhé! Em sé gui
lgi bién ban d@é Chi xem ¢6 can yéu cau nao khac nira khong.

B — Cam on.

Ghi chi : Pa dua lai Bién ban cho ngudi dugc phong van xem lai vao 02 tuan sau va di thong
nhat y kién.

C — Results of deep interviews and focus group: Presented in Chapter Il page no.57-
58.
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APPENDIX 3 - LOCAL GOVERNMENT FUNCTIONS in VIETNAM

Matrix of major functions of People’s Councils at various levels as stipulated by

IaW 100

The Law on Organization of People’s Councils and
People’s Commitees (2003)

The Law Organizing Local
Government *°* (2015)

[%2]
IS Provincial
2 People’s District People’s Ward, Differences and new points at all
z Committee under Committee People’s levels of local government %
the central Committees g
government
o€ . Build annual
|
o § & +«| Build master plans Build annual development -
S 2% development plan Similar
o5 3 (Clause 82.1) plan (Clause
N oD (Clause 97.1)
83 111.1)
- o Build local budget As at the
é’u § balance and As at the provincial provincial Similar
3 allocation blueprint | level (Clause 97.2) | level (Clause
(Clause 82.3) 111.2)

10 Law means : The Law on Organization of People’s Councils and People’s Commitees (2003) and the Law

Organizing Local Government (2015, effective from 1%t January 2016)
101 The Law Organizing Local Government 2015: approval in 19 June 2015 at the 9th session of the National
Assembly XIII at the rate of 85.22 % votes. This law specifies the provisions of the 2013 Constitution ; includes 8

chapters and 143 articles , chapters and 3 rose 2 things compared to the Law on Organization of People's Councils

and People's Committees in 2003 .
102 The results which the writter based on the comparision between The Law on Organization of People’s Councils

and People’s Commitees (2003) and Law Organizing Local Government (2015, effective from 1% January 2016).
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The Law on Organization of People’s Councils and
People’s Commitees (2003)

The Law Organizing Local
Government *** (2015)

4).

wn
S Provincial
= ’
e Pe.°ple s District People’s Ward’ Differences and new points at all
b= Committee under . People’s 102
o Committee . levels of local government

the central Committees

government
_ Building Guide to - $t|pulate_d addl_thnal c!ause
5 . . administrative units: (Article 2, 3
= promotional realize and - - S
S . ): The city under the city directly
& programs for motivate
> q under the Central Government and
S evelopment, development dmini SR .
o L administrative divisions - special
S . policies of and .
= Direct and : . . economic .

. allocation, leasing | construction . ; .

= supervise the and revoking of of small (It is prescribed to concretize
g realization of land for indi 'gd | R Article 110 Constitution 2013).
= rovincial projects and for individuals irrigation
) P and households, projects, e
5 and plans (Clause - - Distinguish between local
= and adoption of management o .

- 83.1) - authorities in rural areas and in
o land projects by the of water - . .
5 , urban areas , in line with economic
= People’s resources -
= . characteristics, geography,

2 Committee at (Clause o
= population, infrastructure and
g’ commune level 112.1, 2, and : h
(Article 98) 3) management requirements at eac
' ' site : (Article 4, Chapter 1I1).
Work with the
_ Build projects and People’s Guide how to
2 plans of Committee at venture and
o development, and provincial level to develop
2 administer projects build projects, traditional —
3 and plans of plans of traditional- | trade village
2 development trade village (Clause
(Article 84) development 112.4)
(Article 99)
Build and
maitain Additional provisions on
conmmunal | . . .. ; .
jurisdiction naming or renaming of
. roads, L. . . ;
5 Direct and mobilize administrative units and resolving
S supervise the land disputes involving
& s Oversee use of peopla to IR :
- realization of transport proiects | contribute to administrative boundaries between
2 transport projects, POt Proj ; administrative units :
g - and infrastructure | construction . .
= public-work . - The National Assembly decided
o in the area (Clause of roads, . )
2 management, 100.2) bridaes to establish , dissolve, merge,
= vehicle safety ' ges, divide and adjust the boundaries of
= . culverts in o T g
= (Article 85) provincial administrative units;
communes . - L
(Clause Naming, renaming the_provmmal
113.1, 2 and level administrative units ; resolve

disputes concerning the boundaries
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The Law on Organization of People’s Councils and
People’s Commitees (2003)

The Law Organizing Local
Government *** (2015)

Information and

culture sector

restoration
historical vestiges
(Article 89)

vestiges and
landscape (Clause
102.3)

wn
S Provincial
= 9
§ Comlr;ei(;fel: jn der District People’s P\é\éai’g’s Differences and new points at all
o Committee P levels of local government 1%
the central Committees
government
_ Set up, submit for Set up, submit for Manag]?ment of admlnlstratlY:V:?lts at provincial
cU .
.2 £ approval-of approvgl of town construction - The National Assembly
£ g > construction and village in g . . .
S = %= . X I and building Standing Committee decided to
= € © | projectsin areas, districts, . . - -
Sgeg permits for establish, dissolve , merge, divide
2 § @ © management of management of : . ;
5 $E T : - private and adjust the boundaries of the
c 25 architectural construction and . - . ! D
3g2o construction and construction houses in administrative units of districts
e 9 - . - rural areas | and communes; name , rename the
o licensing (Clause | permits  (Clause R R i
© 86.1) 100.1, 3) (Clause district-level administrative units ,
' o 113.2) COMMUNE;
" Build up projects,
8 e plans for business Build up and
S 2 « | development: grant develop service
o S 8 . .
=R and revoke network, supervise Nil
% = business license, sanitation safety
= sanitation safety (Clause 101)
(Article 87)
_ Mobilize
£ children to
(b
o State management : attend class 1
= 4 Build up programs | at the right
= of schools in the
k= area, supervision of for development, age, adult
£ ’ develop and lietracy and
i teachers standards, . e
= ; supervise continuing
< regulations, Lo .
c PR realization in the education,
2 qualifications area (Article 102) nurser
3 (Article 88) y t
S managemen
it (Clause
114.1, 2)
State management Management of
of the sector, trade public works in
exhbitions; areas, maintenance
maintain and and promotion of Nil
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The Law on Organization of People’s Councils and
People’s Commitees (2003)

The Law Organizing Local
Government *** (2015)

wn
S Provincial
= 9
e Pe.°ple s District People’s Ward’ Differences and new points at all
b= Committee under . People’s 102
o Committee . levels of local government
the central Committees
government
Management of .
Y . Implementin
o provincial public Management of
e o g grassroots
S heakth facilities; healthcare centers,

S . .. . healthcare
£3 granting work clinics, disease [O0rams
s @ permit to private | prevention (Clause prog
T S (Clause

healthcare facilities 102.4) 114.3)
(Article 90) '
) Implement
< &— g| Directand inspect | measures to apply
2 2 € 9o adopted missions science and .
o @235 . Nil
'S = ® 2| andplans (Article technology to
N o c o .
a = 91) production (Clause
103.1)
Propagandize
, develop
national
defense
education;
Organize mass recruit troops
To ensure security, | movement, build up | pn military
> reinforce people’s | defensive zones in service
5 security forces, districts, manage duties,
§ direct to fight and forces of reserve manage
= prevent crimes, troops; organize reserve
© management of check-up troops,
2 household and registration for management
& residence military service of household
- administration candidates, finalize amd
(Article e 92) listing of recruited permanent
troops (Article 104) and
temporary
residence
administratio
n (Article
115)

Source: The result which the author compare between The Law on Organization of People’s Councils and People’s

Commitees (2003) and the Law Organizing Local Government (2015, effective from 1% January 2016 ) and Ch &

Ngo, (2016).
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APPENDIX 4 — QUESTIONAIRE IN VIETNAMESE

ban cau hoi). Ban cau hoi dugc thiét ké thé hién mae do dong y giam dan, theo do :

>
g - B Tl o
< A c
STT CAc phat biéu | 5| B = S| o g3
c| B E| & = 8| g4
s =X =
I
1 Lanh dao (*) LEADERSHIP - LE
LE1 gigum giam sat tryc tiép ho trg cho nhirng no lyc cua 1 9 3 4 5 6 7
LE? I\thun,g quy taq xlanh dao trong t6 chuc nay giup cho 1 2 3 4 5 6 7
to chtrc phat trién
LE3 Nl‘lufng no luc cua‘lanhq da? to ,chuc nay giup hoan 1 2 3 4 5 6 7
thanh nhitng muc tiéu cta t6 chuirc
LE4 TSI h1e~u o rang sép cua At01 lqczn c0 gang dé huong 1 9 3 4 5 6 7
dan nhiing no lyc trong cong viéc cua toi
LE5 T,Ol h1?u 0 _r}hu'ng, no luc cua sep‘tac dong dén to1 va 1 9 3 4 5 6 7
cac thanh vién khac trong cac phong ban
LE6 | Lanh dao cua to chirc nay c6 ning luc tot 1 2 3 4 5 6 7
LE7 | Lanh dao cua t6 chirc nay c6 tim huyét voicongviéc | 1 | 2 | 3 | 4 | 5 | 6 7
LES LaPhdgocuatochucnaylﬂnnchungdolxutotV01 1 9 3 4 5 6 7
nhan vién
LE9 Lflnh q%o cua t? chlj:c nay c6 moi quan hé tot trong 1 9 3 4 5 6 7
cong vigc voi cap trén
LE10 Lanh dao cua t6 chirc nay c6 tam nhin rd rang cho to 1 9 3 4 5 6 7

chuc
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>
g . B Gl
< C
B > »| & T| E| 8.
z y R on S o +—
STT Céc phat biéu % ] ] = % g, c P:
ol - E E 5| S| 24
£ -
= Y o
I
2 Mobi quan hé (*) RELATIONSHIP - RE
RE1 Mf)l qlign hé cuﬂa t91 VOl Angucn giam sat tryc tiép la 1 2 3 4 5 6 7
mdt moi quan hé hoa thuan
RE? Tf)l CE) th? lu(A)n.rAlm voi ai A’do tfong cong vice néu toi 1 2 3 4 5 6 7
c6 mdt van de lién quan dén cong viéc
RE3 1\1[01 quan .lze cua toi v6i cac Athanh vién trong nhém 1 2 3 4 5 6 7
rat than thién va chuyén nghi¢p
RE4 Tf)l da.tﬂhlet. Alap n}01 quan h¢ can thiét dé thuc hién 1 2 3 4 5 6 7
cong viéc hiéu qua
RE5 | Cac xung dot trong to chirc nay déu co thé giaiquyét | 1 | 2 | 3 | 4 | 5 | 6 7
3 Khen thuwdéng (*) REWARDS - RW
RW1 ang viéc cua to6i dem dén co hoi cho to1 trudng 1 2 3 4 5 6 7
thanh
RW2 V}FC tra luor?g va phtc g1 1a cong bang vo1 moi nhan 1 9 3 4 5 6 7
vién trong to chirc
RW3 | C6 nhiéu co hoi thing tién trong to chirc nay 1 (2 |3|4]|5]6 7
RW4 T}en h?:fyngﬂ "[01 nhari dugc tuong xtng vaéi két qua 1 9 3 4 5 6 7
cong viéc to1 thuc hién
RW5 Ta} cd nhiém vu can hoan thanh déu dugc khuyén 1 9 3 4 5 6 7
khich
RW6 Vi¢c thang tién ¢4 nhan trong t6 chirc dya trén nang 1 9 3 4 5 6 7

luc va pham chat




187

) N
S > S \:}n c :
S|zl 2| | 3| §| &4
. c p— 1 < S <
STT Cic phat bidu Sy & 9| ¥ £ 5| =1
c| @ =] E| 5| §| 84
G =| =| 8| 2| T3
o =X o
I
RW7 ]jo cliuc nay c6 che’ do dai ngd nhan vién c6 thanh 1 9 3 4 5 6 7
tich tot trong cong tac
RWS "110 Ch,IIC nay ap dung chinh sach khen thudng tot hon 1 9 3 4 5 5 7
to chirc khac
RWY SuAdongAg gop va no h,rAc cua nhan vién déu dugc ghi 1 9 3 4 5 5 7
nhén, cong nhan cua to chuc
RW10 T.hAu nl?ap cua nhan vién tuong xtng voi két qua cong 1 9 3 4 5 6 7
viéc cua ho
4 Thai d véi sw thay ddi ATTITUDE towards CHANGE - CA
CALl | Tb chiic nay san sang dé thay d6i dé t6t hon 1 (2 |3|4]|5]6 7
T6 chirc nay c6 cach thirc tién hanh cong viée linh
CA2 hoat theo quy trinh thu tuc méi 1 2 3 4 S 6 !
CA3 To chgc nay Ehuyen khich nhitng c¢6 gang tao ra sy 1 2 3 4 5 6 7
thay doi, cai tién
CA4 Thllnh th?ang 'rAlhan, vién ¢6 co h()} du’a} ra cac cai tién 1 2 3 4 5 6 7
nham hoan thién c4c hoat dong cua cong ty
CAS5 | T chirc nay c6 kha niang dé thay doi t6t hon 1 (2 |3|4]|5]|6 7
5 Quién tri thong tin INFORMATION MANAGEMENT &
S COMMUNICATION - IM
IM1 Thgng th tror}g to chirc dugc thong sudt tir cap trén 1 9 3 4 5 5 7
xuong cap dudi
IM2 | Khong cé hién tugng nhidu thong tin trong to chirc 1 2 3 4 5 6 7
IM3 Th?ng tin bi sai }ech theo ca hai chi€u tir cap trén 1 9 3 4 5 5 7
xuong cap dudi va nguoc lai
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) N
S > S| Tl o
S| = ¥ = 3| £ §8
. c p— 1 < S <
STT Céc phat biéu S\ 8| S| ¥ E| 5| =%
c| & 8| E| 2 §| €4
T = =| 8| 2| T3
o =X o
I
IM4 | Thong tin trong t6 chirc duoc cap nhat kip thoi 1 2 3 4 5) 6 7
IM5 | Théng tin trong t6 chire duoc xir Iy nhanh chong 1 2 3 4 5 6 7
IM6 thor,lg tin chlnl} thirc cua to churc dugc chuyén tai va 1 9 3 4 5 5 7
xtr Iy nhanh chong
Nguoi lanh dao ndm dugc ca nhitng thong tin chinh
IM7 thirc va khong chinh thire lién quan dén t6 chic 1 2 3 4 > 6 !
6 Kidm tra va gidm sit (*) INSPECTION ANI[S) SUPERVISION -
IS1 | T6 chirc nay c6 hé théng kiém tra, giam sat rd rang 1 2 3 4 5 6 7
1S2 Cap tr§£1 coAthe d.eA dar}g klAem tra} cong vige va tién do 1 9 3 4 5 6 7
thuc hién cong viéc cua cap dudi

1S3 To c}}uc nay Ehuc hle{l nghiém cac quy trinh nghiép 1 9 3 4 5 6 7
vy, va quy ché hoat dong

1S4 Lanh daQA to cl»nrcA nay“fhu’ogng xuyén kiém tra chat 1 9 3 4 5 6 7
lugng, hiéu qué cong viéc cap dudi

IS5 | Céc sai 1éch trong cong viéc dugce xtur 1y kip thoi 1 2 3 4 5 6 7

1S6 T.OA Chl%’C nay c6 su dung blen pl}ilp nghi¢p vu dé phat 1 9 3 4 5 6 7
hién cac sai pham trong cong vi¢c

1S7 \{1¢c l’<1err1 tra ‘troxng t€) chirc nay da nang cao hié¢u qua 1 9 3 4 5 6 7
cua ca nhan va to chuc

7 Dong long CONSENSUS - AC

AC1 | Cac thanh vién trong t6 chirc ludn tin tuong 1an nhau | 1 2 3 4 5 6 7
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>
g . B Gl
< = = =
, S 3 £ T 5| €| S8
STT Cic phit bidu s & = & 2 o g d
c| 8| B| E| 5| 5| B
= T Y ~
I
AC? Céc thanh vién trong t6 chuc ludn ho trg va giup do 1 9 3 4 5 6 7
nhau
AC3 N’h‘1n~chung kh‘onxg cd hién tugng nhan vién bat man 1 2 3 4 5 6 7
vo1 lanh dao va to chirc
AC4 | Nhan vién trong t6 chtrc khéng néi xau 1dn nhau 1 2 3 4 5 6 7
AC5 | Khong c¢6 xung dot loi ich trong t6 chirc nay 1 2 3 4 5 6 7
ACS Ch{ .dao cua cap trén luén nhat quan tir trén xudng 1 9 3 4 5 6 7
dudi
8 Két qua hoat dong PERFORMANC
PE1 T‘heo ’dar}h gia clia c0 quan quan ly cap trén to chuc 1 2 3 4 5 6 7
nay co két qua hoat dong tot
PE? ;f;loeo danh gia ctia cum thi dua t6 chirc nay c6 két qua 1 2 3 4 5 6 7
PE3 C?p txren quan ly truf: tiép danh gia két qua hoat dong 1 2 3 4 5 6 7
cta to chirc nay la tot
PE4 Lfmh d?lO cua t,o chtrc nay hai long vé két qua hoat 1 9 3 4 5 6 7
dong cua to chirc
PES Nh’m c%mng nhan vién hai long khi lam viéc trong to 1 9 3 4 5 6 7
chtrc nay
PEG Keét qua khaQ ,sa} ¥ kién khéach hang cho rang t6 chirc 1 9 3 4 5 6 7
dugc danh gia tot
PE7 Kxhon,g c6 khiéu nai to céo lién quan hoat dong cua 1 9 3 4 5 6 7
to chure
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Vui 10ng danh dau vao 6 thich hop :

10

11

12

12.1

Giéi tinh :

Pon vi cong tac : Cip Thanh phd/Quan
huyén/Phuong xa

Chirc vu : theo chirc danh cao nhit dang dam nhiém
- Cép Thanh phd :

Gidm déc/Phé Giam doc so nganh

Truong pho cdc phong ban truc thugc So

- Cap Quan huyén :

Phong ban chinh quyén

Ban Dang

Thuong truc Qudn/Huyén uy

Thuong truc Uy ban nhan dan Quan/Huyén

- Cap phuong x4 :

Bi thu hogac Pho Bi thu Thuong truc DPang uy

Chu tich hodac Pho Chu tich Uy ban nhdn dan
Phuong

Chii tich hodc Phé Chi tich Héi dong nhan dan
Phuong

Tran trong cam on!

Nam Nir
Q- P-
TP H X
Trudng Pho
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APPENDIX 5 - MEASUREMENT SCALES IN ENGLISH, VIETNAMESE

(BEFORE AND AFTER TEST RESULTS) AND CODING DATA

3.1 Measurement scales in English and Vietnamese

STT Statements Cac phat bieu Test Result
LE Leadership Lanh dao (*)
LE1 My immediate supervisor is Nguoi giam sat truc tiép hd tro cho Remained
supportive of my efforts nhirng nd lyc cia toi
Lgp  The leadership norms of this Nhiig quy tic lanh dao trong to Remained
organization help its progress chire nay gitip cho t6 chirc phat trién
This organization's leadership efforts  Nhing nd lyc cta lanh dao t6 chiic Remained
LE3  resultin the organization's nay gilp hoan thanh nhirng muc tiéu
fulfillment of its purposes ctia to chirc
. . Toi hiéu rd rang sép cua toi ludn cb Remained
It is clear to me whenever my boss is ., ., x . N
LE4 . . gang dé hudng dan nhiing no luc
attempting to guide my work efforts . A
trong cong vigc cua to1
| understand my boss's efforts to T6i hiéu 16 nhitng nd Iyc cua sép tac Remained
LE5 influence me and the other members ~ dong dén t6i va cac thanh vién khac
of the work unit trong cac phong ban
Lgg Leaders of this organization have Lanh dao ciia to chitc ndy c6 ning Remained
good capacity luc t6t
LE7 Leaders of this organization have Lanh dao cua t6 chirc nay c6 tdm Removed
devoted to work huyét voi cong viée
LES Leaders of this organizations treat Lanh dao cta to chirc nay nhin chung Removed
well to employees in general dbi xir tot voi nhan vién
Leaders of this organization have a  Léanh dao cua to chtic nay c6 mdi Removed
LE9 good working relationship with high  quan hé tét trong cong viéc véi cap
level superiors trén
LE1g Leadersof this organization havea  Lanh dao cta t6 chirc ndy ¢ tim Removed

clear vision

nhin rd rang cho t6 chirc
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STT Statements Cac phat biéu Test Result
- - 14 T R I
RE Relationship Moi quan hé (¥) est Result
o . Moi hé ciia toi voi nguoi gia Remained
My relationship with my supervisor ,Ol quar.l; ¢ ‘CuaAOI Vf’.l neuot Agla,m
RE1 . sat truc tiép 1a mot moi quan hé hoa
was a harmonious one .
thuan
I can always talk with someone at T6i ¢6 thé ludn noi véi ai do trong Remained
RE2  work if | have a work-related cong viéc néu t6i c6 mot van dé lién
problem quan dén cong viéc
My relationship with members of my M&bi quan hé cua t6i v6i cac thanh Remained
RE3  work group are friendly as well as vién trong nhom rat than thién va
professional chuyén nghiép
req ! have established the relationships ~ Tbi da thiét 1ap mdi quan hé can thiét Removed
that | need to do my job properly dé thyc hién cong viéc hiéu qua
RES There is no evidence of unresolved ~ Céc xung dot trong t6 chirc nay déu Remained
conflict in this organization c6 thé giai quyét
RW Rewards Khen thwéng (*)
RWL My job offers the opportunity to Cong viéc cua toi dem dén co hoi Removed
develop my career and grow me up cho t6i truong thanh
The salary and benefits of this A T Remained
o . Viéc tra lvong va phuc 191 1a cong
RW2 organization treat fair to each 5 Xt oA A 2 1
bang v41 mo1 nhan vién trong t6 chue
employee
A3 There are many opportunitie for C6 nhiéu co hoi thang tién trong to Remained
promotion in this organization chuc nay
o Tién 1 t61 nhan duoc t Remained
The salary that | receive is {en u?’_ng; ol n7 ar} HQ.CA m?,qg
RwW4 . xung voi két qua cong vige toi thuc
commensurate with my performance .
hién
All tasks to be accomplished are Tét ca nhiém vu can hoan thanh déu Remained
RW5 . o : I
associated with incentives dugc khuyén khich
Personal promotion within the Vide thine tién ¢4 nhan trong t chite Remained
RW6 organization is based on their j £ £

employees' capacity and personality

dua trén nang luc va pham chat
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STT Statements Cic phat biéu Test Result
This organization has remuneration . . ) Removed
o9  FEMURSTALON 18 chire nay c6 ché db dai ngd nhan
RW?7  for high performance's staff in their N Lz " ,
vién co thanh tich tot trong cong tac
work
RWS This organization applies reward T6 chtic nay ap dung chinh sach Removed
policy better than the others. khen thudng tot hon t6 chire khac
o x ) Removed
The contributions and efforts of the ~ Su dong gdép va no luc cta nhan vién
RW9 employees are recognized and déu duogc ghi nhan, cong nhan cua to
recorded officially churc
The employees' incomes are . Removed
. : Thu nhép ctia nhan vién t )
RW10 commensurate with their work un P ?uaAn an. V len» Uong xung
voi két qua cong viée cua ho
results
CA Attitude towards Change Thai 9 véi su thay doi
CAL This organization is not resistant to T4 chirc ndy sin sang dé thay doi dé Remained
change t6t hon
. L T6 chic nay c6 cach thirc tién hanh Removed
This organization introduces enough . A1l .
CA2 .. cong vi¢c linh hoat theo quy trinh
new policies and procedures , ..
thu tuc moi
cag  Thisorganization favors change T6 chirc nay khuyén khich nhiing ¢ Remained
ging tao ra sy thay doi, cai tién
. i . Thinh thoa han vién c6 co hoi Remained
Occasionally 1 like to change things n ,Oanig, n, A,an Vlfn c0 ?0 01
CA4 . dua ra cac cai tién nham hoan thién
about my job . A A
cac hoat dong cua cong ty
: : . T4 chire ndy c6 kha ning dé thay doi Remained
This organizaton has the ability to ;0 chue dy co kha fiang ¢e thay ol
CA5 tot hon
change
IM Information Management Quan tri théng tin
The information in this organization ) . . Remained
. g Thong tin trong t6 chire dugce théng
is transferred cleary among Loon A £ z -
o suodt tr cap trén xuong cap duoi
IM1  organization
Remained

IM2

There is no information interference
in this organization

Khong c6 hién twong nhidu thong tin
trong to chtrc
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STT Statements Cic phat biéu Test Result
The information is false in both Thong tin bi sai 1éch theo ca hai Removed
directions from superiors to lower chiéu tir cp trén xudng cap dudi va

IM3  levels and vice versa nguoc lai
Information in organization is Thong tin trong t6 chirc dwoc cap Remained

IM4  updated promptly nhat kip thoi
Information in organization is Thong tin trong t6 chirc duge xtr 1y Remained

IM5  Processed quickly nhanh chéng

L . Thong tin chinh thirc cia t ch Removed
Official information is transferred ong tin C mq ) ‘uc qcu? © ete
and processed quickl duoc chuyén tai va xtr Iy nhanh

IM6 P q y chong
The leaders can get official and Ngudi lanh dao nim duoc ca nhimng Removed
unofficial information concerned thong tin chinh thirc va khong chinh

IM7  with the organization thire lién quan dén t6 chire

IS Inspection and Supervision Kiém tra va giam sat (*)
L . . o Remained

IS1 The organization has a clear To chure nay c6 hé thong kiém tra,

supervision and inspection system giam sat rd rang

The supervisors can easily check the  Cép trén c6 thé dé dang kiém tra Remained
IS2  lists and progress of the work of their cong viéc va tién do thuc hién cong

subordinates viéc cua cip dudi

The business processes and T6 chirc nay thyc hién nghiém cac Remained
IS3  operational regulations are done quy trinh nghiép vu, va quy ché hoat

strictly in this organization. dong

The leaders of this organization often  Lanh dao t6 chirc nay thudng xuyén Remained
IS4 check the work quality of their kiém tra chit lugng, hiéu quéa cong

subordinates viéc cap dudi
ig5  The workerror is solved Céc sai léch trong cong viée dugc xir Removed

immediately 1y kip thoi

The organization has used T6 chic nay c6 st dung bién phap Removed
IS6  professional methods to detect errors  nghiép vu dé phat hién cac sai pham

in the work

trong cong vi¢c
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STT Statements Cic phat biéu Test Result
The supervision and inspection in S : Removed
. P . . P Viéc ki€m tra trong to chirc nay da
this organization has improved the . n . A LR
IS7 . e nang cao hi¢u qua cua ca nhan va to
effectiveness of individual and chite
organizational performances
AC Consensus (*) Pong long
ACI The members of this organization Céc thanh vién trong to chirc ludn tin Remained
always trust each other tudng 1an nhau
AC2 The members of this organization Céc thanh vién trong t6 chirc luén hd Remained
always support and help each other tro va gitip 4o nhau
There is no disgruntled phenomenon  Nhin chung khong c6 hién tuong Remained
AC3  of employees with their leaders and ~ nhan vién bat méan véi lanh dao va to
the organization in general chirc
ACA Employees in this organization do Nhan vién trong t6 chtrc khong noi Remained
not speak ill each other x4u 13n nhau
ACE There is no conflict of interest and Khéng c6 xung dot loi ich trong to Remained
benefits in this organization chtrc nay
Acg  The commands of each level Chi dao ctia cip trén luén nhét quén Removed
management are consistent tir trén xubng dudi
PE Performances Két qua hoat dong
According to the agency's upper . Removed
g . gency . p P . Theo danh gia ctia co quan quan ly
management  this  organization's . .o, . .
1 i ) . cap trén to chirc nay c6 két qua hoat
evaluation this organization =
. dong tot
performance is good
) According to the competition group, Theo danh gia ctia cum thi dua t6 Remained
this organization has high results chure nay c6 két qua cao
Remained
The leaders of direct management Cép trén quén 1y tryc tiép danh gia
g level of the organization evaluate the két qua hoat dong cia t6 chirc nay la

performance of this organization as
well

tdt
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STT Statements Cac phat bieu Test Result
The leaders of this organization . ) 5 Removed
e . . g o Lanh dao cua t6 chure nay hai long vé
4 satisfied with this organization's .. R R
két qua hoat dong cua to chuc
performances
5 Overall employee satisfied when Nhin chung nhan vién hai long khi Remained
working for this organization 1am viéc trong td chuc nay
The result of customer surveys . i Remained
. y Két qua khao sat y kién khach hang
6 showed that this Yz ., , oA
e cho rang t6 chtrc dugc danh gia tot
organization's performances are good
There is no complaints and Khéng ¢ khiéu nai t cdo lién quan Removed
7 denunciations that are related to this  hoat dong cta

organization's activities

to chuc
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3.2 Coding data for indentification variables

1

Giéi tinh :

Pon vi cong tac : Cip Thanh phd/Quan
huyén/Phuong xa

Chire vu : theo chirc danh cao nhét dang dam nhiém
- Cap Thanh phd :

Thuong truc Thanh uy - HDND - UBND

Gidm déc/Phé Giam doc So ban nganh

Truong/Pho cac phong ban truc thuéc So, ban nganh
- Cap Quan huyén :

Thuong truc Quan/Huyén uy

Thuong truc HPND - Uy ban nhdn dan Quan/Huyén
Truong/Pho cdac phong chuyén mon

- Cép phuong xa :

Bi thu hodc Pho Bi thu Thuong truc Pang uy

Chu tich hoac Pho Chu tich Uy ban nhdn dan Phuong

Chu tich hodac Pho Chu tich Hoi déng nhan dan
Phuwong

Nam | 1 N | 2
Q- P-

TP 1 H 2 X

Truong Pho

1 2

3 4

5 6

7 8
9 10

11 12
13 14

15 16

17 18




1 — Describe survey sample
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APPENDIX 6

PRELIMINARY RESEARCH RESULTS

1.1 - Gender
Gender
Frequency | Percent | Valid Percent Cumulative
Percent
1 58 50,0 50,0 50,0
Valid 2 58 50,0 50,0 100,0
Total 116 100,0 100,0
1.2 Level of government organization
Organization
Frequency | Percent | Valid Percent Cumulative
Percent
1 6 5.2 5,2 3,2
2 65 56,0 56,0 61,2
Valid ’ ’ ’
e 3 45 38,8 38,8 100,0
Total 116 100,0 100,0




1.3 Position
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Position
Positions Frequency Percent Valid Percent Cumulative
Percent
2 1 9 9 9
3 1 9 9 1,7
4 1 9 9 2,6
5 1 9 9 34
6 3 2,6 2,6 6,0
7 2 1,7 1,7 7,8
8 2 1,7 1,7 9,5
9 1 9 9 10,3
10 3 2,6 2,6 12,9
Valid

11 19 16,4 16,4 29,3
12 37 31,9 31,9 61,2
13 12 10,3 10,3 71,6
14 9 7,8 7,8 79,3
15 7 6,0 6,0 85,3
16 10 8,6 8,6 94,0
17 1 9 9 94,8
18 6 5,2 5,2 100,0
Total 116 100,0 100,0




2 — Cronbach Alpha of each factor: is presented in Chapter IlI.

200

3 — Exploratory Factoring Analysis — EFA

Principal components and Rotation :

3.1 — Leadership
KMO and Bartlett's Test

Bartlett's Test of Sphericity

Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
Approx. Chi-Square

df
Sig.

,913
904,375

,000

45

Total Variance Explained

Initial Eigenvalues

Extraction Sums of Squared

Component Loadings
Total %of Cumulative Total %of Cumulative
Variance % Variance %
1 6,404 64,039 64,039 6,404 64,039 64,039
2 ,952 9,519 73,558
3 ,662 6,624 80,182
4 521 5,212 85,394
5 429 4,292 89,686
6 276 2,760 92,445
7 234 2,344 94,789
8 ,203 2,030 96,820
9 ,193 1,934 98,754
10 ,125 1,246 100,000
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Extraction Method: Principal Component Analysis.

Component Matrix?

Component
1
LE7 879
LEG 878
LE10 ,838
LE4 ,834
LE2 ,808
LE3 ,802
LES8 , 789
LE9 7153
LES ,703
LE1 ,696

Extraction Method: Principal Component Analysis.

a. 1 components extracted.

3.2 — Relationship :

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. ,822
Approx. Chi-Square 341,594
Bartlett's Test of Sphericity df 10

Sig. 000




Total Variance Explained
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Initial Eigenvalues

Extraction Sums of Squared

Loadings
Component
Total % of Cumulative Total % of Cumulative
Variance % Variance %

1 3,512 70,230 70,230 3,512 70,230 70,230
2 573 11,461 81,692
3 443 8,870 90,562
4 279 5,587 96,149
5 ,193 3,851 100,000

Extraction Method: Principal Component Analysis.

Component Matrix?

Component
1
RE3 ,881
RE5 ,862
RE1 ,841
RE4 ,836
RE2 , 765

Extraction Method: Principal Component Analysis.

a. 1 components extracted.
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3.3 — Rewards

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy.

Approx. Chi-Square
Bartlett's Test of Sphericity df

Sig.

,896
766,660
45

,000

Total Variance Explained

P Extraction Sums of Squared
Initial Eigenvalues .
Loadings
Component
Total % of Cumulative Total % of | Cumulative
Variance % Variance %

1 6,048 60,476 60,476 6,048 60,476 60,476
2 914 9,141 69,617
3 713 7,127 76,744
4 534 5,337 82,081
5 451 4,507 86,588
6 ,405 4,046 90,634
7 331 3,313 93,947
8 250 2,495 96,442
9 ,198 1,978 98,420
10 ,158 1,580 100,000

Extraction Method: Principal Component Analysis.
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Component Matrix?

Component
1
RW9 ,853
RW6 847
RW5 ,843
RW7 827
RW2 ,7193
RW1 184
RW3 (41
RW10 711
RW4 ,687
RW8 ,662

Extraction Method: Principal Component Analysis.
a. 1 components extracted.

3.4 — Attitude towards Change

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy.

Approx. Chi-Square
Bartlett's Test of Sphericity df

Sig.

,808
425,421
10

,000




Total Variance Explained
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Initial Eigenvalues

Extraction Sums of Squared

Loadings
Component - -
Total % of Cumulative Total % of Cumulative
Variance % Variance %

1 3,623 72,461 72,461 3,623 72,461 72,461
2 ,598 11,957 84,417
3 ,386 7,716 92,133
4 ,303 6,070 98,203
5 ,090 1,797 100,000

Extraction Method: Principal Component Analysis.

Component Matrix?

Component
1
CA2 915
CA3 914
CAl ,854
CA5 ,847
CA4 ,710

Extraction Method: Principal Component Analysis.

a. 1 components extracted.
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3.5 — Information Management and Communication

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
Approx. Chi-Square
Bartlett's Test of Sphericity df

Sig.

,907
694,104
21

,000

Total Variance Explained

T Extraction Sums of Squared
Initial Eigenvalues .
Loadings
Component
Total % of Cumulative Total % of | Cumulative
Variance % Variance %

1 5,055 72,212 72,212 5,055 72,212 72,212
2 575 8,220 80,431
3 523 1,477 87,908
4 ,385 5,494 93,402
5 ,193 2,762 96,164
6 ,149 2,127 98,290
7 ,120 1,710 100,000

Extraction Method: Principal Component Analysis.
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Component Matrix?

Component
1
IM4 926
IM1 919
IM6 915
IM5 ,883
IM7 ,790
IM2 770
IM3 721

Extraction Method: Principal Component Analysis.
a. 1 components extracted.

3.6 — Inspection and Supervision

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy.

Approx. Chi-Square
Bartlett's Test of Sphericity df

Sig.

914
676,495
21

,000




Total Variance Explained
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Initial Eigenvalues

Extraction Sums of Squared

Loadings
Component - -
Total % of Cumulative Total % of Cumulative
Variance % Variance %

1 5,209 74,416 74,416 5,209 74,416 74,416
2 502 1,177 81,594
3 387 5,534 87,128
4 ,290 4,146 91,274
5 ,254 3,627 94,901
6 ,195 2,781 97,682
7 162 2,318 100,000

Extraction Method: Principal Component Analysis.

Component Matrix?

Component
1
1S4 ,897
1S3 ,882
IS7 877
IS5 877
1S1 857
1S2 ,836
1S6 ,809

Extraction Method: Principal Component Analysis.

a. 1 components extracted.

3.7 — Accord and Consensus
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KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. ,841
Approx. Chi-Square 551,216
Bartlett's Test of Sphericity df 15
Sig. ,000
Total Variance Explained
T Extraction Sums of Squared
Initial Eigenvalues .
Loadings
Component
Total % of Cumulative Total % of | Cumulative
Variance % Variance %
1 4,356 72,594 72,594 4,356 72,594 72,594
2 ,641 10,682 83,276
3 443 7,381 90,657
4 234 3,896 94,552
5 ,200 3,326 97,878
6 127 2,122 100,000

Extraction Method: Principal Component Analysis.
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Component Matrix?

Component
1
AC6 ,857
AC5 ,857
AC3 ,856
AC4 ,850
AC1 847
AC2 ,845

Extraction Method: Principal Component Analysis.
a. 1 components extracted.

3.8 — Performance

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. ,852
Approx. Chi-Square 657,190
Bartlett's Test of Sphericity df 21

Sig. 000




Total Variance Explained
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Initial Eigenvalues

Extraction Sums of Squared

Loadings
Component - -
Total % of Cumulative Total % of Cumulative
Variance % Variance %

1 4,844 69,199 69,199 4,844 69,199 69,199
2 ,697 9,964 79,162
3 567 8,102 87,265
4 408 5,828 93,093
5 228 3,264 96,357
6 ,151 2,159 98,516
7 ,104 1,484 100,000

Extraction Method: Principal Component Analysis.

Component Matrix?

Component
1
PE1 ,889
PE3 ,889
PE2 873
PE6 ,869
PES ,829
PE4 , 7189
PE7 ,659

Extraction Method: Principal Component Analysis.

a. 1 components extracted.
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APPENDIX 7

RESULTS OF MAIN RESEARCH

1 — Cronbach Alpha : are presented in Table 4.3 — 4.10 in Chapter IV.

1.1 — Leadership

Reliability Statistics

Cronbach's Alpha

N of Items

,939

10

Item-Total Statistics

Scale Mean if | Scale Variance if |Corrected Item-Total| Cronbach's Alpha if

Item Deleted Item Deleted Correlation Item Deleted
LE1 50.59 70.231 .619 940
LE2 50.36 69.428 761 932
LE3 50.24 70.926 783 931
LE4 50.47 68.623 740 933
LES 50.26 71.076 719 934
LE6 50.33 69.526 .837 929
LE7 50.23 69.940 .823 929
LES8 50.29 70.568 776 931
LE9 50.32 70.689 731 933
LE10 50.40 69.518 783 931
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1.2 — Relationship

Reliability Statistics

Cronbach's Alpha N of Items

911 5

Item-Total Statistics

Scale Mean if | Scale Variance if |Corrected Item-Total| Cronbach's Alpha if
Item Deleted Item Deleted Correlation Item Deleted

RE1 22,71 12,806 ,750 ,896

RE2 22,79 12,178 ,676 917

RE3 22,53 12,167 ,836 ,878

RE4 22,66 12,790 ,809 ,885

RE5 22,67 12,495 ,833 ,880

1.3 — Rewards

Reliability Statistics

Cronbach's Alpha N of Items

,697 10
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Item-Total Statistics

Scale Mean if |Scale Variance if| Corrected Item- | Cronbach's Alpha if

Item Deleted Item Deleted | Total Correlation Item Deleted
RW1 37,80 22,279 ,647 ,621
RW?2 37,67 22,851 677 ,623
RW3 37,58 22,296 ,691 ,616
Rw4 37,66 23,353 ,605 634
RWS5 37,56 22,565 ,656 622
RW6 37,48 23,099 ,698 623
RW7 40,40 26,825 ,105 (24
RW8 40,73 29,494 -,105 ,763
RW9 39,89 27,162 ,086 726
RW10 39,60 28,139 ,026 731

= Omited variables: RW 7, 8, 9 va RW10 because of Corrected Item — Total Correlation <0.3
The component RW consists of observed variables: RW1, RW2, RW3, RW3, RW4, RW5 va
RW 6.

Cronbach Alpha (after adjusted) is counted :

Reliability Statistics

Cronbach's Alpha N of Items

,916 6
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Scale Mean if |Scale Variance if| Corrected Item- | Cronbach's Alpha if
Item Deleted Item Deleted | Total Correlation Item Deleted

RW1 26,70 15,960 JA17 ;909
RW2 26,57 16,301 ,780 ,899
RW3 26,48 15,763 ,799 ,896
Rw4 26,56 16,660 ,715 ,908
RW5 26,46 15,781 194 ,897
RW6 26,38 16,636 ,788 ,899

1.4 — Attitude towards Change

Reliability Statistics

Cronbach's Alpha N of Items
,894

Item-Total Statistics

Scale Mean if

Scale Variance if

Corrected Item-

Cronbach's Alpha if

Item Deleted Item Deleted | Total Correlation Item Deleted
CAl 19,88 9,827 ,755 ,868
CA2 19,96 10,160 ,693 ,882
CA3 19,78 9,942 ,699 ,880
CA4 19,79 9,677 (78 ,863
CA5 19,78 9,374 79 ,863
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1.5 — Information Management and Communication

Reliability Statistics

Cronbach's Alpha

N of ltems

,498

7

Item-Total Statistics

Scale Mean if |Scale Variance if| Corrected Item- | Cronbach’s Alpha if
Item Deleted Item Deleted | Total Correlation Item Deleted

IM1 24,67 13,737 ,586 ,342

IM2 24,75 13,609 543 347

IM3 27,24 15,968 -,028 ,628

IM4 24,81 13,663 ,562 344

IM5 24,94 13,272 ,570 ;331

IM6 27,82 16,811 ,029 547

IM7 27,63 16,885 -,033 594

= Omited variables : IM3, IM6 va IM7 because of Corrected Item — Total Correlation <0.3

Reliability Test : Cronbach Alpha after adjusted:

Reliability Statistics

Cronbach's Alpha

N of Items

,906

4
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Scale Mean if |Scale Variance if| Corrected Item- | Cronbach's Alpha if
Item Deleted Item Deleted | Total Correlation Item Deleted
IM1 16,43 7,314 7192 ,878
IM2 16,51 7,099 NEYS ,890
IM4 16,57 7,000 ,821 ,867
IM5 16,70 6,835 787 ,880
1.6 — Inspection and Supervision
Reliability Statistics
Cronbach's Alpha N of Items
,694 7

Item-Total Statistics

Scale Mean if |Scale Variance if| Corrected Item- | Cronbach's Alpha if
Item Deleted Item Deleted | Total Correlation Item Deleted

IS1 28,30 21,374 ;561 ,619

1S2 28,16 20,777 ,665 ,594

IS3 28,24 20,776 ,624 ,602

1S4 28,19 20,621 ,666 ,593

IS5 28,27 21,156 ,627 ,605

1S6 31,20 26,396 ,040 , 7165

IS7 31,20 27,413 -,024 ,7180
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-> IM6 and IM7 are omited because of Corrected Item — Total Correlation < 0.3. IS component
consists of IS1, 1S2, 1S3, 1S4 va IS5.

Cronbach Alpha after adjusted :

Reliability Statistics

Cronbach's Alpha N of Items

,884 5

Item-Total Statistics

Scale Mean if |Scale Variance if| Corrected Item- | Cronbach's Alpha if
Item Deleted Item Deleted | Total Correlation Item Deleted

IS1 22,85 16,840 ,641 ,878

1S2 22,70 16,052 , 7186 ,845

1S3 22,79 16,487 ,685 ,868

1S4 22,74 16,152 154 ,852

IS5 22,82 16,382 , 146 ,854

1.7 —Concensus

Reliability Statistics

Cronbach's Alpha N of Items

,781 6
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Scale Mean if |Scale Variance if| Corrected Item- | Cronbach's Alpha if
Item Deleted Item Deleted | Total Correlation Item Deleted
AC1 24,78 14,885 ,687 ,713
AC2 24,74 14,110 ,750 ,694
AC3 24,67 14,323 731 ,700
AC4 25,05 14,665 ,670 ,715
AC5 24,82 14,582 ,685 711
AC6 27,73 19,302 -,017 ,905
- AC6 is omited because of Corrected Item — Total Correlation < 0.3.
AC component consists of AC1, AC2, AC3, AC4, AC5;
Cronbach alpha after adjusted :
Reliability Statistics
Cronbach's Alpha N of Items
,905

Item-Total Statistics

Scale Mean if |Scale Variance if| Corrected Item- | Cronbach's Alpha if
Item Deleted Item Deleted | Total Correlation Item Deleted
AC1 22,15 12,951 152 ,885
AC2 22,11 12,188 ,821 ,870
AC3 22,04 12,478 187 ,878
AC4 22,42 12,972 ,696 ,897
AC5 22,19 12,651 , 751 ,886
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Cronbach's Alpha

N of ltems

,619

7

Item-Total Statistics

Scale Mean if |Scale Variance if| Corrected Item- | Cronbach's Alpha if
Item Deleted Item Deleted | Total Correlation Item Deleted

PE1 28,63 23,449 ,042 ,685

PE2 25,96 20,140 ,628 516

PE3 25,92 20,164 ,582 522

PE4 28,56 21,681 ,149 ,654

PE5 25,85 19,749 ,632 ,509

PEG 25,84 19,816 ,644 ,508

PE7 27,55 19,356 ,199 ,660

- PE1, PE4, PE7 are omited because of Corrected Item — Total Correlation < 0.3.

PE component consists of PE2, PE3, PE5, va PES;

Hé sé tin cay Cronbach alpha after adjusted:

Reliability Statistics

Cronbach's Alpha

N of Items

,940

4
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Scale Mean if | Scale Variance if |Corrected Item-Total| Cronbach's Alpha if
Item Deleted Item Deleted Correlation Item Deleted
PE2 16,54 7,809 ,830 ,930
PE3 16,50 7,590 821 ,933
PE5 16,43 7,311 ,884 ,913
PE6 16,43 7,389 ,895 ,910
2-EFA
2.1 — Rotation : Varimax and Principal axis factoring
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .949
Approx. Chi-Square 18695.756
Bartlett's Test of Sphericity df 946
Sig. .000

Total Variance Explained

I Extraction Sums of Squared | Rotation Sums of Squared
Initial Eigenvalues . .
Loadings Loadings
Factor 0 0 0
/O.Of Cumulati /O.Of Cumula /O.Of Cumula
Total | Varianc Total | Varianc | . Total | Varianc | .
ve % tive % tive %
e e e

1 17.137 | 38.947 | 38.947 | 16.829 | 38.247 | 38.247 | 7.126 | 16.196 | 16.196
2 3.853 8.756 47.703 3.515 7.989 | 46.236 | 4.245 | 9.647 | 25.843
3 2.961 6.729 54.432 2.620 5955 | 52.192 | 3.668 | 8.336 | 34.179
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Initial Eigenvalues

Extraction Sums of Squared

Rotation Sums of Squared

Loadings Loadings
. Total V(ﬁizl:lc Cumulati Total V(:;i?;c C_u mula Total V(:;i:l:]c C_u mula
o ve % o tive % o tive %
4 2.347 5.335 59.767 2.021 4594 | 56.786 | 3.558 | 8.085 | 42.264
5 1.766 4.014 63.780 1.440 3.273 | 60.059 | 3.429 | 7.794 | 50.059
6 1.671 3.798 67.579 1.353 3.075 | 63.134 | 3.420 | 7.773 | 57.832
7 1431 3.252 70.831 1.143 2597 | 65.731 | 2915 | 6.626 | 64.457
8 1.015 2.307 73.138 751 1.708 | 67.439 | 1.312 | 2.981 | 67.439
9 155 1.715 74.853
10 .656 1.491 76.344
11 588 1.336 | 77.680
12 .555 1.262 78.942
13 524 1.191 80.133
14 499 1.135 81.268
15 475 1.080 82.348
16 454 1.033 | 83.381
17 448 1.018 84.399
18 436 991 85.390
19 418 .950 86.340
20 407 924 87.264
21 .380 .863 88.127
22 .360 .819 88.946
23 .356 .808 89.754
24 329 749 90.503
25 319 125 91.227
26 301 .685 91.912
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Initial Eigenvalues

Extraction Sums of Squared

Rotation Sums of Squared

Loadings Loadings
. Total V(ﬁizl:lc Cumulati Total V(:;i?;c C_u mula Total V(:;i:l:]c C_u mula
o ve % o tive % o tive %
27 293 .665 92.577
28 277 .630 93.207
29 274 .623 93.829
30 253 575 94.405
31 251 571 94.976
32 247 561 95.536
33 231 525 96.061
34 216 491 96.552
35 211 480 97.032
36 199 453 97.485
37 194 441 97.926
38 174 .396 98.322
39 163 370 98.692
40 154 350 99.042
41 141 321 99.363
42 129 293 99.655
43 124 282 99.938
44 027 .062 100.000

Extraction Method: Principal Axis Factoring.
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Factor
1 2 3 4

LE6 827

LE7 194
LE10 754

LES .753

LE3 .739

LE2 729

LE4 717

LE9 713

LES .662

LE1 .584

RW5 797

RW6 .796

RW3 .790

RW?2 .785

RW4 135

RW1 .709

RE3 71

RES5 7135

RE4 711

RE2 644

RE1 318 617

AC2 .765
AC3 719
AC5 .688
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Factor

AC1
AC4
CA5
CA4
CAl
CA3
CA2
1S2
1S4
IS5
1S3
IS1
IM5
IM4
IM1
IM2
PEG6
PE5
PE2
PE3

379
391
405
390

376
.368

.662
622

305
343

.786
184
763
.690
.688

179
57
54
.632
537

758
142
.686
.644

.303

.563
547
431
421

Extraction Method: Principal Axis Factoring.

Rotation Method: Promax with Kaiser Normalization.
a. Rotation converged in 7 iterations.
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Factor Transformation Matrix

Factor 1 2 3 4 5 6 7 8
1 .559 305 374 364 281 .336 313 181
2 -.356 .758 -.113 -.166 488 -.093 -111 -.003
3 -.126 -.213 202 333 107 419 .290 .067
4 -.042 483 -.358 191 -.705 222 229 -.044
5 145 -.108 -.359 -.229 .180 75 -.346 -.180
6 .085 -.172 -.684 558 .346 -.222 121 -.016
7 .054 -.106 -.222 -.561 142 .019 75 .000
8 .029 041 180 A17 .051 -.059 131 -.963

Extraction Method: Principal Axis Factoring

Rotation Method: VVarimax with Kaiser Normalization.

2.2 — Rotation : Promax and Principal axis factoring

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 949
Approx. Chi-Square 18695.756

Bartlett's Test of Sphericity df 946
Sig. ,000

Communalities

Initial Extraction
LE1 478 436
LE2 .687 628
LE3 .697 .658
LE4 .586 587
LES 576 550
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Initial Extraction

LEG6 789 77
LE7 781 .756
LES8 719 .692
LE9 636 596
LE10 .692 675
RE1 .655 .640
RE2 .528 526
RE3 748 .798
RE4 753 741
RES 176 793
RwW1 590 .603
RW2 .652 677
RW3 .681 712
RwW4 577 592
RW5 .674 711
RW6 .651 .693
AC1 .654 .640
AC2 132 AT7
AC3 713 134
AC4 .586 561
AC5 643 638
IM1 715 .706
IM2 .675 .645
IM4 .768 778
IM5 137 751

IS1 524 493
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Initial Extraction
1S2 .669 740
1S4 .629 674
IS5 674 .686
CAl .621 .662
CA2 582 .600
CA3 547 589
CA4 .673 .703
CA5 .692 .718
1S3 544 543
PE2 .780 733
PE3 73 721
PES 947 .866
PE6 948 875

Extraction Method: Principal Axis Factoring

Total Variance Explained

Rotation
T Extraction Sums of Squared Sums of
Initial Eigenvalues .
Loadings Squared
Factor Loadings®
% of Cumulative % of Cumulative
Total Variance % Total Variance % Total
1 17.137 | 38.947 38.947 16.829 | 38.247 38.247 12.277
2 3.853 8.756 47.703 3.515 7.989 46.236 7.449
3 2.961 6.729 54.432 2.620 5.955 52.192 10.831
4 2.347 5.335 59.767 2.021 4.594 56.786 10.803
5 1.766 4.014 63.780 1.440 3.273 60.059 7.324




229

Rotation
Initial Eigenvalues Extraction Sums of Squared Sums of
Loadings Squared
Factor Loadings?
Total y :f: :rl:ce Cumcl;cl)ative Total y ;f, :rl:ce Cum(l;(l)ative Total
6 1.671 3.798 67.579 1.353 3.075 63.134 8.956
7 1.431 3.252 70.831 1.143 2.597 65.731 10.040
8 1.015 2.307 73.138 751 1.708 67.439 12.212
9 155 1.715 74.853
10 .656 1.491 76.344
11 588 1.336 77.680
12 .555 1.262 78.942
13 524 1.191 80.133
14 499 1.135 81.268
15 475 1.080 82.348
16 454 1.033 83.381
17 448 1.018 84.399
18 436 991 85.390
19 418 .950 86.340
20 407 924 87.264
21 .380 .863 88.127
22 .360 .819 88.946
23 .356 .808 89.754
24 329 749 90.503
25 319 125 91.227
26 301 .685 91.912
27 293 .665 92.577
28 277 .630 93.207
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Rotation
Initial Eigenvalues Extraction Sums of Squared Sums of
Loadings Squared
Factor Loadings?
Total y :f: :rl:ce Cumcl;cl)ative Total y ;f, :rl:ce Cum(l;(l)ative Total
29 274 .623 93.829
30 253 575 94.405
31 251 571 94.976
32 247 561 95.536
33 231 525 96.061
34 216 491 96.552
35 211 .480 97.032
36 199 453 97.485
37 194 441 97.926
38 174 .396 98.322
39 163 370 98.692
40 154 .350 99.042
41 141 321 99.363
42 129 293 99.655
43 124 282 99.938
44 .027 .062 100.000

Extraction Method: Principal Axis Factoring.

a. When factors are correlated, sums of squared loadings cannot be added to obtain a total

variance.
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Factor
1 2 3 4

LE6 919

LE7 .865

LES8 832
LE10 810

LE9 182

LE4 769

LE3 761

LE2 759

LES 671

LE1 578

RW6 844

RW5 .838

RW2 821

RW3 815

Rw4 799

RW1 716

RE3 .883

RE5 .800

RE4 176

RE2 165

RE1 .646

AC2 .900
AC3 832
AC5 793
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Factor

AC1
AC4
CA4
CAS
CAl
CA3
CA2
1S2
1S4
IS5
1S3
IS1
IM5
IM4
IM1
IM2
PEG
PES5
PE2
PE3

733
694

.848
.834
.824
738
718

.862
841
831
.663
521

.900
851
.768
713

822
797
599
.582

Extraction Method: Principal Axis Factoring.
Rotation Method: Promax with Kaiser Normalization.

a. Rotation converged in 7 iterations
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Factor 1 2 3 4 5 6 7 8
1 1.000 353 563 541 .336 449 511 611
2 353 1.000 .300 315 451 .308 .338 439
3 .563 .300 1.000 552 428 507 .540 .627
4 541 315 552 1.000 347 .546 597 .642
5 .336 451 428 347 1.000 .328 .320 477
6 449 .308 507 546 328 1.000 525 520
7 511 338 540 597 .320 525 1.000 .615
8 611 439 627 .642 A4r7 .520 .615 1.000

Extraction Method: Principal Axis Factoring

Rotation Method: Promax with Kaiser Normalization.

3 — Confirmatory Factoring Analysis - CFA

3.1 — Measurement scale of each construct

+ Leadership

Chi-square= 23.539 ; df= 12 ; P= 023
Chi-square/df=1.962

{GFI= 987 ; TLI= 991 ; CFI= 995
‘RMSEA= 043
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+ Relationship

Chi-square= 2.275 ; df= 2 ; P= .321
:Chi-square/df=1.137

;GFI=.998 ; TLI= .999 ; CFI= 1.000
:RMSEA= .016

Chi-square= 9.725 ; df= 5 ; P= .083
;Chi-square/df=1.945

:GFl=.992 ; TLI= .994 ; CFl= .997
:RMSEA= .043

Chi-square= .897 ; df=1; P=.344
;Chi-square/df=.897

:GFI=.999 ; TLI= 1.001 ; CFI= 1.000
‘RMSEA=.000

gp Chi-square=2.582 ; df= 4 ; P= 630
" @ ;Chi-square/df=.645

:GFI=.998 ; TLI=1.002 ; CFl=1.000
:RMSEA=.000
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+ Information and Communication

Chi-square= 402 ; df=1; P= .526
;Chi-square/df=.402

;GFI=1.000 ; TLI= 1.002 ; CFI=1.000
;RMSEA=.000

Chi-square= .824 ; df= 2 ; P= .662
;Chi-square/df=.412

:GFI1=.999 ; TLI=1.004 ; CFI= 1.000
:RMSEA= .000

Chi-square= .973 ; df= 1 ; P= .324
:Chi-square/df=.973

;GFI=.999 ; TLI= 1.000 ; CFI= 1.000
;RMSEA= .000

3.2 — Model Fit and Composite Reliability and VVariance extracted :

After CFA test for each construct, we carried out the CFA for the model and the result as
following:



236

Model Fit Summary

Measure Estimate Threshold Interpretation
CMIN 1041.524 -- --
DF 596 -- --
CMIN/DF 1.748 Between 1 and 3 Excellent
CFlI 0.97 >0.95 Excellent
RMSEA 0.038 <0.06 Excellent
PClose 1 >0.05 Excellent

Cutoff Criteria*

Measure Terrible Acceptable Excellent
CMIN/DF >5 >3 >1
CFl <0.90 <0.95 >0.95
RMSEA >0.08 >0.06 <0.06
PClose <0.01 <0.05 >0.05

*Note: Hu and Bentler (1999, "Cutoff Criteria for Fit Indexes in Covariance Structure Analysis:
Conventional Criteria Versus New Alternatives”) recommend combinations of measures.
Personally, I prefer a combination of CFI>0.95 and SRMR<0.08. To further solidify evidence,
add the RMSEA<O0.06.

CMIN
Model NPAR CMIN DF P CMIN/DF
Default model 107 1041.524 596 .000 1.748
Saturated model 703 .000 0
Independence model 37  15308.830 666 .000 22.986
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NFI RFI IFI TLI
Model Deltal rhol Delta2 rho2 CFl
Default model .932 .924 .970 .966 .970
Saturated model 1.000 1.000 1.000
Independence model .000 .000 .000 .000 .000
RMSEA
Model RMSEA LO 90 HI 90 PCLOSE
Default model .038 .034 .042 1.000
Independence model .208 .205 211 .000
RMR, GFI
Model RMR GFI AGFI PGFI
Default model .052 .904 .887 .766
Saturated model .000 1.000
Independence model 421 152 105 144
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Chi-square= 1041.524 ; di= 598 ; P= 000
(Chi-squarae/di=1_748

JGFI= 904 ; TLI= 966 ; CFl= 970
RMSEA= 038
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3.2 - Convergent validity and Discriminant validity

MaxR(
CR | AVE | MSV H) IM LE RW | RE | AC | CA IS | PE
Information -
0.897 | 0.687 |0.377 | 0.924 | 0.829
IM
Leadership -
0.912 | 0.597]0.432 | 0.958 | 0.491 |0.773
LE
Rewards -
0.909 | 0.668|0.192 | 0.971 | 0.315 |0.343|0.817
RW
Relationship -
RE 0.891 | 0.673]0.529 | 0.977 | 0.565 |0.608|0.333| 0.821
Accord —
0.901 | 0.648 |0.401 | 0.982 | 0.602 |0.551|0.314| 0.586 |0.805
AC
Change —
0.883 | 0.655[0.225| 0.984 | 0.299 |0.333|0.438| 0.474 [0.328|0.809
CA
Supervision -
IS 0.856 | 0.598 |0.366 | 0.986 | 0.544 |0.475|0.314| 0.561 |0.605|0.348|0.773
Performance
0.931 |0.7740.529 | 0.993 | 0.614 |0.657|0.406 | 0.727 |0.633|0.446|0.598 |0.880

- PE
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3.3 — Hypotheses :
SEM

Regression Weights: (Group number 1 - Default model) : p value < 0.05

Estimate S.E. C.R. P Label

Performance <--- Leadership 246 045 5472  ***
Performance <--- Rewards 100 .045  2.230 .026
Performance <--- Relationship 342 050 6.837 ***
Performance <--- Accord 126 .045 2.784 .005
Performance <--- Change .080 .043 1.833 .067
Performance <--- Supervision 113 .042  2.688 .007
Performance <--- Information 155 043 3.634 ***
LE6 <--- Leadership 1.000

LE10 <--- Leadership 1.009 .043 23.529 ***
LE4 <--- Leadership 1.138 .059 19.239 ***
LE3 <--- Leadership 974 .049 20.060 ***
LE2 <--- Leadership 1.079 .055 19.523 ***
LES <--- Leadership 985 .052 18.904 ***
LE1 <--- Leadership 1.029 .064 15.998 ***
RW6 <--- Rewards 1.000

RW5 <--- Rewards 1.169 .050 23.335 ***
RW?2 <--- Rewards 1.010 .049 20.728 ***
RW3 <--- Rewards 1.153 .050 22.948 ***
RwW4 <--- Rewards 968 .050 19.262 ***
RE3 <--- Relationship 1.000

RES <--- Relationship 935 .035 26.567 ***
RE2 <--- Relationship 924 049 18.766  ***
AC2 <--- Accord 1.000
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Estimate S.E. CR. P Label

AC3 <--- Accord 955 .036 26.504  ***
AC5 <--- Accord 826 .041 20.359  ***
AC1 <--- Accord 873 .036 24354 ***
AC4 <--- Accord /65 .043 17976 ***
CA4 <--- Change 1.000

CA5 <--- Change 1.056 .044 24.013 ***
CAl <--- Change 861 .044 19.779  ***
CA3 <--- Change 868 .045 19.153 ***
1S2 <--- Supervision 1.000

1S4 <--- Supervision 956 .051 18.687 ***
IS3 <--- Supervision 947 053 17.885 ***
IS1 <--- Supervision 939 .053 17.652 ***
IM5 <--- Information 1.000

IM4 <--- Information 991 035 28425  ***
IM1 <--- Information 782 037 21.122  ***
IM2 <--- Information 808 .041 19.636 ***
PE6 <--- Performance 1.000

PE5 <--- Performance 1.021 .013 78.363 ***
PE2 <--- Performance 752 029 25943  ***
PE3 <--- Performance 784 031 25.367 ***
RE1 <--- Relationship 886 .038 23.079 ***




Estimates: Test hypotheses.
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Standardized Regression Weights: (Group number 1 - Default model)

Estimate
Performance <--- Leadership ,169
Performance <--- Rewards ,082
Performance <--- Relationship ,345
Performance <--- Accord ,133
Performance <--- Change ,085
Performance <--- Supervision ,105
Performance <--- Information ,145
LE6 <--- Leadership ,892
LE7 <--- Leadership ,884
LES <--- Leadership ,838
LE10 <--- Leadership ,820
LE9S <--- Leadership ,765
LE4 <--- Leadership , 743
LE3 <--- Leadership , 764
LE2 <--- Leadership ,738
LES <--- Leadership , 731
LE1 <--- Leadership ,609
RW6 <--- Rewards ,832
RWS5 <--- Rewards ,845
RW2 <--- Rewards ,808
RW3 <--- Rewards ,848
RW4 <--- Rewards , 748
RW1 <--- Rewards ,755
RE3 <--- Relationship ,875
RES <--- Relationship ,898
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Estimate
RE4 <--- Relationship ,879
RE2 <--- Relationship ,691
RE1 <--- Relationship ,789
AC2 <--- Accord ,892
AC3 <--- Accord ,864
AC5 <--- Accord , 741
AC1 <--- Accord ,823
AC4 <--- Accord ,684
CA4 <--- Change ,848
CA5 <--- Change ,852
CAl <--- Change ,788
CA3 <--- Change , 746
CA2 <--- Change 729
IS2 <--- Supervision ,845
1S4 <--- Supervision ,810
IS5 <--- Supervision ,824
IS3 <---  Supervision 731
IS1 <--- Supervision ,694
IM5 <--- Information ,880
IM4 <--- Information ,926
IM1 <--- Information , 766
IM2 <--- Information , 731
PEG6 <--- Performance ,986
PES <--- Performance ,983
PE2 <--- Performance ,765
PE3 <--- Performance , 157
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