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INTRODUCTION

[bookmark: _Toc421025005][bookmark: _Toc422659754][bookmark: _Toc422661431][bookmark: _Toc425246067][bookmark: _Toc425246341][bookmark: _Toc425251770][bookmark: _Toc427852717][bookmark: _Toc436403067][bookmark: _Toc436403238][bookmark: _Toc436405167][bookmark: _Toc461296363][bookmark: _Toc461296540][bookmark: _Toc461296713][bookmark: _Toc461298592][bookmark: _Toc536006017][bookmark: _Toc536006440][bookmark: _Toc536006627][bookmark: _Toc536006957][bookmark: _Toc536007110][bookmark: _Toc3154197]1. Reason for choosing the topic
[bookmark: _Toc421025006][bookmark: _Toc422659755][bookmark: _Toc422661432][bookmark: _Toc425246068][bookmark: _Toc425246342][bookmark: _Toc425251771][bookmark: _Toc427852718][bookmark: _Toc436403068][bookmark: _Toc436403239][bookmark: _Toc436405168][bookmark: _Toc461296364][bookmark: _Toc461296541][bookmark: _Toc461296714][bookmark: _Toc461298593][bookmark: OLE_LINK73][bookmark: OLE_LINK74][bookmark: OLE_LINK75][bookmark: OLE_LINK76]Human resource plays increasingly important role in development process, which is the factor creating transition of comparative advantage among countries especially developing countries to transform from low-efficiency to high-efficiency development model.
[bookmark: OLE_LINK78][bookmark: OLE_LINK79][bookmark: OLE_LINK77]As fully aware of that, Vietnam socio-economic development strategies in all periods have considered human resource development as one of Vietnam top priorities to achieve socio-economic objectives, in which, to emphasize the role of cadres, civil servants and officials, especially leading and managing cadres and civil servants.
After more than 30 years of renovation, together with the progress achieved in the socio-economic development, the leading and state management cadres, civil servants and officials have made positive evolution. However, shortage of highly qualified managers and leaders with good management and organization competence in ministries, branches and localities is actually recognized. Therefore, it is essential to assess the actual situation of leadership competence of management level in general to have the base for proposing solutions to improve the competence of leading officials.
[bookmark: OLE_LINK80][bookmark: OLE_LINK84][bookmark: OLE_LINK85]The Northern key economic region (NKER) in recent years has made strong development steps, contributing positively to national socio-economic development process. In such context, the leading and managing team at all levels and branches play important position and role, especially the leading and managing staff at the department level. Although many progresses have been achieved, the management team at division level in the departments has not really met the increasing requirements of the actual socio-economic practices.
[bookmark: OLE_LINK81][bookmark: OLE_LINK82][bookmark: OLE_LINK83]Proper assessment and effective solutions to improve the competence of local management team shall be implemented to address the current shortcomings. However, research on this issue is rather limited, there are many shortages in the research from a scientific perspective to practical application, from assessment method to specific solutions to contribute in enhancing leadership competence of management team, especially managers in localities. Therefore, the topic " Improve the leadership competences of divisional managers under Departments in the Northern key economic region" is chosen as the dissertation topic to contribute more solutions in this sector.
[bookmark: _Toc536006018][bookmark: _Toc536006441][bookmark: _Toc536006628][bookmark: _Toc536006958][bookmark: _Toc536007111][bookmark: _Toc3154198]2. Research objectives
Overall objective: The dissertation develops a theoretical framework on leadership competences of divisional managers of the Department, applying actual situation assessment in Departments of Planning and Investment (DPI) in the localities of NKER to figure out the positive aspects and limitations, causes of the limitations, thereby, proposing orientations and solutions to improve the leadership competences of department managers of the Department in the coming time.
For the abovementioned overall objectives, specific research objectives are as below:
[bookmark: OLE_LINK90][bookmark: OLE_LINK91][bookmark: OLE_LINK92][bookmark: OLE_LINK93][bookmark: OLE_LINK94]1. To systematize the theoretical basis on the competence and leadership competence of the divisional manager of the departments.
2. To develop a competence framework and leadership competence requirements of divisional manager under DPIs in NKER by 2030.
3. To analyze the situation, thereby, pointing out the achieved aspects and limitations in leadership competence of divisional managers under DPIs in NKER in recent years.
4. To point out the causes leading to limitations in leadership competence of divisional managers under DPIs in the NKER.
5. To propose orientation and solutions to improve leadership competence at divisional managers in general and division leaders of DPIs in particular in NKER.
[bookmark: _Toc421025009][bookmark: _Toc422659758][bookmark: _Toc422661435][bookmark: _Toc425246071][bookmark: _Toc425246345][bookmark: _Toc425251774][bookmark: _Toc427852721][bookmark: _Toc436403071][bookmark: _Toc436403242][bookmark: _Toc436405171][bookmark: _Toc461296367][bookmark: _Toc461296544][bookmark: _Toc461296717][bookmark: _Toc461298596][bookmark: _Toc536006020][bookmark: _Toc536006442][bookmark: _Toc536006629][bookmark: _Toc536006959][bookmark: _Toc536007112][bookmark: _Toc3154199]3. Research target and scope
[bookmark: _Toc421017693][bookmark: _Toc421018129][bookmark: _Toc421025010][bookmark: _Toc422659759][bookmark: _Toc422661279][bookmark: _Toc422661436][bookmark: _Toc425245644][bookmark: _Toc425246072][bookmark: _Toc425246346][bookmark: _Toc425251775][bookmark: _Toc427876851][bookmark: _Toc427852722][bookmark: _Toc436402798][bookmark: _Toc436403072][bookmark: _Toc436403243][bookmark: _Toc436405172][bookmark: _Toc461296368][bookmark: _Toc461296545][bookmark: _Toc461296718][bookmark: _Toc461298597][bookmark: _Toc536006021][bookmark: _Toc536006443][bookmark: _Toc536006630][bookmark: _Toc536006960][bookmark: _Toc536007113][bookmark: _Toc3154200][bookmark: _Toc421017694][bookmark: _Toc421018130][bookmark: _Toc421025011][bookmark: _Toc422659760][bookmark: _Toc422661280][bookmark: _Toc422661437][bookmark: _Toc425245645][bookmark: _Toc425246073][bookmark: _Toc425246347][bookmark: _Toc425251776][bookmark: _Toc427876852][bookmark: _Toc427852723][bookmark: _Toc436402799][bookmark: _Toc436403073][bookmark: _Toc436403244][bookmark: _Toc436405173][bookmark: _Toc461296369][bookmark: _Toc461296546][bookmark: _Toc461296719][bookmark: _Toc461298598][bookmark: _Toc536006022][bookmark: _Toc536006444][bookmark: _Toc536006631][bookmark: _Toc536006961][bookmark: _Toc536007114][bookmark: _Toc3154201]3.1. Study targets: 
[bookmark: OLE_LINK5][bookmark: OLE_LINK6]The target of the dissertation research is the leadership competence at divisional managers of DPIs in the localities of NKER, particularly assessing the leadership competence from the perspective of knowledge, skills and quality of divisional managers (Heads and Deputy Heads).
3.2. Research scope
[bookmark: OLE_LINK7][bookmark: OLE_LINK8][bookmark: OLE_LINK9][bookmark: OLE_LINK10]+ In terms of time: the dissertation assesses actual status of leadership competence at divisional managers in DPIs in NKER until 2018 and proposes recommendations in the following years with vision toward 2030.
[bookmark: OLE_LINK16][bookmark: OLE_LINK17][bookmark: OLE_LINK11][bookmark: OLE_LINK12]+ In terms of space: The dissertation studies the leadership competence at divisional managers in DPIs in NKER.
+ In terms of content: The dissertation focuses on researching leadership competence in terms of knowledge, skills and leadership ability. 
[bookmark: _Toc421025012][bookmark: _Toc422659761][bookmark: _Toc422661438][bookmark: _Toc425246074][bookmark: _Toc425246348][bookmark: _Toc425251777][bookmark: _Toc427852724][bookmark: _Toc436403074][bookmark: _Toc436403245][bookmark: _Toc436405174][bookmark: _Toc461296370][bookmark: _Toc461296547][bookmark: _Toc461296721][bookmark: _Toc461298600][bookmark: _Toc536006023][bookmark: _Toc536006445][bookmark: _Toc536006632][bookmark: _Toc536006962][bookmark: _Toc536007115][bookmark: _Toc3154202]4. Research method
4.1. Approach method	
The dissertation approaches to study the leadership competence at divisional managers by qualitative methods, based on the competence framework.
4.2 Research process
[bookmark: OLE_LINK13][bookmark: OLE_LINK14][bookmark: OLE_LINK15][bookmark: OLE_LINK23][bookmark: OLE_LINK24][bookmark: OLE_LINK21][bookmark: OLE_LINK22][bookmark: OLE_LINK197][bookmark: OLE_LINK198]The research process of the dissertation is as follows: Developing leadership competence framework of the divisional manager in the Departments; Identifying requirements of leadership competence at divisional  manager of DPIs in NKER; Collecting primary information from related parties in combination with relevant secondary information to analyze actual status of leadership competence at divisional  managers in DPIs in NKER; Assessing actual status of leadership competence at divisional  managers in DPIs in NKER, summarizing advantages, shortcomings and causes of pending issues; Proposing orientation and solution to improve leadership competence at divisional  managers in DPIs of NKER; Assessing actual status of leadership competence at divisional  managers in DPIs in NKER.
4.3. Data collection method
[bookmark: _Toc421025013]In order to achieve the set goal, the dissertation uses both secondary data and primary data. In which: Primary data is collected by investigating, collecting information through sociological methods.
The questionnaire is designed including 2 types: (i) questionnaire to determine the requirements of leadership competence of divisional managers and (ii) questionnaire to determine the status of leadership competence of divisional managers.
The questionnaire on the level of competence requirements was investigated with target groups including: Leaders of Departments (Directors or Deputy Directors), experts of departments under DPI and stakeholders (including staff from MPI, Development Strategy Institute - MPI; officials from the Ministry of Home Affairs and experienced lecturers relating to dissertation topic).
The questionnaire on actual situation of competence is delivered to investigate groups including managers of the divisions under provincial DPIs, experts of divisions and the managers themselves of the DPIs.
Secondary data is collected by desk research method, including: Research of organizations and individuals related to the dissertation, documents on regulation, decisions of the State, Statistical yearbook. 
4.4. Data processing method
- Methods on analysis - summary; Comparative method; System analysis method; Statistical methods; Forecast method.
[bookmark: _Toc422659762][bookmark: _Toc422661439][bookmark: _Toc425246075][bookmark: _Toc425246349][bookmark: _Toc425251778][bookmark: _Toc427852725][bookmark: _Toc436403075][bookmark: _Toc436403246][bookmark: _Toc436405175][bookmark: _Toc461296371][bookmark: _Toc461296548][bookmark: _Toc461296722][bookmark: _Toc461298601][bookmark: _Toc536006024][bookmark: _Toc536006446][bookmark: _Toc536006633][bookmark: _Toc536006963][bookmark: _Toc536007116][bookmark: _Toc3154203][bookmark: _Toc421018133][bookmark: _Toc421025014]5. New contributions of the dissertation
[bookmark: _Toc421025019][bookmark: _Toc422659764][bookmark: _Toc422661440][bookmark: _Toc425246077][bookmark: _Toc425246351][bookmark: _Toc425251780][bookmark: _Toc427852727][bookmark: _Toc436403077][bookmark: _Toc436403248][bookmark: _Toc436405177][bookmark: _Toc461296372][bookmark: _Toc461296549][bookmark: _Toc461296723][bookmark: _Toc461298602][bookmark: OLE_LINK56][bookmark: OLE_LINK57][bookmark: OLE_LINK199][bookmark: OLE_LINK200]In term of theory: The dissertation develops leadership competence analysis framework of divisional managers under the Department, in which, to clarify the contents including competence and leadership competence levels of divisional managers under the Department; Evaluation method of leadership competence of divisional managers under the Department; Factors affecting the leadership competence of divisional managers under the Department.
[bookmark: OLE_LINK58][bookmark: OLE_LINK59]In term of practice: Firstly, the dissertation has identified shortcomings and inadequacies in leadership competence of divisional managers under the Department, including shortage of knowledge, skills and quality. Secondly, the dissertation points out the reasons for the inadequacies in the leadership competence of divisional managers under the Department, including causes from divisional managers themselves, from the organization and from the macro environment. Thirdly, the dissertation proposes a number of solutions to improve the leadership competence of divisional managers under the Department in NKER including improving and strengthening personnel organization and management; Renovation of competence assessment methods; Strengthening training and fostering of officials; Improving the salary, bonus and remuneration policies, Motivating managers at department level.
[bookmark: _Toc536006025][bookmark: _Toc536006447][bookmark: _Toc536006634][bookmark: _Toc536006964][bookmark: _Toc536007117][bookmark: _Toc3154204]6.  Dissertation structure
[bookmark: OLE_LINK2][bookmark: OLE_LINK3]In addition to the introduction, list on references and Appendix, the dissertation is organized with 5 chapters: Chapter 1: Overview of studies related to the dissertation topic; Chapter 2: Theoretical foundations about leadership competence of divisional  managers under the Department; Chapter 3: Framework for assessing leadership competence of Divisional  managers under DPI in NKER; Chapter 4: Actual situation of leadership competence of Divisional  managers under the DPIs in the NKER; Chapter 5: Orientation and solutions to improve leadership competence of divisional  managers under the Department in NKER.


[bookmark: _Toc536006026][bookmark: _Toc536006448][bookmark: _Toc536006635][bookmark: _Toc536006965][bookmark: _Toc536007118][bookmark: _Toc3154205][bookmark: _Toc3475122][bookmark: _Toc536006027][bookmark: _Toc536006449][bookmark: _Toc536006636][bookmark: _Toc536006966][bookmark: _Toc536007119][bookmark: _Toc3154206][bookmark: OLE_LINK4][bookmark: OLE_LINK25][bookmark: _Toc3475123][bookmark: _Toc536006028][bookmark: _Toc536006450][bookmark: _Toc536006637][bookmark: _Toc536006967][bookmark: _Toc536007120][bookmark: _Toc3154207]CHAPTER 1
OVERVIEW OF REASEARCHES RELATING TO THE THISIS TOPIC

[bookmark: OLE_LINK28][bookmark: OLE_LINK29][bookmark: OLE_LINK26][bookmark: OLE_LINK27][bookmark: _Toc3475128][bookmark: _Toc536006031][bookmark: _Toc536006453][bookmark: _Toc536006640][bookmark: _Toc536006970][bookmark: _Toc536007123][bookmark: _Toc3154212]1.1 Overview of foreign researches 
[bookmark: _Toc536006035][bookmark: _Toc536006457][bookmark: _Toc536006644][bookmark: _Toc536006974][bookmark: _Toc536007127][bookmark: _Toc3154218][bookmark: _Toc3475134]1.2. Overview of domestic researches 
1.3. Conclusions from research works and issues relating to the dissertation topic
[bookmark: _Toc536006032][bookmark: _Toc536006454][bookmark: _Toc536006641][bookmark: _Toc536006971][bookmark: _Toc536007124][bookmark: _Toc3154213][bookmark: _Toc3475129][bookmark: OLE_LINK30]Based on overview of domestic and foreign researches about relevant contents, conclusions are summarized as below: 
[bookmark: _Toc536006036][bookmark: _Toc536006458][bookmark: _Toc536006645][bookmark: _Toc536006975][bookmark: _Toc536007128][bookmark: _Toc3154219][bookmark: _Toc3475135]1.3.1. Contributions of the works to dissertation topic
The content of the dissertation can inherit from previous researches:
[bookmark: OLE_LINK31]- The works have basically agreed on the concepts of competence, working competence, management competence ... and their connotations. Simultaneously, methods to assess leadership competencies in many environments, multiple levels and application result assessment have been developed. In addition, researches have also shown factors that affect the leadership competence. These contents are the initial basis for developing dissertation research framework.
[bookmark: OLE_LINK32]- The works have built competence frameworks, implemented sociological surveys, and conducted actual surveys to provide materials for assessment sufficiently; proposed a system of synchronous and feasible solutions. This is the orientation for the dissertation in developing competence framework and determining the evaluation method of actual situation.
- Basically, all works agree on the factors affecting leadership competence including 3 groups namely the factors belong to oneself, the factors belong to the organization, the factors belong to the macro environment. This is the basis for determining the factors affecting the leadership competence of the dissertation.
[bookmark: _Toc536006037][bookmark: _Toc536006459][bookmark: _Toc536006646][bookmark: _Toc536006976][bookmark: _Toc536007129][bookmark: _Toc3154220][bookmark: _Toc3475136]1.3.2. Research gap
- Although the theoretical concepts have been agreed, actual application has not been consistent and synchronous for each specific target. A general system to evaluate management competence is not available but mainly analyze the aspects and factors about operating competence in general.
- Most of the researches only focus on studying the competence of leaders based on their educational level, expertise ..., not deeply evaluated about skills or not engaged to specific job requirements to make competence requirements.
- There have been quite many researches on leadership competence in both public and business sectors; however, different capacities are required in each region. For the public sector, there have been some initial researches on the management competence of the leaders recently, but for each public position with different functions and tasks, different leadership competence is required. According to overview, not so many researches on competence in general and leadership competence in particular of the divisional managers under the departments have not been done.
- For the research on human resources in NKER, the researches only limited in the orientation or general research of regional human resources, but not yet analyzed and evaluated for each specific group of human resources.
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From the above limitations and gaps, the dissertation will solve the following issues: Firstly, to formulate leadership competence framework of the divisional managers under the Departments. Secondly, to design and identify the competence framework for the divisional managers under the Departments, then apply the assessment for the NKER.
[bookmark: _Toc536006038][bookmark: _Toc536006460][bookmark: _Toc536006647][bookmark: _Toc536006977][bookmark: _Toc536007130][bookmark: _Toc3154221][bookmark: _Toc3475138]CHAPTER 2
[bookmark: _Toc536006039][bookmark: _Toc536006461][bookmark: _Toc536006648][bookmark: _Toc536006978][bookmark: _Toc536007131][bookmark: _Toc3154222][bookmark: _Toc3475139][bookmark: OLE_LINK18][bookmark: OLE_LINK19]RATIONALE FOR LEADERSHIP COMPETENCE
OF THE DIVISIONAL MANAGERS UNDER DEPARTMENTS 

[bookmark: _Toc3154223][bookmark: _Toc3475140][bookmark: _Toc536006979][bookmark: _Toc536007132][bookmark: OLE_LINK39][bookmark: OLE_LINK33][bookmark: OLE_LINK34][bookmark: OLE_LINK35][bookmark: OLE_LINK44]2.1. Leadership activities of divisional managers under Departments 
[bookmark: _Toc3154224][bookmark: _Toc3475141][bookmark: OLE_LINK40][bookmark: OLE_LINK41]2.1.1. Concept of leadership
[bookmark: OLE_LINK20][bookmark: OLE_LINK42][bookmark: OLE_LINK43]From analyzing some definitions, leadership is a process and influences others to achieve certain goals, with the following basic characteristics: Leadership expresses the relationship between people and people; Leadership expresses an impact, influence and attract others; The influence, effect and attraction to others is voluntary and optional; Leadership is actually the ability to create vision, inspiration and influence in an organization.
[bookmark: _Toc3154225][bookmark: _Toc3475142]2.1.2. Functions and tasks of divisional managers under Departments 
2.1.2.1. Functions and tasks of divisions under Departments
According to Decree No. 24/2014 / ND-CP dated April 4, 2014 of the Prime Minister, the Department is "an agency under the provincial People's Committee; performing the function of advising and assisting the provincial People's Committees in the state management in term of local branches and sectors according to the provisions of law and the assignment or authorization of provincial People's Committees and provincial people's committee chairman”. According to Article 5 of this Decree, the specialized and professional divisions are a mandatory sector of the Departments, under the management of the Department's leaders, assisting the Department in performing the functions of the Department in the related fields…
[bookmark: _Toc536006043][bookmark: _Toc536006465][bookmark: _Toc536006652][bookmark: _Toc536006984][bookmark: _Toc536007137][bookmark: _Toc3154226][bookmark: _Toc3475143]2.1.2.2. Role of division level managers under Department
[bookmark: OLE_LINK47][bookmark: OLE_LINK48]Divisional management officials of the Department is the bridge between the Department leader (Director, Deputy Director) with the experts in the division, responsible for implementing and realizing the policies and instructions of the Department's leaders to all experts, which means that divisional managers shall perform two basic functions: leadership and executive function.
Divisional management officials under department is at intermediate position, required to meet the expectations of the Department's leaders including organization and management of the operation of the assigned tasks and timely advising the Department leaders...; at the same time to meet the expectations of experts including fairness, facilitating development of experts ...
In addition, the room manager has other relationships within and outside the Department. In each relationship, the role of the manager of the department level has different positions and roles, but must coordinate well with these parties to complete the assigned tasks.
In addition, the department manager at the department level is an important source of planning for the leadership team. 
2.1.3. Function and task of divisional managers under departments
2.1.3.1. Leasdership function of divisional managers under department 
The leadership function of the division manager under department including:
- Organizing the operation of the assigned tasks, thereby, the divisional managers under department shall prepare a realistic and effective plan as planning helps the manager to ensure the right job and the right target. They shall also coordinate the implementation of such tasks so that related activities are progressed at the same speed and in uniformity with each other.
- Managing the operation of the assigned department, thus, the manager of the divisional level must understand the financial, material and human resources in need to successfully implement the plan timely and properly and to be used effectively. They shall assign tasks to individuals, or teams, to those who have necessary skills to perform the work, ensuring that everyone does the right thing.
The good managers will provide appropriate orientation and motivation for others, so that each person will make contributions to accomplishment of the expected results.
- Controlling the operation of the division: The control function is aimed at ensuring completion of task assigned for the managers - ie achieving the desired results - not dominating and manipulating the subordinates. Controlling here means to monitor employee performance.
2.1.3.2. Characteristics of leadership activities of divisional managers under department 
From the position, role and relationship with the above-mentioned stakeholders, the leadership activities of the divisional managers under the Departments have the following characteristics:
- Leadership of divisional managers under departments must be associated with political tasks, associated with the development objectives of the sector, field in particular and localities in general.
- The leadership activities of divisional manager under Department are in the relationship with the higher level (Directors of the Departments), and lower-level of the division, both in relationship with other division under the Department and related departments.
- The specific leadership activities of the division level under Department have other characteristics with divisional managers in the districts. As the divisional of the provincial agencies, the district-level managers have higher authority, have the right to sign decisions and have their own seals, whereas, the divisional managers under departments do not have these rights.
- The manager of the room level in the district with the lower level is the commune level while the manager of the department level of the department only has subordinates who are experts in the department under his management.
- District management officials have just performed the advisory function (for district leaders and Department leaders) to implement specific tasks, while divisional managers are only advisory.
- Divisional manager of the Department only manages one sector while the manager of the district office manages a local branch.
[bookmark: _Toc3475144][bookmark: _Toc3154227][bookmark: OLE_LINK50][bookmark: OLE_LINK51]2.2. Leadership competence of divisional managers under department
[bookmark: _Toc536006041][bookmark: _Toc536006463][bookmark: _Toc536006650][bookmark: _Toc536006981][bookmark: _Toc536007134][bookmark: _Toc3154228][bookmark: _Toc3475145]2.2.1. Definition of leadership competence of divisional managers under department
The leadership competence of divisional manager under the departments is "all knowledge of leadership and management; leadership, management skill and leadership ability/ competence that divisional managers can complete their jobs to lead and manage all activities of the Division assigned by the Department, creating sustainable development for agencies, units, branches, sectors and localities”.
[bookmark: _Toc3154229][bookmark: _Toc3475146][bookmark: OLE_LINK49][bookmark: OLE_LINK52][bookmark: OLE_LINK53]2.2.2. Factors constituting leadership competence of divisional managers under department
[bookmark: OLE_LINK54]From the concept of leadership competence of divisional managers under department, necessary capacities of the leadership at the divisional level can be specified as follows:
Knowledge of divisional managers: Leadership knowledge of divisional managers is all the knowledge that leaders have in term of professional skills, natural and social knowledge etc., used to lead and manage their division as assigned to perform tasks.
Skills of divisional managers: Leadership skills of divisional managers are proficiency in the practical application of knowledge of heads / deputy heads in leadership and management of division to complete the assigned tasks.
The quality of departmental leadership: The quality, quality or attitude of working are expressed through behavior in leadership. 
[bookmark: _Toc3475147][bookmark: _Toc536006986][bookmark: _Toc536007139][bookmark: _Toc3154230]2.3. Factors affecting leadership competence of divisional managers under department
[bookmark: OLE_LINK61][bookmark: OLE_LINK62][bookmark: OLE_LINK63][bookmark: OLE_LINK64][bookmark: OLE_LINK65][bookmark: OLE_LINK66][bookmark: OLE_LINK67][bookmark: OLE_LINK68][bookmark: OLE_LINK69]Based on an overview of the researches in Chapter 1, it is shown that basically all reseaches agree on other factors that have a great impact on leadership competence including 3 groups, including: (i) Group of factors belong to oneself; (ii) Group of factors belong to organization and (iii) Group of factors belong to macro environment. These factors are mentioned as follows:
[bookmark: _Toc3154231][bookmark: _Toc3475148]2.3.1. Group of factors belong to oneself
Individual factors including Qualifications (including education and professional qualifications), gender, age, work experience, family conditions, emotional intelligence, leadership quality.
[bookmark: _Toc3154232][bookmark: _Toc3475149]2.3.2. Group of factors belong to organization
Characteristics of the organization: The formation and development of leadership competence of management team depends on factors related to organization characteristics such as organization size, type of organization, governance institution of human resource management of the organization… 
[bookmark: _Toc536006045][bookmark: _Toc536006467][bookmark: _Toc536006654][bookmark: _Toc536006987][bookmark: _Toc536007140][bookmark: _Toc3154233][bookmark: _Toc3475150]2.3.3. Group of factors belong to macro environment
2.3.3.1. Legal factor
[bookmark: _Toc536006046][bookmark: _Toc536006468][bookmark: _Toc536006655][bookmark: _Toc536006988][bookmark: _Toc536007141]2.3.3.2. Socio- economic development level
[bookmark: _Toc536006049][bookmark: _Toc536006471][bookmark: _Toc536006658][bookmark: _Toc536006991][bookmark: _Toc536007144]2.3.3.3. Education factors
[bookmark: _Toc3475151][bookmark: _Toc3154234][bookmark: _Toc536006992][bookmark: _Toc536007145][bookmark: OLE_LINK87][bookmark: OLE_LINK95]2.4. Method on assessing leadership competence of divisional managers under departments
[bookmark: _Toc3154235][bookmark: _Toc3475152][bookmark: OLE_LINK70][bookmark: OLE_LINK86][bookmark: OLE_LINK98][bookmark: OLE_LINK99]2.4.1. Method on assessing leadership competence of divisional managers under departments  
Assessment method 3600 is applied in many sectors, which is particularly suitable for assessing leadership competencies in organizations. The dissertation will use this method to assess the leadership competence of the divisional leaders under Departments 
[bookmark: _Toc3154236][bookmark: _Toc3475153]2.4.2. Process on assessing leadership competence of divisional managers under departments  
Step 1: Determine the required leadership competence of the divisional manager: (1) Develop a work-related competence framework; (2) Determine the required competence requirements 
Step 2: analysis and assessment of current competence
	Based on the necessary competence framework developed in step 1, designing the survey questionnaire and assess the actual leadership competence of divisional managers. Develop questionnaires, send and process results. 
Step 3: Identify the gap between the current competence level and the requirement for leadership and analysis of causes
[bookmark: _Toc3154237][bookmark: _Toc3475155]  Find the gap between the current competence and the necessary competence of the leadership at the department level; Make conclusion

CHAPTER 3
[bookmark: OLE_LINK100][bookmark: OLE_LINK101]ASSESSMENT FRAMEWORK OF LEADERSHIP COMPETENCE OF DIVISIONAL MANAGERS UNDER THE DPI IN NKER
[bookmark: _Toc3154239][bookmark: _Toc3475157][bookmark: _Toc536006056][bookmark: _Toc536006478][bookmark: _Toc536006664][bookmark: _Toc536006998][bookmark: _Toc536007151][bookmark: _Toc3154240][bookmark: _Toc536006050][bookmark: _Toc536006472]3.1. Overview of the NKER and issues of divisional managers under the Department
[bookmark: _Toc3475158][bookmark: _Toc283994959][bookmark: _Toc284000923][bookmark: _Toc284001576][bookmark: _Toc415390764]3.1.1. Formation process of NKER 
[bookmark: _Toc3154241][bookmark: _Toc3475159][bookmark: _Toc284000926][bookmark: _Toc284001580][bookmark: _Toc415390767][bookmark: _Toc283994963][bookmark: _Toc536006057][bookmark: _Toc536006479][bookmark: _Toc536006665][bookmark: _Toc536006999][bookmark: _Toc536007152][bookmark: OLE_LINK102]3.1.2. Orientation for socio-economic development of the NKER in the period to 2020 and orientation toward 2030
3.1.2.1. Targets toward 2030
3.1.2.2. Orientation toward 2030 
[bookmark: _Toc3154242][bookmark: _Toc3475160]3.1.3. Actual situation of socio-economic development 
[bookmark: OLE_LINK104][bookmark: OLE_LINK105][bookmark: OLE_LINK107][bookmark: OLE_LINK108]From the general analysis of some aspects: The economic growth of restructuring and income per capita and the development orientation of the above-mentioned NKER can be seen: After more than 20 years of establishment, the NKER has made many achievements in socio-economic development, gradually affirming its leading position in the country's growth, but besides, there are still many shortcomings, economic growth of the region tends to slow down, lack of sustainability, the income per capita of the region is still much lower than the Southern Focal economic zone, the economic structure is moving slowly, the set target has not been achieved. The issues raised for divisional managers under department.
[bookmark: _Toc3154243][bookmark: _Toc3475161][bookmark: OLE_LINK106][bookmark: OLE_LINK110][bookmark: OLE_LINK111]3.1.4. Issues raised for divisional managers under department in NKER  
3.1.4.1. Regarding organization
There needs to be a more open mechanism, more effective and efficient implementation of the Regional Committee and the organization of the leadership apparatus capable of managing and administering the work.
3.1.4.2. Regarding link in instruction and execution
The biggest obstacle in regional current link is the closed and local development thought in each city and province. Since then, it is necessary to expand the development mindset, implement the coordination and broad linkage according to a common development plan, the new NKER will be capable of outstanding, sustainable and effective development.
3.1.4.3. Regarding development and impementation of planning
[bookmark: OLE_LINK45][bookmark: OLE_LINK46]The system of planning, long-term, medium-term and short-term development plans in Vietnam in general is implemented according to the administrative and regional planning levels set up without the corresponding planning management level. The sequence of plans is also quite "confusing" between levels and across sectors. There are too many overlapping planning types. Geographical area planning, focal area planning, planning of big and neighboring urban areas (Hanoi, the Capital Region and the NKER) make planning coordination difficult and sometimes overlapping and conflict happen. 
[bookmark: _Toc3154244][bookmark: _Toc3475162]3.1.4.4. Regarding Socio- economic development management
[bookmark: OLE_LINK114][bookmark: OLE_LINK115][bookmark: OLE_LINK109][bookmark: _Toc3154245][bookmark: _Toc3475163]3.2. Leadership competence framework of divisional managers under DPI in NKER 
3.2.1. Position and role of DPI
[bookmark: OLE_LINK112][bookmark: OLE_LINK113]Firstly, DPI activities are more integrated than local departments of locality, Secondly, the DPI activities are related to all departments in the locality. These characteristics of DPI compared with other departments will set specific requirements for the competence of DPI civil servants in general and the leadership competence of divisional managers in DPI in particular. This will be the basis to form the leadership competence framework of divisional managers in DPI.
[bookmark: OLE_LINK120][bookmark: OLE_LINK121][bookmark: OLE_LINK116][bookmark: OLE_LINK117]3.2.2 Leadership competence framework of divisional managers under DPI in NKER 
[bookmark: OLE_LINK118][bookmark: OLE_LINK119]Originated from the powers, functions and duties, leadership role of divisional managers under DPI and based on the requirements and the actual status of socio-economic development in the NKER, dissertation on developing leadership competence framework for divisional managers under DPI is as follows:





[bookmark: _Toc3474990]Table 3.4: Leadership competence framework of divisional managers under DPI 

	No
	Leadership role
	Required knowledge
	Skill
	Quality

	[bookmark: _Hlk15973226]1
	Build goals and orientations for the sectors and fields in charge
	- Basic professional knowledge, technical and professional aspects of sector, broad understanding of related profession.
- Policy of the Party and State, the policy and direction of sector in term of management field and relevant profession.
- Professional development trend in the country and in the world.
	- Skills to determine vision, identify goals.
- Prediction and forecast skills.
- Skills to disseminate the goals to subordinates.
	- Wide coverage and visibility.
- There is political and responsible thinking.
- Sensitive, flexible.
- Clever…

	[bookmark: _Hlk15973259]2
	Making hard and complicated decision under division authority and right
	- Identify, analyze, evaluate complex information, causal factors, secret and hidden information to make options and consider costs, benefits, risks, and impacts of these options.
- Understand the actual situation, existing resources and available information even in difficult and unprecedented cases.
	- Decision-making skills.
- Problem analysis skills.
	- Decisive.
- Dare to take responsibility.
- Clever

	3
	Management and promotion of the division resource
	- Understand the process, how to organize the work.
- Understanding the content of functions and management methods such as financial management, human resource management, operational management ...
- Understand the methods of assessing competence and know how to assign the right person to the right job, authorize and assign responsibility to the subordinates.
	- Communication skills.
- Job arrangement skills.
- Skills of managing and developing relationships.
- Self-management skills.
	- Have a plan.
- Creation.
- Responsibility.
- Consistent with the goal.
- Sensitive.
- Flexible.

	4
	Advising for leader
	[bookmark: OLE_LINK96][bookmark: OLE_LINK97]- Basic knowledge of profession and technical aspects of management field, broad understanding of related professional skills.
- policy and guidelines of the Party and the State, policy directions of the sector, management and related operations.
- Professional development trend in the country and in the world.
	-Communication skills.
- Data collecting and processing skill.
- Skill on writing and managing documents.
- Presentation and persuasive skills.
	[bookmark: OLE_LINK55][bookmark: OLE_LINK60]- Creative and flexible.
- Wide coverage and visibility.
- Responsibility
- Flexible, responsive. 


	5
	[bookmark: OLE_LINK103][bookmark: OLE_LINK122]Construction and personal development of subordinates.
	- Understanding the psychology of subordinates.
- Understand the basic knowledge of social psychology and human resource management
- Understanding office culture
- Understanding organizational behavior
- Understand the legal policies
	[bookmark: OLE_LINK71][bookmark: OLE_LINK72]Skill on training and individual development of subordinates.
	- Sensitive to the needs of others, (EQ) is high.
- Creative and flexible.

	6
	Motivate, encourage and inspire individuals.
	[bookmark: OLE_LINK123]- Understand and grasp the principles on influencing and personal incentives.
- Understand the principles of communication.
- Understand the knowledge of social psychology and how to impact.
- Understand local social culture.
	- Effective communication skills.
- Skills to influence.
- Effective persuasion skills.
- Skills to motivate subordinates…
	- Friendly.
- Enthusiastic working.
- Pure mind 


[bookmark: OLE_LINK148][bookmark: OLE_LINK149][bookmark: OLE_LINK150]Source: Summarized by Post-graduate student
[bookmark: _Toc3154246][bookmark: _Toc3475164]3.2.2. Requirements for divisional managers of DPI in NKER
3.2.2.1. Development of questionnaire 
Survey questionnaires require leadership competence to be required. Based on the developed "competence framework", the questionnaire was designed (Appendix 1), using Likert scale with 5 scales to arrange the required level of competence from small to large.
3.2.2.2. Selection of investigated targets 
[bookmark: OLE_LINK126][bookmark: OLE_LINK127][bookmark: OLE_LINK128][bookmark: OLE_LINK172][bookmark: OLE_LINK173]The dissertation selects divisional managers at DPI in NKER as the target to implement the "360o assessment method". The dissertation investigated and collected a total of 303 questionnaires for 3 groups including: (i) Group 1 is the higher level of the divisional manager (Director, Deputy Director of DPIs of provinces / cities in the region (02 people in each province: total of 14 people (ii) Group 2 is the subordinates of the divisional managers, the total number of collected questionnaires is 256, (iii) Group 3: related parties (including officials at the Ministry of Planning and Investment, Vietnam Institute for Development Strategies - MPI, the staff of the Ministry of Home Affairs and lecturers with rich experience in research topic), the total number of collected questionnaires is 33.
[bookmark: OLE_LINK130][bookmark: OLE_LINK131][bookmark: OLE_LINK132][bookmark: OLE_LINK133]3.2.2.4. The results of processing survey information on the leadership competence requirements of divisional manager of DPI 
Analyzing the survey data results of the leadership competence requirements of divisional leader according to the summary table as below:
[bookmark: _Toc3474991][bookmark: OLE_LINK151][bookmark: OLE_LINK152]Table 3.5: Leadership competence requirements of Divisional manager under DPIs in NKER
	No
	[bookmark: OLE_LINK153][bookmark: OLE_LINK154]Skills, qualities and knowledge
	[bookmark: OLE_LINK134][bookmark: OLE_LINK135]Minimum required score
	Average (Mean)
	Maximum required score

	Knowledge

	[bookmark: _Hlk16500639]1
	[bookmark: OLE_LINK136][bookmark: OLE_LINK137]Knowledge of legal policies 
	4
	4,485
	5

	2
	Knowledge of professional skills 
	4
	4,512
	5

	3
	Knowledge of social psychology 
	3
	4,017
	5

	4
	Knowledge of culture and development history 
	3
	4,003
	5

	5
	Knowledge of the development trend of the professional field 
	4
	4,488
	5

	6
	Knowledge of human resource management 
	3
	4,007
	5

	7
	Political and social knowledge 
	4
	4,505
	5

	8
	Knowledge of divisional management
	3
	4,050
	5

	Skill

	[bookmark: OLE_LINK1]9
	Communication skill
	3
	4,007
	5

	[bookmark: _Hlk16500831]10
	[bookmark: OLE_LINK140][bookmark: OLE_LINK141]Skill on heading to target and operation
	3
	3,993
	5

	11
	Advising skill
	3
	4,036
	5

	12
	Skill on development of subordinates
	3
	4,010
	5

	13
	Skill on organizing and exploiting resources 
	3
	4,023
	5

	14
	Skills to create and develop relationships 
	3
	3,980
	5

	15
	Self-management skill
	3
	4,023
	5

	Quality

	[bookmark: _Hlk16501005]16
	Creative
	3
	4,020
	5

	17
	Flexible
	3
	4,000
	5

	18
	Planned
	4
	4,505
	5

	19
	[bookmark: OLE_LINK146][bookmark: OLE_LINK147]Visible
	4
	4,482
	5

	20
	Responsible
	3
	4,020
	5

	21
	Sensitive
	3
	4,073
	5

	22
	Brave, persistent 
	3
	4,040
	5


[bookmark: OLE_LINK165][bookmark: OLE_LINK166]Source: Summarized by Post-graduate student
The processing results also show that the required level on competence factors also varies among the parties, reflecting the expectations of different parties for leadership competence of divisional manager. In particular, the majority (16/22) among the factors, higher level requirements are higher than the requirements of subordinates and stakeholders.
[bookmark: _Toc3474992]





Table 3.6: Leadership competence requirements of Divisional manager under DPIs in NKER
	TT
	Skills, qualities and knowledge
	[bookmark: OLE_LINK155][bookmark: OLE_LINK156]Requirements of higher level
	[bookmark: OLE_LINK157][bookmark: OLE_LINK158]Requirements of subordinates
	Requirements of stakeholders

	Knowledge

	1
	Knowledge of legal policies 
	4,643
	4,48
	4,42

	2
	Knowledge of professional skills 
	4,643
	4,53
	4,33

	3
	Knowledge of social psychology 
	3,857
	4,00
	4,21

	4
	Knowledge of culture and development history 
	3,929
	4,02
	3,94

	5
	Knowledge of the development trend of the professional field 
	4,571
	4,48
	4,52

	6
	Knowledge of human resource management 
	4,000
	4,02
	3,94

	7
	Political and social knowledge 
	4,286
	4,50
	4,61

	8
	Knowledge of divisional management
	4,429
	4,03
	4,06

	Skill

	9
	Communication skill
	4,143
	3,99
	4,06

	10
	Skill on heading to target and operation
	4,286
	4,01
	3,73

	11
	Advising skill
	4,429
	4,03
	3,94

	11
	Skill on development of subordinates
	4,214
	4,02
	3,88

	12
	Skill on organizing and exploiting resources 
	4,071
	4,02
	4,06

	13
	Skills to create and develop relationships 
	4,143
	3,98
	3,88

	14
	Self-management skill
	4,429
	4,01
	3,97

	Quality

	15
	Creative
	4,143
	3,98
	4,24

	16
	Flexible
	4,286
	4,00
	3,88

	17
	Planned
	4,500
	4,50
	4,52

	18
	Visible
	4,500
	4,48
	4,45

	19
	Responsible
	4,571
	4,02
	3,82

	20
	Sensitive
	4,286
	4,06
	4,09

	21
	Brave, persistent 
	4,286
	4,02
	4,06


Source: Summarized by Post-graduate student
[bookmark: OLE_LINK167][bookmark: OLE_LINK168][bookmark: OLE_LINK169]The results on required level for leadership skills of divisional managers in NKER according to the above table will be the basis for assessing the actual leadership competence of divisional managers under DPIs in NKER.
[bookmark: _Toc536006054][bookmark: _Toc536006476][bookmark: _Toc536006662][bookmark: _Toc536006995][bookmark: _Toc536007148][bookmark: _Toc3154247][bookmark: _Toc3475166]
CHAPTER 4
CURRENT STATUS OF LEADERSHIP COMPETENCE OF DIVISIONAL MANAGERS UNDER DPIs IN NKER
[bookmark: _Toc536006997][bookmark: _Toc536007150][bookmark: _Toc3154249][bookmark: _Toc3475168][bookmark: _Toc415390762]4.1. Overview of divisional managers under DPIs of NKER
Up to now, there are 64 operational divisions, functional centers with 184 managers (heads and deputy heads) in all 7 DPIs. In which, according to the statistics, divisional leadership competence under DPIs in FEZ is quite high: 100% of the university level or higher, in which post-graduate is quite high. For example: For Bac Ninh, 20/23 divisional managers have master degrees (accounting for 86.95%, For Quang Ninh, 23/26 divisional managers have master degrees, accounting for 88.46%).
In terms of age, the divisional manager of DPI in NKER is aged 35-45 (accounting for 69.4%) in general. The number of managers under 35 and over 55 years old is very small. Besides, most managers are men, accounting for 71.42%.
Regarding management experience: because of young age, the number of years in management is mainly under 10 years.
The above characteristics will affect the leadership competence of divisional manager and will be analyzed in more detail in the later part of the dissertation.
[bookmark: _Toc536007000][bookmark: _Toc536007153][bookmark: _Toc3154250][bookmark: _Toc3475169][bookmark: _Toc536006059][bookmark: _Toc536006481][bookmark: _Toc536006667][bookmark: _Toc536007002][bookmark: _Toc536007155][bookmark: _Toc3154251][bookmark: OLE_LINK170][bookmark: OLE_LINK171][bookmark: OLE_LINK177][bookmark: OLE_LINK178]4.2. Current status of leadership competence of divisional manager under DPIs in FFEZ
[bookmark: _Toc3475170]4.2.1. Process on assessing leadership competence of divisional manager under DPIs in FFEZ 
[bookmark: _Toc536006062][bookmark: _Toc536006484][bookmark: _Toc536006670][bookmark: _Toc536007005][bookmark: _Toc536007157][bookmark: _Toc3154252][bookmark: _Toc3475171]Step 1: Select the survey targets: To assess the actual situation of leadership competence of divisional manager under the Department, the dissertation investigates 3 target groups and collect a total of 337 questionnaires: (i) Group 1 is the higher level of divisional manager (Directors, Deputy Directors of DPI provinces / cities in the region (02 people in each province): a total of 14 questionnaires; (ii) Group 2 is the subordinates of the divisional manager, the total number of collected questionnaires is 256 votes; Group 3: Leaders of the divisions under the local DPI (head, deputy head of the division), total collected questionnaires are 67.
Step 2: Design an existing leadership survey questionnaire
Step 3: Processing investigation results
[bookmark: OLE_LINK176]4.2.2. Overview of the current leadership competence of divisional manager under DPIs in FFEZ
[bookmark: OLE_LINK181][bookmark: OLE_LINK182]Processing results of the leadership competence survey by 3600 method proposed in chapter 2, based on the leadership competence framework of the divisional competence manager under the Department proposed in chapter 3, giving general results about actual situation of leadership competence of divisional competence manager in NKER under the Department is as follows:
Firstly, score of most competence is under requirement, which indicates the need for improvement in most competence, in which competence aspects which hold the lowest one in comparison with requirement are skills under knowledge groups (4/8 capacities), the quality skills group also have 2/7 competence with big difference. The skill competence group also has difference between the actual status and the requirements, but the level of difference is not large. Thus, through overview analysis, it can be seen that in the coming time, it is necessary to focus on improving the competence of the knowledge group and some capacities of the quality group.
Secondly, a few capacities of the divisional room manager are assessed as meeting the higher level than required. This is a positive point in the leadership competence of divisional managers in NKER.
Thirdly, despite the shortage compared to the required average, the average score of capacities are rated as more than 3.8, greater than the minimum required level of divisional manager. In particular, the competence being rated as the most is KT2 competence (professional knowledge and profession), the competence being rate as the worst is KT4 competence (knowledge of culture and development history). 
[bookmark: _Toc3154253][bookmark: _Toc3475172][bookmark: OLE_LINK189][bookmark: OLE_LINK190][bookmark: OLE_LINK187][bookmark: OLE_LINK188]4.2.3. Current status of knowledge of divisional managers under DPI in NKER 
The survey results show that knowledge for divisional managers under DPIs shall be updated and improved with including the general knowledge of the socio-economy, policy and laws of the State as well as policies on culture, society and knowledge about leadership to meet leadership competence requirement. In which, it is necessary to focus on the knowledge on legal policies KT1, professional knowledge KT2, Knowledge about the development trend of the specialized field KT5 and political and social knowledge KT7. This is totally reasonable because with the characteristics of DPI, it is required that experts in general and managers in particular need to have a general and macro knowledge.
[bookmark: _Toc3154254][bookmark: _Toc3475173][bookmark: OLE_LINK124][bookmark: OLE_LINK125]4.2.4. Actual situation of skills of divisional managers under DPI in NKER
By the analysis, it can be seen that to carry out the leadership role, good divisional manager need to supplement skills including advising skills KN3, orientation and management skills KN2, self-management skill KN7, Communication skill KN1, skills of subordinates development KN4, and skills on organizing and exploiting human resources KN5. In particular, advising skill shall be most paid attention KN3.
[bookmark: _Toc3154255][bookmark: _Toc3475174][bookmark: OLE_LINK129][bookmark: OLE_LINK138][bookmark: OLE_LINK139][bookmark: OLE_LINK142]4.2.5. Actual status of the leadership quality of divisional managers under DPI in NKER	
From the above analysis, it can be seen that divisional managers should improve the competence under quality group. In which the capacities to be paid attention should be planning, vision, responsibility, sensitivity and flexibility.
[bookmark: _Toc3154256][bookmark: _Toc3475175]4.3 Assessing the status of leadership competence of divisional managers under DPI in NKER and the causes of limitations
[bookmark: _Toc3154257][bookmark: _Toc3475176]4.3.1. The advantages in leadership competence of divisional of DPI in NKER
Results of leadership competence analysis show the strong points of the divisional manager in DPI in NKER as follows:
Firstly, many capacities of divisional managers of DPI is highly appreciated: 11 out of 22 capacities score above 4, details area as follows:
[bookmark: OLE_LINK160][bookmark: OLE_LINK161]In term of knowledge: there are 3/8 factors with scores above 4, including: KT2, KT5, KT8, which means that divisional managers are assessed as mastering adequate professional knowledge, development trend knowledge of expertise, leadership knowledge on division administration.
In terms of skills: there are 5/7 leadership skills with scores above 4, including: KN1, KN3, KN4, KN5, KN7 means divisional manager are assessed as mastering communication skills, advising skills, and competence organization skill and high self-management skill.
In term of qualities: there are 3/7 factors scoring above 4 which are TC4, TC5, TC7, which means that in general, division- level manager has a vision, a responsibility and a high level of character.
Secondly, some competences of divisional manager have met the requirements of all parties. In terms of knowledge: KT4 and KT6 have met the requirements of higher level, KT3, KT6 to meet the requirements of subordinate; Regarding skills: KN4, KN5 have met the requirements of higher level, KN1, KN6 to meet the requirements of subordinates; About qualities: TC1 (creative) meets the requirements of subordinates.
[bookmark: _Toc3154258][bookmark: _Toc3475177]4.3.2. Limitations in leadership competence of divisional managers under DPI in NKER
In addition to the above results, some limitations on leadership competence of divisional managers under DPI in the NKER are as follows:
[bookmark: OLE_LINK162][bookmark: OLE_LINK163]In terms of knowledge: Although most divisional  managers have relatively good knowledge, there is a lack of the following knowledge: Knowledge about socio-politics and legal policies, knowledge of development trends of expertise and knowledge of profession, knowledge of development trends of expertise are the 4 knowledge with the highest deficit compared to the requirements, thus,  in the coming time, it is necessary to quickly supplement in order to promptly meet the leadership requirements.
- Knowledge of social psychology, knowledge of historical and cultural development, despite the lack of knowledge is not as high as the above group of knowledge, but it is under-estimated, so in the coming time, it is also need to be concerned and supplement.
- The knowledge of human resource management and knowledge of division administration and leadership also needs to be supplemented and updated.
Skills: Although according to the general assessment, the lack of skills of divisional manager is not much, but the skills need to be developed including:
- Advising skill is the most lacking skill to meet the requirements of higher level as well as subordinates.
- Communication skills, as not much in shortage in comparison with general requirements, but compared to the requirements of higher levels, the level of deficiency is quite high (lack of 0.213 points), and this is also the lowest factor to be assessed among skill factors.
- Skills on orientation and self-management, skills to develop subordinate, skill on human source organization and exploiting should also be improved so that divisional manager can perform well the leadership activities.
Regarding qualities: Divisional managers need to improve the capabilities under qualitative group:
[bookmark: OLE_LINK164][bookmark: OLE_LINK174]- Qualities in planning and visibility competence, flexibility is the most serious deficiency. Due to the characteristics of the staff under DPIs and advising function, it is necessary to quickly add these qualities to ensure the leadership activities of divisional manager.
- Sensitive and flexible, responsible, and creative qualities need to be added.
[bookmark: _Toc3154259][bookmark: _Toc3475178]4.3.3. Causes of limitations 
Analysis of factors affecting the leadership competence of divisional managers under the Department showed that the limitations in leadership competence of divisional managers under DPI in the NKER are caused by:
4.3.3.1. The causes belong to managers themselves
Lack of experience: the majority of divisional managers under departments are aged from 35-45 years old, with less than 10 years of management experience, thus, they do not have much experience, have not accumulated much knowledge and leadership skills.
The self-improvement of knowledge and leadership skills is still limited: In general, the self-training of managers at division level is quite limited.
4.3.3.2. Deficiency from organization
Firstly, inadequacies in planning and appointment of managerial staff: The planning of manager, the selection of current manager is still inadequate, which is a cause of limited competence of divisional manager.
Secondly, the assessment of staff competence is not reasonable: At present, the competence assessment of divisional manager in particular and state civil servants in general is being implemented according to Decree No. 88/2017 / ND-CP with unclear assessment basis and criteria, mainly qualitative assessment, thus, the evaluation is relatively formal, not assessing the competence properly, reducing the motivation for public officials on improving competence.
 Thirdly, the training and fostering activities for divisional manager is still limited: the training work over the past time only complies with the criteria, according to the planning, which has not really come from the actual requirement. That has led to gaps such as above situation, both redundant and deficient: it can be said that the number of trained people is 'redundant', but there is no place for practice and there is 'lack of' labor required of high quality that training has not kept up with.
Fourthly, inadequacies in the benefit package: For many years, although the basic salary has been adjusted many times, it is now much lower than the regional minimum wage of the production and business sector (The average regional minimum wage in 2018 was 3.34 million VND/ month). With such a salary calculation, it is difficult to ensure basic living needs of officials, leading to the situation that many state agencies cannot keep capable people.
Fifthly, difficulties come from subordinates: subordinate experts affect the leadership competence of division-level. In general, over the past time, the quality of the expert at most departments increased, however, the level of expertise among the experts are not uniform, causing difficulty for divisional manager in leading and operating activities. In addition, similar to divisional manager, the officials have a relatively low salary, so their work motivation also decreases, causing difficulties for the divisional manager in implementing leadership activities.
[bookmark: OLE_LINK175][bookmark: OLE_LINK179]At the same time, according to the current regulations, when civil servants and officials are officially recruited and put in the "payroll", therefore, there is a "assured for life" feeling in addition to low wages as analyzed above makes work motivation decrease, so the voice of the divisional manager decreases. 
4.3.3.3. Inadequacy from macro environment
[bookmark: OLE_LINK180]Firstly, the legal framework is not synchronous, incomplete and instable: Laws such as the State Budget Law, the Law on Public Investment, the Bidding Law ... still have many shortcomings, which are under finalization and may change. Meanwhile, the database has not been developed yet, making it difficult for managers in particular and civil servants to update new documents. This is a reason why the knowledge of the legal policy of divisional managers is evaluated as not satisfied.
[bookmark: OLE_LINK183][bookmark: OLE_LINK184]Secondly, the shortcomings of the education and training system: In general, the NKER has a widely distributed system of education and training, which can be seen as the most complete system among the economic zones of the country. However, in the general context of education and training quality, the content and programs, the quality of training of these schools are still limited, the content of training is slowly updated, sometimes far from reality, therefore, officials are not fully equipped with the necessary knowledge, skills and qualities.
[bookmark: _Toc536006064][bookmark: _Toc536006486][bookmark: _Toc536006672][bookmark: _Toc536007007][bookmark: _Toc536007159][bookmark: _Toc3154261][bookmark: _Toc3475181]The limitations and causes analyzed as above are the basis for determining the direction and solutions to improve leadership competence for divisional managers under DPI in NKER.

CHAPTER 5
[bookmark: _Toc3154262][bookmark: _Toc3475182][bookmark: _Toc536006065][bookmark: _Toc536006487][bookmark: _Toc536006673][bookmark: _Toc536007008][bookmark: _Toc536007160]ORIENTATIONS AND SOLUTIONS TO IMPROVE LEADERSHIP COMPETENCE OF THE DIVISIONAL MANAGER UNDER DEPARTMENTS IN THE NKER

5.1. Context
[bookmark: _Toc3154263][bookmark: _Toc3475183][bookmark: OLE_LINK185][bookmark: OLE_LINK38][bookmark: _Toc3154264][bookmark: _Toc536006066][bookmark: _Toc536006488][bookmark: _Toc536006674][bookmark: _Toc536007009][bookmark: _Toc536007161]5.2. Perspectives, orientations, improvement of execution competence of divisional managers of the NKER toward 2030 
[bookmark: _Toc3475184]5.2.1. Perspectives
Firstly, improving the leadership competence of divisional managers under the Department is coverage task, that should continue to be promoted and regularly executed from developing the source, training and supplementing policies to be strong enough to attract and use talents to improve the quality of human resources associated with scientific and technological development;
 Secondly, improvement of leadership competence of divisional managers under the Department is considered as the focus and core to achieve the regional development objectives; 
Thirdly, improving the leadership competence of divisional manager of the department must be associated with the requirements and tasks of the period; 
Fourthly, improving the leadership competence of divisional manager under department comprehensively and synchronously;
Fifthly, effort from all parties must be taken for improving the leadership competence of the divisional managers under the department, in which divisional managers themselves play the most important role; 
Sixthly, improving the leadership competence of divisional managers under department must be consistent with the characteristics and development level of each sector.
[bookmark: _Toc536006067][bookmark: _Toc536006489][bookmark: _Toc536006675][bookmark: _Toc536007010][bookmark: _Toc536007162][bookmark: _Toc3154265][bookmark: _Toc3475185]5.2.2. Orientation and objectives to improve leadership competence of divisional managers under DPIs in NKER 
Firstly, to supplement the knowledge in lack while improving comprehensively the level of knowledge, to regularly update knowledge. Secondly, to train leadership skills, especially to prioritize the skills that are still in lack to help managers to get comprehensive knowledge but good leadership skills. Thirdly, to improve the leadership qualities of divisional managers, especially the capabilities of planning competence and visibility, sensitivity and flexibility and creativity.
[bookmark: _Toc536006068][bookmark: _Toc536006490][bookmark: _Toc536006676][bookmark: _Toc536007011][bookmark: _Toc536007163][bookmark: _Toc3154266][bookmark: _Toc3475186]5.3. Some solutions to improve the leadership competence of divisional manager under the DPIs in the NKER 
[bookmark: _Toc536006069][bookmark: _Toc536006491][bookmark: _Toc536006677][bookmark: _Toc536007012][bookmark: _Toc536007164][bookmark: _Toc3154267][bookmark: _Toc3475187]5.3.1. Improvement and strengthening organization and management of human source
Simultaneous implementation of human resources policies: Policies on human resources must be taken into consideration in the whole organization, from recruitment, assignment, use of staff. Accordingly, it is necessary to complete policies to attract and promote highly qualified human resources, improve the quality of personnel planning, develop and implement staff standardization.
[bookmark: _Toc3154268][bookmark: _Toc3475188]5.3.2. Renovation of competence assessment method 
With the analysis and research proposals implemented in the previous chapters, the dissertation proposes to assess the leadership competence of divisional managers in an accurate and comprehensive way associated with position. 
[bookmark: _Toc536006070][bookmark: _Toc536006492][bookmark: _Toc536006678][bookmark: _Toc536007013][bookmark: _Toc536007165][bookmark: _Toc3154269][bookmark: _Toc3475189]5.3.3. Strengthening training and fostering of staff 
For standing divisional managers: Regularly retraining and fostering competence in lack based on the analysis of the situation in Chapter 4.
For potential officials: In addition to training retraining and fostering the current divisional manager force, it is also necessary to pay attention to the next potential officials.
[bookmark: _Toc3154270][bookmark: _Toc3475190][bookmark: OLE_LINK186]5.3.4. Improving salary, bonus policies and benefit package  
Improving policy of salary, bonus and benefit package towards integrating achievements and work results with encouragement by benefits and material responsibilities. Reforming the salary regime, monetization of wages and regimes according to salary to ensure rationality and fairness; wages must be taken as basic source of income, ensuring that officials have a stable life to dedicate to work. 
[bookmark: _Toc9152132]5.3.5 Creating motivation for divisional managers under department
To assign the work in accordance with the competence and strength of divisional managers. At the same time, to create promotion opportunities for officials and public servants. To timely compliment and reward the staff who have outstanding achievements in their work. To finalize organization in the unit, creating a democratic, respect, trust, support and mutual assistance atmosphere.
[bookmark: _Toc3475191][bookmark: _Toc3154271]5.4. Recommendations
[bookmark: OLE_LINK193][bookmark: OLE_LINK194]Firstly, To recommend the State, Government, Ministries and agencies: Quickly formulating and approving regulations on job title standards in state administrative agencies; completing and promulgating a synchronous legal system, study the implementation of a definite term contract with all civil servants and officials. Effectively carrying out the struggle against corruption, wastefulness, handling according to law and Party discipline to violations.
Secondly, recommend to political schools and administrative schools: It is necessary to renovate training contents and methods to improve the quality of training activities.
Thirdly, recommending to officials and civil servants themselves: Need to be proactive in self-cultivation, training to improve the competence to meet the work requirements. Put the benefits of the collective above personal interest, strictly comply with the regulations of the State, the Party and the Law on Civil servants.
CONCLUSION
The dissertation "Improving the leadership competence of divisional managers under the Department in the NKER" has developed a theoretical framework to study the leadership competence of divisional managers under the Department based on approach to competence framework, using the 3600 assessment method. Accordingly, the leadership competence of divisional managers is the entire knowledge of leadership and management; leadership, management skill and leadership capability/ quantity that divisional managers have to complete their jobs to lead and manage all activities of the division assigned by the Department, creating sustainable development for agencies, units, branches, sectors and localities, including 3 contents: knowledge, skills and leadership qualities. The aspects of this competence are concretized into groups, in which, the knowledge aspect includes 8 contents, skill aspect including 7 contents and quality aspect includes 7 contents. On that basis, the dissertation surveys stakeholders to determine the requirements for these capabilities.
[bookmark: OLE_LINK195][bookmark: OLE_LINK196]Based on which to assess the current situation, the dissertation has pointed out some strong points of leadership competence of divisional managers under DPIs in the NKER. At the same time, it was discovered shortcomings in the leadership competence of divisional managers under the DPIs include: Regarding knowledge: Not meet the requirements of leadership knowledge, in which, the most shortages are social politics and legal policies, knowledge of the development trend of expertise and knowledge of profession, knowledge of the development trend of the ​​expertise; Lack of leadership skills, especially advising and communication skills, and the most serious of factors including planning competence and vision, flexibility.
The causes of these limitations are due to: Causes from the divisional manager themselves including: lack of experience and limitations in self-improvement and competence improvement; causes from the organization include: firstly, inadequacies in planning, appointment of managers; secondly, the assessment of staff competence is not reasonable; thirdly, the training and fostering divisional managers is still limited; fourthly, inadequate in benefit package; Fifthly, difficulties from subordinate; and causes from the macro environment including a lack of uniformity of laws, limitations of education and training systems.
[bookmark: OLE_LINK145][bookmark: OLE_LINK159][bookmark: OLE_LINK191][bookmark: OLE_LINK192]By such assessments, the dissertation proposes point of view and orientation to improve the leadership competence of divisional manager under the department in the NKER in the coming period: Firstly, improving leadership competence of divisional managers under departments is an extensive task need to be promoted and implemented regularly; Secondly, improving leadership competence of divisional managers under Departments is the key task to achieve the regional development objectives; Thirdly, improving the leadership competence of the divisional managers under Departments must be associated with the requirements and tasks of the period; Fourthly, improve the leadership competence of divisional managers under Departments comprehensively and synchronously; Fifthly, improving the leadership competence of the divisional managers under department must take effort from all parties, in which divisional managers themselves under Departments plays the most important role; Sixthly, improving the leadership competence of divisional managers under Departments must be consistent with the characteristics and development level of each sector. To implement these points of views and orientation, 5 groups of solutions shall be implemented including: (i) Improving and strengthening the organization and management of human resources; (ii) Renovating competence assessment methods; (iii) Strengthen training and fostering of officials; (iv) Improving salary, bonus and benefit package, and (v) Motivating divisional managers of the Department.
Although the dissertation has achieved the set objectives, but for objective and subjective reasons, the dissertation has not yet analyzed the evaluation of people and enterprises about the leadership competence of the divisional managers under Department. This limitation of the dissertation is suggestive for next researches. The author is looking forward to receiving contributions and help of experts and researchers to finalize the research.

