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Leadership�has�been�considered�one�of�the�
most�signi¿cant�elements� that� inÀuences� the�
success� of� any� organization.� For� example,�
Steve� Jobs,� the� late� CEO� of� Apple,� is�
acclaimed�as�a� brilliant� leader�who�played�a�
crucial� role� in� the� success� of� this� company.�
Besides,� the� recruitment� process� of� most�
companies� now� requires� the� candidates� to�
H[SUHVV� WKHLU� SRWHQWLDO� OHDGHUVKLS� VNLOOV� YLD�

personal� experience� in� both� extra-curricular�
activities�and�professional�work.�Globalization�
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differentiate�them�from�those�of�selected�for-pro¿t�companies.�Qualitative�case�study�method�is�
XVHG�WKURXJK�LQ�GHSWK�LQWHUYLHZ�ZLWK�D�OHDGHU�DQG�D�IROORZHU�IURP����FRPSDQLHV��LQFOXGLQJ����

social�enterprises�and�02�for-pro¿t�ones.
The�¿ndings�of�the�study�show�that�02�selected�social�enterprises�have�various�things�in�common�

which� do� not� exist� in� 02� for-pro¿t� companies� including� (i)�many� traits� of� the� leaders� such� as�
responsibility,�determination,�self-con¿dence,�high�specialized�knowledge�and�friendliness;�(ii)�the�
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KDV� OHG� WR� VWLIIHU� FRPSHWLWLRQ� ZLWK� JUHDWHU�

expectations� from� stakeholders� for� return�on�
investment.�As�a�result,�leadership�has�become�
DQ�HVVHQWLDO�GHWHUPLQDQW�RI�DQ\�RUJDQL]DWLRQV¶�

DFFRPSOLVKPHQW�� )URP� D� WKHRUHWLFDO�

perspective,�leadership�has�gained�signi¿cant�
DWWHQWLRQ� IURP� UHVHDUFKHUV� IRU� WKH� ODVW� VL[�

decades.�Consequently,�there�is�a�sizable�body�
of� research� on� leadership,� which� attempts�
to�paint� a�holistic�picture�of�the�matter� from�
GLIIHUHQW�DQJOHV��,W� LV�DSSDUHQW�WKDW� WKLV� WUHQG�

would�keep� growing� in� the�coming� years� as�
more�developing�nations�ramp�up.�In�the�same�
vein,�social�entrepreneurship�is�a�topical�issue,�
attracting� attention� from� both� scholars� and�
activists.� However,� current� literature� mainly�
analyzes�the�importance�of�this�sector�by�their�
contributions�to�the�development�of�society�as�
a�remedy�for�the�failure�of�market�mechanism,�
rather�than�focusing�on�the�role�of�leadership.�

From� a� Vietnamese� research� context,�
social� entrepreneurship� is� a� newly-emerged�
WUHQG�LQ�HFRQRPLF�HQYLURQPHQW��,WV�ULVH�LV�WKH�

inevitable� consequence� of� a� society� which�
keeps�growing�unsustainably�with�both�latent�
and�blatant�problems.�Not�only�in�Vietnam�but�
also� in�advanced�countries,�have�distinctions�
in�purpose�and�manner�of�operation�between�
a� social� enterprise� and� a� for-pro¿t� one� been�
rarely� discussed.�The� reason�why� leadership�
in�social�entrepreneur�has�not�received�much�
DWWHQWLRQ� IURP� GRPHVWLF� DQG� LQWHUQDWLRQDO�

scholars� is�due� to� its�newness� in� the� society�
compared� to� for-pro¿t� ¿rms.� Therefore,� we�
KDUGO\� NQRZ� WKH� GLIIHUHQFHV� RI� OHDGHUVKLS�

styles� betw� een� the� social� (non-pro¿t)� and�
commercial� (for-pro¿t)� enterprises,� which�
prevents� both� potential� entrepreneurs� and�
academics�from�understanding�the�key�factors�
affecting�the�destiny�of�a�company.�To�bridge�

this�gap,�this�paper�attempts�to�study�the�current�
features� of� leadership� in� social� enterprises�
to� identify� the� differences� between� those� of�
social�and�commercial�enterprises.�The�result�
will� provide� a� better� understanding� of� the�
current�leadership�role�and�its�effects�on�social�
enterprises.� Thereafter,� recommendations�
will�be� provided� to� help� improve� leadership���
performance� of� both�current� and�near� future�
9LHWQDPHVH�VRFLDO�HQWHUSULVHV��

To� ful¿ll� the� abovementioned� objectives,�
WKH�SDSHU�LV�DWWHPSWLQJ�WR�DQVZHU�WKH�IROORZLQJ�

research� question:�+RZ� GRHV� WKH� OHDGHUVKLS�
style�of�a�for-pro¿t�enterprise�differ�from�that�
RI� D� VRFLDO� HQWHUSULVH"� ,Q� RUGHU� WR� DQVZHU�

this�question,�this�paper�uses�qualitative�case�
study� methodology� in� the� form� of� in-depth�
LQWHUYLHZ� DSSURDFK�� 7KH� UHVHDUFK� VDPSOH�

includes� four� (4)� cases,� two� (2)�Vietnamese�
social� enterprises� and� two� (2)� Vietnamese�
FRPPHUFLDO�HQWHUSULVHV��

The� paper� is� structured� as� followings.�
Apart� from� the� introduction� and� conclusion,�
the�research�contains�3�main�sections,�namely�
literature� review,� research� methodology,�
¿ndings� and� discussion.� Literature� review�
section� shows� the� research� background� of�
WKH� WZR�PDLQ� DUHDV� RI� OHDGHUVKLS� DQG� VRFLDO�

HQWHUSULVHV� WR� KHOS� UHDGHUV� FRPSUHKHQG� WKH�

current�status�and�the�problems�proposed�in�this�
SDSHU��5HVHDUFK�PHWKRGRORJ\�VHFWLRQ�JLYHV�D�

full�description�of�the�whole�process�in�which�
our� research� is� carried�out.�All� the� collected�
data� are�analyzed�and� the�¿nal�outcome�and�
subjective�explanations�will�be�reported�under�
the�¿ndings�and�discussion�segment.�The�last�
segment�is�our�own�conclusion,�as�well�as�the�
UHFRPPHQGDWLRQV� IRU�DQ�LPSURYHPHQW� LQ� WKH�

leadership�supporting�company’s�performance�
LQ�JHQHUDO���
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2.�LITERATURE�REVIEW
�����/HDGHUVKLS�RYHUYLHZ

During� the� past� 30� years,� leadership� has�
attracted� the� attention� of� most� academic,�
FRPPHUFLDO� DQG� SROLWLF� RUJDQL]DWLRQV��

Actually,� leadership� is� not� a�newly-emerged�
phenomenon� but� has� roots� along� with� the�
GHYHORSPHQW� RI� DQLPDO� SDFNV� DQG� WKHQ�

developed� in� the� human� world.� The� form�
and� characteristics� of� leadership� have� been�
varying� through� various� periods� from� the�
beginning� of� civilization� including� hunter-
gatherer� state,� agricultural,� industrialization�
DQG�LQIRUPDWLRQ�HUD�

Various� scholars� have� de¿ned� this�
WHUPLQRORJ\�LQ�GLIIHUHQW�ZD\V�DQG�SHUVSHFWLYHV��

Some� only� focus� on� the� characteristics� of�
leaders,� while� others� concentrate� more� on�
the� whole� interaction� between� leaders� and�
followers.� The� ¿nal� concept� of� leadership� is�
still�controversial;�however,� there�are�several�
common� agreements� among� them.� First,�
leadership�is�an�interactive�process�occurring�
between� the� leader� and� his/her� followers.�
Second,�the�context�of�leadership�is�in�group,�
whether� large� or� small.� Lastly,� the� ¿nal�
purpose�of�leadership�is�to�achieve�a�common�
goal� or� objective.� In� this� research,� we� will�
accept� the� following� de¿nition:� ‘Leadership�
is�a�process�whereby�an�individual�inÀuences�
a� group�of� individuals� to� achieve� a�common�
goal’�(Northouse,�2003,�p.3)��

The� theories� used� in� this� paper� include�
Trait,� Behavioral,� Situational,� Transactional�
and�Transformational�Theories.�Among�them,�
Trait� theory� focuses� on� investigating� the�
leader’s� characteristics;� Situational� theory�
concentrates� on� the� interaction;� and� the�
RWKHU� WKHRULHV� SD\� DWWHQWLRQ� WR� WKH� OHDGHU¶V�

LQYROYHPHQW� LQ� WKH� LQWHUDFWLRQ� SURFHVV��$V� D�

result,� various� perspectives�may� bring� about�
a�more�complete�conclusion�of� leadership� in�
VHOHFWHG�FRPSDQLHV�

�����5HYLHZ�RI�OHDGHUVKLS�WKHRU\

7UDLW� DSSURDFK� DQG� *UHDW� 0DQ� WKHRU\��

Trait� approach� may� be� considered� as� “one�
of� the� ¿rst� systematic� attempts� to� study�
leadership”�(Northouse,�2003,�p.15).�It�sprang�
from� the� “Great� Man� theory”� written� by�
Thomas� Carlyle� (1849),� which� focused� on�
studying�brilliant�models�of�leaders�in�the�past�
to�summarize�a�generalized�set�of�traits�that�a�
potential�leader�possesses.�Great�Man� theory�
assumes� that� people� are� born� with� inherited�
traits�and�some�of�them�are�particularly�suited�
to� leadership.�As� a� result,� people�who�make�
good� leaders� have� the� right� combination� of�
speci¿c� traits,� which� are� LQWHOOLJHQFH�� VHOI�
con¿dence,� determination,� integrity,� and�
VRFLDELOLW\”�(Northouse,�2005,�p.18).�

%HKDYLRUDO� WKHRULHV� assume� that� leaders�
can�be�made�rather�than�born�and�focuses�on�
what�and�how� leaders�actually�perform.�Two�
of�the�most�remarkable�research�¿ndings�were�
Theory�X�&�Y�by�Douglas�McGregor�(1960)�
and� Managerial� (Leadership)� Grid� by� Blake�
and�Mouton�(early�1960s).�Douglas�McGregor�
(1960)� divided� leader’s� assumptions� and�
behaviors�into�two�main�types,�known�as�Theory�
X�and�Y.�More� speci¿cally,� an�X� leader�will�
work�in�an�autocratic�style,�directing�followers�
to�speci¿c�tasks�and�not�believing�in�the�ability�
of�their�followers.�In�contrast,��Y�leaders�prefers�
participative�style,�which�allows�a�distribution�
of� responsibilities,� empowering� � followers,�
trusting�that�followers�will�take�responsibility�
for�their�jobs�and�perform�to�the�best�of�their�
abilities.� � In� the� early� 1960s� Robert� Blake�
and�Jane�Mouton�developed�a�new�method�of�
evaluating�leadership�in�terms�of�two�speci¿c�
dimensions:� concern� for� People�and� concern�
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for�Production.�The�Production�oriented�leader�
cares� about� task� accomplishment� including�
regulations�to�foster�productivity,�new�product�
development� projects,� revenue� increase� etc.�
The� People�oriented� leader�pays�attention� to�
employees,�advancement�of�commitment,�and�
VRFLDO�UHODWLRQV�DPRQJ�HPSOR\HHV��

6LWXDWLRQDO� OHDGHUVKLS�� Some� scholars�
believe� that� there� is� no� unique� leadership�
characteristic�or�style�that�will�be�effective�in�
all�situations.�As�a�result,�situational�leadership�
has�moved�to�the�forefront�of�research�studies,�
with� the� assumption� that� the� best� action� of�
a� leader� depends� on� a� range� of� situational�
factors.�One�of�the�most�well-known�theories�
that� have� been� used� in� organizational�
OHDGHUVKLS� WUDLQLQJ� DQG� GHYHORSPHQW� LV� WKH�

Hersey-Blanchard�Model� (1969).�The� theory�
GLYLGHV� WKH� GHYHORSPHQW� RI� IROORZHUV� LQWR�

four� (4)� types,� which� match� with� four� (4)�
GLIIHUHQW�OHDGHUVKLS�VW\OHV��/HDGHUVKLS�VW\OH�LV�

assessed� based� on� two�dimensions:�directive�
and� supportive� behaviors� from� leaders�
towards� followers.� Directive� behaviors� can�
be�comprehended�as�one-way�communication�
and� strict� supervision� of� timeline� and�
performance.�In�contrast,�supportive�behaviors�
consist� of� two-way� communication,� leaders’�
support�and�motivation�for�followers�as�well�
DV�WKH�OHDGHU¶V�DWWHPSW�WR�LQYROYH�IROORZHU�LQ�

decision-making�process.�
7UDQVDFWLRQDO� WKHRU\� LV� PRVW� FRPPRQO\�

used� method� of� management� of� employees�
in� organizations.� This� theory� was� ¿rst�
developed� by�Max�Weber� in� 1947,� and� then�
by� Bernard� M.� Bass� in� 1981.� Transactional�
theory� describes� leadership� as� a� process� by�
ZKLFK� OHDGHUV� PRWLYDWH� DQG� GLUHFW� IROORZHUV�

based� on� the� self-interest� of� followers�
(Kuhnert� &� Lewis,� 1987).� In� transactional�
leadership�assumptions,�people�are�motivated�

by� reward� and� punishment,� and� what� they�
need� to�do� is� to�meet� the�expected�outcome.�
Transactional� theory� is� de¿ned� by� two�main�
dimensions,�including�FRQWLQJHQW� UHZDUG� DQG�
PDQDJHPHQW�E\�H[FHSWLRQ��&RQWLQJHQW�UHZDUG�

refers� to� an� exchange� process� between� the�
goals�or�objectives�set�by�the�leaders�and�the�
bene¿ts� enjoyed� by� followers�when� the� task�
is�completed�in�a�timely�and�ef¿cient�manner.�
A� leader� who� has� active� management-by-
exception� style�will� supervise� the� employees�
closely� for� mistakes� or� rule� violations� and�
take�immediate�corrective�action.�In�contrast,�
a� passive� management-by-exception� leader�
intervenes�only�after�standards�have�not�been�
met�or�problems�have�arisen�(Northouse,�2003).�
In� the� spectrum� of� transactional� leadership,�
contingent� reward� is� the� best� method,� and�
passive�management-by-exception�is�regarded�
DV�WKH�PRVW�LQHIIHFWLYH�RQH���

7UDQVIRUPDWLRQDO�WKHRU\��7UDQVIRUPDWLRQDO�

leadership�style,�developed�by�James�M.�Burns�
(1978),� is� often� compared� with� the� above�
WUDQVDFWLRQDO� WKHRU\� DQG� FRQVLGHUHG� D� PRUH�

HIIHFWLYH�PHWKRG��7UDQVIRUPDWLRQDO�OHDGHUVKLS�

refers�to�the�process�whereby�a�leader�engages�
ZLWK� IROORZHUV� DQG� FUHDWHV� D� FRQQHFWLRQ� WKDW�

UDLVHV�WKH�OHYHO�RI�PRWLYDWLRQ�DQG�PRUDOLW\�LQ�

both� the� leader� and� the� follower� (Northouse,�
2003).� There� are� four� main� factors� creating�
D� WUDQVIRUPDWLRQDO� VW\OH�� idealized� inÀuence,�
LQVSLUDWLRQDO� PRWLYDWLRQ�� LQWHOOHFWXDO�

VWLPXODWLRQ�DQG� LQGLYLGXDOL]HG� FRQVLGHUDWLRQ��

More�speci¿cally,�the�leader�having�LGHDOL]HG�
inÀuence�is�extremely�reliable�and�becomes�a�
model� that� followers� wish� to� be� around� and�
LPLWDWH�� ,QVSLUDWLRQDO� PRWLYDWLRQ� focuses� on�
the� leaders’� abilities� to� encourage� followers�
to� devote� voluntarily� and� enthusiastically� to�
the�common�objectives�and�interests.�Besides,�
LQWHOOHFWXDO�VWLPXODWLRQ�PHDQV�WKDW�WKH�OHDGHUV�
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are�capable�of�inspiring�followers�to�think�out�
of� the� box� and� ¿nd� innovative� solutions� to�
problems.�Last�but�not�least,�leaders�still�have�
LQGLYLGXDOL]HG� FRQVLGHUDWLRQ,� which� means�
they�care�about� the�employees�on�a�personal�
level,� try� to� understand� their� needs,� ensure�
fair�and�equitable�returns�and�be�supportive�of�
WKHLU�FKRLFHV��

�����/LWHUDWXUH�UHYLHZ�RI�VRFLDO�HQWHUSULVH�

The� term� “Social� Entrepreneur”� ¿rst�
appeared�in�the�1960s�and�1970s�and�became�
popular� in� the� 1980s� and� 1990s,� promoted�
by� Bill� Drayton� the� founder� of� Ashoka:�
Innovators�for�the�Public,�and�others�such�as�
Charles�Leadbeater.�As�de¿ned�on�the�of¿cial�
website� of� Ashoka:� ’6RFLDO� HQWUHSUHQHXUV�
GULYH� VRFLDO� LQQRYDWLRQ� DQG� WUDQVIRUPDWLRQ�

in�various�¿elds�including�education,�health,�
HQYLURQPHQW� DQG� HQWHUSULVH� GHYHORSPHQW��

7KH\� SXUVXH� SRYHUW\� DOOHYLDWLRQ� JRDOV� ZLWK�

HQWUHSUHQHXULDO�]HDO��EXVLQHVV�PHWKRGV�DQG�WKH�

FRXUDJH�WR�LQQRYDWH�DQG�RYHUFRPH�WUDGLWLRQDO�

SUDFWLFHV�� $� VRFLDO� HQWUHSUHQHXU�� VLPLODU� WR�

D� EXVLQHVV� HQWUHSUHQHXU�� EXLOGV� VWURQJ� DQG�

VXVWDLQDEOH� RUJDQL]DWLRQV�� ZKLFK� DUH� HLWKHU�

set�up�as�not-for-pro¿ts�or�companies’.
BrieÀy�summarized,�social�entrepreneur�is�

a�great� combination�of�economic�and�social/�
environmental� values.�Optimizing�pro¿t,� not�
maximizing,� becomes� the� critical� task� for�
D� VRFLDO� HQWHUSULVH¶V� PDQDJHU�� ,W� SURSRVHV�

WKDW� FRPSDQLHV� GR� QRW� FKDVH� WKH� HFRQRPLF�

bene¿ts�alone,�but�rather�try�to�solve�the�social�
issues� and� bring� about�welfare� reform� to� as�
many� stakeholders� as� possible.� Nowadays,�
economists� classify� Social� Entrepreneur�
models�into�three�main�below�types.

6WUHQJWKV� DQG� REVWDFOHV� RI� VRFLDO�

HQWUHSUHQHXU:� As� its� premium� duty� is� to�
create�a�better�society�and�environment,�social�
entrepreneur� takes� a� variety� of� priorities�
over� traditional� business� entrepreneur�
including� tax� rate,� administrative� procedure,�
sales� and� marketing� advantages.� Moreover,�
because� the�most� important� task� of� a� social�
enterprise� is� to� bene¿t� the� society,� social�
entrepreneur� organizations� often� obtains�
more�¿nancial� and� non-¿nancial� support� for�

Table�1:�Classi¿cation�of�social�enterprises

�Leveraged�non-pro¿t�
YHQWXUHV

Hybrid�non-pro¿t�ventures 6RFLDO�EXVLQHVV�YHQWXUHV

•� non-pro¿t�Drive�the�adoption�
RI� DQ� LQQRYDWLRQ� WKDW�DGGUHVVHV�

a�market�or�government�failure.�

•� Continuously� depend� on�
outside�philanthropic�funding

•�non-pro¿t,�but� include� some�
degree�of�cost-recovery�

•�Set� up� several� legal� entities�
WR�DFFRPPRGDWH�WKH�HDUQLQJ�RI�

an� income� and� the� charitable�
expenditures.

•� Mobilize� other� sources� of�
funding�from�the�public�and/or�
philanthropic� sectors.� (grants�
or�loans,�quasi-equity)

•�For-pro¿t�and�provide�a�social�or�
ecological�product�or�service.�

•�Optimize,�not�maximize�¿nancial�
returns�for�shareholders

•��Seek�investors�who�are�interested�
in�combining�¿nancial�and� social�
returns�on�their�investments.

6RXUFH��6FKZDE�)RXQGDWLRQ�IRU�6RFLDO�(QWUHSUHQHXUVKLS�:HEVLWH��UHWULHYHG�$XJXVW�����
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This� paper� selects� 4� out� of� 165.500�
companies� (CIEM,� BC,� and� CSIP,� 2012)�
belonging� to� different� industrial� sectors�
intentionally,� so� the� similarities� between� a�
service� and� a� manufacturing� company� are�
PRUH� UHSUHVHQWDWLYH� WKDQ� WKH� VLPLODULWLHV�

between� two� companies� from� the� same�
industrial�sectors.�If�both�enterprises�in�social�
or�pro¿t-oriented�groups�provide�service,�the�
differences�between�the�two�groups�may�result�
from� the� dissimilarities� between� service� and�
manufacturing,�instead�of�social�and�for-pro¿t�
purposes,� and� vice� versa.� Accordingly,� the�
case�study�error�may�be�reduced�and�become�
PRUH�UHSUHVHQWDWLYH�DQG�SUHFLVH���

������6RFLDO�HQWHUSULVHV

3.2.1.1.�Firm�B1

)LUP� %�� has� been� producing� and�
distributing� clean� coal� OXI,� which� is�
detoxi¿ed� and� can� catch� ¿re� quickly.� It� is�

a� new� type� of� fuel�which� replaces� ordinary�
beehive�coal.�When�oxy�is�burnt,�it�releases�
no�odor,� smoke�and�emissions�of�CO

�
,�NO

�
,�

and�SO
��
LQWR�WKH�DWPRVSKHUH��7KH�PLVVLRQV�LV�

to� (i)� fully� develop� the�model� of� clean-coal�
production� which� helps� reduce� more� than�
90%�of�emissions�harmful�to�the�environment;�
(ii)�protect�health�of�beehive�coal�consumers�
in� Hanoi;� and� (iii)� create� jobs� for� poor�
immigrants�in�Hanoi�()LUP�%��report,�2014).��

)LUP� %�� is� considered� a� social� business�
venture� because� although� it� is� a� for-pro¿t�
company,�however,�it�does�not�aim�to�maximize�
pro¿t� but� optimize� the� social� value� brought�
about�to�the�society�through�improving�health�
and� environment,� supporting� low-income�
SHRSOH�WR�JHW�DFFHVV�WR�FOHDQ�FRDO�ZLWK�FKHDSHU�

price,�and�creating�jobs�for�poor�people.�Our�
interviews� were� separately� conducted� with�
Ms.� Nguyen� Thi� H.� –� the� director� of� the�
company�and�Mr.�Pham�Thanh�B.,�a�10-month�

the� organization.� Social� entrepreneur� also�
faces� many� dif¿culties� such� as� high� cost,�
¿nancial� dependence� on� donors� and� lack� of�
FRPPLWPHQW�IURP�HPSOR\HHV�

���5(6($5&+�0(7+2'2/2*<

�����4XDOLWDWLYH�DSSURDFK

7KLV�UHVHDUFK�ZLOO�LQYHVWLJDWH�OHDGHUVKLS�LQ�

typical�case�studies,�which�are�representative�
of�both�for-pro¿t�and�non-pro¿t�companies�in�
Vietnam.�Although� case� study� methodology�
accepts� both� qualitative� and� quantitative�
research,�we�use�qualitative�approach�to�study�
leadership� in�each�enterprise.�Due� to� limited�

capacity,� in� each� company,� only� one� leader�
and� one� subordinate� are� accessed.� In-depth�
LQWHUYLHZ� LV�FKRVHQ� WR� LQYHVWLJDWH� OHDGHUVKLS�

VW\OH�LQ����VHOHFWHG�FRPSDQLHV�

�����6HOHFWHG�FRPSDQLHV

In� each�of� the� two�groups� social� and�for-
pro¿t� companies,� we� selected� one� service�
and� one� manufacturing� company� listed� in�
the� following� table.� The� four� case� studies�
are� chosen� in� order� to� maintain� the� balance�
between�manufacturing�and�service,�between�
social� enterprises� and� pro¿t-oriented� ¿rms,�
and�a�similarity�in�¿rm�size.

7DEOH����/LVW�RI�VHOHFWHG�LQWHUYLHZHG�FRPSDQLHV

6RFLDO�HQWHUSULVHV Pro¿t-Oriented�Enterprises

6HUYLFH� )LUP�$� )LUP�$�

0DQXIDFWXULQJ� )LUP�%� )LUP�%�
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intern� specializing� in� marketing� and� fund-
raising�¿eld.

���������)LUP�$�

)LUP�$��is�the�idea�of�Centre�for�Education�
Promotion� and� Empowerment� for� Women�
(Vietnam)� and� Community� and� Social�
Development� Project� (CSDP).� It� of¿cially�
started�in�January�2014�and�has�attracted�over�
100�voluntaries�(about�25�long-time�volunteers�
since�June�2013�till�now).

)LUP�$�� is� in� the� form� of� a� hybrid� non-
pro¿t� venture.� The� organization’s� activities�
include� (i)� providing� usable� goods�with� low�
price,� dedicated� service� for� low-income�
and� vulnerable� people,� (ii)� providing� legal�
consultancy�service�to�people�in�the�vulnerable�
group� and� scholarships� for� female� children�
and� students,� and� (iii)�maintaining� voluntary�
movement� and� charitable� support� for� the�
development�of�both�community�and�Firm�A1�
itself�()LUP�$��pro¿le,�2014).�

Our� interviews�were� separately�conducted�
with�Ms.�Nguyen�Thanh�P.,�one�of� three�co-
founders� of�Firm�A1,�and�Ms.�Nguyen�Kieu�
L.,� one� of� the� ¿rst� volunteers�who� has� been�
working�for�Firm�A1�since�June�2013�till�now.

3.2.2.�Pro¿t-oriented�enterprises�

3.2.2.1.�Firm�B2�

)LUP� %�� is� a� manufacturing� and� service�
company� operating� in� pharmaceutical�
industry.�)LUP�%��has�massive�lines�of�business�
specializing� in� producing,� trading,� importing�
and�exporting�medicines,�pharmaceutical�and�
chemical�materials,� cosmetics,� essential� oils,�
facilities�and�packages�used�in�pharmaceutical�
business.� The� company’s� motto� is� ³$OO� IRU�
KXPDQ�KHDOWK�DQG�EHDXW\´�()LUP�%��pro¿le,�
2014).

The�interviewee�is�Mrs.�Nguyen�Kim�C.,�the�
Manager� of� Import� and� Export� Department,�
RQH� RI� WKH�PRVW� LPSRUWDQW� SDUWV� LQ�)LUP�%��

and� a�member�of� this�department� (who�does�
not�want�her/his�name�to�be�mentioned�in�this�
research).�This�department� is� responsible� for�
importing�both�raw�materials�and�¿nal�goods,�
and� exporting� to� foreign� markets� such� as�
Myanmar�and�Russia.

���������)LUP�$�

)LUP� $�� LV� D� SULYDWH� VHUYLFH� FRPSDQ\�

offering�consulting�services�for�infrastructure�
development�projects.�The�of¿cial�website� is�
ZZZ�LDFYLHWQDP�FRP.� It�was� set� up� in� 2012�
by� Mr.� Nguyen� Van� T.� and� currently� the�
FRPSDQ\�LV�RSHUDWLQJ�ZLWK�RYHU����VSHFLDOLVWV�

in�consultancy.��
With� the� orientation� of� “Sustainable�

development”,� )LUP� $�� focuses� on� various�
projects� in� the� ¿elds� of� Environment� -�
Economics� -� Sociology.� The�main� packages�
specialize�in�consultancy�in�social�development,�
environmental� management,� project�
management�and�capacity�building,�construction�
engineering,�brokerage�and�auction�of�real�estate�
and� land�use� rights.�)LUP�$�� VWDII� FRQVLVWV� RI�
VSHFLDOLVWV�ZKR�KDYH�PDQ\�\HDUV�RI�H[SHULHQFH�

in� development� of� projects,� especially� ODA�
funded� projects� throughout� the� country� and�
undertakes� international� cooperation� in�
compliance�with� its� functions� and� duties.�The�
mission�of�the�company�is�to�provide�customers�
with�the�best�service�and�perform�assignments�
ZLWK� WKH�KLJKHVW� VWDQGDUGV�RI�SURIHVVLRQDO� DQG�

ethical�competence�()LUP�$��pro¿le,�2014).
The� interviewees�are�Mr.�Nguyen�Van�T.,�

the�director�of�the�company�and�Ms.�Nguyen�
Thi�Ngoc�A.,� the� Head� of�Resettlement� and�
Social� Development� Department,� who� has�
been�working�with�Mr.�T.�since�2006.�
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�����5HVHDUFK�GHVLJQ

This� case� study� research� includes� 04�
companies� dividing� into� 02� groups:� social�
enterprises�(02�¿rms)�and�for-pro¿t�companies�
(02� ¿rms).� In� each� company,� as� mentioned�
above,� we� carry� out� the� interview� with� a�
OHDGHU�DQG�D�IROORZHU�ZRUNLQJ�LQ�DQ�LPSRUWDQW�

department.� The� purpose� is� to� discover� the�
OHDGHUVKLS�VW\OH�DQG�SURFHVV�IURP�WKH�YLHZSRLQW�

of�both�leaders�and�non-leaders.�The�in-depth�
interview�takes�place�in�about�40�minutes�and�
is�a�one-to-one,�open�and�sharing�talk�instead�
of�an�ask-and-answer�interview.�The�purpose�
of�using�in-depth�one-to-one�interview�instead�
of�group�interview�is�to�get�a�deep�and�correct�
LQVLJKW�RI�WKH�SHUVRQDOLW\�DV�ZHOO�DV�OHDGHUVKLS�

style�from�both�the�leader’s�and�the�follower’s�
perspective.�Group�Interviews�were�not�chosen�
due�to�the�concern�that�employees�would�not�
have�felt�free�to�share�their�precise�evaluation�
RI�WKHLU�OHDGHU�LQ�KLV�KHU�SUHVHQFH����

�������4XHVWLRQQDLUH

Due�to�the�fact�that�leadership�¿eld�has�various�
theories,�each�of�which�has�its�own�assumptions��
and�contributes�some�understanding�to�the�big�
de¿nition�of�leadership,�� the�questions�used�in�
the�research�questionnaire�will�be�divided�into�
4� main� parts� representing� trait,� behavioral,�
situational� and� transactional-transformational�
theories,�respectively.

7KH�PDLQ� FRQWHQW� LQ� HDFK� WKHRU\�GLVSOD\V�

the�purpose�of�speci¿c�component�questions.�
By� answering� component� questions,� we� can�
draw�conclusion�about�the�characteristics�and�
W\SHV� RI� OHDGHUVKLS� VW\OH� WKDW� HDFK� FRPSDQ\�

identi¿es� with.� This� questionnaire� is� based�
on� the� format� of� leadership� questionnaire� in�
Leadership�Theory� and� Practice� by� Peter� G.�
Northouse� (2003).� However,� as� this� paper�
uses� qualitative� methodology,� the� speci¿c�

interviewing� questions� are� modi¿ed� into�
indirect� questions� instead� of� quantitative�
statements�used�in�the�original�version.

Because� of� the� qualitative� method� and�
the�sensitive�topic,�the�most� important�factor�
that� affects� the� quality� and� precision� of� the�
LQWHUYLHZHHV¶�DQVZHUV�LV�KRZ�WR�DYRLG�OHDGLQJ�

questions.�The� technique�of� creating� indirect�
questions�is�very�signi¿cant.�For�example,�the�
¿rst�part�of�the�questionnaire�is�to�discover�the�
trait� of� the� leader.� The� ¿rst� question� should�
be� “May� you� give�me� a� description� of� your�
personalities,� not� only� in� work� environment�
but� also� in� daily� life?”� which� is� open� and�
unlimited,� so� the� interviewees� have� to� think�
broader� and� give� their� own� answers.� For�
instance,� they� say:� “I� am� self-con¿dence,�
determined� and� friendly”.�However,� chances�
are� that� the� leader� may� make� up� positive�
characteristics�to�create�a�better�¿nal�result�or�
conclusion,�so�indirect�questions�are�necessary�
WR� YHULI\� WKH� LQIRUPDWLRQ�� ,I� WKH� VWDWHPHQW�

“persistent”� needs� evaluating,� interviewees�
will�be�asked�to�talk�about�several�other�topics�
that� make� them� distract� from� the� previous�
DQVZHU� ³,� am� persistent”.� And� then,� the�
indirect� question:� “Have� you� ever� changed�
your�mind�after�listening�to�the�idea�proposed�
by�your�colleagues?�If�yes,�how�often�do�you?”�
is�made.�The�responses�of�these�questions�will�
KHOS�YHULI\�WKH�HDUOLHU�GDWD�

In� brief,� the� key� point� in� this� research�
questionnaire�is�using�LQGLUHFW�TXHVWLRQV�WR�DVN�RU�
verify�information.�The�interviewees�should�not�
be�aware�of�the�core�purpose�in�each�question,�
because�if�they�know�clearly,�it�is�possible�that�
they�will�manipulate�the�answer.

�����'DWD�FROOHFWLRQ�	�DQDO\VLV

7KH�GDWD�DUH�DQDO\]HG�LQ�D�SURFHVV�RI����VWHSV��

First,�we� analyze� the� answers� of� interviewees�
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to� get� a� conclusion� of� the� features� and� styles�
of� the� leadership� in� each� company.� Second,�
enterprises� in� different� groups� are� compared�
DQG�GLVVLPLODULWLHV�DUH�H[SODLQHG�VR�WKDW�GHHSHU�

insight�may� be� comprehended.� In� the� second�
step,�we� try� to� get� following� information:� (1)�
7KH� FRPPRQ� FKDUDFWHULVWLFV� LQ� OHDGHUVKLS�

between�02�social�enterprises;�(2)�The�common�
characteristics� in� leadership� between� 02� for-
pro¿t�companies;�(3)�especially,�the�differences�
in� leadership� between� social� enterprise� group�
and� for-pro¿t� group� by� comparing� the� result�
drawn�from�the�previous�parts.�

���),1',1*6�$1'�',6&866,21

����� 5HVXOWV� DERXW� OHDGHUVKLS� LQ� HDFK�

FRPSDQ\�

�������)LUP�%�

�7UDLW�WKHRU\

About� the� personality� of� Ms.� H.,� she�
LV� HQWKXVLDVWLF�� RXWVSRNHQ�� UHVSRQVLEOH��

GHWHUPLQHG� DQG� SHUVLVWHQW.� (Both� Ms.� H.�
and�Mr.�B.�agree�about�those�characteristics).�
Besides,�she�is�quite�self–con¿dent,�especially�
in� her� coal� major� because� her� knowledge�
in� coal� production� is� excellent.� In� normal�
life,� although�Mr.�B.� said:� ‘She� is�very� self-
con¿dent�when�talking�to�employees,�but�not�
really�comfortable�when�being�interviewed�on�
TV’,�this�does�not�mean�that�she�is�not�a�self-
con¿dent�and�self-assured�person.�At�the�same�
time,� she� is� very� FDULQJ� DQG� V\PSDWKHWLF�
person.�She�wants�to�be�close�to�her�employees,�
VR�ZH�WKLQN�VKH�LV�RXWJRLQJ�DQG�IULHQGO\��$V�

a�result,�although�she�is�KRW�WHPSHUHG,�she�is�
VWLOO�D�FORVH�OHDGHU.�(Both�Mr.�B.�and�Ms.�H.�
kept� repeating� about� making� the� company� a�
family�and�being�close�to�employees.)�
�%HKDYLRUDO�WKHRU\

About�task�aspect,�she�directs�her�employees�
quite� carefully� (as� she� responded:� “I� trained�

them�how� to�work�and�evaluate�their� ability.�
My�company�also�has�a�regulation,�which�I�ask�
them�to�read�carefully�before�starting�the�job”).�
She�really�cares�about�the�quality�of�working�
DQG�ZDQWV�HPSOR\HHV�WR�PHHW�WKHVH�VWDQGDUGV�

(as�Mr.�B.�said:�“She�shouts�at�employees,�but�
in�a�constructive�way”).�

About� relationship� aspect,� she� focuses� on�
people� and� relationship� among� colleagues.�
(Both� of� them� agree� that� she� is� caring� and�
everyone� loves� her).� She� also� respects� her�
subordinates�and�wants�to�create�a�warm�and�
fair� working� atmosphere� by� holding� extra�
HYHQWV� VHYHUDO� WLPHV� SHU� \HDU� DQG� WUHDWLQJ�

everyone�equally.�
In� conclusion,� she� has� WHDP�PDQDJHPHQW�

VW\OH�because� she� focuses� both�on� people� and�
tasks.�She�cares�about�her�employees�and�creates�
D�JRRG�ZRUNLQJ�HQYLURQPHQW� IRU� WKHP��$W� WKH�

same�time,�she�wants�good�quality�of�working�
DQG�FULWLFL]HV�HPSOR\HHV�LI�WKH\�PDNH�PLVWDNHV�

in� a�constructive�way.� Employees� like�her,� so�
that�means�they�are�not�overloaded�by�work.

About�Theory�X�and�Y,�Ms.�H.�puts�it:�
&RDO�SURFHVVLQJ�LV�D�YHU\�KDUG�MRE��7KHUHIRUH��

P\�HPSOR\HHV�PXVW�EH�YHU\�KDUG�ZRUNLQJ�DQG�

HQWKXVLDVWLF��7KH\�DUH�DOVR�SRRU�� VR�WKH\�RIWHQ�

WU\�WKHLU�EHVW�WR�UHDFK�KLJK�SURGXFWLYLW\��ZKLFK�LV�

EHWWHU�IRU�WKHPVHOYHV�DQG�IRU�WKH�FRPSDQ\��7KH\�

DUH�QRW�D� OD]\�W\SH��EHFDXVH�OD]\�SHRSOH�PLQG�

WRXFKLQJ�GLUW\�VWXII��ZKLOH�FRDO�LV�GLUW\�

This� reÀects� clearly� her� <� W\SH,� who�
has� trust� in� the� ability� and� responsibility�
of� the� followers� and� tries� to� support� their�
GHYHORSPHQW�

�6LWXDWLRQDO�OHDGHUVKLS

As� both�Mr.�B.� and�Ms.�H.� chose�D,�We�
think� that� Ms.� H.� is� not� good� at� adapting�
to� proper� leading� style.� In� that� case,� the�
employee�is�very�competent,�experienced�and�
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motivated,�so�he� is� type�D4.�She� should�use�
S4�–�delegating�style� to� treat�him.�However,�
Ms.�H.�used�option�D�(coaching),�which�is�not�
DSSURSULDWH�

From�the�situation,�we�can�see�that�Mr.�H.�
respects�the�employees,�but�she�is�too�careful,�
VR�VKH�GRHV�QRW�ZDQW�PLVWDNHV�WR�KDSSHQ��7KLV�

ZLOO� OHDG� WR� KHU� RYHUUHDFWLRQ� LQ� VRPH� FDVHV��

In�conclusion,�according�to�situational�theory,�
Ms.�H.�is�not�an�effective�leader.
� 7UDQVDFWLRQDO� ±� 7UDQVIRUPDWLRQDO�

OHDGHUVKLS

Ms.�H.�is�in�the�PLGGOH�RI�WUDQVIRUPDWLRQDO�

DQG� WUDQVDFWLRQDO� OHYHO.� She� knows� how�
to� combine� ¿nancial� rewards� and� bonus� to�
motivate� employees,� but� at� the� same� time,�
being�close�to�subordinates�to�understand�their�
problems�and�trying�to�support�them.�She�also�
receives� respect� and� love� from� followers,�
and� helps� them�understand� the�vision� of� the�
company.� However,� the� idealized� inÀuence�
and� intellectual� stimulation� is� not� reÀected�
FOHDUO\�LQ�WKH�FRPSDQ\�

As� a� result,� she� is� at� a� higher� level� than�
transactional� leadership,� but� hasn’t� touched�
WUDQVIRUPDWLRQDO�\HW�

�������)LUP�$�

�7UDLW�WKHRU\

Ms.� P.� is� a� IULHQGO\�� RXWJRLQJ� EXW� KRW�
WHPSHUHG� DQG� VWUDLJKWIRUZDUG� leader.� She�
balances� a� warm� but� respected� relationship�
with�volunteers.�She�is�also�determined,�which�
helps�her�to�set�up�and�maintain�Firm�A1.�She�
describes� herself� as� a� quite� self-con¿dent�
person,� especially� when� talking� about� her�
specialized�major.�However,� she� is� not� self-
assured�to�discuss�in�public�what�she�is�not�a�
master�of.�She� is� aware�of�her� strengths�and�
weaknesses,� and� knows� when� and� where� to�
show�her�abilities�and�knowledge.�

Both� interviewees� share� the� opinion� that�
Ms.� P.� is� very� VLQFHUH� DQG� WUXVWZRUWK\��
Besides� being� responsible� for� her� tasks,� she�
is�close�to�volunteers,�shares�experiences�and�
listens� to� their� ideas.�She� also�wants� to�help�
WKHP�WR�GHYHORS�WKHPVHOYHV��

�%HKDYLRUDO�7KHRU\

About� task� aspect,� she� has� high� demand�
for� the� quality� of� work� and� the� attitude� of�
volunteers.� As� a� leader,� when� she� assigns�
tasks�to�followers,�she�tells�them�the�purpose�
and�requirements�and�then�let�them�do�on�their�
own.� She� also� lets� them� determine� timeline�
or�deadline,� and�sometimes�ask�them� if� they�
have�problems�and�need�her�support.�

About� relationship� aspect,� as� she� is� very�
sincere�and�friendly,�she�receives� the�respect�
and� love� from�other�volunteers.�At� the� same�
time,� she� pays� attention� to� her� volunteers’�
self-development,� and� willingly� shares� her�
experience�with�them.�When�volunteers�make�
mistakes,� she�criticizes� in�a�constructive�and�
gentle�way,�which�helps�them�understand�the�
problems�and�know�how�to�resolve�it.�She�also�
treats�people� fairly�and�equitably.�Combined�
these� two� above� aspects�with� the� evaluation�
of� Ms.� L.� (nearly� 9-9),� Ms.� P.� is� a� Team�
Management� Leader� (9-9).� She� focuses� on�
work,� but�not�by� forcing�volunteers� to�work�
or�putting�them�under�pressure.�She�motivates�
and� helps� them�realize� the�value�of�working�
(self-development� and� growth� potential),�
so�the�volunteers�will�work�eagerly�and�as�a�
result,�their�productivity�will�be�improved.

About�Theory� X� and�Y,� she� belongs� to�<�
W\SHV,�because�she�highly�values�her�volunteers’�
ability�as�Ms.�L.�shared:�“She�highly�appreciates�
our� abilities� and� gives� us� freedom� to� be�
ourselves.�She�just�tells�us� some� requirements�
in� advance� and� provides� feedback� comments�
later.�I�feel�respected�and�trusted”.
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In�conclusion,�Ms.�P.�is�a�WHDP�PDQDJHPHQW�

OHDGHU�������in�Managerial�Grid�and�W\SH�<�LQ�
Theory�X�&�Theory�Y.

�6LWXDWLRQDO�7KHRU\

In� both� situations,� Ms.� P.� chose� the� right�
method� of� leading.� In� the� ¿rst� one,� as� the�
employee� is� very� competent� and� motivated,�
VKH�RQO\�DVVLJQHG�KLP�WKH�WDVN�DQG�OHW�KLP�GR�LW�

alone.�In�the�second�situation,�she�knows�that�
her�employee�is�motivated�but�low�in�abilities�
and� knowledge,� so� she� chose� to� direct� her�
carefully�and�frequently�check�the�work�Àow.�

These�stories�con¿rm�again�how�effectively�
Ms.� P.� handles� different� situation.� Based� on�
the�development� level�of�volunteers,�she�can�
vary� her� leading� style� between� GHOHJDWLQJ�
(the�case�of�PR�head)�and�GLUHFWLQJ�(the�case�
of�Ms.�L.).

In� conclusion,� we� regard� Ms.� P.� as� an�
effective�leader�based�on�Situational�theory.�

�7UDQVDFWLRQDO�±�7UDQVIRUPDWLRQDO�7KHRU\

About� idealized� inÀuence,�Ms.� P.� does� not�
succeed� in� uniting�)LUP�$�¶V� YLVLRQ� ZLWK� WKH�
reason�why�those�current�volunteers�are�working�
for�this�organization.�Ms.�P.�is�a�good�model�that�
most� of� the� volunteers� respect� because� she� is�
experienced,�friendly�and�good�at�leading.�

About�inspirational�motivation,�Ms.�L.�also�
VKDUHG��³0V��3��LQIRUPHG�XV�RI�WKH�YLVLRQ��EXW�

QRW� UHDOO\�PDGH� XV� LQWHUHVWHG� LQ� WKDW� YLVLRQ��

7KH�UHDVRQ�ZK\�ZH�VWLFN�WR�)LUP�$�� LV�PRUH�

DERXW� WKH� GHYHORSPHQW� RI� RXUVHOYHV´��ZKLFK�

means�the�personal�interest,�is�still�higher�than�
the�common�interest,�or�those�volunteers�may�
stop� their� commitment�when� they� ¿nd�)LUP�
$�� no� longer� contributes� to� the� success� of�
their� future� career.� Therefore,� Ms.� P.� is� not�
successful� in� inÀuencing� her� subordinates�

WRZDUGV�D�FRPPRQ�LQWHUHVW�

However,�Ms.�P.�is�good�at�individualized�
consideration,� which� is� reÀected� through�
KHU� DWWHQWLYHQHVV� WR� VRPH� VK\� DQG� UHVHUYHG�

individuals� in� the�organization.� Information�
about� intellectual� stimulation� is� not� clear�
enough,�so�I�cannot�draw�any�conclusion�for�
WKDW��

To� sum� up,� Ms.� P.� has� only� 1� out� of� 4�
requirements�for�transformational�leadership.

About�transactional�leadership,�she�is�good�
at� creating� contingent� rewards� to� encourage�
volunteers.� It� is� because� of� the� rewards� and�
desire�to�express�their�abilities�that�Firm�A1’s�
volunteers� continue� to� be� committed� to� its�
activities.��As�a�result,�we�regard�Ms.�P.�leading�
VW\OH� IDOOV� LQ� WKH� PLG�SRVLWLRQ� EHWZHHQ�

WUDQVDFWLRQDO� DQG� WUDQVIRUPDWLRQDO�

OHDGHUVKLS�FRQWLQXXP�VSHFWUXP�

������)LUP�$�

�7UDLW�WKHRU\

Mr.� T.� exhibits� almost� ideal� leadership�
WUDLWV�PRGHO��+H�LV�HQWKXVLDVWLF��UHVSRQVLEOH�

DQG�YHU\�IULHQGO\.�He�is�also�described�as�a�
very�self-con¿dent�leader�who�Ms.�Ngoc�A.�
rates�9.5/10�in�her�own�scale.�His�self-assured�
and�con¿dent�traits�result�from�his�DGYDQFHG�
NQRZOHGJH�DQG�H[SHULHQFH�in�sociology�-his�
current� major.� Mr.� T.� receives� admiration�
from� his� colleagues� for� his� UHOLDELOLW\�

DQG� WUXVWZRUWKLQHVV�� +H� DOVR� ZHOFRPHV�

WUDQVSDUHQF\�DQG�HTXDOLW\,�which�provides�
LQVLJKW� LQWR�KLV�HWKLFDO� leadership�behavior.�
About� his� sociability,� he� explained� the�
reasons� behind� his� friendliness� as:� “I� want�
to� be� a� leader� that� people� respect� because�
of� my� ability� and� personality,� not� because�
of� my� position.”� Mr.� T.� also� has� strong�
GHWHUPLQDWLRQ� in� achieving� his� objectives.�
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However,�he�also�has�a�weakness.�Ms.�Ngoc�
A.� shared:� “[…]� he� is� quite� LQGHFLVLYH,�
HVSHFLDOO\� ZKHQ� LPSRUWDQW� GHFLVLRQV� QHHG�

to�be�made”.�”This�shortcoming�can�prevent�
him�from�making�decisions�in�an�expeditious�
PDQQHU�ZKHQ�QHFHVVDU\���

In� conclusion,� Mr.� T.� must� be� a� very�
QLFH�SHUVRQ� LQGHHG� WR�UHFHLYH� VR�PDQ\�JRRG�

compliments�from�his�colleagues.

�%HKDYLRUDO�WKHRU\

About�task�aspect,�he�has�his�own�special�
VW\OH�RI�WUDLQLQJ�DQG�GLUHFWLQJ�KLV�HPSOR\HHV��

Even� with� newly� recruited� employees,� he�
does� not� want� to� guide� them� speci¿cally.�
Instead,� he� gives� them� a� task� and� let� them�
do� it� alone.�And� if� the� subordinates� fail� to�
meet� the� deadline,� he� can� still� control� the�
outcome� by� the� fact� that� “I� always� keep� a�
proper�amount�of�time�for�me�to�check�or�¿x�
it,�so�if�they�miss�the�deadline�I�give�or�have�
problems,� I� can�do� it�myself”.�The�purpose�
of� his� behavior� is� to� help� subordinates�
develop�their�own�capabilities�and�learn�from�
true� experience.� In� brief,� he� does� not� pay�
attention�much� to�his� employees’� achieving�
WKH�RUJDQL]DWLRQDO� WDVNV��$OO� WKDW�KH�GRHV� LV�

to�support,�help�them�develop�and�he�will�do�
the�rest�if�they�cannot�¿nish.

About� human� aspect,� his� above� style� of�
leading�is�very�effective.�As�he�focuses�much�
on�supporting� the�employees� to�develop�and�
improve� themselves,�he� is� caring�very�much�
IRU� WKH� LQWHUHVW� RI� KLV� HPSOR\HHV�� +H� QHYHU�

forces� or�put� them�under�pressure,� and� even�
when�they�fail�to�¿nish�the�tasks,�he�will�not�
criticize�them�at�all.�As�a�result,�his�employees�
feel�treated�very�nicely�by�him.�

After�understanding�the�content�of�managerial�
grid,�Ms.�Ngoc�A.�shared�her�opinion�about�the�

type�that�Mr.�T.�should�be�as:

,�WKLQN�KH�LV�WKH�&RXQWU\�&OXE�0DQDJHPHQW�

VW\OH� ������� ,W� GRHV� QRW� PHDQ� WKDW� KH� LV�

LQGLIIHUHQW�WR�ZRUN�DQG�SURGXFWLYLW\��7KH�WUXWK�

LV�KH�LV�VR�EULOOLDQW�WKDW�KH�FDQ�GR�LW�KLPVHOI��

VR� KH� GRHV� QRW� ZDQW� WR� SXW� SUHVVXUH� RQ� KLV�

HPSOR\HHV��

About� theory� X� and� Y,� we� can� easily�
UHFRJQL]H�WKDW�KH�LV�D�<�OHDGHU,�who�believes�
in�the�inborn�desire�to�work�and�contribute�of�
his�employees�and�shares�the�responsibilities�
ZLWK�WKHP�

�6LWXDWLRQDO�WKHRU\

Mr.� T.� chose� A� and� D� for� 2� situations�
given,� which� are� both� delegating� style.� The�
most� effective� answer� should� be� A� and� D,�
which�means�he�only�handled�well�in�the�¿rst�
situation.�Both�selections�are�delegating,�which�
clearly�reÀects�his�inÀexible�leadership�style.�
)RU� HPSOR\HHV� ZLWK� GLIIHUHQW� GHYHORSPHQW�

level,�he�remains�the�same�approach�to� lead.�
No� matter� how� competent� and� ready� the�
employees� are,�he�believes� that� self-study� is�
the� best� method,� and� he� will� support� when�
they�ask.�In�conclusion,�Mr.�T.�is�not�Àexible�
LQ�DGDSWLQJ�OHDGHUVKLS�VW\OH�WR�GLIIHUHQW�OHYHO�

RI�HPSOR\HHV���

�7UDQVDFWLRQDO�WKHRU\�±�7UDQVIRUPDWLRQDO�

WKHRU\

About� idealized� inÀuence,� Mr.� T.� is� a�
QHDUO\� SHUIHFW� PRGHO� ZKRVH� FKDULVPD� DQG�

competence� are� admired� by� his� employees.�
His�colleagues�feel�comfortable�and�motivated�
being�around�him.�

About� inspirational� motivation,� he�
succeeds�in�getting�his�employees�to�involve�
LQ�WKH�PLVVLRQ�DQG�YLVLRQ�RI�WKH�FRPSDQ\��+H�

also�explained:�“I�try�to�make�them�understand�
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that�their�work�is�very�meaningful�[…].�They�
know� they� are� doing� good� things,� and� are�
motivated�to�continue.”

About�intellectual�stimulation,�he�is�brilliant�
DW�KHOSLQJ�KLV�IROORZHUV�GLVFRYHU�DQG�GHYHORS�

their�own�potentialities.�As�he�said,�he�assigns�
tasks� and� wants� the� followers� to� think� ¿rst,�
and�ask�for�help�if�necessary.�Mr.�T.�believes�
WKDW� WKLV� PHWKRG� ZLOO� LQFUHDVH� WKH� FUHDWLYLW\�

and�independence�of�his�employees,�which�is�
very�essential�to�the�self-development.�

About� individualized� consideration,� Ms.�
Ngoc�A.�emphasized�several�times�that�Mr.�T.�
is�a�very�nice�person,�who�is�emotional,� fair�
DQG�FDULQJ��+H�PDNHV�HYHU\�VLQJOH�HPSOR\HH�

IHHO�DSSUHFLDWHG��

Besides,� Mr.� T.� does� not� use� contingent�
UHZDUG�DV�DQ�LQFHQWLYH�IRU�KLV�HPSOR\HHV��+H�

ensures�their�life�with�good�compensation�as�
Ms.�Ngoc�A.�praised:

2XU�FRPSHQVDWLRQ�SROLF\�LV�SHUIHFW��PXFK�

EHWWHU� WKDQ� WKH�SUHYLRXV�FRPSDQ\��)RU�PH�� ,�

GR�QRW�UHDOO\�FDUH� DERXW� VDODU\�DQ\PRUH��DV�

,�NQRZ�KH�LV�YHU\�JRRG�WR�PH��DQG�ZRUNLQJ�LV�

QRW�RQO\�JRRG�IRU�WKH�FRPSDQ\��,W�LV�JRRG�IRU�

P\�VHOI�GHYHORSPHQW��,�ZDQW�WR�GHYRWH�PRUH�

As� a� result,� Mr.� T.� is� at� the� level� of�
WUDQVIRUPDWLRQDO�OHDGHUVKLS�

�������)LUP�%�

�7UDLW�WKHRU\

Ms.�C.�is�described�as�a�KRW�WHPSHUHG�but�
VLQFHUH�person.�She�is�also�very�UHVSRQVLEOH�
DQG� VWUDLJKW�IRUZDUG.� Her� ability� is� highly�
evaluated�by� the� followers,� as� she�explained�
that� pharmacy� is� her� major� and� she� used�
to� study� abroad� in� Russia.� That� is� also� the�
reason� why� she� is� very� self-con¿dent,� and�
sometimes�(as�the�follower�commented)�even�

RYHUcon¿dent.� Ms.� C.� is� very� GHWHUPLQHG�

DQG� SHUVLVWHQW,� because� she� believes� in� her�
own� ability� to� make� decisions.� This� may�
leads� to� conservatism;� however,� thanks� to�
her� excellent� experience� and� expertise,� her�
GHFLVLRQV�DUH�RIWHQ�DSSURSULDWH��7KH�UHVSRQVHV�

that� Ms.� C.’s� and� her� follower’s� about� her�
characteristic� that� other� people� like� best� are�
similar� (“reliability”� versus� “sincerity”).� As�
a� result,� I� can� conclude� that� she� has� great�
FKDULVPD�DQG�LV�YHU\�WUXVWZRUWK\�

However,�her�sociability�suffers�due�to�her�
outspoken�and�judgmental�traits.�She�said:

³$� KDUG�ZRUNLQJ� HPSOR\HH� ZLOO� IHHO� WKDW�

,�DP�YHU\�IULHQGO\�DQG�HDV\�JRLQJ��+RZHYHU��

D�OD]\�DQG�UHFNOHVV�RQH�ZLOO�QRW�OLNH�ZRUNLQJ�

ZLWK�PH��EHFDXVH�,�RIWHQ�XUJH�WKHP�WR�GR�WKHLU�

ZRUN´��Therefore,�whether�she� is�friendly�or�
not�depends�on�different�types�of�employees,�
because� they� receive� dissimilar� treatment�
IURP�KHU�

In� conclusion,� she� is� UHVSRQVLEOH�� VHOI�
con¿dent,�persistent,�trustworthy�and�hot-
WHPSHUHG�

�%HKDYLRUDO�WKHRU\

About�WDVN�DVSHFW,�I�can�conclude�that�she�
LV�D� WDVN�RULHQWHG� OHDGHU.�She�described� the�
characteristics�of�subordinates�that�annoy�her�
PRVW�

,� GR� QRW� OLNH� LUUHVSRQVLEOH� DQG� OD]\�

VXERUGLQDWHV�>«@:LWK�WKHVH�SHRSOH��,�KDYH�WR�

GLUHFW� YHU\� FDUHIXOO\� E\� OLVWLQJ� DOO� WDVNV� WKDW�

WKH\� QHHG� WR� GR�HYHU\� GD\�DQG� FKHFN� LI� WKH\�

¿nish�or�not.� If� they�do�not� try�to� improve,� I�
KDYH�WR�DVN�KLJKHU�PDQDJHU�WR�UHORFDWH�WKHP�

She� focuses� much� on� work� completion,�
and�demands�her�followers�to�be�responsible�
for� their� mission.� At� the� same� time,� she�
GLUHFWV�DQG�FRQWUROV�WKH�WDVNV�DVVLJQHG�WR�KHU�
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followers.� She� is� also� a� result-driven� leader,�
who�pays�much�attention�to�the�outcome.�

About� UHODWLRQVKLS� DVSHFW,� she� has�
problems�with�some�subordinates.�It�is�dif¿cult�
to�discover�whose�fault�it�really�is,�but�in�my�
opinion,�as�she�is�hot-tempered�and�outspoken�
at�the�same�time,�she�will�easily�be�hated.�She�
is� not� adroit� at� gaining� affection� of� others;�
because�she�only�tries�to�do�what�she�thinks�is�
ethical�and�rightful.�Her�treatments�to�various�
types� of� employees� are� different,� based� on�
their�attitude�and�contribution.�Therefore,�it�is�
very�equal�and�fair.

In� conclusion,� she� is� DQ� $XWKRULW\�

&RPSOLDQFH� ������ leader,�who� focuses�more�
RQ�ZRUN�DQG�OHVV�RQ�SHRSOH�

About� Theory� X� &� Y,� she� is� described�
DV� W\SH� ;,� as� she� evaluates� her� current�
subordinates� as� lazy� and� irresponsible.� She�
WKLQNV�WKDW�VKH�KDV�WR�IROORZ� WKHP�VWULFWO\� WR�

ensure�compliance�and�achieve�productivity.
�6LWXDWLRQDO�7KHRU\

Ms.� C.� failed� to� choose� the� appropriate�
option�in�both�situations.�This�means�that�she�
doesn’t� change�her� leading�style�based�upon�
WKH� GHYHORSPHQW� OHYHO� RI� WKH� HPSOR\HHV��$V�

a� result,� she� is� QRW� DQ� HIIHFWLYH� OHDGHU� LQ�
situational�theory.�
�7UDQVDFWLRQDO�±�7UDQVIRUPDWLRQDO�7KHRU\

About� idealized� inÀuence,� Ms.� C.� is� not�
a� favorite� leader� of� her� subordinate,� so� she�
cannot� have� idealized� inÀuence� on� other�
IROORZHUV�

About� inspirational� motivation,� she� does�
QRW� NQRZ� KRZ� WR�PRWLYDWH� RWKHUV��7KH� RQO\�

thing�she�reminds�them�is�about�the�fact�that�
high� productivity� will� diUHFWO\� OHDG� WR� KLJK�
VDODU\�� ,W� LV�PRUH� RI� FRQWLQJHQW� UHZDUG� WKDQ�

UHDO�PRWLYDWLRQ�

About�intellectual�stimulation,�the�follower�
LQWHUYLHZHG�DOVR�H[SUHVVHG�WKH�RSLQLRQ�

)RU� RWKHU� UHVSRQVLEOH� VWDIIV�� VKH� LV� TXLWH�

Àexible,�and�encourages�us�to�be�creative.�She�
MXVW�FDUHV�DERXW�WKH�UHVXOW��DQG�ZH�GR�QRW�QHHG�

WR�RQO\�GR�RXU�ZRUN�LQ�WKH�ZD\�VKH�ZDQWV�

That� means� she� encourages� creativity� of�
her�subordinate,�but�at�low�level,�which�is�not�
UHDOO\�HIIHFWLYH��

About�individualized�consideration,�based�
on�her� task-oriented� style,� I� can�assume� that�
she�does�not�succeed�in�creating�a�supportive�
FOLPDWH��

As� a� result,� she� is�QRW� DW� WKH� OHYHO� RI� D�
WUDQVIRUPDWLRQDO�OHDGHU.�However,�she�uses�
contingent�reward�and�active�management-by-
exception,�which�is�reÀected�in�the�follower’s�
review:� “She� often� follows� the� tasks� and�
FRPPHQWV�LI�ZH�FDQ�GR�DQ\WKLQJ�WR�LPSURYH´��

Therefore,�I�think�she�is�a�transactional�leader.

In� conclusion,� Ms.� C.� is� DW� WKH� SRVLWLRQ�
RI� WUDQVDFWLRQDO� OHDGHUVKLS� VW\OH� LQ� WKH�

continuum�spectrum.

�����&RPSDULVRQ�EHWZHHQ�GLIIHUHQW�JURXSV

������� 6LPLODULWLHV� LQ� OHDGHUVKLS� EHWZHHQ�

VHOHFWHG�9LHWQDPHVH�VRFLDO�HQWHUSULVHV

Based� on� the� speci¿c� description� of�
OHDGHUVKLS�LQ�)LUP�%��DQG�)LUP�$��RUJDQL]DWLRQ�

above,�the�main�results�are�summarized�below�
for�a�better�comparison.

As�we�can�see,�the�leadership�in�both�social�
enterprises� has� various� characteristics� in�
FRPPRQ��

First,� in� trait� theory,� both� leaders� have�
DOPRVW� WKH� VDPH� FKDUDFWHULVWLFV�� 7KH\� DUH�

outspoken,� hot-tempered,� responsible� and�
enthusiastic� people.� They� also� have� high�
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determination� to� achieve� their� objectives�
despite� many� dif¿culties.� Both� leaders� have�
deep� specialized� knowledge� in� their� ¿elds,�
which�enables�them�to�be�very�self-con¿dent�
ZKHQ� PDNLQJ� GHFLVLRQ�� ,Q� UHODWLRQV� ZLWK�

other� people,� both� Ms.� H.� and� Ms.� P.� tend�
to� be� outgoing,� friendly� and� create� a� close�
relationship�among�colleagues.�They�care�for�
their�employee’s�wellbeing�and�success.�

Second,� in� behavioral� theory,� Ms.� H.�
and� Ms.� P.� both� have� a� Team�Management�
OHDGHUVKLS� VW\OH�� 7KLV� PHDQV� WKDW� WKH\� KDYH�

high�concern�for�both�production�and�people.�
On� the� one� hand,� they� want� tasks� to� be�
accomplished�on�time�and�ef¿ciently.�On�the�
other� hand,� they� do�not� ignore� the� necessity�
RI�D�ZDUP�DQG�LQVSLULQJ�ZRUNLQJ�DWPRVSKHUH��

These� two� leaders� try� to� be� supportive� and�
FUHDWH� JRG� ZRUNLQJ� FRQGLWLRQV� IRU� WKHLU�

subordinates.

Third,� in� leadership� continuum� spectrum,�
both� leadership� styles� fall� in� the� center� of�
transformational� and� transactional� continuum..�

7KLV� PHDQV� WKDW� WKHLU� OHDGLQJ� DSSURDFKHV� DUH�

better� than� a� transactional� leader,� but� haven’t�
advanced�enough�to�reach�transformational�stage.�

These� similarities� will� be� used� as�
UHSUHVHQWDWLYH� FKDUDFWHULVWLFV� RI� VRFLDO�

enterprise�group�in�the�scope�of�this�research�
in�order�to�compare�with�two�other�for-pro¿t�
FRPSDQLHV�LQ�ODWHU�VHFWLRQ�

������� 6LPLODULWLHV� LQ� OHDGHUVKLS� EHWZHHQ�

selected� Vietnamese� pro¿t-oriented�
HQWHUSULVHV�

The� characteristics� of� two� for-pro¿t�
enterprises� are� brieÀy� summarized� in� this�
following�table.

Two� leaders� of� pro¿t-oriented� companies�
have� fewer� features� in� common� than� those�
RI� VRFLDO� HQWHUSULVHV�� 7KH\� RQO\� VKDUH� VRPH�

characteristics�in�trait�and�situational�theories.

First,� in�trait�theory,�they�are�enthusiastic,�
determined� and� responsible� leaders,� who�
work�hard�and�actively.�Besides,�both�of�them�
KDYH�JRRG�WHFKQLFDO�VNLOOV�LQ�WKHLU� UHVSHFWLYH�

7DEOH����&RPSDULVRQV�EHWZHHQ�WZR�VHOHFWHG�VRFLDO�HQWHUSULVHV

/HDGHUVKLS�LQ�<HQ�7KLQK�FRPSDQ\ /HDGHUVKLS�LQ�6ZHHW�6HFRQG�

7UDLW �HQWKXVLDVWLF��UHVSRQVLEOH

�RXWVSRNHQ��KRW�WHPSHUHG

�GHWHUPLQHG�	�SHUVLVWHQW

�self–con¿dent
�GHHS�PDMRU�NQRZOHGJH

�FDULQJ�DQG�V\PSDWKHWLF

�RXWJRLQJ��IULHQGO\��DQG�YHU\�FORVH�

�HQWKXVLDVWLF��UHVSRQVLEOH

�VWUDLJKWIRUZDUG��KRW�WHPSHUHG

� GHWHUPLQHG�� EXW� QRW� YHU\� SHUVLVWHQW�

�RIWHQ�FRQVLGHU�RWKHUV¶�VXJJHVWLRQV��

�self-con¿dent�
�GHHS�PDMRU�NQRZOHGJH

�VLQFHUH�DQG�WUXVWZRUWK\

�IULHQGO\�DQG�RXWJRLQJ

%HKDYLRUDO �7HDP�0DQDJHPHQW�/HDGHU������

�7KHRU\�<

�7HDP�0DQDJHPHQW�/HDGHU������

�7KHRU\�<

6LWXDWLRQDO� QRW�DQ�HIIHFWLYH�OHDGHU HIIHFWLYH�OHDGHU

7UDQVDFWLRQDO� ±�

7UDQVIRUPDWLRQDO�

PLGGOH� RI� WUDQVIRUPDWLRQDO� DQG�

WUDQVDFWLRQDO�OHYHO

PLGGOH� RI� WUDQVIRUPDWLRQDO� DQG�

WUDQVDFWLRQDO�OHYHO
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Table�4:�Comparisons�between�two�selected�for-pro¿t�enterprises

/HDGHUVKLS�LQ�,$&�9LHW�1DP�

FRPSDQ\

/HDGHUVKLS�LQ�0HGLSODQWH[�

FRPSDQ\

7UDLW�7KHRU\ �HQWKXVLDVWLF��UHVSRQVLEOH�

�very�self-con¿dent
�DGYDQFHG�NQRZOHGJH�DQG�H[SHULHQFH

�UHOLDEOH�DQG�WUXVWZRUWK\

�WUDQVSDUHQW��HTXDO�DQG�HWKLFDO

�GHWHUPLQHG�EXW�LQGHFLVLYH

�QLFH��YHU\�IULHQGO\

�(QWKXVLDVWLF��UHVSRQVLEOH

�self-con¿dent
�GHHS�PDMRU�NQRZOHGJH

�WUXVWZRUWK\

�GHWHUPLQHG�DQG�SHUVLVWHQW

�KRW�WHPSHUHG

%HKDYLRUDO�7KHRU\ �&RXQWU\�&OXE�0DQDJHPHQW�VW\OH������

�7KHRU\�<

�$XWKRULW\�±�&RPSOLDQFH�VW\OH������

�7KHRU\�;

6LWXDWLRQDO�7KHRU\ 1RW�DQ�HIIHFWLYH�OHDGHU��DOZD\V�FKRRVH�

GHOHJDWLQJ�

1RW�DQ�HIIHFWLYH�OHDGHU

7UDQVDFWLRQDO� ��

7UDQVIRUPDWLRQDO�

7KHRU\

7UDQVIRUPDWLRQDO�OHYHO 7UDQVDFWLRQDO�OHYHO

¿elds� as� well� as� extensive�work� experience.�
As� a� result,� they� are� very� self-con¿dent� in�
expressing� their� ability� and� wisdom.� The�
two� leaders� are� evaluated� as� trustworthy�
individuals,�not�only�in�working�environment�
but�also�in�personal�lives.

Second,� in� situational� theory,� Mr.� T.� and�
Ms.�C.� both� failed� to� adjust� their� leadership�
styles� appropriately� in� different� situations.�
While�Mr.�T.� remains� delegating� style� in� all�
circumstances,�Ms.�C.�changes�her�approaches�
but�not�succeed�in�selecting�the�proper�one.�As�
a�result,� they�are�both�ineffective�in�situation�
WKHRU\�

In�the�next�section,�these�common�features�
will�be�compared�with�the�similarities�between�
WZR�VRFLDO�HQWHUSULVHV�WR�KDYH�D�FOHDU�FRQWUDVW�

between�two�groups�of�companies.

������� 'LIIHUHQFHV� LQ� OHDGHUVKLS� EHWZHHQ�

selected� social� enterprises� and� for-pro¿t�
FRPSDQLHV

&RPSDULQJ� OHDGHUVKLS� RI� WZR� VRFLDO�

enterprises� with� that� of� two� pro¿t-oriented�
companies,� we� can� see� various� differences�
between�them�from�different�perspectives.

From� the� viewpoint� of� trait� theory,�
both� leader� types� share� the� enthusiasm,�
responsibility,� self-con¿dence� and�
trustworthiness.�They�also�all�have�extensive�
knowledge�of�their�work,�which�enables�them�
to�obtain�a�better�insight�of�the�work�they�and�
their�employees�are�doing.�However,�when�we�
FRPSDUH�WKH�WZR�VRFLDO�HQWUHSUHQHXUV�LQ�WKLV�

VWXG\�ERWK� KDYH� VWUDLJKWIRUZDUG� DQG�KRW�

WHPSHUHG�SHUVRQDOLW\.�Besides,�they�are�very�
friendly� and� outgoing.� In� contrast,� two� for-
pro¿t�leaders�have�different�natures:�one�is�very�
straight�forward�and�hot-tempered,�while� the�
other�is�very�thoughtful�and�elegant.�Moreover,�
only�one�of�them�has�good�sociability.�In�our�
opinion,�the�differences�cannot�be�generalized�
to�the�whole�population,�but�I�can�infer�some�
¿ndings� in� social� enterprise� group.� Social�
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entrepreneurs� mainly� pay� more� attention� to�
social�welfare�than�¿nancial�pro¿t.�As�a�result,�
they� are� often� caring� and� friendly� people,�
who�want�to�bring�about�good�things�to�other�
vulnerable� groups.�Besides,� as� their� purpose�
of�working� is� to� contribute� to� humanity� and�
beautify� the� environment,� they� are� working�
towards� common� bene¿ts,� not� their� own�
interest� anymore.�As� a� result,� their� working�
HQYLURQPHQW� LV� IULHQGOLHU� WKDQ� DQ� H[WUHPHO\�

FRPSHWLWLYH� PDUNHW� FRQVWDQWO\� GULYLQJ� WR�

yield� higher� pro¿tability.� Consequently,�
straightforward� and� hot-tempered� people�
will� be� more� comfortable� in� this� nonpro¿t-
oriented� atmosphere.� In� contrast,� the� pro¿t-
oriented� environment� is� more� complex,� and�
it� is� dif¿cult� to� generalize� any� conclusion�
ZKHWKHU�WKH\�DUH�IULHQGO\�DQG�VWUDLJKWIRUZDUG�

From�the�view�point�of�behavioral�theory,�
WZR� VRFLDO� HQWHUSULVHV� ERWK� XWLOL]H� WHDP�

PDQDJHPHQW� OHDGHUVKLS� VW\OH,� and� they�
embrace�Theory�Y�leadership�style,�while�no�
inference� can� be� drawn� for� pro¿t-oriented�

entrepreneurs.�We�think�this�characteristic�of�
social� enterprise� group� is� reasonable.� In� the�
speci¿c�case�of�two�social�enterprises�in�this�
research,� employees� are� part� of� their� target�
stakeholders�that�bene¿t�from�the�operation�of�
WKH� VRFLDO� FRPSDQ\��)LUP�%�� LPSURYHG� WKHLU�

employee’s� life� and� income� by� generating�
jobs�and�a�friendly�working�environment.�At�
the�same�time,�Firm�A1�creates�opportunities�
of�doing�voluntary�work�and�self-developing�
activities� for� the� volunteers.�As� a� result,� the�
leaders�must�be�concerned�about�the�working�
environment�and�motivate�their�subordinates.�
On�the�other�hand,�the�social�enterprises�still�
need�to�operate�at�proper�speed,�which�requires�
good� productivity.� Therefore,� the� leaders�
focus�much�on�both�task�and�people�aspect�and�
belong� to� the� group� of�7HDP� PDQDJHPHQW�

������RU�7KHRU\�<�OHDGHU.�In�contrast,�pro¿t-
oriented� companies� are� more� complicated,�
have� different� styles� and� are� impossible� to�
conclude�from�only�2�companies�in�the�scope�
RI�WKLV�UHVHDUFK�

7DEOH����&RPSDULVRQV�EHWZHHQ�WZR�JURXSV�RI�VHOHFWHG�HQWHUSULVHV

���VRFLDO�HQWHUSULVHV 02�pro¿t-oriented�enterprises
7UDLW�7KHRU\ �(QWKXVLDVWLF��UHVSRQVLEOH

�VWUDLJKWIRUZDUG��KRW�WHPSHUHG

�GHWHUPLQHG

�self-con¿dent�
�GHHS�PDMRU�NQRZOHGJH

�VLQFHUH�DQG�WUXVWZRUWK\

�IULHQGO\�DQG�RXWJRLQJ

�(QWKXVLDVWLF��UHVSRQVLEOH

�GHWHUPLQHG

�self-con¿dent
�GHHS�PDMRU�NQRZOHGJH

�WUXVWZRUWK\

%HKDYLRUDO�7KHRU\ �7HDP�0DQDJHPHQW�/HDGHU������

�7KHRU\�<

'LIIHUHQW�VW\OHV

6LWXDWLRQDO�7KHRU\ 'LIIHUHQW�VW\OHV 1RW�DQ�HIIHFWLYH�OHDGHU

7UDQVDFWLRQDO���

7UDQVIRUPDWLRQDO�

7KHRU\

0LGGOH� EHWZHHQ� WUDQVDFWLRQDO� DQG�

WUDQVIRUPDWLRQDO�OHYHO

'LIIHUHQW�OHYHOV
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From�the�perspective�of�situational�theory,�
the� results� for� social� enterprises� are� mixed,�
ZKLOH� both� for-pro¿t� entrepreneurs� are�
LQHIIHFWLYH� LQ� DGDSWLQJ� WR� WKH� GHYHORSPHQW�

level� of� employees.� In� my� opinion,� this�
difference�does�not� result� from�which� group�
the�company�belongs�to.�This�is�the�matter�of�
assumption�(training�in�EQ)?�Mr.�T.,�Ms.�C.�and�
Ms.�H.�do�not�realize�that�their�employees�are�
DW�GLIIHUHQW�OHYHO�RI�FRPSHWHQFH�DQG�UHDGLQHVV��

The� consequence� is� they� use� inappropriate�
method�of� directing�or� supporting� them.�For�
example,�Mr.�T.�assumes�that�the�best�way�to�
get�experience�is�to�do�it�directly,�and�ask�for�
help�and�instruction�if�necessary.�He�thinks�that�
his�employees�are�always�competent�enough�
to� self-study� and� straightforward� enough� to�
H[SUHVV� WKHLU�ZHDNQHVVHV� WR� WKH� OHDGHU��$V� D�

result,�he�uses�only�delegating�style.

Lastly,�from�the�perspective�of�transactional�
–� transformational� theory,� WZR� VRFLDO�

HQWUHSUHQHXUV�in�this�study�are�aligned���LQ�WKH�
PLGGOH�SRVLWLRQ� EHWZHHQ� WUDQVIRUPDWLRQDO�

DQG� WUDQVDFWLRQDO� OHYHO��At� the� same� time,�
results�of�for-pro¿t�enterprises�are�compound�
(Mr.�T.�is�transformational�leader,�and�Mr.�C.�is�
transactional�leader).�In�our�own�assessment,�
social� entrepreneurship� is� a� new� trend� in�
Vietnam,�and�social�entrepreneurs,�who�already�
possess� potential� abilities� in� both� directing�
and� supporting,� need� more� time� to� master�
their�leadership.�At�the�moment,�2�interviewed�
leaders�are�already�in�the�middle�level�between�
WUDQVDFWLRQDO� DQG� WUDQVIRUPDWLRQDO� OHYHOV�� ,Q�

near�future,�with�self-study,�experience�and,�if�
possible,�mentoring�and�training�courses,�they�
will� become� transformational� leaders,� who�
perfectly�lead�the�group�to�achieve�a�common�
JRDO�

���&21&/86,216

�����&RQWULEXWLRQV��

This� research� has� studied� the� leadership�
in�2� groups:� social� enterprises� and�for-pro¿t�
FRPSDQLHV� IURP� GLIIHUHQW� SHUVSHFWLYHV�

LQ� RUGHU� WR� JHW� WKH� PRVW� FRPSUHKHQVLYH�

conclusion.� After� analyzing� the� result� in�
4� cases,� we� ¿gured� out� the� similarities�
between� two� social� entrepreneurs� and� two�
pro¿t-oriented� leaders.� By� explaining� these�
similarities,�we�get�insights�of�the�leadership�
in� two� selected� social� entrepreneurs,� and�
then� compare� the� resemblances� discovered�
in�each�group�together�to�¿nd�the�differences.�
These� divergences� between� social� and� for-
pro¿t� groups� clarify� the� characteristics� of�
leadership� in� social� entrepreneurship,� which�
is�the�main�contribution�of�this�research.�More�
speci¿cally,�the�most�important�¿ndings�in�this�
research�are�about�the�common�characteristics�
RI�OHDGHUVKLS�LQ���VHOHFWHG�VRFLDO�HQWHUSULVHV��

The�similarities�include��L��PDQ\�WUDLWV�RI�WKH�
OHDGHUV�VXFK�DV�UHVSRQVLELOLW\��GHWHUPLQDWLRQ��

self-con¿dence,� high� specialized� knowledge�
DQG� IULHQGOLQHVV�� �LL�� WKH� 7HDP�0DQDJHPHQW�

/HDGHUVKLS�VW\OH�DQG�7KHRU\�<�VW\OH�LQ�WHUPV�

RI� %HKDYLRUDO� WKHRU\�� DQG� �LLL�� WKH� VDPH�

SRVLWLRQ�LQ�WKH�PLGGOH�RI�WUDQVIRUPDWLRQDO�DQG�

WUDQVDFWLRQDO�OHYHO�IURP�WKLV�SHUVSHFWLYH�

These� comparisons�are�only� between� two�
companies;�however,�they�are�potential�¿ndings�
that�may�be�used� in�a� future� research�with�a�
ODUJHU� VDPSOH� WR� JHQHUDOL]H� D� FKDUDFWHULVWLF�

of� the� whole� social� enterprise� population.�
Besides,�the�¿ndings�of�current�leadership�in�
each�company�may�help�the�leader�be�aware�
RI�WKHLU�VWUHQJWKV�DQG�ZHDNQHVVHV�WR�LPSURYH�

WKHPVHOYHV� ZKLOH� IRVWHULQJ� WKH� GHYHORSPHQW�

DQG�VFRSH�RI�WKH�FRPSDQLHV�
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Last� but� not� least,� during� the� research,�
ZH� FKRVH� WZR� VHUYLFH� FRPSDQLHV� DQG� WZR�

manufacturing� companies� (each� group�
includes� one� service� and� one�manufacturing�
FRPSDQLHV� WR� JHW� PRUH� UHSUHVHQWDWLYH� FDVH�

studies).� Moreover,� 3� out� of� 4� leaders� are�
female.� However,� as� the� main� purpose� of�
WKLV� UHVHDUFK� LV� OHDGHUVKLS� LQ� VRPH� VHOHFWHG�

Vietnamese� social� enterprises,� we� haven’t�
taken� these�issues� into�careful�consideration.�
Accordingly,� this� research� results� can� be�
used� for� further� investigation� into� women�
leadership,� or� leadership� in� service� versus�
manufacturing�industries.���

�����,PSOLFDWLRQV�IRU�PDQDJHUV

In� social� enterprise� group,� two� leaders�
still� have� problems� with� idealized� inÀuence�
and� intellectual� stimulation.� In� order� to�
PDVWHU� WKHLU� OHDGHUVKLS� WR� WUDQVIRUPDWLRQDO�

level,� they� need� to� get� their� employees� or�
volunteers�to�involve�in�the�vision�and�interest�
of� the� company.� Simultaneously,� to� widen�
the� scope� and� increase� productivity� of� the�
organizations,� two� leaders� should� encourage�
their�subordinates�to�work�in�a�creative�ways,�
think�out�of�the�box�and�¿nd�innovate�solutions�
to�current�problems.�In�particular,�Ms.�H.�still�
needs�to�improve�her�situational�leadership�so�
that�she�can�give�more�appropriate�supportive�
RU�GLUHFWLYH�DVVLVWDQFH�WR�KHU�HPSOR\HHV��

In�for-pro¿t�companies,�Mr.�T.�and�Ms.�C.�
should�advance�situational�leadership�as�well.�
They� ought� to� determine� the� development�
level�of�their�subordinates�¿rst,�and�then�¿gure�
out�the�appropriate�treatments�instead�of�using�
inÀexible�methods.�

�����/LPLWDWLRQV

Although� the� main� aims� of� this� research�
have� been� reached,� this� study� still� has�
inevitable� limitations.� First,� the� number� of�

case� studies� is� quite� small� (04� companies),�
so� the� ¿ndings� might� not� be� a� question� of�
generalization.�Second,�in�each�company,�only�
RQH� OHDGHU�DQG�RQH� IROORZHU� WDNH�SDUW� LQ� WKH�

separated�interviews�by�reason�of�inability�to�
access� to�more� subordinates.�The� exactitude�
of�chosen�followers’�answers�may�be�affected�
by� the� relationship� between� the� leaders� and�
these�followers.�Consequently,�the�evaluations�
and�conclusions�about�leadership�style�may�be�
not�completely�precise.�Last�but�not�least,�as�
the�methodology�is�qualitative,�the� inference�
procedure� may�not� be� completely� objective.�
Sometimes,�targeted�messages�need�implying�
from�the�answers�of�interviewees�through�the�
questioner’s�evaluation�in�the�interview�instead�
of� accepting� direct� responses.� However,�
explanations� are� clearly� given� under� these�
circumstances� to� prove� the� personal� opinion�
DQG�DVVHVVPHQW�RI�WKH�UHVHDUFKHU�

�����)XWXUH�UHVHDUFK

7KH� DFKLHYHPHQW� DQG� OLPLWDWLRQ� RI� WKLV�

paper� would� suggest� some� directions� for�
future� study.� Firstly,� scholars� might� verify�
the�outcomes�of�this�paper�from�quantitative�
perspective.� With� survey� data� collecting�
method,�scholars�would�explore�the�differences�
and� similarities� of� leadership� style� between�
social� enterprises� and� pro¿t-oriented� ones.�
Secondly,�future�research�might�be�interested�
in� ¿nding� the� relationship� between� leader’s�
education,�experience,�and�social�enterprise’s�
performance.� Up� to� date,� for� pro¿t-oriented�
enterprises,� this� area� of� research� has� gained�
much�attention� from�organizational�behavior�
and�strategic�management�scholars.�However,�
for�social�enterprises,�it�is�stLOO�OHIW�LQ�WKH�GDUN��
Thirdly,� scholars� would� explore� the� role� of�
middle� managers� in� formulating� strategy� of�
social�entrepreneurs.q�



5(6($5&+�21�(&2120,&�$1'�,17(*5$7,21

��(;7(51$/�(&2120,&6�5(9,(:1R�������������

5HIHUHQFHV

��� Andrea�Lai,�2011,�7UDQVIRUPDWLRQDO�7UDQVDFWLRQDO�/HDGHUVKLS�7KHRU\,�Franklin�W.�Olin�
College�of�Engineering.

��� Anil�Pathak,�Punam�Sahgal,�Transformational�Leaders:�Their�Socialization,�Self-Concept,�
and� Shaping� Experiences,� viewed� on� April� 25WK,� http://www.regent.edu/acad/global/
publications/ijls/new/vol2iss3/sahgal/sahgal.htm

��� Anna�Adams�McCanse,�Robert�R.�Blake,�1991,�/HDGHUVKLS�'LOHPPDV�±�*ULG�6ROXWLRQV,�
Houston,�TX:�Gulf�Publishing�Company.

��� CIEM,�BC,�and�CSIP�(2012),�Social�enterprises�of�Vietnam:�concepts,�context,�and�policies.�
Unpublished�report

��� Dev�Appanah,�Sunit�Shrestha,�2007,�Startup�and�Change�the�World,�published�by�Youth�
Social�Enterprise�Initiative

��� Drayton.�B,�2005,�The�Social�Entrepreneur,�US�News�&�World�Report�
��� Firm�A1�pro¿le,�2014.�Unpublished�document
��� Firm�A2�pro¿le,�2014.�Unpublished�document.
��� Firm�B1�report,�2014.�Unpublished�document
����Firm�B2�pro¿le,�2014.�Unpublished�document.
����John�Scherer,�2012,�)UHGHULFN�7D\ORU¶V�&RQWULEXWLRQ�WR�WKH�0DQDJHPHQW�6FLHQFHV,�viewed�on�

April�25th,�http://leadershipstrategyinsider.com/2012/05/07/frederick-taylors-contribution-
to-the-management-sciences/

����K.�Blanchard,�P.�Zigarmi,�D.�Zigarmi,�1985,�/HDGHUVKLS�DQG� WKH�2QH�0LQXWH�0DQDJHU��

,QFUHDVLQJ�(IIHFWLYHQHVV�7KURXJK�6LWXDWLRQDO�/HDGHUVKLS,�New�York:�William�Morrow.
����Leadership:�A�leader�lives�in�each�of�us,�viewed�on�April�25WK,�http://www.learningdomain.

com/Situational.pdf�
����Martin� M.� Chemers,� 1997,� $Q� LQWHJUDWLYH� WKHRU\� RI� OHDGHUVKLS,� Lawrence� Erlbaum�

Associates,�Publishers�
����Of¿cial�website�of�Ashoka,�viewed�on�April�20WK,�http://www.schwabfound.org/�
����Of¿cial�website�of�Schwab�Foundation�for�Social�Entrepreneurship,�viewed�on�April�20WK,�

http://www.schwabfound.org/content/what-social-entrepreneur
����René�Darmon,�2007,�/HDGLQJ�WKH�6DOHV�)RUFH��$�'\QDPLF�0DQDJHPHQW�3URFHVV,�Campbridge�

University�Press
����Roger�J.�Givens,�Transformational�Leadership:�The�Impact�on�Organizational�and�Personal�

Outcomes,� viewed� on� April� 25WK,� https://www.regent.edu/acad/global/publications/elj/
issue1/ELJ_V1Is1_Givens.pdf

����Roger� Martin,� Sally� Osberg� ,� 2007,� Social� Entrepreneurship:� The� Case� for� De¿nition,�
Stanford�Social�Innovation�Review


